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Mission Statement

e Tippecanoe Valley School Corporation is committed to serving the community by preparing all students
for each educational transition We will provide a strong academic foundation, develop employability skills,
and create an awareness of career opportunities. We will serve the community by challenging all individuals
to achieve their potential, develop a passion for lifelong learning, and become productive members of society.

Hedgehog Statement

Student Success through Character Education, Leadership, and Literacy

Core Values

e Consistently Put Kids First

e Shared Leadership

e Differentiated Instruction — Meeting Students at Their Ability Level
e Collaboration

e Build Positive Relationships with Stakehoklders

Belief Statements

* We value and model respect, courtesy, self-discipline, and concern for everyone.
* We value moral character development, positive attitudes, and teamwork for all students and staff.

® We value a safe school atmosphere for all students, staff, and families that is warm, caring, and
challenging.

® We value education, lifelong learning, and excellence in academics, the arts, athletics, and life skills.
* We value each and every student and believe that every student can learn and achieve.

e We value all students, staff, and community members as partners in providing a positive and respectful
learning environment.



Philosophy of Teacher Performance Evaluation

N "';1e purpose of evaluation in the Tippecanoe Valley School Corporation is to improve student learning by
-developing the personal and professional skills of teachers. Performance of teachers is assessed to
cooperatively develop a plan which reinforces effective behaviors and identifies where growth is necessary.

Evaluation is a continual process and designed to improve instruction and promote growth and development
of teachers. Objective measures are used to identify strength and weaknesses and to develop a corrective
plan of action.

Reports, observations, and other information are used in planning for staff development and in making
personnel decisions. Teachers will participate in the evaluation process and assume responsibility for their
continued growth and improvement.

Purpose for Teacher Performance Evaluation

The intended purpose of the Teacher Evaluation Process is to:
® Provide a means by which the district becomes a “A” corporation.
¢ Ensure teacher quality;
® Promote teacher and student learning;
® Enhance performance and instructional effectiveness that improves student learning and results;
® Promote a positive environment for professional growth and student development;

¢ Provide additional structure to the collaboration process, ensuring all teachers, teams, and schools are
working toward the same goal;

® Provide an objective assessment of overall performance based on the six standards of teaching
responsibility;

» Collaboratively establish a plan for professional growth that will improve teaching and learning;
e Assess the teacher’s performance in relation to the Professional Teaching Standards; and

® Actively engage each teacher through the use of self-assessment, reflection, presentation of artifacts, classroom
demonstration(s), and data indicating student achievement and growth.

Primary Components to Assess Teacher Performance

1. Student Learning — Student learning will be measured in two ways:

a. Student growth as indicated by the Indiana growth model, where appropriate data is available; and



b. Student mastery of rigorous academic goals and standards based upon a variety of summative assessments
and measured through a goal attainment process.

2. Professional Practices — The extent to which a teacher executes a set of core competencies, including content,
through observations of teacher and student interactions and review of artifacts. Professional practice
competencies are clearly mapped on a performance rubric.

3. Professional Responsibilities — The extent to which a teacher exhibits skill and knowledge based on actions and
attitudes that reflect a clearly defined set of professional responsibilities.

4. Data Measures — Objective measures of student achievement and growth to significantly inform the evaluation.
The objective measures must include:

a. Student assessment results for certified staff whose responsibilities include instruction in subjects measured
by statewide assessments; and

b. Methods for assessing student growth for certified staff that does not teach in areas measured by statewide
assessments.

¢. Methods for assessing student growth for certified staff that teaches a combination of tested and non-
tested content.

Teacher Evaluation Plan Expectations & Requirements:

1. Performance evaluations for all certified staff, conducted at least annually.

A
/

2. Objective measures of student achievement and growth to significantly inform the evaluation. The objective
measures include:

A. Student assessment results for certified staff whose responsibilities include instruction in subjects
measured in statewide assessments.

B. Methods for assessing student growth for certified staff who do not teach in areas measured by
statewide assessments.

3. An annual designation of each certified staff in one(1) of the following rating categories:
A. Highly Effective
B. Effective
C. Improvement Needed or Necessary
D. Ineffective

4. An explanation of the evaluator’s recommendations for improvement and the time in which improvement is
expected.

5. Aprovision that a teacher who negatively affects student achievement and/or growth cannot receive a rating of
highly effective or effective.



10.

11.

12.

13.

14.

15.

16.

17.

The plan, including the criteria for each rating category, must be made available to all certified staff before the
evaluations are conducted.

The evaluator shall discuss the evaluation with the certified staff member.

A copy of the completed evaluation, including any documentation related to the evaluation, must be provided
to the certified staff no later than ten (10) contractual days after the evaluation is conducted.

If a certified staff receives a Not Demonstrated rating in the majority of a standard, the evaluator and the
certified staff member shall develop a remediation plan of not more than ninety (90) school days in length to
correct the deficiencies noted in the certified staff’s evaluation. The remediation plan must require the use of
the certified staff’s license renewal credits in professional development activities intended to help the certified
staff achieve an effective rating on the next performance evaluation. If the principal did not conduct the
performance evaluation, the principal may direct the use of the certified staff member’s license renewal credit.

There are no maximum limits on the number of conferences and/or written evaluations. Additional
observations, conferences and/or written evaluations may occur at any time when deemed necessary by the
administration or at the request of the teacher.

The Directed Professional Development Plan is the Remediation Plan required by the state statute. The teacher
is placed on Directed Professional/Remediation plan by the principal/evaluator, and the plan is developed and
monitored by the principal/evaluator.

The Not Demonstrated rating is used by the principal/evaluator when the teacher is performing below
expectations and is not making adequate growth or progress toward becoming Proficient on the element
determined by the principal/evaluator. This rating is also used when the principal/evaluator is not able to check
any of the practices for the element being rated. If a teacher is rated Not Demonstrated, the principal/evaluator
must clarify the rating through the comment section.

A teacher who receives a rating of Ineffective may file a request for a private conference with the principal no
later than five (5) school days after receiving notice that the teacher received a rating of Ineffective. The teacher
is entitled to a private conference with the principal. If the teacher files a request with the school corporation
for an additional private conference not later than five (5) school days after the initial private conference with
the principal, the teacher is entitled to an additional private conference with the superintendent.

Before August 1 of each year, each school corporation shall provide the results of the staff performance
evaluations, including the number of certified staff placed in each performance category, to the IDOE. The
results may not include names or any other personally identifiable information regarding the certified staff
member.

Individual data will be based on a three year average for achievement and a three year median average for
growth or data that is available at the time.

Overall data will be based on one year (the previous year). This is a one year delay due to the timing of the test
data from the state.

Since first year teachers do not have data available, their evaluation will be based on the five standards at a
100%.



18. The evaluator will use only the data that is available in the evaluation process.

19. Instruction delivered by teacher rated ineffective - Through the use of the McREL evaluation system, teacher

performance is closely monitored throughout the year. Teachers rated as Not Demonstrated on the majority of
elements in any one standard will require a Directed Professional Development/Remediation Plan in order to
improve skills in those areas.

20. Procedures and Notification if a teacher is rated ineffective - The administration will track the students assigned
to ineffective teachers. In order to avoid a student receiving instruction by an ineffective teacher two yearsina
row, the administration will hand schedule affected students to an effective teacher. If the schedule does not
allow the student to be rescheduled, a letter will be sent from the school administration to parents.

Final Rating Scale: State Definitions

Individual ratings for each of the six components will be combined and converted to produce a final rating utilizing the
following performance level descriptors and definitions for category designation under the plan.

1. Highly Effective. A highly effective teacher consistently exceeds expectations both in terms of student
outcomes and instructional practice. This is a teacher who has demonstrated excellence, as determined by a
trained evaluator, in locally selected competencies reasonably believed to be highly correlated with positive
student learning outcomes. The highly effective teacher’s students, in aggregate, have exceeded expectations
for academic growth and achievement based on guidelines suggested by the IDOE.

2. Effective. An effective teacher consistently meets expectations both in terms of student outcomes and
instructional practice. This is a teacher who has consistently met expectations, as determined by a trained
evaluator, in locally selected competencies reasonably believed to be high correlated with positive student
learning outcomes. The effective teacher’s students, in aggregate, have achieved an acceptable rate of
academic growth and achievement based on guidelines suggested by the IDOE.

3. Improvement Necessary. A teacher who is rated as improvement necessary requires a change in performance
before he/she meets expectations either in terms of student outcomes or instructional practice. Thisis a
teacher who a trained evaluator has determined to require improvement in locally selected competencies
reasonably believed to be highly correlated with positive student learning outcomes. In aggregate, the students
of a teacher rated improvement necessary have achieved a below acceptable rate of academic growth and
achievement based on guidelines suggested by the IDOE.

4. Ineffective. An ineffective teacher consistently fails to meet expectations both in terms of student outcomes
and instructional practice. This is a teacher who has failed to meet expectations, as determined by a trained
evaluator, in locally selected competencies reasonably believed to be highly correlated with positive student
learning outcomes. The ineffective teacher’s students, in aggregate, have achieved unacceptable levels of
academic growth and achievement based on guidelines suggested by the IDOE.

Observation and Analysis of Teacher Practice and Student Learning Measures

Administrators and other administrator-designated individuals shall collect evidence throughout the school year to be
ied toward a summative evaluation.
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1. Individuals responsible for collecting evidence toward summative evaluations must be provided with training on how
to collect and analyze evidence.

/. Individuals responsible for collecting evidence towards summative evaluations are not required to be certified in
administration.

Evaluation Measures

Measures to be used shall include the following:

1. Measures provided by the indiana Department of Education based on student achievement and/or growth
on statewide assessments.

2. Measures based on other assessments developed or procured by a school corporation for the purpose of
showing student learning gains and/or achievement. This may include commercially available or locally
developed assessments, performance tasks, portfolios, or other measures of student growth and
achievement.

3. Measures closely aligned with content standards, as applicable, to reflect ambitious learning goals and
proportional representation of content.

Selection and Weight of Measures

The use and weighting of student measures shall directly relate the assessments that most accurately measure student
“2arning according to the following priority:
J

1. Where a state exam exists, a school corporation must use it as a primary measure

2. Where a state exam does not exist, the primary measure shall be an exam developed or procured by a
corporation that is used for common grades and subjects

3. Only when there is no state, corporation, or school exam shall a corporation utilize class-specific, teacher-
created exams as a primary measure of student learning for evaluation purposes. If data from state exams
are available, that data must be used and weighted more than other sources of student learning measures

4. Where individual state assessments growth data is available, schools and school corporations must
incorporate this data in summative ratings and give this data a higher weight than other student learning
measures that may be included.

5. The value and weight of the standards and the data component:

Weight in % Standard
25% Standard I: Teachers demonstrate leadership
15% Standard II: Teachers establish a respectful environment for a diverse population
15% Standard Ill: Teachers know the content they teach
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25% Standard V: Teachers facilitate learning for the students
15% Standard V: Teachers reflect on their own practice

5% Component VI: Data

Negative Impact on Student Learning

Negative impact on student learning shall be defined as follows:

1. Forclasses measured by statewide assessments, the IDOE shall determine and revise at regular intervals the
cut levels in growth results that would determine negative impact growth and achievement.

2. For classes that are not measured by statewide assessments, or where data shows a significant number of
students across a teacher’s classes fail to demonstrate student learning or mastery of standards established
by the state, negative impact on student growth shall be defined locally.

Indiana Growth Model

The Indiana Growth model is a statistical way to determine how much change in ISTEP+ scores is equal to one year of
student learning. It answers the question “How much did a student learn in a school year?” The Indiana Growth Model
takes a student’s ISTEP+ score in “year 1” and finds all other students in the state who got exactly that same score, in
math for example. Then it looks at all of the “year 2” math scores for the same group of students and see how the
student in which we are interested scored compared to the other students in the group. Growth is reported in

ne rcentiles.

J

STl Reports

In the teacher evaluation area, the achievement and growth of students will be calculated to determine the three year
mean average in achievement and growth to determine the effectiveness of the teacher.

Evaluation System

The teacher being evaluated and the principal/evaluator have specific responsibilities which must be fulfilied in order to
complete the evaluation process.

Teacher Responsibilities:

Know and understand the Professional Teaching Standards.

Understand Tippecanoe Valley/McREL’s Teacher Evaluation System.

Prepare for and fully participate in each component of Tippecanoe Valley/McREL’s Teacher Evaluation System.
Gather data, artifacts, and/or evidence to support performance in relation to standards and progress in attaining
goals.

* Develop and implement strategies to improve personal performance/attain goals in areas individually or
collaboratively identified.

Principal/Evaluator Responsibilities:

* Know and understand the Professional Teaching Standards.
12



* Participate in training to understand and implement Tippecanoe Valley/McREL’s Teacher Evaluation System.
¢ Supervise the process and ensure that all steps are conducted according to Tippecanoe Valley/McREL’s Teacher
Evaluation System.
¢ Identify the teacher’s strengths and areas for improvement and make recommendations for improving
performance.
® Ensure the Teacher Summary Evaluation Rating Form contains accurate information and accurately reflects the
teacher’s performance.
* Develop and supervise implementation of professional development plans.

Administrators will be expected to evaluate every certified staff member annually. It is also the expectation of the
district that all administrators will either hold an Indiana Administrative License or be actively working toward such
licensure. Evaluation is one of the primary responsibilities of each administrator based on their job description.
Administrators are instructional leaders in the schools. Each administrator will be able to effectively observe, evaluate,
collaborate and provide appropriate feedback to his/her teaching staff.

The Tippecanoe Valley School Corporation required a minimum of three days training for all evaluators in the district.
The fundamental objectives were met during the training session, First, each evaluator was required to understand the
process by each teacher was to be evaluated. Second, each evaluator was required to have a basic understanding of the
five standards by which teachers were be evaluated. Third, each evaluator was required to understand the data
collection methods to be used to provide the teacher with a comprehensive assessment of their performance. Included
in the data collection, evaluators were trained on the use of the web-based software that is used to collect, store and
report evaluation data.

Evaluators have specific responsibilities that at a minimum must be adhered to in order to provide a quality assessment
and provide constructive feedback to the teacher. At the minimum the evaluator responsibilities include:
3 - Know and understand the Professional Teaching Standards.
© - Participate in training to understand and implement McREL’s Teacher Evaluation System.
- Supervise the process and ensure that all steps are conducted according to McREL’s Teacher Evaluation System.
- Identify the teacher’s strengths and areas for improvement and make recommendations for improving
performance.
- Ensure the Teacher Summary Evaluation Rating Form contains accurate information and accurately reflects the
teacher’s performance.
- Develop and supervise implementation of professional development plans.

The final day of the training, evaluators were provided the opportunity to work with a consultant to clarify their
understanding of the required objectives. Lastly, evaluators undergo a quality assurance process.

Professional Teaching Standards

The Professional Teaching Standards are the basis for teacher preparation, teacher evaluation, and
professional development. Each standard includes the skills and knowledge needed for 21st century
teaching and learning.

A New Vision of Teaching

The different demands on 21st century education dictate new roles for teachers in their classrooms

and schools. These new roles reflect a deeper understanding about the content knowledge, skills,
Jmpetencies, and outcomes that define a successful student in the 21st century. Teachers must

understand what comprises a 21st century education and how their practice must reflect the demands of
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that education in order to realize a new vision of teaching.

"1st Century Education

A knowledge-based, global society demands different skills than in the past (Friedman, 2006; Lemke,
Coughlin, Thadani, & Martin, 2003; Organization for Economic Co-operation and Development [OECD],
2005; Partnership for 21st Century Skills, n.d.; Shaffer & Gee, 2005). However, no single definition fully
describes these skills, and several sources have made the case for various skills and knowledge required
in the 21st century. The standards incorporate some of these broad skills

and knowledge into specific teacher practices.

In general, educators and others agree that the skills and knowledge that comprise a 21st century

education must be embedded in curriculum, instruction, standards, and assessment {International

Baccalaureate Organization, 2006; Lemke, Coughlin, Thadani, & Martin, 2003; Partnership for 21st CenturySkills, n.d.),
although the precise form of integration varies. indeed, some point out that these skills andknowledge are inseparable
from content and have always been part of high-quality instruction and learning(Rotherham& Willingham, 2009).

A key point to take from in the broad discussion of 21st century education is that schools must be more
intentional and deliberate about teaching and assessing the skills and knowledge considered integral

to a 21st century education: “To fully realize the educational opportunities 21st century skills can bring to
students, education leaders must formally incorporate them into the mainstream of school curriculum,
instruction, and assessment” (Lemke, Coughlin, Thadani, & Martin, 2003, p. 7).

This evaluation instrument and accompanying process is one way to intentionally and deliberately
incorporate 21st century education into a school’s practice. By describing the elements of a 21st century

‘ucation in practice, providing the means to measure and assess practice, and putting in place a process
«0 improve practice, schools are able to realize the opportunities presented by 21st century education
integrated with research-based standards.

The sheer magnitude of human knowledge, globalization, and the accelerating rate of change due to
technology necessitate a shift in our children’s education from plateaus of knowing to continuous cycles
of learning. Therefore, policymakers and educators alike must define 21st century skills, highlighting the
relationship of those skills to conventional academic standards. (Lemke, Coughlin, Thadani, & Martin,
2003, p. 2)

The following defines what teachers need to know and do to teach students in the 21st century:

e Leadership among the staff and with the administration is shared in order to bring consensus and
common shared ownership of the vision and purpose of the school’s work. Teachers are valued for the
contributions they make to their classroom and the school.

e Teachers make the content they teach engaging, relevant, and meaningful to students’ lives.

® Teachers no longer cover material; they, along with their students, uncover solutions. They teach existingcore
content that is revised to include skills, such as critical thinking, problem solving, and information
andcommunications technology literacy.

* Teachers facilitate instruction, encouraging all students to use 21st century skills so they discover how to
learn, innovate, collaborate, and communicate their ideas.

* Twenty-first century content (global awareness, civic literacy, financial literacy, and health awareness) is
included in the core content areas.

* Subjects and related projects are integrated among disciplines and involve relationships with the home
and community.

14



» Teachers are reflective about their practice and include assessments that are authentic, structured,
anddemonstrate student understanding.
* Teachers demonstrate the value of lifelong learning and encourage their students to learn and grow.

Professional Teaching Standards

Standard I: Teachers Demonstrate Leadership

1. Teachers lead in their classrooms. Teachers demonstrate leadership by taking responsibility for the progress
of all students to ensure that they graduate from high school, are globally competitive for work and
postsecondary education, and are prepared for life in the 21st century. Teachers communicate this vision to
their students. Using a variety of data sources, they organize, plan, and set goals that meet the needs of the
individual student and the class. Teachers use various types of assessment data during the school year to
evaluate student progress and to make adjustments to the teaching and learning process. They establish a
safe, orderly environment, and they create a culture that empowers students to collaborate and become
lifelong learners.

2. Teachers demonstrate leadership in the school. Teachers work collaboratively with school personnel to
create a professional learning community. They analyze and use local, state, and national data to develop
goals and strategies in the school improvement plan that enhance student learning and teacher working
conditions. Teachers provide input in determining the school budget and in the selection of professional
development that meets the needs of students and their own professional growth. They participate in the
hiring process and collaborate with their colleagues to mentor and support teachers to improve the
effectiveness of their departments or grade levels.

3. Teachers lead the teaching profession. Teachers strive to improve the teaching profession. They contribute
to the establishment of positive working conditions in their school. They actively participate in and advocate
for decision-making structures in education and government that take advantage of the expertise of
teachers. Teachers promote professional growth for all educators and collaborate with their colleagues to
improve the profession.

4. Teachers advocate for schools and students. Teachers advocate for positive change in policies and practices
affecting student learning. They participate in the implementation of initiatives to improve the education of
students.

5. Teachers demonstrate high ethical standards. Teachers demonstrate ethical principles including honesty,
integrity, fair treatment, and respect for others.

Standard |l: Teachers Establish a Respectful Environment for a Diverse Population of Students

1. Teachers provide an environment in which each child has a positive, nurturing relationship with caring
adults. Teachers encourage an environment that is inviting, respectful, supportive, inclusive, and flexible.

2. Teachers embrace diversity in the school community and in the world. Teachers demonstrate their
knowledge of the history of diverse cultures and their role in shaping global issues. They actively select
materials and develop lessons that counteract stereotypes and incorporate histories and contributions of all
cultures. Teachers recognize the influence of race, ethnicity, gender, religion, and other aspects of culture
on a student’s development and personality. Teachers strive to understand how a student’s culture and
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background may influence his or her school performance. Teachers consider and incorporate different
points of view in their instruction.

Teachers treat students as individuals. Teachers maintain high expectations, including graduation from high
school, for students of all backgrounds. Teachers appreciate the differences and value the contributions of
each student in the learning environment by building positive, appropriate relationships.

Teachers adapt their teaching for the benefit of students with special needs. Teachers collaborate with the
range of support specialists to help meet the special needs of all students. Through inclusion and other
models of effective practice, teachers engage students to ensure that their needs are met.

Teachers work collaboratively with the families and significant adults in the lives of their students.
Teachers recognize that educating children is a shared responsibility involving the school, parents or
guardians, and the community. Teachers improve communication and collaboration between the school and
the home and community in order to promote trust and understanding and build partnerships with all
segments of the school community. Teachers seek solutions to overcome cultural and economic obstacles
that may stand in the way of effective family and community involvement in the education of their students.

Standard lll: Teachers Know the Content They Teach

1.

Teachers align their instruction with the state standards and their district’s curriculum.ln order to enhance
the state standards, teachers investigate the content standards developed byprofessional organizations in
their specialty area. They develop and apply strategies to make the curriculumrigorous and relevant for all
students and provide a balanced curriculum that enhances literacy skills.Elementary teachers have explicit
and thorough preparation in literacy instruction. Middle and high schoolteachers incorporate literacy
instruction within the content area or discipline.

Teachers know the content appropriate to their teaching specialty.Teachers bring a richness and depth of
understanding to their classrooms by knowing their subjects beyondthe content they are expected to teach
and by directing students’ natural curiosity into an interest in learning.Elementary teachers have broad
knowledge across disciplines. Middle school and high school teachers havedepth in one or more specific
content areas or disciplines.

Teachers recognize the interconnectedness of content areas/disciplines.Teachers know the links and
vertical alignment of the grade or subject they teach and the state standards.Teachers understand how the
content they teach relates to other disciplines in order to deepenunderstanding and connect learning for
students. Teachers promote global awareness and its relevance tothe subjects they teach.

Teachers make instruction relevant to students.Teachers incorporate 21st century life skills deliberately,
strategically, and broadly into their teaching. Theseskills include leadership, ethics, accountability,
adaptability, personal productivity, personal responsibility,people skills, self-direction, and social
responsibility. Teachers help their students understand the relationshipbetween the state standards and
21st century content which includes global awareness; financial, economic,business, and entrepreneurial
literacy; civic literacy; and health awareness.

Standard IV: Teachers Facilitate Learning for Their Students

1.

Teachers know the ways in which learning takes place, and they know the appropriatelevels
ofintellectual, physical, social, and emotional development of their students. Teachers know how students
think and learn. Teachers understand the influences that affect individual student learning (development,
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culture, language proficiency, etc.) and differentiate their instruction accordingly. Teachers keep abreast of
evolving research about student learning. They adapt resources to address the strengths and weaknesses of
their students.

Teachers Plan Instruction Appropriate For Their Students. Teachers collaborate with their colleagues and
use a variety of data sources for short and long range planning based on the state standards. These plans
reflect an understanding of how students learn. Teachers engage students in the learning process. They
understand that instructional plans must be constantly monitored and modified to enhance learning.
Teachers make the curriculum responsive to cultural diversity and to individual learning needs.

Teachers use a variety of instructional methods.Teachers chaose the methods and technigues that are
most effective in meeting the needs of their studentsas they strive to eliminate achievement gaps. Teachers
employ a wide range of techniques includinginformation and communication technology, learning styles,
and differentiated instruction.

Teachers integrate and utilize technology in their instruction.Teachers know when and how to use
technology to maximize student learning. Teachers help students usetechnology to learn content, think
critically, solve problems, discern reliability, use information, communicate,innovate, and collaborate.

Teachers help students develop critical thinking and problem-solving skills.Teachers encourage students to
ask questions, think creatively, develop and test innovative ideas, synthesizeknowledge and draw
conclusions. They help students exercise and communicate sound reasoning;understand connections; make
complex choices; and frame, analyze, and solve problems.

Teacher’s help students work in teams and develop leadership qualities.Teachers teach the importance of
cooperation and collaboration. They organize learning teams in order tohelp students define roles,
strengthen social ties, improve communication and collaborative skills, interactwith people from different
cultures and backgrounds, and develop leadership qualities.

Teachers communicate effectively.Teachers communicate in ways that are clearly understood by their
students. They are perceptive listenersand are able to communicate with students in a variety of ways, even
when language Is a barrier. Teachershelp students articulate thoughts and ideas clearly and effectively.

Teachers use a variety of methods to assess what each student has learned.Teachers use multiple
indicators, including formative and summative assessments, to evaluate studentprogress and growth as they
strive to eliminate achievement gaps. Teachers provide opportunities,methods, feedback, and tools for
students to assess themselves and each other. Teachers use 21st centuryassessment systems to inform
instruction and demonstrate evidence of students’ 21st century knowledge,skills, performance, and
dispositions.

Standard V: Teachers Reflect on Their Practice

1.

Teachers analyze student learning.Teachers think systematically and critically about student learning in
their classrooms and schools: why learninghappens and what can be done to improve achievement.
Teachers collect and analyze student performancedata to improve school and classroom effectiveness. They
adapt their practice based on research and data tobest meet the needs of students.

Teachers link professional growth to their professional goals.Teachers participate in continued, high-
quality professional development that reflects a global view ofeducational practices; includes 21st century
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skills and knowledge; aligns with the state board of educationpriorities; and meets the needs of students
and their own professional growth.

Teachers function effectively in a complex, dynamic environment.Understanding that change is constant,
teachers actively investigate and consider new ideas that improveteaching and learning. They adapt their
practice based on research and data to best meet the needs of theirstudents.
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ecanoe Valley/McREL’s Teacher Evaluation System

Tippecanoe Valley/McREL’s Teacher Evaluation System is designed to (1) assess a teacher’s performance as it relates to
the Professional Teaching Standards, and (2) serve as the basis for developing a professional growth plan. The
principal/evaluator conducts the evaluation process, in which the teacher actively participates, through the use of self-
assessment, reflection, presentation of artifacts, data analysis, and classroom demonstrations(s).
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Components

Tippecanoe Valley/McREL’s Teacher Evaluation System contains the following eight components:
)

Component 1: Training

Before participating in the evaluation process, all teachers and administrators must complete training on the evaluation
process.

Component 2: Orientation

Within two weeks of a teacher’s first day of work in any school year, the principal should provide the teacher with a copy
of or directions for obtaining access to:

e The Teacher Evaluation Rubric (the Rubric).

® Aschedule for completing all the components of the evaluation process.

Component 3: Teacher Self-Assessment

Using the Teacher Evaluation Rubric, the teacher shall rate his or her own performance at the beginning of the year and
reftect on his or her performance throughout the year.

Component 4: Pre-Observation Conference

Before the first formal observation, the principal should meet with the teacher to discuss the teacher’s self-assessment
based on the Teacher Evaluation Rubric, the teacher’s most recent professional development plan, and the lesson(s) to
')e observed. The teacher will provide the principal with a completed Pre-Observation Report/Form (See Appendix). The

- goal of this conference is to prepare the principal for the observation. Pre-Observation conferences are not required for
subsequent observations.

Component 5: Observations

The principal/evaluator should conduct three formal classroom observations for each certified staff member during the
course of each school year. A fourth formal observation is allowed if deemed necessary by the principal/evaluator or
requested by the teacher. The first formal observation is due to be completed by October 31%, the second is due to be
completed by January 31%, and the third is due to be completed by April 30*".

The principal/evaluator is to conduct three walkthrough observations of each certified staff member during the course
of each school year.

During observations, the principal should note the teacher’s performance in relationship to the applicable standards on
the Teacher Evaluation Rubric.

Component 6: Post-Observation Conference

A post-observation conference must be conducted no later than ten (10) contractual days after each formal observation.
During the post-observation conference, the principal and teacher discuss and document on the Rubric the strengths
and weaknesses of the teacher’s performance during the period of performance.
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Component 7: Summary Evaluation Conference and Scoring the Teacher Summary Rating

Form

F;rior to June 1st, the principal should conduct a summary evaluation conference with the teacher. During the summary
evaluation conference, the principal and teacher shall discuss the teacher’s self-assessment, the teacher’s Professional
Development Plan, the components of the Tippecanoe Valley/McREL Teacher Evaluation System completed during the
year, student data, and classroom observations, artifacts submitted or collected during the evaluation process and other
evidence of the teacher’s performance on the Teacher Evaluation Rubric.

At the conclusion of the evaluation process, the principal will;

* Give a rating for each element in the Teacher Evaluation Rubric;

Make a written comment on any element marked Not Demonstrated;

Give an overall rating of each standard in the Teacher Evaluation Rubric;

Provide the teacher with the opportunity to add comments to the Teacher Summary Rating Form;

Review the completed Teacher Summary Rating Form with the teacher; and

Secure the teacher’s signature on the Record of Teacher Evaluation Activities and Teacher Summary Rating
Form.

e e @9

Component 8: Professional Development Plans

A. Individual Professional Development Plans

Teachers who are rated at least Proficient on all the standards on the Teacher Summary Rating Form will
.develop an Individual Professional Development Plan designed to improve performance on specifically
llentified standards and elements.

B. Monitored Professional Development Plans

A teacher shall be placed on a Monitored Professional Development Plan whenever he or she:

1. Israted Developing on one or more standards on the Teacher Summary Rating Form; and
2. Is not recommended for dismissal, demotion or nonrenewal.

A Monitored Professional Development Plan will, at a minimum, identify the standards and elements to be improved,
the goals to be accomplished, the activities the teacher should undertake to achieve Proficiency, and a timeline which
allows the teacher one school year to achieve Proficiency.

C. Directed Professional Development Plans

A teacher shall be placed on a Directed Professional Development Plan whenever he or she:

1. Is rated
a. Not Demonstrated on any standard on the Teacher Summary Rating Form; or
b. Developing on one or more standards on the Teacher Summary Rating Form for two sequential years; and

2. Is not recommended for dismissal, demotion, or non-renewal.

"he Directed Professional Development Plan will, at a minimum, identify the standards and elements
.0 be improved, the goals to be accomplished, the activities the teacher needs to complete to achieve
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Proficiency, and a timeline for achieving Proficiency within 90 contractual days or les

‘eacher Evaluation Rubric

The following rubric was developed to align with and exemplify the Professional Teaching Standards and should be used
in conjunction with the Professional Teaching Standards. The rubric will be used to record evaluator ratings and
teachers’ self-assessments, and to document end-of-year ratings based on all evaluation activities. A form for
summarizing the teacher’s ratings also accompanies the rubric. Together, these materials form the core of the
Tippecanoe Valley/McREL Teacher Evaluation System and will be combined with the Data component through the
Teacher Effectiveness Conversion Chart/Process.

Teacher performance will be noted as follows:

Developing: Teacher demonstrated adequate growth toward achieving standard(s) during the period of performance,
but did not demonstrate competence on standard(s) of performance.

Proficient: Teacher demonstrated basic competence on standard(s) of performance.
Accomplished: Teacher exceeded basic competence on standard(s) of performance most of the time.
Distinguished: Teacher consistently and significantly exceeded basic competence on standard(s) of performance.

Not Demonstrated: Teacher did not demonstrate competence on or adequate growth toward achieving standard(s) of
performance. (Note: If the Not Demonstrated rating is used, the principal/evaluator must comment about why it was
used.)

)
These levels are cumulative across the rows of the Rubric. The Developing teacher may exemplify the skills expected of a
teacher who is new to the profession or an experienced teacher who is working in a new content area or grade level, or
who needs a new skill in order to meet the standard. A Proficient teacher must exhibit the skills and knowledge
described under the Developing header as well as those under Proficient. Likewise, a Distinguished teacher exhibits all of
the skills and knowledge described for that element across the row. The Not Demonstrated rating should be used when
the teacher is performing below expectations and is not making adequate growth toward becoming Proficient on the
element. This rating is also used when the principal is not able to check any of the practices for the element being rated.
If a teacher is rated as Not Demonstrated, then a comment must be made as to why.
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How The Rubric Is Constructed

ELEMENT & PR e

5
g
8 (CoMuENT ReQUIRED) :I
and ..and and
0 Attends profassional & Participates in [ Assumes & joadership O Colaborates with
laaming community pofessional learming rola in profossional cotleagues to Improve
meotings. community. learning community. the qualtty of lsaming In
) Displaysawarenessof | (J Paricipates In developing | J  Cofaborates with school the )
the gosls of the school ancav/or Implementing personnelf on school 3 Assumes aleadership
Improvement plan. the achaol Improvement Improvement activitles. role in mpletnenting
plan. school Improvement plan
throughaut the butiding.

If

“PRACTICES'

; lcorin the Rubric — Instructions For Completing The Rubric

]
The principal or evaluator should score each element within a standard. For example, Standard I: Teachers demonstrate
leadership has five elements: Teachers lead in their classroom; Teachers demonstrate leadership in school; Teachers
lead in the teaching profession; Teachers advocate for schools and students; and Teachers demonstrate high ethical
standards.

The rater will score each of the elements separately, and the combined individual element scores will determine the
overall score for the standard. The rater should begin with the left-hand column and mark each descriptor that describes
the performance of the teacher during the period for which he or she is being evaluated. If the rater is not able to mark
any of the descriptors for an element, then the Not Demonstrated column is used. In such a case, the rater must write a
comment about what was observed and suggestions for improving performance. The rating for each element is the
highest rating for which all practices are marked. As illustrated below, the teacher would be rated Developing on
“Teachers lead in their classrooms” even though at least one practice for Proficient, Accomplished, and Distinguished
was marked. This is because Developing is the highest rating for which all practices were marked. Likewise, the teacher
also would be rated as Proficient on “Teachers demonstrate leadership in the school and on each of the remaining
elements.

The overall rating, determined during the Summary Evaluation Conference, reflects all of the information collected and
all of the ratings given, as well as the holistic judgment of the principal/evaluator. When a teacher is rated as
Developing,, the principal/evaluator should strongly encourage the teacher to develop a goal to address the area(s)
where Proficiency has not been reached. When a teacher is rated as Developing or Not Demonstrated in the majority of
the elements within a standard, the principal or evaluator shall place the teacher on a Directed Professional
Nevelopment/Remediation Plan by the principal/evaluator which is developed and monitored by the principal/evaluator
.or a maximum of 90 contractual days.
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Example: Scored Teacher Evaluation Rubric

}Eo complete the sample rating below, begin in the first column (Developing). if the practice listed in the Developing

column describes the teacher’s performance throughout the year, mark the box beside the descriptor. Continue to work
down the column of Developing practices. The principal/evaluator should continue to the Proficient category and work

down that column, marking all of the practices that describe the teacher’s work throughout the year. The
principal/evaluator should continue to mark all practices that describe the teacher’s performance under the
Accomplished, and Distinguished categories. Each element should be rated in a similar fashion.

Qbservation:

NoT DEMONSTRATED
DevieLopra FPRORCENT ACCOMALISHED DiSENGLISHED y )
{Comven Reouiren)
..and .. and . .and
o Attonds prolessional of Participates In 0O Assumes a leadership Q Colaborates with
learning commurity prafessional leaming 1ole In pratessional colleagues to Improve the
meetings. communtty. leaming community. quality of ieaming in the
& Displays awarenoss of o Participates n doveloping | o Collaborates with school school
the goals of the schoal and/or implementing the personnsl on school o Assumes a legdership
Improvement plan. scheo! improvement plan. improvement aciiities. ol In Implementing
schoot Improvemert plan
throughout the bullding.

—~

IF THE EVALUATOR DOES NOT MARK ANY OF THE PRACTICES UNDER -
Deveroring, ProFictent, AccomupLisHeD, oR DISTINGUISHED,
THEN THE TEACHER HAS NOT DEMONSTRATED PROFICIENGY ON
THAT RESPONSIBILITY. [N 8UCH CASES, THE TEAGHER 18 RATED NoT
DEMONSTRATED, AND A COMMENT IN THE NoT DemonsTRATED
COLUMN (S REQUIRED.

