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INTRODUCTION

Excellent schools begin with great school leadersteachers. The importance of higtdkilled
educators is beyond dispus a strong body of evidence now confirmfgtparents, students,
teacherand administrators have long known: effective teachers are among the most important
schootlevel factor in stdent learning, and effective leadership is an essential component of any
successful school.

The Connecticut State Department of Education (CSibE)Middletown Public School System are
commi tted to raising the ove madtthisgpal thé stateyin o f
partnership with lodaand regional school districts and many other stakeholder graups to
create a comprehensive approach to suppghert.
stateprepares, reaits, hiressupports, developsnd retains the best educators to lead our
classrooms and schools.

Educator evaluation is the cornerstone of this holistic approach and contributes to the improveme
of individual and collective practice. Higjuality evaluations aresgessary to inform the
individualized professionaéarningand support thaill educatos require. Such evaluations also
identify professional strengths which should form the basis of new professional opportunities. Hig
guality evaluations are alseecessary to make fair employment diecis based on teacher and
administratoeffectiveness. Used in this way, highality evaluations will bring greater

accountability and transparency to schools and instill greater confidence in employment decisiong
aqoss the state.

The MiddletownEducator Evaluation and Development Akan evaluatioraligned to the

Connecticut Guidelines fatducator EvaluatiofCore Requirements), which were adopted by the
Performance Evaluation Advisory Council (PEA@)une of 2012in February 2014, PEAC

adopted additional flexibilities to the existing core requirements for teacher evaluation in responsg
to feedback from various stakeholder groups. These flexibility options are described in subsectior
2.9 and 2.10 of the Core Requirements.

The system clearly defines effective practmecourages the exchange of accurate, useful
information about strerigs and development areasd promotesollaboration and shared
ownership 6r professional growthlrhe primary goal ofthe Middletown EducatorEvaluation and
Development Plars to develop the talented workforce requiregtovide a superior educationrfo
Connect Scenutydearnes.1

As provided in subsection (a) of Sec-1®1b (C.G.S.), asended by Sec. 51 of P.A,-235 the
superintendent of each local or regional board of education shall annually evaluate or cause to bq
evaluated each teacher. For the purposes of
serving in a position requiring teacher certifioatwithin a district, but not requiring a 092
certification. Furthermore, the superintendent of each local or regional board of education shall
annually evaluate or cause to be evaluated each administrator who serves in a role requiring a 09
certification, in accordance with the requirements of Connecticut General Statutes.
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http://www.connecticutseed.org/wp-content/uploads/2012/09/Adopted_PEAC_Guidelines_for_Teacher_Evaluation.pdf

DESIGN PRINCIPLES

Purpose and Rationale

When teachers succeed, students sucd@edearch has proven that no scHewkl factor matters
more to st ude n tgsditytesachersans sffective leadarsT disupgpdrt our teachers
and administratorsve need to clearly defirexcellent practice and resultgye accurate, useful
information aboueducato s 6 s tarnd @éavajoprheat areasad provide opportunities for
professional learninggrowth and recognitiarThe purpose of the new evaluatiand supporplan

is to fairly and accurately evaluatducatoiperformance and to help eaetiucato strengthen
his/her practice to improve student learning

Core DesignPrinciples
The following principles guided the designtbéteacherand administrator evaluatigrars,
developed in partnership with Education First and New Leaders:

Consider multiple standardsmsed measures of performance

Emphasize growth over time

Promote both professional judgment and consistency

Foster dialogue about student learning

Encouragaligned professional learningoaching and feedback to support grawth
Ensure feasibility of implementation

= =4 =4 -4 -8 19

Consider multiple, standardbased measuseof performance
An evaluatiorand supporsystem that uses multiple sources of information and evidence
results in a fair, accurate and comprehensive picture eflacato 6 s p e r. fThemnawa n g
plandefines fourromponent®f teacheeffectiveness studentgrowth and development
(45%),teacher performance and practi¢80%), parent feedbackl0%), andwholeschool
student learningndicatorsor student feedbadk%). Theplandefines four components of
administratoindicators student learning (45%),administrator practice (40%),stakeholder
feadback (10%), andteacher efectiveness outcomeg5%).

These four componengse grounded in researtiasedstandards for educator effectiveness,
Common Core State Standards, as well as
Common Core of Teaching (CCT); t@emmon Core of Leading (CCL): Connecticut

School Leadeship Standards; Danielson Framework for Teachirnttye Connecticut
Framework K12 Curricular ®als and Standards; the Smarter Balarasséssmentsand
locally-developed curriculum standards.

1Smarter Balanced AssessmentSBAC is the standard assessment administered to students in Grades 3 themayh B

Students are assessed in the content areas of reading, mathematics and writing in each of these grades and sciéhaadnBgrades
Pending on approval of the waiver submitted to the United States Department of Education (USED) regarding thedess tefsst

data in educator evaluation in 202015, districts may not be required to link students test data to educator evaluation and support
in 20142015 only.
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Emphasize growth over time
The evaluation of an educatorods perfor ma

established starting point. This applies to professional practice focus areas and the studenf

outcomes they are striving to reach. Attaining high levels of perfornmaatter® and for
some educators maintaining high results is a critical aspect of theid viooitktheplan
encourages educators to pay attention to continually improving their practice. The goal
setting process in thianencourages a cycle of continuougpiovement over time.

Promote both professional judgment and consistency
Assessingraeducatad s pr of essi onal practice requir
professional judgmentNo rubric or formula, however detailed, can capture all of the
nuanes in how teachemnd leadersmteract withone another and witstudentsand
synthesizing multiple sources of information into performance ratings is inherently more
complex than checklists or numerical averagtsthe same timegducator8 r a touldh g s
depend on their perf or ma nAceordinglyptheplanaimstoh e i

minimize the variance between evaluations of practice and support fairness and consisten¢

within and across schools

Foster dialogue about student learning
In the quest for accuracy of ratings, there isatendency to focusexclusvely on the numbers.
Theplanis designed to show that of equal importance to getting better results is the
professional conversation betweenealucatorand hisher supervisor which can be
acomplished through awell-despned and well-executed evaluation system. The dialogue in
theplanoccurs more frequently and focuses on what students are learning and what
administrators can do to support teaching and learning.

Encouragealigned professional learning, coaching and feedback to support growth
Novice and veteraaducatorslike deserve detailed, constructive feedback and professional
learningtailored to the individual needs of their classrooms and studkhitsd d | et o wn
Educator Evaluation and Developm@nbmotes a shared language of excellence to which
professionalearning coaching and feedback can align to improve practice

Ensure feasibility of implementation
Launching tis planwill require hard work Throughouthe Middletowndistrict, educators
will need to develop new skills and to think differently about how they manage and
prioritize their time and resourceSensitive to the tremendous responsibilitiesand limited
resourcesthat admiristrators have, the planis aignedwith other responsibilities(e.g.,
writing aschool improvement plan) and emphasizethe need for evaluatorsto build
important skillsin setting gods, observing practice andproviding high-qudity feedback.
Theplanaims to balance high expectations with flexibility for the time and capacity
considerationsvithin the district
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Improving student achievement sits at the center of the work for all educators. The Middletown
Educator Evaluatioand Developmerflan recognizes that student learning is a shared
responsibility between teachers, administrators and district leaders. When teachers and
administrators develop goals and objectives in a way that supports overall school improvement,
opportunities for sucss have no boundaries. Therefore, by design, the Middletown Educator
Evaluationand Developmerflan creates a relationship between component ratings for teachers
and administrators as depicted in the diagram below.

Administrator Final Summative TeacheFinal Summative
Rating Rating
Outcom&ating 50% Outcom&ating 50%
0] 0]
5 A) These percentages al 45 A)
derived from the same
set of data.

These percentages m
< be derived from the sa
set of data.

Practice Rating 50

40%

Practice Rating 50¢

40%

Survey data gathered from 10)/0
same stakeholder group:s
should be gathered via a si
survey, when possible.
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TheMiddletown Public Schooldesignedlanfor the evaluation ansupportof teachersn
Middletownis based on the Connecticut Guidelines for Educator Evalu@iore Requirements)
developed by a diverse group of educators in June 201Rased upoibest practice research from
around the countryThe contents of this document are meant to ghidielletown educators the
implementation othe MiddletownEducator Ealuation and BvelopmenPlan The Middletown
Educator Evaluation and Support Teamconsultation with PEAC and the SBfaaycontinue to
refine the tools provided in this document for clarity and ease of use.
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TEACHER EVALUATION OVERVIEW

TeacherEvaluation and Support Framework

The evaluatiorand supporsystem consists of multiple measures to paint an accurate and
comprehensiveicture of teacher performancall teachers will be evaluated in fonsomponents
grouped intdwo types ofmajor categoriesTeacher Practice and Student Outcames

1. Teacher Practice Related Indicators/An evaluation of the corastructional practices and
skills that positively affect student learninghis categoryis comprised of tw@omponents

(a) Observation of Teacher Performance and Rctice (40%) as definedwvithin the
Danielson Framework for Teachinghich articulatesour domains andwenty-two
component®f teacher practice

(b) Parent Feedback (10%)on teacher practice through surveys

2. Student Outcomes Related IndicatorsAn eval uati on ofstdstdenth e i
academic progress the school and classroom levéhere is also an option in thistegory
to include student feedbacK his area is comprised of tva@mmponents

(a) Student Growth and Development (45%)as det er mi ned by t he
learningobjectives (SLOsand associated indicators of acadegrmwth (IAGDs)

(b) Whole-School Measures of Student Learning as determined by aggregate student
learning indicator®r student feedback (5%)

Scores from each of the focomponentsvill be combined to produce a summative performance
ratingdesignatiorof Exemplary, Proficient, Developing or Below Standafithe performance
levels are defined as:
1 Exemplary 7 Substantially exceeding indicators of performance
1 Proficient i Meeting indicators of performance
1 Developingi Meeting some indicators of performance bat others
1

Below Standardi Not meeting indicators of performance

Student Growth
and Development

Whole-School
Student Learning
OR
Student Feedback

Peer
or Parent
Feedback
10%

Observation of Teacher
Performance and Practice
40%
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Processand Timeline

The annual evaluation process between a teacher and an evaluatgpdpor designee) is

anchored by threeonferences, which guide the procasghe beginning, middlandend of the

year. The purpose of these conversations is to clarify expectations for the evaluation process,
provide comprehensive feedback to esather on his/her performance, set development goals and
identify development opportunitie§ hese conversations are collaborative and require reflection
and preparation by both the evaluator and the teacher in order to be productive and nieaningfu

GoalSetting & Planning MidYearCheckin Endof-Year Review

Orientation on process 1 Review goals and I Teacher sedfssessmen

Teacher reflection and performance to date 1 Scoring

goalsetting
Goalsetting conference I Midyear conferences

1 Endotyear conference

By November 15 January/February By June 30*

*|f state test data may have a significant impact on a final rating, a final rating may be revit
September 15 when state test data are available

GOAL -SETTING AND PLANNING:

Timeframe: Target is October 15; must be completedNlmyember 15

1. Orientation on Proces$ To begin the evaluation process, evaluators meet with
teachers, in a group or individually, to discuss the evaluation procefisesmiebles and
responsibilities within it In this meeting, they will discuss any school or district
priorities that should be reflected in teacher pradbcas areasnd student learning
objectives §LO9, andthey will commit to set time aside foraghypes of collaboration
required by the evaluation process

2. Teacher Reflection and Godbettingi The teacher examines student data, prior year
evaluation and survey resyledthe Danielson Framework for Teachitg drafta
proposed performance and pracficeus areaa parent feedback goatudent learning
objectiveg(SLO9 and a student feedback goal (if required) for the school yidse
teacher may collaborate in graldeel or subjecmatter teams to support the gsatting
process

3. Goal-Setting Conferencé The eval uator and teacher m
proposedocus areagoals and objectives in order to arrive at mutual agreement about
them The teacher collects evidence about his/her practice ardahgator collects
evidence about t he t eac hdhe@wmlugior raag requeste t
revisions to the proposddcus are¢s), goals and objectives if they do not meet approval
criteria
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MID -YEAR CHECK -IN:

Timeframe: January and Felruary

1. Reflection and Preparatiori The teacher and evaluator collect and reflect on evidence
to date about the teacherds practi-me arf

2. Mid-Year Conferencé The evaluator and teacher complete at leastradeyear
checkin conference during which they reviewvidenceelated to théeacher practice
focus area and progress towastisdent learning objectivéSLO9. The midyear
conference is an important point in the year for addressing concerns andngvie
results for the first half of the yeaEvaluatoramaydeliver midyear formative
information onindicatorsof the evaluation framework for which evidence has been
gathered and analyzedf needed, teachers and evaluators can mutually agree to
revisions on the strategies or approaches used and/gremichdjustment of SLOs to
accommodate changesde student populations, assignmerithey also discuss actions
that the teacher can take and supports the evaluator can provide to promote teacher
growth in his/hefocus area

END-OF-YEAR SUMMATIVE REVIEW:

Timeframe: May and June; must be completedune 30

a. Teacher SeHAssessmerit The teacher reviews all information and data collected
during the year and completes a ssdfessment foeview by the evaluatorThis self
assessment may focus specifically on the areas for developstahlished in the aal
Setting @nference

b. Scoringi The evaluator reviews sulited evidence, selissessmesandobservation
dataand uses therto generateomponentatings Thecomponentatings are combined
to calculate scores for Teacher Practice Related Indicators and Student Gutcome
Related IndicatorsThesescoreggenerate the final, summative ratinffter all data,
including state test data, are available, the evaluator may adjust the summative rating if
the state test dat@ould significantlychange the Studeitelated hdicators final rating
Such revisions should take place as soon as stateatasirgavailableand before
September 15

3. End-of-Year Conferencé The evaluator and the teacher meet to discuss all evidence
collected to date and to discugsmponentatings Following the conferencehe
evaluator assigns a summative rating and generates a summary report of the evaluatio
before the end of the school yeardbefore June 38

2 The district superintendent shall report the status of teacher evaluations to tlee teginal board of education on or before June
first each year. Not later than June 30 of each year, each superintendent shall repQditentissioner of Education the status of
the implementation of teacher evaluations, including the frequency lobieas, aggregate evaluation ratings, the number of
teachers who have not been evaluated and other requirements as determined by the Department of Education.
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Complementary Observers

The primary evaluator for most teachers will be the schotipal or assistarrincipalwho will
be responsible for the overall evaluation process, including assigning summative ratings
Complementarpbserves may be used at the discretion of the primary evaluatassisivith
teacher evaluation€omplementarpbserverare certifiededucatorsThey may have specific
content knowledge, such as department heads or curri@gdardinators Complementary
observersnustbelinked to curricular aregerson in a leadership role witlb82 certification (i.e.
Department Head&IST, Curriculum Coachpndfully trained(i.e. Pass evaluator assessmast)
evaluators in order to kauthorized to serve in this role

Complementarpbserves may assigtrimary evaluairsin the following waysby conducting
observations, includingre- and postconferencesnay observe with or without th@imary
evaluatorcollectingadditional evidencesupport with development and revisionstdident learning
objectiveg(SLOs) and providing additiondeedback A complementey observeishould share
his’/her feedback with the primary evalua&srit is collected and shared with teachers

Primary evaluators will have sole responsibility fosigaing final summative ratings. Both primary
evaluators and complementary observeustdemonsrate proficiency in conductingtandards
based observations

Ensuring Fairness and Accuracy: Evaluator Training, Monitoring and Auditing
All evaluators are required to complete extensive training on the evalpé&ioand Danielson
Framework The Connecticut State Department of Educati@$DE)will provide districts with
trainingopportunities and tools throughout the year to support diattitinistratorsevaluatorsaand
teachersn implementing theplanacross their schoaldviiddletownwill adapt and build on these
tools toprovide comprehensive training and support to their schools and to ensure that evaluators|
areproficient in conducting teacher evaluatioAgministrators will participate in yearly calibration
activities.

At the request othedistrict or employee, the CSDE or a thpdrty entity approvedoy the CSDE
will audit theevaluatorc o mponent s t hat are combined to dEet
rating in the eventhatsuch components are significandligsimilar(i.e., include bothexemplary
andbelow standardatings)ratings in differentcomponents In these caseshe CSDEor a third
party entitywill determine a final summativeting

Therewill alsobe an annual audit of evaluatioi$he CSDEor a thirdparty designated by the
CSDEwill audit ratings oeExemplaryandbelow standardo validate suclexemplaryor below
standardratings by selecting ten districts at random annually and reviewing evaluation evidence
files for a minimum of two edutars ratecexemplaryand two educators ratéelow standad in

those districts selected at random, including at least one classroom teachexeatplhryand at

least o teacher rateelow standarger district selected ( Connect i cutucatGrui d el i
Evaluation 2.8 (3))
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SUPPORTAND DEVELOPMENT

Evaluationalonecannot hope to improvieacter practice and student learninglowever, when
paired with effective, relevant and timely support,ekialuation process has the potential to help
move teachers along the path to exemplary practice

Evaluation-Informed Professional Learning

In any sector, people learn and grow by honestigssessing current performance, setting clear
goals for future pgormanceand outlining the supports they need to close the gApoughouthe
process of implementintpe Middletown Educator Evaluation and Development Rikteachers

will identify their professional learning needsnmutual agreemertheir evaluabr. The identified

needs willserve as the foundationforn goi ng conver sations about
on student outcomed he professional learning opportunities identified for each teacher should be
based on the individuatrengthsand needs that are identified through the evaluation protess
process may also reveslea of common need amomgacherswhichcan then be targeted with
schoolwide professiondearningopportunities

Non-tenured teachers will receive 3 formakebvations with at least 2 having a{o@nferenceand
all 3 having a postonferenceNontenured teachers receive supports as defined by TEANhand
Middletown Educator Evaluatioand Developmerlan as well as through intensive observation,
mentoring review of lesson planand review of practice. Additional supports are provided to
individual teachers based on need as determined from observations, review of atithcts
professional conversations.

