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Rocky Hill Public Schools
Teacher Evaluation Model

The Rocky Hill Public Schools has created their own version of the State of Connecticut model for Teacher
evaluation as outlined in the following document.
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TEACHER EVALUATION AND
DEVELOPMENT MODEL

Introduction
This document outinelRo c ky Hi | | Pnodellfor the e@&ludtian @rd sleévelopment of
teachers hr oughout the distri ctConnRocctkiyc uHiolsl 6Ssy sntoed
Evaluation and Developme(BEED) and is rooted in tf@onnecticut Guidelines for Educator
Evaluation However, Rocky Hillhas created their owrersion of the CT EED model.

Purpose and Rationale of the Evaluation System
When teachers succeed, students sucd@edearch has proven that no scHewkl factor matters
more to st ude n tgsaltytesachersT® support duraeachdrd, wyemeed to clearly

define excellent practice and results; give a
development areas; and provide opportunities for growth and recogriitamever, our current
evaluation systems oftereglectto do these things inmeaningfulway The goal of Rock

new teacher evaluation plan is to recognize our teachers as the hard working professionals that they
are. The purpose of the new evaluation model is to fairly and accurately evaluate teacher
performance and to hekach teacher strengthen his/her practice to improve student learning

Core Design Principles
The following principles guided the designf Rocky Hi Il | 6s SEED model

1 Consider multiple, standardsased measures of performance
An evaluation system thases multiple sources of information and evidence results in
a fair, accurate and compr eheThasrnewrodg i ct u |
defines four categories of teachedfectiveness student learning (45%), teacher
performance and practiceQ%), parent feedback (10%) and schoaade studet
learning(5%). These categories are grounded in resebaded, national standards:
Charl ot t e Frinewarkdor Beachirfgglse Common Core State Standards, as
wel | as Conn e cTheConuecticie Cominan ICareaof Teeaching (CCT);
the Connecticut Framework-K2 Curricular Goals and Standards; the CMT/CAPT
Assessmentsand locallydeveloped curriculum standards

!Connecticut Mastery Test (CMT): The CMT is the standard assessnahhinistered to students in Grades 3 througBtdents
are assessed in the content areas of reading, mathematics and writing in each of these grades and science in grades 5 and 8
Connecticut Academic Performance Test (CAPT):The CAPT is the standaebssessment administered to students in Grade 10
Students are assessed in the content areas of reading, mathematics, writing and science
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1 Promote both professional judgment and consistency
Assessing a teacher 0s puatadtecerstantdyruseltheipr act |
professional judgmentNo rubric or formula, however detailed, can capture all of the
nuances in how teachers interact with studeamd synthesizing multiple sources of
information into performance ratings is inherently more complex than checklists or

numerical averagesAt t he same ti me, teachersdé rat.i
perf ormance, not o.rmccordirgly, the neodehaims ® mioimized b i .
the variance between school |l eader sdéo eval

fairness and consistency within and across schools

1 Foster dialogue about student learning
This model hinges on improving the professicr@iversation between and among
teachers and administrators who are their evaluaidie dialogue in the new model
occurs more frequently and focuses on what students are learning and what teachers
and their administrators can do to support teachingeardihg

1 Encourage aligned professional development, coaching and feedback to support teacher
growth
Novice and veteran teachers alike deserve detailed, constructive feedback and
professional development, tailored to the individual needs of their atessrand
students Ro ¢ k y SHEDmMbdélgromotes a shared language of excellence to
which professional development, coaching and feedback can align to improve practice

1 Ensure feasibility of implementation
Launching this new ma will require hard work Throughouthe Rocky Hill Public
Schools educators will need to develop new skills and to think differently about how
they manage and prioritize their time and resources
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TEACHER EVALUATION S YSTEM

Evaluation and Support System Overview
The evaluatiorand supporsystem consists of multiple measures to paint an accurate and
comprehensive picture of teacher performarfsiéteachers will be evaluated in four categories,
grouped in two major focus areas: Teacher Practice and Student Outcomes

1. Teacher Practice Related Indicators/An evaluation of the core instructional practices and
skills that positively affect studetgarning This focus area is comprised of two categories:

(a) Observation of teacher performance and practice (40%as definediRoc ky Hi | |
Framework fofTeacher Evaluation and Supp@@harlotte Danielson Framework for
Teaching)which articulates foudomains andwenty-two components of teacher
practice

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

o

2. Student Outcomes Related IndicatorsAn eval uation of teachersbo
academic progress, at the school and classroom Tehislfocus area is comprised of two
categories:
(a) Student growth and development (45%ps det er mi ned by the t e;
learning objectives (SLOg)nd indicators of academic growth and development

(IAGDs).
(b) Whole-school measures of student learningsdetermined by aggregate student
learning indicator§5%) based on each school 6s SPI an

achieving SPI targets for all subject areas and subgroups of 20 or more students.
Scores from each of the four categories will be combined ttupsa summative performam
rating ofExceedinghe Standard, Meeting the Standard, Working Towards the Standards and
Performing Below the Standardhe performance levels are defined as:
Exceedingthe Standard’ Substantially exceeding indicatorspdrformance

Meeting the Standard Meeting indicators of performance
Working Towards the Standardi Meeting some indicators of performance but not others

Performing Below Standardi Not meeting indicators of performance

Student Growth
and Development

45%

Peer
or Parent TeaCher
Feedback

10% Rati ng

OR

Whole School
{ Student Learning
Student Feedback

Observation of Teacher
Performance and Practice
40%
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Teacher Evaluation Processind Timeline

The annual evaluation process between a teacher and an evaluator (principal or designee) is

anchored by three performance conversations at the beginning, middle and end of tihagear
purpose of these conversations is to clarify expectatior the evaluation process, provide

comprehensive feedback to each teacher on his/her performance, set development goals and identify

development opportunitiesThese conversations are collaborative and require reflection and
preparation by both the evaluator and the teacher in order to be productive and meaningful

* QOrientation on process * Review goals and * Teacher SelAssessme
* Teacher reflection and performance to date * Scoring

goal setting * Mid -Year Conferences * End-of-Year Conference
* Goal-setting conferenc

By November15 By February 28 By June 15

GoalSetting and Planning:
Timeframe: Must be completed by November 15

1. Orientation on Procest Rocky Hill administrators/evaluators witheet before the

schoolyearts evi ew the districtbds policies on t
observation and scoring procedures. The GdoteéSchool Change has been working

with administrators on Charlotte Daniel so
cali bration of administrators@0l32018er vati o

school yearEvaluators have analyzed the Danielson framkwod worked together to
evaluate teacher performance by Vvi ewi
videos for scoring, and practicing the use of the Danielson framework with a select
group of teachers as they conduct observations. Admiisfabfessional
Development will continue.

All Rocky Hill Public Schools faculty members received an overview of the new
teacher evaluation plan during the 3@2014 school yeawith training from CREC and
updates fom the Assistant Superintendent as Rocky Hill plan was developed and
implemented. Facultwill be instructed a the evaluation process duritige teacher
professional development days prior to the start of school. For the first year of
implementationthe orientation vasa full day trainng. In subsequent years, ongoing

ng v

training will bemodifiedfor this purpose. District and school improvement goals will be

shared with faculty and reflected in
objecti VJelshe( Jle@é&d opment of SLOds and

t eac
| ndi

Development (IAGDs) will be part of this process. Evaluators will meet with teachers,

in a group or individually, to discuss the evaluation process and their roles and

responsibilities witin it. Teachers will understand and will commit to set time aside for
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the types of collaboration required by the evaluation process. New teachers to the Rocky
Hill school system will also receive additional training at the NewchieaOrientation
the wed prior tothe start of school.

2. Teacher Reflection and Ge8kttingi The teacher examines student datajprior year
evaluation results and tiiocky Hill SEEDto draft a proposed performance and
practicereflectivegoal(s)and a studeriearning objective (SLO)he teacher may
collaborate in grad&evel or subject matter teams to support the-ge#ting process
The results of a school wide parent survey will be used by the school faculty and
administration to develop a global goal tbe school. Each teacher will determine how
they will achieve that goal in their classrodBurveys will be completed in the spring of
each year so that teachers will have survey results when goal setting takes place.

3. Goal-Setting ConferenceTheevalun or and teacher meet to d
proposed goals and objectives in order to arrive at mutual agreement aboutteem
teacher collects evidence about his/her practice and the evaluator collects evidence about
t he teacher 0s thpreveew The evaluatoranaysreqgpept cerigions to the
proposed goals and objectives if they do not meet approval criaré setting will be
complete by October ¥5or nontenured teachers and by Novembeéf i all faculty.

Mid-Year Checkn:
Timeframe: January and February

1. Reflection and Preparation The teacher and evaluator collect and reflect on evidence
to date about the teacheroés practi-me and

2. Mid-Year Conferenceé The evaluator antkacher complete at least one sp@hr check
in conference during which they review progress on teacher practice gjadkmnt
learning objectives (SLOsnd performance on each to dalde midyear conference
is an important point in the year for adsseg concerns and reviewing results for the
first half of the year Evaluators can deliver migear formative information on
components of the evaluation framework for which evidence has been gathered and
analyzed If needed, teachers and evaluators marually agree to revisions on the
strategies or approaches used and/oryeatr adjustment of SLOs to accommodate
changes (@., student populations, assignmernithey will alsodiscuss actions that the
teacher can take and supports the evaluator eaderto promote teacher growth in
his/her development areas

Endof-Year Summative Review:
Timeframe: May and June; must be completedune 30

1. Teacher SelAssessmetit The teacher reviews all information and data collected during
the year and comeles a selhssessment for review by the evaluatbhis self
assessment may focus specifically on the areas for development established in the goal
setting conference

2. Scoringi The evaluator reviews submitted evidence,-asffessmesand observation
data to generate category and focus area ratifigs category ratings generate the final,
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summative rating After all data, including state test data, are available, the evaluator
may adjust the summative rating if the state test data change thet-stldtsu

indicators significantly to change the final ratinguch revisions should take place as
soon as state test data are available and before September 15

3. Endof-Year Conferencé The evaluator and the teacher meet to discuss all evidence
collected to date and to discuss category ratifkgdlowing the conference, the
evaluator assigns a summative rating and generates a summary report of the evaluation
on orbefore Jund>5.

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Pagel2



Teacher Evaluation Plan

Timeline
Goal Setting and Mid-Year End of Year
Planning Checkin Review

1 Orientation 1 Review goals and 1 Teacher selassessment
1 Teacher reflection and goaktting performance 1 Scoring
1 Goalsetting conferences 1 Mid-year conference 1 End of year conference

By November 15 January/Feb June 15

Date Teacher Administrator

But no later than September 15

July/August 1 Review of theprocessfor 1 Review of process
veteran teachers 1 Review of student data
9 Orientation to the process 1 Review of parent survey datg
for new faculty 1 SPI rating/SIP revisions
1 Adm. Goal setting, plan
development
September 1 Data review; state test 1 SIP implementation
results, student assessme 1 Evidence collection
data, parent survey results 1 Orient teachers to process
1 Teacher reflection 1 Begin teacher conferences
1 Goal development 9 Conduct observations
October 15 1 Nontenured goal setting
November 15 1 Goal setting complete 1 Final approval of all goals
1 Conduct observations
November/December 1 Working on the goal 1 Conduct observations
9 Collecting evidence
December 15 1 Nontenured midyear
meeting
January/February 1 Mid-year check in 1 Mid-year formative
1 Working on the goal assessment
1 Collecting evidence 1 End of FebNames of
possible norrenewals due to
HR
March/April 1 Working on the goal 1 Adm. selfassessment
1 Collecting evidence 1 Parent survey
1 Student data collection 1 Stakeholder survey
1 March 22 Names of non
renewals due to HR
1 April 1 Nontenure
summatives due to HR
May 1 Teacher seffeflection 1 Preliminary summative
1 Collecting evidence assessment
1 End of year conference 1 End of year conferences with
teachers
June 15 1 End of year summatives
completed
July/August 1 Revise teacher summatives,

needed
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Evaluators

The primary evaluator for most teachers will be the school prinaiqghbssistant principals at the
middle and high school levelaho will be responsible for the overall evaluation process, including
assigning summative ratinfsr the majority of faculty membersAll administrative staff will assist

in the evaluation qcess for teachershe Director of Special Education and Pupil Services and the
Special Education Supervisor will be responsible for the evaluations of special education and pupil
services staff.The K-12 Language Arts Coordinator and thelK Math Coodinator will evaluate

faculty in the reading, English and math departments and possibly other areas, if needed.

Evaluatorswill have sole responsibility for assigning final summative ratings and must achieve
proficiency on the training modules provided

Ensuring Fairness and Accuracy: Evaluator Training, Monitoring and Auditing
All evaluators are required to complete extensive training on the evaluation nitmtedy Hill
evaluators will work with the Center for Schddlh a n g e 6 ®n the follotiegtopica:
1 The development of a shared understanding of high quality lesson design and delivery using
the Charlotte Danielson framework for teaching.
The use of protocols and rubrics to collect, describe, discuss, and analyze observational data.
The Video Vsitation process through which evaluators
1. view videos of teaching at all levels and calibrate their rubric ratings
2. exami ne t pedormarcea ant practi@esgoal(pprent feedback gaal
student learning objectivéSLOg, and whole school learnirgpal and discuss the
teacherdés progress toward those goal s a
admini stratords overview

1
1

Evaluators must demonstrate proficiency by evaluating a sample teacher case study (or studies)
prepared and evaluated by the CefteiSchool Change, which will include:

1 a collection of evidence submitted by the teacher

1 the evidence collected by an administratoring informal/or formal observations

1 avideotape of the teacher conducting a lesson (for which they will completéthes and

prepare for a postonference)

Admi ni strators will be deemed fAproficiento if
chall enge are substantially the same as those

At the reqeest of a principal or an employee, central office administratdkrseview evaluation
ratings that include dissimilar ratings in different categmiesh as teacher performance and
student outcomes(g.,include bothi e x c e e d i n g ardpedorming balowdstandard
ratings) In these casefhe Assistant Superintendemill determine a final summative rating

In addition,the Superintendent and/or Assistant Superintendent will review randomly selected
evaluation evidence files from each school.

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Pagel4d



SUPPORT AND DEVELOPMENT

As a standalone, evaluation cannot hope to improve teaching practice and student learning
However, when paired with effective, relevant and timely support, the evaluation process has the
potential to help move teache®ng the path to exemplary practice

Evaluation-Based Professional Learning
In any sector, people learn and grow byassessing current performance, setting clear goals for
future performanceand outlining the supports they need to close the gapughoutRocky Hillo s
SEED model, every teacheill collaborate with his/her evaluatortod ent i fy t he t eacl
professional learning needs. This decision will seivéhe foundation for ongoing conversations
about the teacher o6tsdenpauteomeésthe professiodal leamipga ct on s
opportunities identified for each teachdt be based on the individual strengths and naesdkey
are identified through the evaluation proce$he process may also reveal areas of common need
among teachsr which can then be targeted with scheale professional development
opportunities

Career Development and Growth
Reward exemplary performance identified through the evaluation process with opportunities for
career development and professional grawih critical step in both building confidence in the
evaluation system itself and in building the capacity of all teachers.

Examples of such opportunities include, but are not limited to: observation of peers; mentoring
early-career teachers; participagiin development of teacher improvement and remediation plans

for peers whose performancedisvelopingor below standargleading Professional Learning
Communities; differentiated career pathways; and focused professional development based on goals
for continuous growth and development.

Improvement and Remediation PlangIntensive Supervision)
| f a teacher 6s waking towam the staadard delowthetstandardat signals
the need for the administrator to create an individual teactprovement and remediation plan
The improvement and remediation plaitl be developed in consultation with the teacher and
his/her exclusive bargaining representatilraprovement and remediation plans must:

1 identify resources, support and othertgigées to be provided to address documented
deficiencies;

i indicate a timeline for implementing such resources, support and other strategies, in the
course of the same school year as the plan is issued; and

1 include indicators of succesxluding a summative rating afieeting the standarar better
at the conclusion of the improvement and remediation plan

While the primary goal of the Rocky Hill SEED plan is to promote teacher learning to enhance the

capacity of the district to promote quality teaching and learning, it does happen that occasionally
accomplished teachers may experience difficulty in comglgtelemonstrating competence as
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described in the Rocky Hill Framework. The purpose of this phase of the Rocky Hill SEED plan is
to provide additional support and guidance to professionals with identified weaknesses in order to
improve performance. Thishpse will include close supervision from the teacher's immediate
supervisor.Support will be offered to the teachdihe teacher will be encouraged to smdfect
professional readings and attend conferences to promote their professional growth. Algditiona
professional readings and conferences may be offered to the teacher in this phase by the school
district to promote the teacher's professional growth.

Teachers assigned to Intensive Supervision will work cooperatively with their immediate superviso

to develop and implement an individualized remediation plan. The supervisor will offer reasonable
assistance so that the teacher can improve his/her performance in the areas that were considered
unsatisfactory. This assistance may include positiveesiigms, resource materials, and referrals

to other individuals, as appropriate. A time frame that allows the teacher adequate opportunity to
improve will be stated. The teacher is responsible for coordinating their plan of action and
maintaining documeation relative to their progress.

The supervisor will advise the teacher that Intensive Supervision Phase, while designed to improve
performance, may result in the termination of employment, if unsuccessful.

In order to provide the teacher with positigeipport, all persons involved in the Intensive
Supervision Phase will maintain the highest level of professional confidentiality.

Initial placement in this Phase will be for 90 school days. If an educator demonstrates mastery of
the deficit areas prioto 90 days, he/she will be returned to tkgular evaluation processarlier
than the 9@ay period.

Step 17 Notification

| f a supervisor has | a betoW etdndatda avarking to@esds thee r f o r
standard the supervisor must notify é¢heducator that he/she is being placed in the Intensive
Supervision Phase. Teacher is placed on Intensive Assistance and Supervision at any point during
the evaluation cycle when the evaluator observes and documents persistent or serious weakness in
one ¢ more of the foundational skills and competencies as identified in the Common Core of
Teaching and Discipline Based Standarfsis notificationcan happen at any point in the school

year and will be both verbal and written. In the notification, the sigzerwill identify the domains

the educator is not meeting and provide documentation that describes the specific problem area(s).
At this time, the supervisor will also advise the superintendent of schools. A teacher may elect to
have union representati in the meeting to review their evaluation or develop an action plan. The
educator will also be informed that a mutually agreed upon cognitive coach/peer mentor may also
be identified.