3
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M7 DEMONSTRATED

Drsmcssien
{Cosma Renuanen)
Has lrkwdodge of Contributas to the 0 Promotes positive 3 Seoks opportunitieg to
omcxmmtmsmxiths 0 improvement of the working relafionships iad profassional growth
nead for professional profession through through profassional aclivitios and dacision-
growth and begins to mfﬂm growth activitios and making processas.
with colleagues. 0 Estabkshment of
gationships.
[ Schooks decision-

Mngmm
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ExampPiEs OF ARTIFACTS FOR STaNDaRD [0

T Lesson plans
:. Q Jewanals
" 3 Btudent handbooks
0¥ Student work
£ School improvement planning

8 Refevant data

Syanoaro lI: TEA::HERs ESTABULISH A RESPECTFUL ENVIRONMENT FOR A DIVERSE POPULATION OF STUDENTS

3 Class rules and procedures
O Pardicipation & Professional L earning

Community
O Membership in professional crganezations
Q Formal and informal mentoring
0 Sevvice on commiltees 3 Suveys

0 Chscipline recards

0 Schoo! Improvement Team membership

opooo

3 Ackowiedges the
influance of Rce,
sthnicity, gender,
refgion, socio-
economics, and
cufture on a student's
develcoment and
attitudas.

awasnass of the
dversity of studants i
the classtoom

o

v O Mainiains 2 posithes
and murtuning leaming
BrvEFDnmant,

v

O Consistanily
incorporates diffarent
points of view in
-' ﬂ]mu‘ x L

miogration of cudturally
ideas throughout tha
Capitalees on diversity
as an asset 71tha
classmom.

0 Encourages and
values contributions: of
students, regardioss of
background or abiity.
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O i D } Nor DEsnstromn
VELOPNG ProRoen? Booonmisien TROUISHED) (Cowiis i)
v | 0 Recopgnizes ihat 3 Collaborates with id Understands the mles | 1 Anficipates the unique
students have a variety spacialists who can of and collaborates with learming noeds of
of leaming noads. support the spacial the full range of support students and sobails
isaming roeds of spacialsls to helg moot assistance froen within
students, tha special noads of i and cetsido the school o
students. address those neads.
o Effectivaly angages T Adapis instruciion for the
spacial nesds studenis benefil of studenis with
in lsarning activitios and spacial neads and haips
ansures thelr uniqua colleagues do tha same
Comments

Examries oF ARTiEacTs FoR Stancaro I

0 Cooperaiion with ESL teachers

i Leason plans that integrate snternational
content

O Commurications with parents/community
3 Professional developrient on cultural
attitvdes and awareness

D Studert surveys

3 Lesson plans that support modifications
included in student [EPs
1 Documnertiation of referral data and use of iHFs

QO Use of technology te incorporate culiural
awareness into lezsons
1 Student profiles
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/ StanDARD lll: TEACHERS KNOW THE CONTENT THEY TEAGH

(Commvenr Recniesn)

3 Demonsirates an
avwaraness of the
state standards and
referencas tham in the
praparation of kezson
plans.

{J Undarstands the stale
standards, uses them
in praparation of lesson
plans, and applics
strategies to mska the
cumcuLm rigorows and
relevant.

3 Elemontary: Integrates
afiective lteracy
instruction thioughout
the cumicuium.

1 Ssecondary:
Incorporates a wide
variety of literacy skifs
vathin contert araas to
arhance lsaming.

[ Demonstrates a
basic levdl of contant
knowladge n tho
feaching speciaity io
which assigned.

O Demonstrates n
appropnate levet of
contant inowsadge in
tha feaching specialty
to which assigned.

apphing such stratagies
in thair classrooms.

O Elementary: Makes
necessary changes to
instructional practics to
improve student lsaming.
Secondary: Makes

Q

mprove studant laaming.

cantent in assigned
teaching speciaity.
Motivales students
investigate the content
araa to axpand thair
knowledge and satisly
thair natural curosity.

1 Exiends knowdadge of
subjact bayond content
in their teaching spaciaty
and sparks students”
curiosily for learning
bayond the requinad
COUMSE WOrK
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s | O Undarstands tha {1 Demonstrates {J} Domonstrates 1 Cdliaboraies with
nks hetween grade/ knowladgs of ks knowiadge of the nis teachers from other
subject and the stale between grada/ and vartical alignment grades or subjoct ammas
standards. subject and the siata of the grade or subjact 1o sslablish links belween
standards. aras and tha state dEcipiines and influence
standlards. Relates school-wide cumiculum
content to athear and teaching prectica
diecipings.
/| i Displays gioba 3 Promotes gicbal [ integrates gobal 3 Promoles giobat
awarenass. awaroness and its awareness activities awananess and its
reievancs to the throughout besson ldaﬂ.amatoaammy
instructional practices. mmﬁmmﬁ!eamm
:, / S wv.:'- G
v |0 ldentfesrelaticastips | G identifies relationships | O3 integrates nam content 3 Deepans studants’
batween the stalo batvasan the com and 219 contury undersiandings of 21
standiards and e in the cordend and 212 contant throughout century skilis and halps
12 canhuay. century content. lezeon plans and thiern maila their ann
classroom instructional ounnouimsa.rﬂdmmbp
Comments
Exanseies oF ARTIFACTS For STanpano Hi:
& Display of creative student work a 3
3 Lesson plans a a
23 Content standards a |
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of studonts and
recogn es tha need to
differentiate instruction.

. Bacognizes data
sourcas impartant to
phanning instruction.

most the noads of a8
students.

ancourages the school io

learming needs in order
1o angage studants in
learning.

and materials

necassary to meet the
neads: of all studers.

30




N

J Think crealively and

1 Dovalop and lest

1 Synthasize
knowledgs.

1 Oraw conciusions.

J Exewuise and
communicata sound
redsaning.

T Undarstand
conmactions,

[J Make complex
choices.

3 Encourages and assisis
teachers throughout tha
schock {o integrate eritical
thinking and probiem-
sching sidlis nto ther
instructional practicas.

eadorship through
student learmning teams.
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Observation

Nor Dexonswarso
[Cosient PEGURED)

P -1,

O Uses g vansty
of methods for
comsmurication with alf
studants.

0 Crestes a variety
of methods to
communicate with ad

0 Esid:islmchm

/| O Uses indicators to [J Uses muitipls O Usestheimformation | {3 Teaches and encourages
mondor and avaluate indicators, both gaired from the atudants to use peer
studernt prograss. formative and assessmant activties ard seif-assessment

\ summative, to monitor to improve teaching fesdback to a Tthexr

! and evaluate studert practice and studsnt own lsarning.
progress and to iform leaming.
insinaction.

v | Assessosstudentsin | [J Provides evidencethat |13 Provides opportunities | O Encourages and guides
the attainmant of 212 shudents attain 212 for studants to assass calleagues o assess 249
century knawvedge, camury knowledge, tremsalvas and others. contury skilks, inovdedge,
sidle, and dispesitions. skills, ard deposttions. ard dispositions and

to usa the assassmant
Comments

Exampies of ARTIFAGTS FoR STANDARD TV:
 Lesszon plans
i Display of technology used
3 Professions! development
1 Use of student lsarming teams

Q Documentation of diferentiated instnsction
Q Materias used to promote crifical thinling

and problem sohving
Q Collahorative lesson planning
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Smuumn V: TEAGHERS REFLECT ON THEIR PRACTICE

J Recognizes the need 3 Prowvidas keas sbout [ Thinks systomatically g Pmovidas a3 dataded

1o improve student what can be dona and critically about analysis shout what i
sarning in the Lo imgroves student lsarning in ther can be done to knprove
classroom, learmimg in their m:m mmﬂmmm

Comments

ExanPLEs oF ARTIFACTS FOR STanDaRD V-

3 Lesson plans 3 Parlicpation in Professional Leaming a
2 Formative assesements Community a
2 Shudent work O Formalive and summative student sssesement 3
3T Professional Development Pian data a
2 Completion of professional development d o
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AN

" Teacrer BEvaLuanion Rusric SiGNATURE Pace

Teacher Signature Date
Principal/Evaluator Signature Date
Comments Attached: Yes Mo

y Principal/Evaluator Signature Date

! (Signature indicates question above regarding comments has been addressed).

Note: The teacher’s signaturs on this form represents nieither acceptance nor approval of the report. It does, however,
indicate that the teacher has reviewed the report with the evaluator and may reply in writing. The signature of the principal or
evaluator verifies that the report has been reviewed and that the proper process has been followed according to the State
Board of Education Poficy for the Teacher Evaluation Process.
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TeacHeER SummaRy EvaLuation Ramng Form

- This form summarizes ratings from the rubric or obsarvation form and requires the principal/evaluator to provide a description
‘of areas needing improvement and comments about performance. It may be completed as a part of the Summary Evaluation
discussion conducted near the and of the year. it should be used fo summarize self-assessment and evaluator raings.

Name:

School: School Year:
Evaluator: District:

Date Completed: Evaluator’s Title:

Beginning Teacher Career Status Teacher (Please check oﬁe}

S1anpanp I: Teachens DemonsTRATE LeaDERsHIP

A, TEACHERS LEAD W THEIR QLASSROOMS,
B. TRACHERS CEMONSTHATE LEAEEREIZP 1% THE SQHDOL.
C. TEAGHERS LEAD THE TEACHING PROFESSION.
D TEAGHENS AIVOCATE FOR SCHOOLS D STLDENTS.
5| E. TEADERS DEVORETIATE 465 ETHCAL STANBARDS,
OveEralL RATNG FOR STanpaap |
Coumpas: EVIDENGE OR DOCUMENTATION TO SUPRORT RATINGS
QO Lesson plans
O Journals
O Student handbooks
O Student werk
2 Schook inprovement planning
RECORAMENDED ACTIONS FOR IMPHOVEMENT: O Service on committess
J Helevant data
0 Class nilss and procedures
0 Participation in Professional Learning Community
3J Membership in professianal organizations
Q Formal and informal mentening
O Surveys
1 National Board Certification
RESDURCES NEFDED TO COMPLETE THESE ACHONST O Discighe moords
O School Improverment Team membership
|
a
a
L
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Stanparo H: Teacuens EsvaBuist A REspecTrUL ENVIRONMENT FOR A DIVERSE PoruLation oF StupenTs

A TEACHERS PROVDE AN ENVEDMMENT BN WRICH BACH CHILDYHAC A POSITIVE, MUATURANG:
RELATIONSHIP WITH CARINE ADUETS,

B. TEADERS EMARAGE DWVERSITY IN THE 20HDOL COMUEINTY A0 4 THE WOELD.

C. TEACHENS TREAT STULENTS S MOMDUM S,

E TMWWWMWMMWMRW%MCF

OvERALL RatiiG Fon Stanoarn [E

Commants:

RecoMMENDED ACTIONS FOR IMPROVEMENT:

Resounces neepen 10 COMPLETE THESE ACTIONS:

!
|
:
|

umuwldduopooooa

Cooperation w4th ESL teachers

Lesson plens that integrate international content

Lesson plans that support modifications included in student IEPs
Documentation of referral data and use of EPs
Communications with parents/community

Professional development on cultural attitudes and aweareness
Use of technology ta incorporate culturat swareness into lessons
Student profies

Student surveys
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jStanpanp IH: TeacHers Know tHE Convent Tuey TeacH

A g e S i ; o

A, TEAGHERS ALIEN THEM? NETRUCTCN WETH THE STATE STANDARDS AND DETFCT ARROVER
CURRCLLLAM,

B. TEACHERS KNOW THE CONTENT AFPROPRATE TO THEIR TEACHING SPECIALTY.

. TEACHERS FECOGNZE THE INTERCONNECTEDNESS OF CONTENT AFEAS/DSOPLIES,

D. Teat-Ens MaKE NATRICTION RELEMNT 70 STUTENTS.

Overal. marns For Stannaro Bl

Coapents: EVIDENGE OR DOCUMENTATION TO SUPPORT RATINGS

O Display of creative shudent work
0 Lesson plans
2 Content standards

000

RECOMMENDED AGTICNS FOS BAPROVEMENT:

Resounces NEEDED TO COMPLETE THESE ACTIONS:

37



- ',Smmn IV: TeacHers Faciuvare Learning ror THEIR STubenTs

7 - 5
7= 7 :
o i o i
A, TEACHERS WNOW THE Ye8YS BE WHICH LEARNDNE TAKES, BLACE, ARD 7THEY KNOW THE AFCRCPRIATE
LEVELS OF INTELLEECTUAL, PHYSIGAL; SOCKL, AND EMCTICNAL DEVELDFVENT CF TIEIR STUDERTS.

B. TEACHERS PLAN INSTRUCTION APPROPRIATE FOR THER? STLUDENTS.

G, TEASEHS USS A WRETY OF INSTRUCTIONAL METHOLS,

D). TEACHERS INTEGRATE AND UTLZE TECHNOUOSY 6 THEA INSTRUGTICN.

E. TeAC-ERS HELP STUDENTS DEVELOR CRITCAL THNIGNG AND PROBLEM-SOLVING SKILS.

F. TEAGHERS (1P STUDENTS WORK N TEAWMS AND DEVELOR | EADERTHIP GALITES.

G, TEACHERS COMMUNCATE EFTOTVRLY.

H. TEACHERS USE A WAREETY OF METHOES 1O ASSESS WAEAT EACH STUBENT HAS LEARNED.

Ovenaty raTiG Fort Stanpano IV

Compapnrs: EVIDENCE 0R DOCUMENTATION TO SUPPORT RATHNG:

O Lessonplans

0 Display of technology used

Q Professional development

3 Use of student leaming teams

3 Documentatico of differentiated instrnuction

O Materials used to promote criticel thinking and problem =olving
3 Gallaborative fesson planning

RECOMMENDED ACTIONS FOR BAPROVEMENT:

[ wy =y

REsoumces NEEDED TO COMPLETE THESE ACTIONSS
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Stanpare V: TeacHers Reriecr on Taair Pracnice

e

A, TEACHERS ANALYZE STUDENT LEXTING.

B. TEACHERS LINK PROFESSIONAL CROWEH T THER PROFESSCNAL DOY.E.

C. TEACHERS EUNCTION EFFECTIVELY N A COMPLEX, DYNAMC ENVFRONMENT,

Ovenarr mannG For Stanoano V

CommenTs: EVIDENGE 08 DOCUMENTATION TO SUPPORT RATING:

33 Lesson plans

8 Fomnative assessments

O Studentwork

Professional Development Plan

Completion of professional development
Participation in Professional Leaming Community
Fomnative snd summative etudent assessmant data

RECOMMENDED AGTIONS FOR BPROVEMENT:

RESQURGCES NEEDED TO COMPLETE THESE ACTIONSZ

[ By ]

O The teacher's signaliwe on this form represents neither acceptance nor approval of the report. Jt does, however, indicate
that the teacher has reviewed the report with the evaluator and may reply in writing

)
/

Teacher Signature Date

3 The signature of the principal or evaluator verifies that the report has been reviewed and that the proper process has besn
fotlowed according to State Board of Education Policy for the Teacker Evaluation Process.

Principal/Evaluator Signature Date

Teacher Comments:
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B. lea=smne sopa.

C.  LeAos THE TESCMING PACFESSICH.

D.  ADOCHTES FOR THE SCHOOL 2D STUTENTS.
E.  DowesTrAES 364 ETHRAL STNDARDS,

PROVIDES AN ENVEONMENT TAT £ INVITING, RESPECTRUL, SUPFCRITIVE, INCLLSAE /4T

FLEXIRE,

B.  EMBRCES DVERSTY (N THE SCHDGL COMMUNTY AND IR THE WORLD,

G, TREATS STUDENTS AS INDMDUALS.

D.  ADAFTS TEAGHING FOR THE CENERT OF STUBENTS WITH SRECIAL NEEDS.

E WO COLLABCRATVEY WITH EMWILES ANG SIGNFICANT ADIATS N THE LVES OF THEI STLGENTS.

i i gl

ALICGNS INSTRLCTION WITH THE STATE STANDARDS A0 THSTRCT

A APFROVED CURSICLLUM,
3. KNOWE THE CONTENE APFRROPFIATE 70 THE TEAGHING TELILTY,

C.  FronaNeEs TE NIEICONIECTEONESS OF CONTENT AREAS/IYSCRNES.

1B MAMES MSTRICTION FELEWAMT 70 STLEENTS.

P

DEVELOPMENT CF SIUDENTS.

KNOWS THE WAXS W WHCH LEARMING BAHES PLACE, AND THE APFROFFIATE LVELS OF INTELEECTILL | AHVRICA., SOCIAL, AND EMOTICHAL

USES & VSRIETY OF INSTRUIGTIONAL METHCOS.

ololm

INTEGRATES AND UTLZES TECHNCULOTY ¥ NSTRUGTION,

HELRS STUDNIS WORC IN [EARS AND DEVELGE |EACERSHP DUALITES.

COMMUFMCATER EXFECTIVELY.

Tlm|m|m

7S A VARIERY OF METHEES TO ASSESS WA EACH STUDENT HAS LEARNED.

B, Lois PROFESSIONAL GROWTH TO PROFESSICHAL COALS.
C.  Funvchons EFecTVRY v A COMPIEY, DYNAMIC ENARCMVENT.
Owerare Fanna Fan StTanDwro Y
Comments: Resources needed o complete these actions:

Recammended actions for improvement:
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" ProressioNAL DeveroPMeENT PLAN

School Year: Year 10 20 37 4 Career Status 0
lateral Btz 13 20 20

Name: Position/Subject Area;

Schooi:

Mentor: Position/Subject Area:

{Raqired in tha first threa years for alt beginning teachers)

District:

A. Professional Teaching Standards

Teacksms DevousTrere Leaneraie

Teaers Kaow e ContenT Teey Teacs
TeacsErs Facamate Learmun ror THER STupents
TeacErs Reregt o Tusr Practce

prN

)

Prioressionas Teacknz Stnoanos Stapern{s) T0: BE ADDRESSED:

Teasta3s Esmaus a Rsrecivul Eyvnonvent For & Dvesse Poruusnon oF Snoenrs. | ELenenrls) 1o 2 recressen:

B. Teacher's Strategies

Goas ror Biemexts ActvmesfAonons Exrecten QUTCOMES AND Re=ources Neeneo ToreLne
Evioence or Covmenon
Goa 1:
GoaL 2:
Teacher's Signature: Date:
Menior's Signature: Date:
Adeninistrator’s Signature Date:

Plar: Individual 3  Monftored 3 Direcied 3
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Proressiona DeveLopvenT Pran—Min-Year Review

To BE COMPLETED BY (DATE)

C. Evidence of Progress Toward Specific Standards and Elements to be Addressed/Enhanced

D. Narrative
Teacren"s Covmens: Menror's Cosvenrs Aprvsasirarcn’s Comvenrs:
J
Teacrer'"s Signsiuse: Memor's Skenature: ADIMAMESTRATOR'S SIGNATURE:
Dare: Darz Diave:
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ProressioNAL DeveLoPMENT PLan— END-oF-YEaR Review

To BE COMPLETED BY (DATE)

E. Bvidence of Progress Toward Specific Standards and Elsmenis to be Addressed/Enhanced

F

Goal 1 was successfully completed. YesQ No)
Goal 2 was successfully completed. Yes[J No(Q

. Narrative

TeacHers CovmenTs;

Mevror’s Comments

AcnmsTRATOR s ConmBnrs:

TeaoHER"s SGNATURE:

Mauror's Sigharune:

- | Dave:

ADMINSTRATOR'S SNaTuaE:

Dhare:
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Recorp oF TEACHER Evaluarion ACTVITIES

feacher Name: D

Schook School Year:
Paosition/Assignment:
Evaluator: Title:

Teacher Background (Briefly describe the teacher’s educational background, years of experience, teaching assignment, and
any other factors that may impact the avaluation):

McRELs Teacher Evaluation System is based, in part, on informal and formal observations and conferences conducted on the
foliowing dates:

= i
e i

Training

i
! Pra-Observation Conferenca

Obsarvation #{

Past-Obsarvation Conferencs #1

Pra-Cbsarvation Conference (optional)

Observation #2

Post-Obsanvation Conferance #2

Pra-Obsarvation Conferanca (oplional)

Obsarvation 43

Poal-Dbservation Confarance #3

Pre.Obsevation Conferanca {optional}

Obsanvation ¥4 (if required)

Post-Dbsarvation Conferance #4
{i¥ requirad)

Summary Pyaleation Confarencs

Professional Developmant Plan Complated
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Professional Categories: Probationary, Professional and Established

" "om this point on, the following guidelines will apply.

Probationary-Any Professional Established-All
new teacher after Current teachers as
July 1, 2012 of July 1, 2012

Highly Effective When rated highly Remains at the Remains at the
effective or effective | professional level. established level.
for three of five
years, teacher will
move to
professional.

Effective When rated highly Remains at the Remains at the
effective or effective | professional level established level
for three of five
years, teacher will
move to
professional

Needs Two consecutive Remains at the Remains at the

Improvement needs improvement | professional level. established level.
may lead to Any combination of Any combination of
dismissal three improvement three improvement

necessary or necessary or
ineffective ratings ineffective ratings
within five years within five years
may lead to may lead to
\ dismissal for dismissal for
" incompetence. incompetence.
Ineffective May be dismissed. Moved back to Remains at the

probationary after
one ineffective
rating.

established level.
Any combination of
three improvements
necessary or
ineffective ratings
within five years
may lead to
dismissal. (Two
consecutive
ineffective ratings
may also lead to
dismissal.
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Status Changes

)

Probationary, Professional, and Established
1. July 1, 2012 - All teachers given a continued contract are established.
2. July 1, 2012 - All new hires are probationary.

3. Probationary teachers EARN professional status through a pattern of effectiveness (3 effective or
highly effective ratings in any 5 year period)

Professional and Probationary

1. One ineffective or two consecutive improvement necessary ratings can lead to dismissal of a
probationary teacher.

2. Professional status can be lost with one ineffective rating. These teachers move to a
probationary status.

Established

Two consecutive “Ineffective” or 3 years out of 5 receiving “ineffective” or “lmprovement Necessary” and the
teacher’s contract may be cancelled.

Sontract Changes

Contract cancellation may occur for the following reasons: Immorality, insubordination, RIF, incompetence (two
consecutive “Ineffective” ratings or a combination of “Improvement Necessary” and “Ineffective” ratings for
three years in any five year period), neglect of duty, conviction/offense, and other good/just cause.
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Code of Ethical Practices and Procedures

The purpose of this section is to give a code of procedures and activities that are appropriate and expected parts of a
testing/assessment program. The topics include test security, pre-test activities, testing conditions, and post-test activities. The
code is generally applicable to all systemic assessment programs.

Test Security

It is essential that all test/assessment materials remain secure. All administrators, teachers, support staff, students and parents are
responsible for test security.

Corporation Test Coordinators direct the management of the testing programs, and have a responsibility to do the following:

1. Inventory and track testing materials;

2. Securely store tests before distribution to test sites and, after their return, control distribution to and from test sites;
3. Control the storage, distribution, administration, and collection of tests; and

4. Ensure that no tests are copied.

School personnel at the building level have a responsibility to do the following:

Code the tests prior to testing;

inventory and track materials;

Securely store tests before and after testing;

Control distribution within the building ;

Ensure that no tests are photocopied without authorization;

Ensure that students do not copy any materials;

Ensure that students use only those reference materials allowed by the testing procedures;
Ensure that students do not receive copies of the test ahead of time;

Ensure that students do not learn of specific test items prior to the test;

10 Ensure that students do not exchange information during testing except when the procedures so specify; and
11. Ensure that answer documents are not altered after testing.

I NOVAEWNPRE

Test security is the responsibility of the entire school community. Breaches of test security are first addressed by the building
principal. Unresolved issues are subsequently referred to the test coordinator, and to the school corporation superintendent.

Test Preparation Activities

The most significant consideration in test preparation activities, apart from security issues, relates to how valid the assessment
scores will be as estimates of student achievement in the domains being assessed. The test should measure a reasonable sample of
what the curriculum specifies the student should be taught and should be able to do.

1. Test Curriculum Match — The assessments should have a reasonably close relationship to what is being taught to students,
that is, a good test-curriculum match should be clear. This means that those who develop or select the assessments should
ensure that the assessments represent a reasonable sample of the current/approved academic standards.

Meeting this standard of a test-curriculum match is above all the responsibility of the administrators or other authorities
sponsoring the assessment.

The sponsors should do what they can to ensure consistency between the assessment schedule and the schedule of the

instructional programs as planned and implemented by the curriculum planners, the district and building administrators,
and the teachers.
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Failure to match assessments and curriculum will lead to results that are subject to misinterpretation, and that will be a
negative consequence for students, teachers, and the instructional program.

2. Classroom Instruction and the Test — Students should be given instruction, experience, and practice with the approved
academic standard.

3. Practicing Test-Taking Skills — Teachers should give students practice with various item formats of assessments they will be
taking, but only enough practice to ensure that the assessment will measure only the students’ knowledge and
understanding, and not their test-taking skills. One or two brief sessions of practice with items or tasks similar to those
likely to appear on the test would be appropriate.

However, spending any substantial time on such practice is counterproductive and should be avoided. School personnel
should not buy, develop, or promote the use of any extensive test practice materials that closely parallel assessment items
or tasks.

4. Reasonable Notice to Thase Taking the Test — Reasonable notice of upcoming assessments should be provided to all
concerned, including teachers, students, and parents. However, using this notice to get probable low-scoring students not
to participate in assessments, thereby raising aggregate score can be considered unethical behavior.

5. Preparing for the Test ~ The test coordinator and responsible building personnel should make appropriate arrangements
including provision for adequate facilities, materials, and training of test administrators and proctors. Test administrators
must study the appropriate manuals and guidelines prior to administering the test. Any needed/required modifications of
testing conditions must be planned for in advance.

Testing Conditions

1. Testing Procedures — Test administrators must follow the procedures in the manual or guidelines listed above, including
procedures referring to testing conditions, timing, and instructions.

Failure to follow the specified procedures will invalidate the results and will count as a negative provision in the final
student results. Students with special needs might require variations in the testing conditions.

2. Testing in the Classroom ~ All schools personnel involved in administering the test must assume responsibility for the
quality of the testing conditions.

3. Testing Materials — Test administrators must provide all the necessary materials for all students as required. This condition
must be met before students begin the test

4. Directions -Test administrators must ensure that all students understand what is expected of them on the test. Examiners
and proctors must not answer questions about specific test items, but they may repeat initial instructions about item
format, scoring rules, and timing.

5. Monitoring — Test administrators must monitor the testing session to ensure that all students have the opportunity to
succeed; it is not acceptable for test administrators to leave the room, to read, or to ighore what is happening. Test
administrators and proctors must ensure that all students:;

a. Follow instructions

b. Respond in the appropriate places in answer documents
¢. Do not exchange answers

d. Do not interfere with or distract others

e. Use only permitted materials and devices
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Post-test Activities

1. Collecting Test Materials and Completing Reports — When testing has concluded, test administrators will collect and check
all materials and follow test security pracedures. Test administrators will account for all materiais and deliver them to the
test coordinator.

Test administrators will turn in a written report of all incidents and events that might invalidate any scores, including
disruptions, illness, and possible cheating.

The test coordinator will account for all materials from all test sites. Scores and modifications will be recorded and
interpreted in context using all relevant data turned in to the building principal as soon as possible.

Test Preparation: How to Assist Students Properly

Any activity in the schooal or classroom, inadvertent or deliberate, that creates an excessive focus on the specific test content of the
statewide test or locally developed assessment or rubric, for the purpose of artificially raising test scores, is inappropriate.

it is considered APPROPRIATE to:

1.
2.
3.

R NOGLAWN

=
o

11.
12.

13.

is consider

bl

Review with all students all standards and concepts taught in previous years;
Review assessment objectives as part of the general review of critical curricula; and
Have students complete a Practice Test that may be included with regular test materials.

APPROPRIATE to:

Teach test content that has not been previously covered during the time period immediately preceding the
assessment/test;

Review standards and concepts with only those students to be tested;

Review only the Academic Standards tested by the assessment;

Review only those objectives on which students performed poorly on previous examinations;

Call students’ attention to the fact that a similar question will be on the approaching test;

Use current, past, or parallel items as test preparation materials;

Make minor alterations in test items;

Develop and use elaborate review materials;

Set aside blocks of time ta teach only the content and skill proficiencies measured on the assessment;

. Coach students by indicating in any way (e.g., facial expressions, gestures, or the use of body language) that an answer

choice is correct or incorrect, should be reconsidered, or should be checked;

Answer students’ factual questions regarding test items or vocabulary;

Read any part of the test to students (except as documented as an acceptable IEP, 504 Plan, LEP Individual Learning
Plan accommodation); and i

Alter students” answer — other than to check and erase stray marks, or to darken answer bubbles after testing.

PPR to displ m rin :

All posted materials such as wall charts, visual aids, posters, graphic organizers, and instructional materials that relate
specifically to the content being assessed/tested;

All reference materials that a reasonable person might conclude offer students in the classroom or space an unfair
advantage over other students;

All support materials; and

Questions about the appropriateness of reference materials on display should be directed to the testing coordinator.
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It Is a Violation of Test Security to:

R NS I RSN 1S

Give examinees access to test questions prior to testing;

Copy, reproduce, or use in any manner any portion of any secure test, for any reason;

Share an actual test instrument in a public forum;

Deviate from the prescribed administration procedures in order to boost student performance;

Make answer keys available to examinees;

Participate in, direct, aid, counsel, assist, encourage, or fail to report any of the acts prohibited in this section;
After testing is completed, materials are not returned to the secure storage site with accurate inventory; and
To return to the secure storage site after testing is completed and materials have been turned in.

Corporation Test Security Guidelines

School responsibilities include, but are not limited to, the following:

1.
2.

N 8.

/

Communicating to all appropriate staff at least once annually the Corporation Test Security Guidelines;

Clearly defining and communicating at least once annually for all appropriate staff how standards and procedures will
be monitored;

Establishing a testing schedule that ensures all assessments at a grade level or same course in any school will be
administered to students at the same time;

Establishing a process that ensures all student tests are secure when they are not being administered;

Establishing procedures for reviewing practices and materials used in the school or corporation to prepare students for
assessments;

Providing a process that allow teachers, administrators, students, parents, and other community members to voice
their cancerns about practices they consider inappropriate;

Establishing procedures for investigating any complaint, allegation, or concern about inappropriate testing practices,
and insuring protection of bath the rights of individuals and of the integrity of the assessment; and

After testing is completed, return materials to the secure storage site with accurate inventory.

The corporation will investigate any complaint of inappropriate testing practices or testing irregularities. The investigations will
include, but not limited to, the following:

1.
2.

A process by which all complaints are documented and can be tracked to their resolution;

An initial inquiry to determine whether there is credible evidence that such an event has occurred must be conducted
within one school day of receipt of a verified complaint, allegation, or concern about inappropriate testing practices, or
a report of testing irregularity; and

A final report must clearly indicate any recommendations or findings that would impact the reliability or validity of
student scores and specifically detail actions that the corporation recommends to take for corrective action.

Consequences of a Violation

To protect the integrity of the testing procedures and the high stakes for teacher evaluation, any school personnel who knowingly or
carelessly commits or permits a violation of test security may be subjected to a consequence(s) based on the violation.

Maintenance of Rigor, Validity, Reliability

The relevant and appropriate department will meet to review the results of locally developed assessments to analyze the results.
This is to make sure there is continued alignment with the standards, the validation process continues, and to evaluate how the
assessment performed in practice. Any recommendations, adjustments, or changes will need to approved by the building principal.
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~Evaluating and Approving Quality Assessments

/

Prior to the use of a locally developed assessment/end of course assessment for teacher evaluation, the assessment must be
evaluated and approved for quality. Any assessment created at the school or teacher level that will be administered to students and
used as a part of a teacher’s evaluation must meet the following process.

Pre-Approval - A groups of teachers (appropriate department or grade level) must complete a Pre-Approval Assessment Form that
asks teachers to:

1. Identify which Indiana/Common Core standards align with questions/tasks on the assessment and complete the
Standards Alignment Check Chart; use an Assessment Rigor Analysis Chart to give examples of assessment
questions/tasks that fall under various Depths of Knowledge levels; and review the format of the assessment questions.

2. Describe the assessment’s scoring matrix or rubric if different that outlined in the evaluation program for locally
developed assessments.

Approval - Once teachers pre-approve their assessments, building administrators complete an Assessment Approval Checklist that
requires them to document sufficient evidence of an assessment’s alignment and stretch, rigor and complexity, and format. The
administrator either approves the assessment, or provides feedback on revisions that must be made. When approving assessments,
administrators should work with the appropriate department or grade level whenever there is a question or need for clarification.

Assessment Approval — Locally developed assessments need only be approved once unless there are recommended changes or
additions, etc. Although it is best practice to review annually common assessments and make revisions when necessary,
assessments do not need to be reapproved unless significant changes to the assessment our course standards were made.

)ne following forms must be turned in to the building principal for his/her approval before any locally developed assessment can be
administered and used for teacher evaluation measurement of effectiveness.

a. Pre-Approved for Locally Developed Assessment Form
b. Standards Alignment and Coverage Check Form

¢. Locally Developed Assessment Rigor Analysis — Depth of Knowledge Form

Glossary of Terms

For purposes of this evaluation process, the following terms are defined below:

1. 21st Century Education—an education that enables students to navigate the complex life and work
enviranment in the globally competitive age.

2. Action Plan—a plan developed by a principal/supervisor with input from the teacher for the purpose of
articulating specific actions and outcomes needed in order to improve the teacher's performance.

3. Artifact—a product resulting from a teacher’s work. Artifacts are natural by-products of a teacher’s work
and are not created for the purpose of satisfying evaluation requirements, Artifacts are used only when
the principal/evaluator and teacher disagree on the final rating. Teachers may use them as exemplars of
their work. Examples of artifacts include these:

a. Lesson Plans—teacher’s daily plans that demonstrate integration of 21st century skills and coverage
of the districts approved curriculum.
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b. Professional Development—staff development, based on research, data, practice, and reflection that
focuses on deepening knowledge and pedagogical skills in a collegial and collaborative environment.

c. Student Dropout Data—data about grade 9—12 students who drop out of high school.

d. School Improvement Plan—a plan that inciudes strategies for improving student performance, how
and when improvements will be implemented, use of state funds, requests for waivers, etc. Plans are
in effect for no more than three years. Teachers should be able to demonstrate their participation in
the development of the plan and/or their active support of the plan.

e. School Improvement Team—a team composed of the principal and representatives of administration,
instructional personnel, instructional support personnel, teacher assistants, and parents of children
enrolled in the school. The team’s purpose is to develop a school improvement plan to strengthen
student performance.

4. Probationary Teacher —Any new teacher hired after July 1, 2012 or a teacher in the professional category who is moved back to
probationary after one ineffective rating by the principal/evaluator.

5. Established Teacher-All current teachers as of July 1, 2012,

6. Professional Teacher-When a probationary teacher is rated highly effective or effective for three of five years, teacher will move
to professional.

7. Data—factual information used as the basis for reasoning, discussion, or planning.

8. Evaluator—the person responsible for overseeing and completing Tippecanoe Valley/McREL’s Teacher Evaluation System.
This is usually the school principal, but it may be someone who is designated by the principal to assume
)ese responsibilities.

9. Evidence—documents that demonstrate or confirm the work of the person being evaluated and support
the rating on a given element.

10. Formal Evaluation Process—the process of evaluating a teacher using the following essential components:

a. Training—state-approved and sponsored training on the Teacher Evaluation Rubric and Tippecanoe Valley/McREL’s
Teacher Evaluation System is required of all teachers and those individuals responsible for teacher evaluations.

b. Orientation—it is recommended that the principal will provide the teacher with a copy of or directions
for obtaining access to the following: a) Teacher Evaluation Rubric, b) state and local policies

governing teacher evaluations, and c) a schedule for completing all the components of the evaluation
process. Copies may be provided by electronic means. While a formal meeting is not required,

principals may choose to hold this orientation as a group meeting at the beginning of each school

year and/or individually as staff is added throughout the year.

c. Teacher Self-Assessment—using the Teacher Evaluation Rubric, the teacher shall rate his or her
own performance at the beginning of the year and reflect on his or her performance throughout the
year. This will also be used during the post-observation conference.

d. Pre-Observation Conference—before the first formal observation, the principal shall meet with
the teacher to discuss the teacher’s self-assessment based on the Teacher Evaluation Rubric, the
teacher’s most recent Professional Development Plan, and the lesson(s) to be observed. The goal of
this conference is to prepare the principal for the observation. Pre-Observation conferences are not
required for subsequent observations.
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e. Observations:
1. Formal Observation—a formal observation shall last at least 30 minutes.