Improvement and Remediation Plans

| f a teacher 6s pevaopirmaor belamstardarpitsignals theendeidredosused
support and developmemistricts must develop aystem tasupport teachers not meeting the
proficiencystandardimprovement and remediation ptshouldbe developed in consultation with
the teacher anldis/her exclusive bargaining representatine be differentiated by the level of
identified need and/or stage of developménprovement and remediation plans must:

1 identifyresources, support and otlsérategies to be providday the local or regional board
of educatiorto address documenteeficiencies;

1 indicatea timeline for implenenting such resources, suppamt other strategies, in the
course of the same school year as the plan is issued; and

1 includeindicators of success including a summative ratingroficientor better at the
conclusion of the improvement and remediation plan

The district has developedsystenof levelsof support. For example:
1. Structured Support: An educator willreceive structured support when an area(s) of
concern is identified during the school yeamwhen he/she earns an overall performance

rating ofdevelopingor below standardThis support is intended to providaortterm
assistancéo address a concern in its early stage.
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2. Intensive AssistanceAn educator willreceive intensive assistance when he/she does not
meet the goal(s) of theructured suppoglan or at the discretion of the primary evaluator in
consultation with the building administrator or superintendBmis support isntended to
build the staff member6s competency.

Career Development and Growth

Rewarding exemplary performance idemtifithrough the evaluation process with opportunites
career development and professional growth is a critical step in both building confidence in the
evaluation system itself and in building the capaartyg skillsof all teachers

Examples of sucbpportunities include, but are not limited to: observation of peers; mentoring
early-career teachers; participating in development of teacher improvement and remediation plan$
for peers whose performancedisvelopingor below standargleading Professiomh&earning
Communities; differentiated career pathways; and focused profesanahgbased orgoals for
continuous growth and development
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TEACHER PRACTICE REL ATED INDICATORS

The Teacher Practice Reldtkndicatore val uat e t he teacher s know
and competencies and how t h.eTsvecommponentsrpppide thie d
category

9 Teacher Performance and Practice, which counts for 40%; and
M Parent~eedback, which counts for 10%

These two components will be described in detail below:

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

The Teacher Performance and Practioeponat is a comprehensive review of teaching practice
conducted throughmultiple observations, which are evaluated against a standasesl rubric It
comprises 40% of the summative ratirigpllowing observations, evaluators provide teachers with
specific feedback tmentify strong practicep identify teacher development needs &mthilor
support tameetthose needs

Teacher Practice Framework Danielson Framework for Teaching

TheDanielsm Framework for Teachinig available orthe districtwebsiteandrepresents the most
important skills and knowledge that teachers need to successfully educate each and every one of
their studentsThe domains represeassential practice and knowledaedreceive equal weight
when calculating th8ummative Performance and Practice rating.
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The Danielson Rubric for Teaching

Smart Card
DANIELSON FRAMEWORK
DOMAIN 1: PLANNING AND PREPARATION _DOMAIN 2: CLASSROOM ENVIRONMENT 3
1a. Demonstrating Knowledge of Content and Pedagogy 2a. Creating anEnvironment of Respect and Rapport
O l(nou'ledg:ogf content &structure of discipline 54 O Tegcln‘fa' interactions with students

O Knowledge of prerequisite relationships
0O Knowledge of content-related pedagozy

1b. Demonstrating Knowledge of Students
O Knowledge of child &adolescent development
O Knowledge of learning process

O Knowledge of students inerests and cultural heritage
O Knowledge of students’ special needs

ic. Setting Instructional Outcomes
O Value, sequence, & aliznment
O Clarity
O Balance
O Suitability for diverse students

1d. Demonstrating Knowledge of Resources
O Resources for classroom use
O Resources for students
O Resources to extend content knowledge/pedagozy

1e. Designing Coherent Instruction
O Learning activities
0O Instructional materials & resources
[ Instructional groups
[ Lesson and unitstructure

if. Designing Student Assessments
O Congruence with instructional outcomes

O Knowledzge of students’ skills, knowledge, and language profidency

[ Student interactions with students

2b. Establishing a Culture of Learning
O Importance of content
O Expectations for learning & achievement
O Student pride in work

2c. Managing Classroom Procedures
O Instructional groups
O Transitions
[0 Materials & supplies
O Non-instructional duties
O Supervision of volunteers or paraprofessionals

2d. Managing Student Behavior
[ Expectations
[0 Monitoring behavior
O Response to misbehavior
2e. Organizing Physical Space

O Safety & accessibility
O Arrangement of furniture & resources

O Compliance with school & district regulations

O Criteria & standards
0O Design of formative assessments
O Use for planning
DOMAIN 4: PROFESSIONAL RESPONSIBILITIES DOMAIN 3: INSTRUCTION
4a. Reflecting on Teachi 3a. Communicating with Students
O Am' o O E:.'pectzti;ln!sg for learning
O Usein future teaching O Directions & procedures
i Matkaioine A S 0O Explanations of content
aintaining Accurate Records ; suaze
O Student compledon of assessments Y
[ Student progress in learning . 2 Di g -
O Non-instructional records - glmi?quesng :n’;d T s
S 3 O Discussion techniques
4c. Commumicating with Families Thrsery
O Information sbout instructional program O Student participation
O Information about individual students 2 : DL
t of families i i ional Engaging Students in Learning
O Engasement of families in the instructional program O Actiitie: & ssiguments
4d. Participating ina Professional Commumity 0O Student groups
O Relationships with colleagues O Instructional materials & resources
O Involvement in a culture of professional inquiry O Structure & pacing
O Service to the school
O Participation in school and district policy 3d. Using Assessment in Instruction
i Crowite 2nd Develoios Prkins 0O Assessment criteria
. Growing veloping essionally itor nt Jearni
O Enhancement of continual knowledge and pedagogical skill S i i
O3 Receptivity to feedback from colleagues O Feedback to students
[ Service to the profession
4f. Showing Professionalism 3e. Demonstrating Flexibility and Responsiveness
O Intezrity & ethical conduct O Lesson adjustment
O Service to students O] Response t students
O Advocacy O Persistence
O Decision making
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Observation Process

Observéions in and of themselves amet useful to teacheisit is the feedbackbased on
observationsthat helps teachers reach their full potentisl teachers deserve the opportunity to
grow and develop through observations and timely feedbadact, teacher surveys conducted
nationally demonstrate that most teachers are eager for more observations and teadfmok
their practice throughout the year

Therefore, in théMiddletown EducatorEvaluationand Developmerilan

1 Each teachewill be observed as outlined fiddl et ownds requi rement

o Formal: Observations or reviews of practfada last at least 30 minutes aack
followed by a posbbservation conferencehich includes timelyvritten andverbal
feedback

o Informal: Observations or reviews of practice tlhedt at least 1ninutes and are
followed by written and/or verbal feedback

1 All observationgnustbe followed by feedback, either verbal (e.g., a{oosiference,
conversation in the hallway) or written (e.g., via email, comprehensive ugjtquick nee in
mailbox) or both, withira timely mannert is recommended that feedback be provided
within five business days, buistricts are encouraged mrsultwith evaluatorsaand teachers
to establish a mutually agreegon timeframe.

1 Providing both veba and writtenfeedbad after an informal obsrvation is idel, but school
leaders are encouraged to dscuss albadk preferences andnorms withtheir stdf.

1 In order to capture an authentic view of practice and to promote a culture of openness and

comfort with frequent observations and feedback, it is recommendesl/tlaatorsise a
combination of announced and unannounced observations.

1 Middletown will implement a 3 year observation cyfie tenured teachers.

1 Thefollowing tables u mmar i zes Mi ddl et ownods rteagheisr e d

3Examples of noftlassroom observations or reviews of practice include but are not limitetb$ervation of data team meetings,
observations of coaching/mentoring other teachers, review of lesson plans or other teaching artifacts.

Middletown Educator Evaluation anceelopment Plan Pagel9  6/12/2014




TeacherCategories Middletown Requirements

Nontenured At least3 in-classformal observations2 of which include a preonference
Teachers andall of which include a postonferenceand additional observations as
required by administration.

Below Standarénd | At least3 in-classformal observation® of which include a preonference
Developing andall of which must include a poesbnferenceand additional observations
as required by administration.

Proficientand One formal observation in year and 3 informal observations in yédws
Exemplary(Tenured | formal observation is not completed. See example below:
Teachers) 1 Year 1: Formal observation and Review of Practice

1 Year 2: Informal Observation (Domain 2 and&)dReview of
Practice(lDomain 1 and ¥

1 Year 3: Informal Observation @nain 2 and B andReviewn of
Practice(lDomain 1 and 4)

Pre-Conferences and Postonferences

Preconferences are valuable for giving context for the legs@mvidinginformation about the
students to be observed and setting expectations for the observation.pRyeesmferences are
optional for observations except where noted in the requirements desorthedable aboveA pre-
conference can be held with a group of teachers, where appropriate

Postconferences provide a forum for reflecting on the obsematgainst th®anielson Framework
for Teachingand for generating action steps that will lead to the teacher's improvefgabd
postconference:

begins with an opportunity for the teacher to share hiséfiectionson the lesson;

cites objective aedence to paint a clear picture for both the teacher and the evaluatothabout
teacher 6s s uc c eestswllshe magdna where fatyre obsergatiomay

focus;

1 involves written and verbal feedback from the evaluator; and
1 occurs withinatimely manner, typically within five business days.

1
1

Classroom observations provide the most evidemcddmains 2 an8 of the Danielson Framework
for Teaching but both preand postconferences provide tlwpportunity for discussion of dour
domains including practice outside of classroom instruc{@m.,lesson plans, reflections on
teaching) Preand PosConference 6rmsare available oifeachScape.

Non-Classroom Reviews of Practice

Because the evaluati@md supporplanaims to provide teachers with comprehensive feedback on
their practice as defined by theur domainsof theDanielson Framework for Teachingl

interactions with teachers that are relevant to their instructional practiggafedsional conduct

may cantributeto their performance evaluatioifhese interactions magclude, but are not limited
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to, reviews of lesson/unit plans and assessments, planning meggitagieam meetingsrdétessonal
Learning Community meetings, cédigs or notes from paretgachemeetings, observations of
coaching/mentoring other teacharsdor attendance records fropnofessionalearningor school
based activities/events

Feedback

The goal of feedback is to help teachers grow as educatonssai@ high achievement all of their
students With this in mind, evaluators should be clear and direct, presahgirgcomments in a
way that is supportive and constructiveeedback should include:

1 specific evidence and ratings, where appropriate, on obsediedtorsof the Danielson
Framework for Teaching

1 prioritized commendations and recommendations for development actions;

1 next steps and suppottsimprove teacher practicand

1 atimeframe for follow up

Teacher Performance and Practicd-ocus Area

As described in the Evaluation Procassl Timelinesection, teachers develop grerformancend
practicefocus aredhatis aligned to thédanielson Framework for Teachinbhe focus area will
guideobservations and feedback conversatibnsughout theyear

Each teacher will work with his or her evaluator to develpactice and performandéecus area
through mutual agreemenéll focus areashould have a clear link to student achievement and
should move the teachers towa®ficientor exemplaryon theDanielson Framework for Teaching
Schools may decide to create scha@le or gradespecificfocus areaaligned to a particular
component.

Growth related to the focus areas should be referenced in feedback conversations throughaut the
The focus area and action steps should be formally discussed during tiyeddiG@onference and

the Endof-Year Conference. Although performance and practice focus areas are not explicitly rat
as part of the Teacher Performance and Practiogonety growth related to the focus area will be
reflected in the scoring of Teacher Performance and Practice evidence.

Teacher Performance and Practice Scoring

Evaluators are not required to provide an overall rating for each observation, but theyoshaikel
to provide ratings and evidence for tRabricindicatorsthat were observeduring observations,
evaluators should take evidergased, scripted notes, capturing specific instances of what the teac
and students said and did in the classro@nce the evidence has been recorded, the evaluator can
align the evidence with the appropriatanponent&) on the Ribric and then makedetermination
about which performance level the evidence supports

Summative Observation of Teacher Performance ahPractice Rating
Primary evaluators must determine a final teacher performance and practice rating and discuss th
rating with teachers during the EoftYear GnferenceWithin theMiddletown Educator Evaluation
and Development Plaeach domaiwnf theDanielson Framework for Teachiegrries equal weight
in the final rating.The final teacher performance and practice rating will be calculated by the
evaluator in a threstep process:
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1) Evaluator holistically reviews evidence collected through nagi®nsand interactionge.g.,
team meetings, conferences) and uses professional judgment to detedicaterratings for
each of th&2 components.

2) Evaluator &erage indicatorswithin each domain to a tenth @ decimal to calculate domain
level sores of 10-4.0.

3) Evaluatoraveragesiomain scoret calculate an overall Observation of Teacher Performancs
and Practice rating of.0-4.0.

U

Each step is illustrated below:

1) Evaluator holistically reviews evidence collected through observationsewaivs of practice
anduses professional judgment to determimdicatorratings for each of th22 components.

By the end of the year, evaluators should have collected a variety of evidence on teacher
practice from t heintgractonsd&gluaiobstherranatyzeithe ns anld
consistency, trendsnd significance of the evidence to determine a ratingdoh of the2
components Some questions to consider while analyzing the evidence include:

o Consistency: What rating have | seenlagively uniform, homogenous evidence for
throughout the semestgear? Does the evidence paint a clear, unambiguous picture of tHe
teacherdés performance in this area?

o Trends: Have | seen improvement over time that overshadows earlier observation
outcomes? Have | seen regression or setbacks over time that overshadows earlier
observation outcomes?

o Significance: Are some data more valid than others? (Do | have notes or ratings from
Ameatiero | essons or i nt er atlustaspechaf wh e r ¢
performance?)

Once a rating has been deterngini is then translated to adlscore Below Standard 1
andExemplary= 4. See example below for Doma2n

Domain 2 ‘ Indicator Rating Eval uator 0s
2a | Developing 2
2b | Developing 2
2c | Proficient 3
2d | Exemplary 4
2e Proficient 3
Average Score 2.8
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2) Evaluator aeragsindicatos with each domain to a tenth of a decimal to calculate demain
level scores:

Domain Averaged Domain-Level Score

2.8
2.6
3.0

3) The evaluatoraverageslomain scores to calculate an overall observation of Teacher
Performance and Practice rating d-4.0.

Domain

Average Score

Steps 2 and 3 can be performed by district administrators and/ortosisigechnology that
calculates the averages for the evaluator

The Simmative Teacher Performance and Praactraponentating and théndicatorratings will be
shared and disissed with teachers during the EofdYear Gnference This process can abe
followed in advance of the Mit¥ear Gnference to discugermative progreseelated tahe Teacher
Performance and Practicating
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Component#2: Parent Feedback (10%)

Feedback from parents will be used to help determine the remaining 10% of the Teacher Practice
Indicatorscategoryof the Middletown Educator Evaluation and Development‘Plan

The proces$or determining the parent feedback rating includeddahewing steps

(1) theschool conducta wholeschool parent survey (meaning dataggregated at the
school level);

(2) administrators and teachedstermineseveral schoelevel parent gda based on the
survey feedback;

(3) theteacher and evaluator identibtymerelated parent engagement goal and set
improvementargets;

(4) evaluatorand teachemeasue progress on growth targetd

(5) evaluatordetermiresa t eac her 0 s ,basadonafdun perermaneetlevets g

Administration of a Whole-School Parent Survey

Parent surveys should be conducted at the wéheol level as opposed to the teadbegel,

meaning parent feedback will be aggregated at the schoal [Evislis to ensure adequate response
rates from pants

Parent surveymsust be administered in a way that allows parents to feel comfortable providing
feedback without fear of retributiorBurveys should be confidentiahdsurvey responses should
not be ti ed .tTe parentservey shldbe acdmmistered every spring and trends
analyzed from year tgear.