Step 2i Action Planning

The teacher and the supervisor will deyea plan of action that incorporates teacher and supervisor
input. This plan will identify the support and resources necessary to assist the teacher in improving
performance in the areas cited in the notice of Step 1. The plan should clearly oatliesitied
outcome(s) or behavior(s) and the intervention strategies designed to address the deficiency. The
interventions should include objectives that are reasonable, clear, specific, and in response to a
pattern of behavior outlined by the supervisémn objective should be written for each identified
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problem or Teaching Standard that is identified as deficient. However, the supervisor, in
collaboration with the teacher, must determine the number and priority of objectives that will be
addressed at gnone time. Theaction plan will specify a realistic and firm timeline for each
objective.

For each domain needing improvement, the action piliroutline the data or evidence that needs
to be collected. In most cases, multiple data sources will neeldetcollected in order to
demonstrate evidence of improvement.

Included in this plarmay be the names of other professionasch aspeer mentors, teaching
colleagues, district and building resource teachers, instructional leaders and others with spec
expertise and knowledge who may be called upon by the teacher to provide assistance. These
individuals, however, will not be involved in making the summative decision regarding whether the
teacher has met the desired outcome. The supervisorwhekBapronsi bi |l ity for t
evaluation maintains that role.

At the beginning of the action plan, the teacher may request that the superintendent assign an
administrator from another building to serve assapervisor and evaluator. If suclrequest is

mad e, the superintendent will decide which ad
final evaluation.

Step 3- Evaluation

The teacher and the evaluator will document evidengerajress in writing. The teacher may

submit objective evidence from other sources. Once the data has been collected or the timeline has

expired, the evaluator must make a final evaluatidn whet her the teacher |

objectives. At ths time, the evaluator will make one of the following recommendations to the

superintendent of schools:

1) the deficient areas have been resolved, and the teacher has an average rating of meeting the
standard or higher amill return to regular evaluatioprocess

2) the teacher is making progress but has not yet addressed all the areas of concern and an
extended plan of action should be developed

3) the teacher is not making progress and/or is demonstrating an inability or unwillingness to
improve. The teachaontinues to average 2 or lower on one or more domains. The teacher is
deemed ineffective and termination is recommended.

APPEAL PROCESS

Appeals regarding evaluation will be heard by an appeals committee. An impartial teacher chosen
by the EAP andn impartial administrator selected by the Superintendent will make up the appeal
committee with the superintendent. The appeals committee will discuss the presentation made by
the teacher and administrator. The final decision rests with the Supermtteithe outcome of the
appeal will be rendered within 10 days.
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Rocky Hill Public Schools

Intensive Assistanceand SupervisionOption

At times, there is a need for Intensive Assistannod Supervisiorprocedures relative to the decisions for
continued employment of tenured teachers. A teacher is placed on Intensive Assisth&cgervisiomt any

point during the evaluation cycle when the evaluator observes and documents persistent or serious iweaknes
one or more of the foundational skills and competencies as identified in the Common Core of Teaching and
Discipline Based Standards. The teacher will be notified in writing by the evaluator of their placement on
Intensive Assistance, with a copy dietletter sent to the Superintendent of Schools. Intensive Assistance is a
procedure used to help the teacher improve sufficientigtton to the regular evaluation process

The following procedures and timetables will be regarded as district guidelines

After Placement on
Intensive Assistancand Supervision Intensive Assistancand Supervisioifimetable

By the 19" school day: Evaluator and teacher will have an initial conference to:

1. Identify specific areas of concern
2. Develop plans to resohareas of concern
3. Define the Intensive Assistance to be offered

A summary of this meeting will be sent to the Superintendent of
schools.

By the 30" school day: Evaluator will conduct at least one formal classroom observation with a
pre and post confereacand/or will review with the teacher the
progress toward resolving specific areas of concern.

By the 50" school day: Evaluator will conduct at least a second formal classroom observation
with a pre and post conference and/or will review with the teableer
progress toward resolving specific areas of concern.

By 70" school day: Evaluator will conduct at least a third formal classroom observation
with a pre and post conference and/or will review with the teacher the
progress toward resolving specifieas of concern.

By 90" school day: Evaluator will conduct at least one informal classroom observation with
a pre and post conference and/or will review with the teacher the
progress toward resolving specific areas of concern.

Prior to the 110 schodlay: Evaluator will submit a summary report to the Superintendent of
Schools with copies of all data and will recommend to the
Superintendent removal from Intensive Assistaacd Supervisioror
termination.
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By the 110" school day: The Superintendentvill notify the teacher in writing of his/her
decision. If a decision for continued employment is rendered, the
teacher will return to the appropriate phase of the evaluation cycle
including continuing on Intensive Assistance. If a decision for non
reneval is rendered, the Superintendent will present the name of the
teacher to the Board of Education recommending such action.

The teacher will remain on Intensive Assistance until one of the following occurs:

1. Removal from Intensive Assistance
2. Terminationof contract

Under no circumstances will a teacher remain on Intensive Assistance longer than twelve (12) calendar months
unless a recommendation for termination of contract has been made.

During the period ofntensive Assistancand Supervisionthe tegher and the evaluator will meet at least once
every thirty (30) calendar days to discuss areas of concern. The evaluator will send written progress reports to the
Superintendent after each conference.

A report to the Superintendent will include the fallog:
Specific areas of concern

Plans to remove areas of concern
Supervisory assistance to be offered
Progress made to date

Date(s) of conference(s)

agrLONDE

Copies of all written materials will be shared among the teacher, evaluator, and Superintendent. B#alchmay
written comments to any reports or other written materials.

If classroom observations are part of the Intensive Assistance plan, they will not be scheduled during the first 10
days of school or within the last 10 days at the end of the school yeaall other matters, the Intensive
Assistance timetable will remain unchanged.

Evaluation DocumentsAppendix B
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TEACHER PRACTICE REL ATED INDICATORS

The Teacher Practice Related Indicatmeshalf of theRocky Hill SEED teacher evaluation

model. These indicators evaluateh e t eacher 6s knowl edge of a con
competencies and how t hes eThayraecomppsedoftead i n a t
categories:

1 Teacher Performance and Practice, which counts for 40%; and
i ParentFeedback, which counts for 10%

These categories will be described in detail below

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

The Teacher Performance and Practice category of the model is a comprehensive review of
teaching practiceneasured by rubric of practice, based on multiple observatidhnsomprises
40% of the summative ratind-ollowing observations, evaluators provide teachers with specific
feedback to identify teacher development needs and tailor support to those needs

Ro ¢ k y TelkichHerlPéastice Framework

A diverse committee of Rocky Hill teachers and administrators reviewed the regedrch
options for a framework of teachimpgactice and chose to adopt #tandards th€harlotte
Dani e RPO3Fradesvork for Baching

TheRocky Hill Framework for Teacher Evaluation and Support is organizedant@omains,
each with4-6 components.

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Page20



Charl otte

Bamewok fosTeatling

ﬂomain 1: Planning and Preparation [ Domain 2: The Classroom Environment

\

la: Demonstrating knowledge of content and
pedagogy

1b: Demonstrating knowledge of students
1c: Setting instructional outcomes

1d: Demonstrating knowledge of resources

le. Designing coherent instruction

1f. Designing student assessments

2a: Creating an environment of respect and
rapport

2b: Establishing a culture for learning
2c: Managing classroom procedures
2d: Managing student behavior

2e: Organizing physical space

\

\
—

/ Domain 4: Professional Respornsilities

4a: Reflecting orteaching

4b: Maintaining accurate records

4c: Communicatingvith families

4d: Participating in a professional community

4e. Growing and developing professionally

4f. Showing professionalism

_/
Y

N

ﬂmain 3: Instruction

3a: Communicating with students

\

A

3b: Using questioning and discussion techniqy
3c: Engaging students in learning
3d: Using assessment in instruction

3e: Demonstrating flexibility and responsivene

AV
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Overview of the Rocky Hill Observation Process

Guiding Beliefs

U Teachers need timely feedback after their observation.

U The observations process should be supportive and help teachers to understand how they can
become even better teachers.

U Teachers want multiple ways of getting feedback.

U The evaluation may also inclugdéat each teacher does to make the school or department
better.

U Both teacher and administrator reflection are an important part of the process.

0 Teacher evalwuation involves determining a
improve professionaikills.
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Timeline Non-Tenured Teachers Tenured Teachers
(Years 12) OrNon-Tenured Teachers (Years4A3}
or Any Teacher Below Standard or Working Towat Meeting the Standard &
the Standard Exceeding the Standard
July/August 1 Explanation/Review of Process 1 Explanation/Review of Process
September Data Review 1 Data Review

= =

Goal Development

1 Goal Development

By October 18

i Completed Goal Setting Form which includes:
oM {[h D2lIftkHn L!D5Q
o0 1 Performance and Practice Goal
o Parent Feedback Goal
1 Evaluatowill share Whole School Goal (based on
SPI)

By November 15

1 Completed Goal Setting Fonvhich includes:
om {[h D2ItkH L! D5Q3
o 1 Performance and Practice Goal
o Parent Feedback Goal

1 Evaluatowill share Whole School Goal (based on §

By November 30

T 1 Formal IrClass Observation with Pre/Post
Conference

December 18

Completed MidYear SelfAssessment Form
Review Goals and Performance to date
Make Revisions/Adjustments, ascessary

ERE

By January 1%

1 2"Formal Observation with Pre/Post Conference

Rocky Hill Teacher Evaluation Plan (Updated 10/2014)
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By January 30 1 Completed MidYear SelAssessment Form
1 Review Goals and Performance to date
1 Make Revisions/Adjustments as necessary
By March 1 3“Unannounced Formal Observation with Post 1 1 Formal Observation with Pre/Post Conference
Conference
By March 18 1 Meeting between teacher and evaluator
By March 38 f Rating to Date
By June 18 1  Summative Review of Goals 1 Summative Review of Goals
(and/or 5 days 1 Teacher to complete Erof-Year Summative 1 Teacher tccomplete Enebf-Year Summative
prior to the last Review: Teacher Selissessment Form Review: Teacher Selissessment Form
student day) 1 Evaluator to omplete Review of Practice 1 Evaluator to omplete Review of Practice
1 End of Year Rating 1 End of Year Rating
By September 15| 1 Adjustment made should state standardized test 1 Adjustment made should state standardized test di

data significantly impact teacher summative rating

significantly impact teacher summative rating

Rocky Hill Teacher Evaluation Plan (Updated 10/2014)
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Non-Tenured Teachers Years 1 and 2
Or any Teacher Below Standard or Working Toward the Standard

U Teachers will conduct a data review, analyzing the baseline data for the most important
|l earning needs of the school s student pop

U Teachers will complete the Goal Setting Form which will include:

o Teachers will set goals for the year that muduite one student learning objective
(SLO) with two Indicators of Academic Growth and Development (IAGD). If
teachers need professional development in order to accomplish their goals, they
should indicate this on the goal form.

o Teachers will establish onePormance and Practice Goal from Charlotte
Dani el sondéds domains. This goal i's a per
involve data collection.

0 Teachers will establish one Parent Feedback Goal.

U The beginningpf-the-year meeting will be held no latthanOctober 15 During this
meeting the initiaframework (rubric) rabgs will be discussed and the Goal Settiognk
will be completed.

U By October 15 evaluator will share the Whole School Goal.

U By November 3Q teachers will have a minimum of ofief or mal 06 obandr vati or
postmeeting with written feedback.)

U The midyear meeting will be held no later thBlecember 15 There should be no less than
one formal observation (prand postmeeting, no less than 30 minutes) completed by this
time. The teacher and administrator will discuss progress on the Rocky Hill Framework
(rubrics) and on the teacherds goal s. Tea
the framework skills as well as their impact on students and their practice.

U By January 15, a second formal observation will be conducted with a pre and post
conference.

U By March 1, a third unannounced formal observation will be conducted with a post
conference.

U On or beforeMarch 15 there should be a seconteting between the teacher dnel
administrator. During the March meeting there will be a discussion about growth on the
focus areas of the Framework (rubric).

U If the teacher is considered for nmmewal or termination, this meeting must be held prior
to the end of March. Final &mework (rubric) ratings and progress on goals are discussed at
this meeting.
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U By March 30, the teacher will have a rating assigned based on the data compiled to date.
U Decisions to nommenew will be determined prior tdarch 30.

U The endof-year conferenceust be held prior to the end of the school yeaiune 15
and/or 5 days prior to the last student day. Goal Forms and Framework rubrics must be
completed by the teacher prior to the meeting.

0 Any teacher tenured teachperngwh oo re nbde |tohwe sytea
(1 or 2) must be placed on an Intensive Assistance & Supervision Plan.

U If the teacher is unable to increase his/her rating to proficient by the end of the Intensive
Assistance & SupervisioncPliae, 0they wil/ b

U By June 15, evaluator will complete the Review of Practice.

Tenured Teachers
Or Non-Tenured teachersYears 3 and #Meeting the Standard & Exceeding the Standard

U Teachers will conduct a data review, analyzing the baseline data for the most important
|l earning needs of the school s student pop

U Teachers will complete the Goal Setting Form which will include:

o Teachers will set goals for the year that mudtiehe one student learning objective
(SLO) with two Indicators of Academic Growth and Development (IAGD). If
teachers need professional development in order to accomplish their goals, they
should indicate this on the goal form.

o Teachers will establish oneBPormance and Practice Goal from Charlotte
Dani el sonés domains. This goal i's a per
involve data collection.

o Teachers will establish one Parent Feedback Goal.

U The beginningpf-the-year meeting will be held no latthanNovember 15 During this
meeting the initiaframework (rubric) ratings will be discussed and the goals setting form
will be completed.

U By November 3Q evaluator will share Whole School Goal.

U The midyear meeting will b held no later thadanuary 30. There should be no less than
one formal observation (prand postmeeting, no less than 30 minutes) completed by this
time. The teacher and administrator will discuss progress on the Rocky Hill Framework
(rubrics) and on tets shouldarticolfteehovdtsey ltpeeavbriedon T e a
the framework skills as well as their impact on students and their practice.
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a1 f it is the teachero6s tenure year, this m
Framework (rubric) ratings amuogress on goals are discussed at this meeting. Teachers
must have an average rating of 3 or higher in all areas in order to be granted tenure

U The endof-year conference must be held prior to the end of the school ydanbyl5
and/or 5 days prior tthe last student day. Goal forms and Framework rubrics must be
completed by the teacher prior to the meeting.

0 Any teacher tenured teacher who end the ye
(1 or 2) must be placed on an Intensive Assistan&eigervision Plan.

U If the teacher is unable to increase his/her rating to proficient by the end of the Intensive
Assi stance & Supervision Plan, they wil!/| b
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Teacher Performance and Practice: Observations

Preconferences

Preconferences are valuable for giving context for the lesson and information about the students to
be observed and for setting expectations for the observation prétresonferences anequired

for all formal observations.

PostConferences

Postconferences provide a forum for reflecting on the observation agairi3athelson

Framework for Teadhg and Learnin@nd for generating action steps that will lead to the teacher's
improvement A good postconference:

1 begins with aropportunity for the teacher to share his/her-asffessment of the lesson
observed,;

9 cites objective evidence to paint a clear picture for both the teacher and the evaluator about
the teacher s successes,andwhadf futurerdprvattonse me nt s
may focus;

1 involves written and verbal feedback from the evaluator; and

1 occurs withinone weelof the observation

Classroom observations provide the most evidence for domains 2 and dfither | ot t e Dani

Framework for Teaching, but tfiopreand posiconferences provide the opportunity for discussion

of all four domains, including practice outside of classroom instructign,esson plans,

reflections on teaching)

Teacher Performance and Practice: Reviews of Practice

Review of Pactice

This evaluation modelims to provide teachers with comprehensive feedback on their practice as
defined bythefoud o mai ns of the Charl ott e Dadlinieradiacnoondos |
with teachers that are relevant to their instructigmattice and professional conduct may

contribute to their performance evaluations. These interactions may include, but are not limited to,
reviews of lesson/unit plans and assessments, planning meetings, data team meetings, professional
learning communityneetings, callogs or notes from paret¢acher meetings, observations of
coaching/mentoring other teachers, and attendance records from professional development or
schootbased activities/event\ll evaluated teachers will have a minimum of 1 ReviéWwactice

yearly.

Feedback

The goal of feedback is to help teachers grow as educators and become more effective with each
and every one of their student/ith this in mind, evaluators should be clear and direct, presenting
their comments in a way that supportive and constructivE&eedback should include:

1 specific evidence and ratings, where appropriate, on observed componeniSludribée

Dani el sonéds Framework for Teaching
1 prioritized commendations and recommendations for development actions;
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1 next steps and supports the teacher can pursue to improve his/her practice; and
1 atimeframe for follow up

Providing both verbal and written feedback after an observation is ideal, but school leaders are
encouraged to discuss feedback preferences antsnith their staff

Teacher Performance and Practice: Go8letting

As described in the Evaluation Process and Timalgotion, teachers develop a minimum of one
practice and one performance gtiadt isaligned to theCharlotte Danielson Framework for
Teaching These goals provide a focus for the observations and feedb@obrsations

At the start of the year, each teacher will work with his or her evaluator to dénrglopher

practice and performance goal(sjdugh mutual agreememtll goals should have a clear link to
student achievement and should move the teachers tomestsg the standaror exceeding the
standardon theRocky Hill Framework for Teacher Evaluation and Supp&thools may decide to
create a schoekide goal aligned to a particular component that all teachers will include as one of
their goals Similarly grade levels or departments might decide to create a goal that all teachers at
the grade level or department will include as ondneirtgoals.

Teacher Performance and Practice: Scoring

Individual Observations

Evaluators are not required to provide an overall rating for each observation, but they should
provide ratings and evidence for the Framework components that were obdeuvied

observations, evaluators should take eviddyased, scripted notes, capturing specific instances of
what the teacher and students said and did in the classiadencebased notes are factualg.,

the teacher ask3iVhich events precipitated thiall of Rome?) and not judgmental (e.dhetteacher
asks good questionspnce the evidence has been recorded, the evaluator can align the evidence
with the appropriate component(s) on the rubric and then make a judgment about which
performance level thevidence supports

Summative Observation of Teacher Performance and Practice Rating

At the end of the year, evaluators must determine a final teacher performance and practice rating
and discuss this rating with teachers during the-&ndear Conferene Theevaluator will use a
threestep process to calculate tieal teacher performance and practice rating:

1) Evaluator holistically reviews evidence collected through observations and interacipns (e
team meetings, conferences) and uses profedgimigment to determine component ratings
for each of th&2 components.

2) Average components within each domain to a tenth of a decimal to calculate -deve&in
scores of 1.01.0.