2. Informal Observation—an informal observation may take place as an evaluator visits classrooms,
helps a student, or “drops in” on the teacher’s classroom for a minimum of 5 minutes in one
sitting.

f. Post-Observation Conference— during the post-observation conference, the principal and teacher
shall discuss and document on the Teacher Evaluation Rubric the strengths and weaknesses of the
teacher’s performance during the observed lesson.

g. Summary Evaluation Conference and Teacher Summary Evaluation Rating Form—the

conference between the principal and teacher to discuss the teacher’s self-assessment, the teacher’s

most recent Professional Development Plan, the components of Tippecanoe Valley/McREL's Teacher Evaluation
System completed during the year, classroom observations, artifacts submitted or collected during

the evaluation process and other evidence of the teacher’s performance. At the conclusion of the

process, the principal shall complete the Teacher Summary Evaluation Rating Form.

h. Professional Development Plans— every teacher will use a Professional Development Plan to
identify goals and strategies to improve performance. The Professional Development Plan may be
a(n):
1. individual Professional Development Plan—developed by a teacher and should be discussed
with the principal.

2. Monitored Professional Development Plan—placed on the plan by the principal, developed and
monitored by the teacher and principal.

3. Directed Professional Development/Remediation Plan—placed on the plan by the principal, developed and
monitored by the principal and serves as the Remediation Plan required by law.

12.Peer—a teacher who serves as a mentor for the teacher being evaluated and who provides performance feedback based on the
Teacher Evaluation Rubric.

13. Performance Rating Scale—the following rating scale will be used for determining the finat evaluation rating which will be
converted into the ratings required by the Indiana Department of Education {Highly Effective, Effective, Needs Improvement or
Ineffective).

a. Developing— teacher demonstrated adequate growth toward achieving standard(s) during the
period of performance but did not demonstrate competence on standard(s) of performance.

b. Proficient— teacher demonstrated basic competence on standard(s) of performance.

c. Accomplished— teacher exceeded basic competence on standard(s) of performance most of the
time.

d. Distinguished—teacher consistently and significantly exceeded basic competence on standard(s)
of performance.

e. Not Demonstrated— teacher did not demonstrate competence on or adequate growth toward
achieving standard(s) of performance. (Note: If the Not Demonstrated rating is used, the Principal/
Evaluator must comment about why it was used.)
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14. Professional Learning Community—a school culture in which teachers work collectively and
—collaboratively to examine instructional practice, improve their effectiveness, and increase student
Jhievement.

15. Self-assessment—personal reflection about one’s professional practice to identify strengths and areas
for improvement conducted without input from others. Purposes of the self-assessment are to clarify
performance expectations, guide discussions about goal-setting and professional development and
program needs, and provide input to the final ratings.

16. Teacher—a person who holds a valid teaching certificate and is employed to instruct, direct, or
supervise the instructional program.

17. Teacher Evaluation Rubric—a composite matrix of the following standards, elements, and descriptors
of the Professional Teaching Standards:

a. Performance Standard—the distinct aspect of teaching or realm of activities which form the basis
for the evaluation of a teacher.

b. Performance Elements—the sub-categories of performance embedded within the performance
standard.

c. Performance Descriptors—the specific performance responsibilities embedded within the
components of each performance standard.
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Tippecanoe Valley School Corporation
Summative Evaluation Sheet
2013-14 School Year

Teacher Name:
TEACHER EVALUATION Evaluation Rating Weighting Conversion
Evaluation Rubric
Leadership 25%
Respectful Environment 15%
Content 15%
Facilitate Learning 25%
Reflect on Practice 15%
Letter Grade 5%
Overall Rating 100%
MCcREL’s Teacher Evaluation IDOE Teacher
System Evaluation System
10 to1.2 B
No Salary Increase Developing Ineffective
121to0 1.5 | -
No Salary Increase Developing Needs Improvement
1.51to 3.5
Salary Increase Proficient & Accomplished Effective
3.51t04.0
Salary Increase Distinguished Highly Effective

Administrator Signature:

Date

Teacher Signature:

Date
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SCHOOL COUNSELOR Evaluation Rating | Weighting | Conversion
Evaluation Rubric
Academic Achievement 15% 0
Student Assistance Services 25% 0
Career Development 15% 0
Professional Leadership 25% 0
Reflect on Practice 15% 0
Letter Grade 5% 0
Overall Rating 100% 0

Strengths
Specific Growth Areas

Additional Documentation may be attached.

Employee Signature Date

Administrator Signature Date

SchoolCounselorEvaluationSummaryRating
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INTRODUCTION

Effective leadership means more than simply knowing what to do—it's knowing when, how, and why to
do it. Effective leaders understand how to balance pushing for change while at the same time, protecting
aspects of cuiture, values, and norms worth preserving. They know which policies, practices, resources,
and incentives to align and how to align them with organizational priorities. They know how to gauge the
magnitude of change they are calling for and how to tailor their leadership strategies accordingly. Finally,
they understand and value the people in the organization. They know when, how, and why to create
learning environments that support people, connect them with one another, and provide the knowledge,
skills, and resources they need to succeed. This combination of knowledge and skills is the essence of
balanced leadership.!

This combination of knowledge and skills is also the focus of McREL's Principal Evaluation System. By
using the results of the evaluation to guide their own professional development, principals and central office
administrators will be able to chart a course for professional growth and development from the novice
principal who is developing into an effective school teader to a distinguished professional who leads the
school to ever greater accomplishments and commands the respect of colleagues.

RESEARCH ON LEADERSHIP

Researchers at Mid-continent Research for Education and Learning (McREL) and other organizations have
analyzed key traits of educational leaders and those attributes which contribute to the success of schools.
Portin et al. (2003) analyzed in-depth interviews with educators across 21 schools and identified seven types
of leadership needs: instructional, cultural, managerial, human resources, strategic, external development,
and micropolitical.2 Cotton's (2003) review of 81 research reports on principals and student achisvement
showed that principals must take on a variety of roles (25 leadership practices) ranging from emotional

and interpersonal support to community outreach and fundraising, in addition to academic leadership, in
order to effectively empower the school to improve student achievement.? It is clear that the role of the
school principal has become one of instructional improvement, relationship building, delegation of key
responsibilities, and leadership by example.

McREL’s ResearcH: BALANCED LEADERSHIP® AND ScHOOL LEADERSHIP THAT WORKS®

In 2003, McREL researchers examined more than 5,000 studies that purported to examine the effects of
principal leadership on student achievement. Of these, 69 met rigorous criteria for inclusion in a meta-analytic
research study. Three important findings emerged, which first were published in Bafanced Leadership: What
30 Years of Research Tells Us about the Effects of Leadership on Student Achievement.*

The first finding is that leadership matters. The general effect of principal leadership on student achievement
has a comrelation of 0.25. This means that in schools where teachers on average rated their principal at

the 84" percentile of leadership (one standard deviation above the mean), student achievement was 10
percentile points higher on norm-referenced tests. Expressed differently, the studies in the meta-analysis
suggest that improving principals’ leadership abilities by one standard deviation from the 50" to the 84"
percentile can lead o an increase in the average student achievement from the 50" to 60 percentile—a
substantial improvement.

TWaters, T. J., Marzano, R. J., & McNulty, B. (2003). Balanced leadership: What 30 years of research tells us about the effect of
leadership on student achievement. Retrieved from http://www.mcrel.org/products/144

*Portin, B., Schneider, P., DeArmond, M., & Gundlach, L. (2003, September). Making sense of leading schools: A study of the school
principalship. Seattle: University of Washington, Center on Reinventing Public Education,

#Cotton, K. (2003). Principals and student achievement: What the research says. Alexandria, VA: Assoclation for Supervision and
Curriculum Development.

‘Waters, T. J., Marzano, R. J., & McNuity, B. (2003). Balanced feadership: What 30 years of research telis us about the effect of
leadership on student achievement. Retrieved from http://www.merel.org/products/144
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Second, the meta-analysis identified 21 feadership responsibilities associated with 66 leadership practices,
which all have statistically significant relationships with student achievement. These responsibilities and practices
are strongly aligned with the seven standards of executive leadership identified by Portin and others

Third, McREL researchers discovered that principal leadership has a differential impact on student
achievement. In some of the studies included in the meta-analysis, the principals were perceived by
teachers as strong leaders, yet student achieverent was low. This finding shows that not all leaders
perceived as strong have a positive impact on student achievement. Two explanations underie McREL's
theory of the differential impact of principal leadership on student achievement: (1) strong principais may not
be focused on the right things, namely the use of research-based classroom or school practices known to
have a positive effect on student achievement, and (2) strong principals may miscalculate the implications of
a change initiative for the stakeholders in the school, causing inconsistent implementation of the initiative.

Factor ANALYSIS

Building on the results of the meta-analysis, McREL collected survey data from nearly 650 principals about
their leadership initiatives and use of the 21 responsibilities reported in School Leadership that Works.® These
data were used in a factor analysis to identify the underlying structures and inter-correlations among the 21
leadership responsibiliies. The factor analysis revealed three important findings:

1. There are two main factors associated with principal leadership: first-order change and second-order
change. First-order change is incremental. it can be thought of as the next obvious step to take in a
school or a district. Second-order change is anything but incremental. It invalves dramatic departures
from the expected, both in defining a given problem and in finding a solution.

2. All 21 leadership responsibilities are important and necessary for leading changes with first-order
implications—that is, managing day-to-day functions of the school and leading routine changes.

3. Eleven of the 21 leadership responsibilities are associated with second-order change (see Table 1).
There are specific leadership responsibilities that principals can emphasize to effectively lead change
with second-order implications. Specifically, 7 of the 11 were positively correlated with second-order
change. Four were negatively correlated with second-order change. This means that when schools
undertake changes with second-order implications, most staff members are likely to perceive these four
responsibilities as not being carried out effectively. The ramification of this is that staff may feel frustration
and even anger from changes that are perceived as deteriorating the organization. Effective leadership is
perhaps most crucial when dealing with such perceptions.

TaBLE 1: RESPONSIBILITIES CORRELATED WITH SECOND-ORDER GHANGE

* " PosmiveLy ConmELATED ¥ NeGATVELY GORRELATED
Knowledge of curriculum, instruction, and assessment Culture
Optimize Communication
Intellectual stimulation Input
Change agent Order
Monitor and evaluate
Flexibility
Ideals and beliefs

SPortin, 8., Schneider, P., DeArmond, M., & Gundlach, L. (2003, September). Making sense of leading schools: A study of the school
principalship. Seattle: University of Washington, Center on Reinventing Public Education.

*Marzano, R. J., Waters, T,, & McNuity, B. A. (2005). Schoo! leadership that works: From research 1o results. Alexandria, VA: As-
sociation for Supervision and Curriculum Development.
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MCcREL's BALANCED LEADERSHIP FRAMEWORK®

Please see Appendix B for the complete synthesis, titied The Balanced Leadership Framework: Connecting
Vision with Action. The Framework connects McREL's findings to existing research-based knowledge

on change management, diffusion theory, collective efficacy, institutional theory, living systems theory,
community development, asset utilization, and school improvement. The Framework puts the 21 leadership
responsibilities into an organizing structure: 1) leadership, 2) focus of change, 3) magnitude of change, and 4)
purposeful community (see Figure 1).

Leadership

Focus Magnitude
of of
Leadership Change

2
i=
7
—
@
ko
@
)
-

diysiapean

Leadership

Fiaure 1: McREL's BALANCED LEADERSHIP FRAMEWORK

PURPOSES OF THE EVALUATION

The intended purpose of McREL’s Principal Evaluation System is to assess the principal’s performance

in relation to the research-based strategies that have been proven to be effective. The evaluation should
take place in a collegial and non-threatening manner. The principal will take the lead in conducting the
evaluation through the use of self-assessment, reflection, and input gathered from the various stakeholders
with an interest in the leadership in the school. The evidence and documentation gathered by the principal
is not intended to become a portfolio. Rather, it should provide a basis for self-assessment, goal setting,
professional development planning, and demonstration of performance on specific standards.

MCcREL's Principal Evaluation System will:

m Serve as a guide for principals as they refléct upon and improve their effectiveness as school leaders;

= Measure and support professional practice consistently and fairty;

= Focus the goals and objectives of districts as they support, monitor, and evaluate their principals;

m Guide professional development for principals;

m Serve as a tool in developing coaching and mentoring programs for principals; and

= (nform higher education programs in developing the content and requirements of degree programs that
prepare future principails.

Figure 2 on the next page provides an overview of the required elements of McREL's Principal Evaluation
System.
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Fiaure 2: PriNciPal EvaLuATIoON PRocESS

2.
a. Principal Self-
Assessment

b. Evaluator Assesment
of Principal

3.
Meeting
Between Principal &
Evatuator

4.
Mid-Year
Evaluation
Discussion

STEPS OF THE PROCESS

S1eP 1: ORIENTATION

Each school year, evaluators will conduct a group orientation with all principals. At this orientation, each
principal will receive a complete set of materials outlining the evaluation process and an explanation of
the timeline and how performance will be measured. Each principal should become thoroughly familiar
with McREL’s Principal Evaluation System and all of the materials associated with it, including definitions

and forms.

STEP 2: PRINCIPAL AND EvarLuator EacH CompPLETE PRINCIPAL EvaLuATION RUBRIC

a. Principals will assess their own performance using the Principal Evaluation Rubric. This self-assessment
will serve as the basis for the preliminary goals form, which should be completed prior to Step 3.

b. Concurrently (with step a}, the evaluator will assess the performance of the principal using the Principal
Evaluation Rubric. Along with the principal's self-assessment, this will serve as the foundation for the

performance discussion to be held as Step 3.
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Step 3: MEeeTiING BETWEEN PRINCIPAL AND EVALUATOR

Principals will meet individually with their evaluator to discuss the results of self assessment, the evaluator’s
ratings of the principal, preliminary performance goals, and any artifacts or other evidence the principal and
evaluator believe are critical to understanding the principal’s performance. The principal and evaiuator will
agree on the data, evidence, and documentation necessary to complete the evaluation process and confim
the principal’s level of performance.

S1EP 4: Mio-Year EvaLuation Discussion

Principals will meet individually with their evaluator to discuss their progress toward achieving annual goals.
This mid-year discussion will focus on the status of goal attainment and necessary mid-year adjustments to
action plans that must be made in order to achieve goals by the end of the school year.

S71ep 5: ConsoLiDATED PERFORMANCE ASSESSMENT

The principal will synthesize the information from Steps 3 and 4 in order to prepare a consclidated
assessment or comprehensive view of performance throughout the year. This brief summary of the data and
artifacts used to judge performance should be provided to the evaluator well in advance of the end-of-year
performance discussion.

S1EP 6: END-0OF-YEAR PeERFORMANGE Discussion

The principal and evaluator will meet at the school to discuss progress toward completing the evaluation
process. They will discuss the seif-assessment, consolidated assessment, and superintendent's summary
evaluation of the principal, which have been prepared in advance of the meeting. Should additional data or
artifacts be needed for the discussion, the principal will have them available at that time.

S1EP 7: FinAL EvaLuaTion AND GoAL-SETTING MEETING

At this meeting, the principal and evaluator will agree upon performance goals and recommendations for the
Professional Development Plan. All forms needed to complete this process are included in this manual. While
all of the forms are highly recommended, use of the following is required:

m Principal Evaluation Rubric (see pp. 9-17). The Rubric will be used for the following steps:
= Self-Assessment
= Evaluator Assessment
« Meeting Between Principal and Evaluator
= Final Evaluation and Goal-Setting Meeting
® Principal Summary Evaluation Worksheet (see p.18)
® Principal Summary Goal-Setting Form (see p. 19)

a Mid-year Evaluation: Progress toward Achieving Goals (see p. 20)

It will be helpful to understand the responsibilities of the principal and evaluator as they engage in this
process (see Table 2, p. 6).



TaBLE 2: PRINCIPAL AND EVALUATOR RESPONSIBILITIES

Understand McREL's Principal Evaluation System.

Prepare for the Pre-Evaluation Conference, including a
self-assessment, identification of performance goals,
and identification of change initiatives underway at his
or her school,

Gather data, artifacts, and evidence to support
performance in relation to the three framework
components and progress toward attaining goals.

Develop and implement strategies to improve
personal performance/attain goals in areas individually
or collaboratively identified.

Participate in the Mid-year and Final Evaluation
Conferences and End-of-Year meeting to set
preliminary goals for subsequent year prior to
receiving student achievement data.

Finalize goals and End-of-Year Evaluation with
evaluator as soon as student achievement data is
available.

= Ensure that the contents of the Principal Summary

Participate in professional development to understand
and implement the system.

Supervise McREL's Principal Evaluation System, and
ensure that all steps are conducted according to the
approved process.

ldentify the principal's strengths and areas for
improvement and make recommendations for
improving performance.

Evaluation Report contain accurate information ana
accurately reflsct the principal's performance.

Leverage skills and knowledge required to implement
McREL’s Principal Evaluation System.

Participate in the Mid-year and Final Evaluation
Discussions and End-of-Year Performance Discussion
to set preliminary goals prior to receiving student
achievement data.




PRINCIPAL EVALUATION RUBRIC

This instrument serves as the foundation for McREL's Principal Evaluation System:. It should be used throughout the
process to monitor principals’ progress toward consistently using practices that leadership research has identifisd as
necessary to improve the amount of learning that takes place in a school.

The Principal Evaluation Rubric beginning on page 10 should be completed by principals as a self-assessment of the
performance duting the year. Evaluators will use the rubric to complete their assessment of the principals’ performance
for the same time period. Likewise, the principal and evaluator will use this rubric as a guide for perforrmance discussions
and as a tool to determine the final evaluation rating for the principal. Figure 3 provides a guide to the elements of the
Rubric.

How THE RUBRIC IS CONSTRUCTED

'FRAMEWORK TR e
RESPONSIBILITY CoMPONENT RATINGS

t . ek b : /.g:'a gqﬁu A0 ,.r,?"\é%:ﬁﬁ?_‘:« _}g
a.ChangeAgent lswﬂngtoandadha&ch&!mgaalhasl&tusquo S ?

Deverorma at F'mm&m :

..and ...and ...and

1 Uses a variety of dala () Buildsondataanalysis [ Consistently attempts 1 Leverages the influence

to identify necessary to define processes and to operate at the of opinion leaders to

change initiatives. protocols in order to edge instead of the strategically target and
create or adopt new and center of the schools’ frame change initiatives
better ways to improve competence by leading in order to increase the
school and classroom the implementation rate of adoption,
practices. of research-based

) Is recognized in the

initiatives even though i ;
education community
outcomes may be
. as an advocate for new
uncertain.

and innovative ways of
schooling.

PRracTICES

FicURE 3: ExampLE oF How THE RuBRic ts CONSTRUCTED




McREL F

2t Bvicinton: Svsraa

Managing Ghange iy

a. Change Agent: Is willing to and actively challenges the status guo;

Deveiosing

Promcient |

AccompLsHED |

g2%: :letm_agm.zb,
|,/ (Conmetr Reausieo),

[ Usss a variety of data
to identify necessary
changs initiatives.

..and

(1 Builds on data analysis
to define processes and
protocols in order to
create or adopt new and
better ways to improve
school and classroom
practices.

..and

[0 Consistently attempts
to operate at the
edge instead of the
center of the schools’
competence by leading
the implementation of
research-based initiatives
even though outcomes
may be uncertain.

..and

1 Leverages the influence
of opinion leaders to
strategically target and
frame change intiatives
in order to increase the
rate of adoption.

[ s recognized In the
education community
as an advocate for new
and innovative ways of
schooaling.

b. Flexibility: Adapts his of her leadership bshavior to the needs of the curment situation and is borril'odablé wiItIa .d{ss_am. Y]

[d Understands the
importance of how
different change
initiatives may be
perceived differently by
various staksholders and
how they may impact
others.

...and

[ Adapts leadership style
to the needs of specific
situations.

J Implements procedures
that encourage teachers
and staff to express
opinions and perceptions
even if they are contrary
to those held by
individuals in positions of
authority.

..and

Creates and uses transitions
teams during times of
change to

3 Assist Individuals in
transitioning into the
new ways of doing
things.

[ Adapt quickly to
changing environments
and contexts.

..and

Improvas collective
efficacy by

(3 Effectively managing
change.

1 Building on the
callective ability of the
school community to
adapt to contextual
conditions.

c. Ideals and Bellefs: Communicates and operates from strong ideals and beliefs about school and schooling. 7 1

[} Possesses well-defined
ideals and beliefs about
schools and schooling
that align with district
non-negotfable goals.

...and

O Creates demand for
change through sharing
beliefs about schoal,
teaching, and leaming
with teachers and staff.

[d Demonstrates behaviors
that exemplify stated
beliefs about school and
schooling.

..and

1 Creates demand
for change by
communicating Ideals
and beliefs throughout
the community.

O Creates opportunities to
implement change that
exemplifies ideals and
beliefs.

...and

[ Shares leadarship in a
manner that extends
and promotes the
ideals and belisfs
about schools and
schooling throughout the
community.

[ Perseveres in the face of
challenges to effectively
sustain positive change.




d. Intellectual Stimulation: Ensures that the faculty and staff are aware of the most current theories and praclices and makes the diseussion of these a

regular aspect of the school culture.

. ' 7 ety Disnvaisgren | NoYDEMoNsAED 4
Deveoring Prorcenr AGCOMPLISHED A T A P [ APripaie e
! ' [Corment Reouiren) {Comment Reaungn)
...and ..and ..and
[ Understands and [ Uses rigorous and [ Uses the outcomes [ Provides vicarious and

articulates the current
rigorous and relevant
research and theory on
effective schooling.

relevant research and
theory on effective
schooling to create
demand for change by
providing professional
development
opportunities.

of professional
development on rigorous
and relevant research
and theory on effective
schooling to guide
professional learning
community discussions
and activities.

mastery expetiences for
teachers that capitalize
on staff development
outcomes and
discussions of effective
schools practice.

e. Knowledge of Curriculum

, Instruction, and Assessment: Is knowledgeable about the cu

rront ctriculum, Instruction, and assassment practices.

d Articulates knowledge of
cumiculum, instruction,
and assessment in a
way that enables staff to
understand and apply
the knowledge.

..and
[ Provides guidance
regarding curriculum,
instruction, and
assessment in order to
ensure effective practices
in every classroom.

a

..and

Provides mastery and
vicarious experiences of
research-based practices
in curriculum design,
instructional strategies,
and assessment
practices through
professional development
and action research.

..and
(d Leverages mastery and
vicarious experisnces to
increase the collective
efficacy of teachers and
staff.

f. Monitor and Evaluate: Monitors the affectiveness of séhopl'praaicea and their impacton s

tudent re_arﬁ_lng. -

O Understands the impact
of school! practices on
student learning and
achievernent.
Understands the impact
that change may have on

..and

Uses a variety of data and
processes to

[J Drive decisions about
initiating new and
innovative research-
based programs and

u

..and

Routinely works
collaboratively

with teachers and
staff to assess the
impact of research-
based programs

..and

O Manitors the fidelity
and consistency of
the implementation of
research-based practices
and their impact on
student learning and

individuals in the school. interventions and interventions on achievement.
. ) student lsarning and
3 Monitor the needs achievement.
and performance of
individuals, groups, and
the school as a whole.
g. Optimize: Inspires and leads new and challenging Innovations.
...and ..and ...and
[ Portrays a positive [ Inspires teachers and [ Inspires and motivates [J Promotes perseverance
attitude about the ability staff to individually and teachers and staff to and hope during
of teachers and staff to collectively accomplish accomplish things they challenging times.
accomplish school goals. school goals. consider to be beyond
their grasp.

10
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COMMENTS:

RECOMMENDED ACTIONS:

Resources Neeoep 1o CompLeTeE THESE ACTIONS:

Evioence or DocumenTanion THAT May Be Usep To Suprorr RaTINGS:

[ ELL Monttoring Notebook
[ Professional Devetopment Plan

] Regular Feedback to Teachers and Staif Regarding
Performance

[ Planning and Leading Professional Development
1 Classroom Walkthrough Data

[ Monitoring Plan

{J Operating Principles and Working Agreements
d
u

11




N’

a. Contingent Rewards: Recognizes and rewards individual accomplishments.

Deveoping

Peoricient

ABCOMPUSHED

.+ Distivausrgo:

NDI DevonsTATeD
. (Comvent Reaunen)

{d Develops criteria
and procedures for
recognizing hard
work and resulits from
individuals and groups.

.+.and

Capitalizes on formal and
informal opportunities to

O Recognize the
accomplishments
and hard work of all
stakeholders.

[ Maximize the intangible
assets of a school.

..and

[ Involves all stakeholder
groups in the recognition
and reward process.

...and

J Promotes the
accomplishments of the
school.

[d Inspires all stakeholders
to make significant
contributions.

O Improves perceptions
of stakeholders that
thay have the ability to
contribute to increases in
student achisvement.

b. Discipline: Protects teachers from issues and influsnces that would detract from their lime of focus.

O Communicates to the
entire school community
the importance of
an effective leaming
environment, and that
instructional time and
focus are the school's
top priority.

..and

Establishes systems that
minimize or eliminate
interruptions and distractions
to classroom instruction,
including

[ A school schedule that
maximizes instructional
time.

[ Policies and
procedures that
maximize the use of
instructional time.

...and

[J Enforces policies and
procedures related to
instruction time to assure
that all staff members
and alt students benefit
from periods of focused
instruction.

..and

[d Serves as a champion
for protecting and
maximizing instructional
time and focus to assure
an effective lsaming
environment.

c. Focus: Establishes clear goals and keaps those goals in the forefront of the school's attention,

[ Understands the
importance of setting
high expectations for
student learning and
achievement.

.«sand

1 Leads the schoo!
community in the
establishment of rigorous
and concrete goals to
ensure student learning
and achievement,

...and

Creates processes and
procedures to

[ Clearly communicate
the goals and progress
toward achieving them
to all members of the
school community.

[d Maintan a consistant
focus on the school's
goals,

..and

[3d Leverages high,
concrete goals in order
to continually create
demand for innovation
and improvement.

12
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d. Involvement in Curriculum, Instruction, and Assessment: Is diractly involved in helping teachers dasign curricular activities and address assessm&nt

and instructional issues.

Dlsmymsn

. R lo Deo ) mnn
Deveroring ProncenT ACTOMPUSHED 4
' {Oowmr Hﬁmmso} 0 (Cammr Rsuum:aj
+..and . ~and .. and
(J Demonstrates knowledge | [ Actively initiates activites | Models effsctive pedagogy [ Helps teachers adopt,
and understanding of to address curriculum, that includes adapt, or design
cuiriculum, instruction, instruction, and - rigorous research-based
) 0 Communicating . : )
and assessment issues. assessment issues. . curriculum, instruction,
learning goals. and assessment
R o  Acquiring and practices, programs, and
participates with teachers integrating knowledge. interventions.
in meaningful profassional 0 Bxtending and refining
davelopment and knowledge
opportunities to )
PR O Applying knowledge.
3 Reflect upon their
practice.
[ Engage in peer-to-peer
learning.
[ Design instructional
and curricular activities.
0 Address assessment
issues.
e. Order: Establishes a set of standard operating procedures and routings.
..and ...and «+ - and

O s developing clear
structures, rules,
procedures, and routines
for student and staff
behavior.

[ Has established and
consistently enforces
policies, procedures, and
routines that maximize
opportunities for all
students to leam.

{d Maximizes the
established policies,
procedures, and routines
to build a culture that
is safe, orderly, and
enhances student and
teacher abilities to
engage in meaningful
and productive work.

| Q Uses an orderly

environment to sustain
confidence in the
school’s ability to
educate all children.

f. Outreach: Is an advocate and spokesperson of the schaol to all staksholders.

O Communicates with
stakeholder groups
about school inttiatives
and activities.

..and

Advocatss for the school
with

[ The Community.

O Parents.

[ Central Office.

[ Teachers.

O Staft.

[ Students.

..and

[ Collects perception
data from the school
community to inform
advocacy activities.

Usas commuinity
relationships as both tangible
and intangible assets to
engage all stakeholders in

[ Family and community
involvernent initiatives.

3 School govemance
and improvement.

[ Contributing to
improving studant
learning and
achievement.

13




g. Resources: Provides leachers wilh material and professional development necessary for the _exacuﬁén of thair jobs,

Devewaring

Pﬂondwq"

ACCOMPLSHED 7+

7 ER
(ComidenT Reduinen)

= b [CQ}MENT Riecuiren) .

" Nor Deicwsraateo. '+

Assesses the resource
needs of teachers and staff,
including

[ Professional
development needs.

[ Tools, materials, and
equipment nesds.

..and

Ensures that teachers and
staff have

[ Professional
development that
enhances their
teaching.

[d Tools, materials, and
aquipment necessary

to perform their duties.

..and

[ Seeks out additional
resources to maximize
outcomes for all
students.

..and

Implements processes
and procedures that
ensure the long-term
viability of effective
programs and practices.

COMMENTS:

RECOMMENDED ACTIONS:

Resources NEeoep 1o CoMPLETE THESE AcTiONS:

a

EviDenGE or DocumenTanion THAT May Be Usep To Support Ratines:

[} Principal Training

[ University/Schaool Associations
] Formal Evaluations

[ New Program Adoptions

[} Grade-Level Meeting Agendas

[d Progress Toward Achieving Goals
[3d Student Handbook

[ Safety Plan

[ Budget Notebook

[ Student Support Plan

1 Recognition Events

(3 Staff Handbook

[d Site Calendar

[ Master Schedule

[ Staff and Teacher Surveys

[ Community Activities

[ Student Achievement Meetings, Protocols, and Schedules

a

u
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A Purposeful Commu
‘memnpers thicligh:adreed

By m\z,} !

a. Affirmation: Recognizes and celebrates school accomplishment and acknowledges fallures,

DEvELORING

ProficEsT

ACCOMPLISHED

DisnnaugHeED

. {(Comvient Realwren)

- Nor DevonsTares

(Covitent Reount)

Privately or individually
acknowledges successes
and failures of

O Students.
[ Teachers.
O staff.
[ The school as a whole.
[ Communicates the
nature of failures and the

nead to take action to
address them.

...and

Publicly and faitly recognizes
the successes and failures of
[ Students.
(2 Teachers.
O staff.
[J The school as a whole.
[ Communicates to
teachers and staff
actions taken and how
they contributed to

success or failure of
school initiatives.

..and

Has a plan for systematically
and fairly recognizing
successes and failures of

3 Students.

O Teachers.

O Staff,

{1 The school as a whole.
[ Utilizes the recognition of

failure as an opportunity

to create demand for
improvement.

...and

Publicly interprets and
communicates

O Failure as tempoarary
and spegific.

[J Success as permanent
and pervasive.

O Uses successes and
failures to increase
the belief of teachers
and staff in their ability
to impact student
achievement,

b. Communicatlon: Establishes strong lines of communication with taachers and among' students. - -

[ Implements a variety
of strategies to
communicate with the
teachers, staff, and the
larger school community.

[ s accessible to some
stakeholder groups.

...and

[d Implements a varisty
of strategies to
encourage effective apen
communication between
and among students,
teachers, staff, and the
latger school community.

[J s easily accessible to all
stakeholder groups.

..and

[ Systematically monitors
and takes steps to
improve communication
structures within the
school.

[} Develops and monitors
effective systems and
protocols to enable
stakeholder groups
to communicate with
each other and with the
principal.

...and

[ Leverages
communications among
and between stakeholder
groups to increase
the adoption of new
and innovative change
initiatives within the
district or school.

c. Culture: Fosters shared bellefs and a sense of community and cooperation.

[ Demonstrates a belief
through words and
actions that teachers
and staff can impact
student learning and
achievement,

[ Demonstrates an
understanding of
how unity of purpose,
teamwork, and
commitment to the work
are interrelated and
support the work of the
school.

...and

[ Isthe driving force
behind a community-
wide belief that teachers
and staff can impact
student learning and
achievement.

[) Leads the development
of an understanding of
a unified purpose and
a shared vision for the
school,

..and

[J Routinely and
systematically monitors
the level of colective
efficacy in the school.

[ Assures that unity of
purpose, teamwaork,
and commitment to the
work are at the come of all
decisions, activities, and
initiatives.

...and

O Leverages vicarious and
mastery experiences to
build collective efficacy
anound teacher and
staff ability to impact
student learning and
achisvement.

J Monitors, evaluates,
and annually updates
the school's purposse,
shared vision, and the
systemns and procedures
that support the schools
purpose and vision.
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d. Input: Involves teachars in the design and implementation of importanit decislons.

DeveLoring

ProncEnT

-Disnvaiisen .

(Conmir Reavren)

Or DEMONSTRATED
1 {CoMuetivRequsm) - -

O Demonstrates an
understanding of the
importance of providing
opportunities for
stakeholder input on

..and

[ Seeks input from and
provides opportunities
for stakeholder groups
to be involved in the

school’s decision-making

..and

[J Creates opportunities
and sets expectations
for stakeholder groups
to assume meaningful
leadership and decision-

.. and

O Leverages stakeholder
group input in order
to create systems and
processes that support
rigorous education and

important issues and processes. making roles. relevant outcomes that
decisions. matter to all.
e. Relationships: Demonstrates awareness of the personal aspects of teachers and‘st?.iﬂ.' g
...and ...and ...and

[ Knows teachers and
staff on an appropriate
personal level in order
to keep informed about
issues within their lives
that may enhance
or detract from their
performance.

[ Creates opportunities
for teachers and staff
to share personat and
professional aspirations,
prior experiences and

successes, interests, and

outside activities.

[ Acknowledges significant
events in the lives of
teachers and staff.

[ Identifies and uses
the collection of skills,
knowledge, and
interests teachers and
staff members bting
to their jobs to provide
opportunities for
professtonal growth.

[ Strategically uses the
strengths and interests
of staff to significantly
improve student
performancs.

f. Situational Awareness: Is aware of the datails and the undercurrents in.the runni

potential problems.

ng of the school and uses this information

t0addrobs curet and

3 Understands the nature
and impact on the school
cutture of informal groups
and relationships among
teachers and staff.

..and

[J Recognizes and
addresses potential
conflicts end
undercurrents among
stakeholder groups, and/

...and

[ Implements strategies to
ensure that relationships
among formal and
informal groups impact
the schaool in a positive

«..and

[ Leverages opportunities
to build and strengthen
frusting and productive
relationships in order to
strengthen the school’s

or issues in the school way. capacity to meet future
that could create discord. challenges.
g. Visibllity: Has quality contacts and interactions with teachers and students.
...and ...and ...and
Develops a systematic and Implements the strategic [ Uses classroom O Has established a

strategic plan for visibility that
includes

J Frequent visits to
classrooms.

[ Frequentinteractions
with all stakeholder
groups.

plan for visibility that includes
3 Frequent visits to
classrooms.

[ Frequent interactions
with all stakeholder
groups.

visitations and
interactions with
stakeholder groups to
reinforce the outcomes
that matter to all and the
overall purpose of the
school.

purposeful community
and developed
meaningful networks
and strategic alliances to
accomplish the school's
goals.
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COMMENTS:

RECOMMENDED AcTiONS:

Resources NEepeD To CompLETE THESE ACTIONS:

Evience or DocumenTaTion THAT May Be Useo To SuppoRT RamiNgs:

[ Schoo! Vision and Mission Staterments

[J Progress Toward Achievement of Smart Goals

[ Staff Conference Agendas and Minutes

{d Staff Bulletins and Newsletters

(O Team Meeting Agendas

[} Teacher Survey Data

- Community Survey Data

O Identification and Use of Human and Fiscal Resources
[ PTA/Principal’s Newsletter

[ Master Schedule

(1 PTA Calendar

@ School Calendar

[ ELL Support Schedule

[ Faculty Meeting Agendas, Sign In Sheets, Minutes

[J Clear Vision and Mission about Improving Student
Achievement

[ Student Achievement Data

1 Student Attendance Data

[J Teacher Attendance Data

] Graduation and Promotion Rates
I
a
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RECORDING EVALUATION RESULTS

PRINCIPAL SUMMARY FVALUATION WORKSHEET

This form is used to summarize self-assessment and evaluate ratings in preparation for the mid-year and summary evaluation
conferences. The principal and superintendent or designee independently complete the form by recording ratings of
individual responsibilities based on the ratings of practices collected on the rubric. During mid-year and summary evaluation

conferences, the principal and superintendant or designes will jointly complete the finat version of this form and agree on the
final ratings.