To ensure that districts use effective survey instruments in the evaluation process and to allow
educators to share results across district bound#ne=SSDE has adopted recommended survey
instruments. Panorama Education develggdplesurveysfor use in the State of Connecticut, and
districts are strongly encouraged to use ttaselablesureysthough they may alsase existing
survey instrumentsr develop their own

School districts arencouraged to work closely with teachersétectthe survey and interpret

results Parentrepresentatives may be included in the pradéssschoolgovernance council

exists, thecouncilshall assist in the development of whelghool surveys in order to encourage
alignment with school improvement goaBarent surveys deployed by districts should be valid
(thatis, the instrument measures whasitntended to measure) and reliable (that is, the use of the
instrument is consistent among those using it and is consistent over time)

Determining SchoolLevel Parent Goals

Evaluatos and teachers should review the parent survey resultskzdhing of the school year
to identify areas of need and set general parent engagementligeal$y, this goalsetting process
would occur between the principal and teachers (possibly diaodty meetings) in August or
Septembeso agreemerdanbereached on-3 improvemengoals for the entire schaool

‘Peer feedback is permitted by Connecti cut 6 companéndHovwevenicis f o
notincluded n Mi dd | e.tlfaistmc® wishol udlize peer feedback instead of parent feedback, they must submit a plan to dg
so tothe CSDE when they submit their evaluatiand supporsystem proposal annually
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Selecting a Parent Engagement Goal and Improvement Targets

After the schoolevel goals have been set, teachers will determine through consultation and mutug
agreement with their evaluataraerelated parent goal they would like to pursue as part of their
evaluation Possible goals include improving communication with parents, helping parents becom
more effective in support of homework, improving pattesicher conferences, etS8eethesample

state model survefpr additional questions that can be used to inspire goals

The goal should be written in SMART langudganatand must include specifimprovement

targets For instince, if the goal is to improve parent communication, an improvement target could
be specific to sending more regular correspondence to parents such as senwdigigybupdates to
parents or developing a new website for theircless r t o f tshobis ® enaurelatheo r 6
goal is related to the overall school improvement parent garadg2) that the improvement targets
are alignedambitiousand attainable

Measuring Progress on Growth Targets

Teachers and their evaluators should use thegmught in setting growth/improvement targets for
the parent feedbadomponent There are two ways teack&an measure and demonstrate
progress on their growth target6eachergan (1) measure how successfully they implement a
strategy to address anea of need (like the examples in the previous secaodpr (2) they can
collect evidence directly from parents to measure pdeset indicators they generat&or
exampleteaches canconduct interviews with parents or a brief parent surveydafsbey
improved on their growth target

Arriving at a Parent Feedback Rating
The Parent Feedback rating should reflect the degree to which a teacher successfully reaches hig
parent goal and improvement targetdis is accomplished through a rewi of evidence provided
by the teacher and application of the following scale:

Exemplary (4) Proficient (3) Developing (2) Below Standard (1)

Exceeded the goal Met the goal Partially met the goal Did not meet the goal
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STUDENT OUTCOMES RELATED INDICATORS

Student Outcomes Related Indicatcaptureat e ac her 6 s i nepraingdnd compriset u d
hal f of t h eunmmatiaeatimg Th& siclusionmfestudent outcomes indicators
acknowledges that teachers are committed téetimaing and growth of their studertsd carefully
considemwhat knowledge, skills and talents they are responfibl@evelopingn their students

each yearAs a part of thevaluation and suppoprocess, teachers documémdir goals of student
learningand anchor thenm data

Two componentgomprise this category
1 Student Growth and &elopmentwhich counts for 45%; and
1 EitherWhole-School Student éarningor Student Eedbaclor a combination of the two
which counts for 5% of the totalvaluation rating

Thesecomponentsvill be described in detail belaw

Component#3: Student Growth and Development (45%)

Overview of Student Learning Objectives (SLOS)

Each teacherdés students, indivitdeathgraadst
even in the same grade level or subject at the same sdfaradtudent growth and development to
be measured for teacher evaluato supporpurposes, it is imperative to use a method that takes
eacht eac her 6 s as sandgomtexeimdad accountCanrtkeeticut, l&ke many other states
andlocalities around the nation, has selected a-geting procesgrounded irStudent Learning
Objectives(SLOs) as the approach for measuring student growth during the school year

SLOsare carefully plannedong-termacademic objectivesSLOsshould reflect high expectations
for learning or improvement and aim for mastery of content or skill developBiedt are
measured bindicators of Academic Growth and Development (IAGDs)whichinclude specific
targets for student mastery or progré&ssearch has tmd that educators who set highality SLOs
often realize greater improvement in student performance.

The SLO process, as outlined wittire Middletown Evaluation and Developmd®pian will
support teachers in using a planning cycle that wifelaliar to most educators:

SLO Phasel: SLO Phase2: SLO Phases: SLO Phase4:

Set goals for Monitor Assess student
stud(_ant student outcomegelative
learning progress to goals

Review

Data

Developing SLOs is a process rather than a single event. The purpose is$tudet learning
Objectives that serve as a reference point
progressoward achieving theAGD targds. While this process should feel generally familtag
Middletown Educator Evaluation and Development Rigksteachers to set more specific and
measureable targets than they may have done in thepesthers magevelop them through
consultation with colleagues in the same grade level or teaching the same slibgefthal
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determination o65LOsand IAGDs is madérough mutual agreemebétween the teacher and
his/her evaluatorThe fourphase®f theSLO processare described inedail below:

PHASE 1: Review the Data

This first phase is the discovery phagach begins witlreviewing district initiatives, and key
priorities, school/district improvement plans and the buildengl mi n i sgbals®nce r 6 s
teachers know thealassrosters, theghould examine multiplsource of data aboutheir studen$d
performanceo identify an are@)ofneedDo c u ment i ng datger whebesstsidehts n e
are at the beginning of the year, is a kespecbf this step It allows the teachdo identify

where students are with respecthe grade level ocontent areaéhe teacher is teaching.

Examples of Data Review
A teacher may usleut is not limited tahe following data in developing an SLO:
a) Initial performance for current intervaf instruction(writing samples, student interest surveys,
pre-assessments etc.)
b) Student scores on previous state standardigsdssments
c) Results from other standardized and-stamdardized assessments
d) Report cards from previous years
e) Results from diagndis assessments
f) Artifacts from previous learning
g) Discussions with other teachdesross grade levels and content areds) have previously
taught the same students
h) Individual Educational Plans (IEPs) and 504 plans for students with identified sgehataltion
needs
i) Data related to ELL students agidfted students
j) Attendance records
k) Information about families, community and other local contexts

It is important that the teachenderstadsboth theindividual student and group strengths and
challerges This informationserves as the foundatior setting the ambitious yet realistic goaids
the next phase

PHASE 2 Set 1 or 2SLOs

Based orareview of district and building data, teachers will devedop ortwo SLOS that
address identified need&.form for the development of SL@sn be found on the SEED website.
To create their SLOs, teachers will follow these four steps:

Step 1: Decide on the Student Learning Objectives

TheSLOsarebroad goabktatement$or student learningnd expected studeimprovement These
goal statementslentify coreideas, domains, knowledg@d/or skills students are expected to
acquirefor which baseline data indicate a ne&hchSLO shouldaddress a central purpose of the

SConnecticutds Guidelines for Edu ddeobjestives,but ander gdiddleiownptam thee e t h
requirement i®ne to twoSLOsfor every teachein each academic year.
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t eac her 0 sandslsosld pgrtaimt® a large proportion of his/her studemtguding specific
target groups where appropriateach SLOstatemenshould reflechigh expectations for student
learning-at | east a year 6s worth of gr owtaddshodd 4
be aligned to relevant state, natioreab(,CommonCore State Standardl®r district standards for
the grade levelorcours®ependi ng on t he anSt@stateraentight aendos i g 1
content mastery alse itmight aim for skill development

Teachers are encouraged to collaborate grigliledevel and/or subjednatter colleagues in the
creation of SLOs Teachers with similar assignments may have iderfit@lsalthough they will

be individually accountable for their own st}

The following are exampbk of SL& based ontgdent data:

Grade/Subject ‘ Student Learning Objective

6th GradeSocial Studies Students will produce effective and wglounded writing for|
a range of purposes and audiences.

9th Grade Information Literacy | Students will master the use of digital tofdslearning to
gather, evaluate and apply information to solve problems
accomplish tasks.

11thGradeAlgebra 2 Students wilbe able tanalyze complex, reatorld
scenariosisingmathematical models to interpret and solve
problems.

9th Grade Hlglish/Language Arts | Students will @¢e strong and thorough textual evidence to
support analysis of what the text says explicitly as well as
inferences drawn from the text.

Step 2: Select Indicators of Academic Growth and Development (IAGDs)

An Indicator of Academic Growth and Development (IAGD)is the specific evidence, with a
guantitative target, that will demonstrate whetherS8h® was met All teachers will have
minimally one SLO with at least tWGDs. Each SLO must include &ast twolAGDs but may
includemultiple, differentiated AGDs where apprpriate Teachers whose students take a
standardized assessment will create ®h® with IAGDs using that assessmeaarid one SLQvith

an IAGD(s) based on a minimum of one mtandardizedneasureand a maximum of one
additional standardizesieasureAll other teachers will develop thesne ortwo SLOswith IAGDs
based on nastandardizeaneasuresPlease use the following informatito determine appropriate
SLOsIAGDs.
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If one SLO. If two SLO& (must folloscenario A, B, oy C

Scenario for Establishing SLO Scenario for Establishing SLOs

a. Setone SLO and corresponding IAGD(s) bas{ a. Set one SLO and corresponding IAGD(s) bas
standardize assessmenstédardized state standardized assessment and one SLO
assessment exists IAGD(s) based wonstandardized assessment(

Calculating Summative Student Growth b. Setone SLO and correspoh@iiBB(s) based on

1 SLO represents 45% of final summative rating standardized assessment and one SLO and |4
based on a ngtandardized assessment(s)

c. If no standardized assessment is available, s
SLOs and corresponding IAGD(s) basas on
standardized assessment(s)

Calculating Summativeuient Growth

1 Each SLO represents 22.5% of the final sumn
rating

In the calculation taletermine the summative student
growth and development ratintpe SLOs are weighted
equally, each representing 22.5% of the fewahmative

IAGDs should bewritten in
SMART goallanguage

rating. S = Specific and Strategic
TheCSDEuses a specific defini%ii%ﬁasuéapdfs,tandarc
assessmerit As stated in th€T Guidelines for Educator = Aligned an ttainable
Evaluation, sstandardized assessmeris characterized by | R = R_esultsOrlented

the following attributes: T = Time-Bound

1 Administered and scored in a consistent
A st a nidnamet;o
Alignedtoasetofacke mi ¢ or per f oor mance fAstandard
Broadlyzadministered (@., natiorir statewide);

Commerciallyproduced; and

Often administered only once a year, although some standardized assessments are
administered two or three times per year

= =4 =4 -9

IAGDs should beigorous, attainable andeetor exceedlistrict expectation&igorous targets
reflect both greater depth of knowledge and complexity of thinking required for suéess)
indicator should make clear (1) what evidence will be examined, (2) what lgwetfofmance is
targetedand(3) what proportion of students is projected to achieve the targetemrmance level
IAGDs can also address student subgroups, such as high geeld@rmingstudents or ELL
students It is through the Phaskexamination of student data that teash&ill determine what
level of performance to target for whiplbpulation ofstudents

IAGDs areuniquetot he t eac her 0 s;tepcharstwithcsimilagssignreents rdag umsé s
the same evidence for th&t.Os butit is unlikely theywould haveidentical IAGDs. For

example, albndgrade teachers in a district migggt the same SLO ande the same reading
assessmertdb measuréheir SLOS but thelAGD and/or the proportion of students expedted
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achieve proficiency would likely vary amo2gdgrade teacher&dditionally, individual teachers
may establisimultiple differentiated targets for students achievingatousperformancéevels.

Taken together, an SLand its IAGOs) providetheevidence that the objective was melere are
same examples dAGDs that might be applied to the previous SLO examples:

Grade/Subject |

6th GradeSocial

SLO

IAGD (s)

Studies

Students will produce effective

and weltgrounded writing for a
range of purposes and audienc

By May 15

1. Students who scoreddal out of
12 on the preassessment will
score 6 or better

2. Students who scored ad2will
score 8 or better.

3. Students who scored®@will
score 9 or better.

4. Students whowored 7 will score
10 or better

9th Grade Information
Literacy

Students willmaster the use of
digital tools for learning to
gather, evaluate and apply
information to solve problems
and accomplish tasks.

By May 30, 90%-100% of all student
will be proficient (scoring a 3 or 4) o
higher on 5 of the 6 standards (as
measuredby 8 items) measured in th
digital literacy assessment ruhric

11th GradeAlgebra 2

Students willbe able tanalyze
complex, realworld scenarios
usingmathematical models to
interpret and solve problems.

By May 15, 80% ofAlgebra 2
students will scar an 85 or better on
adistrict Algebra 2 math benchmark

9th Grade ELA

Cite strong and thorough textua
evidence to support analysis of
what the text says explicitlas
well as inferences drawn from
the text.

By Junel:

1. 27 students who scored-50 on
the pretest will increase scores [
18 points on the post test.

40 students who score 3@ will
increase by 15 points.

10 students who scor@d29 will
increase by 10 points.

Step 3: Provide Additional Information
During the goaketting procesdeachers and evaluators will document the following:
1 baseline data used to determine SLOs and set IAGDs;
1 selectedstudent populatiosupported by data;

T
T
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learning content aligned to specific, relevant standards;
interval of instructiorfor the SLQ

Page30 6/12/2014




1 assessméns t eacher plans to use to gauge stu

1 instructional strategies;

1 any important technical information about the indicator evidence (like timing or scoring
plans);and

1 professional learning/supports needed to achieve the SLOs.

Step 4: SubmiSLOs to Evaluator for Approval

SLOs are proposals until the evaluator approves thafimle teachers and evaluators should confer
during the goaketting process to select mutually agrepdn SLOs, ultimately, the evaluator must
formally approve all SLO poposalsThe evaluator will examine each Slélative to the following
criteriato ensure that SLOs across subjects, grade levels and schools are both rigorous and
comparable:

Baseling' Trend Data

Student Population

Standards and Learning Content

Interval of Instruction

Assessments

Indicators of Academic Growth and Development (IAGBspwth Targets

Instructional Strategies and Supports

E R

An SLO Developmentsuideis provided for districtto use in this proces$he evaluator will rate
the criteria identified for each element of the SISDOsthat holisticallymeetthe criteriawill be
approvedThe rating for the Indicators of Academic Growitd Developmentgrowth targetsmust
meet the district expectation#.not, the element must be revised by the teacher and resubmitted to
the evaluatofor approval If one or morethercriteriaare not metthe evaluator will provide

written commentsrad discuss the feedbackttvithe teacher during the fall Geaétting

Conference SLOs that are not approved must be revised and resubmitted to the evaluator within
tenschooldays.

PHASE 3 Monitor Students Rrogress

Once SLOs are approved, teacteisoul d moni tor studentsd prog
Teachergan for example, examine studembrk; administer interim assessments and track
student s6 accompl. Teathenecan skaredheidintesinh fmdingsgwlitrecslleagues
duringcollaborative timeand they can keep their evaluator apprised of progPesgress towards
SLOSYIAGDs and action steps for achieving progress should be referenced in feedback
conversations throughout the year.

| f a t eacher 0s,or# kisther gtndent populatorhsaifts gigngicantly, tHeOS can

be adjuste@tthetime of the transfer and/or during thd-Year Gnference witlthe evaluator

and the teachem case of longterm leave, goals will badjusted by mutual agreement between the
evaluator and teacher.

PHASE 4: AssessStudent OutcomesRelative to SLOs
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At the end of the school year, the teacher should collect the evidence required GBIy
upload artifacts to thdatamanagement softwasystemif available,and submit it to their
evaluator Along with the evidence, teachers will complete and subisgifeassessmenivhich
asks teachers to reflect on the SLO outcomes by responding to the following four statements:
1. Describe the results and provide evidence for each indicator
2. Provide your overall assessment of whether this objective was met
3. Describe what you did that produced these results
4. Describe what you learned and how you will use that going forward

Evallmt or s wi | | revi ew t h e-assessmdntana assiga ond of four mtings e

to each SLO:Exceeded (4 points), Met (3 points), Partially Met (2 points) or Did Not Meet (1
point). Theseratings are defined as follows:

All or most students met or substantially exceeded the target(s) cont
Eeeeeine i) in the indicator(s)

Most students met the target(s) contained in the indicators within a f¢
points on either side of the target(s)

Met (3)

Many students met tharget(s) but a notable percentage missed the
Partially Met (2) target by more than a few pointslowever, taken as a whole, significar
progress towards the goal was made

: A few students met the target(s) but a substantial percentage of stud
DIE. gt izt (1), did not. Little progress toward the goal was made

For SLOs with more than olAGD, the evaluator may score each indicator sepatatetithen
average thasscores for the SLO score,l@/she can look at the results as a body of evidence
regarding theccomplishment of the objective and score the SLO holistically

The final student growth and development rating for a teacher is the average of their two SLO
scores For example, if one SLO wdartially Meto for a rating of 2and the other SLO was
fiMet,0 for a rating of 3the Student Growth andedelopment rating would be2[(2+3)/2]. The
individual SLO ratings and thfetudentGrowth andDevelopment rating will be shared and
disaussed with teachers during the EofdYear Gnference

|
SLO 1

SLO 2 |

Student Growth and Development Rating

NOTE: If only one SLO was written, the final student growth and development rating is the
average of the two or more IAGDs.

NOTE: For SLOs that include an indica¢sybased on state standardizssessments

results may not be available in time to score the SLO prior to the Judeadlne In this
instance, if evidence for other indicators in the SLO is available, the evaluator can score th
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SLO on that basisOr, if stateassessmentse the basis for all indicaand no other
evidence is available to scorethe SEOhen t he teacher6s stude
rating will be based only on the results of HeeondSLO. The district will determine when
stateassessment data will be used as part of the teacher evaluation process as evidence t(
score the SLOMiddletown will not use Smarter Balanced D#&iatheteacher evaluation
process as evidence to sctreSLO(s) in 20142015

However, once the statssessment daitmavailable, the evaluatshouldscore or rescore
the SLO, then determine I f the new score
The evaluation rating can be amended at that time as needed, but no latepteani&e

15. SeeSummative Teacher Evaluation Scoring for details
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Component#4: Whole-School Student Learning Indicator and/or Student
Feedback (5%)

Districts can decide to use a whalehool student learning indicator {mm 1), studenteedback
(option 2)or a combination of the two (option 3) to determzoenponent fourMiddletown will opt
for option 2 beginning in 2013016 SY.