3) Averagedomain scores to calculate an overall Observation of Teacheriarfce and
Practice rating of 1:@.0
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Each step is illustrated below:

1) Evaluator holistically reviews evidence collected through observations and interactions and
uses professional judgment to determine coment ratings for each of the 28mpments

By the end of the year, evaluators should have collected a variety of evidence on teacher
practice from the vyear.&eluaobssherranatyzeithens and
consistency, trengdand significance of the evidence to detare a réing for each of the 22
components Some questions to consider while analyzing the evidence include:

Consistency: What rating have | seen relatively uniform, homogenous evidence for
throughout the semester? Does the evidence paint a clear, unamligigiuanesof the
teacherdés performance in this area?

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

Significance: Are some data more valid than others? (Do | have notes or ratings from
Afimeatiero | essons or interactions where |

Once a rating has been determined, it is then translated4osadre Below Standard: 1
andExceeding the Standard4. See example below for Domain 1:

Domain 1 Eval uator

la. Working Towards the
Standard

1b. Working Towards the 2
Standard
1c. Meeting the Standard 3
1d. Exceeding the Standard 4
le. Meeting the 3
Standard
1f. Meeting the 3
Standard

2) Each domain will be averaged to a tenth of a decimal

Domain Averaged Score

1 2.8
2 2.6
3 3.0
4 2.8
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3) Apply domain weights to domain scores to calculate an overall observation of Teacher
Performance anBractice rating of .0-4.0.

Each of the domain ratings is weigheglally for a combined total of 40% of the summative
rating.

Student Growth
and Development

Comprised of the four domains:
17 Planning (10%)

271 Classroom Environment (10%)
31 Instruction (10%)

45%

P Whole School N . o
of;;rem Teacher Student Learning 4 ProfessionalResponsibilities (10%)
Feedback . OR

10% Ratlng Student Feedback

Observation of Teacher
Performance and Practice
40%

Steps 2 and 3 can be performed by district administrators and/or using tools/technology that
calculates the averages for the evaluator

The Summative Teacher Performance and Practice category rating acahtipenent ratings will be
shared and disissed with teachers during the EwfdY ear Gnference This process can also be
followed in advance of the Mit¥ear Conference to discuss progress toward Teacher Performance
and Practice goals/outcomes
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Category#2: Peer orParent Feedback (10%)

Feedback from parents will be used to deterhiree r emai ning 10% of t he t
Feedback Rating.

The process described below focuses on:
(1) conducting a wholschool parent survey (dagaggregated at the school level);
(2) determiningaschootlevel parent go&s) based on the survey feedback;
(3) teacher and evaluator identifyingerelated parent feedbagoal;
4 determining a t e a.cThieparénsfeedbaating shallbesbasedhoni n g
four performance levels

1. Administrationof a WholeSchool Parent Survey
Parent surveytee Appendix Cwill be conducted at the wheséehool level as opposed to the
teachetlevel, meaning parent feedback will be aggregatdtie school level

Surveys willbe confidentiabecause the survey will be conducted via an online system or surveying
system. Respondents do not enter their names as they complete the survey. The surveys will be taker
ortline. If a parent does not have access to the Internet and wishes to conepdeitedly, provisions

will be made to enable them to complete the survey anonymously. A baseline survey will be given in
April of 2013 Subsequent surveys will beministered/earlyand trends analyzed from year

year

2. DeterminingSchootLevel Paent Goals

Principals and teachewll review the parent survey results at the beginning of the school year to
identify areas of need and set general parent engagement goals based on the survejhiesults
goalsetting proceswill involve both teacherand the principal early in the school year and will
result in a minimum of 1 goal for the entire school.

3. Selectinga Parent Engagement Goal and Improvement Targets

Teachers will determine through consultation and mutual agreement with their esssdnatelated
parent goal they would like to pursue as part of their evaluaRossible goals include improving

communication with parents, helping parents become more effective in support of homework,
improving parenteacher conferences, etc

Teaders will also set improvement targets related to the goal they.sEtmdnstance, if the goal is
to improve parent communication, an improvement target could be specific to sending more regular
correspondence to parents such as sendiageekly updags to parents or developing a new website
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fortheirclassPart of the evalwuatorédés job is to ensur
improvement parent goaland (2) that the improvement targets are aligned and attainable

4. Measurimg Progress on Growth Targets

Teachers and their evaluators should use their judgment in setting growth/improvement targets for the
parent feedback categoryhere are two ways a teacher can measure and demonstrate progress on
their growth targetsA teacher can (1) measure how successfully they implement a strategy to

address an area of need (like the examples in the previous seatidioy (2) they can collect

evidence directly from parents to measure paleardl indicators they generate

5. Arriving at a Parent Feedback Rating

The Parent Feedback ratingl reflect the degree to which a teacher successfully reaches his/her
parent goal and improvement targetdis is accomplished through a review of evidence provided by
the teacher and appdtion of the following scale:

Exceeded the Goal Met the Goal Working Towards Below the Standard
the Goal

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

The Student Outcomes Related Indicatestalf of R o ¢ k y SHEDIprbgbasand capturghe
teacherdés i mpact on students

Student Related Indicators includes two categories:
1 Student growth and development, which counts for 45%; and
1 A combination ofwhole-school student learnirgnd student feedback, which counts for 5%
of the total evaluation rating.

These categorieme described in detail below.

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

Overview of Student Learning Objectives (SLOs)

Each teacherodés students, individually and as
even in the same grade level or subject at the same sdfaradtudent growth and development to

be measured for teacher evaluation purposes, it is inyeetatuse a method that takes each
teacherdés assignment, studRertky &ndlcaomntddéxth oil h
process and usegoalsetting process calleégtudent Learning Objectives(SLOs) as the approach

for measuring student growtturing the school year

SLOsinR o ¢ k y SHEDImbdélsupporteachers in using a planning cycle that will be familiar
to most educators:

SLO Phase I: SLO Phase 2: SLO Phase 3: SLO Phase 4:
Learn about Set goals for Monitor Assess students
this vy studenw stude outcomes

students learning progress relative to goals

Ro ¢ k y SHEDmbdelspdates thevork of our Professional Improvement Plans (PIBshing
teachers to set specific and measureable taigeesch student and for their class as a wharld,

to develop them through consultation with colleagues in the same grade level or teaching the same
subject and through mutual agreement with supervistie four SLO phases are described in

detail below

SLO Phase I:
Learn about
this vy

students

This first phase is the discovery phase, just before the start of the school year and in its first few
weeks Once teachers know their rostdargy will access all of the data about their new sttderd
baseline skills and abilities, relative to the grade level or course the teacher is tekcithodryear
tests from the prior spring, prior grades, benchmark assessments andequacistration
assessments are all examples of sources teachers tamtaerstand both individual student and
group strengths and challengéghis information will be critical for goal setting in the next phase
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SLO Phase 2:

Set goals for
studen
learning

Each teacher will write a minimum of one SLO(8)l core subject area teachers, such as Language
Arts, math, science and social studies, in the grades in which studkata standardide

assessment will create one Indicator of Academic Growth and Development (IB&3e} orthe
comparison of data acroassessments administered over time, including the state test for the
teaching tested grades and subjects or another standardized indicator for other grades and subjects
where available. For 2015, the state test will not be used for evaluative purp@sesIAGD

based on a minimum of one rdtandardized indicatorAll other teachers will develop their one

SLOs based on ndtandardized indicatarsThese indicators may include district benchmark
assessments, report card assessments, or tenaberdignostic assessments.

Rocky Hill s SEED moddeefli nu ste so nt hoef Ciosx Asestatieal r cdu tz e
in theCT Guidelines for Educator Evaluationsendardized assessmentharacterized by the
following attributes:

Administered andcored in a consistento r A s t ianarther;r d 0O

Alignedto asetofaceke mi ¢ or per f oxr mance fAstandards;
Broadlyzadministered (@., natioridr statewide);

Commerciallyproduced; and

Often administered only once a year, although some standardized astessme

administered two or three times per year

O OO O0Oo

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

Step 1:Decide on the Student Learning Objectives

The objectives will be broad goals for student learnifigey should each address a cdrtapose

of the teacherdés assignment and it sikachuil d per
SLO should reflect high expectations for studentleardeng | east a year 6s wort
semester 6s wor t hanil shold be Aligned terelevanostate, fagiaay(,

common core), or district standards for the grade levelorcolrgependi ng on t he t e
assignment, the objective might aim for content mastery (more likely at the secondary level) or it
might aim fa skill development (more likely at the elementary level or in arts classes)

Teachers are encouraged to collaborate with gied® and/or subjednatter colleagues in the
creation of SLOs Teachers with similar assignments may have identical obgsctilthough they
will be individually accountable for their ow

The following are exampbk of SL3 based on student data:

Teacher Category Student Learning Objective

8th Grade Science My students will master critical concepts
of science inquiry
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High School \fsual All of my students will demonstraggoficiency
Arts in applying the five principlesf drawing

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

An Indicator of Academic Growth and Development (IAGBjhe specific evidence, with a
guantitative target, that will demonstrate whether the objective wasiaeh SLO must include at
least onestandardized and one nstandardizedhdicator, if applicabe.

Each indicator should make clear (1) what evidence will be examined, (2) what level of
performance is targetednd (3) what proportion of students is projected to achieve the targeted
performance levellndicators can also address student subgrauas$, as high or logperforming
students or ELL studentst is through the Phase | examination of student data that teachers will
determine what level of performance to target for which studéite Template for Setting

SMART Goals should be referencasl a resource for setting SLOs/IAG@gpendix D).

Since indicator targets are calibrated for th
assignments may use the same evidence for their indicators, but they would be unlikely to have
identical targets For example, alPndgrade teachers in a district might use the same reading
assessment as their IAGD, but the performance target and/or the proportion of students expected to
achieve proficiency would likely vary amo2gdgrade teaclrs.

NOTE: For2"through8th grade teachers of English/Language Arts and Math, teactigins
use theDRP to set growtlargets

Taken together, an SLOO6s indicators, iif achie
met Here are some exares of indicators that might be applied to the previous SLO examples:

Sample SLOStandardized IAGD(s)

Teacher Student Learning Objective Indicators of Academic Growth and
Category Development(at least one is required)
8th Grade | My students willmaster critical | 1. 78% ofmy students will score at the
Science concepts of science inquiry proficient or higher level on the science CM
in March 204.
4th Grade | My 22 students will demonstraj 1. All students assessed on the DRP in fall 20
improvement in or mastery of will reach the proficient or goal level in
reading comprehension skillslg  Spring 2015.
June2013
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Sample SLONon-Standardized IAGD(s)
Teacher Student Learning Objective Indicators of Academic Growth and

Category Development(at leastone is required)
8th Grade | My students will master criticg 1. My students will design an experiment that

Science | concepts of science inquiry incorporates the key principles of science
inquiry. 90% will score a 3 or 4 on a scoring
rubric focused on thkey elements of science

inquiry.
High My students will demonstrate | 1. 85% of students will attain a 3 or 4 in at least
School proficiency in applying the five of 5 categories on the principles of drawing
Visual principles of drawing rubric designed by visual arts teachers in our
Arts district
School My students will demonstrate | 1. 80% of the students who participate in the
Counselor an understanding of the 7 SEEDS TO SUCCESS group will demonstrat

habits of highly effective Teen an understandingf the 7 Habits of Highly
Effective Teens as measured by a pre and p
tests.

Step 3: Provide Additional Information
During the goaketting process, teachers and evaluators will document the following:
1 the rationale for the objective, includinglevant standards;
1 any important technical information about the indicator evidence (like timing or scoring
plans);
the baseline data that was used to set each IAGD;
interim assessments the teacher plans to
during the school year (optional); and
1 any training or support the teacher thinks would help improve the likelihood of meeting the
SLO (optional)

1
il

Step 4: Submit SLOs to Evaluator for Approval

SLOs are proposals until the evaluator approves th&fimle teachers and evaluators should confer
during the goaketting process to select mutually agrepdn SLOs, ultimately, the evaluator must
formally approve all SLO proposals

The evaluator will examine each SLO relative to three criteria described.b8ldds must meet
all three criteria to be approvetf they do not meet one or moceteria the evaluator will provide
written comments and discuss their feedbadk wie teacher during the fall Geaétting
Conference SLOs that are not approved mbstrevised and resubmitted to the evaluator within
ten days.
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SLO Approval Criteria

Rigor of
Priority of Content Quality of Indicators Objective/Indicators

Objective is deeply relevant t¢ Indicators provide specific, | Objective and indidar(s) are
the School Improvement Plan measurable evidence. The | attainable but ambitious and
t he t eacher 0s|indicators provide evidence | taken together, represent at
the needs of alarge proportica bout student|l east a yeard

of his/her students. the school year or semester | for students (or appropriate
during which they are with th| growth for a shorter interval
teacher. of instruction).
SLO Phase 3:
Monitor
student
progress

Once SLOs are approved, teachelmo ni t or studentsd6 progress t o
examiningstudent work products, administey interim assessmentsackngs t udent s 0
accomplishments and strugglesc. Teachersvill share their interim findingwith colleagues
during collaborative timeand theywill keep their evaluator apprised of progress

| f a teacherds assignment changes or LOsfcanhi s/ h
be adjusted during the Midear Gnference betweehe evaluator and the teacher

SLO Phase 4:
Assess student
outcomes relative tg
SLOs

At the end of the school year, the teach#r collect the evidence required by their indicators and
submit it tohis or herevaluator Along with the evidencdeachers will complete and submit a self
assessment which 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 whethér 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

Evaluators wil|l revi ew tabsessnment and assign ene afodr ratingse  t
to eachSLO: Exceeded the Standa@l points), Met the Standafd@ points), Working Towards the
Standard (2 points), or Did Not Meet the Standargdoint). These ratings are defined as follows:

The performance levels refer to progress as defined by speaifiiedtors, mutually agreed upon
by evaluator and evaluatee.
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Exceeding the All or most students substantially exceeded the target(s) containeq
Standard the indicator(s)

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

Working Many students met the target(s) but a notable percentage missed
Towards the target by more than a few pointslowever,taken as a whole,
Standard significant progress towards the goal was made

Not Meeting the
Standard

A few students met the target(s) but a substantial percentage of
students did notLittle progress toward the goal was made

For SLOs with more than one indicator, the evaluaiirscore each indicator separatepdthen
average thasscores for the SLO score.

The final student growth and development rating for a teacher is the average of their two IAGD
scores. For examglif one IAGD was Partially Met, for 2 points, and the other IAGD was Met, for
3 points, the student growth and development rating would be 2.5 [(2+3)/2]. The individual IAGD
ratings and the student growth and development rating will be shared andelisaith teachers
during the Enebf-Year Gnference

NOTE: For SLOs that include an indicator based on state standardized tests, results may not be
available in time to score the SLO prior to the JUBdeadline. In this instance, if evidence for

othe indicators in the SLO is available, the evaluator can score the SLO on that basis. Or, if state
tests are the basis for all i ndicators, then
be based only on the results of the SLO that is basemestandardized indicators.

However, once the state test evidence is available, the evaluator is required to score or rescore the

SLO, then determine if the new scorTée changes
evaluation rating can klmended at that time as needed, but no later thaterSber 15.
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Category#4: Whole-School Student Learning Indicator and/or Student
Feedback (5%)

Rocky Hill s Seed model uses Whdetermindbisfowtlo | St u
category of SEED

Whole-School Student Learningrdicator

Rocky Hill will use Whole School Student Learning Indicators for the fourth component of their
teacher evaluation model. School Performance Indicators are one measure that schools are already
using to determine the effectiveness of their programs andatistn. These indicators specifically
reference the needs of all children with information on the academic progress of subgroups of

t wenty or more students. I n addi tisoience, t he SP
writing, math, and readg Each school will use the statetermined SPI targets for a basis of
school i mprovement . The school sdé progress to
the teachersd and administratorso6 segatenairngi ve e
for multiple student | earning indicators est a
school.

Arriving at a Whole School Student Learning Indicator

Summative ratings should reflect the degree to which the school makes growth on whole school
student learning indicators, using data from the prior school year or the fall of the current year as a
baseline for setting growth targets. For schools with raghgs already, summative ratings should
reflect the degree to which ratings remain high.

This is accomplished in the following steps, undertaken by the entire faculty in collaboration with
the administrator. Review SPI results from previous schaol ye
1. Review state SPI targets for measurable goals
2. Develop school improvement plans addressing needs identified through SPI analysis
3. Disaggregate data when SPlo&6s are released
the SPI targets.
4. Assign a summativeating, using the following scale to be discussed and finalized with
evaluators during the Eraf-Year Conference.

Exceeding the Performing at the ~ Working Towards the Not Meeting the

Standard Standard Standard Standard
Exceeded the gog Met the goal Partially met the goal | Did not meet the goal

NOTE: If the wholeschool student learning indicator rating is not available when the summative
rating is calculated, then the student growth and development score will be weighted 50 and the
whole-schoolstudent learning indicator will be weighted 0. However, once the state data is
available, the evaluator should revisit the final rating and amend at that time as needed, but no later
than September 15.
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SUMMATIVE TEACHER EV ALUATION SCORING

Summative Scoring

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

Student Growth
and Development

Feedback OR

Peer Whole School
or Parent { Student Learning
10% Student Feedback

Observation of Teacher
Performance and Practice
40%

Everyeducator will receive one of four performance ratings:

Exceeding the Standard Substantially exceeding indicators of performance
Meeting the Standardi Meeting indicators of performance
Working Towards the Standardi Meeting some indicators of performartng not others

Performing Belowthe Standard i Not meeting indicators of performance

The performance levels refer to progress as determined by specific indicators.
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How Your Score is Calculated

There are 2 equal parts to your overall final scorecher Performance and Practicej &tudent Outcomes

Teacher Performance and Practiceomprises 50% of your overall score. This component is subdivided into
two parts:

1 40%: Observation of Teacher Performance and Practice

1 10%: Parent Feedback

To calculate your Teacher Performance and Practice rating, follow the following formula:
Total Rating = (Observation Rating) x 40 + (Parent Feedback Rating) x 10

Consult the following table with your score:

TEACHER PRACTICE

INDICATORS
POINTS INIDCATORS RATING

Performing Below the
50-80 Standard

Working Towards the
81-126 Standard
121-174 Meeting the Standard
175200 Exceeding the Standard

2. Student Outcomescomprises the remaining 50% of your overall score. This component is subdivided into
two parts:

1 45%: Student Growth and Development (SLO)

1 5%: Whole School Student Learning Indicator

To calculate your Student Outcomes rating, follow the following féeimu
Total Rating = (SLO Rating) x 45 + (Whole School Rating) x 5

Consult the following table with your score:

STUDENT OUTCOMES

INDICATORS
POINTS INIDCATORS RATING

Performing Below the
50-80 Standard

Working Towards the
81-126 Standard
121-174 Meeting the Standard
175200 Exceeding the Standard
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Summative Rating Matrix

Identify the rating for each focus area and follow the respective column and row to the center of the
table The point of intersection indicates the summative ratlgy the example provided, the Teacher
Performance anBractice Related Indicators ratingieeting the standarahd the Student Outcomes
Related Indicators rating rmeeting the standardlhe summative rating is therefareeeting the

standard If the two focus areas are highly discrepang.(ea rating ofexceedinghe standardor

Teacher Practice and a ratingogfiow standardor Student Outcomes), then the evaluator should
examine the data and gather additional information in order to make a sueamat

Summative TeacherPerformance andPractice Related Indicators Ratin
Rating Matrix

Meeting the
Standard

Gather
further
information

Gather
further
information

Rating

Gather
further
information

Student Outcomes Related Indicators
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Adjustment of Summative Rating

Summative ratings must be completed for all teachers bylhwfea given school yearShould state

standardized test data not be available at the time of a final rating, a rating must be completed based on
evidence that is availabl&Vhen the summative rating for a teacher may be significantly impacted by state
standardized test data, teealuatormayr ecal cul at e the teacher 6s summat
and submit the adjusted rating no later than SeptembéeFHégse adjustments should inform goal setting in the
new school year

Definition of Effectiveness and Ineffeaveness
In determining whether a teacher is effective or ineffective, evaluators shall look for patterns.