Narme of Principal: Date:
School: District:
Name of Evaluator: Title:
DisTINGUISHED
AGGOMPLISHED
PROFICIENT
DeveLoring
Nor
DEMONSTRATED
Q
£ E ;
;E g -
4 = ' Do i » g
- ; o 3| B2 3 1R £ &
L : s 2| Cg| B £l % S ‘g
5 0| % £ ¢ i|lo] 52|49 2| & =t &
5| & % 3 el g ol 3 wz | % =1y Ez .
= Z w z g 5 < z Z B & = o« @ z 3 4 = 5 g :
<] 2 ¢ el 251 3]s TR IR I IR I AR
sl 25l z] 4l 2|3 |l s 42| a5z a|&ls) gl 3gs|ElEls]
éfddéd‘c‘u%é’gom‘gziéﬁogoﬁfzgoom
PurroseruL Communimy ManaaiNg CHANGE Fotus oF Leanerstip”
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PrINCIPAL SUMMARY EvaLuaTion RaTing Form

This form is to be jointly completed by the principal and superintendent or designee during the Summary Evaluation
Conference conducted at the end of the year.

Name:

School: Schoal Year:
Evaluator: District:

Date Completed: Evaluator’s Title:

FramEwoRK COMPONENT 1: PRINCIPAL LEADERSHIP RESPONSIBILITIES ASSOCIATED WITH MANAGING CHANGE

Not

Eowaas -~ ) Deskng | Pt | Accompished | Dt

A. CHANGE AGENT: |5 WILLNG TO AND AGTIVELY GHALLENGES THE STATUS QUO.

8. FLEXIBILITY: ADAPTS HIS OR HER LEADERSHIP BEHAVIOR TO THE NEEDS OF THE GURRENT
SITUATION AND IS COMFORTABLE WITH DISSENT.

G. IDEALS AND BELIEFS: GOMMUNICATES AND OPERATES FROM STRONG IDEALS AND BELIEFS
ABOUT SGHOOL AND SCHOOLING.

D. INTELLECTUAL STIMULATION: ENSURES THAT THE FACULTY AND STAFF ARE AWARE OF THE MOST
CURRENT THEORIES AND PRACTICES AND MAKES THE DISCUSSION OF THESE A REGULAR ASPECT
OF THE SCHOOL CULTURE.

. KNoWLEDGE oF CURRICULUM, INSTRUGTION, AND ASSESSMENT: IS KNOWLEDGEABLE ABOUT
THE GURRENT CURRICULUM, INSTRUCTION, AND ASSESSMENT PRAGTICES.

F. MonImoR aND EvALUATE: MONITORS THE EFFEGTIVENESS OF SCHOOL PRACTICES AND THEIR
IMPAGT ON STUDENT LEARNING.

G. OPTIMIZE: INSPIRES AND LEADS NEW AND CHALLENGING INNOVATIONS,

Overaw. RaTING FOR MANAGING CHANGE

COMMENTS: Evipence or DocuMenTaTion THat May Be Usep 1o SuppoRT Ranngs:

(] ELL Monitoring Notebook
) Professional Development Plan

[ Regular Feedback to Teachers and Staff Regarding
Performance

[ Planning and Leading Professional Development
[ Classroom Walkthrough Data

[ Monitoring Plan

(1 Operating principals and Working Agreements
i}
a

REcoMMENDED AcTioNs:

Resources NEeobeD 1o CoMpLETE THESE ACTIONS;
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FramMEWORK COMPONENT 2: PRINCIPAL RESPONSIBILITIES ASSOCIATED WiITH FOCUS OF LEADERSHIP

ELemenTs

' Deteloging 1 Proficient: '.:_A.mu’n_': pl';sma;j_ ﬂsurgmshed fed’ ;

A. CONTINGENT RewARDS: RECOGNIZES AND REWARDS INDIMOUAL ACCOMPUSHMENTS.

THEIR TIME OR FOCUS.

8. DisCIPLINE: PROTECTS TEAGHERS FROM ISSUES AND INFLUENCES THAT WOULD DETRACT FROM

C. Focus: ESTABUSHES GLEAR GOALS AND KEEPS THOSE GOALS IN THE FOREFRONT OF THE
SCHOOL'S ATTENTION,

D. INVOLVEMENT IN CURRICULUM, INSTRUCTION, AND ASSESSMENT: IS DIRECTLY INVOLVED
IN HELPING TEACHERS DESIGN GURRICULAR ACTIVITIES AND ADDRESS ASSESSMENT AND
INSTRUGTIONAL ISSUES.

E. ORDER: ESTABLSHES A SET OF STANDARD OPERATING PROCEDURES AND ROUTINES.

F. QUTREACH: IS AN ADVOCATE AND SPOKESPERSON OF THE SCHOOL TO ALL STAKEHOLDERS,

G. RESOURCES: PROVIDES TEACHERS WITH MATERIAL AND PROFESSIONAL DEVELOPMENT
NECESSARY FOR THE EXECUTION OF THEIR JOBS.

OverauL Ranne For Foucus oN LEADERSHIP

COMMENTS;

REcoMMENDED AcCTIONS:

Resounces Neeoep To CompieTe THese AcTions:

Evipence or DocumenTanon THAT May Be Usep 1o SuprorT RannGs:

{1 Prdncipal Training

[ University/School Associations

[0 Formal Evaluations

1 New Program Adoptions

[ Grade-Leve! Meeting Agendas

(3 Progress Toward Achieving Goals

1 Student Handbook

[ Safety Plan

(1 Budget Notebook

[ Student Support Plan

J Recognition Events

] Staff Handbook

J Site Calendar

[ Master Schedule

([ Staft and Teacher Surveys

d Community Activities

(dJ Student Achisvement Mestings, Protocols, and Schedules
o
d
g
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Framework ComPONENT 3: PRINCIPAL RESPONSIBILITIES ASSOCIATED WiTH PURPOSEFUL COMMUNITY

A. AFFIRMATION: RECOGNIZES AND CELEBRATES SCHOOL ACCOMPLISHMENT AND ACKNOWLEDGES
FAILURES.

m

. COMMUNICATION: ESTABLISHES STRONG LINES OF GOMMUNICATION WITH TEACHERS AND AMONG
STUDENTS.

C. CULTURE: FOSTERS SHARED BELIEFS AND A SENSE OF COMMUNITY AND COOPERATION.

D. INPUT: INVOLVES TEACHERS IN THE DESIGN AND IMPLEMENTATION OF IMPORTANT DECISIONS.

. ReLATIONSHIPS: DEMONSTRATES AWARENESS OF THE PERSONAL ASPECTS OF TEAGHERS AND
STAFF.

m

. SITUATIONAL AWARENESS! IS AWARE OF THE DETAILS AND THE UNDERCURRENTS IN THE RUNNING
OF THE SCHOOL AND USES THIS INFORMATION TO ADDRESS CURRENT AND
POTENTIAL PROBLEMS,

. VisiBILITY: HAS QUALITY CONTACTS AND INTERAGTIONS WITH TEACHERS AND STUDENTS.

[2]

OveraLL Rating For PurroseruL CoMMUNITY

COMMENTS: Evibence or DocumentatioN THAT May BEe Useb 1o Support Ramnags:

[ Schoo! Vision and Mission Statements

[ Progress Toward Achieverent of Smart Goals

[J Staff Conference Agendas and Minutes

(1 Staff Bulletins and Newsletters

[ Team Meeting Agendas

[} Teacher Survey Data

{1 Community Survey Data

REcOMMENDED AcTioNs: [ identification and Use of Hurnan and Fiscal Resources

[J PTA/Principal's Newsletter

[ Master Schedule

[ PTA Calendar

3 Schoo! Calendar

(1 ELL Support Schedule

[ Faculty Meeting Agendas, Sign In Sheets, Minutes

] Clear Vision and Mission about Improving Student
Achievement

Resources NEEDED To CoMpLETE THESE ACTIONS: ) Student Achievement Data

1 Student Attendance Data

( Teacher Attendance Data

[ Graduation and Promotion Rates

W]

a
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- MiD-YEAR EvaLuamion: PrRoGRess TOWARD ACHIEVING GOALS

Name: District:
School: School Year:
Evaluator: Title:

The evaluator determines whether the principal is making acceptable progress toward goal attainment within each leadership
component. Mark this category as (P)—progressing or (NP)—not progressing.

GoaL

Purposeful Community

Managing Change

Focus of Leadership

*na = No goal was established for this framework component.

Goal:

Revised Plan/Comment:

Goal:

Revised Plan/Comment:

Principal Signature: Date:

Supervisor Signature: Date:
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APPENDIX A: GLOSSARY

1. Affective States — The level of anxiety or excitement generated by past experiences. The level of anxiety
or excitement adds to individual’s or organization’s perceptions of self-capability or incompetence.
Organizations with strong beliefs in group capability can tolerate pressure and crises and continue to
function without debilitating consequences; indeed, such organizations learn to rise to the challenge when
confronted with disruptive forces.

2. Artifact — A product resulting from a school leader’s work. Lists of suggested artifacts are included at
the end of each framework component on the rubric and on the Summary Evaluation Rating Form. These
lists are not all-inclusive and should be considered as examples of items a principal may share with the
evaluator.

3. Collective Efficacy — A shared perception or belief held by a group that they can organize and execute
a course of action that makes a difference.

4. Data — Factual information used as the basis for reasoning, discussion, or planning.

5. Fidelity of implementation — The delivery of an intervention in the way in which it was designed to
be delivered. Fidelity must also address the integrity with which screening and progress-monitoring
procedures are completed and an explicit decision-making mode! is followed.

6. Leverage — Obtain an outcome greater than an individual's investment. An example of this would be for
relatively small groups with common interests to exert their collective influence to exert immense political
leverage,

In school settings, principals might leverage their knowledge by sharing it with others, therefore
muitiplying the amount of knowledge about a topic that is available in the school. For example, the
knowledge a teacher learns from a principal does not leave the principal. Instead, that knowledge has
effectively doubled because it now resides in both the principal and the teacher.

7. Mastery Experience — The perception that a specific performance task has been exscuted successfully.
Mastery experience is the most powerful source of efficacy information. Successful experiences tend to
raise efficacy beliefs, contributing to the expectation that performance will be proficient in the future.

8. Performance Goals — Goals for improvement in professional practice based on the self-assessment
and/or supervisor recommendation.

9. Performance Rating Scale — The following rating scale will be used for evaluating school principals:
® Developing: Principal demonstrated adequate growth toward achieving standard(s) during the period
of performance, but did not demonstraie competence on standard(s) of performance.
m Proficient: Principal demonstrated basic competence on standard(s) of performance.

m Accomplished: Principal exceeded basic competence on standard(s) for performance most of the
time.

m Distinguished: Principal consistently and significantly exceeded basic competence on standards of
petrformance.

m Not Demonstrated: Principal did not demonstrate competence on or adequate growth toward
achieving standard(s) of performance.

Note: If the Not Demonstrated rating is used, the evaluator must comment about why it was used,
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10.

11.

12.

13.

14,

15.

Research-based practice — Education practice that is backed by rigorous evidence of effectiveness.

Self-assessment — Personal reflection about one’s professional practice to identify strengths and
areas for improvement conducted without input from others.

Self-efficacy — Future-oriented judgments that one is capable of performing in a certain manner to
attain certain goals.

Social Persuasion — Encouragement or specific performance feedback from a supervisor or a
colleague. Social persuasion is another means of strengthening a faculty’s conviction that it has the
capabillities to set and achieve goals. Where positive persuasions Increase self-efficacy, negative
persuasions decrease it. It is generally easier to decrease someone’s self-efficacy than it is to increase it.

Summary Evaluation Form — A composite assessment of the school executive’s performance based
on the evaluation rubric and supporting evidence.

Vicarious Experience — Learning that occurs as a function of observing, retaining and, in the case of
imitation learning, replicating novel behavior executed by others, It involves the process of learning to
copy or model the action of another through observing another.
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APPENDIX B: THE BALANCED LEADERSHIP FRAMEWORKe®:
CONNECTING VISION WITH ACTION
by Tim Waters, Ed.D. & Greg Cameron, M.A.

McREL's RESEARCH ON LEADERSHIP

Between 1998 and 2003, McREL conducted three major quantitative studies on the effects of classroom,
school, and leadership practices on student achievement. The first reported on nine clusters of research-
based instructional strategies with statistically significant effects on student achievement (Marzano, 1998;
Marzano, Gaddy, & Dean, 2000). McREL described these strategies in the 2001 ASCD pubiication,
Classroom Instruction that Works. The second study reported on school practices, also with statistically
significant effects on student achievement (Marzano, 2000; 2003).

THE META-ANALYSIS

These two studies set the stage for McREL's meta-analysis of school-level leadership and its effects on
student achievement (Waters, Marzano, & McNulty, 2003). This analysis began in 2001 with the review of
more than 5,000 studies that purported to have examined the effects of principal leadership on student
achievement. From these 5,000 studies, 69 were selected based on the quality of their design, rigor, reliability
and relevance of data to the questions McREL was attempting to answer about schoal-level leadership. In all
cases, the studies shared four characteristics:

® The dependent variable in each study was student achievement.
m The independent variable in each study was leadership.
m Student achievement measures were all quantitative and standardized.

m Measures of school-level leadership were all quantitative and standardized.

The 69 studies included more than 14,000 teacher ratings of principal leadership for 2,802 principals.
Ratings of principal leadership were correlated with more than 1.4 million student achievement scores. To
our knowledge, this is the largest-ever sample for conducting this type of analysis. The findings, conclusions,
and technical notes from this meta-analysis have been published in School Leadership that Works: From
Research to Results (Marzano, Waters, & McNulty, 2005).

The purpose of any meta-analysis is to determine relationships between dependent and independent
variables. McREL's meta-analysis of research on school leaders examined the relationship between student
achievement and school-level leadership. It produced three major findings.

First, we found a statistically significant correlation between school-level leadership and student achievement
of .25, which translates to a one standard deviation increase in principal leadership behavior corresponding
with a 10 percentile point difference in student achievement on a nom referenced test. No longer is there a
question about the effect of leadership on student achievement. Clearly, leadership makes a difference.

Second, we identified 21 leadership responsibilities with statistically significant correlations to student
achievement and 66 practices or behaviors for fulfiling these responsibilities. With this finding, the concept

of “instructional leadership” is no longer an abstraction or left only to theory. As shown in Exhibit 1, we now
have a well-defined set of research-based leadership responsibilities and associated practices comelated with
student achievement.

26
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© MREL's Pry

P By smon

ExHBT 1: PRINCIPAL LEADERSHIP RESPONSIBILITIES & PRAGTICES

ResponsiBILITIES

{EXTENT TO WHIGH THE PRINCIPAL ...)

ASSOCIATED PRACTICES

Culture: Fosters shared beliefs and a sense
of community and cooperation.

Promotes cooperation among staff

Promotes a sense of well-being

Promotes cohesion among staff

Develops an understanding of purpose

Develops a shared vision of what the school could be like

Order: Establishes a set of standard: |
operating procedures and routines,

istaff -

 Establishes romlne.s rags_trdlng lhe runmng of the schcol thal siah'
_undersland and foilow %

Provides and enforces clear structure. rules and' prooedures for
students : i

t[uc_!u'rae. "n,u_l_es. andfprcsc‘ ’

Prowdes and enforc 05 ¢

Vit

Discipline: Protects teachers from issues
and influences that would detract from their
teaching time or focus.

Protects instructional t|me from interruptions
Protects/shelters teachers from distractions

Resources: Provides teachers with
materials and professional development
necessary: for the successful execmion of
thelr jobs.

Ensures teachers have’ necessa:y matenals and erquupmen %

Ensures teachets hava necassary staﬁ devalopment cp
that direcﬂy enhance thair teaching

Involvement in curriculum,

instruction, and assessment: Is directly
involved in the design and implementation
of curriculum, instruction, and assessment
practices.

Is involved in helping teachers design curricular activities

Is involved with teachers to address instructional issues in their
classrooms

Is involved with teachers to address assessment issues

those goals in the' forefmnt of tha school‘s
attention.

Focus: Establashas clear goals and. kaaps ik '__'Establishes high, cencrete goals and expectatlans that: all studen

- meet them . . p ;
i ..IEstablsshes concrete goafs for. all cumculum. inslruclion and
g .a%essmant ;

- Establlah 's concrete.g als fe

; Gantsmially keeps aﬂemlon en e abllshed goals

Knowledge of curriculum, instruction,
and assessment: is knowledgeable
about current curriculum, instruction, and
assessmant practices.

Is knowledgeable about |nstruct|0nal practxces
Is knowledgeable about assessment practices

Provides conceptual guidance for teachers regarding effective
classroom practice

Visibility: Has quallty coitactand .

¢ and .\ - ; _-"-"Makas systemazlc'_irequant vtsits to cfassrooma
interactions With teachers and students.” |- . "Main ;
y i i Fovit S Yeinarsld, '_-'._Hag freq!_l;e_nt contam_wnhstudents ;

Contingent rewards: Recognizes and
rewards individual accomplishments.

Recognizes individuals who excel

Uses performance versus seniornity as the primary critetion for
reward and advancement

Uses hard work and restlts as the basis for reward and recognition
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RESPONSIBILITIES
{EXTENT TO WHICH THE PRINCIPAL ...)

Communication: Establishes ‘strong lines.".:
of communication with teachars and among
studenits.

! De\reiops eﬂechve means for teachers to' mmmunmate WI hone.” -
another

-Maiintaing open and affectwe Iines of commumcation wﬁh staff

ASSOCIATED PRACTICES

Outreach: Is an advocate and
spokesperson for the school to all
stakeholders.

Assures the school is in compliance with dlstnct and state
mandates

Advocates on behalf of the school in the community
Advocates for the school with parents
Ensures the central office is aware of the school’'s accomplishments

Input: Involves teachers in the design and
implementation of important d&ch;lons and-~
policles

- Provides opportunny for inplt on allimportant decisions.

: Prowdes opportunﬂles for staﬁ fo. ba |nv0ived irl daveloplng school

ol _.-,pollclas ; ] ) _ 3 L S A
USes !eadermlp tearn in: declgnon rnaklng :

Affirmation: Recognizes and celebrates
school accomplishments and acknowledges
failures.

Systematlcally and fairly recognizes and celebrates
accomplishments of teachers

Systematically and fairly recognizes and celebrates
accomplishments of students

Systematically acknowledges failures and celebrates
accomplishments of the school

Flela!sonshrp Demonstrates an- awarsnes_s
of the personal aspacts of teachers and -
staff. ;

NV

Change agent: Is wiling to and actively
challenges the status quo.

Consmously challenges the status quo

Is comfortable with leading changg initiatives with uncertain
outcomes

Systematically considers new and better ways of doing things

Optimize: Inspires and leads iew and 7'
challenging inriovations

ldeals/beliefs: Communicates and
operates from strong ideals and befiefs
about schooling.

Holds strong professional behefs about schools teaching, and
learning

Shares beliefs about schools, teaching, and learning with the staff
Demonstrates behaviors that are consistent with beliefs

Monitors/evaluates: Monitors the
effectiveness of school practices-and thetr '

: and assassrnent

impact on student learning,

Monnors and evaluates the effectwane&a of curﬂculurn instrUction.
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RESPONSIBILITIES
ASSOCIATED PRACTICES

(EXTENT TO WHICH THE PRINCIPAL ...)

Flexibility: Adapts his or her leadership * Is comfortable with major changes in how things are done

bghayior to the needs of the cuent = Encourages people to express opinions contrary to those with
situation and is comfortable with dissent. authority

* Adapts leadership style to needs of specific situations
= Can be directive or non-directive as the situation warrants

Situational awareness: Isaware ofthe | -+ Is aware of mfarmai graups and relahonshlps among staﬁ of. the A

details and undamurrenls_ih-thé-ﬂjrjhihg' S A j'school AN s 3 2 ,
of the school and uses this information to * Is aware of issues in, tha school that have not surfaced but cou[d
address current and potential problems. | . create discord :

iy

: .Can predtcj w'._ ? .'-ccu!d

Intellectual stimulation: Ensures faculty L] Keeps informed about current research and theory regardlng

and stalf are aware of the most current effective schooling
theories and practices and makes the ‘

i i Continually exposes the staff to cutting-edge ideas about how to be
discussion of these a regular aspect of the effective

school's cuilture. . o .
* Systematically engages staff in discussions about cument research

and theory

* Continually involves the staff in reading articles and books about
effective practices

The third finding in the meta-analysis was somewhat surprising. In spite of finding the average effect of
student achievement correlated at .25, this study also found that not all strong leaders have a positive impact
on student achievement. There were a number of studies in which principals were rated by teachers as
strong leaders in schools with below average achievement.

While there are many possible explanations for this third finding, described as “the differential impact of
leadership,” two emerged as most plausible to the researchers. First, the effect of strong leadership could

be mitigated if a principal is focused (and focuses the school) on practices that are not likely to impact
student achievement. There are many practices and activities on which a principal can focus the attention,
energy, talent, and other assets of a school. Not all of them have the potential to positively influence student
achievement. They may be important in the running of a school, but not essential for improving achievement,

Accordingly, the researchers concluded that one possible explanation of the differential impact of leadership
is the focus of leadership. Focused on the “right” classroom and school practices, leaders can have a
powerful positive effect. Focused on practices unlikely to make a difference, a strong (but ineffective) leader
can have a minimal or even negative effect on student performance.

The second explanation for the differential impact of leadership is the order of magnitude of change implied
by the principal's improvement efforts. Simply statéd, even when principals focus on the right classroom and
school practices, they must understand the implications these changes have for stakeholders and adjust
their leadership behaviors accordingly.

Experts in the field of leadership, change, and the adoption of new ideas, including Heifetz, Fullan, Beckard,
Pritchard, Hesslebein, Johnson, Kanter, Bridges, Rogers, Nadler, Shaw, and Walton, make the case that not
all change is of the same magnitude. Some changes have greater implications than others for stakehalders.
Although there are a variety of labels given to differing magnitudes of change (technical vs. adaptive
challenges, incremental vs. fundamental, continuous vs. discontinuous), we use the terms “first-order” and
“second-order” change to make this distinction. Exhibit.7 in a later section of this document describes these
distinctions in greater detail.
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Failing to understand these implications and manage them can result in a good idea—even one that is
focused on the right school or classroom practices—being poorly implemented. As a result, even the best
laid plans can have a minimal, if not detrimental, impact on student performance.

THE FACTOR ANALYSIS

Following the meta-analysis, McREL researchers conducted a factor analysis. The purpose of a factor
analysis is to reveal inter-cotrelations among independent variables and underlying “factor” structures that
might not be easily recognized by researchers, but that could substantially enhance understanding of the
independent variables.

Thus, the first purpose in conducting the factor analysis was to determine if there were inter-correlations
among the 21 leadership responsibilities identified in the meta-analysis. For example, it was anticipated

that the leadership responsibilities of Refationships, Communication, and Culfure might be inter-related to
the degree that the number of responsibilities could be reduced to a more manageable set. The second
purpose was to test the hypothesis that the “differential impact of leadership” might be related to a leader’s
understanding of their leadership initiatives as first- and second-order change for staff and the shareholders.

To conduct this analysis, McREL collected data from more than 700 principals using a 92-item McREL online
survey, which was designed to measure principals' behaviors in terms of the 21 responsibilities as well as the
extent to which the school was invelved in first-order change or second-order change.

The researchers were surprised by the results of this analysis. First, they did not find sufficient inter-
correlations among the 21 responsibilities to warrant eliminating or combining any of them. They found that
each responsibility is distinct enough to include it in our set of 21 responsibilities. This finding indicates strong
construct validity in the results of the meta-analysis.

Second, they found an empirical relationship between the 21 leadership responsibilities and change. That is,
principals reported varying their emphasis of the 21 responsibilities based on their estimates of the order of
magnitude of change associated with improvement initiatives. Specifically, we found that all 21 responsibilities
were positively correlated with first-order change. This finding indicates that principals appear to evenly
balance their emphasis of all 21 responsibilities when leading change perceived as routine or first-order.

The researchers were most surprised, however, by the second factor that emerged in this analysis: second-
order change. Eleven of the leadership responsibilities correlated at a level of statistical significance with
second-order change. As shown in Exhibit 2, seven were positively correlated with second-order change,
and four were negatively correlated with second-order change.

ExHIBIT 2: RESPONSIBILITIES CORRELATED WITH SECOND-ORDER GHANGE

PosiTiveLy CORRELATED NEGATIVELY CORRELATED
* Knowledge of Curriculum, Instruction, and Assessment = Cutture
= Flexibility = Communication
= Change Agent = input
= Ideals and Beliefs = Order

* Monitor and Evaluate
= Intellectual Stimulation
= Optimize
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This finding suggests that when leading second-order changes, principals emphasize the seven
responsibilities in the left-hand column of Exhibit 2 while struggling to effectively fulfill the four responsibilities
in the right-hand column.

This is not to suggest that these four responsibilities have a negative impact on second-order change.
Indeed, fulfiling these responsibilities effectively will likely increase the prospects for successful
implementation of second-order change initiatives.

Nor does this finding suggest that principals are not working hard to fulfil these responsibilities effectively.
Rather, we think of this finding as the “unintended negative consequence” of second-order change.

Michael Fullan (2001) and others have written about “implementation dip" associated with second-order
change. Declines in performance in schools (and other organizations) when struggling to implement changes
requiring new knowledge and skills, that challenge prevailing norms, or conflict with personal values are well
documented. The implementation dip is the experience of things getting worse before they get better.

McREL's factor analysis offers some empirical validation of the implementation dip. It suggests that when
schools undertake an initiative with second-order implications for most stakeholders, teachers may feel
there is less cohesion and more fragmentation in the school and less clarity regarding the school's vision
(culture). They may also feel like the principal is less accessible and less willing to listen to their concerns
(communication). Furthermore, they may feel like they have less influence on the day-to-day functions and
direction of the school (input). Finally, they may feel like patterns of behavior, communication, and decision
making are no longer predictable (order).

As stated eariier, this finding does not imply that principals are not attending to these responsibilities.
Rather, it suggests that it is difficult to fulfill these four responsibilities effectively when leading changes
with second-order implications for stakeholders—especially when they are heavily emphasizing the six
responsibilities positively comrelated with second-order change. This is what we mean by the “unintended
negative consequence” of second-order change —the possibility that teachers’ perceptions of a principal's
effectiveness in these areas of responsibility will be negatively affected by second-order change.

We encourage principals to consider sharing leadership of the four negatively correlated responsibilities
with others—members of their leadership team or staff members —when leading initiatives they estimate
as second-order change for the majority of their staff. While emphasizing the seven responsibilities
positively correlated with second-order change, a principal should consider asking others to attend to the
responsibilities of Culture, Communication, Order, and Input.

THE BaLancep LeADERSHIP FRAMEWORK

McREL developed the Balanced Leadership Framework because we understood the difficulty of keeping

21 leadership responsibilities and 66 practices in mind. We also wanted to connect our research findings to
existing research-based knowledge on change management, diffusion theory, collective efficacy, institutional
theory, living systems theory, community development, asset utilization, and schoof improvement, The result
of this effort is the Balanced Leadership Framewaork (see Exhibit 3), which groups the 21 responsibilities into
an organizing structure: Leadership, Focus, Magnitude of Change, and Purposeful Community,

We believe this Framework, which serves as the foundation for our Balanced Leadership professional
development program, not only organizes the myriad of responsibilities of school leaders, but also, and
perhaps more importantly, helps them connect their vision for their schools with a plan of action.
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L EADERSHIP

Leadership is the foundation component in the Framework. We place it within the Framework strategically
as the interface among Focus, Magnitude, and Purposeful Community. It is our view that leaders are
continually engaged in focusing the work of the school, leading change with varying orders or magnitude,
and developing purposeful community both within the schoot and in the larger community. The dotted lines
between leadership and the other three Framework components are intended to reflect permeable, rather
than hardened or rigid, boundaries between leadership and school and classroom practices, students,
change, and the community.

Extier 3; McREL's BaLanGED LEADERSHIP FRAMEWORK

Leadership 14 |

Focus Magnitude
of of
Leadership Change

Q.
d=
%)
=
Q
e
d
(<)
=

diysispesaT

Leadership

The Framework also provides guidance to principals as they fulfill the 21 leadership responsibilities. Focusing
the work of the school, leading change, and developing purposeful communities is what effective principals
do. Skillfully emphasizing the 21 leadership responsibilities is how they do it.

To guide the use of these findings, we have placed combinations of the 21 responsibilities in the three
Framework components, as shown in Exhibit 4. The following sections describe each of these components
in detail, including what one might expect to observe as a principal emphasizes responsibilities to focus his
or her schodl, lead change, and develop purposeful community.

It should be noted that principals fulfill muttiple responsibilities simultaneously. Our primary placement of the
responsibilities and how they are fulfilled is intended as the beginning of this application, not the last word on
when, why, and how these findings should be applied.
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ExHiBm 4: PRIMARY PLACEMENT OF LEADERSHIP RESPONSIBILTES IN FRAMEWORK

Puaroserul CoMmuniTy Focus MacNITuDE
= Affirmation = Contingent rewards = Change agent
= Communication * Discipline = Flexibility
= Culture * Involvement in curriculum, = ldeals/beliefs*
+ Ideals/beliefs Instruction, and assessment | . |ntgliectual stimutation
* Input * Focus = Knowledge of cumiculum, instruction,
» Relationships * Order and assessment
» Situational awarsness * Outreach * Monitor/evaluate
~ Visibility * Resources = Optimize

*All 21 leadership responsibilities are divided among the three components of the Framework. However, the Ideals/beliefs
responsibility appears in two components: Purposeful Community and Magnitude of Change. Although McRELs factor
analysis identified it as one of the seven leadership responsibilities positively associated with second-order changs, it is
also included in Purposeful Community due to its importance in building collective efficacy.

WHy “Barancep” LEADERSHIP?

These studies were initially published as Balanced Leadership: What 30 Years of Research Tells Us about
the Effect of Leadership on Student Achievement (Waters, Marzanc, and McNulty, 2003). The notion of
“palanced leadership” as the concept for presenting this work emerged from the observations of McREL's
research team as they reflected on the research findings through the lens of decades of combined
experience working with and in schools.

Principals are asked to fulfil many and varied responsibilities that are important in running a school. Not all of
them, however, are essential to improving student achievement. For example, maintaining facilities, managing
budgets, complying with regulations, and aranging transportation are all important aspects of running a
school, but not essential to creating higher levels of student achievement. Thus, we hope our research
findings can help principals balance their time and efforts in fulfiling important and essential responsibilities.

In addition, we observed something of a paradox in the 21 responsibilities identified through the meta-
analysis. Some of the responsibilities have the effect of stabiiizing or “normalizing” patterns of organizational
and personal behavior. For example, emphasizing the responsibilities of culture, discipline, focus, order, and
involvement in curriculum, instruction, and assessment reinforce the status quo of routines, procedures, and
practices.

At the same time, as depicted in Exhibit 5, many other responsibilities tend to have the effect of de-stabilizing
or challenging “normal” organizational and individual behavior patterns. Most notably, the responsibilities of
change agent, fiexibility, ideals and befiefs, intellectual stimulation, and optimize, are likely to disrupt routines,
procedures, and practices.

Balancing when and how to maintain the status quo with when and how to challenge it is often the difference
between effective and ineffective leadership. Highly successful principals strike an appropriate balance
between answering questions with asking them, between stepping up and taking charge with stepping back
and letting others lead, between pushing people and systems with supporting them, and between speaking
and listening.

33



o

Exrigm 5: “BALANCING” LEADERSHIP RESPONSIBILITIES

“DESTABILIZING” BESPONSIBILITIES “STABILIZING" HESPONSIBILITIES
CHANGE AGENT CuLrure
Flexsiumy DiscipLINE
IDEALS AND BELIEFS ‘ Focus
[INTELLECTUAL STIMULATION ORDER
OPTIVMIZE [INVOLVEMENT IN CURRICULUM,

INSTRUCTION, AND ASSESSMENT

In summary, we hope that these research findings and this Framework help practitioners balance their
emphasis of destabilizing or “challenge” responsibilities with stabilizing or “maintenance” responsibilities.

FOCUS OF LEADERSHIP

We have already summarized McRELUs finding of the strong positive general effect of principal leadership
on student achievement. Yet several of the 69 studies included in the meta-analysis reported a negative
correlation between leadership and student achievement.

This variance was described as the “differential impact™ of leadership. We have also presented what we
view as the most plausible explanation for this finding: the focus of a leader’s improvement initiatives and the
magnitude of change associated with these improvement initiatives. Accordingly, focus and change are two
of the components in the Framework.

Following are examples of how the focus of a strong principal’s improvement initiatives could have a
differential impact on student achievement.

= A principal might focus attention on improving school practices and classroom practices that are already
well developed and effectively implemented. As a result, focusing on these practices is not likely to
produce measurable impact on student and school performance. This might be thought of as putting new
spark plugs into an automobile that is already running well. It doesn’t hurt, but it doesn’t help because it's
not what's needed.

® A principal might focus attention on school and classroom practices for which the staff lacks the
knowledge and skills to implement effectively. This would result in marginal implementation. For research-
based classroom and school practices to improve achievement, they must be implemented with quaiity,
fidelity, consistency, and intensity. Marginal, inconsistent, or unskillful implementation is not likely to
produce desired results. This might be thought of as providing spark plugs to someone to install in a
poorly running automobile without instructions for instaliing them. Providing the right parts and tools
for improving performance without the knowledge to use them correctly will not produce needed
improvements.
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m A principal might focus his or her school on practices with weak relationships to student achievement.
This might be akin to putting new seat covers in a car that is backfiring or stalling. Superficial or trendy
changes that neglect the real problem will not result in better performance.

Based on this explanation of the “differential impact” of leadership, we suggest that school-level leaders
strengthen their knowledge and use of research on the school and classroom practices with the largest
effect sizes or predictable influence on student achievement,

McRELs ongoing examination of the past 30 years of research on effective schools and classrooms has
been reported in several Association for Supervision and Curriculum Development (ASCD) publications,
including Transforming Classroom Grading (Marzano, 2000), Classroom Instruction that Works {Marzano,
Pickering, & Pollock, 2001), What Works in Schools (Marzano, 2002), and Classroom Strategies for Helping
At-Risk Students {Snow, 2003). Additional research and insights into effective schools and classrooms have
been captured in the McREL reports, The Effectiveness of Out-of-School-Time Strategies in Assisting Low-
Achieving Students in Reading and Mathematics: A Research Synthesis (Lauer, et al., 2004), Noteworthy
Perspectives: Success In Sight (Dean, Galvin & Parsley, 2005), and McREL Insights: Schools that Beat the
Odds (2005).

While we do not claim that these analyses represent all that there is to know from the research on school
and classroom practices, we believe they are as good a collection as any available to help principals focus
their schools on the “right” things to do. For example, a principal might ensure that his or her school has a
“guaranteed and viable curriculum” or that teachers are using the nine strategies presented in Classroom
Instruction that Works. Exhibit 6 demonstrates how principals can use seven key leadership responsibilities
to focus their schools on research-based classroom and school practices that have statistically significant
effects on student achievement.

Exriam 6: LEADERSHIP RESPONSIBILITIES USED TO FOCUS SCHOOLS ON RESEARCH-BASED PRACTICES

RESPONSIBILITIES CLAsSROOM & SCHQOL PRACTICES
Resources: Provides teachers with the Research-based instructional strategies, classroom management,
materials and professional development and curriculum design are the primary focus of school improvement.
necessary for the successful execution of Ongoing professional development is provided to enhance teachers’
their jobs. use of research-based instructional strategies, curriculum design, and

classroom management practices.