Option 1: Whole-School Student Learning hdicator

For districts that includéhe whole-school student learning indicator in teacher evaluations, a
teacherdés indicator rating shall be equal t
indicators established fori s / h e r askewvaluation sating ot noost 8chools, thisill be

based on the school performance index (8Rtlt h e a d mi prdagredss onsSt. dtargets

which correlates to thBtudent learningratingona n  a d mi nevatuationgedqual to the 45%
componentofthraed mi ni stratordés final rating)

Option 2: Student Feedback
Districts can use feedback from students, collected through wshbtml or teachdevel surveys,
to comprise thiksomponenbf a teacher ds evaluation rating

Eligible Teachers and Alternative Measures
Student surveys will not begplicable and appropriate for all teachddétimately, school districts
should use their judgment in determining whether student surveys should be included in a particu
t eacher 6s s .uHamare impogantigudelinags p consider:
1 Studentsn grades K3 should not be surveyed unless anagropriate instrument is
available
1 Special education students who would not be able to respond to the survey, even with
accommodations, should not be surveyed
1 Surveys should not be used to evaluateagher if fewer than 15 students would be
surveyed or if fewer than 13 students ultimately complete the survey
1 School governance councils shall assist in development of vsbbteol surveys, if
applicable, in order to encourage alignment with schootorgment goals.

When student surveys are not appropriate for a particular teacher, the 5% allocated for student
feedback should be replaced with the wkstbool student learnirgdicator described in Optioh

Survey Instruments

To ensure that distis use effetive survey instruments in tleyaluation process, and to allow
educators to share results across district boundaries, CSDE has adopted recommended survey
instruments as part of tf&tate Model for teacher evaluation. Panorama Education geektbe
surveys for use in the State of Connecticut, distticts arestrongly encouraged to use the state
model surveys.

Therecommendedurveysthen can be used to collect student feedlaekavailable on the SEED
website Districts may use these surveysuseotherexisting survey instrumentMiddletown will

use a survey model recommended by the CSDE. The student survey instrument will be aligned tq
the Danielson Framework whenever gibte.
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Districts may choose to use different surveys for different grade levels, such as an elementary
survey for students in grades4and a secondary survey for gradel26 Districts may also choose
to use different surveys for different types of classes example, a district might establish a
standard survey for alk62 classes and then add additional questions for core classes such as
English and math

The surveysedected by a district must be valid (that is, the instrument measures whatehided
to measure) and reliable (that is, the use of the instrument is consistent amongitigpgeand is
consistent over time)

Districts are encouraged to use instants that will offer teachers constructive feedback they can
use to improve their practicd®istricts may include feedbaadnly questions that are not used for
evaluation purposeanddistricts may allow individual schools and teachers to add questidimes t
end of the survey, where feasibliea school governance council exists, the council must be
included in this process

Survey Administration

Student surveys must be administered in a way that allows students to feel comfortable providing
feedback wthout fear of retribution Surveys should be confidentiandsurvey responses must not
be tied to.studentsod names

If a secondary school teacher has multiple class periods, students should be surveyed in all class
If an elementary school teacheas multiple groups of students, districts should use their judgment
in determining whether to survey all students or only a particular group

Fall Baseline and Feedback Survey
If it is feasible, it is recommended but not required that schools condustient feedback

surveyseachyeaTf he first, administered in the fall
be used as a baseline for that yearo6s targe
Thesecond, administeredingh s pr i ng, wi | | be used to cal cu

provide valuable feedback that will help teachers achieve their goals and grow professionally
Additionally, by using a fall survey as a baseline rather than data from the previousgelaers

will be able to set better goals because the same group of students will be completing both the
baseline survey and the final survdf/conducting two surveys in the same academic year is not
possible, then teachers should use the previausgsgurvey to set growth targets

Establishing Goals

Teachers and their evaluators should use their judgment in setting goals for the student feedback
components In setting a goal, a teacher must decide what he/she wants the goal to fodus on

goal will usually refer to a specific survey questiog(di My t eacher maked) | e

However, some survey instruments group questionorngonent® r t opi ¢cs, such

Control o or ACommuni cat inmagals€Crefartose@pddentathez nt , 0

than an individual question

Additionally, a teacher (or the district) must decide how to measure results for the selected questi
or topic TheCSDE recommends that teachers measure performance in termpefdbetage of
students who responded favorably to the questi@irtually all student surveinstruments have

two favorableanswer choices for each questjoRor example, if the survey instrument asks

S

t

S

students to respond tsaggqeestoi D3 swigtr e efj t M dNre g
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AStrongly Agree, 0 performance on a goal wou
responded AAgreeo or fAStr ongl Mexthageacher mustsetat h
numeric performancerget As described above, this target shouldbeed on growth or on
maintaining performance that is already higieachers are encouragedar in mind that growth
may becomédarder as performance increasesr this reason, weecommend that teactseset
maintenance of high performance targets (rather than gtavgéts) when current performance
exceeds 70% of students responding favorably to a question

Finally, where feasible, a teacher may optionally decide to focus
a goal on a particular subgroupstfidents (Surveys may ask
students for demographic information, such asejitadel, Student feedback goals should
genderandrace) For exampl e, i f a be written iINSMART 1
that boys give much lower scores than girlsasponse to the language

survey question AMy teacher _ o :
setagrowthgodl or how t he t e aespordtdl '\S/I _ fﬂizzlzrcaﬁd Strategic
that question . _
A = Aligned and Attainable
The following are examples of effecti®ART goals: R = ResultsOriented
T The percentage of studen| T = TimeBound D
Agreeo with AMy dWeawlkéd o

increase from 50% to 60%y May 15, 2014.
1 The percentage of studemtsh o fiAgreeo or AStrongly
Agreeo with AMy weeacehdre amankiensgy whhatebyest i n
May 15, 2014
1 The percentage &thgr ader s who AAgreedo or AStrongl
asking my teacher a$edrom68% to 708y Mag 15p2014wi | | i

See theexample surveysn the SEED websit®r additional questions that can be used to develop
goals

Arriving at a Student Feedback Summative Rating:

In most cases, summative ratings should reflect the degree to which a teacher makes growth on
feedback measures, using data from the prior school year or the fall of the current year as a base|
for setting growth targetsor teachers with high ratingéready, summative ratings should reflect
the degree to which ratings remain high

This is accomplished in the following steps, undertaken by the teacher being evaluated through
mutual agreement with the evaluator:

1. Review survey results from prior peri@uorevious school year or fall survey)

2. Setonemeasurable goal for growth or performance (see above)

3. Discuss parameters for exceeding or partially meeting goals.

4. Later in the school year, administer surveys to students

5. Aggregate data and determineetliner the goalvas achieved

6. Assign a summative rating, using the following scale to be discussed and fimzirzegl

the Endof-Year nference

Exemplary Proficient Developing ' Below Standard
Exceeded the goal Met the goal Partially met the goal Did not meet the goal
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Option 3: Whole-School Student Learning Indicatois or Student Feedback

As previously mentioned, districts can use wksithool student learning indicators for certain
teachers and feedback from students for others dependihgiograde levelcontent arear other
considerations

NOTE: If the wholeschool studengarningindicatorrating is not available when the summative
rating is calculated, thethme student growth andedelopmenscore will be weighted 50 arlde
whole-school studenglarningindicatorwill be weighted 0 (see Summative Teacher Evaluation
Scoring) However, once the state data is available, the evaluator should revisit the final rating an
amend at that time as needed, but no later than Septefber 1
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SUMMATIVE TEACHER EV ALUATION SCORING

Summative Scoring
The individual summative teacher evaluation rating will be based on thedoyonentsgrouped

in two major categorg Student Outcomes Relatiedlicators and Teacher Practice Related
Indicators

Student Growth
and Development

or Parent
Feedback
10%

OR

Whole School
{ Student Learning
Student Feedback

Observation of Teacher
Performance and Practice
40%

Every educator will receive one of four performance ratings:

Exemplary T Substantially exceeding indicators of performance
Proficient i Meeting indicators of performance
Developingi Meeting some indicators of performance but not others

Below Standardi Not meeting indicators of performance

The rating will be determined using the following steps:

1) Calculate @'eacher Practice Related Indicators sdémyreombining the bservaibn of
teacher performance andgetice scor¢40%)and the parentdedback scorgl0%)

2) Calculate &tudent Outcomes Related Indicators séxyreombining the student growth and
development scor@5%)and wholeschool student learning indicator student éedback
(5%).

3) UsetheSummative Matrix ta@etermineghe Summative Rating

Each step is illustrated below:

1) Calculate @'eacher Practice Related Indicators ratiggcombining the observation of
teacher performance and practice score and the parent feedback score

The observation of teacher performance and practice counts for 40% of the total rating ang
parent feedback counts for 10% of the total rati8gnply multiply these weights by the
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componenscores to get theategorypoints The points are then translated to a rating using
the rating table below

Points
Component (scorex
weight)
Observation of Teacher Performance and 2.8 40 112
Practice
Parent Feedback 3 10 30
TOTAL TEACHER PRACTICE RELATED INDICATORS POINTS 142
Rating Table
Teacher PracticeRelated Teacher PracticeRelated
Indicators Points Indicators Rating
50-80 Below Standard
81-126 Developing
< 127174 Proficient __—>
175200 ‘=%x'emplary

2) Calculate é&tudentOutcomes Related Indicators ratiogicombining the student growth
and development score and whetshool student learnirigdicators or student feedback
score

The student growth and developmeamponentounts for 45% othe total rating and the
whole-school student learnirigdicatoss or student feedbaacomponentounts for 5% of
the total rating Simply multiply these weights by tlemponenscores to get theategory
points The points are then translated to a rating using the rating table. belo

Points
Component Weight (score x
weight)
Student Growth and Development (SLOS) 35 45 157.5
Whole School Student Learnitgdicatoror 3 5 15
Student Feedback
TOTAL STUDENT OUTCOMES RELATED INDICATORS POINTS 172.5A 173
Rating Table
Student Outcomes Student Outcomes
Related Indicators Points Related Indicators Rating
50-80 Below Standard
81-126 Developing
127174 Proficient____—>
175200 # Exemplary
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3) Use the Summative Matrix to determitie Summative Rating

Using the ratings determined for each majategory Student Outcomes Related
Indicators and Teacher PractiBelated Indicat; follow the respective column and row
to the center of thmatrix. The point of intersection indicates the summative ratfgy

the example provided, the Teacher Practice Related Indicators rgpiadicsentand the
Student Outcomes Related Indicators ratingreicient The summative rating is
thereforeproficient If the twomajorcategoriesre highly discrepant @, a rating of
exemplaryfor Teacher Practice and a ratingo@low standardor Student Outcomes), then
the evaluator should examine the data and gather additional information in order to
determinea summativeating

TeachreacRdlcaet ed Ratdi Ta@
4 3 2 1
o " AOEA (
® | 4 2 AOA 2 AOA 2A0A | Sl6E
x %BAI DI @A i/, 001 ZEA .- .= <.
= ET &£ OI £
(D]
=
© 3 2 AOA 2 AO0OA 2 AOA 2 AOA
o PAI DI 001 ZEA| 001 A£ZEA $AOAI T £
o
O
5 2 A0A 2 AGA 2 A0OA 2 AOA
*; 00Ol ZEA| 001 AEA| $A0OAIT I SAOAT T E
(D]
U Ve A N
>0, | SSELl 240A | 2A0A | 2A0A
N E1 & O $AOAT T E $ABAITI 30AT1T AA

Adjustment of Summative Rating

Summative ratings must Ipeovidedfor all teachers by June 30 of a given school wear

reported to the CSDE per state guidelin8bould state standardized test datayebbe available

at the time otalculating a summativ&ting, a rating must be completed based on evidence that i
available When the summative rating for a teacher may be significantly impacted by state
standardized test data, the evaluatosuldr e cal cul at e t he teacher 6s
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data is available and submit the adjusted rating no later thaenSegt 15 These adjustments
should inform goal setting in the new school year

Definition of Effectiveness and Ineffectiveness

Novice teachers shall generally be deemed effective if said educator receives at least two
sequentiaproficientratings,on® f whi ch must be earned in the
career A below standard at i ng shall only be permitted in
career, assuming a pattern of growttde¥elopingn year two and two sequentiaioficient

ratings in years three and foudpon receiving all student achievement datipesintendents shall

offer a contract to any educator he/sleemseffective at the end of year fauthis shall be
accomplished through the specific issuatacthat effect

A posttenure educator shall generally be deemed ineffective if said educator receives at least two
sequentiatlevelopingatings or ondelow standardating at any time

Dispute-Resolution Process

(3) In accordance with the requirement in the 1988r@cticut Guidelines for Teacher Evaluation
and Professional Development, in establishing or amending the local teacher evaluation

plan, the local or regional board of education shall include a process for resolving disputes

in cases where the evaluatoidaeacher cannot agree on goals/objectives, the evaluation

period, feedback or the professional development plan. As an illustrative example of such

a process (which serves as an option and not a requirement for districts), when such agreement
cannot beeached, the issue in dispute may be referred for resolution to a subcommittee

of the professional development and evaluation committee (PDEC). In this example, the
superintendent and the respective collective bargaining unit for the district may eath selec

one representative from the PDEC to constitute this subcommittee, as well as a neutral party

as mutually agreed upon between the superintendent and the collective bargaining unit. In

the event the designated committee does not reach a unanimous ddwsiesye shall be

considered by the superintendent whose decision shall be binding. This provision is to be utilized
in accordance with the specified processes and parameters regarding goals/objectives,

evaluation period, feedback, and professiaeaielopment contained in this document entitled
AConnecticut Guidelines for Educator Evaluat
required by the document entitled AConnectic
June 2012 not result in resolutioha given issue, the determination regarding that issue

shall be made by the superintendent. An example will be provided within the State model.

CORE REQUIREMENTS FOR THE EVALUATION OF STUDENT AND
EDUCATOR SUPPORT SPECIALISTS
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As provided in Se@0-151b of the 2012 Supplement (C.G.S.pasended by section 51 of P.A.
1324571 The superintendent of each | romuallylevaloateor e gi
cause to bevaluated each Student and Educator Support Speoialist n aewdtiothed a n ¢
requirements of thisection. Local or regional boards of education shall develojngpidment

Student and Educat@upportSpecialistevaluation programs consistent with these requirements.

Flexibility from Core Requirements for the Evaluation of Teachers

1. Student and Educator Support Specialists shall have a clear job descriptions and
delineation of their role and responsibilities in fohool to guide the setting of Indicators
of Academic Growth and &elopmenf{IAGDs), feedback and observati.

2. Because of the unique nature of the roles fulfilled by Student and Educator Support
Specialists, districts shall be granted flexibility in applying the Core Requirements of
teacher evaluation in the following ways:

a. Districts shall be granted flexibiitin usinglAGDs to measure attainment of goals
and/or objective$or student growth. The Go8letting Wnference for identifying
the IAGD shall include the following steps:

i. The educator and evaluator will agree on the students or caseloads that the
educator is responsible for and his/her role.

ii. The educator and evaluator will determine if the indicator will apply to the
individual teacher, a team of teachers, a grade level or the whole school.

iii. The educator and evaluator should identify the uniqueactexistics of the
population of students which would impact studgotiwvth (e.g high
absenteeism, highly mobile population in school).

iv. The educator and evaluator will identify the learning standard to measure:
theassessment, data or product for meagugiowth; the timeline for
instruction andneasurement; how baseline will be established; how targets
will be set so they anealistic yet rigorous; the strategies that will be used;
and the professional developmém educator needs to improve their
learning to support the areas targeted.

b. Because some Student and Educator Support Specialists do not have a classroom
and maynot be involved in direct instruction of students, the educator and evaluator
shall agree tappropriate venues for observations andappropriate rubric for
rating practice angerformance at the beginning of the school year. The
observations will be based on standaxtien available. Examples of appropriate
venues include but are not limited to: obsen&tgdent and Educator Support
Specialist staff working with small groups of children, workivith adults,
providing professional development, working with families, participation in team
meetings or Planning and Placement Team meetings.

When student, parent and/or peer feedback nmesims are not applicable to Student &uticator
Support Specialists, districts may permit local development of short feedfieatlanisms for
students, parentend peers specific to particular roles or projects for whiclsthdent and

Educator Supprt Specialists are responsible.
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The Connecticut State Department of Education, through its LEAD Connecticut

initiative and in collaborationwith the Connecticut Association of Public School

Superintendents, the Connecticut Association of Schools, the Connecticut Center for

School Change, and representatives from the following school districts, convened to

develop resources and materialsingup rt of Connecticutdés Syster
Evaluation and Support and in alignment with the Guidelines for Educator Evaluation:

Middletown, Milford, Naugatuck, New Hartford, Regional School District # 4, Stratford
and Vernon.
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Middletown Public Schools Rpresentatives:
PatriciaCharles, Superintenderiinza Macri, Associate Superintendefiy Clarke, Supervisor of Special
Education, and Silvia Mayo Molina, Keigwin Middle Sché&wincipal
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As provided in subsection(a) of Sec. 10-151b (C.G.S.), as amended by PA. 13-245, the
superintendent aéachlocal or regionalboardof educationshallannuallyevaluateor causeto be evaluated
eachadministrator whose position requil@s092 certification. This plan details the process to be followed

to both evaluate administrators and, at the same time, provide a system which supports professional growth
to maximize the effectiveness of each administrator.