A novice Rocky Hill teacher wilbe deemed effective life or sheeceives at least two sequentiaeting the
standardratings, one of which muselearned in the fourth year oftheo vi ce t e a &dhoemeétiag c ar
the standardating shall only be permitted in the first yedithen ovi ce t eacher ds car ee
growth ofworking towards the standaid year two and two sequegitmeeting the standanctings in years

three and four Please notehe superintendent may not be able to offer a contract to an effective teacher if ther
is a reduction in force that year.

A posttenure educator shall generally be deemed inefedtisaid educator receives at least two sequential
working towards the standardatings or oneot meeting thetandardrating at any time

Dispute-Resolution Process
A panel, composed of the superintendent, teacher union president and a neupatsbingdshall resolve
disputes where the evaluator and teacher cannot agree on objectives/goals, the evaluation period, feedback
performance and practice, or final summative ratiRgsolutions must be topspecific and timely Should the
process established not result in resolution of a given issue, the determination regarding that issue will be me
by the superintendentAn illustrative example of such a process when such agreement cannot be reached, the
issue in dispute malye referred for resolution to a subcommittee of the professional development and
evaluation committee (PDED). In this example, the superintendent and the respective collective bargaining ui
for the district may each select one representative from tlE#ORD 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 decision, the issue shall be corisidered b
superintendent whose decision shall be binding. This provision is to be utilized in accordance with the specifi
processes and parameters regarding goals/objectives, evaluation period, feedback and professional develop
contained in thisdocumeatnt i t | ed ARocky Hill s Guidelines for
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APPENDIX A: PERFORMANCE EVALUATI ON ADVISORY COUNCIL

Name
Bruce Douglas

Carole Clifford

Dennis Carrithers

Diane Ullman
Education

Ed Malin

Joe Cirasuolo

KarissaNiehoff
Linette Branham

Malia Sieve

Mary Loftus Levine
Mike Buckley
Nancy Pugliese
Patrice McCarthy
Paula Colen

Phil Apruzzese
Robert Rader

Roch Girard

Sharon Palmer

Stefan Pryor

MEMBERS

Title
Executive Director

Professional Development
Coordinator

Assistant Executive Director

Chief Talent Officer

Department of Education Chair

Executive Director

Executive Director
Education Issues Specialist

Associate Director

Executive Director
Associate Executive Director
Bureau Chief

Deputy Executive Dirdor
Executive Director

President

Executive Director

President

President

Commissioner
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Organization Represented
CREC (RESC)

American Federation of Teachetd

CT Association of Schools (CAS)

Connecticut State Department of
(CSDE)

Sacred Heart University

CT Association of Public School
Superintendents, IN¢CAPSS)

CT Association of Schools (CAS)
CT Education Association (CEA)

Board of Regents for Higher Education
(BOR)

CT Education Association (CEA)

CT Association of Schools (CAS)
Connecticut State Department of Education
CT Association of Boards of Education
EASTCONN (RESC)

CT Education Association (CEA)

CT Association of Boards of Education

CT Federation of School Administrators
(CFSA)

CT-American Federation of Teachers

CT State Department of Education
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Intensive Assistance andSupervision Phase
Notification of Change of Evaluation Status
(Completed by Evaluator)

Teacher: School Year:

School /Assignment: Grade Level/Subject:

You are assigned to the Intensiyepervision Phase to correct identified performance
problems.

1. Identification of Teaching Domain(s) not met:

2. ldentification of data sources which indicate deficiency of Teaching
Domain(s):
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3. Statement for Improvement:
Describeoutcome(s) and/or behavior(s) necessary to remedy the deficiency(s):

4. Support Needed:

Teacher s Signatur e:

Eval uatordéds Signatur e: Date:
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Intensive Assistance andSupervision Phase
Improvement Plan Summary
(Completed by Evaluator)

Teacher School Year:

School/Assignment: Grade Level/Subject:

1. Improvement Plan Summary
M Fully addressed
M Partially addressed, plan continues
M Initial plan addressed, new intervention plan needed
I Little or no improvement

2. Evaluator Comments

3. Recommendation:
M Return to Tenured Teachehase
M Continuation in Intensive Supervision Phase (Specific Timeline)
M Teacher is deemed ineffective

Teacher6s Signatur e:

Evaluatords Signatur e:

Peer Support Mentor Signature: Date:
(If applicable)

Peer Support Mentor Position:
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Intensive Assistance andSupervision Phase
Notification of Appeal

Teacher: Sofernt:

School /Assignment: Grade Level/Subiject:

1. Statement of Appeal: (ldentify specific areas, sections, and/or procedures that
are the focus of the appeal.)

T e a c Isigmatars: Date:

Completed Appeal Worksheet must be submitted to the Superintendent.
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Intensive Assistance andSupervision Phase
Appeal Summary
(Completed by Appeal Committee Chairperson)

This Appeal Sumiary refers to the Statement of Appeal submitted on

Date

Teacher: School Year:

School/Assignment: Grade Level/Subject:

Administrator:

Names of Committee Members:

Impartial Administrator

Impartial Teacher

Superintendentdéds outcome of the Appeal

Teacherdos Signatur e:

Superintendentds Signatur e:
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APPENDIX C: SCHOOL CLIMATE SURVEY

Student Survey

1. Most of the time, students at this school behave and follow the rules.
Strongly Agree Agree Neutral Disagree Strongly Disagree

2. | am safe from bullying at this school.
Strongly Agree Agree Neutr8lisagree Strongly Disagree

3. lam learning a lot in school this year.
Strongly Agree Agree Neutral Disagree Strongly Disagree

4. Adults treat students with respect at school.
Strongly Agree Agree Neutral Disagree Strongly Disagree

5. My parent(s)/guardian(®now what | am learning at school.
Strongly Agree Agree Neutral Disagree Strongly Disagree

6. |feel safe when | am at school.
Strongly Agree Agree Neutral Disagree Strongly Disagree

7. |feel safe when | am coming to school and coming home from school.
Strongly Agree Agree Neutral Disagree Strongly Disagree

8. Doing well in school is important to me.
Strongly Agree Agree Neutral Disagree Strongly Disagree

9. There is an adult at school | can go to if | have a problem, or need help with something.
StronglyAgree Agree Neutral Disagree Strongly Disagree

10. Students of all races, cultures, religions, and genders are treated fairly at this school.
Strongly Agree Agree Neutral Disagree Strongly Disagree

11. The adults at this school care about me.
Strongly Agree Agee Neutral Disagree Strongly Disagree

12. My school helps me take responsibility for my own learning.
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Strongly Agree Agree Neutral Disagree Strongly Disagree

Family Survey
1. The school has a clear code of conduct/set of rules.

Strongly Agree Agree Neutralisagree Strongly Disagree

2. Teachers treat students with respect at my child's school.
Strongly Agree Agree Neutral Disagree Strongly Disagree

3. The school promotes understanding among students from different backgrounds.
Strongly Agree Agree Neutr@lisagree Strongly Disagree

4. | am well informed about the progress my child is making in his/her class(es).
Strongly Agree Agree Neutral Disagree Strongly Disagree

5. | feel welkinformed about what is going on at the school.
Strongly Agree Agree Neutral Bagree Strongly Disagree

6. The school helps me understand what my child needs to learn to be successful at his/her
grade level.

Strongly Agree Agree Neutral Disagree Strongly Disagree
7. | feel comfortable discussing my child's needs with teachers and staff.
Strongly Agree Agree Neral Disagree Strongly Disagree
8. The school holds students to high behavioral expectations.
Strongly Agree Agree Neutral Disagree Strongly Disagree
9. The school has high academic standards and a rigorous curriculum.
StronglyAgree Agree Neutral Disagree Strongly Disagree
10. My child is challenged to meet high expectations at this school.
Strongly Agree Agree Neutral Disagree Strongly Disagree
11.My child has access to extra academic help outside the classroom when he/she needs it

Strongly Agree Agree Neutral Disagree Strongly Disagree
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12.The school is a safe place for my child.
Strongly Agree Agree Neutral Disagree Strongly Disagree
13. My child enjoys going to school.
Always Usually Sometimes Rarely Never
14.1 know what to do at hoeto support my child's learning.
Always Usually Sometimes Rarely Never
15.The adults at this school truly care about my child.

Strongly Agree Agree Neral Disagree Strongly Disagree
© 2014 Panorama Education

Staff Survey
1. Students treat adults witespect at this school.

Strongly Agree Agree Neutral Disagree Strongly Disagree
2. This school's discipline program is effective.

Strongly Agree Agree Neutral Disagree Strongly Disagree
3. I feel like | am a part of this school's community.

Strongly Agree Aree Neutral Disagree Strongly Disagree
4. My opinions count at this school.

Strongly Agree Agree Neutral Disagree Strongly Disagree
5. Adults treat students with respect at this school.

Strongly Agree Agree Neutral Disagree Strongly Disagree

6. This school isensitive to issues regarding, race, culture, religion, sexual orientation, gender, and
disabilities.

Strongly Agree Agree Neutral Disagree Strongly Disagree
7. Learning from other teachers at this school has improved my performance in the classroom.

Strongly Agree Agree Neutral Disagree Strongly Disagree
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8. At this school, there is honest communication on important school issues.
Strongly Agree Agree Neutral Disagree Strongly Disagree

9. | believe students are getting a higiality education at this sobl.
Strongly Agree Agree Neutral Disagree Strongly Disagree

10. The district and school encourages my professional development.
Strongly Agree Agree Neutral Disagree Strongly Disagree

11. I have access to materials and resources that | need for my class(es).
Strongly Agree Agree Neutral Disagree Strongly Disagree

12. The school is a caring and nurturing place.

Strongly Agree Agree Neutral Disagree Strongly Disagree

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Pageb5



APPENDIX D: TEMPLATE FOR SETTING SMART GOALS/IAGDS

The SMART goalsetting process ensurémat every goal is measurable and cléEne advantages
of the SMART goalsetting process are:

Provides a structured approach to a complex task

Gives a clear framework for creating meaningful and achievable; goals
Accommodates all kinds of goals

Is easy to teach others how to develop

Helps to define goals in terms that can be widely understoutl
Requires thinking through the implementation as well as the outcome

= =4 =4 -8 8 -9

The characteristics of SMART goals are:

1 Specific and Strategic
0 The goal should beell defined enough that anyone with limited knowledge of
your intent should understand what is to be accomplished
1 Measurable
0 Goals need to be linked to some form of a common measure that can be used as a
way to track progress toward achieving the goal
1 Aligned and Attainable
o0 The goal must strike the right balance between being attainable and aligned to
standards but lofty enough to impact the desired change
1 ResultsOriented
0 All goals should be stated as an outcome or result
1 Time-Bound
o The time framdor achieving the goal must be clear and realistic

SMART goals Dos and Dondt s

DO: DONO T:

Create a plan Expect toaccomplish without effort
Start small Focus on too much at once

Write it down Forget to make a deadline

Be specific Deal in absolutes

Track your progress Expect perfection

Celebrate your success Keep your goal on a shelf

Ask for support sooner than later Beat yourself up over shortcomings
Make commitments Try to accomplish it alone

Forget that you CAN DO IT!
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APPENDIX E: TEACHER EVALUATION F ORMS
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Rocky Hill Educator Evaluation
201415 Goal Setting Form

Teacher: School/Program:

Evaluator: Grade Level/Subject:

SLO Focus Statement
State your student learning objective?

Baselinec Trend Data
What data were reviewed for this SLO? How does the data support the SLO?

Student Population
Who are you going to include in this objective? Why is this target group/student selected?

Standards and Learning Content
Which standards areonnected to the learning content?
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Indicators of Academic Growth and Development (IAGDs)/Growth Targets

a. Assessment/Measures of Progress
How will you masure progress toward your SLO?

b. Growth Targets

What targets will you establish iemonstrate attainment of your SLO?
Use SMART Goal format: Percentage of (student group) scoring proficient and higher in (content area) will increase from
% to % by the end of the school year as measured by (assessment tool) administerel,igear).

Instructional Strategies
What instructional strategies will you be using? How will progress be monitored? sifort is
needed?

Performance and Practice Goal
Create a goal from the Danielsénameworkthat you will improve? What components (i.e. 1a, 3b, 4a) are
aligned to the goal? (This does not have to be connected to your SLO)

Parent Feedback Goal
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Rocky Hill Educator Evaluation
201415 Formal Observation Lesson Plan

Teacher: School/Program:

Evaluator: Grade Level/Subject

Lesson Objectives (Domain 1a, 1c)
What will students know, understand, or be able to do as a result of the lesson?

Standards (Domairi.c)
Cite the Common Core Standards to which your legpdamn is aligned.

Initiation (Domain 1c, 1§

Procedures (Domain 1c, le
Describe the steps of your lesson. Include strategies and lesson activities.

Closure (Domain 1c, J}e
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Background/Differentiation (Domain 1p
Describe the students for whom you are planning this lesson. If applicable, how will you differentiate instruction?

Assessment of Student Learning (Domain 1f
How will you know if the lesson was successful? What methods and/or evidence will beousezhitor student
learning?

Resources, Materials, and/or Equipment (Domain)1d
What material, resources, will you use to teach this lesson?
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Rocky Hill Educator Evaluation
201415 PostObservation Reflection Form

Teacher: School/Program:
Evaluator: Grade
Level/Subject:

Post¢ Observation (Reflection) Form
In general, how successful was the lesson? Did the students learn what you intended for them to
learn? How do you know?

If you were able to bring samples®fli dzZRSy i 62N} X 6KI G R2 GK2a$sS al YL} Sa
levels of engagement and understanding?

Comment on your classroom procedures, student conduct, and your use of physical space. To what extent
did these contribute to student learnifg

Did you depart from your plan? If so, how, and why?
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Comment on different aspects of your instructional delivery (e.g. activities, grouping of students,
materials, and resources). To what extent were they effective?

If you had achance to teach this lesson again to the same group of students, what would you do
differently?
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Rocky Hill Educator Evaluation
201415 Mid-Year SeltAssessment Form

Please complete this form prior to your ryiglar conference

Teacher: School/Program
Evaluator: Grade

Level/Subject:
SLOs

Describe your progress to date with each goal/SLO/IAGDs.

Professional Learning

Describe the professional learning and/or strategies that have contributed to your prqgmagerences,
workshops, professional learning).

Challenges/Barriers
Describe any challenges or barriers to achieving your goals/SLOs.
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Action Steps
What action steps and/or adjustments will you implement to address challengasntinue to make progress
towards your goals/SLOs?

Other

Other Comments
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Rocky Hill Educator Evaluation
201415 Endof-Year Summative Review: Teacher S&fsessment

(Attach any supporting documents, if needed)

Teacher: School/Program:

Evaluator: Grade Level/Subject

Overall Assessment
(a) Provide your overall assessment of progress toward goats (include your IAGD data)

(b) Describewhat you have done tproduce these results

Learning
(a) Describe what you have learned ahdw you will use it going forward

(b) List the professional learning activities you participated in throughout the year

(c) What professional learning and/or other type of support would help you to continue to make
progress into the coming acadenyiear?