Invoivement in curriculum. :
Inslructlon, and essessment. Is dnractly :
involved in the design and implementation.
of curriculum, lns!ruclion. and assessment- y
practices: 1

d{stractlons that may anse d ng a

SN

Focus: Establishes clear goals and keeps Challenglng goals are set for the school as a whole as well as for
those goals in the forefront of the school's individual teachers and students. Concrete performance targets are
attention. set for the school as well as for students and teachers. Students
and teachers are expected to meet performance targets. Teachers
and students have easy access to meaningful formative data on
their performance. Performance is reported in relation to goals and
performance targets.
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RESPONSIBILITIES CLASSROOM & SCHOOL PRACTICES

Outreach; Is an‘.éd\_fo'cate-and_ ‘| Parents and commuriity: are involved pare ts are |n\ntad
spokesperson for the school with all ; encouraged to become invoived in‘the school Parérits are mvolvsd
stakeholders. as classroom aides, monitor schiool activities; and are used as:
expert resources in classtooms. Parents.are included in school-lavel
governanca pracesses and decisions when apprcpna!e

Order: Establishes a set of standard There is a safe and orderly envnronment—students and teachers know
operating procedures and routines. and understand expected behaviors, Consequences are clear, fair, and
consistently applied. Time for teaching and learning is protected from
Discipline: Protects teachers from issues external distractions.

and influences that would detract from their
teaching time or focus.

Contingent rewards: Hemgnlzes and . | Thereisa htgh level.of mlieg:aﬁty and: pro!ebsmnalism n"; g
rewards individual’ aocomphshments, stanciards for professlonal conduct arefcrmahzed and modeled by
4 teachers and staﬁ Eﬂort and uaT ; erform nce. are

MAGNITUDE OF CHANGE

Our second explanation for the differential impact of leadership is based on our understanding of the nature
of change, the implications of change, the change process, and the leadership of change. We have asserted
that strong leaders, even when focusing their change initiatives on the right school and classroom practices,
can have a negative impact on achievement if they fail to understand the implications for stakeholders. This
assertion is the underlying basis for the change component of our Framework,

MCcREL's earlier work describes the characteristics of change that will be perceived as either first-order or
second-order based on the implications of change for community members. It is important to note that the
terms first-order and second-order have less to do with the actual change initiatives themselves and more to
do with the implications of change for individuals expected to carry out the change effort.

In other words, like beauty, magnitude of change lies in the eye of the beholder. As described in Exhibit 7,
whether stakeholders perceive a change as first-order or second-order has less to do with the change itself
than it does with their own knowledge, experience, values, and flexibility. As a result, few changes are of the
same magnitude for alf stakeholders. Indeed, the same change can be perceived as a first-order change for
some stakeholders and a second-order change for others.

ExHiBT 7: COMPARISON OF FIRST-ORDER CHANGE & SECOND-ORDER CHANGE

FiRsT-0RDER CHANGE SECOND-ORDER CHANGE
WHEN A CHANGE IS PERGEIVED AS: WHEN A CHANGE 1S PERCEIVED AS!
An extension of the past A break with the past
Withiri existing para gms 'u':sicl:f‘e of exlshngparad:g 27
Cons-istent witﬁ prevailing values and norms @nﬂicted with prevaliling values and norms
Implemented with existing knowledge & skils ‘Requiring new knowledga & skilsto implermient
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EXAMPLES OF FIRST- AND SECOND-ORDER CHANGES

An example of a change that most teachers might view as first-order is teaching the vocabulary students
must understand to perform well in their school’s assessment and accountability program. Teaching
vocabulary that appears in the essential curricutum and in assessment instruments makes sense to

most teachers. It is consistent with their prior experience, an incremeéntal step that builds on the existing
knowledge of pedagogy, and is consistent with their personal values and the perceived noms of their school
and district. However, this is not true for all teachers. For some, vocabulary instruction can be a second-
order change, one that is not consistent with their prior experience, conflicts with their personal values

and the prevailing norms of their school or district, or requires them to gain new knowledge and skills. As
aresult, even a seemingly simple effort to encourage direct teaching of vocabulary can have second-order
implications for some stakeholders.

Consider a second example: implementing a system of standards-based record keeping, grading, and
reporting. This initiative asks teachers to base their assessment of student performance on the standards or
benchmarks adopted for their grade level or course of study. In other words, teachers now calculate grades
based on students’ demonstrated learning at the end of a grading period, rather than averaging performance
from the beginning to the end of the grading period. Grades reflect how students perform against a rubric tied
to each benchmark and report cards reflect student performance against those rubrics. In‘such a standards-
based grading system, poor performance might earn no grade, based on the premise that “if the work does
not meet a high standard, it isn't finished.” Conversely, meeting high standards results in good grades. As a
result, there is no “bell curve” and, thus, it becomes possible for all students to earn good grades.

In most schools and districts, this approach to grading would represent a second-order change for the
majority of stakeholders. However, some teachers and principals might view this change as a logical next
step to their work with standards and benchmarks, consistent with their personal values, and in step with
school and district policy development. For these educators, this initiative would simply be a first-order
change.

In order to avoid the “differential impact of leadership,” principals must understand and accurately
estimate the order of magnitude of their improvement initiatives for all stakeholders. Moreover, they must
also understand the change process—that is, they must understand which leadership responsibilities to
emphasize and how to emphasize them when working with stakeholders for whom the change may have
different implications.

LeADING CHANGE

In light of rising global competition, the universal call for higher levels of student achievement, and increasingly
rigorous systems of accountability, schools are confronted with the need to make dramatic changes in the
ways they operate. Research-based practices, when successfully implemented, are generally viewed as good
for teachers, good for principals, and good for students. However, even the most well-documented, well-
defined, and powerful research-based practices, can be met with resistance —especially when they require new
knowledge, new relationships, and new procedures for those expected to implement them.

In this section, we describe phases of the change process and the leadership responsibilities that must be
fulfied to effectively lead second-order changes (see Exhibit 8). The results of the factor analysis described
earfier provide important new information for principals leading second-order change. In many ways, these
data confirm what seasoned school and district leaders already understand: that leading change initiatives
with major implications for stakeholders can be a high-stakes proposition, and fulfiling key responsibilities
exceptionally well is both difficult and imperative.
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ExmBr 8: ResPONSIBILITIES POSITIVELY CORRELATED WITH SECOND~ORDERA CHANGE

RESPONSIBILITIES

{THE EXTENT TO WHICH THE PRINGIPAL...)

ASSOCIATED PRACTICES

Ideal/beliefs: Communicates and operates from
strong ideals and beliefs about schooling.

- Shares beliefs about schools, teaching, and learning with the

= Demonstrates behaviors that are consistent with beliefs

Holds strong professional beliefs about schools, teaching, and
learning

staff

Optimize: Insplres and leads new and
challenging innovations:

- :'.Inspifes teachars fo aeonmplish things that mlght seem
- .beyond. their grasp - ]

e Portrays a posﬂwe attituda abou he ablﬁly of the stafi lo

1 8 '-.'Is ‘a drmng faree"!;ehlnd major :nmatwe

to the needs of the current situation and is
comfortable with dissent.

Flexibility: Adapts his or her leadership behavior | + s comfortable with major changes in how thlngs are done

* Encourages people to express opinions contrary to those with

* Adapts leadership style to needs of specific situations
= Can be directive or non-directive as the situation warrants

authority

Knowledge of curﬁculum. instruction, and
assessment: Is knowledgeable about, curren:
curiculum, inslmcﬂon. and assessm _nl ;
practices.

s knuwledgeable ahuul Instmctlonal prachces
ls Imowledgeabka abo -assessmant oractices’

Intellectual stimulation: Ensures faculty and
staff are aware of the most current theories and
practices and makes the discussion of these a
regular aspect of the school’s culture.

* Keeps informed about current research and theory regarding
* Continually exposes the staff to cutting-edge ideas about how
= Systematically engages staff in discussions about cument

= Continually involves the staff in reading articles and books

effective schooling
to be effective
research and theory

about effective practices

Change agent: Is wdl‘lng to and actfuely
challenges !he siatus quo :

Monitor and evaluate: Monitors the
effectiveness of school practices and their
impact on student learning.

= Monitors and evaluates the effectiveness of curriculum,
instruction, and assessment
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PHASES OF CHANGE

Effective change leadership requires a deep understanding of the change process, which is complex, non-
linear, and recursive. This makes it difficult for leaders to have a clear understanding of where they are in the
process. In an effort to support a leader’s understanding of the change process, Exhibit 9 presents a simplified
diagram iltustrating McREL’s theory of change, composed of four phases: Create Demand, Implement, Manage
Personal Transitions, and Monitor and Evaluate.

ExHiBm 9: FOUR PHASES OF THE CHANGE PROCESS
Creaie Darmand
1st Order
Monitos and Evahiste T e
Manage Personal
Transitions

There are several important characteristics of the process of change illustrated in this figure. First, they
are highly inter-dependent. For example, successful implementation requires effective management of
personal transitions, which is based on close monitoring of the implementation of a change. Monitoring
and evaluating the quality, fidelity, consistency, and intensity of implementation may increase or decrease
demand for change.

Second, the phases of change are not sequential; they are recursive. For example, at the implementation
phase, it is likely that leaders continue to create demand as a means to revitalize change initiatives that are
losing ground.

Third, the change process is substantially different for change perceived as first-order from change perceived
as second-order. For example, as shown in the exhibit, the phase “Manage Personal Transitions” is related
only to change perceived as second-order. Because first-order change is perceived as an extension of the
past and consistent with stakeholders’ accepted ways of doing things, leaders do not typically need to
manage the personal transitions that accompany change perceived as first-order.

However, because the change process is dynamic and complex, it is possible that for a change perceived
as first-order for most members of an organization there may be some stakeholders for whom change
will be second-order. This means that leaders must be highly attuned to their staff, their organization, their
community, the magnitude of change implied by their improvermnent initiatives, and the phases of change.
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CREATE DEMAND

Little change occurs in an organization ar community that is satisfied with the status quo. If a change is to be
initiated, it is generally the result of one of two possibilities. The first is the emergence of a shared vision that
challenges the current reality. In this case, the vision is attractive and compelling enough that individuals or
groups are willing to accept changes required to realize the vision, in spite of risk and discomfort that might
be associated with it.

The second possibility is that the current reality is so unpleasant that individuals or groups are willing to
accept the risk and discomfort associated with changing the status quo, hoping that a new reality will
ultimately be less painful than the current one. In both cases, the tension between the current reality and
a preferred future develops sufficient energy and motivation to move individuals or groups away from the
status quo.

The tension that contributes to a demand for change can be a product of many different forces. As shown
in Exhibit 10, three of the seven ieadership responsibilities positively correlated with second-order change,
Intellactual Stimulation, Change Agent, and Ideals and Beliefs can create demand for change.

By fulfiling the Change Agent responsibility, the principal focuses directly on the change process by actively
challenging the status quo, modeling a comfort level with leading change with uncertain outcomes, and
systematically considering new and better ways of doing things. Principals who create demand by fulfiling
the Intellectual Stimulation responsibility use current research, cutting-edge ideas, and books and articles
about effective practices to create a tension between current and desired practices.

Exrier 10: LEADERSHIP RESPONSIBILITIES ASSOGIATED WITH CREATING DEMAND

RESPONSIBILITIES
PHASE OF CHANGE PROCESS

ASSOCIATED WITH 2"°-QRDER CHANGE

Intellectual Stimulation: Ensures teachers and | Create Demand—A pervasive expectation of continuous
staff are aware of the most curment theories and | improvement, regardless of perceived obstacles or limitation
practices and makes the discussion of these a contributes to a push for continuous improvement. Principals

regular aspect of the school's culture. expose teachers to research and related information about
effective practices, and then engage them in discussions about

Change Agent: s willing to and actively how to apply research findings in their classrooms. School ieaders

challenges the status quo. challenge the status quo, always considering new and bstter ways

of doing things. Principals also keep themselves up-to-date on
cutting-edge ideas about how to improve individual and school
effectiveness. They routinely share beliefs about teaching and
learning, modeling these beliefs through actions.

Ideals and Beliefs: Communicates and operates
from strong ideals and beliefs about schooling.

IMPLEMENT

Once leaders -have created demand for change, the chalienge becomes implementing appropriate
research-based practices effectively. To sustain the tension that was created in the previous phase and
1o guide teachers and others through this phase of the change process requires principals to maintain a
relentless focus on the quality, fidelity, consistency, and intensity of implementation. All too often, change
initiatives fail at this phase because leaders assume that the demand created in the initial phase will carry
the initiative forward.
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However, sustaining the tension and effectively implementing the change requires that principals develop a
deep and shared understanding of the content of the change initiative while supporting and inspiring others
to embrace the change. As shown in Exhibit 11, two leadership responsibilities support principals in this
effort: Knowledge of Curriculum, Instruction, and Assessment and, Optimize.

ExtiBm 11: LEADERSHIP RESPONSIBILITIES ASSOCIATED WITH IMPLEMENTING CHANGE

RESPONSIBILITIES
PHASE OF CHANGE PROGCESS

ASSOCIATED WITH 2" -ORDER CHANGE

Knowledge of Cumriculum, Instruction, and Implement —Principals develop knowledge of effective, research-

Assessment: Is knowledgeable about current based curriculum, instruction, and assessment practices, and then

curriculum, instruction, and assessment use this knowledge to provide conceptual guidance to teachers,

practices. Principals also inspire teachers to use demanding, research-based
classroom practices and believe that teachers can successfully

Optimize: Inspires and leads new and implement these practices and convey this belief to teachers.

challenging innovations. Principals should interpret disappointments in ways that help
schoal staff to see them as temporary and isolated and interpret
successes in ways that help staff view them as permanent and
universal.,

First, principals must be highly knowledgeable about curriculum, instruction, and assessment and the
research-based practices associated with the change initiative. They must also provide conceptual guidance
regarding the related school and classroom practices. Second, they must support teachers and others

in realizing and implementing the change through inspiration, by portraying a positive attitude about their
abilities, and being a driving force behind the initiative.

MANAGE PERSONAL TRANSITIONS

Often, changes in programs and practices, which represent a gain for students, schools, or school districts,
can be perceived as a foss for teachers or principals—especially, when they must gain new knowledge,
develop new approaches and procedures, redefine relationships, and re-examine their norms and values.
School improvement initiatives often require stakeholders to undergo personal transitions, which they often
respond to by resisting change.

it is important to note that managing personal transitions created by second-order change is not the same
as managing change. Bridges (1991) makes the distinction between change and transition by describing the
former as external and the latter as internal (p. 3). Personal transitions, according to Bridges, are internal,
personal, psychological processes that are often the result of external changes.

For principals, managing personal transitions created by second-order change, and understanding individual
responses and managing them effectively is imperative to successiul change leadership. Because personal
transitions vary between individuals and groups, principals must fulfill the leadership responsibility Flexibility
(see Exhibit 12). That is, they must be flexible in their approach to leadership and differentiate their leadership
behaviors by being directive or non-directive as the situation warrants.

This flexibility includes understanding when to use authority to direct resources and to answer questions, as
well as knowing when to step back, frame strategic questions, and encourage others to help find answers.
Principals must find the balance between setting direction for the school with listening to beliefs and opinions
contrary to their own. Finally, principals themselves must be comfortable with major changes in how things
are done. Often, principals may need to lead changes that are for themselves second-order. This requires
that principals engage in reflective practice and maintain an awareness of the implications of change for
themselves as well as others.
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Exnism 12: LEADERSHIP RESPONSIBILITIES ASSOCIATED WITH MANAGING PERSONAL TRANSITIONS

RESPONSIBILITIES
PHASE OF CHANGE PROCESS

ASSOCIATED WITH 2"°-ORDER CHANGE

Flexibility: Adapts his or her leadership behavior | Manage Personal Transitions— The principal understands

to the needs of the current situation and is when to direct, when to step back, when to answer questions
comfortable with dissent. and when to ask them, when to speak and when to listen. He or
she understands the fear and stress of second-order change for
stakeholders. There is attention to the importance of symbolic
events and a willingness to establish temporary agreements to
assist those who need extra support. The principal makes clear
the reasons for change, shares an attractive vision of what will be
different because of the change, develops a change management
plan, and specifies the new roles, responsibilities, and activities for
all stakeholders.

Finally, it is important to remember that poorly managed personal transitions are likely to exacerbate the
feeling of loss that people may experience when engaged in what they view as second-order change. When
people feel fike they are losing something, they may look for someone to blame for their loss. The easiest
person to blame in any organization is the one responsible for the change itself: the principal. For precisely
this reason, change leadership can be a high-stakes proposition.

MONITOR AND EVALUATE
Monitoring the implementation of research-based improvement initiatives requires that principals fulfill the
responsibility monitor and evaluate (see Exhibit 13). They do this by:
m Collecting and analyzing data on the quality, fidelity,
consistency, and intensity of implementation.
m Assessing the impact of implementation on student achievement.
m Determining the impact of implementation on implementers.
By monitoring the impact of change on those who are responsible for implementing it, principals will know

how accurately they estimated the order of magnitude of change implied by their improvement initiatives and
thus, be able to adjust their leadership behaviors accordingly.

ExHIBT 13: LEADERSHIP RESPONSIBILITIES ASSOCIATED WITH MONITORING & EVALUATING CHANGE

RESPONSIBILITIES

i PHASE OF CHANGE PROGESS
ASSOCIATED WITH 2"°-ORDER GHANGE

Monitor and Evaluate: Monitors the Monitor and Evaluate— There is real-time access to and use
effectiveness of school practices and their impact | of all relevant data on needs and performance of individuals,
on student learning. groups, and the organization. Attention is paid to the quality of
implementation of research-based instructional and classroom
practices. Analyses of formative data on leading indicators of
implementation and impact are fed into decisions about the pace
and intensity of addifional changes. Change implementation is also
carefully monitored.
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THE CONSEQUENCES OF SECOND-ORDER CHANGE

McREL's factor analysis provided an additional insight into the dynamics of change leadership. Just as the
three leadership responsibilities included in Exhibit 10 are positively correlated with leading second-order
change, there were four responsibilities negatively correlated with second-order change: Culture, Order,
Communication, and Input.

The fact that principals struggle to fulfill these responsibilities when leading second-order changes is not
altogether surprising. We have all experienced second-order change that produced feelings of disorientation
breakdowns in communication, leaders who seem less accessible, personal vulnerability, and the loss of
voice or influence in the decision-making process. Regardless of how much additional attention and effort
a principal might give to these responsibilities, the results of our factor analysis suggest teachers and others
in the school community are likely to perceive that their leaders are not attending to these responsibilities as
well as they should.

To help mitigate the negative consequences of second-order change, we advise principals to consider
asking others to share these responsibilities when leading second-order changes in their schools. Exhibit
14 provides examples of how a school leadership team or a designated transition team (e.g., school-level
administrators, central office resource staff, teachers, parents, students, and other community members)
might fulfill these responsibilities while the principal emphasizes the seven responsibilities positively
correlated with second-order change.

ExHIBIT 14: SHARING LEADERSHIP RESPONSIBILITIES NEGATNVELY ASSOCIATED WITH SECOND-ORDER CHANGE

Culture: Fosters shared beliefs and a sense of Help articulate a vision or picture of where the school or program
community cooperation. is heading. They help set up vicarious and mastery experiences
that support acquisition of new knowledge and new skills. They
encourage positive attitudes. They focus on successes and
interpret disappointments as opportunities for improvement.

They help clarify parts that individuals can play in successfully
implementing changes.

Order: Establishes a set of standard operatlng :Plan and stage ceremonial events:that Honor the past, clanfy
procedures and’ ‘routines. _ ‘I'whatis: ‘ending, and what |s beginnln They deva!op or nagohate
S tampnrary agreements of palimas to prewde Hew: structures to -

Communication: Establishes strong lines of Listen to concerns about clarity of the plan for change,
communication with teachers, staff, and among | implementation of the plan, and needed support. They continually
students. articulate the new direction of the organization, clarify and simplify,

when possible, helping individuals see connections between
shared values and aspirations and new direction, focusing on the
relative advantage of changes to everyone involved. They hightight
short-term successes to feature evidence of impact as well as
learning opportunities.

Input: Involves teachers in the design and
implementation of important decisions and :
policies.- : . = - %/ e -1-_t0 iearnwhaziswarkng what 5] not working, and to rerterateﬂ?a

: S e e s _reasoné_ .purposeforthechange mltiatwe S

43



PUrrPOSEFUL COMMUNITY

The idea of principals, teachers, and community members joining forces to improve student achisvement

is not new. Indeed, a long list of researchers have noted the importance of collegiality and professionalism.
Rosenholtz (1991) documented the conditions of teacher workplaces. Newmann and Wehlage (1995)
examined successful schools, tracing the relationship between increased student achievement and the level
of professional community. Fullan (1993) discussed the power of collaboration in schools that are grounded
in relationships where trust, compassion, and respect abound. Similarly, Dee Hock, founder and former CEQ
of Visa (1999), asserts that

Itis essential to determine with absolute clarity, shared understanding, and deep conviction the
purpose of the community. From that, all else must flow. It is what will bind the group together as
worthy of pursuit. (p. 7)

After reviewing hundreds of studies on school improvement, we have concluded that virtually everything in a
school occurs within the context of a community, composed of students, parents, teachers and other school
staff members, central office administrators and support personnel, the school board, other social agencies,
and businesses. The more this diverse community is able to coalesce around shared purposes, the more
sustainable and effective a school's change efforts will be.

Thus, one of the key components of the Balanced Leadership Framework is what we call “Purposeful
Community.” We define Purposeful Community as one with the collective efficacy and capability to use alf
available assets to accomplish purposes and produce outcomes that matter to all community members
through agreed-upon processes (see Exhibit 15).

Exvieir 15; McREL's Dernimon oF PurposerJIL COMMUNITY

Agreed-upon
processes

Outcomes |
Purposeful
that matter Community
to all

Use of all available
assets

Collective
efficacy

A compelling body of research evidence demonstrates the impact of leadership on the development of these
attributes of Purposeful Communities (Bandura, 1997; Hoy, Smith, and Sweetland, 2002; Seligman, 1990).
In the following sections, we describe in more detail how leaders can develop these four interconnected
characteristics of purposeful communities.
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OUTCOMES THAT MATTER TO ALL

There are many types and forms of community; some more purposefut or intentional than others. In
Making the Grade, Wagner (2002) describes how purposeful or intentional communities are different than
“coincidental communities”:

Historically, most communities were created by accident. They were usually the result of some physical
proximity or immediate shared need. Sometimes they furthered the goals and growth and development
of their members, sometimes they didn't—as any long-time resident of a smatlf town will tell you. By
contrast, an intentional community is created for a purpose. In fact, the intentional community was first
widely used to describe efforts of the nineteenth century utopians to create communities whose goal was
the intellectual and spiritual growth of its members. (pp. 148-149)

Leaders create purposeful or intentional communities by developing a vision of meaningful outcomes that
they can only achieve as a community. Simply stated, they help community members answer the question,
What is jt that we can do together that we cannot do as individuals?

Obviously, individuals can accomplish many things. A Purposeful Community does not discourage them from
completing individual tasks that lead to important outcomes. Rather, it helps them identify which outcomes
can only be accomplished because the community exists and warks together. Indeed, one distinguishing
difference between purposeful and coincidental communities is the agreement among community members
on what they can accomplish only because they are together as a community.

USE OF ALL AVAILABLE ASSETS

The second characteristic of McREL's definition of Purposeful Community is the development and use of all
available assets to accomplish outcomes that matter to all community members. Asssts can be tangible—
that is, physical, observable, and measurable. For example, computers, software, textbooks, science
laboratory equipment, personnel, and financial resources are all tangible assets, which can be touched, seen,
and easily measured.

Intangible assets, though more difficult to measure, are equally important. In fact, in the view of some financial
analysts, they are as important as tangible assets because without intangible assets, the value and impact of
tangible assets are typically marginalized. Low and Kalafut (2002), for exampile, report that 35 percent of the
market value of “for profit” companies involved in mergers and/or acquisitions is based on an analysis of their
intangible assets. Examples of intangible asssts include leadership, strategy execution, transparency, customer
reputation, innovation, and adaptability. These intangible assets and the ability of the community to capitalize on
them are a reflection of leadership at all levels of the community (Kaplan & Norton, 2004),

it is important to understand that all communities have the potential to develop and utilize these assets.
Some communities, however, use their asséts more effectively than others. In school seftings, the strategic
and effective use of these assets can dramatically enhance the sustainability of improvement efforts and the
impact of research-based school and classroom practices.

AGREED-UPON PROCESSES

Complex living systems emerge around simple, but powerful, organizing principles. These principles are
made operational through agreements that exist among members of the system. Regardiess of whether
these principles and the agreements are explicit or implicit, conscious or unconscious, they produce
relationships and complex patterns of behavior that can be at times elegant and productive, and at ather
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times, confusing and conflicted. The most basic examples of simple, but powerful, organizing principles that
produce elegant, complex, productive, and synchronous pattemns of behavior can be observed in flocks of
birds and schools of fish.

Every member of a flock of birds or school of fish understands how to flock or how to move at the same
speed, banking or turning in the same direction at precisely the same moment without calliding into one
another. They behave in accordance with the principles of flocking or of schooling, yet no one tells them to
do it. Without reguiations, policies, guidelines, or leaders telling them what to do, selected species of birds
and fish demonstrate a deep understanding of “organizing principles” of flocking and schooling.

This dynamic of simple organizing principles producing complex, synchronous patterns of behavior is
dependent on all members of the system honoring the principles. In fact, in the earliest computer simulations
developed by scientists at the Santa Fe Institute, complex patterns of behavior emerged around simple
organizing principles given to “boids,” the term they gave to computer simulations of birds. The principles
given to their computer-simulated birds were these:

m Maintain a minimum distance from other objects in the environment, including other birds.
m  Match the velocity with other birds in the neighbarhood.
u  Move toward the perceived center of the mass of birds in the neighborhood.

With only these organizing principles, elaborate flocking behavior developed. Note that there is no specific
direction given to the flock (Waldrop, 1994).

Similar phenomena can be observed in formal organizations. In her groundbreaking work, Margaret Wheatley
(1992) describes organizations in which one can tell “what the organization’s values and ways of doing
business are by watching anyone, whether it be a production floor employee or a senior manager. There is a
consistency and predictability to the quality of behavior.” According to Wheatley, these organizations

trust in the power of guiding principles or values, knowing that they are strong enough influencers of
behavior to shape every employee into a desired representative of the organization. These organizations
expect to see similar behaviors show up at every level in the organization because those behaviors were
patterned into the organizing principles at the very start (p. 132).

Wheatley is describing the organizational example of flocking and schooling behavior; every member of the
system understands the organizing/operating principles at a deep level and agrees to honor them. The “right”
set of organizing principles, and agreements among members to honor them, produce consistent, elegant,
synchronous, productive patterns of behavior. These become the “ways of doing business,” or agreed-upon
processes.

Agreed-upon processes in a Purposeful Community are those that contribute to stability within the
community. They are processes that lead to patterns of communication, relationships among community
members, a sense of individual well-being, connections between the school and other critical institutions,
shared leadership opportunities, and a sense of order and discipline.

On the other hand, they also can be processes that provoke the community into action, especially when
stability, or the status quo, is not moving the community toward achieving its purposes. When instability
rather than stability is needed, these processes will challenge the community to examine current realities in
light of preferred futures and produce the energy and direction necessary to move in new directions.

46



¢ McREL= Prwvoiras Bvnnnon Syarau

COLLECTIVE EFFICACY

The final characteristic of Purposeful Community is collective efficacy, which is a shared perception or

belief held by a group that they can organize and execute a course of action that makes a difference
(Goddard, 2001). In schools with high levels of collective efficacy, there is a shared belief among teachers that
collectively they will have a positive impact on student achievement (Goddard, Hoy & Hoy, 2004). According to
Goddard, Hoy, and Hoy, collective efficacy is measurable and varies from group to group. Itis, in fact, a better
predictor of student and school success than student socio-economic status or race (Goddard, 2003; Hoy,
Smith, & Sweetland, 2002).

Moreover, collective efficacy is task specific. For example, when faculty members perceive their colleagues
as being competent in instructional strategies, there is a higher level of collective efficacy than in schools
where this perception does not exist. Collective efficacy is diminished when faculty members perceive their
colleagues as incompetent in particular curricular or instructional areas. Collective efficacy, or a strong belief
among members that they can exert some measure of control over their circumstances and make a positive
difference through their united effort, is the characteristic that distinguishes a purposeful community from
other learning communities.

WhHy CotLecrive EFFicacy?

Fundamentally, the research on collective efficacy has shown that students achieve at higher levels in schools
where the culture is characterized by having a high sense of collective efficacy (see Goddard, 2003: Goddard,
LoGerfo, & Hoy, 2004; Hoy, Smith, & Sweetland, 2002). This critical characteristic of purposeful community

is necessary for schools to transcend challenging goals and ultimately create student success. Furthermore,
research provides guidance on how to constructively nurture and sustain collective efficacy. Bandura (1997)
identified the following sources of collective efficacy:

m Mastery experiences. Efficacy grows when people experience initial success and have opportunities
to build on these successes. Establishing conditions for “early wins” and building on these
experiences reinforces group beliefs.

m Vicarious experiences. Efficacy is strengthened when individuals and groups have the opportunity to
observe successful individuals in situations with similar circumstances.

m Social persuasion. This source of efficacy is also referred to as “normative press.” Influential individuats
within a group create high expectations and provide encouragement and support to others to persist in
pursuit of desired outcomes.

m Affective states. A shared sense of hope and optimlsm that the group can accomplish its desired
outcomes, even after disappointments, is another key source of collective efficacy.

m Group enablement. Groups build efficacy when they have opportunities to provide input on
challenges/problems and to develop their own responses and solutions to these challenges.

Of these five processes, researchers have found that mastery experiences have the most positive effect on
collective efficacy (Goddard, 2001; Hoy, Smith, & Sweetland, 2002; Ross, Hogaboam-Gray, & Gray, 2004).

PurrosEFUL vs. PROFESSIONAL LEARNING COMMUNITY

While much has been written about the role that community plays in schools (e.g., DuFour & Eaker, 1998;
Hord, 1997), we contend that the traditional view of community, including shared goals and a collaborative
setting, is insufficient. The notion of “purposeful community,” with its more robust characteristics, more
adequately distinguishes highly effective from less effective school communities. In particular, the notion of
“collective efficacy” distinguishes McREL's definition of purposeful community from other models of school
communities, as shown in Exhibit 16,
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ExHIBIT 16: PURPOSEFUL COMMUNITY COMPARED WITH OTHER MODELS

PurroseruL CoMMUNITY
Warers, McNuLry, &
MaRrzano, 2005

PROFESSIONAL LEARNING
CommuniTy
DuFour & Eaker, 1998

ProressionaL LEARNING
CoMmunITy
Horo, 1997

CommUNITIES OF PRACTICE

WEenGER & Snyper, 2000

“A Purposeful Community
is one with the collective
efficacy and capability to
develop and use assets
to accomplish goals that
matter to all community
members through agreed
upon processes.”

“PLC schools have

(1) a solid foundaticn
consisting of collaborativety
developed and widely
shared missions, visions,
values and goals, (2)
collaborative teams that
work interdependently

to achieve commion

goals, and (3) a focus on
results as evidenced by a
commitment to continuous
improvement.”

“A school in which

the professionals
{(administrators and
teachers) continuously
seek and share learning to
increase their effectiveness
for students and act on
what they learn.”

“Groups of people
informally bound together
by shared expertise

and passion for a joint
enterprise.”

Accomplish purpose and
pmdUce oulcomes lhat
matter to all .

| Focus -dn'-_résq’:‘r

|- Shared mlss?on‘ vision, :

Use of all available assets

Commitment to continuous
improvement

Collective learning and
application of learning

Passnon commitment, and
identification with group’s
expertise

Agme_d-_upon_ prooesses :

| Gollaborative teams that ' * | Supportive conditiéns
wodﬂnter—depende ly -' St

Collective efficacy

PurposeruL. COMMUNITY

AND LEADERSHIP

A pumposeful community develops largely as a result of its leadership. McREL identified 21 leadership
responsibilities that are positively associated with student achievement. Exhibit 17 lists the eight leadership
responsibilities that MCREL suggests that principals emphasize to develop a purposeful community and
provides guidance for translating these eight responsibiiities into specific and potentially measurable
indicators of purpossful communities.
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ExriBIT 17 LEADERSHIP RESPONSIBILITIES TO CREATE PURPOSEFUL COMMUNITY

LEADERSHIP

RESPONSIBILITIES

Culture: Fosters shared beliefs and a sense of
community and cooperation.

Ideals and Beliefs: Communicates and
operates from strong ideals and beliefs about
schooling.

CHARACTERISTICS OF PURPOSEFUL
COMMUNITIES

There is consensus on reasons for working together — general
agreement exists on why the community exists, what can only

be accomplished because the membetrs of the community are
together as a community, and that they can accomplish what is
important to them. The principal promotes cooperation, a sense
of well-being, and cohesion among the staff. There is a shared
understanding of purpose and a vision of what the school could be
like. The principal holds and shares strong beliefs about teaching,
learning, and the capability of the community to accomplish
specific outcomes. The principal demonstrates behaviors that are
consistent with his or her espoused beliefs,

-'Comrnunlcaﬂon' Es:abhshes stmng lII"'lBS

Input: involves teachers in the design and
implementation of important decisions.

Leadership is widely shared throughout the community. Rather
than being seen as a position and defined only through positional
authority, leadership becomes everyone's responsibility and all
community members have opportunities to lead. The principal
reinforces this density of leadership by providing opportunities

for input on all important decisions. Leadership density is also
increased through the development and use of a leadership team.

the personal aspects of: teachers and Staﬁ

Flslatlonships, Demenslratas 93"{ fa‘l’ﬂfleﬁs =l

Affirmation: Recognizes and celebrates school
accomplishments and acknowledges failures.

Attention is given to buﬂd(ng on strengths in addition to addressing
weaknesses — most communities focus on weaknesses or needs.
Productive communities (and organizations) balance their attention
on needs or weaknesses with a focus on community strengths and
the importance of playing to them. These strengths are among the
community’s most important assets. The principal systematically
and fairly recognizes and celebrates accomplishments of teachers,
staff, and students. The principal is also willing to acknowledge
failures along with successes. Failures are viewed as learning
opportunities. The principal reinforces and builds on the individual
strengths of all community members,
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Generaily, schools serve “accidental” communities (Wagner, 2002). Communities created by political or
policy decisions always start as accidental. The nature of how they are created or designated makes them
accidental. Members of these communities do not have a common understanding of what they can only
accomplish because they are a community. They do not have agreed upon ways of working together. They
do not share knowledge of their tangible and intangible assets. They have not developed collective efficacy.

They can, however, be developed into purposeful communities through strong and effective leadership.

For this to happen, principals must understand the value and attributes of Purposeful Community, and
emphasize leadership responsibilities in ways that contribute to this development. Without Purposeful
Community, it is difficult to imagine schools successfully implementing and sustaining the changes necessary
to prepare all of their students to live and work in an increasingly competitive. fast-paced global economy.
Within a Purposeful Community, it is difficult to imagine anything else.

CoNCLUSION

At no time in recent memory has the need for effective and inspired leadership been more pressing than it is
today. With increasing expectations in society and in the workplace for knowledgeable, skilled, responsible
citizens, the pressure on schools intensifies. The importance of truly effective educational leadership is clear
and the time for improving schools is short. It is our hope that the Balanced Leadership Framework will
provide the guidance principals need to enhance effectiveness, translate vision and aspirations into action,
and improve achievement for all students.
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APPENDIX C: PRINCIPAL EVALUATION PROCESS

DOCUMENTATION FORM

Name: ID#:
School: School Year:
Evaluator: Title:

The principal’s evaluation is based, in part, on a formal discussion of performance and conferences conducted on the
following dates:

CoNFeRENCE
Site Visit Dates DATES PRINCIPAL'S SIGNATURE EvaLuator’s SiGNATURE

Mid-Year Evaluation Conference Date;

End-of-Year Performance Discussion Date:

Summary Evaluation Conference Date:

The Mid-Year, End-of-Year, and Summary Evaluation Conferences are required for every principal. In addition, observations
and other relevant sources of performance data may be considered in determining the final rating for the principal. The
following rating scale will be used:

= Developing: Principal demonstrated adequate growth toward achieving standard(s) during the period of performance, but
did not demonstrate competence on standard(s) of performance.

m Proficient: Principal demonstrated basic competence on standard(s) of performance.

m Accomplished: Principal exceeded basic competence on standard(s) for performance most of the time.

m Distinguished: Principal consistently and significantly exceeded basic competence on standard(s) of performance.

u Not Demonstrated: Principal did not demonstrate competence on or adequate progress toward achieving standard(s) of
performance.