The primary goal of C o n n e ¢ educataréevalgationand support systemis to develop the talented
workforce requiredto provide a superioreducationfor Co n n e ¢ 21staenturyfearners. The system
clearly defines effective practice, encourageshe exchangeof fair and accurate,useful information
aboutstrengthsand developmentreas,and promotescollaborationand sharedownershipfor professional
growth.

The ConnecticutState Departmentof Education (CSDE) is committed to developing and supporting
Connect i c uwoikferceeT meethis@aoal, the CSDE in partnershipwith local and regional
schooldistricts and other stakeholdeigroups,aimsto createa comprehensiveapproachto human capital
development and talent management which entails preparing, recrhiting, supporting, developing and
retaining the best educators to serve in Connectic

Excellent schools begin with great teachers andschool leades. The importance of highly-skilled
educatorss beyonddisputeasa strongbodyof evidencenow confirmswhatparents,studentsteachersand
administratorshave long known: effective teachersare amongthe mosimportantschootlevel factorsin
studentearning andeffectiveleadershifpis anessentiacomponenbf anysuccessfuschool.

In an effort to ensure that administrator evaluation provides opportunities for administrators to grow and
improve their leadership practice, the leadership teams from seven Connecticut school districts partnered

with the Center for Educational ated er shi p ( CEL) from the Universit.y
Education to develop docally-determined plan for administrators as a potential alternative to
Connecticutdéds State Model , Connecticutds Jgestem of
plan includes the implementation of multiple Instructional Leadership Inquiry Cycles over the course of a

year. The Instructional Leadership Inquiry Cycles promote growth in the context of improving both student
learning and teacher practice.

Educator evaluationis a critical componentof this approachand contributesto the improvement of
individual and collective practice. A high-quality system of educator evaluation and support
is necessaryo inform theindividualizedprofessional learningndsupportthatall educators requiracross
the continuum of their careeiSuch evaluationsalsoidentify professionaktrengthswvhich shouldform the
basis of new profesional opportunities. High-quality evaluationsare also necessaryto make fair
employmentdecisionsbasedon teacherand administratoreffectivenessUsedin this way, high-quality
evaluationswill bring greateraccountabilityand transparencyo schoolsandinstill greater confidencein
employmentecisionsacrosghe state.
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Purposeand Rationale

The Middletown Administrator Development and Support Plan 2012015 using thdnstructional

Leadership Inquiry Cycle outlines our model for the evaluation of school and school district
administrators A robust administratorevaluation systemis a powerful meansto develop a shared
understandingof leader effectivenessfor the state of Connecticut. The Connecticutadministrator
evaluation and supportmodel definesadministratoreffectivenessn termsof (1) administratormpractice
(the actionstaken by administratorghat have beenshownto impactkey aspectf schoollife); (2) the
results that come from this leadership(teachereffectivenessand studentachievement);and (3) the
perception®fthea d mi n i deaderahimondkey stakeholders his/hercommunity.

Themodeldescribedour levelsof performancefor administratorsand focuseson the practices
andoutcomesas well as the growtbf Proficient administrators.
Theseadministrators canbe characterizedas:

Meetingexpectationgsaninstructionalleader;
Meetingexpectationg atleast3 otherarea®f practice as defined by the Common Core of Leading;
Meetingltargetelatedostakeholdefeedback;

Meetingstateaccountabilit>growthtargetsmtestsofcoreacademisubject§ when available;

=A =4 =4 4 =4

Meetingandmakingprogres®n2Student.earningObjectiveslignedoschoobnd district
priorities;and

1 HavingmorethanGO% ofteachergroficientonthestudengrowthportionof their evaluation.

The model includes an exemplaryperformancelevel for thosewho exceedthese characteristicsbut

exemplaryratingsarereservedfor thosewho could serveasa modelfor leadersacrosstheir district or

evenstatewideA proficientratingrepresentfully satisfactoryperformanceandit is therigorousstandard
expectedf mostexperience@ddministrators.

This model for administrator evaluation has several benefits for participantsand for the broader
community. Through the implementation of the Instructional Leadership Inquiry Cythe model
providesa structurefor the ongoingdevelopmenbf administratorsand otheradministratordo establish
a basisfor assessingheir strengthsand growth areasso theyhavethefeedbackheyneedto consistently
improve practicelt alsoservesasa meangor districtsto hold themselvesaccountabldor ensuringthat
everychild in their district attendsa schoolwith effectiveleaders.

As noted, the model applies to all administratorsholding an 092 endorsementBecauseof the
fundamentalole that administratorsplay in building strongschoolsfor communitiesand studentsand
becauseheir leadershiphasa significantimpacton outcomedor studentsthe descriptiongand examples
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focuson principals However,wheretherearedesigndifferencesfor assistanadministratorandcentral
office administratorsthedifferencesarenoted.

Administrator Evaluation and Support Framework

The evaluationand support systemconsistsof multiple measurego paint an accurateand comprehensive
picture of administratorperformanceAll administratorswill be evaluatedin four componentsgroupedinto
two major categoriesi_eadershipPracticeand StudentOutcomes.

1. Leadership Practice Related Indicators: An evaluationof the coreleadershigpracticesandskills
thatpositivelyaffectstudentearning.This categoryis comprisedf two components:

a) Observation of Leadership Performanceand Practice (40%) asdefined inthe CommonCore
of Leading(CCL): ConnecticuSchool Leadershiftandards.

b) Stakeholder Feedback(lo%) onleadershippracticethroughsurveys.

2. StudentOutcomesRelatedIndicators: An evaluatiorofana d mi n i <dntribatioroto studentacademic
progressattheschoolandclassroonievel. This categoryis comprisedf two components:

a) Student Learning (45%) assessed in equal weight by: (a) progress on the acatimingmeasure
thest at e 6 s asystentarschalb (when dvailable) aifio) performanceandgrowthonlocally-
determinedneasures.

b)TeacherEffectivenessOutcomes(S%) asdeterminedy anaggregatioroft e a ¢ Buecessvith
respect ttudent Learnin@bjectivegSLOS)

Scoresfrom eachof the four componentswill be combinedto producea summative performance
ratingof ExemplaryProficient Developingor BelowStandardTheperformancdevelsaredefinedas:

1 Exemplaryi Substantiallyexceeding indicatorsf performance

1 Proficienti Meetingindicatorsof performance

1 Developing Meetingsoméandicatorsof performancéutnotothers
1 BelowStandard Notmeetingndicatorsof performance

ProcessandTimeline

This section describesthe processby which administratorsand their evaluatorscollect evidenceabout
practice and results over the courseof a year, culminating with a final raing and recommendationgor
continuedimprovement.The annualcycle (seeFigure 1 below) allows for flexibility in implementationand
lends itselfwell to a meaningful andloableprocessOften the evaluationprocesscan devolveinto a checklist
of complianceactivities that do little to fosterimprovementand leave everyoneinvolved frustrated.To avoid
this, themodelencouragethreethings:

1. Thatevaluatorgrioritize theevaluatiorprocessspendingnoreandbettertime in schoolsobservingpractice
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andgiving feedback;

2.Thatbothadministrator@ndevaluatorfocusonthe depthandquality ofthe interactionghatoccurin the
processnotjust oncompletingthe steps; and,

3. That the administrator and evaluator engage in interactive inquiry eyles focuses on the growth of the
administrator as a leader. Eaablministratorparticipatesin the evaluationprocessas a Cycle of

Continuous Improvement. Thecycleis thecenterpiecef stateguidelinesdesignedo haveall educatorsplay a
moreactive,engagedole in their professionagrowth and developmentFor every administrator,evaluation
beginswith goalsettingfor the schoolyear, settingthe stagefor implementationof a goaldriven plan.The
cycle continueswith a Mid-Y ear Formative Review, followed by continuedimplementationThe latter part of
the processoffers administratorsa chanceto selfassesandreflecton progresgo date,a stepthatinforms

the summativeevaluation.Evidencefrom the summativeevaluationand selfassessmenbecomemportant
sourcef informationfor thea d mi n i subsequengoal 8esting, asthe cycle continuednto thesubsequent
year.

Within the annual cycle of evaluation are a minimum of tnsiructional Leadership Inquiry Cycles.

The Inquiry Cycles promote the continuous growth of the administrator. Each Inquiry Cycle consists of four
phases: I Analyze Evidence to Develop Problems of Practice, Dletermine an Area of Focus, HI
Implement and Support, and Nnalyze Impat.

Superintendentgan determinewhen the annual cycle starts. For example, many will want their
administratorsto start the selfassessmenprocessin the spring in order for goalsetting and plan
developmento take place prior to the start of the next school year Othersmay want to concentrate
thefirst stepsan thesummer months.

Figure 1: Thisis atypical timeframe which includes two Instructional Leadership Inquiry Cycles, one in
the fall and one in the spring:

Goal Setting & Planning Mid -Y ear Review End-of-Year Review

i  Orientation on preess Review goals
1  Goatsetting and plan and performance

1  Selfassessment

o . _ ) 1 Preliminary
evelopmen Mid-year formative summative assessmé&nt
review

Prior to School Year T Mid -Year T Spring/End-of-Year

Instructional Leadership

Inquiry Cycle Instructional Leadership

Inquiry Cycle
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" Summativassessment completed by June 30, included in end
of-year data reported to CSDE. Summative rating may
be adjusted and finalizday September 15
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Annual Evaluation Cycle

Orientation to the Evaluation Process

To begin the process, the superintendent or designee provides the administrator with a copy of the evaluation plan
and materials outlining the evaluation process, including\theinistrator Professional Practice Rubric, tools to

be used to gather feedback from staff, families, and/or students, the process and calculation by which all
evaluation elements will be integrated into an overall rating.

Goal-Setting Conference

Before he school year starts, the superintendent or designee and administrator meet to discuss information
relevant to the evaluation process, and agree on the specific measures and performance targets for the student
learning indicators, teacher effectiveneskomes, and stakeholder feedback. The evaluator and administrator
also identify focus areas for development of administrator practice aligned to the Connecticut School Leadership
Standards. The evaluator and administrator also discuss the appropoiateagand professional development
needs to support the administrator in meeting the performance targets.

As each Instructional Leadership Inquiry Cycle begins, the administrator and evaluator will revisit the goals
developed at the goakttingconference to mutually determine whether to continue with the same goals during the
next Instructional Leadership Inquiry Cycle or to mutually agree on modifications.

LT

Available Data

District Improvement

Plan (DIP) SLOa Focus Area / Leadership Practice

School L

Improvement Plan >Lo2 Focus Area / Leadership Practice
Survey Target

Prior Evaluation
Results

-

Implementation and Evidence Collection Plan

Throughout the course of the year, the adstiator collects evidence about his/her practice and the
superintendent or designee collects evidence about administrator practice to support the review through the
Instructional Leadership Inquiry Cycle.

1. The superintendent or designee must conduetat two school site observations for any administrator and
should conduct at least four school site observations for administrators who are new to their district, school
or the profession, or who have received rating of developing or below standard.

2. Exanples of school site observations could include observing the administrator leading professional
development or facilitating teacher teams, observing the administrator working with parents and community
members, observing classrooms and instructional guatitassessing elements of the school culture.

Instructional Leadership Inquiry Cycle (minimum of one cycle)
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Mid -Year Formative Review

The superintendent or designee and administrator hold-gemidformative conference, with explicit discussion
of progress toward student learning targets, as well as any areas of performance related to standards of
performance and practice. This step in the process will take place-ppmicf the school year and the end of
each Instructional Leadership Inquiryde.

Instructional Leadership Inquiry Cycle (minimum of one cycle)

End-of-Year Summative Review
1. Administrator SeHAssessmerit The administrator reviews all information and data collected during the
year and completes a selésessment for review Hyet superintendent or designeeiisiseltassessment
may focus specifically on the areas for development established in thedhirad conference.
2. Endof-Year ConferenceThe superintendent or designee and the administrator meet to discuss all evidence
collected to date. Following the conference, the superintendent or designee assigns a summative rating and
generates a summary report of the evaluation before the end of the school year.

Instructional Leadership Inquiry Cycle

PHASE I: ANALYZE EVIDENCE T O DEVELOP PROBLEMS OF
PRACTICE

Administrator and schoddased team gather and analyze evidence to identify student learning problems and
problems of teaching practic€ritical questions in this phase includ®hat are the learning strengths and
challenges of student learning? What are the related instructional strengths and challenges of teaching practice?
Processes:
Analyze evidence of student learning to identify student learning problems, and deMelagt two
Student Learning Outcomes (SLOS).
Analyze evidence of instruction to identify a contributing teaching problem of practice.
Analyze stakeholder feedback to identify performance targets
Develop School Continuous Improvement Plan
CEL and district Tools (optional):
Appendix AT Phase 1: Analyze Evidence to Develop Problems of Practice (CEL)
Appendix Gi School Leadership SeffssessmenbData gathering and analysis tools (ex: assessment
scores, teacher evaluations ratings, watkibh data)

Ox¢

O¢ O¢ O«

0
0

PHASE II: DETERMINE AN AREA OF FOCUS

Administrator and administrator supervisor analyze evidence to ident#girinistrator instructional leadership
area of focusCritical questions in this phase includ¢hat is the administrator area fdcus for this Instructional
Leadership Inquiry Cycle that would impact teaching practices and student outcomes? What type of evidence will
be collected to determine the area of focus and measure success?

Processes:
Administrator seHevaluates usig theAdministrator Leadership Practice Rubric
Analyze administrator sedissessment and other collected evidence.
Determine an area of focus for the administrator inquiry cycle.
Determine targets to demonstrate evidence of success.
Once SL OO0 saremhagdbeein detetmined, administrator will fill out on district goal form.
Create an evaluation and support learning plan for administrator implementation and administrator
supervisor support.
CEL and district Tools:

O¢ O« O¢ O¢ O¢ O«
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Appendix Bi Phase Il Determine afrea of focus (CEL) Appendix € Supporting Phase Il: Step 1
Conversation Guide (CEL)

Appendix Di Supporting Phase II: Step 2 Theory of Action (CEL)

Administrator seHassessments

School and administrator goals

District goal form

O¢ O¢ O¢ O«

PHASE Ill. IMPLEMENT AND SUPPORT

Administrator and administrator supervisor engage in a series of learning sessions centered on the administrator's
area of focusCritical questions in this phase includighat are the possible actions for a series of learning
sessions? How withese sessions improve administrator performance?
Processes:
60 Create a learning plan that includes the admin
feedback targets, and practice and performance focus areas for administrator imgtememda
administrator supervisor support.

0 Implement the learning plan.

0 Enlist other support, resources, and expertise (central office leaders, others administrators, content
coaches, outside consultants) as needed.

0 Continually analyze the impactofsessson admi ni stratorés instructi

and the impact on teacher practice and student learning.
CEL and district Tools:
Appendix Ei Phase lll: Creating a Learning Plan (CHEhuiry Log

PHASE IV. ANALYZE IMPACT

Administrator and administrator supervisor systemically analyze the resthis Instructional Leadership Inquiry
Cycle. Critical questions in this phase includéhatwas learned about leadership practice and its impact on
teacher practice and studemdrning? What are the implications for the next Instructional Leadership Inquiry
Cycle?

Processes:
0 Analyze student and teacher evidence.
Analyze administrator leadership practice evidence.
Analyze stakeholder feedback/staff actions to meet perfornmargets
Prepare written analysis for reflection and feedback.
Present cycle to administrator supervisor and/or colleagues
Decide whether to continue the same Instructional Leadership Inquiry Cycle or identify a new area of
focus.
CEL and district Tools:
0 Appendix Fi Phase IV: Analyze Impact

O¢ O« O« O« O« O

Timeline

As was mentioned earlier, Instructional Leadership Inquiry Cycles can be of varied duration dependent
on the area under review and the requirements of the school district. Some districts may wish to work in
smaller time blocks of as little as six weekshndas many as six cycles completed in a school year. These
cycles may all focus on a common issue or need and build upon one another as the school year
progresses or the cycles may be only minimally connected.