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Page67




APPENDIX F: TEACHER EVALUATION FORMS FOR ADMINISTRATIVE USE
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Rocky Hill Educator Evaluation
201415 Classroom ObservatioRorm

Teacher: School/Program:

Evaluator: Grade Level/Subjects:

Teacher Evaluation of Domain 2: The Classroom Environment

Danielson Framework Components and Elemen Evidence for Components and Elements Score/Rating

2a: Creating an Environment of Respect and
Rapport
9 Teacher Interactions with Students
Including Both Words & Actions
9 Student Interactions with Other Students
Including Both Words and Actions

2b: Establishing a Culture for Learning
1 Importance of the Content & Learning
1 Expectations for Learning &chievement
1 Student Pride in work

2c: Managing Classroom Procedures
Management of Instructional Groups
Management of Transitions
Management of Materials & Supplies
Performance of Classroom Routines

=A =4 -4 =4

2d: Managing Student Behavior
1 Expectations
1 Monitoring of Student Behavior
1 Response to Student Misbehavior

2e: Organizing Physical Space
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Danielson Framework Components and Elemen

Evidence for Components and Elements

Score/Rating

1 Safety and Accessibility
1 Arrangement of Furniture & Use of

Physical Resources

DOMAIN 2 TOTAL

COMMENTS:

Evaluator Signature

Teacher Signature
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Rocky Hill Educator Evaluation
201415 Classroom ObservatioRorm

Teacher: School/Program:

Evaluator: Grade Level/Subjects:

Teacher Evaluation of Domaisr Instruction

Danielson Framework Components and Elemen Evidence for Components and Elements Score/Rating

3a: Communicating with Students
1 Expectations for Learning
1 Directions for Activities
1 Explanations of Content
1 Use of Oral and Written Language

3b: Using Questions and Discussion Techniques
1 Quality of Questions/Prompts
9 Discussion Techniques
1 StudentParticipation

3c: Engaging Students in Learning
1 Activities and Assignments
1  Grouping of Students
1 Instructional Materials and Resources
1 Structure and Pacing

3d: Using Assessment in Instruction
M Assessment Criteria
1 Monitoring of Student Learning
1 Feedback to Students
1 Student SelAssessment and Monitoring
of Progress

3e: Demonstrating Flexibility and Responsiveneg
1 Lesson Adjustment
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Danielson Framework Components and Elemen

Evidence for Components and Elements

Score/Rating

1 Response to Students

1 Persistence

DOMAIN 3 TOTAL

COMMENTS:

Evaluator Signature

Teacher Signature
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Rocky Hill Educator BEluation
201415 Review of Practice Form

Teacher: School/Program:

Evaluator: Grade Level/Subjects:

Teacher Evaluation of Domaitr Planning and Preparation

Danielson Framework Components and Elemen Evidence for Components and Elements Score/Rating

la: Demonstrating Knowledge of Content and
Pedagogy

1 Knowledge of Content and the Structure
of the Discipline
Knowledge of Prerequisite Relationships

1
1 Knowledge of ConterARelated Pedagogy

1b: Demonstrating Knowledge of Students
1 Knowledgeof Child and Adolescent
Development
Knowledge of the Learning Process
Yy2gt SRIS 2F {(GdzRS
and Language Proficiency
T Yy2¢ftSR3IS 2F { GdzRS
Cultural Heritage
9 Yy2¢ftSR3IS 2F { GdzRS

f
f

1c: Setting InstructionaDutcomes
1 Value, Sequence and Alignment

1 Clarity

1 Balance

1 Suitability for Diverse Students
1

1d: Demonstrating Knowledge of Resources

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Page7’3



Danielson Framework Components and Elemen Evidence for Components and Elements Score/Rating

1 Resources for Classroom Use
1 Resources to Extend Content
1 Knowledge and Pedagogy

9 Resources for Student

le: DesigningCoherent Instruction
1 Learning Activities
1 Instructional Materials and Resources
1 Instructional Groups
1 Lesson and Unit Structure

1f: Designing Student Assessments

1 Congruence with Instructional Outcomeg
1 Criteria and Standard
1 Design of Formative Assessments
9 Use for Planning
DOMAIN 1 TOTAL
COMMENTS:
Evaluator Signature Date
TeachelSignature Date

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Page74



Rocky Hill Educator Evaluation
201415 Review of Practice Form

Teacher: School/Program:

Evaluator: Grade Level/Subjects:

Teacher Evaluation of Domait Professional Responsibilities

Danielson Framework Components afdements Evidence for Components and Elements Score/Rating

4a: Reflecting on Teaching
1 Accuracy
1 Use in Future Teaching

4b: Maintaining Accurate Records
1 Student Completion of Assignments
1 Student Progress in Learning
1 Noninstructional Records

4c: Communicating with Families

1 Information about the instructional
Program
Information about Individual Students
Engagement of Families in the
Instructional Program

f
f

4d: Participating in the Professional Community
1 Relationships with Colleagues
1 Involvemert in a Culture of Professional

Rocky Hill Teacher Evaluation Plan (Updated 10/2014) Page7’5



Danielson Framework Components aftdements

Evidence for Components and Elements

Score/Rating

Inquiry

1 Service to the School

9 Participation in School and District
Projects

4e: Growing and Developing Professionally
1 Enhancement of Content Knowledge an
Pedagogical Skill
1 Receptivity to Feedback from Colleague!
1 Servicao the Profession

4f: Showing Professionalism Integrity and Ethica
Conduct

1 Service to Students Advocacy
1 Decision Making
1 Compliance with Schools
9 District Regulations
DOMAIN 4 TOTAL
COMMENTS:

Evaluator Signature

Teacher Signature

Rocky Hill Teacher Evaluation Plan (Updated 10/2014)

Date

Date
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Rocky Hill Public Schools
Administrator Evaluation Model

TheRocky Hill PublicSchools will adopa hybrid version othe State of Connecticut model for Administrator
evaluation as outlined in the following document.



Rocky Hill Public Schools
Administrator Evaluation
M odel

The Rocky Hill Public Schools will adopt a hybrid version of the State of Connecticut model for
Administrator evaluation as outlined in the following document.

ADMINISTRATOR EVALUA TION MODEL AND DEVELOPMENT

Introduction

This handbookoutlinesthe State model for the evaluation of school and school district
adminstrators inRocky Hill. A robug adminstrator evaluation systemisapowerful meansto
develop ashared understanding of leader effectivened®r the state of Connecticut. TheRocky Hill
adminstrator evaluation model definesprincipd effectiveness inerms of (1) admiristrator practice
(the actions taken by admiristrators that have beenshown to impact key agpectsof schoal life); (2)
the results that come from this leadeship (teacher effectivenessnd student achievement); and (3)
the perceptions of the admiristrator® leadeship among key stakeholdersin their community.

Themodel describesfour levels of performance for admiristrators and focusesn the practicesand
outcomesof Meeting the Standéef Proficiency Level foadmiristrators. These adminstrators can be
characterized as:

1 Meeting expectations asan instructional leader

1 Meeting expectationsin at leag 3 other areas of practice

1 Meseting 1targetrelated to stakeholder feadback

1 Meseting state acountability growth targetson tests of core academicsibjects

1 Meeting and making progress on 2 student learning objectivesali gned to school and
district priorities

1 Having more than 60% of teachers meeting the standapittficient on the student growth
portion of their evaluation

Themode indudesalevel of performance Exceedinghe Sandardfor those who exceed these
characteristics,but Exceedinghe Sandardratings are reserved for those who could serveasamodel
for leadesaaosstheir district or evenstatewide. A rating represents fully satisfactory performance
and it isthe rigorous standard expected of most experienced admiristrators.

Thismode for adminstrator evaluation has several benefits for participants and for the broader
community. It providesastructure for the ongoing development of principds and other
administrators so that we have a basisfor assessing their strengths and growth areas so they havethe
fealback they neal to getbetter. It aso servesasamears for districts to hold themselves
acmuntale for ensuring that every child in their district attends a school with effective leades.



Themode! described here wasdeveloped by New Leadess, anational non-profit organization
committed to devel oping trarsformational school leade'sand advancing the policies and practices
that allow great leadesto succead, andagroup of Connecticut stakeholders convened asthe
Principd Working Group of the Performance Evaluation Advisory Administration Councilsee
Appendix A, fiList of Working Group Memberso .) It isbuilt on both research on principal
evaluation and the practice of statesaaossthe country and within Connecticut. Themodel meetsall
of the requirements for the evaluation of 092license holders outlined in Connecticut Statute and
Connecticut State Board of Education regulations. Themodel doesnot estaldish any new
employment-related consequencesfor administrators, asexsting statute outli nesthe process by
which the results of evaluations are used for employment matters.

In the 201213 school year, ten Connecticut school districts/consortiawil | implement this model on a
pilot basisfor their 092admiristrators (along with new evaluation systemsfor other educators), and
the University of Connecticut will conduct acomprehensive evaluation of the pilot implementation to
inform ongoing desgn and implementation of the state model. In the nextyear (201314), all
districtsin Connecticut are required to implement new educator evaluation and supporsystemsthat
meet new statutory and regulatory requirements. Districts choosing to use parts of the model, but not
the whole model, mug submit their evaluation system plansfor review by the Commissioner of
Education, per the state guidelines

This document describesthe admirnistrator evaluation model, beginning with asetof underlying core
design principles We then describe the four components on which admiristrators are evaluated i
leadeship practice, stakeholder feedback, student learning and teacher efectivenessi before
describing the process of evaluation and, finally, the stepsevaluators take to reach a summative rating
for an adminstrator. The appendicesindudeanumber of tools and resourcesdesgned to support
effective implementation of the model.

Asnoted, the model appliesto all adminstrators holding an 092license. Because of the fundamental
role that principds play in building strong schoolsfor communities and students andbecausetheir
leadaship has a signifi cant impact on outcomesfor studants, the descriptions and examplesfocuson
principas. However, wherethere are desgn differencesfor assistant principds and central office
admiristrators, we note those.



CORE DESIGN PRINCIPLES

TheWorking Group has desgned this state model for the evaluation of principds and other
adminstrators on the basisof four core desgn principlesthat, webelieve, will resonate with
educators and leadesin many districts.

1.

Focuson what matters most: The State Board guideli nesfor evaluation specifies four areas of
adminstrator performance asimportant to evaluation’ student learning (45%),adminstrator
practice (40%), stakeholder feedback (10%), andteacher efectiveness (5%) Sincethe firsttwo
categoriegmake up 85% of an admiristrator® evaluation, wefocusthe bulk of our model desgn
on specifying these two categories In addtion, wetake the view that some agoects of
adminstrator practicei most notably instructional leadeshipi haveabiggerinfluenceon
student success and therefore demand increased focusand weight in the evaluation model.

Emphasize growth over time: Theevaluation of an individuad performance should primarily
be about their improvement from an estaldished starting point. This appliesto their professional
practice focus areas and the outcomesthey are striving to reach. Attaining high levels of
performance mattersi and for some admiristrators, maintaining high resultsisacritica agect
of their work 1 but the model should encourage admiristrators to pay attention to continualy
improving their practice. Through the god-setting processesdescribed bel ow, this model does
that.

L eave room for judgment: In the quest for accurecy of ratings,there isatendency to focus
exclugvely on the numbers. We believe that of equd importance to getting better resultsisthe
professional conversation betweenan admiristrator and hisher supervisor that can be
acomplished through awell-despgned and well-executed evaluation system  So, the model
requiresevaluatorsto observethe practice of admiristrators enough to make informed
judgments about the qudity and efficacy of pradice.

Consider implementation at least asmuch asdesign: Wetried to avoid over-desgning the
systemfor two reasons: (1) the pilot providesa signifi cant opportunity for the stateto learn
and adapt the model before full implementation; and (2) the model should not be so diffi cult
or time-consuming to implement asto create excessive demands on those doing the
evaluation or being evaluated. Sensitive to the tremendous responsibilitiesand limited
resourcesthat admiristrators have, wedesgned the model to align with other responsibilities
(e.g.,writing aschool improvement plan) and to highlight the need for evaluatorsto build
important skillsin setting gods, observing practice, andproviding high qudity feedback.



THE MODELO $OUR CATEGORIES

Theevaluation of administrators, aswell as supports for their ongoing growth and development, are
based on four categories

Category #1 L eadership practice (40%)

An assessment of an admiristratoré leadeship practicei by direct observation of practice and the
collection of other evidencei is40%of an adminstrator® summative rating.

All administrators wil|l recei ve thegmihgintheg on t
20122013 school yearEvaluators of administrators will also receive morgl@pth professional
development focusing on effective observations and high quality feedback. This training will be
provided in collaboration with the Center for School Change and wilhgeing thraighout the
2014-2015school yearEffective observations and high quality feedback will be two main areas

of focus.

Leadeship practiceisdescribed in the Common Core of Leading: Connecticut School Leadeship
Standards, adopted by the Connecticut State Board of Education in June of 2012,which usethe
national Interstate School Leades Licensure Consortium (ISLLC) standards astheir foundation
and define effective admiristrative practice through six performance expectations.

1. Vision, Mission and Goals: Educationleadersensure the succes and achievement of all
students by guiding the developrrent and implementation of a shared vision of learning, a
strong organizationd mission and highexpectations for student performance.

2. Teaching and L earning: Educationleadersersure the succes and achievement of all
students by monitoringand continuously improving teaching and lear ning.

3. Organizational Systemsand Safety: Education leadersersure the sucaess and achievement of
all students by managing organizational systensand resourcesfor a safe, high-performing learning
environmen.

4. Familiesand Stakeholders: Educationleadersensure the succes and achievement of all
students by calaborating with families and stakeholders to regpond to diverse comnunity
intereds and needs and to mobilize comnunity resources.

5. Ethicsand Integrity: Educationleadersensure the succes and achievement of all students by
being ethical and acting with integrity.

6. TheEducation System: Educationleadersensure the succes and achievement of all students
and advocate for their students, faculty and staff needs by influencing systemsof political, social,
econamic, legal, and altural contextsaffecting education.



All six of these performance expectations contribute to successful schools,but research showsthat
some have abiggerimpact than others. In particular, improving teaching and learning isat the core
of what effective educationa leadesdo. Assuch, Performance Expectation 2 (Teaching and

L earni ng) compriseshalf of the leadeship practice rating and the other five performance
expectations are equaly weighted.

Figurel: Leadeship Practicei 6 Performance Expecttions

Teaching

and
L earning
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These weightings should be consistent for all principals and central office administFators
assistanprincipds and other school-based 092certifi cate holders in non-teaching roles,the six
Performance Expectations are weighed equally, reflecting the need for emerging leadesto develop
the full setof skills and competenciesin order to assime greater responsibilitiesasthey move
forward in their careers. While we know that assistant principdsorolesand responsibilitiesvary
from school to schooal, creating arobug pipeline of effective principas depends on adequately
preparing assistant principds for the principaship.

In orderto arrive a these ratings,admiristrators are measured against the L eader Evaluation Rubric
(Appendix B which describesleadeship actions aaoss four performance levels for each of the six
performance exectations and ascciated elements.  Thefour performance levels are:

1 Proficient/Meeting the Standard The rubric is anchored at tiveeting the Standard
Level using the indicator language from the Connecticut School Leadership Standards
The specific indicator language is highlightedoid at the Meeting the Standadel/el.

1 Exemplary/Exceedingthe Standard TheExceedinghe Standardlevel focuses on
the concepts of developimgpacity for action and leaddrip beyond the individual
leader Collaboration and involvement from a wide rangf staff, studentand
stakeholders is prioritized as appriape in distinguishindexceedinghe Standard
performance from Meeting the Standaetformance

1 Developing Working Towards the Standard: The Working Towards the Standard
Level focuses on leaders with a general knowledge of leadership practices but most of
those practices do not necessarily lead to positive results

1 Performing Below Sandard: The Below Standard Level focuses on a limited
understanding of leadership ptiaes and general inaction on the part of the leader

Two key concepts, indicated by bullets,are ofteninduded asindicators. Each of the concepts
demonstratesa continuum of performance aaossthe row, from below standard to exceedinghe
standard

Examplesof Evidence (Appendix C) are provided for each element of the rubric. While these
Examplesof Evidence can be aguidefor evaluator training and disaussion, they are only examples
and should not be used asachecklist. We recommend that asevaluatorslearn and usethe rubric,
they review these Examplesof Evidence and generate addtional examplesfrom their own
experiencethat could aso be evidence of Meeting the Standargractice.

Thefull rubric can befound in Appendix B.



STRATEGIE SFOR USING THE LEADER EVALUATION RUBRIC:

Helping administr ators get better: Therubric isdesgned to be developmenta in
use. It contains adetailed continuum of performance for every indicator within the
Connecicut School Leadeship Standards in order to serveasaguideand resource for
school leade'sand evaluatorsto talk about practice, identify specific areasfor growth
and development, andhave languageto usein describing what improved practice
would be.

Making judgments about administrator practice: In some cases,evaluators may
find that a leaderdemonstrates one level of performance for one concept and a
different level of performancefor a second concept within arow. In those cases,the
evaluator will use judgment to decideon the level of performance for that particular
indicator.

Assigning ratingsfor each performance expectation: Administrators and
evaluatorswill not be required to complete this rubric at the Indicator level for any
self -assessment or evaluation process. Evaluatorsand adminstrators will review
performance and complete evaluation detail at the Performance Expectation level and
may discuss performance at the Element level, using the detailed Indicator rows as
supporting information asneeded. Aspart of the evaluation process, evaluators and
school leades should identify afew specific areas for ongdang support and growth.

Assessingthe practice of administrators other than principals: A rubric isnot
required for assistant principas or central office adminstrators. Districts may generate
ratingsfrom evidencecolleded directy from the Connecicut School Leadeaship
Standards. Or, the leaderevaluation rubric may be used in situations whereit is

appli cable to the role of the assistant principd or central office adminstrator.



Figure2: An excerpt from the LeaderEvaluation Rubric

Education leaders ersure the succes and achievement of all students by guiding the developnent and implementation of a shared
vision of learning, a strong organizationd misson, and highexpectations for student performance.

Element A: High Expectationsfor All
L eaders* ensurethat the creation of the vision, mission and goals establi sheshigh expectationsfor all students and staff** .

ThelLeaderé

Indicator

Performing Below
Standard

Working Toward the
Standard

Meeting the Standard

Exceeding the
Standard

1. Information &
analysis shape
vision, mission
and goals

increasingly usesdata
to setgodsfor
students.

shepesavision and
mission based on
limited data and
analysis.

usesvaried sources
of information and
analyzesdata about
current practices
and outcomesto
shepe avision,
mission andgoads.

datato inform the
development of and to
coll aboratively track
progress toward
achievingthe vision,
mission and godls.

2. Alignmentto
policies

doesnot alignthe
school & vision,
mission and godsto
district, state or
federa policies.

estaldishesschool
vision, mission and
godsthat are
partially aligned to
district priorities

alignsthe vision,
mission and gods
of the school to
district, state and
federa policies.

buildsthe capadty
of all staff to ensure
the vision, mission
andgodsare
aligned to district,
state and federa
policies.

*Leader: Connecicut School Leades who are employed under their immediate admingtrator 092certific ate (e.g., curriculum coordinator, principd, assistant principd,
department head and other supervisory postions.)
** Staff:  All educators and non-certifi ed staff

Rocky Hill SEED: System for Educator Evaluation and Development
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Arriving at a Leadership Practice Summative Rating

Summative ratings are based on the preponderance of evidencefor each performance expectation in
the Connecticut School Leadeaship Standards. Evaluatorscollect written evidenceabout and
observethe principd® leadeaship practice aaossthe six performance expectations described in the
rubric. Specific attention ispaid to leadeship performance areasidentifi ed as needing devel opment.

Thisisacaomplished through the following steps,undertaken by the adminstrator being evaluated
and by the evaluator completing the evaluation:

Theadminstrator and evauator meet for a God-Setting Conferenceto identify focus areasfor
development of the administrator® leadeship practice.

1.

Theadminstrator collects evidenceabout hisher practice and the evaluator collects evidence
about adminstrator practice with particular focuson the identifi ed focus areasfor devel opment.
Principal evaluators must conduct at least two school site obser vations for any principal
and should conduct at least four school site obser vations for principals who are new to
their district, school, the profession, or who havereceived ratings of working towards the
standardor below standard. Assistant principd evaluators shall conduct at lead four
observations of the practice of the assistant principd.

Theadminstrator and evaluator hold aMid-Y ear Formative Conference, with afocused
disaussion of progresstoward prdficiency in the focus areasidentifi ed as nealing devel opment.

Near the end of the school year, the adminstrator reviews all information and data collected
during the year and completesa summative self -assessment for review by the evaluator,
identifying areas of strength and continued growth aswell as progress on their focus aress.

The evaluator and the adminstrator meet to discussall evidence colleded to date. Following the
conference, the evaluator usesthe preponderance of evidence to assign asummative rating of
exceeding thstandard meeting the standayavorking towards the standardy performingbel ow
standard for each performance expecttion. Then the evaluaor assigns atotal practicerating
based on the criteriain the chart below and generates asummary report of the evaluation before
the end of the school year. (Supported by thefiSummative Rating Formo Appendix D.)