Note: If the Not Demonstrated rating is used, the superintendent must comment about why it was used.
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APPENDIX D: PRINCIPAL SUMMARY EVALUATION RATING FORM

This form is to be jointly completed by the principal and superintendent or designee during the Summary Evaluation

Conference conducted at the end of the year,

Name:
Schook: School Year:
Evaluator: Evaluator’s Title:
Date Completed:
MANAGING CHANGE
o . o Nor
REsPONSIBILITIES DEVELOPING PROF(CIENT AccomMpusHeD | DISTINGUISHED .
RO [t DemonsTRATED

A. GHANGE AGENT; IS WILLING TO AND ACTIVELY
CHALLENGES THE STATUS QUO.

B. FLEXIBILITY: ADAPTS HIS OR HER LEADERSHIP
BEHAVIOR TO THE NEEDS OF THE CURRENT SITUATION AND IS
COMFORTABLE WITH DISSENT.

C. loeaLs aND Betiers: COMMUNICATES AND OPERATES
FROM STRONG IDEALS AND BELIEFS ABOUT SCHOOL AND
SCHOOLING,

D. INTELLEGTUAL STIMULATION: ENSURES THAT THE
FACULTY AND STAFF ARE AWARE OF THE MOST GURRENT
THEORIES AND PRAGTICES AND MAKES THE DISCUSSION OF
THESE A REGULAR ASPECT OF THE SCHOOL CULTURE.

E. KNowLEDGE OF CURRICULUM, INSTRUGTION, AND
ASSESSMENT: IS KNOWLEDGEABLE ABOUT THE GURRENT
CURRICULUM, INSTRUCTION, AND ASSESSMENT PRAGTICES.

F. MoNiToR AND EvALUATE: MONITORS THE EFFECTIVENESS
OF SCHOOL PRACTICES AND THEIR IMPACT ON STUDENT
LEARNING.

G. OPTIMIZE? INSPIRES AND LEADS NEW AND CHALLENGING
INNOVATIONS.

OverALL RANNG For MaNnaging CHANGE

COMMENTS:

RECOMMENDED AGTIONS FOR IMPROVEMENT!

RESOURCES NEEDED TO COMPLETE THE REGOMMENDED ACTIONS:
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v

e Evioence or DocumenTation To

INTERRRETATION OF DATA/RATIONALE FOR RATING. : TTACHEDT
SurpoRT RaTING APRETATIO et Y . ArTa

ELL MonroriNg NoTeBook

ProFessionAL DEVELOPMENT PLan

ReGULAR FEEDBACK TO TEACHERS AND
StarF Recaroing PERFORMANGE

PLANNING AND LEADING PROFESSIONAL
DeveLormeNT

Crassroom WaikTHROUGH DaTA

MONITORING Pran

OreraTNG PrINciPLES anD WoRiang
AGREEMENTS

Focus oF LEADERSHIP

-Nor

REsSPONSIBILITIES DeveLoping PROFIGIENT Accompusiep | Distinauisiep | .
; o ' E DemMonsTRATED

A. ContingenT RewarDs: RECOGNIZES AND REWARDS
INDIMDUAL ACCOMPLISHMENTS,

B. DisciPLINE: PROTECTS TEAGHERS FROM ISSUES AND
INFLUENCES THAT WOULD DETRACT FROM THEIR TIME OR
FOCUS.

C. Focus: ESTABUSHES CLEAR GOALS AND KEEPS THOSE
GOALS IN THE FOREFRONT OF THE SCHOOL'S ATTENTION.

D. INvOLVEMENT IN CURRICULUM, INSTRUCTION, AND
ASSESSMENT: IS DIRECTLY INVOLVED IN HELPING TEACHERS
DESIGN CURRICULAR ACTIVITIES AND ADDRESS ASSESSMENT
AND INSTRUCTIONAL ISSUES.

E. OrpeR: ESTABUSHES A SET OF STANDARD OPERATING
PROCEDURES AND ROUTINES.

F. QUTREACH: Is AN ADVOGATE AND SPOKESPERSON OF THE
SCHOOL TO ALL STAKEHOLDERS.

G. Resources: PROVIOES TEACHERS WITH MATERIAL AND
PROFESSIONAL DEVELOPMENT FOR THE NECESSARY EXECUTION
OF THER JOBS.

OveraLL RaTNG FoRr Focus or LeapeRsip

COMMENTS;

RECOMMENDED ACTIONS FOR IMPROVEMENT:

RESOURCES NEEDED TO COMPLETE THE RECOMMENDED AGTIONS:
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/ Evinence or DOCUMENTATION TO

INTERPRETATION OF DATA/RATIONALE For RaTiNG ATTACHED?
SupponT Rating - - S ;

PriNciPAL TRAINING

UNIVERSITY/SCHOOL ASSOGIATIONS

FormAL EvaLuaTioNs

New ProGraM ADOPTIONS

GRADE-LEVEL MEETING AGENDAS

Procress TowarD AcHIEVNG GOALS

StupenT Hanpbsook

SareTy Puan

Bubget NoTEBOOK

STUDENT SuPPORT PrLan

Recoenmon Events

STaFF HanpBooK

PurroseruL COMMUNITY

Nor.

ResponsiaiLTIE Deveroring PROFICIENT the 2
S L DEMONSTRATED

DistvauisHED

A. AFFIRMATION; RECOGNIZES AND GELEBRATES SCHOOL
ACCOMPLISHMENT AND ACKNOWLEDGES FALURES.

B. CoMMUNICATION: ESTABLISHES STRONG LINES OF
COMMUNICATION WITH TEACHERS AND AMONG STUDENTS.

C. CULTURE: FOSTERS SHARED BELIEFS ANO A SENSE OF
GOMMUNITY AND COOPERATION.

D. INPUT: INVOLVES TEACHERS IN THE DESIGN AND
IMPLEMENTATION OF IMPORTANT DECISIONS.

E. ReLATIONSHIPS: DEMONSTRATES AWARENESS OF THE
PERSONAL ASPECTS OF TEACHERS AND STAFF,

F. SruanioNAL AWARENESS: IS AWARE OF THE DETALS AND
THE UNDERCURRENTS IN THE RUNNING OF THE SCHOOL AND
USES THIS INFORMATION TO ADDRESS CURRENT AND POTENTIAL
PROBLEMS.

G. VisiBiLTy: HAS QUALITY GONTACTS AND INTERACTIONS
WITH TEACHERS AND STUDENTS,

OveraLL RATING FOR PupposeruL. CoMMUNITY

ComMMENTS:

RECOMMENDED ACTIONS FOR IMPROVEMENT:

RESOURCES NEEDED TO COMPLETE THE RECOMMENDED ACTIONS:
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A

MeRELS Pri

B 1 pmiom Svstin

Evibence or DOGUMENTATION TO
SurrorT RatiNg

IntereRETATION OF DATA/RATIONALE FOR RATING

" ATTAGHED?

ScHooL VisioN anp Mission STATEMENTS

PrRoGRESS TOWARD ACHIEVEMENT OF
SmanT GoaLs

Starr CoNFERENCE AGENDAS AND MinuTES

StarF BULLETINS AND NEWSLETTERS

Team MEETNG AGENDAS

TeacHER Survey Data

CommuniTy Survey Data

InenTiFICATION AND USE oF Human anD
FiscaL Resources

PTA/PRINCIPAL'S NEWSLETTER

MASTER ScHEDULE

PTA CALENDAR

ScHooL CALENDAR

ELL SupPoRT SCHEDULE

Facuiry MeetiNG AGenbas, Sien IN
Steers, MiNUTES

GLean Vision aND Mission ABouT
IMPROVING STUDENT ACHIEVEMENT

STUDENT ACHIEVEMENT DATA

STUDENT ATTENDANCE DATA

TEACHER ATTENDANCE DATA

GRADUATION AND PromoTion Rates

Principal Signature:

Date:

Superintendent or Designee Signature:

Date:

Comments Attached: Yes:

Superintendent or Designee Signature:

No

Date:
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" APPENDIX E: SCORING THE RUBRIC AND
SAMPLE COMPLETED AND SCORED FORMS

SCORING THE RUBRIC

The practices within the responsibilities are cumulative across the rows. To be rated Distinguished on any responsibility, the
principal must demonstrate all of the practices described under Developing, Proficient, and Accomplished, as well as all of the
practices for a Distinguished principal.

The example below illustrates the scoring strategy to be used for each practice. The evaluator will begin at the left column
and check the practices the principal demonstrates. The evaluator should rate the principal on all of the practices by

marking the box beside each element in evidence. If the principal does not demonstrate that practice, the evaluator should
leave the box blank. If the evaluator cannot check any of the practices under the other four columns, the principal is rated
Not Demonstrated. In such cases, the evaluator MUST comment and provide guidance about how the principal needs to
proceed toward obtaining the skills described under that responsibility. It is also recommended that the evaluator comment on
Distinguished ratings to explain the rationale for rating a principal at this level.

b. Communication: Esta.bhshas slrong firies of communication. with-teachers and among mudents

DeviLorng i
e (ComvenT REouto)

A '_FFi:F!-:_EM ; ACGDMHJ&HED

3 Implements a variety

of strategigs to ly monitors | (3

e —————

communidate with the d takes|steps to munidations
teachers, $tafl. and the mmumication mong anf between
larger schdol community. structuresiwithin the stakeholdgr groups to
g 2 school. increase tie adoption
0 s accessible to some A of new andi innovative
stakeholdgr groups. Develop change inifiatives within

effective s
protocols
stakeholds
to comm
each oth
principal.

the district or school.

ya

IF THE EVALUATOR DOES NOT MARK ANY OF THE PRACTICES UNDER
DeVELOPING, PROFICIENT, ACCOMPUISHED, OR DISTINGUISHED,
THEN THE PRINGIPAL HAS NOT DEMQNSTRMED RHOFTGIENCY ON ,
THAT RESPONSIBILITY. IN SUCH CASES, THE PRINCIPAL IS RATED NoT
DFMONSTRATED AND A, COMMENT IN THE Nc:r DEMDNSTRATEQ
COLUMN IS REQUIRED.
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8. Evniisamion Svaren

Mar_lagiﬁﬁ Cﬁéh_ge n

a. Change Agent: |s willing to and.a{_:livaly_ challenges the statg$ quo.

DeveLosme

N DisTristisHEn

_ w.fi . NorDemonsmates

< o| T oo Readren) -} (Comvent Reaunen)

(A Usas a variety of data
to identify necessary
change initiatives.

+woeoand

@ Builds on data analysis
to define processes and
protocols in order to
create or adopt new and
better ways to improve
school and classroom
practices.

.+ s and

3 Consistently attempts
to operate at the
edge instead of the
center of the schools’
competence by leading
the implementation of
research-based initiatives
even though outcomes
may be uncertain.

..and

[4 Leverages the influence
of opinion leaders to
strategically target and
frame change initiatives
in order to increase the
rate of adoption.

4 Is recognized in the
education community
as an advocate for new
and innovative ways of
schooling.

b. Flexibllity: Adapts his or her leadership behavior to the needs of the mrramsimaﬂon and is comfortable with dissent,

@ Understands the
importance of how
different change
initiatives may be
perceived differently by
various stakeholders and
how they may Impact
others.

..and

O Adapts leadership style
to the needs of specific
situations.

M implements procedures
that encourage teachers
and staff to express
opinions and perceptions
even if they are contrary
to those held by
individuals in positions of
authority.

...and

Creates and uses transitions
teams during times of
change to

A Assist individuals in
transitioning into the
new ways of doing
things.

O Adapt quickly to
changing environments
and contexts,

...and

Improves collective
sfficacy by

] Effectively managing
change.

O Building on the
collective ability of the
schoal community to
adapt to contextual
conditions.

c. Ideals and Bellefs: Communicates and operates ffr_c_m‘s_-hpng_id_égisand._pe_z{é.fé abau:achool and sphod!lng i

[A Possesses well-defined
Ideals and beliefs about
schools and schooling
that align with district
non-negotiabie goals.

...and

[ Creates demand for
change through sharing
beliefs about school,
teaching, and leaming
with teachers and staff.

[J Demonstrates behaviors
that exemplify stated
beliefs about school and
schoaling.

+..and

[A Creates demand
for change by .
communicating ideals
and beliefs throughout
the community.

[0 Creates opportunities to
implement change that
exemplifies ideals and
beliefs.

...and

(J Shares leadership in a
manner that extends
and promotes the
ideals and beliefs
about schools and
schooling throughott the
community.

[ Perseveres in the face of
challenges to effectively
sustain positive change.
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d. Intellectual Stimulation: Ensures that the faculty and staff are awarg of the most current theories and prames and makes the dlsr.usslcn of {heaa a
regular aspect of the school cu!ture :

DeveLoring

PRoRCENT

* - ACCOMPLSHED,

N o7 DRMONSTRATES
(Corsenr Reaune) .

3 Understands and
articulates the current
rigorous and relevant
resaarch and theory on
effective schooling.

..and

O Uses rigorous and
relevant research and
theory on effective
schooling to create
demand for changs by
providing professional
development
opportunities.

..and

Uses the outcomes

of professional
development on rigorous
and relsvant research
and theory on effective
schooling to guide
professional learning
community discussions
and activities.

..and

[ Provides vicatious and
mastary experiences for
teachers that capitalize
on staff development
outcomes and
discussions of effective
schools practice.

e. Knowledge of Gurriculum,

Instruction, and Assessment:

Is knowledgéable about the current curicufum, fristriction; andja’ééesémaﬁi.praiciic_s‘s,

A Articulates knowledge of
cumiculum, instruction,
and assessment in a
way that enables staff to
understand and apply
the knowledge.

...and

4 Provides guidance
regarding curriculum,
instruction, and
assessment in order to
ansure effective practices
in every classroom.

..and

Provides mastery and
vicarious experiences of
research-based practices
in curriculum design,
instructional strategies,
and assessment
practices through
professional development
and action research.

. .and

[ Leverages mastery and
vicarious experiences to
Increase the collective
efficacy of teachers and
staff.

. Monitor and Evaluate: Monitors the effectiveness of school prat:t'ibéé and theirimpacton stl.'ldarit.-i"a_arnihg. .

[4 Understands the impact
of school practices on
student learning and
achievement.

O Understands the impact

that change may have on

individuals in the school.

..and

Uses a variety of data and
processes to

A Drive decisions about
initiating new and
innovative research-
based programs and
interventions.

4 Monitor the needs

W]

..and

Routinely works
collaboratively

with teachers and
staff to assess the
impact of research-
based programs
and interventions on
student learning and

..and

O Monitors the fidelity

and consistency of

the implementation of
research-based practices
and their impact on
student learning and
achievement.

achievement.
and performance of
individuals, groups, and
the school as a whole.
g. Optimize: Inspires and leads new and challenging innovations, 3 52
..and ..and ...and

[ Portrays a positive
attitude about the ability
of teachers and staff to
accomplish school goals.

[ Inspires teachers and

staff to individually and
collectively accomplish
school goals.

O

Inspires and motivates
teachers and staff to
accomplish things they
consider to be beyond
their grasp.

4 Promotes perseverance

and hope during
challenging times.
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MoRELs Pay

BEvaenmices Sraten

COMMENTS:

YOUR ABILTY TO RECQGNIZE AND MAKE EFFECTIVE USE OF THE VARIOUS STAKEROLDER
GROUPS 1K YOUR COMMUMITY HAS PROVEN TO BE VALUABLE IN YOUR EFFORTS TC
IMPLEMENT THE STRATEGIC (MiITIATVES OF THE DISTRICT. C‘C)NTINU!NG TO CHALLENGE THE
JTATUE GUD A3 AN BFFECTVE CHAHGE AGENT WL INCREASE THE ABILITY OF YOUR STAFF
TO SUCCESSFULLY IMELEMEMT CHAMGES QUICKLY AMD MORE EFFECTIVELY,

(1 AN EFFONT TS5 BRING YOUR STAKENOLDER GROUPS TO A CLEARER UNDERSTANDING
OF (CUR SCHOOL M T EXPECTED THAT YOU Wil SEEK TO Ust
THE MOST CURAENT LITERATURE (3N CFFECTHVE SCHCOLS AND SCHGOLING. 'NTELLECTU;\L
STIMULATIGN PROVIDES THE GPPORTUNITY FOR STAKEHOLOENS AND FACULTY 0
UNDERGTAND THE RESEARGH THAT SUPPORTS YOUR SCHOOL IMPHROVEMENT EFFGRTS.
ADDITi()!»‘ALL‘-’. SUCH LITERATUAE CAR STRAGLATE COMVERSATIONS FOCUSED OR
IMPLEMENTATION STRATEGIES.

RecomMmENDED AGTiONS:

DED THAT YOU MEET Wit TRE ExEcutve Dinkcton oF STUDENT
MENT TO DISCUSS AND GBTAIN HER EXPERTISE AEGARDING THE CURRENT
RESEARCH OM THE CATEGORIES OF INSTRUCTIONAL PRACTICE. AGDITIONALLY, CONSIDER
HAVING HEN FACILITATE A SESSICK VTH YOU AND YOUR LEADERSHIP TEAM TO GAWN A
DEEPER UNGERS TANDING,

MonToR Ao EVALUATE: TANG ITIATIVE TO IMPLEMENT GHANGES WILL MAKE A
DiFFERENCE N STUDENT PERFORMANCE. HOWEVER, UNDERSTANGING THAT YOUR
IPLEMENTATICN EFFGATS 1AVE AND Wil CONTIMUE TG HAVE AN IMPACT ON YOUR STAFF
1 IMPORTANT. Y1ij ARE EXPECTED TO TAKE INTCG CONSIDERATION SECOKD ORDER CiiANGE
IMPUCATIONS . TO MINIMIZE THE COMSEQUEINCES OF 2HD ORGER IMPLICATION REQUIRES
SYSTEMS ANC PROCEDURES TO ASSIST STAFF MEMEERS IN TRANSITIONING FROM OLD WAYS
OF PRACTICE TO MORE (URRENT PRAGTICES,

Resources NEEDED To ComPLETE THESE AcTIONS:
None

Evibence or DocumenTation THAT May Be Usep To Support RATINGS:

[ ELL Monitoring Notebook
[ Professional Development Plan

(J Regular Feedback to Teachers and Staff Regarding
Performance

(J Planning and Leading Professional Development
{J Classroom Walkthrough Data

U Monitoring Plan

(d Operating Principles and Working Agresments
u
a
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a. Contingent Rewards: Recognizes and rewards individual accomplishments.

Deveopme

PROFICIENT

Acmmwsnm

. Distinalisiep
(Comvenr Regiumen)

%4 NOTDEMDNSTFIATE}
if- (Comdent Rmur@]. i

4 Develops criteria
and procedures for
recognizing hard
waork and results from
individuals and groups.

...and

Capitalizes on formal and
informal opportunities to

@ Recognize the
accomplishments
and hard work of all
stakeholders.

4 Maximize the intangible
assets of a school.

«..and

4 involves all stakeholder
groups in the recognition
and reward process.

..and

@ Promotes the
accomplishments of the
school.

[} Inspires all stakeholders
to make significant
contributions.

[ Improves perceptions
of stakeholders that
they have the ability to
contribute to increases in
student achievement.

b. Discipline: Protects teachers from Issues and influences that would detfact from their time or foous.

¥ Communicates to the
entire school community
the importance of
an effective learning
environment, and that
instructional time and
focus are the school's
top priority.

..and

Establishes systems that
minimize or gliminate
interruptions and distractions
to classroom instruction,
including

@ A school schedule that
maximizes instructional
time.

# Policies and
procedures that
maximize the use of
instructional time.

...and

) Enforces policies and
procedures related to
instruction time to assure
that all staff members
and all students benefit
from periods of focused
instruction.

...and

O Serves as a champion
for protecting and
maximizing instructional
time and focus to assure
an effective leaming
environment.

c. Focus: Establishes clear goals and keeps those goals in the

forefront of the school's attenition.

@ Understands the
Importance of satting
high expsctations for
student learning and
achisvement.

+»sand

™ Leads the school
community in the
establishment of rigorous
and concrete goals to
ensure student learning
and achievement.

...and

Creates processes and
procedures to

@ Clearly communicate
the goals and progress
toward achieving them
to all members of the
schoaol community.

M Maintain a consistent
focus on the school's
goals.

. ..and

[ Leverages high,
concrete goals in order
to continually create
demand for innovation
and improvement,
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d. Involvement in Curriculum, Instruction, and Assessment: Is dlrecﬂy involved in helping teachers: daslgn cumicular, activities and address' assessrnant

-and instructional Issues.

Nor Umammss

DeveLoeing 3 PEUF!CENI ACOOMPUSHED : DT g Y
Lo T = A {Comment Reauinen). {Gommar Hmuuenj
.+« and ..and «..and
(4 Demonstrates knowledge | (3 Actively initiates aciivities | Models effective pedagogy 1 Helps teachers adopt,
and understanding of to address curriculum, that includes adapt, or design
curriculum, instruction, instruction, and ® Communicatin rigorous research-based
and assessment issues. assessment issues. learning aoals 9 curriculum, instruction,
Provides and activel i g oes RC=smegt
. ; 4 Q Acquiring and practices, programs, and
participates with teachers integrating knowledge. interventions
in meaningful professional Q Extending and refining ’
development and knowledge
opportunities to )
PP J Applying knowiedge.
¥ Reflect upon their
practice.
A Engage in pser-to-peer
learning.
A Design instructional
and curricular activities.
™ Address assessment
issues.
e. Order: Establishes a'set of standard operating procedures and routines.
...and ..and ...and

O s developing clear
structures, rules,
procedures, and routines
for student and staff
behavior.

[ Has established and
consistently enforces
policies, procedures, and
routines that maximize
opportunities for all
students to leam.

3 Maximizes the
established policies,
procedures, and routines
to build a culture that
is safe, orderly, and
enhances student and
teacher abilities to
engage in meaningful
and productive work.

[ Uses an orderly
environment to sustain
confidence in the
school’s ability to
educate all children,

f. Outreach: Is an advocate and spokesperson of the school _té all stakeholders..

@ Communicates with
stakeholder groups
about school initiatives
and activities.

...and

Advocates for the school
with

@ The Community.

(A Parents.

4 Central Office.

(A Teachers.

[ Staff.

4 Students.

.+.and

@l Collects perception
data from the school
community to inform
advocacy activities.

Uses community
relationships as both tangible
and intangible assets to
engage all stakeholders in

O Family and community
involvement initiatives.

[J School govemance
and improvement.

[ Contributing to
improving student
learning and
achievement.
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g. Resources: Provides teachers with material and professional development necessary for the execution of theirjobs.

DEeVELGPING ProAGENT

AccaupLstiED-

" {CopmenT Reaunes)

(Connsenr Reauseo)

...and ...and

Assesses the resource Ensures that teachers and

needs of teachers and staff, | staff have
including [ Professional students
M Professional development that ’
development needs. enhances their
4 Tools, materials, and teaching.

equipment needs. ) Tools, materials, and
equipment necessary

to perform their duties.

¥ Seeks out additional
resources to maximize
outcomes for all

...and

4 Implements processes
and procadures that
ensure the long-term
viability of effective
programs and practices.

COMMENTS:

DEVELGRING CLEAR PROCECURES AND ROUTINES ASSIST TEACHERS, STUDENTS AND
PARIENTS 1 M) ANDING AMD ADHERING TO RULES AND EXPECYATIONS. YOUR
LEERATING PROCEDUAES WiLL REDLCE AMBIGUITY REGARDING ENPECTATIONS QF BEHAVIOR
AND PERIFORMANCE ANU CREATE A 3ENSE OF ORIDER T YOUR SCHOOL.

THE BUTGET AND PESOURCE ALLOCATION PROCESS THAT YOU HAVE DEVELOPED WILL HAVE
A POSITIVE IPAST ON IMPROVING STUDENT ACHIEVEMENT. DIRECTLY IDENTIFYING AND
ALLGOATRG REBCURCES THAT ARE DIACCTLY ALGNED WITH 'YOUR SCHOOL IMPROVEMENT
INITIATWES, PROVIDE TEACHERS THE MEGESSARY RESGURICES TO ACLOMPLISH THER
STATED INETRUCTIGNAL AND STUDENT ACHIEVEMENT GOALS

RECOMMENDED ACTIONS:

Work v YOUR LEAGESS]IF TEA TO ESTABLISH OPERATING PROCEQURES AND
AOUTIMES THAT CAEATE A SENSE OF ORDER AND GONSISTENCY it EXPECTED BEHAVIDR.
E!.‘SUQ.E THAT YOUS OFERATING PROCEDURES AD EXPECTATIONS ALIGN VAaTH DISTRICT
¥, USI: A TV GF COMIAUNICATION JCTLRES TO INFORAM TEACHERS,

S AND PARENTS OF THESE EXSECTA

w

REviEW ANT PEVISE YOUR STUDENT HARDEOOK.
REVIEW AND REVISE YOUR STAEF HANDEQCK,

ResouRces NEeoeb To CoMpLETE THESE ACTIONS:

SupsT E TEACHERS AVAILASLE FOR TACULTY/STAFE MEMGERS,

Evivence or DocumenTatioN THat May Be Useb to Support Ramines:

Principal Training

University/School Associations

Formal Evaluations

New Program Adoptions

Grade-Level Meeting Agendas

Progress Toward Achieving Goals

Student Handbook

Safety Plan

Budget Notebook

Student Support Plan

Recognition Events

Staff Handbook

Site Calendar

Master Schedule

Staff and Teacher Surveys

O Community Activities

J Student Achievement Meetings, Protocols, and Schedules
a
a
o

o000 000 0000000

64




T MeRELe P

A Puirposeful Gommun

members through agreed'Uppn f

a. Aftirmation: Recognizes and eelpbrates school accomplishment and acknowledges failures.

Devesorme

Proficenr

: AGCOMPLISHED

< DrsincusHes .

- {Comair Reaurgo) . |

Privately or individually
acknowledges successes
and failures of

4 Students.

A Teachers.

[A4 Staff.

{4 The school as a whole.

M Communicates the

nature of failures and the

need to take action to
address them.

..and

Publicly and fairly recognizes
the successes and failures of
¢ Students.
[ Teachers.
O Staff,
(A The school as a whale.

4 Communicates to

teachers and staff
actions taken and how
they contributed to
success or failure of

..and

Has a plan for systematically
and falrly recognizing
successes and failures of
4 Students.
[ Teachers.
O Staff.
4 The school as a whole.
[ Utilizes the recognition of
failure as an opportunity
to create demand for
improvement.

...and

Publicly interprets and
communicates

[ Failure as temporary
and spacffic.

[J Success as permanent
and pervasive.

O Uses successes and

failures to increase
the belief of teachers
and staff in their ability
to impact student

school initiatives. achievement.
b. Communication: Establishes strong lines of communication with teachers and among students.:
...and ...and ...and
a lmplemeqts a variety J Implements a variety [ Systemnatically monitors | ] Leverages
of strategies to of strategies to and takes steps to communications among
communicate with the encourage effective opsn improve communication and between stakeholder

teachers, staff, and the

larger school community.

Is accessible to some
staksholder groups.

communication between
and among students,
teachers, staff, and the
larger school community.

Is easily accessible to all
stakeholder groups.

structures within the
school.

Develops and monitors
effective systems and
protocols to enable
stakeholder groups

to communicate with
each other and with the
principal.

groups to increase
tha adoption of new
and innovative change
initiatives within the
district or school.

¢. Culture: Fosters shared bellefs and-a sense of community and cooperation.

[4 Demonstrates a belief
through words and
actions that teachers
and staff can impact
student learning and
achlevement.

Demonstrates an
understanding of

how unity of purpose,
teamwork, and
commitment to the work
are interrelated and
support the work of the
schoal,

)

..and

Is the driving force
behind a community-
wide belief that teachers
and staff can impact
student learning and
achievement.

Leads the development
of an understanding of
a unified purpose and

a shared vision for the
school.

...and

O Routinely and
systematically monitors
the leve! of collective
efficacy in the schoal.

Assures that unity of
purpose, teamwork,

and commitment to the
work are at the core of all
decisions, activities, and
initiatives.

...and

Leverages vicarious and
mastery experiences to
build collective efficacy
anound teacher and
staff ability to impact
student learning and
achievement.

(1 Monitors, evaluates,

and annually updates
the school’s purpose,
shared vision, and the
systems and procedures
that support the schools

purpose and vision.
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d. Input: Involves teachers in the design and impleimer_!tﬁtbn of important decisions. -

DeveLorma

PromcEnT

ACCOMPUSHED |

| Dsmeoses
“{Coment Reagiren) '

Ny Devonsmarn

 “{Consen Restnen) .

A Demonstrates an
understanding of the
impottance of providing
opportunities for
stakeholder input on

...and

[ Seeks input from and
provides opportunities
for stakeholder groups
to be involved in the
school’s decision-making

++..and

[J Creates opportunities
and sets expectations
for stakeholder groups
to assume meaningful
leadership and decision-

..and

[ Leverages stakeholder
group input in order
to create systems and
processes that support
rigorous education and

important issues and processes, making roles. relevant outcomes that
decisions. matter to all.
e. Relationships: Demonstrates awareness of the personal aspects of teachers and Statff‘
...and ..and ...and

4 Knows teachers and
staff on an appropriate
personal level in order
to keep informed about
issues within their lives
that may enhance
or detract from their
performance.

[4 Creates opportunities
for teachers and staff
to share personal and
professional aspirations,
prior experiences and
successes, interests, and
outside activities.

1 Acknowledges significant
events in the lives of
teachers and staff.

[ Identifies and uses
the collection of skills,
knowledge, and
interests teachers and
staff members bring
to thelr jobs to provide
opportunities for
professional growth.

O Strategically uses the
strengths and interests
of staff to significantly
improve student
performance.

f. Situational Awareness: Is aware 0

potential problams.

f the details and the undefaurrents In the running-of the school and:uses.this information

to address current and

¥ Understands the nature
and impact on the school
culture of informal groups
and relationships among
teachers and staff.

..and

J Recognizes and
addresses potential
conflicts and
undercurrents among
stakeholder groups, and/

..and

[ Implements strategies to
ensure that relationships
among formal and
informal groups impact
the school in a positive

«..and

[J Leverages opportunities
fo build and strengthen
trusting and productive
relationships in order to
strengthen the school’s

or issues in the school way. capacity to meet future
that could create discord. challenges.
g. Visibility: Has quality contacts and imqac;ﬁops with teachers and studants. 7
...and ...and ..and
Develops a systematic and Implements the strategic ) Uses classroom ¥l Has established a

strategic plan for visibility that
includes

[ Frequent visits to
clagsrooms.
A Frequent interactions

with all stakeholder
groups.

plan for visibility that includes
@ Frequent visits to
classrooms.

[A Frequent interactions
with all stakeholder
groups.

visitations and
interactions with
stakeholder groups to
reinforce the outcomes
that rnatter to all and the
overall purpose of the
school.

purposeful community
and developed
meaningful networks
and strategic alliances to
accomplish the school’s
goals.
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CoOMMENTS:!

CC}?\;‘MUNiC»\ﬂD-‘I 'S A COUAPLEY. AND OFTEN DFFICULT PROCESS, HOWEVER IT IS AN
ESSENTIAL RESPONSIBILITY. MN.‘Y ISSUES AIND PADBLENS CAN BE AVERTED AND

GUICKLY RESOLVED WHEN ORGANIZED STRUCTURES ARD PATTERNS OF COMIMURICATIGN
ARE CLEARLY DEFINED AND ADHERED TO. TEI\CHERS, STUDENTS AND PARENTS WILL
BEMERT FROM BETTER COIANMUMICATION STRUCTURES. SOME BENEFITS OF IMPIFOVING
COM #OATION SKILLS ARE! IMPROVED PROCUCTIVITY, BETTER PROBLEN SOMVING;
ENHAMNCED CREATIVITY AND EFFICIENCY; BETTER WORKING RELATICNS!IPS,; AND FOSTTRING
A STRONGEF SCHOOL CLTURE THAT EMPHASIZES i IPHOVING STUDENT PEAFORMANCE.,

REcoMMENDED AcTioNs:

CON\IENE A COMMITTEE COMPRISED G2 YOUR LEADEASHIP TCAM, STUDENTS AND PARENTS
TO ADGRESS THE GUAUTIES OF YOUR CURRENT COMMUNICATION PROGESSES. DETERMINE
YWHAT SYSTEMS ARE CURRENTLY MEETING THE DESIRED QUTCOME INTENDED BY YOUR
COMMUNIGATION PROGESSES. DETERMINE THE GAPS IN YOQUR CURRENT COMMUNICATION
PROCESSES. DEVELOP AMD IMPLEMENT SOME BASIC COMMUNICATION PROCESSES THAT
ADDAESS THE CCMMUNICATION GAPS.

Resources NEeDeD To CoMPLETE THESE ACTIONS:

Nowne

Evipence or DocumentatioN THat May Be Useo 1o Support RaTINGS:

{J School Vision and Mission Statements

Progress Toward Achisvement of Smart Goals
Staff Conference Agendas and Minutes

Staff Bulletins and Newsletters

Team Meseting Agendas

Teacher Survey Data

Community Survey Data

Identification and Use of Human and Fiscal Resources
PTA/Principal's Newsletter

Master Schedule

PTA Calendar

School Calendar

ELL Support Schedule

Faculty Meeting Agendas, Sign In Sheets, Minutes

Clear Vision and Mission about Improving Student
Achieverment

Student Achievement Data
Student Attendance Data
Teacher Attendance Data
Graduation and Promotion Rates

COoCC0C0 POoCODODOO0DOOCOOOD
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SaMPLE CoMPLETED PRINCIPAL SUMMARY EVALUATION WORKSHEET

This form is used to summarize self-assessment and evaluate ratings in preparation for the mid-year and summary evaluation
conferences. The principal and superintendent or designee independently complete the form by recording ratings of
individual responsibilities based on the ratings of practices collected on the rubric. Duting mid-year and summary evaluation
conferences, the principal and superintendant or designee will jointly complete the final version of this form and agree on the
final ratings.

Name of Principal: Date:
School: District:
Name of Evaluator: Title:
DISTINGUISHED i 4 / ; . / ; ./ g
AGCOMPLISHED ; . ' / | ./ : /
PROFIGIENT a4 ) v : .. -:-
Not ; : U r
v v v I | _ v v
DEMONSTRATED o e B 2
&
| ;
| 5@ 3 5
g o 3| BEL| 3 g £ 5
. g ﬁ 2] Co u;_' g S v @
g 2| 2 il : gl 5|2 £ g
g1 & 5| 2 gl €1 el 2| 2| 281 2 ol &1 w g & P O R
| 5| & 51 &) = s 51 2] 8| 85| 5] w g 2 8 1|24
= = =} ey = 3 ) & « b3 § 1z p:4 ol B ® g 4 Fo]
AHIEIHEH R HHEIEIFIIELE: slal gl Blz:]2
|8l E|l&|&] 2] Sl Bl sl 22| 8|&) S|lal |z % S| &l &
PurpPoseruL CoMMUNITY Mannging Criance . _ ' Focus of LeapersHip
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McREL s Pa : Svaren

SampLE CoMPLETED PRINCIPAL SuMMARY EvaLuaTION RATING FoRMm

This form is to be jointly completed by the principal and superintendent or designee during the Summary Evaluation
Conference conducted at the end of the year.