The minimum number of cycles that would bengdeted in a school year should be a minimum of two

with one completed in the first half of the year and become a focus for thgearidonference and the
second completed by the end of the school year. The following timeline gives an example of how the
Instructional Leadership Inquiry Cycle@ihd the State requirements for administrator evaluation would
consistently work together. This timeline assumes that two cycles would be completed in a school year.
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Time-
frame

Steps/Phase

Tools

Strategies

Responsble
Parties

Outcomes/
Evidence

July/Aug

Orientation
Process

Evaluation Plan;
Implementation
Guide with
Summative
Rating Guide,
Glossary of
Terms

Orientation to the
Administrator
Evaluationand
Support Plan,
including material and
rubric to be usednd
process by which all
elements will be
integrated into an
overall summative
rating

Administrator
Supervisor(s)

July/Aug

Goal Setting

Goal Setting
Form

Utilize data and
develop and align
goals to School and
District Improvement
Plans

Determine

admi ni str a
and how these will
translate into
Instructional
Leadership Inquiry
Cycle(s)

Determine
Stakeholder Feedbac
Goal (including
parents and teachers
which could also
become the focus of
an Instructional
Leadership Inquiry
Cycle

Determine Areas of
Focus of leadership
practice

Administrator
Supervisor

Goals

July/Aug

Instructional
Leadership
Inquiry Cycle
1: Phase 1

ASsess
Evidence to

District/School
Tools:

District and
School
Continuous
Improvement
Plan, SLOs**,

Exercise in taking the
SLO deeper to learn
about thespecific
student learning need
and leadership
strategies

Administrators
in conjunction
with school
improvement
teams,
colleagues, an(
admin

Identificatio
n of student
learning
problem and
contibuting
teaching or
leadership
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determine pr evi ous NeedsAssessment | supervisor problem of
student summative based on Leadership practice
learning evaluation Standards

problem and

contributing | Documents:

teaching or | Appendix A

leadership f Appendix G

problem of

practice

(Instructional

Leadership

Inquiry Cycle:

Phase 1)

July/Aug | Instructional | District/School | GuidedReflective Administrator | Identificatio
Leadership | Tools: Discussion on and Supervisor n of Focus
Inquiry Cycle | Leadership leadership strategies Area within
1: Phase 2 Rubric Cycle 1

Needs
Determine a | Assessment
administrator | based on
area of focus | Leadership
(area of focus| Rubric, and
aligns to Feedback from
guidelines Supervisor,
practice areas| focus groups,
) and school
contributing | improvement
problem of team, etc.,
professional | conversation
practice

Documents:

1 Appendix B

1 Appendix C

1 Appendix D

9 District goal

form

Sept- Instructional | Document: Meet with others with | Administrator, | Learning

Jan Leadership like area focus Colleagues, Plan with
Inquiry Cycle | 1 Appendix E Administrator | Identified
1: Phase 3 f Inquiry log Plan out Learning Supervisor Sessions

Sessions and
Implementatio (differentiated accompanying

n and Support
(Phase 3
Planning

Learning

learning sessions and
observations of
practices based on
individual

log

Reflection
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Sessions)

administrator needs)

Jan/Feb | Instructional | Documents: Processes and Administrator, | Evidence of
Leadership | Appendix F | Protocols to analyze | Colleagues, Impact
Inquiry Cycle | ¢ District End | impact (look at inquiry| Administrator | (used to
1: Phase 4 of Cycle form| tools on Denver Supervisor, speak to

website) Leadership
Analyze Practice)
Impact

Jan/Feb | Mid-Year Mid-Year Identify need for new | Administrator, | Evidence
Formative Conference or cantinued focus for | Supervisor Based
Conference | Guide Instructional Reflections
(could take Instructional Leadership Inquiry on Cycle 1
place ammid- | Leadership Cycle and Intent
cycle during | Inquiry Cycle 1 for Cycle 2
each of the Observations of
Instructional | Practice
Leadership
Instructional | Current Reality
Leadership | and Evidence of
Inquiry success
Cycles

Feb Instructional | District/School | Exercise in taking the| Administrators | Identificatio
Leadership | Tools: SLO deepeto learn | in conjunction | n of student
Inquiry Cycle | District and about the specific with school learning
2: Phase 1 School student learning need| improvement | problem and

Continuous teams, contributing
Assess Improvement SeltAssessment colleagues, an( teaching or
Evidence to | Plan, SLOs* against Rubric admin leadership
determine supervisor problem of
student Documents: practice
learning
problemand |9 Appendix A
contributing 1 Appendix G
teaching or
leadership
problem of
practice
(Instructional
Leadership
Inquiry Cycle:
Phase 1)

Feb Instructional | District/School | Guided Reflective Administrator | ldentificatio
Leadership | Tools: Discussion and n of Focus
Inquiry Cycle | Leadership Administrator | Area within
2: Phase 2 Rubric Supervisor Cycle 2

SelfAssessment
Determine a | against

Administrator Evaluation andProfessional Growth Plan

Page57



administrator
area of focus
(area of focus
aligns to
guidelines
practice areas

Leadership
Rubric, and
Feedback from
Supervisor,
focus groups,
school

) and improvement
contributing | team, etc.
problem of
professional | Documents:
practice 1 Appendix B
1 Appendix C
1 Appendixd
1 District goal
form
Feb-June | Instructional | Document: Meet withothers with | Administrator, | Learning
Leadership | Appendix E | like area focus Colleagues, Plan with
Inquiry Cycle | § Inquiry log Administrator | Identified
2: Phase 3 Plan out Learning Supervisor Sessions
Sessions
Implementatio (differentiated Reflection
n and Support learning sessions and
(Phase 3 observations of
Planning practices based on
Learning individual
Sessions) administrator needs)
Feb-June | Instructional | Documents: Processes and Administrator, | Evidence of
Leadership | Appendix F | Protocols to analyze | Colleagues, Impact
Inquiry Cycle | § District end | impact (look at inquiry Administrator | (used to
2: Phase 4 of-cycle form| tools on Denver Supervisor, speak to
website) Leadership
Analyze Practice)
Impact
June/Jul | Summative | Year End Review SLOg Administrator, | Evidence
y Phase Conference identify possible areag Supervisor Based
Guide for focus in the Reflections
Year End Instructional upcoming year on Cycle 1
Conference | Leadership and Cycle 2

Inquiry Cycle 1
and 2

Data on SLOs
Observations of
Practice

Summative Self
Assessment and
analysis of

Review Leadership
Practice

Analyze growth on
Stakeholder Feedbad
Goal

Analyze Teacher

Effectiveness on SLO
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evidence and related Teacher
Performance and
Practice

Ensuring Fairnessand Accuracy: Evaluator
Training, Monitoring and Auditing

All evaluatorsaarerequiredto completetrainingon the Administratorevaluatiorandsupportmodel. The purposeof
training is to provide evaluatorsof administratorswith the tools that will resultin evidencebasedschoolsite
observationsprofessionalearningopportunitiegiedto evaluationfeedbackjmprovedteachereffectivenessand
studentperformance.

The CSDE will provide districts with training opportunitiesto supportdistrict evaluatorsof administratorsn
implementationof the model acrosstheir schools.Districts can adaptand build on thesetools to provide
comprehensivirainingandsupporto ensurghatevaluatorsareproficientin conductingadministratorevaluations.

Evaluators of administrators may decide to engage in the CSDE sponsored mudiiy training or
implement an in-district training. This comprehensive training should giveevaluators the opportunity to:

1
1
1

f

)l

Understandhevariouscomponent®f theadministratorevaluationandsupportsystem;
Understangdource®fevidencehatdemonstratproficiencyonthe CCL LeaderEvaluationStandards.

Establisha commonlanguagehatpromotesrofessionalisnanda culturefor learningthroughthelensof
the Administrator Professional Practice Rubric based a@@le Standards

Establishinter-raterreliability throughcalibrationsof observetinterpretation®f evidenceandjudgments
of leadershigractice;and

Collaboratewith colleaguegso deeperunderstandingf the content.

Participants in the training will have opportunities to interact with colleagues and to:

)l

= =4 -4 —a -

Deepen understandimd the evaluatiorcriteria;
Defineproficientleadership;

Conduct effective observations;
Collect,sortandanalyzesvidencecrosacontinuunof performance;
Provide high quality feedbacknd

Determinafinal summativeatingacrossnultipleindicators.

Pointsfor District
Consideration:

E Identificationof criteriato demonstrat@roficiency(optional)
E Provision of ongoing calibration activities
F Determinatiorof frequencyfor proficiencystatusrenewalif applicable

The evaluatorcompleteghe summativeevaluationreport, sharest with the administratorand addsit to
thea d mi n i spersoantffilerwiths any written commentsattachedthat the administratorequestgo
be addedwithin two weeksof receiptof thereport.
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Summativeratings must be completedfor all administratorsby June30 of a given schoolyear. Should
statestandardizedest datanot yet be availableat the time of a final rating, a rating mustbe completed
basedon evidencehatis available Whenthe summativerating for an administratormay be significantly
impacted bystatestandardized testata or teacheaffectivenessatingstheevaluatoshouldrecalculatehe
a d mi ni stmmativeratiry whenthe datais availableand submitthe adjustedrating no later than
Septembel5. This adjustmenshouldtakeplace beforghe startof the new schoolyearso that prior year
resultscaninform goalsettingin thenewschoolyear.

Initial ratings are basedon all availabledataand are madein the spring so that they can be usedfor
any employmentdecisionsas heeded.Since some componentamay not be completedatthis point, here
arerulesof thumbto usein arrivingatarating:

9 If stakeholdesurveyresultsarenotyetavailable thenthe observation opracticerating shouldcountfor
5070 of thepreliminaryrating.

9 If theteacher effectivenessitcomegatingsarenotyetavailable then thestudent learninghneasures
shouldcountfor 507 of thepreliminaryrating.

1 If thestateaccountabilitymeasuresrenotyet available thenthe Studenti_earning Objectivesshould
countfor thefull assessmemf studentearning.

T If noneof thesummative stude¢arningindicatorscanyetbeassessedhen theevaluatorshould
examinethe mostrecentinterim assessmenmtatato assesprogressandarrive atanassessmeraf the
admi ni gerformanamntbiscomponent.

Evaluation alone cannothope to improve leadershippractice, teachereffectivenessand student learning.
However, when paired with effective, relevantand timely support,the evaluation processasthe potential
to helpmoveadministratoralongthepathto exemplanpractice.

Evaluation-Informed Professional Learning

Student successdependson effective teaching, learning and leadership. The CSDE vision for
professionallearningis that eachand every Connecticuteducatorengagesn continwuslearningevery

dayto increaseprofessionakffectivenessiesultingin positiveoutcomedor all studentsForConnect i cut 6s
studentsto graduatecollege and careerready, educators must engagein strategically planned, well
supportedstandarddasedcontinuougprofessionalearningfocusedonimprovingstudenobutcomes.

Throughout the processof implementingthis administratorevaluation and suppontnodel using the
Instructional Leadership Inquiry modéh mutualagreementwith their evaluatorsall administrators will
identify professional learningeedsthat supporttheir goal and objectivesThe identified needswill serve
asthe foundationfor ongoingconverstions aboutthet e a ¢ practicd andmpacton studentoutcomes.
The professionallearring opportunitiesidentified for eachteachershould be basedon the individual
strengthand needshatareidentified throughthe evaluationprocessThe procesgnay alsorevealareasof
commonneedamongteachersyhich canthenbe targetedwith schoolwide or district wide professional
learningopportunities.

Improvement and RemediationPlans

If ana d mi n i sperformntinceis Gaded as developingor below standard it signals the need for
focused support and development.Districts must develop a system to support administratorsnot
meeting the proficiency standard. Improvement and remediation plans should be developedin
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consultationwith the administratorand his/herexclusivebargaining representativewhen applicable,and
bedifferentiatedby thelevel of identified needand/or stageof development.

Districtsmaydevelopa systemof stagesr levelsof support.For example:

1. Structured Support: An administratorwill receivestructuredsupportwhen an area(s)of concernis
identified during the schoolyearor when he or she earns an overall performance ratidgvaflopingor
below standardThis supportis intendedto provide short term assistancéo addressa concernin its
earlystage.

2. Intensive Assistance:An administratorwill receiveintensive assistancavhen he/shedoesnot meet
the goal(s)of the structured supponplan or at the discretion of the primagyaluator in consultation
with the superintendenthis supportis intendedto build thestaffme mb eampetency

Rewarding exemplary performanceidentified through the evaluation processwith opportunitiesfor
careerdevelopmenandprofessionagrowthis a critical stepin bothbuilding confidencein the evaluation
andsupportsystemitself andin building the capacityand skills of all leaders.

Examplesof suchopportunitiesnclude,butarenotlimited to: observatiorof peersmentoing aspiringand
early-careeradministrators; participating idevelopmenbf administratorimprovementand remediation
plans for peerswhose performanceis developingor below standard leading ProfessionalLearning
Communities; differentiated career pathways; and focusedprofessionallearning basedon goals for
continuouggrowthanddevelopment.

The LeadershipPracticeRelatedindicatorsevaluatethea d mi n i skmowledgeofr aicemplexset of
skills and competenciesand how these are applied in leadershippractice. It is comprisedof two
components:

1 ObservatiormfLeadershiWracticewhichcountsfor40%;and

1 StakehoIdeFeedback/,vhichcountsfor10%

Component #1:0bservation of Leadership Practice(40%)

An assessment of an ad miiby drect obsetvaiion ®fspradtiee ardl ¢he solectipn op r a
otherevidencéi s 40% of an administratoro6s summative ratin

Leadershippractice is describedin the Common Core of Leading (CCL) ConnecticutSchool Leadership
Standardsdoptedvy the ConnecticuStateBoardof Educationin Juneof 2012, which use the national Interstate
SchoolLeadersLicensureConsortium(ISLLC) standardsas their foundation.

To support the process described in this Instructional Leadership Inquiry Cycle document, a revised rubric has
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been developed. This rubric, entitlédministrator Professional Practice Rubric is based upon the CCL and
contains the same 6 Performance Exgigans. The rubric is written at the Element level and contains a number

of new and expanded items drawn from several sources to clearly define the growth process as envisioned in the
Instructional Leadership Inquiry Cycle process. Both the CCL andAttministrator Professional Practice

Rubric define effective administrativepracticethrough six performanceexpectations.

1.Vision, Mission and Goals: Educationleadersensurethe successnd achievemenof all studentdy guiding
the developmenandimplementatiorof a sharedvision of learning,a strongorganizationamissionand high
expectation$or studenfperformance.

2.Teaching and Learning: Education leaders ensure the successand achievementof all studentsby
monitoringandcontinuouslyimprovingteachingandlearning.

3. Organizational Systemsand Safety: Educationleadersensurethe successand achievemenof all students
by managingorganizationabystemsandresource$or a safe,high-performinglearningenvironment.

4. Families and Stakeholders: Education leadersensurethe successand achievementof all studentsby
collaboratingwith families and stakeholderdo respondto diversecommunity interestsand needsand to
mobilizecommunityresources.

5. Ethics and Integrity: Educationleadersensurethe successand achievemenbf all studentsdy beingethical
andactingwith integrity.

6. The Education System: Educationleadersensurethe successand achievemenbf all studentandadvocate
for their studentsfaculty andstaff needsoy influencingsystemsf political, social,economic)egalandcultural
contextsaffectingeducation.

All  six of these performance expectations
contribute to successful schools, but research
showsthat somehavea biggerimpactthan others.
In particular, improving teachingand learning is

at the core of what effective educationalleaders
do. As such, Performance Expectation 2

(Teaching and Learning) comprises
approximately half of the leadership practice
rating andthe other fiveperformance expectation:
areequally weighted.

These weightings should be consistent for all
administratorandcentraloffice administratorskFor
assistanadministratorsandotherschootbasedd92
certificate holders in nonteachingroles, the six
performance expectations areweighed equally,
reflectingthe need foremergingleadersto develop
the full setof skills and competenciesn order to
assumegreaterresponsibilitiesas they move forward in their careersWhile assistana d mi n i srdlesand or s 6
responsibilitiesvary from schoolto school, creatinga robust pipeline of effective administratorsdependson
adequatelypreparingassistanadministratorgor the principalship

In order to arrive at these ratings, administratorsare measuredagainst the Administrator Professional
Practice Rubric which describedeadershiactionsacrossour performancéevelsfor each of thesix performance
expectationandassociatedlements based on the CCL Standards fGimperformancéevelsare:

AExemplary. The ExemplaryLevel focuseson the conceptsof developingcapacityfor action and leadership
beyond the individual leader. Collaboration and involvement from a wide range of staff, studentsand
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stakeholdersis prioritized as appropriate in distinguishing Exemplary performance from Proficient
performance.

AProficient: The rubric is anchoredat the Proficient Level using the indicator languagefrom the Connecticut
SchoolLeadershigstandardd.eadership practice at the proficient level results in effe¢déaeher practice and
improved student learning outcomes contingent upon the skillset of the leader.

ADeveloping The DevelopingLevel focuseson leaderswith a generalknowledgeof leader ship practicesbut
mostof thosepracticeslo not necessarilyeadto positiveresults.

/Below Standard The Below StandardLevel focuseson a limited understandingf leader ship practicesand
generainactiononthe partof theleader.

Examplesof Evidenceareprovidedfor eachelementof the rubric. While theseExamplesof Evidencecanbe a
guide for evaluatortraining and discussionthey are only examplesand should notbe usedas a checklist.As
evaluatorslearn and usethe rubric, they should review these Examplesof Evidenceand generateadditional
exampledrom their own experiencethatcouldalsoserveasevidenceof Proficientpractice.

Arriving at a Leadership Practice Summative Rating
Component #1: Observation of Leadership Practice (40%)

Summative ratingarebasecdntheevidencdor each performance expectatiorthe Administrator Professional
Practice Rubric. Evaluators collect written evidence abaotlobservehea d mi ni str at or 6s | eade
acrosghesix performance expectations descrili@therubric. Specific attentiois paidto leadership performance

areas identifiedisneeding development.

This is accomplishedhroughthe following steps,undertakerby the administratorbeing evaluatecandby the
evaluatorcompletingthe evaluation:

Theadministratoandevaluatomeetfor aGoalSettingConferenceo identify focusareasfor developmenof the
a d mi ni dehderahipoactibes

1. The administratorcollectsevidenceabout his/herpractice andthe evaluator collects evidence
about administrator practice with a particular emphasison the identified focus areasfor
development. Evaluators of administrators will conduct at least two school site
observations through the Instructional Leadership Inquiry Cycle for any
administrator and should conduct at least four schoolsite observationsfor administrators
who are new to their district, school, the profession or who have received ratings of
developingor belowstandard.

2. The administratorand evaluator hold a Mid-Year Formative Conferencewith a focused discussiorof
progressowardproficiencyin thefocusareasdentified asneedinglevelopment.

3. Neartheendof the schoolyear,theadministratoreviewsall informationanddatacollected during the year
and completesa summativeselfassesmentfor review by the evaluator, identifying areasof strengthand
continuedgrowth,aswell asprogres®nthefocusareas.