Rocky Hill SEED: System for Educator Evaluation and DevelopmentPaged7 4/2013



Principals and Central Office Administrators:

Exceedingthe Standard | Meeting the Standard Working Towards the | Performing Below
Standard Standard
Exemplary on Teaching | Atlead Proficienton | Atlead Developingon | Below Sandard on
and Learning Teaching and Learning | Teaching and Learning | Teaching and
Learning
Exemplary on at lead At lead Proficient At leag Developing
2 other performance on a leag 3 other on at leag 3 other or
expectations performance performance
expectations expectations Below Sandard
onatlead 3
No rating below No rating below other
Proficient on any Developingon performance
performance expectation | any performance expectations
expectation

Assistant Principals and Other SchoeBased Administrators.

Exceedingthe Standard| Meeting the Standarq¢ Working Towards the | Performing Below
Standard Standard

Exemplary on &t leas Atlead Proficient on | Atleag Developingon | Below Sandard on
half of measured at leagamgority of | a leag amgority of a lead half of
performance performance performance performance
expectations expectations expectations expectations
No rating below Proficient | No rating below
on any performance Developing on
expectation any

performance

expectation

Category #2 Stakeholder feedback (10%)

Feedback from stakeholdersi assessed by admiristration of a survey with measuresthat alignto the
Connecticut Leadeship Standards1 is10%of an admiristrator® summative rating.

Thereare amultitude of survey instruments that districts might select to generate feedback which
vary significantly in qudity and cost. Thestate may invest in the despgn and validation of asurvey
panoramanstrument to assess leadesdeffectiveness. In the meantime, weoffer this framework for
districts that are selecting or desgning appropriate survey instruments to provide principas with
meaningful feedback.

Rocky Hill SEED: System for Educator Evaluation and DevelopmentPaged8 4/2013



APPLICABLE SURVEY TY PES

Thereare several typesof surveysi some with broaderapplication for schoolsand districts i
that align generally with the areas of feadback that are relevant for adminstrator evaluation.
These indude:

1 Leadership practice surveys focusdirectly on feedback related to aleade®
performance and the impact on stakeholders. Leadeship Practice Surveys for principds
and other admiristrators are availalde andthere are also anumber of instruments that
are not specific to the education sector, but rather probe for information aligned with
broaderleadeship competenciesthat are also relevant to Connecticut admiristratorsd
practice. Typicaly, leadeship practice surveysfor usein principd evaluations collect
feedback from teachers and other staff members.

1 School practice surveys capture feedback related to the key strategies, actions and
eventsat aschool. They tend to focuson measuring awarenessand impact from
stakeholders, which can indudefaculty and staff, students, andparents.

1 School climatesurveys covermany of the same subjectsas school practice surveys but
are also designed to probe for perceptions from stakeholders on the school & prevailing
attitudes standards andconditions. They are typicaly admiristered to all staff aswell
asto students and their family members.

Rocky Hill will be administering a school climate survey to students in grades 3,6, and
9, all parents and all staff. The survey will be administered in April 2013 and re
administered in April 2014 so thegsults can be compared and analyzed for school
improvement purposes. Surveys will be available electronically through Survey
Monkey with links on district and school websites. Parents will be notified through
school newsletters.

Thesurvey(s)selected by adistrict for gathering feedback mug bevalid (that is,the instrument
measureswhat it isintended to meadure) and reliade (that is,the use of the instrument is consistent
among those using it and is consistent overtime). In order to minimizethe burden on schoolsand
stakeholders, the surveys chosenneed not beimplemented exclusively for purposesof
adminstrator evaluation, but may have broaderapplication as part of teacher evaluation systems,
school-or district-wide feadback and planning, or other purposes Adequate participation and
representation of school stakeholder population is important; there are several strategiesdistricts
may chooseto useto ensure success in this area,induding careful timing of the survey during the
year, incentivizing participation, and pursuing multiple mears of soliciting responses

Any survey selected mug alignto some or all of the Connecticut Leadeship Standards, so that
feedback is gpplicalde to measuring performance against those standards. In most cases,only a
subset of survey measureswill align explicitly to the Leadeship Standards, so we advise
adminstrators and their evaluatorsto select relevant portions of the survey@ results to incorporate
into the evaluation model.

Rocky Hill SEED: System for Educator Evaluation and DevelopmentPaged9 4/2013



For eachadministrative role, stakeholders providing feedback might include:

SCHOOL-BASED ADMINISTRATORS

Principals:

All family members

All teachers and staff members
All students

Assistant Principals and other school-based administrators
All or asubsetof family members

All or asubset of teachers and staff members

All or asubsetof students

CENTRAL OFFICE ADMINISTRATORS

Line Managers of Instructional Staff (e.g., Assistant/Regional Superi ntendents):
Principdsor principda supervisors

Other dired reports

Relevant family members

L eader ship for officesof curr iculum, assessment, special services and other
central academic functions:

Principds

Specific subsetsof teachers

Other specialists within the district

Relevant family members

L eader ship for officesof finance, human resour ces and legd/employeerelations
officesand other central shared servicesroles

Principds

Specific subsetsof teachers

Other specialists within the district

STAKEHOLDERS

For each adminstrative role, the stakeholders surveyed should bethosein the best postion to provide
meaningful feedback. For school-based admiristrators, stakeholders solicited for feedback mugt
include teachers and parents, but may include other stakeholders (e.g., other staff, community
members, studants, etc.). If surveyed populations include students, theycan provide valualde input
on school practicesand climatefor inclusion in evaluation of school-based adminstrative roles
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ARRIVING AT A STAKEH OLDER FEEDBACK SUMMA TIVE RATING

Ratingsshould reflect the degreeto which an adminstrator makesgrowth on feedback measures,
using data from the prior year or beginning of the year as abaselinefor setting a growth target
Exceptionsto this indude:

1 Administrators with high ratingsaready, in which case, the rating should reflect the degree
to which measuresremain high

1 Administrators new to the role, in which case, the rating should be based on areasonalde
target, using dstrict averagesor averagesof schoolsin simil ar situations

Thisisaceomplished in the following steps,undertaken by the administrator being evaluated and
reviewed by the evaluator:

1. Select appropriate survey measuresali gned to the Connecticut Leadeship Standards

2. Review baselinedata on selected measures which may require a fall administration of the
survey in year one

3. Setltargetfor growth on selected meadures(or performance on selected measureswhengrowth
isnot feasible to assess or performance isaready high)

4. Laterin the school year, adminster surveys to relevant stakeholders
5. Aggregate data and determine whether the admiristrator achieved the estallished target

6. Assign arating, using this scde:

Exceedingthe Standard | Meeting the StandardWorking Towards the Below Standard
Standard
Substantially exceeded Mettarget Madesubstantial Madelittle or no
target progress but did not progress against target
meet target

Estalishing what results in having fsubstantially exceededo the target or what constitutes
fisubstantial progressdisleft to the discretion of the evaluator and the admiristrator being evaluated
in the context of the target being set
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Category #3 Student lear ning (45%)

Student learning isassessed in equd weight by: (a) performance and progress on the academic

learning meaauresin the state® acmuntability systemfor schoolsand (b) performance and growth on
locally-determined measures Each of these measureswill have aweight of 22.5% and together they

will acoount for 45%of the adminstratorés evaluation. ** 108Rocky Hill used the CMT/CAPT for
20132014State testingo the State may be able to calculate a new SPI. Otherwise, previous SPI
targets will be used.

STATE MEASURES OF ACADEMIC LEARNING

Currently, the state® acountability systemindudesfour measuresof student academidearning:

1. School Performance Index SPl) progressi changesfrom year to year in student achievement
on Connecticuté standardized assessments

2. SPI progress for student subgroups i changes from year to year in student achievement for
subgroups on Connecticut® standardized assessments

3. SPIrating 1 absolute measure of student achievement on Connecticut® standardized
assessments*

4. SPIrating for student subgroupsi absolute measure of student achievement for subgroups on
Connecticut® standardized assessments*

Categories 3 and 4 are optional measures.

According to the Connecticut Core Requirements, Category #3 must include @2té/student
learning goaldasedn the School Performance Index (SPI) progress from year to year and SPI
progress for student subgroups. Rocky Hill has rated the overall SP1 70% and the SPI progress on
subgroups at 30%.
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Evaluation ratingsfor principas on these state test measuresare generated asfollows:

Step 1: SPI Ratings andProgressare applied to givethe administrator ascorebetween 1

and 4, using the tablebelow:

Target (4) Target (3) Target (2) Target (1)
SPI Progress >125%of 100-125%of 50-99%of <50%of
targetprogress | targetprogress | targetprogress | target
progress
Subgroup Meets Meets Meets Doesnot meet
SPI Progress performance performance performance performance
targetsfor all targetsfor 50% | targetsfor at targetfor any
subgroups that or moreof su- | lead one sub- subgroup that
have SPI <88 groupsthat group that has has SPI <88
have SPI <88 SPI <88
OR
all subgroups
have SPI > 88
OR
Theschool does
not have any
subgroups of
sufficient size
Rocky Hill SEED: System for Educator Evaluation and DevelopmentPagel03 4/2013




Step2: Scores are weighted to emphasize |1 mprovem
target of 88 and to emphasize subgroup progress and performance in schools
Exceedingthe target. While districts may weighthe four measuresacarding to locd
priorities for administrator evaluation, we recommend the following weights:

SPI >88 SPI between 88and 64 SPI <64
School Performance 70% 50% 50%
Index SPI) progress
from year to year
SPI progressfor student | 30% 50% 50%
subgroups

Step 3: Theweighted scoresin each category are summed, resulting in an overall state test rating
that isscored on the following scde:

Exceeding Meeting Working Towards | Performing Below
the Standard the Standard the Standard the Standard
>3.5 Between2.5and 3.5 Betweenl1l.5and 2.4 | Lessthan 1.5

All pratections related to the assignment of school acmuntability ratings €.9., the minimum
number of daysastudent mus beerrolled in order for that student® scoresto beinduded in an
acmuntability meaaure) shall gpply to the use of state test data for adminstrator evaluation.

For any school that does not have tested grades(such as a K-2 schoal), the entire 45% of an
adminstrator® rating on student learning indictors is based on the localy-determined indicators
described below.

LOCALLY -DETERMINED MEASURES

Administrators estaldish two student learning objectisg¢SLOs)on measuresthey select. In
selecting meaaures,certain parameterspply:
1 All measuresmug alignto Connecticut learning standards. In instanceswherethere are no
such standards that apply to asubject/grade evel, districts mug provide evidenceof
ali gnment to research-based learning standards.
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1 Atlead one of the measuresmug focuson student outcomesfrom subjectsand/or grades
not assessed on state-admiristered assessments.

1 For adminstrators in high school, one measure mus indudethe cohort graduation rate and
the extended graduation rate, asdefined in the State® approved appli cation for flexibility
under the Elementary and Secondary Education Act. All protections related to the
assignment of school acmuntability ratingsfor cohort graduation rate and extended

graduation rate shall apply to the use of graduation data for principd evaluation.

SLO 1

SLO 2

Elementary or Middle
School Principal

Non-tested subjectsor
grades

Broaddiscretion

High School Principal

Graduation

(meetsthe non-tested
gradesor subjects
requirement)

Broaddiscretion

Elementary or Middle
School AP

Non-tested subjectsor
grades

Broaddiscretion: Indicators may focuson
student results from a subset of teachers, grade
levels, or subjects,consistent with the job
responsibilitiesof the assistant principd being
evaluated.

High School AP

Graduation

(meetsthe non-tested
gradesor subjects
requirement)

Broaddiscretion: Indicators may focuson
student results from a subset of teachers, grade
levels, or subjects,consistent with the job
responsibilitiesof the assistant principd being
evaluated.

Central office
Admini str ator

(meetsthe non-tested gradesor subjectsrequirement)

Beyond these parameters, admiristrators have broad discretion in selecting indicators, induding,

but not limited to:

1 Student performance or growth on state-admirstered assessmentsand/or district-adopted
assessments not induded in the state acountability measures(e.g., commercial content
area assessments, Advanced Placanent examinations, International Baccalaureate

examinations).

1 Studentsdprogresstoward graduation in the school using strong predictive indicators,
induding but not limited to 9th and/or 10th gradecredit accumulation and/or the
percentage of students that pass 9th and/or 10th gradesubjects most commonly associated

with graduation.

1 Studentsdperformance or growth on school-or clasroom-devel oped assessmentsin subjects
and gradelevels for which there are not avail ale state assessments.
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Below are afew examplesof indicators, godsand SLOs:

Gradelevel Indicator of Goal SLO
Academic Growth
and Development
2ndGrade Students making at Among 2ndgrade's who stay MAP (NWEA)
lead one year® in my school from September
worth of growth in to May, 80%wil| make at leag
reading one year® growth in their
reading skilIs.
Middle School Student 78%of students will attain a 7th gradeCMT
Science understanding of the | leag the proficient or higher
scienceinquiry levelon the CMT section
process concerning scienceinquiry.
High School Credit accumulation | 95%of students complete 10th | Grades
gradewith __ credits.

Theprocessfor selecting measuresand creating SLOsshould strike a balancebetweenali gnment to
district student learning priorities and afocuson the most signifi cant school-level student learning
neeads. To doso, it iscriticd that the processunfold in this way (described for principds):

l

First, the district estadishesstudent learning priorities for a givenschool year based on
availalde data. These may beacontinuation for multi-yea improvemert strategesor anew
priority tha emergesfrom achievemen data.

Theprincipd usesavail ale data to craft an improvement plan for the school. Thisisdone
in coll aboration with other stakeholders and indudesa managealle setof clear student
learning targets

Theprincipd choosesstudent learning prioritiesfor her/his own evaluation that are (a)
aligned to dstrict priorities (unless the school isalready doing well against those priorities)
and(b) ali gned with the school improvement plan.

Theprincipd choosesmeasuresthat best assess the priorities and devel ops clear and
meaduralle SLOsfor the chosenassessments/indicators.

Theprincipd sharesthe SLOswith her/his evaluator, informing aconversation desgned to
ensure that:

8 The objectives are adequately ambitious

8 Thereisadequate data that can be collected to make afair judgment about whether
the adminstrator met the estadished objectives
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8§ The objectives are based on a review of student characterisgicsn@bility,

attendance, demographic and learning characteristiies)ant to the assessment of

the administrator against the objective

8 Theprofessional resourcesare gppropriate to supporting the adminstrator in

meeting the performance targets

8§ Wedescribethe broaderpurpose and structure of this conversation later.

1 The principal and evaluator collect interim data on the SLOs to inform geaid

conversation (which is an opportunity to assess progress and, as needed, adjust targets) and

summative data to inform summative ratings

Based on this process,adminstrators receive arating for this portion, asfollows:

Exceeding
the Standard

Meeting
the Standard

Working Towards
the Standard

Performing Below
the Standard

Met2 or more
objectivesand
substantially
excedaled at lead 2
targets

Met 2 objectives

Met 1 objectiveand
made substantial
progress ori other

Met O objectives
OR

Met 1 objective and
did not make
substantial progress o
the other one
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To arrive a an overall student learning rating, the ratingsfor the state assessment and the locally-
determined ratings inthe two categoriesare plotted on this matrix:

State Test Portion
Exceedingthe| Meets the Working Performing
Standard Standard Towards the | Belowthe
Standard Standard
L ocally- Exceeding | Exceedingheg Exceedinghe Meets the Gather further
determin ed the Standard Standard Standard information
Portion Standard
Meets the Exceedinghe Meets the Meets the Working
Standard Standard Standard Standard Towards the
Standard
Working Meeting the | Meeting the | Working Below
Towards the| Standard Standard Towards the | Standard
Standard Standard
Below Gather further Working Below Below
Standard information Towards the | Standard Standard
Standard

Category #4 Teacher Effediveness(5%)

Teacher effectivenessi asmeasured by an aggregation of teachersdstudent |earning objectives
(SLOs)i is5% of an adminstrator® evaluation.

Improving teacher efectivenessiscentral to aprincipa&role in driving improved student learning
outcomes That iswhy, in addtion to measuring the actions that principds taketo increaseteacher
effectivenessi from hiring and placement to ongoing professional development to feedback on
performance’ the principd evaluation model aso assessesthe outcomesof all of that work.

Aspart of Connecticut® teacher evaluation state model, teachers are assessed in part on their
acomplishment of SLOs Thisisthe basisfor assessing principdsd ontribution to teacher
effectiveness outcomes

In orderto maintain astrong focuson teachers setting anbitious SLOs for their evaluation, it is
imperative that principd evaluators disausswith the principds their strategiesin working with

teachersto setSLOs. Without attention to thisissue, there isa substantial risk of principas not
encouraging teachers to set ambitious SLOs.
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Exceedingthe
Standard

Meeting the Standarg

Working Towards the
Standard

Performing Below
the Standard

>80%of teachers are
rated meeting the
standard or Exceeding
the standardn the
student growth portion
of their evaluation

>60%o0f teachers are
rated meeting the
standardr Exceeding
the standardn the
student growth portion
of their evaluation

>40%of teachers are
rated meeting the
standard orExceeding
the standaran the
student growth portion
of their evaluation

<40%of teachers are
rated meeting the
standardor Exceeding
the standardon the
student growth portion
of their evaluation
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WHY NOT INCLUDE OTHE R OPTIONS
FOR MEASURING TEACHE R EFFECTIVENESS?

We explored several other options for measuring teacher effeciveness, but ran
into obstacles For example:

A One meaaure of aprincipa® influenceon teacher effecivenessisthe degree
to which he/she retains high performers. However, principas vary greatlyin
their authority overthe factors involvedin retaining high performers, raising
guestions of fairness.

A Another measure of a principa® influenceon teacher effeciveness iswhether
teachersboverall evaluation ratings improve. However, wewanted to avoid the
possibility of creating an incertivefor principadsto inflate teacher evaluation
ratings

Thestate wil | continue to explore measuresof teacher effectveness.