Name: Adam Strator

School: Demo District Schoal Year: 2010-2011
Evaluator: Greg Jones District: Generic System
Date Completed: Evaluator's Title: Executive Director of Schools

FRAMEWORK COMPONENT 1: PRINCIPAL LEADERSHIP RESPONSIBILITIES ASSOCIATED WITH MANAGING CHANGE

ELEMENTS

A. CHANGE AGENT: IS WILLING TO AND AGTIVELY CHALLENGES THE STATUS QUO.

8. FLEXIBILITY: ADAPTS HIS OR HER LEADERSHIP BEHAVIOR TO THE NEEDS OF THE CURRENT /
SITUATION AND IS COMFORTABLE WITH DISSENT,

C. IDEALS AND BELIEFS: COMMUNICATES AND OPERATES FROM STRONG IDEALS AND BELIEFS J
ABOUT SCHOOL AND SCHOOUING.

D. INTELLEGTUAL STIMULATION: ENSURES THAT THE FACULTY AND STAFF ARE AWARE OF THE MOST
CURRENT THEORIES AND PRACTICES AND MAKES THE DISCUSSION OF THESE A REGULAR ASPECT /
QOF THE SCHOOL CULTURE,

E. KnowLeDGE oF CuRrRICULUM, INSTRUCTION, AND ASSESSMENT: 1S KNOWLEDGEABLE ABOUT /
THE CURRENT CURRICULUM, INSTRUCTION, AND ASSESSMENT PRACTICES.
F. MONITOR AND EVALUATE: MONITORS THE EFFECTIVENESS OF SCHOOL PRACTICES AND THER /
IMPACT ON STUDENT LEARNING.
G. OPTIMIZE: INSPIRES AND LEADS NEW AND GHALLENGING INNOVATIONS. v
OveraLL RaminG FOR MaNAGING CHANGE v
COMMENTS: Evipence on DocuMentation THaT May Be Useb To SupPoRT RATINGS:

YOUR ABTY TO RECOGNEE 4D MAKE EFF
GRAUPS iV YOUR COMM:

yE USE OF THE VARIOUS STAKEHCLDER
& TV 1HAS PROVEN TO BE VALLIASLE 1N YOUR EFFORTS 70 J ELL Monitoring Notebook
INPLEVENT THE STRATEGIC MITATIVES OF THE DISTAICT. CONTINGING TO GHALLENMGE THE .
STATUS QUO AS AN EFFECTIVE CHANGE AGERT WILL INCREASE THE ABILITY OF YOUR STAFF Professional Development Plan

TO SUCCESSFULLY IMPLEMENT CHANGES QUICKLY AND MCRE EFFEGTIVELY. O Regular Feedback to Teachers and Staff Regarding
[} A GFFORT TO BRING YOUR STAKEHOLGER GROUPS TO A CLEARCR UNDERSTAIOING Performance

OF YOUR SCHOOL IMPROVEMENT EFFORTS IT IS EXPECTED THAT YOU WiLL SEEK TO USE
THE MOST CURRENT LITERATURE OM EFFECTIVE SCHOOLS AND SCHOOLING, BTELLEGTUAL ] Planning and Leading Professional Devebpment
STIMULATION PROVIDES THE OPPORTUNITY FOR STAKEHOLGERS AND FACULTY TO
UNDERSTAND THE RESEARCH THAT SUPPDRTS YOUR SCHUDL IMPROVEMENT EFFORTS. @ Classroom Walkthrough Data
ALDITIONALLY, SUCH UTERATURE CA STIMULATE COMVERSATIONS FOCUSED ON QO Monitoring Plan

IMPLEMENTATION STRATEGIES.

4 Operating principals and Working Agreements

I¥ 1S AECOMMENTED THAT YOU MEET WITH THE EXECUTIVE DIRECTOR OF STUDENT D

ACHIEVEMENT T3 DISCUSS ANG OBTAIM HER EXPERTISE REGARDING THE CURREMT D

RESEAACH ON THE CATCCONIES OF ISTAUCTIONAL PRACTICE, ADDITIGNALLY, CONSIDER
S HER FACLITATE A SESSIDN Wil YOU ANE vDUR LEADERSHIE TEAM TO GAIN A

RecomMeNDED AcTions:

ITIATIVE TO [MPL CHANGES WiLL MAKE 4

SNT PERFGRVANCE. HOWEVER, UNDERATANGING THAT YAUR

TS HAVE AND WILL CONTINUE TO HAVE AM IMPACT ON YOUR STAFF
PORTANT. YOU ARE CYPECTED TG TAKE INTO CONSIDERATION SECOND OROER CHANGE
IMPUCATIONS, TO MiIMIZE THE CONSEQUENCES OF 2ND OSDER iMPUCATION REOUIRES
SYSTEMS AND PROCEDURES TO ASSIST STAFF MEMBERS N TRANSITIONING FROR OLD WAYS
OF PRAGTCE T0O MOAE CURRENT PRACTICES

Resources Neepep To COMPLETE THESE ACTIONS:
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. FraMEwORK COMPONENT 2: PRINCIPAL RESPONSIBILITIES ASSOCIATED WITH FOCUS OF LEADERSHIP

ELEMéNrs

Deveiopng | Proficient

Aécomplished | Distinglished’

>

. GoNTINGENT REwaRDS: RECOGNIZES AND REWARDS INDIVIDUAL ACCOMPLISHMENTS.

v

=~}

. DisciPLINE: PROTECTS TEAGHERS FROM ISSUES AND INFLUENCES THAT WOULD DETRACT FROM

THEIR TIME OR FOCUS.

O

. Focus: ESTABLISHES GLEAR GOALS AND KEEPS THOSE GOALS IN THE FOREFRONT OF THE

SCHOOL'S ATTENTION.

o

. INVOLVEMENT 1IN CURRICULUM, INSTRUCTION, AND ASSESSMENT: IS DIRECTLY INVOLVED

IN HELPING TEACHERS DESIGN CURRICULAR ACTIVITIES AND ADDRESS ASSESSMENT AND
INSTRUCTICNAL ISSUES.

m

. ORDER: ESTABLISHES A SET OF STANDARD OPERATING PROCEDURES AND ROUTINES.

-

. QUTREACH: |5 AN ADVOCATE AND SPOKESPERSON OF THE SCHOOL TO ALL STAKEHOLDERS,

[n]

. RESOURCES: PROVIDES TEAGHERS WITH MATERIAL AND PROFESSIONAL DEVELOPMENT

NECESSARY FOR THE EXECUTION OF THERR JOBS.

OvenatL RatiNg For Foucus on LEADERSHIP

v

COMMENTS:

Dzveicping cLzan PROCEDURES ANG ROUT:INES ASSIST TEACHERS, STUDENTS AND
PARENTS IN UNGERSTANDING AND ADHERING TO RULES AND EXPECTATIONS. YOUR
CPERATING PROCEGURES WiL REDUCE ALABIGUITY AEGARDING EXPECTATIONS GF BEHAWCRA
AL PERFORMANCE AND CREATE A SENSE OF QRDER TO YOURA SCHOOL,

Tue BUDGET AND RESUURCE ALLOCATION PROCESS THAT YGU H‘A\‘E DEVELOPEDR WALL HAVE
A POSITIVE IMPACT OM IIAPROVING STUDENT ACHIEVEMENT. DiRECTLY IDENTIFYING AMD
ALLCCATING RESOURCES THAT ARE DIRECTLY ALIGNED WITH YOUR SCHQOL IMPAOVEMEMT
INITIATVES, PROVIDE TEACHERS THE HECESSARY RESOURCES TO ACCOMPLISH THER
STATED INSTRUCTIONAL AND STUSENT ACHIEVEMENT GOALS,

RECOMMENDED AcTiONS:

WORK 'WETH 'YCUR LEADERSHIP TEAM TG ESTASLISH OPERATING PROCEDURES AND
ROUTHES THAT CHEATE A SENSE OF ORDER AND GOMSISTEMCY IN EXPECTED BEHAVIOR.
ENsiRE THAT YOUR GPERATING PROCETURES AND EXPECTATIONS AUGN YATH DISTRIGT
v, Uss A VARETY OF COMMUNICATION STRUCTURES TG INFORM TEACHERS,

MTS AND PARENTS OF THESE CHPECTATIONS,

PUU

8T

REVIEYy AnD REVISE YOUS STUDENT SANDHOOK,

REviEYs AND NDVISE YOUR STAFF HANDBOOK.

Resources Neepep 10 CoMPLETE THESE ACTIONS:

SUBSTITUTE TEAGIIERS AVAILABLE FOR FACULTY/STAFF IEMBERS.

OO000O00REUOSECDCE0OBO0

Evipence or Documentanion THatr May Be Usep 1o Supront RATINGS:

Principal Training
University/School Assaciations
Formal Evaluations

New Program Adoptions
Grade-Level Meeting Agendas
Progress Toward Achieving Goals
Student Handbook

Safety Plan

Budget Notebook

Student Support Plan
Recognition Events

Staff Handbook

Site Calendar

Master Schedule

Staff and Teacher Surveys
Community Activities

Student Achievement Mestings, Protocols, and Schedules
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L Bawsmion S

' FRAMEWORK COMPONENT 3: PRINGIPAL RESPONSIBILITIES Associatep witH PurPoSEruL COMMUNITY

_ Etemens Developing | Profiaient *|-Agcomplished | Distindiished
A, AFFIRMA‘HON: RECOGNIZES AND CELEBRATES SCHOOL ACCOMPLISHMENT AND ACKNOWI EDGES /
FAILURES.
B. COMMUNICATION: ESTABLISHES STRONG LINES OF COMMUNICATION WITH TEACHERS AND AMONG /
STUDENTS,
G. CULTURE: FOSTERS SHARED BELIEFS AND A SENSE OF COMMUNITY AND COOPERATION, /

o

. INPUT INVOLVES TEACHERS IN THE DESIGN AND IMPLEMENTATION OF IMPORTANT DECISIONS,

m

. ReLanonsHIPs: DEMONSTRATES AWARENESS OF THE PERSONAL ASPECTS OF TEACHERS AND

STAFF.

F.

SITUATIONAL AWARENESS: IS AWARE OF THE DETAILS AND THE UNDERCURRENTS IN THE RUNNING

OF THE SCHOOL AND USES THIS INFORMATION TO ADDRESS CURRENT AND
POTENTIAL PROBLEMS.

. VisiBimy: Has QuALTY conTacTs AND INTERACTIONS WITH TEACHERS AND STUDENTS.

Overaw. RamiNg FoR PURPOSEFUL COMMUNITY v

COMMENTS:

CGMMUN!CATlON iS5 A COMPLEX AND OFTEN CIFFICULT PROCESS, HOWEVES [T IS AN
ESSENTIAL RESPO) Tr. Many ISSUES AMD PROBLEMS CAN BE AVERTED AND

CUICKLY PESOL/ED YAEN SRGANIZES STRUCTUAES AND PATTERNS OF COMMIS GCATION
ANE Ci £ F0. TE/‘\CHERS, STUDENTE SND PARENTS WiLL

TIER COMMUMICATION STRUCTURES. SOME BENEFITS OF IMPROVING
COMMUNICATION SKILLS ARE! IIMPAGYED PRODUCTIVITY; 2ETTER PROBLEM SOLVING;
ENHANCED CREATIWVITY ARD EFFICIENCY; BETTER WCRKING RELATIONSHIPS; AND FOSTCRING
A STRONGER SCHCOL CULTURE THAT EMPRASIZES IFAPROVING STUDEMT PERFORMANCE,

RecoMMENDED AcTioNs:

CONVENE A COMMITTEE GOMPRISED OR YOUR LEADERSHIP TEAM, STUDENTS AND PARENTS
TO ADDRESS THE GUAUTIES OF YOUR CURRENT COMMUNICATION PROCESSES. DETERMINE
WHAT SYSTEMS ARE CURAENTLY MEETING THE DESIRED QUTCGNME INTENDED SY YOUR
COMUUNICATION FROCESSES. DETERMINE THE GAFS IN YOUR CURRENT COMMUNICATION
PROZESSES. DEVELOP AND IMPLEMENT SOME BASIS COMMUNICATION PRCCESSES THAT
ADDRESA THE COMIMUNICATION GAPS.

Resources Neepep 1o CompLETe THESE ACTIONS:
Nore

Evioence or DocumenTarion THAT May Be UsSeD To SuprorT RaTNGs:

School Vision and Mission Statements

Progress Toward Achievement of Smart Goals
Staff Conference Agendas and Minutes

Staff Bulletins and Newsletters

Team Meeting Agendas

Teacher Survey Data

Community Survey Data

Identification and Use of Human and Fiscal Resources
PTA/Principal’s Newsletter

Master Schedule

PTA Calendar

School Calendar

ELL Support Schedule

Faculty Meeting Agendas, Sign In Sheets, Minutes

Clear Vision and Mission about Improving Student
Achievement

Student Achievement Data
Student Attendance Data
Teacher Attendance Data

oo OJodopePeO00000c0d

[ Graduation and Promotion Rates

a
a
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Nea

Principal Evaluation

25%  Purposeful Community

25% Managing Change

25%  Focus of Leadership

10%  Student Learning Data (Accountability A-F Grade)

15%

Administration Goals/Objectives

100%

Calculations

Leadership Outcomes Rubric (75%)

Effectiveness Rubric: This score is obtained from the evaluation rating from the McREL’s Principal Evaluation
Rubric. The process for determining this is outlined below.

| Adm. Evaluation Evaluation *Conversion Weighting Composite Score
Rubric Rating Score by Standard
Purposeful 25%
Community -
Managing 25%
Change
Focus of 25%
Leadership
*Overall Rating 75%

*Conversion Score: Not Demonstrated = 0, Developing = 5, Proficient = 10, Accomplished = 15, Distinguished = 20

*Expectations *Category *Points
Distinguished/Accomplished | Highly Effective 4
| Proficient Effective 3
Developing Improvement Necessary 2
Not Demonstrated Ineffective 1

Student Learning Data — Accountability A-F Grade (10%)

Accountability A-F Grade: The Accountability A-F Grade is obtained through its own rating process that
incorporates growth and achievement. This rating is available through IDOE in August of each year to include
in the evaluation. It is weighted at 20% of the principal’s or administrator’s comprehensive rating in this

example.
A-F Grade Category Points
A Highly Effective 4 |
B Effective 3
C Improvement Necessary 2
DorF Ineffective 1




Principal Goals/Objectives (15%) — Based on McREL Self-Evaluation

This is an opportunity for the principal to focus on individual goals/objectives identified by the self-evaluation
process and mutually agreed upon by the administrator and the superintendent. It is weighted at 15% of the
administrator’s comprehensive rating.

The guidelines for the Principal Goals/Objectives are as follow:

1. Must be written to ensure future reference.
2. Must be collaboratively set by the administrator and their evaluator.
3. Must be measurable.
4. Must represent no more than two goals.
5. Must be established with reasonable time frames for completion.
Expectations Category Points
Exceeds all goals Highly Effective 4 ]
Meets all goals, may exceed Effective 3
one | -
Meets only one goal Improvement Necessary 2
Meets no goal Ineffective 1
Computing the Score
Rating Category Score #1, 2, 3 Weight Score
) Rating or4
Leadership 0.75
Outcomes — Rubric ]
Accountability A-F 0.10
Grade
Administrator 0.15
Goals/Objectives
Comprehensive
Effectiveness
Rating
Scale
Categories
Ineffective Improvement Effective Highly
Points Necessary Effective
1.0 1.75 2.5 3.5 4.0
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The 2012 revision of the Superintendent Evaluation Manual has been carefully reviewed and is being
offered to school boards and superintendents as a viable process to conduct a meaningful and formative
evaluation of the professional performance of public school superintendents throughout Indiana. This
manual provides a complete process for the superintendent evaluation, but should be considered to be a
reference, or a guide to that process. Additional assistance may be obtained from ISBA or IAPSS. The
material contained in this manual is the result of the research, discussions, and conclusions expressed by
the joint revision committee representing ISBA and IAPSS.

The revision committee extends our appreciation to the Indiana Department of Education for their support
and to Dr. Dennis Brooks for his contributions to this effort.

The revision committee members:

ISBA: Dr. Michael Adamson — Director of Board Services
Lisa Tanselle, Esq. — Staff Attorney .
IAPSS:  Dr. Thomas Little — Superintendent, M.S.D. of Perry Township
Dr. Kevin Caress — Superintendent, Clark Pleasant Community School Corporation
Dr. Sherry Grate — Superintendent, DeKalb County Central U.S.D.
Dr. Scott Hanback — Superintendent, Tippecanoe School Corporation



Purpose and Value of Evaluation

The superintendent evaluation is one of the fundamental responsibilities of the school board.
However, with the 2011 adoption of IC 20-28-11.5-4, regarding annual performance evaluations for
certificated employees, there is an even greater reason for careful consideration when selecting an
evaluation instrument, as well as how the entire evaluation process is conducted. Critical to this exercise
is a mutual understanding of the value and overall purpose of the evaluation process.

This manual provides both school boards and superintendents a structure they may follow and an
evaluation instrument that satisfies the Indiana Department of Education (IDOE) expectations that are
defined in the “Indiana Content Standards for, Educators: School Leader — District Level” (See Appendix
A). Personalities and personal relationships are largely removed from the process with the emphasis
placed on the professional attributes of the superintendent’s job performance.

The Indiana School Boards Association (ISBA) and the Indiana Association of Public School
Superintendents (IAPSS) endorse the IDOE position regarding superintendent evaluation which stresses
that,

The development of robust superintendent evaluations is important because the success of the
evaluation of Indiana’s teachers and principals may depend on strong accountability for district
leaders. Superintendents can make a better case for holding educators to high levels of
accountability when they themselves are being judged based on student outcomes and Indiana’s
educators are more likely to accept strong accountability when they see themselves as being part of a
broader system that has rigorous criteria built into it from top to bottom.

An evaluation instrument adopted by a local school board may cover a range of attributes in several
categorics; however, every evaluation instrument must minimally be able to show compliance to the State
Standards for School Leaders — District Level. To that end, the proposed evaluation process contains
proficiency elements that address the following state standards:

1. Human Capital Management.

2. Instructional Leadership

3. Personal Behavior 3
4. Building Relationships

5. Culture of Achievement

6. Organizational, Operational, and Resource Management

Additionally, the evaluation contains:
1. Instructions and directions for the evaluators (school board);
2. Clearly stated performance expectations based on professional standards and as defined in leading
research by educational leadership authorities;
3. A means to measure individualized goal and/or objective performance;
4. Student growth criteria; and,
5. A section that provides instructions to superintendents on preparation for the evaluation process.

Lastly, there are guidelines for boards and superintendents to effectively weigh various elements of the
evaluation in consideration of the range and scope of superintendent responsibilities, depending on the
size of the school corporation, number of subordinate administrators, past performance, etc.



It is important to stress that evaluations should predominantly be limited to an objectively measurable
criterion, illustrated by such things as work samples, observations, reports, and conferences with the
superintendent. The objective is for the evaluation to support the process for improvement and goal
attainment, as well as to encourage the continuing evolution of professional growth.

This evaluation is formative in substance, identifying areas where job performance can be improved
through intentional activities that support and enhance the superintendent’s job performance. The
evaluation is not simply a summative review of what did or did not happen according to plans.
Consequently, it is important to allow for some flexibility in the process, remembering to differentiate
between those goals that can are reasonably expected to be achieved and those goals that are more subject
to circumstances beyond the superintendent’s ability to control.

The school board should strive to accomplish the following objectives through the evaluation process:
1. To clarify the superintendent’s role as seen by the board;
2. To develop a harmonious working relationship between the board and the superintendent;
3.  To encourage job performance improvement and develo pment; and
4. To establish goals and objectives for the future.

Strengthening the board/superintendent relationship is vital to the continuing health and productive
performance of a school system’s leadership team. Consequently, the superintendent should be an active
participant in the evaluation as well as establishing the performance goals and a method of monitoring
and reporting his or her progress to the board at regular intervals throughout the year.

The evaluation process is not an exercise that that can be accomplished without considerable thought and
effort. Board members and superintendents must become familiar with the process, adapt and apply the
performance criteria to the expectations and responsibilities of the superintendent and the needs and
character of the school corporation. A good evaluation process, carefully administered and completed, is
not only a record of annual performance, but is both a necessary and constructive accountability tool for
school boards and superintendents.



Different Evaluation Instruments

he school board is responsible to choose an evaluation instrument that meets the school corporation’s

needs. Developing or choosing the right evaluation form is as important as writing a comprehensive
job description. Certainly, the board should select an evaluation instrument that best represents both the
board and the superintendent’s interests, but it must also meet the criteria for evaluation of certificated
employees established by IC 20-28-11.54 (see Appendix C).

The goal of the evaluation instrument should be to objectively measure performance characteristics that
reflect the priorities jointly established by the board and superintendent, as well as to assess a
superintendent’s performance in critical areas of job performance. Additionally, the evaluation
instrument should be reasonably easy to use.

It is important to remember that the purpose of the superintendent’s evaluation is to determine how the
superintendent is performing his or her duties and responsibilities as objectively as possible, nothing else.
Its purpose is to evaluate professional performance only!

The board should always include the superintendent in the evaluation process. It is a fairly common
practice for a superintendent to complete a self-evaluation, using the same evaluation instrument as the
board, with the results of that self-assessment shared with the board after their assessment is completed.

Selecting the best evaluation form, one that meets the board’s purposes, is mutually acceptable, and
reasonably easy to use, is worthy of expending the time necessary to choose or develop. There are many
types of instruments readily available; however, most do not meet the current intent of evaluations as
defined in Indiana statute (see Appendix C). If an evaluation instrument meets the requirements of your
corporation, it is perfectly acceptable to use it as is. However, it is permissible and in some cases
preferable, to customize a form to more accurately reflect the mission of your individual school
corporation.

Choosing the correct evaluation form and type should not be done solely by the board, or solely by the
superintendent. It is important that choosing the evaluation instrument and devising the performance
criteria be a joint activity between the board and superintendent. Each has a vested interest in the tool and
if all parties are comfortable with the procedure, the results of the evaluation will be more beneficial and
will focus on ways to enhance job performance. -
Various evaluation instruments have been commonly used in the superintendent evaluation process and
school boards are responsible for choosing the evaluation type and process that best fits their purposes
and the criteria that is now in statute. The more common of these evaluations types are explained below:

The Rubric Instrument

An increasingly popular evaluation method is a rubric evaluation instrument. This method is commonly
utilized by classroom teachers as a means of objective course and assignment evaluations. More
recently, the rubric style of assessment has been modeled by IDOE in their RISE rubric evaluation, an
evaluation instrument for school corporations” use in teacher and principal evaluations.

The merit in using a rubric instrument is that each indicator, question, skill set, or attribute is assigned
values that describe various levels of performance or compliance. It is scored similar to Likert scale
models, but instead of a number or letter with a subjective value, each performance level has an
accompanying description that clearly defines the performance attributes that should be present for each
indicator being assessed. ;



The rubric provides excellent formative evaluation information that is especially beneficial to continuous
improvement goals. One of the difficulties with this instrument is that formulating the instrument is a
research-based activity that is probably best facilitated by an outside consultant.

The Likert Scale Instrument

The Likert Scale instrument is one of the more common approaches used in superintendent evaluations.
In this summative process, the evaluation consists of a list of responsibilities and tasks that are to be
ranked, using a scale to indicate the superintendent’s performance. Often there is a space for comments at
the end of each category to permit the board to describe performance areas where they would like to see
improvement and to identify areas where they believe the superintendent excels. This counters feelings
that the evaluation is based on a series of subjective opinions. This evaluation instrument can be
completed by the board individually and then averaged, or as a group by reaching consensus. Some of
the advantages of the checklist instrument are;

L. It allows board members to use a numerical scale to evaluate how well the administrator is
performing his or her duties;

2. It allows board members to give a priority ranking to the various tasks; and

3. It helps the board reach consensus regarding satisfactory or unsatisfactory assessments.

Some instruments have an additional scale for each category, asking board members to indicate their level
of understanding or proficiency in each evaluation category. This adds an element of fairness to the
evaluation by allowing a board member who does not thoroughly understand a particular performance
category to be exempted from assessing the superintendent’s skills in that area. Similarly, the additional
scale may be used to evaluate a board member’s perception of a category’s value to the superintendent’s
overall job performance. This allows performance in areas deemed more critical to receive a stronger
focus in the evaluation. '

The Attribute Instrument _

The short question and answer format consists of a few simple questions or statements that focus on the
superintendent’s basic responsibilities and how well he or she is fulfilling these responsibilities. Some
questions frequently used are:

What are the primary responsibilities of the superintendent?

Which of these responsibilities has the superintendent done well?

What could the board do to help the superintendent improve job performance?
What could the superintendent do to improve the school system?

B

Board members should have the superintendent’s job description to review as they answer these questions
to assure their assessments reflect the responsibilities assigned by the job description.

Having the superintendent complete the evaluation from his or her perspective is also valuable for
discussion purposes when the superintendent meets with the board to discuss the evaluation.

In this format, a designated board representative should act as the evaluation chairperson to record board
consensus regarding job performance and targets for the superintendent in the upcoming year.

The Narrative Instrument

The narrative instrument requires the superintendent to write an assessment of his or her performance for
the past year, relying on all the major performance responsibilities contained in the superintendent’s job
description. '



The board is responsible to review the assessment and to respond with its own report, emphasizing areas
of agreement and outlining any disagreements, including proposing areas for improved job performance.



The Indiana Superintendent Evaluation
Process

SBA and IAPSS are recommending the Indiana Superintendent Evaluation Process to all school boards
and superintendents to consider using for superintendent evaluations beginning with school year 2012-
13. The Indiana Superintendent Evaluation Process has three primary components:

1. The Evaluation Instrument (Rubric)
2. Superintendent Goals and/or Objectives (Minimum of two per year)
3. The Corporation Accountability Grade (A — F)

Most importantly is that this evaluation process completely meets the requirements of the General
Assembly’s intent in IC 20-28-11.5-4.

Setting the Evaluation Metrics Percentages

he evaluation metrics are critical to the process and must be taken seriously. The percentages

represent the weight that is to be given to each of the three evaluation categories: the rubric, goals
and/or objectives, and corporation accountability grade (see Figure 6). Obviously, if the entire process
represents 100%, then each of these categories individually represents a value less than the total. All
three percentages must have a combined total of 100%.

Figure 6 — Metrics Percentages

The advice of ISBA and IAPSS is that the greater weight of evaluation should always be placed in the
rubric. Neither goals and objectives, nor accountability grades should be weighed more than the rubric
assessment. Additionally, it is highly recommended that no category be weighed at 0% of the fotal. The
evaluation is about accountability and it is never advisable to misrepresent the importance of key
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performance measures to unfairly skew evaluation results. However, it is recognized that flexibility is
important; it will be more important to some boards for their superintendent to fulfill goals and objectives
than for him or her to spend as much time to improve the corporation accountability grade, especially if
the corporation has processes and procedures in place for the school that supports higher accountability
grades. Other boards will feel just the opposite.

Consequently, it will be important for every school board and their superintendent to spend some time
discussing the weights of each category, to arrive at a defensible position for the weight that will be
applied to each category. Most importantly, category weighting should be determined at the beginning of
each evaluation period and not be altered without official board action.

The Evaluation Rubric

The rubric consists of 25 questions distributed within the six primary categories reflected in “Indiana
Content Standards for Edutators: School Leader — District Level.” Each of the six categories has
between two and six indicators that describe a specific performance to be evaluated. Next to each
indicator, there are four performance descriptions: Highly Effective, Effective, Needs Improvement, and
Ineffective, which describe varying levels of performance (see Figure 1).
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Figure 1 — Rubric indicators and performance descriptions

The board member reads the indicator and, after reviewing the objective evidence of performance
provided by the superintendent in his or her annual performance portfolio, marks the appropriate level of
performance on the corresponding Rubric Score Sheet (see Appendix D). See Figure 2, below.
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Figure 2 — Rubric score sheet
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Performance-Based Goals / Objectives

Formalizcd evaluations give boards an opportunity to provide guidance to their superintendents
regarding desired changes in the area of job performance, as well as the reinforcement of existing
strengths that serve the school corporation. Plus, it is an opportunity for the superintendent and school
board to discuss formative improvements.

It is extremely important that everyone is working toward the same goals. School boards and
superintendents cannot achieve corporation goals if the board and the superintendent are working at cross
purposes, or if the superintendent does not have a clear vision of where the school corporation should be
headed. What are the priorities? What are the guidelines?

Consequently, it is critical that the superintendent be involved throughout the process of setting his or her
annual performance-based goals. There are a number of ways to approach this activity, but the most
effective way is to do it jointly. After performance objectives have been identified, the superintendent
should draft a set of goals to meet those objectives. It is wise to have the superintendent also incorporate
actions steps that include scheduled feedback to the board at regular intervals throughout the year.

Little will be accomplished unless the board gives clear guidance to the superintendent regarding specific
objectives and/or goals to pursue. An effective evaluation process not only suggests the importance of
individual objective and goal performance but includes it as an integral part of the overall evaluation
process.

It is critical that boards work with their superintendent during this stage of the evaluation process to
establish mutually agreed upon goals and objectives. The superintendent serves as the board’s
educational expert and should be the primary author of objectives and goals, but board members need to
also be included in the formative stages of that the process. Objectives and/or goals are the primary
ingredient in the evaluation process. If the superintendent’s goals are not determined, the evaluation
process is ineffective. Assuming that objectives and/or goals are in place, some guidelines to follow
include:

Be sure the objectives and/or goals are:

< Written
This is the only way to ensure future reference to the goals and to avoid disputes regarding what was
said. The goals should be stated in a manner that allows the board to monitor the superintendent’s
progress. Be as specific as possible regarding what you want to achieve. Avoid generalities and
broad, sweeping statements. ‘
Measurable
When and how will you know the superintendent has achieved the established performance targets?
< Attainable
Do the goals you are asking the superintendent to achieve relate to the overall mission of the school
corporation? Goals that are unimportant, or irrelevant, defeat the purpose of performance evaluations.
Do not ask the superintendent to spend time pursuing something that is not really important to your
school corporation.
< Established with reasonable time-frames for completion

X3
oo
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When does the board expect the goals to be achieved? Establish deadlines and ask for periodic
progress repotts to determine whether the action plan is proceeding as planned. However, do not
over-burden the superintendent to the degree that goal-reporting interferes with his or her normal
duties and do not expect all goals to be completed at the same time. Some goals are and need to be
ongoing. For those goals that may be extended for more than one evaluation period, it is critical that
planned progress towards goal completion be monitored and the evaluation be based on that progress.
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The superintendent should report his or her progress at various intervals throughout the year; however, a
summary report should be prepared for the board prior to the annual evaluation. The process
recommends a minimum of two goals and/or objectives per evaluation cycle, but the number may exceed
two. The evaluation process form atlows for up to six (see Figure 3). Each goal and/or objective is

" evaluated as Highly Effective, (exceeding its target), Effective, (met its target), Needs Improvement, (met
a portion of its target), Ineffective, (failed to meet its target), after which it is scored based on a scale of 1-
4, with 4= Highly Effective, 3= meeting all targets, perhaps exceeding in some, 2= mecting half of the
targets, and 1= meeting less than half of the targets. The final score (1-4) is placed in the box next to the
Goals/Objectives Score.
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Figure 3 — Superintendent Goals/Objectives

It is important that the goals and/or objectives and their measurement criteria be defined sufficiently to
eliminate any subjectiveness in the assessment regarding completion or progress to completion. Vague
goals and/or objectives, or insufficient milestones to mark progress towards completion, will hinder the
process and drive subjectiveness into the evaluation that will make scoring difficult, if not impossible, to

justify.

The Superintendent Goals / Objectives worksheet computes a rating for each goal based upon the average
of all board members’ scores. The numerical value of the ratings is computed in the Goals/Objectives
Score and the results tabulated in the Process Evaluation Workbook (see Figure 4 — Supt. Goals &
Objectives).
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Figure 4 — Supt. Goals & Objectives

Corporation Accountability Grade

he accountability grade is the overall corporation’s overall grade in English and Math achicvement as
assigned by the IDOE. This grade appears as an “A” through “F” and each grade has a
corresponding point value. The numerical equivalent for each grade is: “A” =4, “B” =3, “C” =2, “D” or
“F” =1 and these grades are available from the IDOE in August of each year for the previous year’s
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progress. Consequently, while the rubric and goals and objectives categories can be assessed earlier, the
final evaluation rating will have to wait until the accountability grade is available to add to the overall
evaluation rating.

When the accountability grade is available, it is to be entered in the process analysis workbook in the
Accountability Grade sheet. See Figure 5.

Figure 5 — Accountability Grade

Once the grade has been entered, the corresponding point value is automatically entered in the Auto
Metrics Summary worksheet.

Following this basic process will enable the school board to deliver a responsible annual performance
evaluation of the superintendent. However, it warrants repeating that a clear, initial understanding of the
goals and/or objectives criteria for performance will expedite the process, as well as an understanding of
the evidentiary data to show the level of compliance in response to the rubric questions.
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Superintendent Preparation

Preparatiou for the evaluation should be an ongoing activity, beginning at the start of the evaluation

period and concluding at the formal evaluation. This format is foreign to many administrators, but

especially those who have not been accustomed to regular evaluations or who have only received verbal
affirmation of their performance from year-to-year.

It is critical that the superintendent communicate with his or her board prior to the beginning of the
evaluation period. First, performance goals and/or objectives must be identified for the evaluation period.
Most often, these recommendations will come from the superintendent, but the board may also contribute
their ideas and suggestions to the process. A minimum of two goals and/or objectives are recommended
during each evaluation cycle along with the criteria upon which the board can objectively ascertain
performance progress. Secondly, the superintendent and school board must determine the wei ght of each
of the three evaluation performance areas, the rubric, goals and/or objectives, and corporation grade rank.

Additionally, if there are areas within the rubric where it is unclear what documentation the
superintendent should provide as evidence of performance, those areas should be thoroughly discussed
and consensus reached regarding the evidence the board will accept as evidence of performance.

Finally, the superintendent and board should discuss and agree upon the method of providing the
supporting evidence for the final evaluation. One suggestion is for the superintendent to maintain a
performance portfolio with documents catalogued according to category and indicator. Maintaining a
performance portfolio throughout the year assures that the documentation is readily available for the
board’s review at the end of the evaluation period and can be assembled for board review with minimal
effort.

There is nothing that precludes a school board or a superintendent from engaging in an interim evaluation
at a mid-point in the evaluation period. In fact, it is strongly recommended if the superintendent is new to
the corporation or to the position. An informal, mid-term evaluation is an effective means of providing
good feedback regarding performance, making sure that goals and/or objectives are progressing to
expectation, or to address specific concerns or questions by either the superintendent or the school board.

Most importantly is that once the evaluation criteria has been established and the evaluation period
begins, the criteria should not be changed without the express consent of both the superintendent and the
school board. s .
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Board Member Preparation

The key to preparing a high-quality evaluation is the conscientious participation of every member of
the school board. Furthermore, it is impossible to conduct a thorough and complete superintendent
evaluation without members’ intentional preparation and the allocation of more than a few brief minutes
to conduct the evaluation. Board members should be prepared to thoroughly review the superintendent’s
performance evidence against the rubric descriptions and/or agreed upon criteria for each indicator and
for each goal or objective in the evaluation.

It is importaat that the board clearly establish its expectations at the beginning of the evaluation period
regarding how the evidence of performance is to be presented to the board for its review. To facilitate
this process, it is suggested that the board and superintendent work collaboratively to develop the review
criteria to insure that there are no misunderstandings regarding how and when the superintendent is to
provide the performance evidence to the board for this annual evaluation.

Keep in mind that the process goal of this evaluation is to is to yield an objective evaluation. To that end,
the rubric instrument helps to insure that the superintendent is being evaluated against objective criteria
that can be supported by documentation representing the evidence of his or her performance. In today’s

_current educational climate and increasing demands for greater transparency and accountability, the
superintendent’s evaluation is one of the most effective ways for the school board to validate its support
of the superintendent’s leadership of the local school corporation.

Lastly, the annual evaluation process should not reveal any surprises to either the superintendent or the
school board. School board members should not attempt to use the evaluation process to forward a
personal agenda or to subjectively rank the superintendent’s performance to the evaluation criteria for
ulterior motives. '



17

The Evaluation Schedule

The frequency of evaluation has been defined by statute to be annually, but the actual time of the year
can be set to a mutually satisfactory time that appropriately aligns with the board’s and
superintendent’s schedules. Most boards utilize the time between school dismissal in the spring and the
beginning of the fall term to conduct the evaluation. Regardless, once the annual time for evaluation has
been established, every effort to maintain that schedule should be taken.