4. Theevaluatorand theadministrator medb discussall evidencecollectedto date.Following theconference,
the evaluatorusesthe preponderancef evidenceto assigna summative rating of exemplary proficient
developingor belowstandardfor eachperformancesxpedtation. Thenthe evaluatorassignsa total practice
rating basedon the criteria in the chart belowandgenerates summaryreportof the evaluationbeforethe
endof theschoolyear
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Principals and Central Office Administrators:

Exemplary Proficient Developing BelowStandard
Exemplaryon At leastProficient At leastDeveloping BelowStandardon
Teachim and onTeachingand on Teachirg and Teachim andLearning
Learning Learning Learning
+ + * or
Exemplaryonatleast2 At leastProficienton At leastDevelopingon BelowStandardon at
otherperformance at least3 other atleast3 other I;;?f)?r%g]rfcre
expectations performa_nce performa}nce expectations
+ expectations expectations

+
No ratingbelow No ratingbelow
Pro]fl(:lenton any Developingon any
performance
expectation performgnce
expectation

AssistantPrincipals and Other SchootlBasedAdministrators:

Exemplary Proficient Developing BelowStandard
Exemplaryon atleast At leastProficientonat At leastDevelopingon at ~ BelowStandardon at
half of measured leasta majority of leasta Iea?t halfof
performance performance majority of PlElElNES

, : expectations
expectations expectations performance
+ + expectations
No ratingbelow No ratingbelow
Pro;‘lmenton any Developingon any
performance
expectation performgnce

expectation
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Component #2: Stakeholder Feedback (10%)

Feedbackirom stakeholders assessetty administrationof a surveywith measureghat align to the
CCL: ConnecticutSchoolLeadershipgStandards is 10 of ana d mi n i ssummmeativaating. s

Foreachadministrativeole, the stakeholdersurveyedshouldbethosein thebestpositionto provide
meaningfulfeedback.For schootbasedadministratorsstakeholdersolicited for feedbackmust
includeteachersaandparents put mayincludeotherstakeholderge.g., otherstaff, community
membersstudentsetc.).If surveyedpopulationsncludestudentstheycanprovidevaluableinputon
schoolpracticesandclimatefor inclusionin evaluationof schootbasedadministrativeoles.

The instrument(s) for gathering feedback musbe valid (that is, it measures what it is intended to
measure) and reliable (that is, the use of the instrument is consistent among those using it and is
consistent over time.) Focus groups, interviews, teachevel surveys, or other methods may be used

to gather stakeholder feedback as long as these methods meet the above definitions of valid and reliable

For each administrative role,stakeholdersproviding feedback might include:

SCHOOL-BASED ADMINISTRATORS

Principals:
All family membersall teachersandstaff membersall students

AssistantPrincipals andotherschoolbasedadministrators:

All or asubsebf family membersdl or a subsebf teacherandstaff membersall or a subsebf
students

CENTRAL OFFICE ADMINISTRATORS

Line managersof instructional staff
(e.g.,Assistant/RegionalSuperintendents):

Administrators or administrator supervisors, other direct reports, relevant faemipers

Leadershipfor officesof curriculum, assessmenspecialservices andther central academic
functions:

Administrators, specific subsets of teachers, other specialists within the district, relevant family members

Leadershipfor officesof finance, human resourcesand legal/employee relation®fficesand other
central sharedservicesroles

Administrators, specific subsets of teachers, other specialists within the district

StakeholderFeedbackSummative Rating

Ratings should reflect the degreeto which an administratormakesgrowth on feedbackmeasures,
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usingdatafrom the prior yearor beginningof theyearas abaselingor settinga growthtarget.

Exceptionsto this include:

AAdministratorswith high ratingsalready,in which case theratingshouldreflectthe degrego whichmeasures
remainhigh.

AAdministrators newo therole, in which casetheratingshouldbe basedn areasonablégarget,usingdistrict
average®r average®f schooldn similar situations.

This may beaccomplishedn thefollowing stepsundertakerby the administrator beingvaluatecaindreviewed
by theevaluator:

1.Selectappropriatesurveymeasureslignedto the CCL: ConnecticutSchoolLeadershipStandards.
2. Reviewbaselinalataon selectedneasuresyhich mayrequireafall administratiorof the surveyin yearone.

3. Setl targetfor growthonselectedneasuregor performancen selectedneasuresvhen growth is not feasible
to assess or performance is alrehijh).

4. Laterin theschoolyear,administersurveyso relevantstakeholders.
5.Aggregatalataanddeterminavhethettheadministratoachievedheestablishetarget.
6. Assignarating,usingthis scale:

Exemplary Developing BelowStandard

Substantially Mettarget Madesubstantial Madelittle or no progress
exceededarget progressut did not againstarget
meettarget

Establishingwhatresultsin havingii s u b s t ex ¢ é eihik targjaior whatconstitutesi s ubs paogir abk s C
is left to the discretionof the evaluatorandthe administratobeing evaluatedn the contextof thetargetbeingset.

However, more than half of the rating of an administratoron stakeholderfeedbackmust be basedon an
assessmerdf improvementovertime.

StudentOutcomesRelatedIndicators

Includes twacomponents:

AStudent_earning ,whichcountsfor45%; and

ATeache(Effectivenes®©utcomesyhich countsfor 5%
0,
Component #3:Student Learning (45/0)

Studentearningis assesseih equalweightby: (a) performanceandprogresson the academidearningmeasures
in the s t a tceodrgabilitysystemfor schools(when available) andb) performanceand growth on locally-

determinedmeasuresEach of thesemeasuresas a weight of 22.5% and togetheraccountfor 4570 of the
admi ni ®valuaidnor 6 s
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StateMeasures ofAcademic Learning

(Not available in 2014 2015)

With the s t a heg 8chool accountabilitysystem,a s ¢ h o0 $PIB @rsaverageof student performancen all
testedgradesand subjectsfor a given schoob allows for the evaluationof schoolperformanceacrossall tested
gradessubjectsand performancdevelson statetests. The goal for all Connecticutschoolsis to achievean SPI

ratingof 88, whichindicateshat onaveragell studentareatthe6 t a legek t 6
Currently, the s t a aceobnsability systemincludestwo measuresof student academic learning:

1. SchoolPerformance Index (SPI) progressi changedrom baselinein studentachievenenton
C o n n e c dtandardizedéssessments.

PLEASE NOTE: SPI calculations will not be availabléor the 201415 school year due to the
transition from state legacy tests to the Smarter Balanced Assessment. Therefore, 45% of an
administratoro6s rating for Student Learning Vv
locally determined measures.

2. SPI progressfor studentsubgroupsi changed$rom baselinen student achievemefdr subgroups
onC o n n e cdtandardizedssessments.

For a completéefinitionof C 0 n n e c idasunesf stitgent academiearning, includinga
definition of the SPIseethe SEEDwebsite.

Yearly goals forstudentachievemenshouldbe basedon approximatelyl/12 of the growth neededto reach
88, cappedat 3 points per year.

Evaluation ratings for administrators on these state test measures are generated as follows:

Stepl: Ratingsof SPIProgresareappliedto give theadministratola scorebetweerl and4, usingthe
tablebelow:

SPI Progress (all students and subgroups)

Did not
Maintain

< 50" target 50-99" target 100-125° > 125 target
progress progress target progress progress

SPI>=88

Maintain

SPI<88

PLEASE NOTE: Administratorswhowork in schoolswith two SPIswill usethe averageof the two
SPI ratings to apply for their score.
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Step 2:Scoresare weightedto emphasizeimprovement in schoolsbelowthe St a Skl dagyet of
88 and to emphasizesubgroup progress and performance in schools abovethe target.
While districts may weigh the two measuresaccordingto local priorities for administrator
evaluationthefollowing weightsarerecommended:
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SPI Progress 100 minus subgroup%

SPISubgrouProgres’é 10% persubgroupup to 507

Step3: Theweightedscoredn eachcategoryaresummedyesulting in aroverallstatetest ratingthatis
scoredonthefollowing scale:

Exemplary Proficient Developing BelowStandard

At or above3.5 2.5t03.4 1.5t02.4 Lessthanl.5

All protectionsrelatedto the assignmet of schoolaccountabilityratings(e.g.,the minimum numberof days
a student mustbe enrolledin orderfor thats t u d sarastd be includedin  anaccountabilityneasure¥hall
applyto theuseof statetestdatafor administratoevaluation.

For any school that does not have tested grades (such as a K-2 school), the entire 45% of an
admi ni sratingadn cstuderd learning indictors is based on the locally-determined indicators
describedelow.

Locally-Determined MeasuregqStudent Learning Objectives)

Administrators establish two Student Learning Objectives (SLOs) on measures they selectSITDesare
consistent with thénstructional Leadership Inquiry Process described above. In selecting measures, certain
parameters apply:

AAIl measuresnustalign to Common Core StateStandardsand Connecticut Content Standardsin instances
where there are no such standardsthat apply to a subject/gradelevel, districts must provide evidenceof
alignmentto researckbasedearningstandards.

AAt leastone of the measuresnustfocuson studentoutcomesrom subjectsand/orgradesnot assessedn state
administeregssessments.

AFor administratorsin high school, one measuremust include the cohort graduationrate and the extended
graduation rate, as definedin the St a tajgptoged applicatiorfor flexibility under the Elementaryand
SecondaryEducationAct. All protectionsrelatedto the assignmenbf schoolaccountabilityratingsfor cohort
graduationrate and extended graduationrate shall apply to the use of graduationdata for administrator
evaluation.

AFor administratorsassignedo aschoolinfi r e v or& wo r n astatoisindicatorswill alignwith the
performancéargetssetin thes ¢ h onmahdatsdmprovemenplan

Elementary or
Middle  School
Administrator

Non-testedsubjectsor
grades

Broaddiscretion
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Graduation

High School (meets the notested
Administrator grades osubjects
requirement)

Broaddiscretion

Broaddiscretion:Indicatorsmayfocuson studentresultsfrom a
subsebf teachersgrade levels or subjectgonsistentvith the

Eﬂlﬁjrglin;irr{c?orl AP N&rgistedsubwctsor job responsibilitieof the assistanadministratobeing
g evaluated.
Graduation Broaddiscretion:Indicatorsmay focuson studentesultsfrom a
_ (meets the nofested subsebf teachersgrade levels or subjectgonsistentvith the
High SchoolAP job responsibilitiesf theassistanadministratoibeing

grades osubjects

. evaluated.
requirement)

(meetsthe nontestedgradesor subjectsrequirement)

Indicatorsmay bebased omesultsin the groupof schoolsgroupof students or subject
areamostelevantt o t he admi ni st r a torondssictyide btudene s |
learningresults.

Central Office
Administrator

Beyondtheseparametersadministratorshave broad discretionin selectingndicators,including,butnot
limited to:

AStudent performanceor growth on stateadministeredassessmentand/or districtadoptedassessmentsot
includedin the stateaccountabilitymeasurege.g., commercialcontentareaassessments, Advandeldcement
examinationdnternationaBaccalaureat@xaminations).

AS t u d @mogresstbward graduationin the school using strong predictive indicators,including butnot
limitedto 9thand/orl0thgradecreditaccumulatiomnd/otthepercentageof studentsthat pass9th and/or 10th
grade subjectsmost commonly associatedvith graduation.

AS t u d eerformahceor growth on schoolor classroorrdevelopedassessmentis subjectsand gradelevels
for which therearenot available stateassessmentBelow area few examplef indicators,goalsandSLOsfor
administrators:

The procesdor selectingmeasuresindcreating SLOs shouldstrike a balancebetween alignmentto district student
learningpriorities anda focuson the mostsignificantschootlevel studentearningneeds To do so, it is critical that
theprocesdollow apre-determinedimeline.

AFirst, the district establishestudentlearning priorities for a given schoolyear basedon availabledata. These
may be a continuationfor multi-yearimprovementstrategiesor a newpriority thatemergegrom achievement
data.

AThe administratoruses available data to craft an improvementplan for the school/area.This is done in
collaborationwith other stakeholder@and includesa manageableet of clearstudentearningtargets.

AThe administratorchoosesstudentlearning priorities fomer/hisown evaluationthat are (a) alignedto district
priorities (unlessthe school is already doing well againstthose priorities) and(b) aligned with the school
improvement plan.

AThe administratorchoosesmeasureshat best assesshe priorities and developsclear and measurabl&LOs
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for the chosenassessments/indicatofseethe Ad mi n i sSL® &andbook,SLO Form and SLO Quality
Tesi).

AThe administratorsharesthe SLOs with her/his evaluator,informing a conversationdesignedo ensure
that:

The objectives are adequately ambitious.

Z
F Thereis adequatalatathat canbe collectedto makea fair judgmentaboutwhetherthe administrator
mettheestablishedbjectives.

F The objectives are based on a review of student characteristics(e.g., mobility, attendance,
demographicand learning characteristicsyelevantto the assessmentf theadministratomgainsthe
objective.

F Theprofessionatesourcesreappropriateto supportingthe administratorin meetingtheperformance
targets.

AThe administratorand evaluatorcollect interim dataon the SLOs to inform a mid-year conversation(which
is an opportunityto assesprogressand, as neededadjusttargets)andsummativedatato inform summative
ratings.

Based on this process, administrators receive a rating for this portioriphews:

Exemplary Developing BelowStandard

Metboth SLO objectives ~ Met 1 objectives Met 1 objedive andmade Met0 objectivesOR

and substantiallyexceeded =~ andmadeat least someprogresdnat least  Met 1 objective andlid not

atleast2 targets substantiaprogress 1 other makeanyprogreson the other
onthe 2"d

Transfers and Adjustments of Goals/SLOs:

Al f an administratordés assignment changes or
can be adjusted at the time of the transfer and/or during thé&/&ad Conference with the evaluator
and theadministrator. In case of lortgrm leave, goals will be adjusted by mutual agreement between
the evaluator and administrator.
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Arriving at Student Learning Summative Rating

To arrive at anoverall studentiearningrating, the ratingsfor the stateassessmerandthe locally-
determinedatingsin thetwo componentareplottedon this matrix:

State Measuresof AcademiclLearning

4 3

: [

Rate Rate Rate %?ttrr::rr
Exemplary Exemplary Proficient information
Locally Determin
Moé:;sgresec}? - Rate Rate Rate Rate
Academic Learnin Exemplary Proficient Proficient Developing
caaemicLea g Rate - Rate Bt
Proficient Proficient Developing Developing
ﬁ?ttr',frr Rate Rate RateBelow
information  D€veloping  Developing | Standard

. 0,
Component#4:TeacherEffectlvenessOutcomes(S/O)

Teacher effectiveness outcomésas measured by an aggregation of
(SLOs)imake up 5% of an administratordés evaluation.

Improving teachereffectivenessoutcomesis centralto ana d mi n i srdleriradridng onproved student
learning. That is why, in addition to measuringthe actions that administratorstake to increaseteacher
effectivenesd from hiring andplacemento ongoing professionalearningto feedbackon performance’ the
administratorevaluationand supportmodelalsoassessethe outcomesf all of thatwork.

As part of Co n n e c tteaaher evalgation state model, teachers are assessedin part on their

accomplishmenbf SLOs.This is the basisfor assessin@ d mi n i scontrilaution to ®athereffectiveness
outcomes.In order to maintain a strong focus on teacherssetting ambitiousSLOsfor their evaluation,it is

imperative that evaluatorsof administratorsdiscuss with the administrator theirstrategiesin working with

teachers teetSLOs.Without attertion to this issue thereis a substantialisk of administratorsiot encouraging
teachers$o set ambitiousSLOs.

Exemplary Proficient Developing BelowStandard

> 80”0 of teachersire > 607 of teachersre > 4070 of teachersare < 407 of teachersre

ratedproficientor ratedproficientor ratedproficientor ratedproficientor
exemplaryonthe exemplaryonthe exemplaryonthe exemplaryonthe
studentearning studentearning studentearning studentearning
objectivesportion of objectivesportion of objectivesportion of objectivesportion of
theirevaluation theirevaluation theirevaluation theirevaluation

ACentralOffice Administratorswill beresponsibldor theteachersindertheir assignedole.
AAll otheradministratorsvill beresponsibléor theteachertheydirectlyevaluate.
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Summative Scoring:
Every educator will receive one of four performance ratings:

Exemplary. Substantiallyexceedingndicatorsof performance
Proficient: Meetingindicatorsof performance

Developing Meetingsomeindicatorsof performancdutnotothers
Belowstandard Not meetingindicatorsof performance

"Thetermii p e r f o rimileeabovesballmeanii p r o gasdefisesby specified ndi ¢ &uclo r s .

indicators shall be mutually agreed upon, as applicabieh progress shall be demonstrated by
evidence (seAppendix 2).

Proficientrepresentsully satisfactory performance. It ihie rigorousstandard expected fanost experienced
administrators Specifically, proficient administratorscan be characterzedas:

AMeetingexpectationsisaninstructionalleader;

AMeetingexpectationi atleast3otherarea®f practice;
AMeetingandmakingprogressnltargetelatedostakeholdefeedback;

AMeeting state accountability growth targets on tests of core academic subjects;

AVieeting and making progress on 2 student learning objectives aligned to school and district priorities; and
AHaving morethan 60% of teachers proficient on the student growth portion of their evaluation.

Supporting administratorsto reach proficiency is at the very heart of this evaluationmodel.