ADMINISTRATOR EVALUATIONPROCESS

This section describesthe process by which admiristrators and their evaluators collect evidence
about practice and results over the course of a year, culminating with afinal rating and
recommendations for continued improvement. We describe an annud cycle (seeFigure 3 on the
nextpagg for admiristrators and evaluators to follow and believe that this sequenceof eventslends
well to ameaningful and doale process. We also know that the process can easily devolve into a
checklist of complianceactivitiesthat do little to foster improvement and leave everyoneinvolved
frudrated. To avoid this, weencourage two things:

1. That evaluators prioritize the evaluation process, spending more and better time inschools
observing practice and giving feedback; and

2. That both admiristrators and evaluatorsfocuson the depth and qudity of the interactions
that occur in the process, not jus on completing the steps
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Overview of the Process

Each admiristrator participatesin the evaluation process asacycle of continuous improvement. The
cycle isthe centerpieceof state guidelinesdesgned to haveall educators play a more active, engaged
role in their professional growth and development. For every administrator, evaluation beginswith
god-setting for the school year, setting the stagefor implementation of agod-drivenplan. Thecycle
continueswith aMid-Y ear Formative Review, followed by continued implementation. Thelatter
part of the process offers adminstrators achanceto self -assess and reflect on progress to date, astep
that informs the summative evaluation. Evidencefrom the summative evaluation and self-
assessment becomeimportant sourcesof information for the adminstrator subsequent god setting,
asthe cycle continuesinto the subsequent year.

Suwerintendents can determine whenthe cycle starts. For example, many will want their principds
to start the self-assessment processin the spring so that Step2 in the cycle can begin at asummer or
early fall meeting. Others may want to concentrate the first stepsin the summer months.

Figure3: Thisisatypicd cycle:

SCHOOL YEAR: PLANIMPLEM ENTATION AND EVIDENCE COLL ECTION

AUGUST JANUARY APRIL

Prelimin ary

Orientation Goal-Setting Mid-Y ear summative
and context- and Plan Formative Self-assessmert | assessmert (to

Review befinalized in

setting Development
August)

Step 1: Orientation and Context-Setting: To begin the process, the admiristrator needs
five thingsto bein place:

1. Student learning data are available for review by the administrator and the state has assigned
the school a School Performance IngeRI)rating

2. Stakeholder survey data are available for review by the administrator
3. Thesuperintendent has communicated his/her student learning prioritiesfor the year.

4. Theadministrator has devel oped aschool improvement plan that indudesstudent learning
gods.

5. Theevauator has provided the admiristrator with this document in orderto orient her/him
to the evaluation process:
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Only #5isrequired by the approved guidelines,but the data from 1-4 are essential to arobug god-
setting process.

Step 2: Goal-Setting and Plan DevelopmentBefore aschool year starts, admiristrators
identify two student learning objectivesand onesurvey target, drawing on avail ade data, the
superintendenté priorities, their school improvement plan, andprior evaluation results (where
applicade). They also determine two areas of focusfor their practice.

Available Data
Superi ntendent® SLO 1
Priorities
SLO 2 FocusArea 1
School
I mprovement Plan FocusArea 2
Survey Target

Prior Evaluation
Results

—

Administrators should start with the outcomes they want to achlére includes settingwo student
learring objectivegsee page66 for details)and onetarget rel ated to stakeholder feadback (seepage
58for ddails).

Thenadminstrators identify the areas of focusfor their practice that will hdp them accanplish their
SLOs and survey targets,choosing from among the elements of the Connecticut School Leadeship
Standards. While administrators arerated on all six Performance Expectations,wedo not expect
adminstrators to focuson improving their practicein all areasin agivenyear. Rather, they should
identify two specific focusareas of growth to fadlitate professional conversation about their
leadeship practice with their evaluator. It islikely that a |leag one and perhaps both, of the practice
focusareaswill bein instructional leadeship, givenits central role in driving student achievement.
What iscriticd isthat the admiristrator can connect improvement in the practice focusareasto the
outcome gods and survey targets,creating a logica through-line from practice to outcomes
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Next,the adminstrator and the evaluator meet to disaussand agree on the selected outcome gods
and practicefocusareas. Thisisan opportunity to disaussthe admiristrator® choicesand to explore
guestions such as:

T

T

Arethere any assimptions about specific gods that need to be shared because of the locd
school context?

Arethere any elementsfor which Proficient performance will depend on factors beyond the
control of the principds? If so, how will those dependenciesbe acmunted for in the
evaluation process?

Wh a't are the sources of evidence to be

Theevauator and admiristrator also disaussthe gppropriate resourcesand professional development
needs to support the adminstrator in acawmplishing the gods. Together, these components i the
gods, the practice areas andthe resourcesand supports i comprise an individud & evaluation plan.
In the event of any disagreement, the evaluator has the authority and responsibility to finalize the
gods, supports andsourcesof evidenceto be used. Thefollowing completed form represents a
sampleevaluation plan.

This god-setting form isto be completed by the adminstrator. Thefocusareas,gods, activities,
outcomes andtime linewill be reviewed by the admiristratoré evaluator prior to the beginning
work on the gods. Theevaluator may suggest addtional gods as appropriate.
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SAMPLE EVALUATION PL AN

Administrator Name Evaluator & Name
School
Key Findi ng_sfrom Outcome L eadership Practice Strategies M oni;qri ng Ad_dit ional Timelin_e for
Student Achievemert Goals(2 Focus Ar eas (2) Activitiesand Skills, M easuring
and Stakeholder Survey | SLOsand 1 Evidenceof Success Knowledge Goad
Data Survey) and Support Outcomes
Needed
ELL Cohort Graduation | SLO 1: Increase | FocusAreal: Use Usecurrent data | ELL graduation rate | Sugport needed | 201213
Rateis 65%and the ELL cohort assessments, cita to provide increasesby 2% over | in reaching out | school year
extended graduation rate | graduation rate | systemsand reqular updates | last year ard the tothe ELL
is 70%. by 2% ard the acountability to families on extended graduation | student
extended strategiesto improve | student progress | rate increasesby population to
80% of students graduation rate achievement, and neadsfor 3%. increase
complete 10th grade by 3%. monitor and improvement. awareness of
with 12 credits evaluate progress, 90%of sudents the graduation
87%of 10thgradesare | Studets gapsand have accesto | creditswhen ard benefits.
prdficient in reading, as complet_e 10th communicate resource_sar’d entering the 11th _
evidenced by CAPT grac!ewnh 12 progress. (PE:2,E: | opportunities grace. Work with
SCOres. credits. C). that extend school
learning beyond scheduler to
75%of students report FocusArea2: the classroom 90% of students ensure students
that teachers present Survev 1: Improve indruction | walls. renort by surv areerrolled in
iq i i &~ for the diverse neals , ep y & credit earning
material inaway that is | Studentsare Provide staff the | response that :
: of all students; ard ovide stalt the coursesin 9th
easyfor themto taught in away . necessary teachers present
understand and learn that meetstheir | COllaboratively material in away ard 10th
. . monitor ard adjust | resourcesto use rades
from. diverselearning : ) dencebasal | they can understard | 9
needs. curriculum ard e ard learn from
ingruction (PE: 2,E | Strategiesand '
B). ingructional
practicesto meet
the diverse
learning needs

of their students.
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DO YOU HAVE A GOOD EVALUATION PLAN?

Here are some questions to consider inassessing whether an admiristratoré evaluation
planis likely to drive continuous improvement:

1. Arethegods clear and measurable, so that you will know whether you have
achievedthem?

2. Can you seeathrough-line from district prioritiesto the school improvement plan to
the evaluation plan?

3. Dothe practicefocusareas addess growth needs for the adminstrator? Isat leag
one of the focusareas addessing instructional leadeship?

Step 3: Plan Implementation and Evidence Collection: As the adminigator implements the plan,
hes he and the evaluator both col | octhe ewlvaiodthisnc e a
must include at leastvo andpreferably more, school site visitBeriodic, purposeful school visits offer
critical opportunities for evaluators to obsenellect evidencandanalyze the work of school leaders
At a minimum, fall, winteands pr i ng Vvi si t s wortsite Willgprovide invalimable | eader
insight into the school | eaderds performance a

Unlike visiting a classroom to observe a teacher, school visits to observe principal practice can vary
significantlyin length and setting (see bor the next pag®r some examplesWe recommend that
evaluators plan their visits carefully to maximize the opportunity to gather evidence relevant to an
admi ni str at or 6 sFurfher,xantral tactids pdess s pravidirgmeanisgful feedback
based on observed practicee the SEED data system for forms that evaluators may use in recording
observations and providing feeack Evaluators should provide timely feedback after each visit

Besidestheschbo vi sit requirement, we do.rRéther,werredy®rcr i be

the professional judgment of the administrator and evaluator to determine appropriate sources of
evidence and ways to collect evidence
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Building on the sample evaluation plan on page 75, this adminstrator® eval uator
may want to consult the following sourcesof evidenceto colled information about
the admiristrator in relation to their focusareas and gods:

= =4 4 A4 -4 -5 -5 -2 -1

Data Systems and Reports for Student Information

Artifactsof Data Analysis and Plarnsfor Response
Observations of Teacher Team Meetings

Observations of Administrative/Leadeship Team Meetings
Observations of Classrooms where the Administrator is present
Communications to Parents and Community

Conversations with Staff

Conversations with Students

Conversations with Families

Further, the evaluator may want to establish a schedule of school visits with the
admiristrator to oolled evidenceand observethe admiristrator® work. Thefirst
visit should take placenear the beginning of the school year to ground the
evaluator in the school context and the adminstrator® evaluation plan.
Subsequent visits might be planned at 2-to 3-month intervals.

A note on the frequency of school site observations. Stateguidelinescall for
admiristrator to indude:

il
1

2 observations for each administrator.

4 observations for assistant principas and for any adminstrator new to
their district, school, the profession, or who has receved ratings of
developing or below standard.

School visits should be frequent, purposeful andadequate for sugaining a
professional conversation about an admiristrator® practice.



Step 4: Mid-Year Formative Review: Midway through the school year (especially at a
point when nterim student assessment data are availade for review) is an ided time for a formal
check-in to review progress. In preparation for meeting:

1 Theadminstrator analyzesavailade student achievement data and conside's progress
toward outcome gods.

1 Theevauator reviews observation and feedback forms to identify key themesfor disaussion.

Theadminstrator and evauator hold aMid-Y ear Formative Conference, with explicit disaussion of
progresstoward student learning targets,aswell asany areas of performance related to standards of
performance and practice. Themeeting isalso an opportunity to surfaceany changesin the mntext
(e.g., alargeinflux of new students) that could impact aceomplishment of outcome gods; gods may
be changed at this point.

Step 5: SelfAssessment In the spring, the admiristrator takesan opportunity to assess their
practice on all 18 elements of the Connecticut Leadeship Standards. For each element, the
administrator determineswhether he/she:

1 Neeadsto grow and improve practice on this element;

1 Has some strengths on this element but need to continue to grow and improve;
1 Isconsistently effective on this element; or
1

Can empower others to be effective on this element.

Theadminstrator should also review their focusareas and determine if they consider
themselveson track or not.

In some evaluation systems, self -assessment occurs laterin the process after summative ratings but

before god setting for the subsequent year. We beli eve that induding the self -assessment jus prior
to the End-of-Y ear Summative Review posgtions this stepasan opportunity for the principd® self-
reflection to inform their rating for the year.

Theadministrator submits their self -assessment to their evaluator.

Step 6: Summative Review and Rating:The admiristrator and evauator meet in the late
spring to discussthe admiristrator® self -assessment and all evidence colleded over the courseof the
year. Whileaformal rating follows this meeting, we recommend that evaluators usethe meeting asan
opportunity to convey strengths, growth areas, andtheir probalderating. After the meeting, the
evaluator assigns arating, based on all availade esidence (see next secion for rating methodology).
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The evaluator completesthe summative evaluation report, sharesit with the principd, andadds it to
the principd® personnd file with any written comments attached that the principa requests to be
added within two weeks of recept of the report.

Summativeratings mug be completed for all admiristrators by June 300of agivenschool year.
Should state standardized test data not be avail ale at the time of afinal rating, arating mus be
completed based on evidencethat isavailade. Whenthe summative rating for an adminstrator may
be signifi cantly impacted by state standardized test data or teacher effectiveness ratings, the
evaluator mayrecdculatethe administrator® summative rating whenthe data isavail ade and submit
the adjusted rating no later than September 15. This adjustment should take placebeforethe start of
the newschool year sothat prior year results can inform god setting in the newschool year.

Initial ratingsare based on all avail able data and are madein the spring so that
they can be used for any employment decisionsasneeded. Since some
components may not be completed at this point, here are rulesof thumb to usein
arriving & arating:

A If stakehdder survey results are not yetavail able, then the observation of
practice rating should count for 50% of the preliminary rating.

A If the teacher effeciveness ratingsare not yetavail able, then the student
learning measuresshould count for 50% of the preliminary rating.

A If the state acmuntakility measuresare not yetavail able, then the student
learning objectivesshould count for the full assessment of studenit learning.

A If none of the summative student learning indicators can yetbe assessed, then
the evaluator should examine the most recent interim assessment data to
assess progress and arrive at an assessment of the administrator&
performance on this cmponent.

SUMMATIVE ADMINISTRATOR EVALUA TION RATING
Each admiristrator shall annualy receve asummative rating in one of four levels:
1. Exceedingthe Standard: Substantially exceeding indicators of performance
2. Meeting the Standard Meeting indicators of performance

3. Working Towards the Standard: Meeting some indicators of performance but not others

4. Performing Below the Sandard: Not meeting indicators of performance
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Meets the Standardepresents fully satisfactory performance. It isthe rigorous standard expected
for most experienced administrators. Specifically, Meeting the Standarddminstrators can be
characterized as.

Meeting expectations as an instructional leader

Meeting expectationsin at lead 3 other areas of practice

1

1

1 Meeting and making progress on 1 target related to stakeholder feedback

1 Meeting state acountability growth targetson tests of core academicsubjects
1

Meeting and making progress on 2 student learning objectivesaligned to school and district
priorities

1 Having more than 60% of teachers praficient on the student growth portion of their
evaluation

Sypporting admiristrators to reach proficiency isat the very heart of this evaluation model.

Exceedghe Standardatings are reserved for performance that signifi cantly exceeds praficiency
and could serve as a model for leades district-wide or even statewide. Few adminstrators are
expected to demonstrate Exceedsthe Standardgerformance on more than a small number of
practice elements.

A rating of Working Towards the Standandears that performance is meeting the standarch
some components but not others.  Improvement isnecessary and expected andtwo consecutive
yearsat the Working Towards the Standalevel is,for an experienced adminstrator, a causefor
concern. On the other hand, for principdsin their first year, performancerated Working Towards
the Standardsexpected. If, by the end of threeyears, performance isstill Working Towards the
Standardthere is causefor concern.

A rating of Performing Bl ow standard indicatesperformance that isbelow meeting thestandardn
all components or unacceptably low on one or more components.

DETERMINING SUMMATIVE RATINGS

Theprocess for determining summative evaluation ratings has three categoriesof steps (a)
determining a practicerating, (b) deermining an outcomesrating and(c) combining the two into
an overall rating.

A. PRACTICE: L eadership Practice (40%) + Stakeholder Feadback (10%) = 50%

Thepractice rating derivesfrom an admiristrator® performance on the six performance expectations
of the leaderevaluation rubric and the three stakeholder feadback targets Asshown in the
Summative Rating Form in Appendix B, evaluatorsrecord arating for the performance expectations
that generatesan overall rating for leadeship practice. Thisforms the basisof the overall practice
rating, but the rating isadjusied upward or downward one level in the event that the stakeholder

feedback iseither Exceedinghe Standardr Below Standard, respectively.
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B. OUTCOMES: Student L earning (45%) + Teacher Effectiveness(5%) =50%

Theoutcomesrating derivesfrom the two student learning measuresi state test results and student
learning objectivesi and teacher efectiveness outcomes Asshown in the Summative Rating Form
in Appendix B, state reports provide an assessment rating and evaluators record arating for the
student learning objectivesagreed to in the beginning of the year. These two combine to form the
basisof the overall outcomes &ting, but the rating isadjusted upward or downward one level in the
event that the teacher efectivenessiseither Exceedinghe standardr below standard, respectively.

C. OVERALL : Practice (50%) + Outcomes(50%) = 100%

Theoverall rating combinesthe practice and outcomesratings using the matrix below. If the two
categoriesare highly discrepant (e.g., arating of 4 for practice and arating of 1 for outcomes),then
the superintendent should examine the data and gather addtional information in orderto make a
final rating.

Summative

. , Practice Related Indicators Rating
Rating Matrix

Below

Working Standard
Towards the
Standard

Exceeding
the Standard

Exceeding Meeting the Gather
the Standard Standard further
information

Meeting the  Meeting the  Meeting the Gather
Standard Standard Standard further
information

Rating

Working Meeting the
Towards the Standard
Standard

Outcomes Related Indicators

Gather
further
information

Below
Standard
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SUPPORT AND DEVELOPMENT

As a standal one, evaluation cannot hope to im
paired with effective, relevant and timely support, the evaluation process has the potential to help
move administrators along the path to exemplary practice.

Evaluation-Based Professional Learning
In any sector, people learn and grow by honestigssessing current performance, setting clear
goals for future performance, and outlining the supports they need to close the gap. Throughout
Rocky Hil |l 6s ergdfmibistratos wilebe identdying his/her professional learning
needs in mutual agreement between the administrator and his/her evaluator which will serve as the
foundati on for ongoing conversations about th
teater/student learning outcomes. The professional learning opportunities identified for each
administrator should be based on the individual strengths and needs that are identified through the
evaluation process. The process may also reveal areas of caraetbamong administrators,
which can then be targeted with schaatle professional development opportunities. These
learning opportunities shall be closely linked to the specific outcomes of the evaluation process as it
relates to student learning resulbbservation of professional practice or the results of stakeholder
feedback with useful and timely feedback and improvement opportunities.

Improvement and Remediation Plans
I f an admini str at o debetopimoebelbvostandarditsignals tise needfore d a's
the administrator to create an individual administrator improvement and remediation plan. The
improvement and remediation plan should be developed in consultation with the administrator and
his/her exclusive bargaining representatilraprovement and remediation plans must:

1 identify resources, support and other strategies to be provided to address documented
deficiencies;

1 indicate a timeline for implementing such resources, support and other strategies, in the
course of the same satig/ear as the plan is issued; and

1 include indicators of success including a summative ratimgadfcient or meeting the
standardor better at the conclusion of the improvement and remediation plan.

Intensive assistance may be initiated at the distratf the superintendent at any point in the
Administrator Evaluation Plamo assist an administrator who is in need of additional support and
supervision dugo unsatisfactory performance. An action pkett be prepared by the administrator
and approvedby the superintendent and will include the following:

Identification of the area(s) of concern or performance deficiency
Current and expected performance

Recommendations for improvement

Schedule for review for improved performance

Resources needed by théministrator

arwnE
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At the end of the timgeriod, the administrator will provide the superintendent with a summary of
the improvement plan including:

1. Arecord of the assistance received

2. A record of formal conferences and other documentation that were usaddaace to
monitor performance

3. Evidence indicating if the concern or deficiency has been addressed, partially addressed and
the plan will continue, if the initial plan was addressed and a new plan is needed, or little or
no improvement was noted

4. Based orthe evidence submitted, the superintendent will recommend optiotisefduture
including a continuation of intensive assistgnegurn to regular evaluation schedue
other administrative solutions up to and including a recondiet@m to terminate
enmployment

A copy of the summary will be given to the administrator and the supervisor. The original will be

kept in the administratorés personnel file
bargaining unit representation at all conferanéée/she desires and requests such representation.
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Career Development and Growth
Rewarding exemplary performance identified through the evaluation process with opportunities for
career development and professional growth is a critical step in béadinguwonfidence in the
evaluation system itself and in building the capacity of all administrators.