The following are the steps to be included in the evaluation timeline:
» Step 1l
* The board and superintendent meet at the beginning of the evaluation period to establish
the evaluation metrics percentages for the evaluation instrument, the corporation
accountability grade, and the superintendent’s goals and/or objectives. The combined
total must equal 100%, but the percentages of each are to be determined locally between
the school board and the superintendent.
*  Once established, the board president enters these percentages into the Metrics
Percentages worksheet of the Excel Process Analysis Workbook.
> Step2
* The board president provides each member with a rubric score sheet
* The superintendent delivers his or her performance portfolio to the board for their
reference in completing the rubric score sheet.
» Step3 : ‘
*  The board president inputs the information into the General Data worksheet of the Excel
Process Analysis Workbook.,
= The board president collects the individual members’ rubric score sheets and inputs their
results into the Evaluation Summary and Supt. Goals and Objectives worksheets in the
Excel Process Analysis Workbook.
> Step4
* The board president inputs the school corporation’s accountability grade into the
Accountability Grade worksheet in the Excel Process Analysis Workbook. (Note: this
grade is not available from the Indiana Department of Education until August of each
year.)
» Step5
*  The board president prints the Auto Metrics Summary worksheet of the Excel Process
Analysis Workbook.
* All board members sign the completed assessment
> Step6
*  The superintendent is presented with the evaluation summary a minimum of one week
prior to the evaluation meeting with the school board.
> Step 7
*  The board and superintendent meet in executive session (if desired) to provide
clarification or ask any questions regarding the superintendent’s performance.
= A copy of the evaluation is placed in the superintendent’s file.

It is understood that the evaluation process has been the topic of a thorough discussion between the
superintendent and the school board at the beginning of the year or the period to be evaluated, that
superintendent goals and/or objectives were identified at that time, and nothing is being invented
immediately prior to conducting the evaluation.
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Every board member should dedicate sufficient time to complete the evaluation process. It is important to
remember that, in addition to being a requirement by statute, the purpose of the evaluation is two-fold:

1. To provide the superintendent with a formative evaluation of his or her performance that is based
on objective data.

2. To promote the accountability of both the school board and the superintendent through the
evaluation process.

This process requires more than a cursory overview to complete, yet board members do not need to be
educators to understand and perform the superintendent’s evaluation responsibly and effectively.
Likewise, superintendents who are unaccustomed to a rubric type of evaluation process will need to adapt
to this model of evaluation and a new process for providing evidence of performance. Ultimately, the
process will become second-nature; it will become standard. However, it is what is needed in today’s
educational environment and as a response to increasing demands for accountability.
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APPENDIX A

Indiana Content Standards
for Educators

SCHOOL LEADER-DISTRICT LEVEL

leadership and advance a rmew and powerful vision of superintendent effectivenress. The standards
define those skllis and abilities that district leaders must possess to produce greater levels of success
for all students. Bringing significant improvement to student achievement and building feader
efhcﬁvmmnd requires an unapologetic focus on the superintendent's role as driver of student growth
and achlevement.,

The standards provide a basis for professional preparation, growth, and accountabllity, However, the
standards shauld not be vlawedasutdsmmennsehes rather, they provide clarity for district leaders
ammmmmmmmmmdammstmmmmwmm
elfectiveness outcomes.

Pacamber 2010
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School Leader—District Level
Educator Standards

The Indiana stardards for School Leader—District Level consist of "core™ and "supplementary”
content and skills. In this document; content and skills considered "core” are indicated with
bold text. Supplementary content and skills are indicated with nonbold text. It should be noted
that all of Standard 6 is supplementary, Induding both the standard and the éssential elements
of knowledge within the standard.

Standard 1: Human Capital Management

School district leaders use their role as human caplital manager to drive Improvements-in bullding
leader effectiveness and student &chievement.

Standard 2: Instructional Leadership:

School district leaders are acutely focused on effective teaching and learning, possess a deep and
comprehensive understanding of best instructional practices, and continuously promote activities
that contribute to the academic success of all students.

Standard 2; Personal Behavior :
School district leaders model personal behavior that sets the tone for ail student and adult
relationships:in the district.

Standard 4: Building Relationships
School district leaders build refationships to ensure that all key stakeholders work effectively with:
each other to achieve transformative resuits,

Standard 5: Culture of Achievement
School district leaders develop a districtwide culture of achlevement aligned to the distrigt's vision
‘of success for every student. '

Standard 6: Organizational, Operafional, and Reseurce Managernent

School district leaders teverage organizational, uperational, and resource management. skifls: to- support district
improvement and.achieve desired educational outcames, r
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School Leader—District Level
Educator Standards

Standard 1 Ruman Capital Management
School district leaders use their role as human capital manager ta drive improvements in bullding
leader effectiveness and student achlevement, including:

B BREEEKE

recruiting, hiving; assigning, retaining, and supporting effective building leaders who share
the district’s vision/mission

prioritizing the evaluation of building leaders over competing commitments and using
evaluation systems that credibly differentiate the performance of building feaders

ensuring that principals prioritize teacher evaluation over competing commitmentsand use
teacher evaluation systems that credibly differentiate the performance of teachers
orchestrating aligned, high-quality coaching; workshops; team meetings; and other
professional learning apportunities tuned to staff needs based on student performance
designing and implementing succession plans (e.g., career ladders) for every position in the
district, and providing formal and informal opportunities to mentor emerging leadérs and
promote leadership and growth

delegating tasks and responsibilities appropriately to competent staff members, monitoring
their progress; and providing support as needed

counseling out or recommending the dismissal of ineffective building leaders, and ensuring
that building leaders counsel out or recommend the dismissal of ineffective teachers,
carefully following contractual requirements

strategically assigning building leaders and other staff to support district goals and maximize achievement
for all students
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School Leader—-District Level
Educator Standards

Standard 2 Instiuctional L.eadership

School district leaders are acutely focused on effective teachinq and learning, possess a deep-and
wvaomprehensive understanding of best instructional practices, and continuously promote activities
‘that contribuste 1o the academic sticcess of all students, Including:

22
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cultivating commitment to and ownership of the district's instructional vislon, misslon,
values, and organizational goals, and énsuring that all key decisions are aligned to the vision

planning, organizing, supervising, arid supporting a rigorous district instructional program based on
research-supported best praciices regarding curriculum, Instruction, and assessment

using student performance data to evaluate instructional quality, and regularly’ pmvudlng
school leaders and staff with prompt, high-quality feedback aimed at improving student:
outcomes

establishing a culture of collaboration in which teamwork, réflection, conversation, sharing,
openness, and probiem solving about student learning and achievement are aligned to:clear
instructional priorities

ensuring the use of practices with proven effectiveness in promoting academic success for students with
diverse characteristics and needs, induding English Learners and students with exceptionalities, including
high-ability and twice exceptional students:

promating the sanctity of instructional. fime, and ensuring that every minute is maximized in the:service
of student leamlng and achlevement _

Standard 3; Personal Behavior

School district feaders model personal hehavior that sets the tone for all student and adult
relaﬂonshlps in the district, Including:

E‘;EEB!:?

modeling professional, éthical, and respectful behavior at all imes and expecting the'same
behavior from others

establishing yeardy, monthly, weeldv, and daily priorities and objectives, rélentiéssly keeping
the highest-leverage activities front and center

actively soficiting and using rudbad: and help fram all key'stakéhdlders in order to drive
. Qe s

golng above nnd beyond typical expectations to attain goals, taking on woluntary
responsibiiities that contribute to district success, and taking risks to achiave results
using reflectfan, selfmreim, anigolrig. learning; ane resiliency t increase effectiveness in leading
district imprevement efforts
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School Leader—District Level
Educitor Standards

Standard 47 Building Relationships
School district leaders:build relationships:to ensiire that all key staksholders work effectively with

each other to achieve transformative results, indudings

ad
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establishing an organizational culture of urgency in which building leaders, students,
parents/guardians, teachers, staff, and other key stakeholders relentiessly pursue academic
and behavioral excellence

skillfully and clearly cormmunicating district goals, needs; plans, and successes (and failures)
to all stakeholders (e.g., school board members, building leaders, students, teachers,
parents/guardians, the central office, the community, businesses) using a variety of means
(e.g., face to face, newsletters, Web sites)

using effective strategies to forge consensus for change; manage and monitor change, and
secure cooperation from key stakeholders in planning and implementing change

working collaboratively with individuals and groups.inside and outside the system, striving for an
atmosphere of trust-and respect but never compromising in priortizing the needs of students
demonstrating awareness of the public and political nature of the school district leader position, and
deftly engaging the public in addressing controversial Issues

Standard 5: Ciiltiire of Achlevement
School district leaders develop a districtwide culture of achievement aligned to the district’s vision.
of succass for every student; including:

-5 !
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empowering building leaders, teachers, and staff to set high and demanding academic and
behagor expectations for every student, and ensuring that students are consisteritly
feaming

establishing rigorous académic goals and priorities'thiat are accepted as fixed and
immovable

orchestrating high-quality team collaboration to analyze Interim assessment results and
formulate action plans for immediate implementation

implemeniting systems to promote and:enforce individual accountabilfity for results

ensuring all students full and equitable access to-educational programs, éuiticila, and avallable suppoits
ensuring the use of positive and equitable behavior management systeris and the consistent:
implementation of rules-and routines

quiding building-level staff to bulld productive and fespectful relationstilps with' parents/guardians and
engage them in their children's learhing

developing family and community partnerships that increase actess to resources (e.g., dlassroom
volunteers, funds, equipment), as long as they clearly align with and do not distract from the district’s
goals for student growth and achievement
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School Leader-District Level
Educator Standards

Standard 6: Organjzatiorial, Operational, and Resource-Management

School district leaders leverage organizational, operational, and resource management skills to support district
improvement and achleve desired educational outcomes, induding:

&l

&

using data to identify needs and priorities within the. organization and to.address organizational barriers
to attaining student achlevement goals

using technalagical tools and systems to. facllitate communication and collaboration, ranage Informatior,.
and support, effective management of the.organkzation -

overseeing the tise of practices for the safe, effident, and effective operation of the district's physicat
plant, equipment, and auxiliary sesvices (e.g., food services, student transportatior)

planning, managing, and menitoring district budgets aligned to district improvement goals, and creatively
seeking new resources to support district programs and/or reallocating resources from programs
identified as ineffegtive or redundant

managing and supervising compliance with faws and regulations, such as those govemning buillding:
management and reparting; human resource management; financlal management; school safety and
emergency preparedness; student safety and welfaré; and the rights and responsibilities of students,
families, and school staff ’
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1.0 Human Capital Manager — The superintendent uses the -ti)le_

of human capital ma

improvements in building leader effectiveness and student achievement.

nager to drive

11 | The The supesintendent The superintendent The superintendent The
superintendent consistently considers an consistently considers | occasionally considers superintendent
effectively administaator’s effectiveness | an administrator’s an administrator’s rarely considers an
recruits, hires, as the primary factor when effectiveness as the effectiveness as the administrator’s
assigns, and recruiting, hiring, assigning, | primary factor when primary factor when elfectiveness when
retaing school or retaining the leader and recruiting, hiring, recruiting, hiring, recriting, hinng,
leaders. monitors the effectiveness assigning, or retaining | assigning, ot retaining assigning, or

of the personnel process the leader. the leader. retaining the

utilized throughout the leadex.

school cosporation. The superintendent The superintendent

consistently considers | occasionally considers The

The supetintendent school or corporation | school or corporation superintendent

consistently considers goals when making goals when making does not consider

school or corporation goals | personnel decisions. pessonnel decisions. school or

when making personnel corporation goals

dedisions. when making
personnel
decisions.

12 | The The superintendent has Some effort has been | The superntendent is Professional
superintendent developed a system of job- | made to differentiate aware of the development is
creates a embedded professional and embed differentiated needs of 7 “one size
professional development that professional administrators, but fits all,” and there
development differentiates teaining and development to meet | professional is little or no
system for implementation based on the needs of individual | development is only evidence of
school leaders individual administrator administrators. embedded in meetings recognition of
based on needs. at this time, rather than individual
proficiencies incorporating the use of | administrator
and needs. The superintendent uses collaboration, study needs.

data from performance teams, etc.
evaluations to assess

proficiencies and identify

priority needs to sapport

and retain effective

administeators. o

1.3 | The The supedntendent has The superintendent The supedntendent has | There is no
superintendent | identified and mentored has identified and provided some training | evidence of effort
identifies and multiple administrators or mentored at least one | to an emerging school to develop any
mentors instructional personnel who | emerging leader to leader or administrator, | leadership skills in
emerging have assumed assume leadership who has the potential to | others.
leaders to administrative positions responsibility in an independently assume a
assume key and/or administrative insteuctional leadership role. Persons under the
leadership responsibilities. leadership role or at an superintendent’s
responsibilities. administrative level, direction are

with positive resulis. unable or unwilling
to assume added
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Indicator Highly Effective (4) | Effective (3) Improvement Ineffective (1)
Necessary (2)

14 | The Employees throughout the | There is a clear pattern | The superintendent The
superintendent corporation are empowered | of delegated decisions, | sometimes delegates, but | superintendent
provides t0 formal and informal with authority to also maintains decision- | does not afford
evidence of ways. match responsibility at | making authority that subordinates the
delegation and every level in the could be delegated to opportunity or
trust in Instructional personnel school corporation. others. support to develop
subordinate participate in the facilitation or to exercise
leadess. of meetings and exercise The relationship of independent

leadership in committees authority and judgment.

and task forces; other responsibility and

employees, including delegation of authority

noncertified, exercise is clear in personnel

approprate authority and documents, such as

assume leadership roles evaluations, and also

where appropriate. in the daily conduct of
meetings and

The climate of trust and corporation business.

delegation in the school

corporation contributes

directly to the identification

and empowerment of the

next generation of

leadership.

1.5 | The The superntendent uses a The superintendent The superintendent Formal feedback
superintendent | variety of creative ways to provides formal adberes to the to the
provides formal | provide positive and feedback to the corporation’s personnel | administrative
and informal cbrrective feedback to the administrative team policies in providing team is
feedback to administrative team. that is consistent with | formal feedback to the nonspecific.
the the corporation’s administrative team,
administrative The entite corporation personael policies, and | although the feedback is | Informal feedback
team with the reflects the supedntendent’s | provides informal just beginning to to the
exclusive focus on accurate, timely, feedback to reinforce provide details chat administmtive
purpose of and specific recognition. effective/highly improve corportion team is tare,
improving effective pecformance | performance. nonspecific, and
individual and The superintendent and highlight the 00t constructive.
organizational balances individual strengths of the
performance, recognition with team and administrative team.

corporation-wide

recognition.

Corrective and positive I8
feedback is linked to

corporation goals and both

the superiatendent and

administrative team can cite

examples of where feedback

is used to improve

ndividual and corporation

performance.
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2.0 Instructional Leadership — The superintendent acutely focuses on effective teaching and

learning, possesses a deep and compsehensive understanding of best instructional practices, and

continuously promotes activities that contribute to the academic success of all students.

2.1 | The The superintendent can The superintendent The superintendent is The
superintendent specifically document uses multiple data aware of state, supetintendent is
demonstrates examples of decisions in sources, including corporation, and school | unaware of or
the use of teaching, assignment, state, corporation, results and has indifferent to the
student curriculum, assessment, and | school, and dassroom | discussed those results data.
achievement intervention that have been | assessments, and has with staff, but has not
data to make made on the basis of data at least threee years of | linked specific decisions
instructional analysis. data. to the data,
leadership
decisions. The superintendent has The superintendent

coached school systematically

administrators to improve | examines data at the

their data analysis skills. subscale level to find

- strengths and

challenges.
The superintendent
empowers teaching
and administrative
staff to detesmine
prioritics from data.
Data insiphts are
regularly the subject of
faculty meetings and
professional
development sessions.

22 | The A consistent record of The superintendent Some evidence of Indifferent to the
superintendent | improved student reaches the targeted improvement exists, but | data, the
demonstrates achicvement exists on performance goals for | there is insufficient supenntendent
evidence of multiple indicators of student achicvement. evidence of changes in blames studeats,
student student success. leadership, teaching, and | families, and
improvement The average of the curriculum that will external
through student | Student success occurs not | student population create the charactedstcs.
achievement only on the overall improves, as does the | improvements necessary '
results. averages, but in each group | achicvement of each to achieve student The

of historically disadvantaged | group of students that | performance goals. superintendent
students. has previously been does not believe
identified as needing that student
Explicit use of previous improverment. achievement can
data indicates that the improve.
superintendent has focused
on improving performance. ' The
In areas of previous superintendent has
success, the superintendent not taken decisive
aggressively identifies new action to change
challenges, moving time, teacher
proficient performance to assignment,
the exemplary level curriculum,
leadetship
Whete new challenges practices, or other
emerge, the superintendent variables in order
highlights the need, creates to improve student
effective interventions, and achievement.
reports improved results.




T Highiy Eiffeetive (4| | Eftective @)1 | Improvement " | Tadfe

The superintendent has a The superintendent The superintendent The superintendent
superintendent | very open and support frequently seeks input | rarely secks and solicits | is pesceived by
actively solicits | secking attitude towards all | from various feedback in matters stakeholders as
and uses stakcholdess in the school stakeholders in related to the being top-down
feedback and corporation in regards to matters related to the | improvement in student | oriented in all
help from all key | matters related to the improvement in achievement. decisions related to
stakeholdersin | improvement in student student achievement. the improvement in
order to drive achievement. student
student achievement.
achievement. The superintendent

regularly sutveys staff and

other school community

groups in this area

regarding their views.

Fd
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Indicator Highly Effective (4) Effective (3) Improvement Ineffective (1)
: S ' | . Necessary (2)

3.0 Personal Behavior — The superintendent models personal behaviors that set the tone for all

student and adult relationships in the school corporation. . )

31 | The The superintendentisan | Ona segular basis the | Occasionally the The superintendent
supcrintendent exemplary model of supedntendent has supertatendent has not | does not display
models appropriate professional displayed appropriate tesponded to school and use common
professional, behavior to all and and professional community members courtesy regulardly
ethical, and encourages a positive and | responses to members | with aceeptable levels and respectful
respectful professional response of the school of professionalism. professional
behavior at all from all members of the community. responses when
times and expects | school community. dealing with
the same members of the
behavior from school community.
others.

32 | The Pessonal organization The use of Projects are managed Project
soperintendent allows the superintendent | organizational using lists of milestones | management is
organizes time to consider innovations development tools is and deadlines, but are haphazard or
and projects for and be available to engage | evident by supporting infrequently updated. absent.
effective in leadership activitics and | documentation
leadership. collaborate with people at | provided by the The impact of changes | There is litile or no

all levels. supedntendent. is rarely documented. evidence of lists of
milestones and
The superintendent Project/task deadlines.
applies project accomplishments are
management 1o systems publicly celebrated and
thinking throughout the project challenges are
organization. open for input from a
wide variety of
sources,
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Indicator '

nghly Eﬁecme (4)

" Effective (3)

Improvement

Necessaty (2)

Ineffective (1)

4.0 Building Relatlonslnps —-The supermtendent builds relatlonshlps to ensure that all key
stakeholders work effectively with each other to achieve transformative tesults.

41 | The There is clear evidence of | The superintendent The superntendent The superintendent
superintendent parent-centered and assumes leadesship occasionally participates | does not identify
demonstrates community-centered roles in important in local organizations groups and potential
effective communication, including | local organizations but does not assume a | partoers within the
communication open forums, focus (e.g., serving on leadership role in community.
with parents and | groups, surveys, personal boards of directors, furthering
community. visits, and effective use of | chairing important communications. The superintendent

technology. committees or task fails to ensure that
forces, leading new Initiative for all parental and
Survey data suggests that community communication more community
parents and community initiatives). regularly comes from involvement
members feel empowered outside entitics and not | activities honor the
and supportive of The superintendent from the cultures and
educational objectives. actively and superintendent. traditions of the
effectively develops local community.
The superintendent uses community trust in
relationships and the school The superintendent
school/community corporation through fails to intemct with
parimerships to affect individual parent parents and
community-wide change contact, speaking community groups
that improves both the enpgagements, town that have a critical
community and work of hall meetings, public role in developing
the school corporation. forums, media oudets, support for the
: events, and other school corporation.
The superintendent approaches.
manages an ever
broadening portfolio of The superintendent
parmerships and seeks out and creates
collaborations that support | new opportuaitics for
and help to advance the meaningful
strategic plan of the school | partnerships or
corporation. collaborative
endeavoss,

42 | The The superintendent uses The superintendent The superintendent The superintendent
superintendent effective steategies to uses effective occasionally identifies fails to forge
forges consensus | achieve a consensus for strategies to work areas where consensus | consensus for
for change and change and improvement. | toward 2 consensus is necessary. change.
improvement or change and .
throughout the Guides others through improvement. Has identified areas in Fails to identify
school change and addresses which consensus is ageas in which
corporation, sesistance to that change. Ditects change and needed but has yet to agreement and /or

improvement implement a process for | consensus is
Systemically monitors, processes by change and/or necessary.
implements and sustains identifying and improvement.
the success of strategies for | securing the systems Rarely or never
change. and allies necessary to | Asks for feedback from | directs oc develops a
support the process. | stakeholders but is not | process for change
yet successful in and/or
Secures cooperation securing coopesation. improvement.
from key stakeholders
in planning and Rarely ot never
implementing change seeks feedback or
and driving secutes cooperation
improvement. and makes unilateral

decisions.
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Indicator Highly Effective (4) Effective (3) ' Improvement Ineffective (1)

4.3 | The The superintendent The superintendent The superintendent The superintendent
superintendent consistently employs a cmploys a non- employs a limited does not respond to
understands the variety of strategies to confrontational nurober of strategies to | conflict in a
role of the sesolve conflicts and forge | approach to resolve resolve conflicts and solution-oriented
superintendent in | consensus within the conflicts and forge forge consensus within | and/or respectful
engaging the school corporation consensus within the | "oy o1 corporation | manner and
public in . communi.ty ina school cqtpomdon community with attempts at
controversial constructive and respectful community in a varying degrees of consensus building
issues. maaner. constructive and Success. around critical

The superintendeat sespectful manner. decisions are
consistently encourages The supetintendent BUSCCEsSit
open dialogue, considers frequently enconrages
diverse points of view, and | open dialogue,
empowers and supports considerss diverse
administrators in utilizing | points of view, and
these conflict resolution often empowers and
strategies” supposts
administrators in
utilizing these conflict
zesolution strategies.

4.4 | The The superintendent The superintendent The superintendent The superintendent
superintendent communicates with all communicates with communicates with has little
keeps the school | school members routinely, | all school board selected school board communication
board informed using a variety of members periodically. | members when needed. | with the school
on issues, needs, mechanisms, such as board outside of
and the overall weekly notes, up-dates, and meetings.
operations of the | telephone calls.
school
corporation.

4.5 | The The superintendent has The superintendent The superintendent The superintendent
superintendent created an environment secks tnput and seeks input and narely seeks input
encourages open | where input feedbackand | feedback from all feedback from only a from the school
communication from all school board school board few school board board and tends to
and dialogue with | members is both sought members on a members and usually make unilateral
school board and encouraged. frequent basis. to gamer support for decisions
membcrs. ) decisions made by the

The superiatendent superintendent.
engages in open discussion

with the school board on a

consistent basis.

4.6 | The The superiatendent creates | The superintendent The superintendent The superintendent
superintendent an agenda that prioritizes creates an agenda that | creates an agenda that | creates an agenda
provides the items related to student routinely focuses on occasionally includes that focuses only
school board with | achicvement and provides | student achicvement items related to student | on operational
a written agenda | complete and thorough issues and provides achievement and matters and
and ba_lckgtmmd background material so enoug‘h background provides limited provides
material before that the board can make an | material to allow the background material, insufficient
each board informed decision. board to make an background
meeting. informed decision. material.
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Indicator

Highly Effective (4)

Effective (3)

Improvement

Necessary (2)

Ineffective (1)

5.0 Culture of Achievement — The superintendent develops a cotporation-wide culture of

achievement aligned to the school corporation’s vision of success for every student.

5.1 | The superintendent | The superintendent leads The superintendent | The superintendent ‘The
empowers building | and involves the guides the requests that the superintendent
leaders to set high administrative team in a administrative team | administrative team does not work
and demanding comprehensive annval in an anoual utlize data sources to with the
academic and analysis of school and analysis of school | analyze corpomtion and | administeative
behavior corporation performance. | and corporation school strengths and team to gather and
expectations for performance. weaknesses. utilize data sources
every student and Multiple data sources are to analyze
ensures that utilized to analyze Data sources are Goals are established corporation and
students are corporation and schools' utilized to analyze | that may notbe focused | school strengths
consistently strengths and weaknesses the corporation or measurable. and weaknesses.
learning. and a collaborative process | and schoals'

is used to develop focused | strengths and General tions are | Limited data is
and results-odented goals. | weaknesses and a established and Yimited available and a
collaborative resources and occasional | lack of goal-setting
Clear expectations are process is used to supports are provided to | is evident
established and develop support the throughout the
administrators and measurable goals. disaggregation of data corporation.
educators are and to assist in
provided differentiated Clear expectations | identifying and meeting | The
resoutces and support to are established and | each student's academic, | superintendent
disaggregate data and to administeators and | social, emotional, and does not establish
assist in identifying and educators ace behavioral needs. clear expectations
meeting each student's provided or provide the
academic, social, differentiated necessary support
emotional, and behavioral | resources and for the
needs. support to disaggregation of
disagpregate data data and to assist
and to assist in in identifying and
tdentifying and meeting each
meeting each student's
student's academic, academic, social,
social, emotional, emotional, and
and behavioral behavioral needs.
needs.

5.2 | The superintendent | The superintendent The superntendent | The supennteadent has The employees of
establishes rigorous | regulardy reports on the has presented goals | occasionally made some | the school
academic goals and | progress of dgorous for board approval | reference to academic corporation and
priorities that are academic goals and that clearly goals and school the school
systematically corporation academic articulate the improvement priorities, | community are
monitored for priorities that have been academic rigor and | but there are no unaware of the
continuous established by the academic priosities | established written poals | school
improvement. superintendent and of the corporations | or formats for academic | corporation

approved by the school program. rigor or improvement academic goals

board. approved by the board. and priorities and
Approved goals ate there is no

The monitoring of goals shared and apparent and

and segular revising and available for the definitive

updating of such plans is entite community. academic direction

an ongoing process established by the

conducted by the superintendent.

superintendent and the

board.
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Indicator Highly Effective (4) | Effective (3) - |  Improvement Ineffective (1)
i TR . Necessaey (2) -
5.3 | The superintendent | The superintendent The superintendeat | The superintendent The

ensures that all establishes clear establishes clear establishes general supenintendent
students have full expectations and provides | expectations and expectations and does not set
and equitable resources that enable provides resources | resources are limited to expectations and
access to administrators and that enable students who are Tesources ate not
educational teachers to identify each administrators and | struggling academically allocated on the
programs, student’s academic, social, | teachers to identify | or behavionlly. basis of any
curricula, and emotional, and behavioral | a majority of identified needs of
available supports. | needs. students’ academic, students.

social, emotional,

and behavioral

needs.

5.4 | The superintendent | The superintendent sets The The superintendent sets | The

guides building- clear expectations and Superintendent general expectations and | superintendent
level staff to build provides resources to sets clear provides occasional does not set
productive and support administrators to | expectations and support for expectations or
respectful consistently and regulardy provides support administrators to engage | provide support
relationships with engage all families in for administrators | families in supporting for administrators
parents/guardians | supporting their children’s | to regulacly engage | their children’s leaming | to regulasly
and engage them in | learning at school and families in at school and home. communicate with
their children’s home. supporting their families on ways
learning, childsen’s leamning to support their

at school and children’s learning

home. at school and

home.
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Indicator

Highly Effective (4)

Effective (3)

Improvement
Necessaty (2)

Ineffective (1)

6.0 Organizaﬁonal, Operational, and Resource Management — The

superintendent leverages

organizational, operational, and tesource management skills to support school corporation
improvement and achieve desired educational outcomes.

61 | The Decision making is neither | The pattem of Some decisions are Data is rately used
superintendent by consensus nor by decision-making based on data, but for decisions.
employs factual leadership mandate, butis | reflects a clear reliance | others ate the result of
basis for consistently based on the on state and personal preference and | The predominant
decisions, data. corporation student tradition, dedision making
including specific achievement data as methodology is
reference to Data is reflected in all well as on curricalum, mandated from the
internal and decisions, ranging from instruction, and superntendent or
external data on course and classroom leadership practices based on what is
student assignments to the data. popular.
achievement and | discontinuance of
objective dataon | programs.
curriculum,
teaching The supetintendent can
practices, and cite specific examples of
leadership Ppractices that have been
practices. changed, discontinued,

and/or initiated based on
data analysis.

A variety of data sources,
including qualitative and
quantitative, are used. '
Data sources include state,
corporation, school, and
classroom assessments.
Inferences from data are
shared widely outside the
school community to
identify and replicate the
most effective practices.

62 | The The superintendent The supesintendent The superintendent has | The supesintendent
superintendent creates new opportunities | personally uses email, | mastered some, but not | has limited literacy
demonstrates for technological leaming | word processing, all, software requited with technology.
personal and empowers the spreadsheets, for proficient
proficiency in administmtive team to use | preseatation software, | pecformance. There is little or no
technology new technology initiatives. | and other software cvidence of the
implementation such as student data The superintendent superintendent
and utilization. The superintendent serves | management systems. | takes the mitiative to taking a personal

as a model for technology learn new technology inittative to learn
implementation. The superintendent but rarely becomes new technology.
utilizes technology proficient in its use.
within his/her daily

tesponsibilities.
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Indicator Highly Effective (4) Effective (3) Improvement , | ‘Ineffective (1)
Ng’ce&saty_ ) i ¥y

6.3 | The The superintendent 'The superintendent The superintendent has | The superintendent
superintendent ensutes there are ensures there are procedures in place to has limited or no
oversces the use procedures in place to procedures in place to | addtess the safety of procedures in place
of practices for address the safety of address the safety of students and staff in the | to address the safety
the safe, efficient, | students and staff in the students and staff in event of a disaster. of students and
and effective eveat of a disaster. the event of a disaster. staff in the event of
operation of the The superintendent 3 disaster.
school Staff members have a Pesiodic review of attempts to provide a
corporation’s working knowledge of these procedures isin | safe and efficient The superdintendent
physical plant, procedures. place. operation of the pays litile or no
equipment, and corporation’s physical attention to the
auxiliary services | The superintendent The superintendent plant, equipment, and oversight of the safe
(e.g., food ensures staff is properly provides opportunities | auxiliary services. and efficient
services, student trained and competent to for staff training in operation of the
teansportation). carry out their duties with | order to carry out corporation.

respect to the their duties with

corporation’s physical respect to the

plant, cifuipment, and corporation’s physical

auxiltary services. plant, equipment, and
auxiliary services.

Monitoring steps are in

place to measure

operation efficiencies.

64 | The The superintendent The superintendent The superintendent The superintendent
superintendent regularly saves fiscal leverages knowledge lacks proficiency in has little proficiency
provides resources for the of the budgeting using budget to focus in sound budgetary
respoasible fiscal | corporation and process, categorics, resources on strategic practices.
stewardship. seallocates those resources | and funding sources priorities.

to help the corporation to maximize all

achieve its strategic available dollars to

pdorities. achieve strategic
poorities.

Results indicate the

positive impact of

reallocated resources in

achieving strategic

priosities.

The superintendent has

established processes to

increase fiscal resources,

e.g., grants, donations, and

community resources.

6.5 | The The superintendent The superintendent The supetintendent is The superintendent
superintendent demonstrates an demonstrates an not respectful of legal is unaware of the
demonstrates understanding of the legal | awareness of the legal | standards and/or board | legal standards and
compliance with standards and board standards and board policy requirements. board policy
legal policy requirements of the | policy requirements of fequirements.
requirements. corporation, and the school corporation

consistently adheres to and adheres to those
those standards and standards and
requirements. requirements.
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APPENDIX C

IC 20-28-11.54
School corporation plan; plan components

Sec. 4. (a) Each school corporation shall develop a plan for annual performance evaluations
for each certificated employee (as defined in IC 20-29-2-4). A school corporation shall
implement the plan beginning with the 2012-2013 school year.

(b) Instead of developing its own staff performance evaluation plan under subsection (a),a
school corporation may adopt a staff performance evaluation plan that meets the requirements set
forth in this chapter or any of the following models:

(1) A plan using master teachers or contracting with an outside vendor to provide master
teachers.

(2) The System for Teacher and Student Advancement (TAP).

(3) The Peer Assistance and Review Teacher Evaluation System (PAR).

(c) A plan must include the following components:

(1) Performance evaluations for all certificated employees, conducted at least annually.
(2) Objective measures of student achievement and growth to significantly inform the
evaluation. The objective measures must include:
(A) student assessment results from statewide assessments for certificated employees
- whose responsibilities inchude instruction in-subjects measured in statewide assessments;
(B) methods for assessing student growth for certificated employees who do not teach in
areas measured by statewide assessments; and
(C) student assessment results from locally developed assessments and other test
measures for certificated employees whose responsibilities may or may not include instruction in
subjects and areas measured by statewide assessments.
" (3) Rigorous measures of effectiveness, including observations and other performance
indicators.
(4) An annual designation of each certificated employee in one (1) of the following rating
categories:
(A) Highly effective.
(B) Effective.
(C) Improvement necessary. -
(D) Ineffective.
(5) An explanation of the evaluator's recommendations for improvement, and the time in
which improvement is expected.
(6) A provision that a teacher who negatively affects student achievement and growth
cannot receive a rating of highly effective or effective.
(d) The evaluator shall discuss the evaluation with the certificated employee.
As added by P.L.90-2011, SEC.39.
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Tippecanoe Valley School Corporation
5

1.0 Human Capital Manager ~ The superintendent uses the role of human pital ger to drive impr
building leader effectlveness und student schievement.
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Composite Score

Standard Score

Todicator 1 2 3 4 5 6 7 8 9 10 11 12 Indicator Score
1.1
1.2
1.3
1.4
1.5
2.0 Instructional Leadership - The superintendent acutely focuses on effective teaching nnd learnlng, possesses'a deepand || _Standard Score
compr&henslve understanding of best instructional practices, and continuously promotes activities that contribute to the
Pty W e D b
Indicator 1 2 3 4 5 6 7 8 9 10 11 12 Indicator Score
2.1
2.2
23
3.0 Personal Behavior ~ The superintendent models personal behaviors that set the tone for all student and adult Standard Score
relationships in the school eurporatiun . s :
Indicator 1 2 3 4 5 6 7 8 9 10 11 12 Indicator Score
3.1
3.2
4.0 Bullding Relationships ~The superintendent builds relattonships to ensire that all key stakeholders work effectively with || Standard Score
each other to achfeve transformative resalts.
Indicator 1 2 k) 4 5 6 7 8 9 10 11 12 Indicator Score
4.1
4.2
4.3
4.4
4.5
4.6
5.0 Cuiture of Achievement ~ The superintendent develops a corporation-wide ulture of achievement alignied to the school * | Standard Secore
corporation’s vision of suc for every student
Indicator 1 2 3 4 5 6 7 ] 9 10 11 12 Indicator Score
5.1
5.2
53
5.4
6.0 Orgdnizationsl, Opérational, and Résoutce Management — Thé superintendent leverages organizational, operational, Standard Score
and resource management skills (o support school corporation improvement and achieve désired educational dutcomes,
Indicator 1 2 3 4 5 6 7 8 9 10 11 12 Indicator Score
6.1
6.2
6.3
6.4

6.5
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ppecance Valley School Corporation
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3
4
5
[




4T



Superintendent Evaluation Metrics Summary

Leadership Outcomes (Rubric Score) ' 75%
Corporation Accountability A-F Grade 5%
Superintendent Goals/Objectives Rating 20% #VALUE!
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2012-2013 Goals for Superintendent Evaluation
Brett R. Boggs
Superintendent
Tippecanoe Valley School Corporation

1. Increase Internet access for our public/community by communicating
existing and establishing additional “hot spots” throughout the Tippecanoe
Valley attendance area.

2. Develop and implement a marketing plan to assist the Tippecanoe Valley
School Corporation at retaining current students and attracting new
students.

SUPERINTENDENT GOALS 2012-2013