Exemplaryratingsarereservedor performanceahat significantly exceedroficiencyandcould serve
asa modelfor leaderddistrictwide or evenstatewide Few administratorsare expectedo demonstrate
exemplaryperformanceon morethanasmall number opracticeelements.

A rating of developingmeansthat performanceis meetingproficiency in somecomponentsbut not others.
Improvementis necessarand expectedandtwo consecutiveyearsat the developindevelis, for anexperienced
administratora causeor concernOntheotherhand, for administratorsn their first year, performanceating of
developingis expectedlf, by the end of threeyears,performances still rateddeveloping thereis causefor
concern.

A ratingof belowstandardindicatesperformancehatis below proficienton all componentor unacceptablyow
ononeor morecomponents.

Determining Summative Ratings

The rating will be determined using the following steps:
1 DeterminingalLeaderPracticeRating;
1 DetermininganStudenDutcomedRating;and
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1 Combiningthetwo into anoverallratingusingthe SummativeMatrix.

Each stepis illustrated in the exampléoelow:
PRACTICE: Leadership Practice (40%)
+ Stakeholder Feedback (10%) = 50%

The practicerating derivesfrom ana d mi n i sperformmancepndtise six performanceexpectation®f the
Administrator Professional Practice Rubmnd the one stakeholder feedbacktarget. The observation of

administratomperformanceandpracticecountsfor 407 of thetotal ratingandstakeholdefeedbaclcountsfor 10%
of the total rating. Simply multiply these weights by the componentscoresto get the category points. The
points are then translatedo aratingusingtheratingtablebelow.

Component Score(1-4) Weight Summary Score
Observatiorof LeadershigPractice 2 40 80
StakeholdeFeedback 3 10 30
TOTAL LEADER PRACTICE-RELATED POINTS 110

Leader Practice-Related Points Leader Practice-Related Rating

—_ 50-80 BelowStandard —
81-126 Developing
127174 Proficient
175200 Exemplary
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OUTCOMES: Student Learning (45%)
+ Teacher Effectiveness Outcomes (5%) = 50%

The outcomegating is derivedfrom studentiearningi studentperformanceandprogresson academiclearning
measuresn the s t a aceodntabilitysystem(SPI) and studentlearning objectivesi andteachereffectiveness
outcomesAs shownin the Summative Rating Form, statereportsprovide an assessmeniating and evaluators
record a rating for the studentlearningobjectivesagreeduo in the beginningof the year Simply multiply these
weightsby the componeniscoresto get the categorypoints.The points arethentranslatedo a rating usingthe
ratingtablepage82.

Component Score(1-4) Weight POIEEES
(scorex weight)

Student_earning(SPIProgresand 3 45 135

SLOs)

TeacheiEffectivenes®utcomes 2 5 10

TOTAL STUDENT OUTCOMES-RELATED POINTS 145

IncichoIs ot Incicaiors Ragng s
50-80 BelowStandard
81-126 Developing
L 127174 Proficient —
175200 Exemplary

OVERALL: Leader Practice + Student Outcomes

The overall rating combinesthe practice and outcomesratings using the matrix below. Using the ratings
determinedfor each major category: Student OutcomesRelated Indicators and Leader PracticeRelated
Indicators, follow the respectivecolumn and row to the center of the matrix. The point of intersection
indicatesthe summativerating. For the example provided, the Leader PracticeRelatedrating is developing
and the StudentOutcomesRelatedratingis proficient.Thesummativeratingis thereforeproficient.

If the two major categoriesare highly discrepant(e.g., a rating of exemplaryfor LeaderPracticeanda rating
of below standardfor StudentOutcomes) then the evaluatorshould examinethe data and gather additional
informationin orderto determinea summativerating.
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Overall Leader Practice Rating

Rate Rate Rate fcfﬁt‘tt:':rr
Exemplary Exemplary Proficient information
Overall Student Rate Rate Rate Rate
Exemplary Proficient Proficient Developing
Outcomes
RELE Rate Rate Rate Rate
Proficient Proficient Developing Developing
Eﬁ?:rr Rate Rate. RateBelow
information ~~ D€Veloping Developing Standard

Adjustment of Summative Rating:

Summative ratings mudie completed for all administrators by June 30 of a given school year. Should state
standardized test data not yet be available at the time of a summative rating, a rating must be completed based ¢
evidence that is available. When the summative ratingricadministrator may be significantly affected by state
standardized test data, the evalwuator should recal c
available and submit the adjusted rating not later than September 15. Thesmeadgisthould inform goal

setting in the new school year.

Definition of Effectivenessand Ineffectiveness

Novice administratorsshall be deemedeffective if said administratorreceivesat leasttwo sequentiajproficient
ratings,oneof which mustbe earnedn thefourth yearof anovicea d mi n i <dreerA betowstaisdardrating
shall only be permittedin the first year of a novicea d mi n i scareegassomiriga patternof growth of
developingin yeartwo andtwo sequentiaproficientratingsin yearsthreeandfour.

An experiencedadministratorshall generallybe deemedineffective if said administratorreceivesat
leasttwo sequentiatievelopingatingsor onebelowstandardratingatanytime.

Dispute-ResolutionProcess

Thelocal orregionalboardof educatiorshallincludeaprocesgor resolvingdisputesn casesvherethe
evaluatorand administratorcannotagreeon goals/objectivesthe evaluationperiod, feedbackr the
professionatevelopmenplan. Whersuchagreementannotbe reachedthe issuein disputewill be
referredfor resolutionto a subcommitteeof the professionabdevelopmenand evaluationcommittee
(PDEC).The superintendenandthe respectivecollectivebargainingunit for thedistrictwill eachselect
onerepresentativerom the PDEC to constitutethis subcommitteeaswell asa neutralparty, as
mutually agreeduponbetweerthe superintenderdéindthe collective bargainingunit. In the eventthat
the designateaommitteedoesnot reacha unanimougdecision the issueshall be consideredoy the
superintendenvhosedecisionshallbe binding (seeAppendix2).
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Appendix A Instructional Leadership Inquiry Cycle Tool: Phase |

Appendix B Instructional Leadership Inquiry Cycle Tool: Phase II

Appendix C Supporting Phase II: Step | Conversation Guide

Appendix D Supporting Phase 1I: Step 2 Theory of Action

Appendix E Instructional Leadership Inquiry Cycle Tool: Phase Il

Appendix F Instructional Leadership Inquiry Cycle Tool: Phase IV

Appendix G School Leadership Selssessment

Appendix 1 Flexibilities to the Guidelines for Educator Evaluation Adopted by

Connecticut State Board of Education on February 6, 2014
Appendix 2 CT State Board of Educatiefhdopted Revisions: Guidelines feducator
Evaluation, May 7, 2014

Administrator Professional Practice Rubric
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Appendix A
Instructional Leadership Inquiry Cycle Toélhase |

PHASE |: ANALYZE EVIDENCE TO DEVELOP PROBLEMS OF PRACTICE
During this phase, the administrator and supervisor gather and analyze evidence in order to identify a
student learning problem and problems of teaching practice.

Step 1: Analyze evidence of student learning to identify a student learning problem.

Based on observations and analysis of data, wi
are some concerns about student learning?

What evidence supports these concerns?

What strengths are there to build upon?

Of these concerns, what is the specific student
learning problem to be addressed?

Why this one over others?

* Based on copyrighted content of the Instructional Leadership Inquiry Cycle, Creating a Theory of Action for Improving Beschaarning
, Gathering Evidence for 4 Dimensions of Princi palnCentesfor Educationab n a | Leac
Leadership. © 2012 University of Washington. All rights reserved. Used with permission of the University of Washingtame Foionmation
go towww.k-12leadership.orgContacticense@uw.edtor inquiries regarding commercial use of the content.
Permission has been granted for Tools to be used by the Principal Evaluation Toolkit Workgroup which includes the fciioalidgsicts:
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Step 2: Analyze evidence of instruction to identify a contributing teaching problem of
practice.

What area of teaching practice might make a
difference with thigproblem ofstudent learniy?

What practices support student learning in the
identified area of need?

What practices hinder student learning in the
identified area of need?

Of these concerns, what is the specific problem o
teaching practice to be addressed?

Why this one over others?
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Appendix B
Instructional Leadership Inquiry Cycle Toélhase Il

PHASE II: DETERMINE AN AREA OF FOCUS
During this phase, the administrator and supervisor analyze evideramgministratorperformanceand
identify administrator instructional leadership area of focus.

Step 1: Analyzevidence of administrator leadership and determine an area of instructibna
leadership focus. (See Appendix C)

Based on analysis of tlglministratoQ a -a&sédsrfent and other collected evidence gathered during
Phase |, what aspects of ta@ministratoQQ & A y & i NHzO G A 2iyigadtthefteGdhiRg$mellekhA LI Y I &
of practice? Ofhese concerns, what is tredministratoQd & LISOAFTAO | NBI 2F ¥F2 Odza

0 What area of instructional leadership practice might make a difference with the identified
problem of teaching practice and the problem of student learning?

[@]3

What current leadership practices support teaching practice and student learning in the
identified area of need?

[@]3

What current leadership practices hinder student learning in the identified area of need?

(@]

Of these concerns, what is the specific probleinteadership practice to be addressed?
0 Why this one over others?

Step2: Generate a theory of actionNSee Appendix D)

Using the responses above, generate a theory of adtiahexplains the specific changes the
administrator intends to make to improweaching and learning in the school. Articulate this theory,
starting with students.

If the administrator X thenteachersg A f f 0S | 0] sothatstudentsg A f f 0S5
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Step3: Determine evidencef success.

Based on the data and information gather&hat is the current state of student learning, teacher and
instructional leadership practice? What is evidence of success and how will the evidence be measured?

Area of change

What is the

currentreality?

What is evidence of
success?

How will the evidence be
measured?

Student Learning

Which indicators of
student learning will we
see change as a result ¢
the administrator and
supervisor working on
this particular leadershiy
area of focus?

Teaching Practice
Which teacher practices
and for which teachers,
will you see change as &
result of the
administrator and
supervisor working on
this particular leadershiy
area of focus?

Leadership Practice
Considering the
administrator area of
focus, what will you see
change as a result of the
administrator and
supervisor working on
this particular leadershiy
area of focus?

Step4: Formallyanalyze the impact of this inquiry cycle.

When setting a datéor the close of this inquiry cycle, consider the area of focus of this cycle, the
amount of learning that will need to take place to improve in the area of faus natural times in the

school year that are already set up to reviadministratorprogress as an instructional leader.

Date:
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Appendix C

Supporting Phase II: Step | Conversation Guide

Administrator

Area of Focus Architecture

Conversations with anadministrator are situated within a cycle ofadministrator
learning. Therefore, there are multiple types of conversationsThe purpose of this
conversation is to bring forward evidence collected both by thadministrator and
supervisor to determine an area of focus for thadministrator Instructional Leadership

Inquiry Cycle

Steps

Outline and Rationale

Questions, Stems, and Frames

Set the context if
needed.

Setting the context around the
evidence gathering process the
administrator supervisor and
administrator have engaged in up to
this point helps to make the purpose
of the conversation transparent.

The purpose of this conversation is
to review our individual responses
to the administrator prompts in
Step 3 of Developing an
Administrator Problem of Practice.

By the end of the conversation, |
hope we will have a clear area of
focus for yourInstructional
Leadership Inquiry Cycleand our
work together.

Ask administrator
to reflect on his/her
evidence.

By listening to theadministrator O
responses, the supensor can
determine whether or not it is
observable and connected to
building and/or district goals. The
supervisor can also determine
whether the information shared

Al ECTI O xEOE OEA

(

What evidence did you use to help
identify a potential area of focus?

When reflecting on this evidence,
what do you think is a potential
instructional leadership area of
focus for this cycle?

Share the evidence
gathered from your
perspective and
what areas of focus
you think would
benefit the
administrator,
teachers, and
students.

By sharing the information you
gathered, theadministrator will be
able to note similarities as well as
differences, which should lead to a
clear and impactful area of focus.

Let me share with you some of my
thinking.

I have noticed the following
OOOAT ¢cOEOS

'T AOAA &I O COIl x
I OAAO &I O ¢Ol xOE

What do you notice is similar?
Different?
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Identify / confirm
area of Focus.

Administrator and supervisor
determine an area of focus that will
provide the opportunity for teachers
to grow and for students to
demonstrate success.

Based on our sharing of evidence,
what do you think we should focus
on for this cycle and why?

What about working
on:

would help your teachers
with:

students
with:

Do you see any obstacles in your
practice that might keep you from
being successful in this area?

So for this cycle we are going to
work on

Createexamples of
observable
evidence of
teaching and
learning within the
OAAAEAO0BO
this cycle.

By discussing examples, the
supervisor andadministrator can
ground the area of focus in a
research-based vision of effective
instructional leadership.

What would I
like by the end of this cycle in your
practice?

What will teachers be doing and
saying as a result of your learning in
this cycle?

What will students be doing and
saying as a result of your learning in
this cycle?

Determine changes
in instruction.

By describing concrete instructional
leadership changesadministrator
will be able to set specific and
achievable goals.

What will change in your
instructional leadership practice?

Why do you think that change will
improve your teacher practice and
student learning?

Determine steps of
implementation
and support for the
administrator .

Supervisor and administrator
identify a series of action steps to
develop the instructional practice
identified in the goals.

What do you need to lem in order
to implement these shifts in
practice?

How will you learn about
implementing these shifts in
practice?

Based on what you are saying, here
AOA O1T 1T A Pi OOEAE

Determine steps of
implementation
and support by the
supervisor.

Administrator and supervisor
identify specific steps the:

1 Supervisor will take to support

the administratord O 1 AA O]

What do you need theadministrator
supervisor to do to support your
learning?

| can support this learning by
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T  Administrator will take.

Schedule first Supervisor and administrator agree | Thinking about the steps you will
learning session. to when the formative feedback take to learn
observations will take place. when does it make sens for me to

come and collect observation data?

Appendix D

Supporting Phase Il: Step 2 Theory of Action
What this tool will help you do.

1. Develop a weklaborated conception of the problem or situation for students, teachers, and
leaders that motivates their actions in the first place.

2. Make your leadership the core of the theory of action.

3. Create an evidendeased rationale for laparts of the theory.

4. Identify the supports needed to make the identified changesdiministratorpractice.

Theory of Action A First Pass

{AYyOS (GKS dzf GAYIFI(GS O2yOSNYy A& AYLINRBGAY3 &0GdzRS
encourages the@dministratorand supervisor to begin deriving their theory of action not by

jumping directly to perceived problems with teaching or leadership, but by focusing first on

specific problems of student learning. It works backward from there, analyzing hogntur

practice, from teaching back througtdministratorleadership, is part of a chain of causality

that produces the results in student performance that you see. This process yields a simple way

G2 adlrasS 1 GKS2NEB 27T If théabnginstraioRdoeds(, RENNGAGh&IR & 2 dzN.
gAftf 0S F6ofS G2 R2 |3 6KAOK gAfft KSEtLI Fft adiadz
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Start with your students !

\
@ © @ D

What is the central office How is principals’ practice How is teachers’ instruction What’s going on with our
doing (or not doing) that is affecting our teachers’ affecting student learning? students’ learning?
affecting our principals’ instruction? What are What are teachers doing (or
ability to lead for instruction? principals doing (or not not doing) in their instruction
How are we helping or doing) as instructional leaders that’s helping or hindering
hindering them as instructional that’s helping or hindering students’ performance?
leaders? teachers’ instructional
performance?
What needs to change? What needs to change? What needs to change? What needs to change?

THEORY OF ACTION STORY (constantly being tested, revised, and refined):
“IF the central office does X Jgp- then principals will be

abletodo Y ﬁ hich will hel which will help all
r(,ealcche‘:lsldo;p m==f> students learn at
higher levels.”

As you make your way through the process, there may be identified areas where you need to collect
more evidence (looking at student @gatconducting classroom walkthroughs, or having conversations
with key schoobased personnel) or to consult the research on effective practice before your theory can
0S a2t ARAFASR® , 2dz R2y Qi ySSR (2 Kz2inh&swmhogadgs FNRY :
(you will be revisiting it frequently in any case). But do note areas where you need more information.

Working Through the Prompts: Evidence and Rationale

1. STUDENT LEARNING
2 KIFGQa 3F2Ay3 2y GAGK 2dzNJ aGdzRSyGaQ

A. EVIDENCE/TREND DATA:

What evidence of student performance do we have that substantiates our concerns above?
(E.g., performance data, observations/rounds/walkthroughs, and/or conversations/surveys witl
teachers, parents, and students)

B. Given oumbservations and the evidence above, what aspects of student learning do we n¢
to change? What is the student learning problem?
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C. Why are we prioritizing these particular aspects of student learning as issues?

D. What changes in teacher practioe other instructional resources do we think will make a
difference in student learning?

Working Through the Prompts: Evidence and Rationale

2. TEACHING PRACTICE

| 26 NS 2dzNJ 6SIF OKSNAQ AyadNHzOGA2y |1
Whatt N3 GSFOKSNAR R2Ay3 62N y2i R2AYy 30
a0dzRSYy(aQ LISNF2NXI yOSK

A. DAGSYy GKS AaadzsSa ¢S aSS Ay &aiddRSyd €SI NYyA
need to change to improve student learning? Wisathe teaching problem of practice?

B. Why are we prioritizing these particular practices as issues?
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C. What specifically do teachers need to do differently? What is the teaching problem of practig

D. What makes us think that teachers changihgir practice in these ways will improve student
learning?

E. What supports and/or system changes will teachers need to make these changes successfu
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