Examples of such opportunities include, but are not limited to: observation of peers; mentoring
early-career administrators; participating in developnwdrggdministrator improvement and
remediation plans for peers whose performandev&lopingor below standardleading

Professional Learning Communities for other administrators; differentiated career pathways; and
focused professional development bagedyoals for continuous growth and development.

Definition of Effectiveness and Ineffectiveness
In determining whether an administrator is effective or ineffective, evaluators shall look for
patterns.

A novice Rocky Hill administrator wilbe deemed &ctive if he or sheeceives at least two
sequentiameeting the standangtings, one of which musebearned in the fourth year of the

novice administrat@r s  ¢. éAmat meeting the standardting shall only be permitted in the first
yearof the novwce administrata¥ s car eer , as s umi wakingtowardstieer n o f
standardin year two and two sequentialeeting the standantings in years three and four

Please notehe superintendent may not be able to offeortract to arffective administratoif

there is a reduction in force that year.

A posttenure administratahall generally be deemed ineffee&ti said administitar receives at
least two sequentiaborking towards the standardatings or onéot meeting thetardard rating at
any time

Dispute-Resolution Process
A panel, composkof the superintendent, administratmion president and a neutral third person,
shall resolve disputeshere the evaluator and administratannot agree on objectives/goals, the
evaluation period, feedback on performance and practice, or final summative ragsglutions
must be topiespecific and timely Should the process established not result in resolution of a given
issue, the determination regarding that issue will be mpdedbsuperintendent
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Appendix A: Connedicut Principal Evaluation Working Group Members

CONNECTICUT PRINCIPAL EVALUATION
WORKING GROUP MEMBERS

Pam Aubin
Erin Benham
David Bosso
Jeffrey Cryan
Kevin Egan
Robert Girard
SueHomrok-Lemke
Gary Maynard
Patrice McCarthy
Teri Meriotis
Karissa Niehoff
Nancy Pugliese
Robert Rader
Michde Ridolfi OdNeill
Diane Ullman
Robert Vill anova
RosieVojtek

ElaineWhitney
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Appendix B: Connedicut Administrator Evaluation/Sample Summative Rating
Form

This summary rating form isto be completed by the evaluator after the final conference with the
adminigtrator. The evaluator will use the preponderance of evidence to assgn a rating for each
Performance Expectation. The evaluator will also determine progressagaingt the three student
lear ning outcomes and the three stakeholder feedback targets and assgn ratings for each. ALL
OTHERELEMENTSARE CA.CULATED BASED ON THESE RATINGSAND OTHER
RELEVANT DATA.
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Administrator Name

Evaluator G Name

School

PRACTICE RATING

Performance Expectations
andElemens

Exceedinghe
Standard4)

Meeting the
Standard3)

Working Towards
the Standar¢?)

PerformingBelow
Standard (1)

PerformanceExpectation 1:
Vision, Mission and Gods

PerformanceExpectation 2:
Teaching andLearning

PerformanceExpectation 3:
Organizational Systemsand
Safety

PerformanceExpectation 4:
Familiesand Stakeholders

Performance Expectation 5:
Ethicsand Integrity

Performance Expectation 6:
L eadershp Practice Rating
(Decision Rule 1)

Stakeholder Feaedback

Substanially
Exceeaded

Met

Made Substanial
Progress

Did Not Make
Substantal Progress

Target 1

Exceedinghe
Standard4)

Meeting the
Standard3)

Working Towards
the Standar¢R)

Below Standard (1)

Stakeholder Feaedback Rating
(Decision Rule 2)

USE DECISION RULE 3TOCOMPL

ETE THE OVERALL PRACTICE RATING BELOW

Exceedinghe
Standard4)

Meeting the
Standard?3)

Working Toward;
The Standar@®)

Below Stardard (1)

OVERALL PRACTICE
RATING
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OUTCOME RATING

State Assesment | >3.5 2.5- 3.5 1.5124 <15
Results
Score
Exceedingthe Meeting the Working Below Standard (1)
Standard (4) Standard (3) Towards the
Standard (2)
State Assesment
Rating (Decision
Rule4)
Studert Learning | Substantially Met Made Substantial | Did Not Make
Objectives Exceeded Progress Substantial Progress
SLO 1
SLO 2
SLO 3(Optional)
Exceedinghe Meeting the Working Towards | Below Standard (1)
Standard4) Standard3) The Standard?)
Student Learning
Objectives Rating
(Decision Rule 5)
Exceedinghe Meeting the Working Towards | Below Standard (1)
Standard4) Standard?3) The Standard (2)
(2)
Overall Student
Learning (Decision
Rule 6)
Teacher Exceedingthe Meeting the Working Towards | Below Standard (1)
Effectiveness Standard4) Standard3) The Standar¢?)
Rating (Decision
Rule 7)
Rating

USE DECISION RULE 8 TO COMPLETE THE OVER ALL OUTCOMES RATING BELOW

Exceedingthe Meeting the Working Towards | Below Standard (1)
Standard4) Standard3) The Standard?2)

OVERALL

OUTCOMES

RATING
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DECISION RULES

Leadership Practice Rating

See decision rule 1

Stakeholder Feedback Rating

See decision rule 2

Overall PRACTICE Rating

See decision rule 3

State AssessmeRating

See decision rule 4

Student Learning Objectives Rating

See decision rule 5

Overall STUDENT LEARNINGRating

See decision rule 6

Teacher Effectiveness Rating

See decision rule 7

Overall OUTCOMES Rating

See decision rule 8

DECISION RULE 1: LEADERSHIP PRACTICE

Exceeding the Standard(4)

Meeting the Standard(3)

Working Towards
the Standard(2)

Below Standard(1)

Exemplary onTeathingand
leaning

Exemplaryon at least 2 other
peformanceexpectations

Norating below Pioficient on
any peformanceexpectation

At leastProficient on Teaching
and learning

At leastProficient on at least3
other performance
expecttions

Norating belowDevelopingon
anyperformance expecétion

At leastDevelquing
on Teahingand
Learnng

At leastDeveloping
at leat 3 ather
performance
expectations

BelowSandad on
Teaching and leaming

or

BelowSandad on at
least 3other
performance
expectations

DECISION RULE 2: STAKEHOLDER FEEDBACK

Exceedingthe
Standard (4)

Meeting the Standard3)

Working Towards the
Standard (2)

Below Standard (1)

Substantial exceeding
target

Met target

Made subgantial
progress$ut did not

Madelittle or noprogress
againg target

meet taraet

DECISION RULE 3: OVERALL PRACTICE RATING

If the Stakeholder Feedback Rating is

Then the Overall Practice Rating is:

Exceedingthe Standar4)

Leadership Practice rating plus 1

Towards the Standaf@)

Meeting the Standard (3) or Working

Leadership Practice rating

Below Standard (1)

LeadershigPractice rating minus 1

DECISION RULE 4: STATE ASSESSMENTS

State Assessment results (Score derived from SPI rating and Progress for All Students and Subgrod

Exceedingthe Standary
(4)

Meeting the Standa(8)

Working Towards the
Standar(?)

Below Standard (1)

Greater than .3

Between 5 and 35

Between 15 and 24

Less than b
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DECISION RULE 5: STUDENT LEARNING OBJECTIVES (SLOs)

Exceedingthe

Meeting the Standard

Working Towards the

Performing Below Standard

eceededt least 1
SLOs

1

Standard(4) 3) Standard (2) D
Met the 2 $0s Met2SLOs Met 1 S Oand made | Met 0 SLOsor metl SLO
and substatially subgantia progresson | and did not make substanti

progress on the other one
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DECISION RULE 6: OVERALL STUDENT LEARNING

STATE ASSESSMENT PORTION
Exceeding the| Meeting the Working Below Standard (1)
Standard (4) | Standard(3) | Towards the
Standard (2)
L ocally- Exceeding the | Exceedinghe | Exceedinghe | Meeting the | Gather further
Determined  |Standard (4) Standard4) Standar#) Standard3) information
Portion Meeting the Exceedinghe | Meeting the Meeting the | Developing (2)
Standard (3) | Standard4) Standard3) Standar@3)
Working Meeting the Meeting the Working Below Stardard (1)
Towards the | Standard?3) Standard3) Towards the
Standard (2) Standard?)
Below Gather further | Working the | Below Below Stardard (1)
Standard (1) | information Standard?2) Stardard (1)
DECISIONRULE 7. TEACHER EFFECTIV ENESS
Exceeding the Meeting the Standard |Working Towards the | Below Standard (1)
Standard (4) (3) Standard (2)
81-100%of teachersare | 61-80%of teachersare | 41-60%of teachersare | 0-40%of teachers are rated

rated meeting the
standardor Exceeding
the standardn the
student growth portion
of their evaluation

rated meeting the
standardor Exceeding
the standardn the
student growth portion
of their evaluation

rated meeting the
standardor Exceeding
the standardn the
student growth portion
of their evaluation

meeting the standarat
Exceedinghe standaran
the student growth portion of
their evaluation

DECISION RULE 8 OVERALL OUTCOMESR

ATING

If the Teacher Effectivenessratingis:

Then the overall Outcomesratingis:

Exceedingthe Standard4)

Student Learning rating plus 1

Meetingthe Standar@) or (2)

Student Learning rating

Below Stardard (1)

Student Learning rating minus 1

Overall Summative
Rating Overall Practice Rating
4 3 2 1
4 Rate Exceeding | Rate Exceedinge | RateMeetingthe | Gather further
the Standard the Standard Standard information
3 Rate Exceeding | Rate Meeting the | RateMeeting The | Gather further
the Standard Standard Standard information
. Rate Working Rate Working
2 giigﬂaﬁztlng the Towards the Towards the Rate Below Stardard
Standard Standard
Gather further Rate Below Rate Below
1 information Stardard Stardard Rate Below Standard
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Appendix C: Survey Seledion for Stakeholder Feedback

Feadback from stakeholdersT assessed by admiristration of asurvey with measuresthat alignto the
Connecticut Leadeship Standards 1 is10%of an admiristrator® summative rating. Districts should
select from existing survey instruments or desgn their own tool to meetthe requirements of this
portion of the model. For more information on incorporating stakeholder feedback into the
evaluation model, induding defiritions of these survey types,see pages58-63.

SURVEY TYPESAND EXAMPLESOFEXISTING TOOLS:

Districts are freeto choose an existing survey instrument, incorporate relevant data from asurvey
already being admiristered for other purposes,or desgn their own tool. (For more information on
selection, see pages59-60.) Thelist belowisnot intended to be exhaudive, but rather to provide a
select number of sample instruments that districts can review.

91 Leadeship practice surveys focusdirectly on fealback related to aleade® performance and the
impact on stakeholders.

Examplesavailablein thefield:
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8§ Comprehensive Assessment of L eadership for L earning (CALL) Survey
Survey admiristered to principds and teachers andother staff members, requiring
between45-60 minutesto complete. Thisisan Open Sourcetool, although
participation in avalidation a study is required of all users. A sample survey avail able
on the webste (www.callsurvey.org) andreview of this sample showsalignment with a
number of the Connecticut Leadeship competencies

§ Gallup Q12Instrument
Thisisal2-itemsurvey admiristered to teachers and used to measure actionalde
issuesfor management related to employeeengagement i which isameasure of
leadeship strength. This instrument wasnot desgned specifi cally for the education
sector but has beenapplied to principd performance reviews and its domains align to
the Connecticut Leadeship Standards. Gallup, Inc. administers the tool, which isnot
an Open Sourceresource. For more information, visitthe Gallup webdte at:
http://www.gallup.com/consulting/52/empl oyee-en-gagement. aspx.

§ ValED Survey
TheValED surveyisa360 degreénstrument intended to measure perceptions of
principa performancein six fiCore Componentso (outcomesof effective leadeaship)
and six iKey Processesd or,(leadeship actions), which are aligned to Connecticut
Leadeship Standards. Input is ollected from principas and from teachers andthe
survey takesabout 20-25minutesto complete. It isadmiristered by Discovery
Education, it isnot Open Source. More information can be found at:
http://www.discover yeducati on.com/administrator s/assessnent/val -ed.



http://www.callsurvey.org/
http://www.gallup.com/consulting/52/employee-en-gagement.aspx
http://www.discoveryeducation.com/administrators/assessment/val-ed.

1 School practice surveys capture feedback related to the key strategies, actions andeventsat a
school. And terd to focuson measiring avarenesand impad from stakehdders, which can
include faculty and staff, studerts, and parerts. Schod climate surveys cover mary of the same
subjedsas schod practice surveys but are asodesgned to probe for perceptions from
stakehadders on the school sprevailing attitudes standards and conditions. They are typically
admnistered to all staff aswell asto studerts ard their family members.

Examplesavailablein thefield:

8

NEA School Climate Surveys

Avail able for usein districts affiliated with the NEA/CEA, these surveys are
despned to capture input from teachers, students andfamily members on school
climateand satisfadion. They takeless than 15minutesto complete and items are
ali gned with the Connecticut Leadeship Standards.

The 5 Essentials School EffectivenessSurvey

This tool wasdevel oped by the University of Chicago Consortium on School
Research, addessessupports required for increased learning within four dimensions,
one of whichis leadeship and all of which are aligned to Connecticut Leadeship
Standards. Thissurveyis admiristered to teachers and students and requiresless
than 30 minutesto implement. It is not an Open Sourceresource and more
information about the tool and pricing isavail alde at:

www.uchi cagoimpact.org/Sessentials.

Teaching Empowering Leading and Learning (TELL) Survey

Thistool iscusbmizalle, with itemsthat can be selected from an itembank aong
eightconstructs, several of which alignto the Leadeaship Standards. TELL also
addessesschool leadeship asone of its constructs. This instrument, devel oped by
the New Teacher Center, is not Open Source andmore information about the tool
itself and pricing isavail abde on their webste:

www.newteacher center.org/tlcsur vey/index php.

Tripod

Student, teacher andfamily surveys incorporated in the Tripod tool capture feadback
on teacher practice and student engagement, with appli cation to collecting feedback
on the school climatethe principd takesthe leadin building. In this case, however,
alignment to the state L eadeship Standards is more tenuous because of the focuson
teachers and students. The Tripod tool isadmiristered by Cambridge education and
isnot Open Source;more information can be found on their webste at:
www.tripodproject.org.

Additional information about both leadeship practice surveys (which are categorized as 360-degree
surveys) and school climate surveys can be found in the Guideto Evaluation Products tool built by
the National Comprehensive Center for Teacher Qudity and avail alde on their webgte at
http://resource.tgsource.org/gep!.
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Examples Survey QuestionsAligned to Connecticut L eader ship Standards

Below are examplesof stakeholder feedback survey questions that align to the six performance
expectations captured in the Connecticut Leadeship Standards. Incorporating feedback about
leadeship and school practicesali gned to these standards isacriticd desgn component of this
portion of the admiristrator evaluation model. These questions are not intended to be applied asa
survey themselves,but rather are induded to provide examplesof the typesof questions applicale
surveys may ak. Questions areinduded for each of the three survey typesandsimilar questions
may be aked aaossall survey types;many school practice surveys or school climate surveys
addess leadeship, for example, andschool leadeship surveys may ak questions that are not
specifically about the principd. All examplesbelow are framed to capture from the respondent the
extent to which they agree or disagreewith a specific statement (Likert scde rating).

1 vision, Missionand Goals Education leaders ensure the success and achievement of all studer
guiding thedevelopment and implementation of a shasistbn of learning, a strong organizational
missionandhigh expectations for student performance

L eadership Practice Surveys School Practice Surveys: School Clim ate Surveys:
For all stakehdders: fiSchool For all stakehdders: il am For all stakehdders:
leadeship hasmade hgh aware of the expecttions fiStudents are challenged to
expecttionsfor student learning for student performance at meet high expecttions at the
explicit at the school.0 the school.0 school.0

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

L eadership Practice Surveys: School Practice Surveys: School Climate Surveys:
For teachers: fiThe principd a my For parents: i M child can For teachers: iCollaboration
school has ataldished aformal, getextrahdp at the school if ard feedback are valued at
school wide processto create plans she nealsitd the school.0

for ingructiona improvement.0
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environment

3 Organizational Systems and Safety Education leaders ensure the success and achievement of
students by managing organizational systems and resofmcasafe, higkperforming learning

L eadership Practice Surveys:

For all stakehdders: fiSchool
leadeship takes oncrete ard
consistent action acording to
estalli shed procedureswhen safety
is threatened at school.0

School Practice Surveys:

For all stakehdders:
fiClassesat the school are
small enough.0

For all stakehdders: fiThe
school hasenough books ard
supplieso

School Climate Surveys:

For all stakehdders: fiThis
school providesa safe
environment for teaching and
learning.0

For all stakehdders: fiThis
school providesa welcoming
environment.0

mobilize community resources

4 Families and Stakeholders Education leaders ensure the success and achievement of all stude
collaborating with families ath stakeholders to respomnd diverse community interests and needs al

L eadership Practice Surveys:

For teachers: iWhen astudent is
struggling academially, teachers
typically involve the student, their
family andother school staff in
developing a plan to prevent failured

School Practice Surveys:

For family members: fil am
aware of the school priorities
and how they are put into
practiced

School Climate Surveys:

For family members: il am
treated with resped and dignit y

ethical and acting with integrity

5 Ethics and Integrity: Education leaders ensure the success and

achievement of all studeeitsgby

L eadership Practice Surveys:
For staff members: fiSchool
leadeshipds actions and statements
are clearly aligned.

School Practice Surveys:
For teachers: iConsequences
for ethical lapsesare clearly
known and understood at my
school .0

School Clim ate Surveys:

For teachers: firl generd,
actions that are rewarded at my
school refled the stated values
of the school regardless of
postion or authority.0

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

L eadership Practice Surveys:
For staff members: i M neadsare
advocated for outsideof the walls
of the school.0

School Practice Surveys:

For staff members: fiThere are
formal systemsin placefor me
to raise broad concerns
affectng the school
community.0

School Climate Surveys:

For family members: fiThe
school demondratesan
awareness of the valuesard
circumgarcesof families like
mineo
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