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Dear West Hartford Educators,

The West Hartford Public Schools has a longstanding tradition of excellence, and the value that our
community places on educating our children is much appreciated. We have a history of working together, as
teachers and administrators, to enhance the education of our students. This document is the result of a
collaboration between our professionals, from across all spectra of teaching and leadership, in the form of our
Professional Learning and Evaluation Committee (PLEC) and is based on the CT Guidelines for Educator and Leader
Evaluation and Support 2023. The dedication of these professionals, and this unique partnership, has resulted in a
process that will, ultimately, improve teaching and strengthen student learning. This is our West Hartford plan,
created by our own professionals, and | believe that it will bring great resuits.

The key element in all successful evaluation instruments is the reflective process that leads to discussions
centered on how we are teaching, how we are providing services, and the degree to which our students are meeting
success. This plan prioritizes professional growth that emanates from reflection, discussion, and focused
professional learning. It is imperative that we are honest with each other in our efforts to improve our performance.
Teaching is incredibly nuanced and difficult work, and the more that we make our practices visible through sharing
by learning from each other, the better off our students will be. Our children deserve the very best, and our
community demands it.

This document reflects a profound respect for the profession and a deep commitment to serving the children and
families of West Hartford. In embracing this plan, West Hartford Public Schools continues its long tradition of
excellence by providing children with an optimal teaching and learning experience.

Thank you for your commitment to our profession, and our children.

Sincerely,

Paul Vicinus
Superintendent of Schools
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INTRODUCTION

Vision and Purpose of Teacher Evaluation

The West Hartford Public Schools is committed to improving student learning and staff
effectiveness through the ongoing development of West Hartford’s professional staff. Research
has proven that no single school-based factor contributes more to students success than high-
quality teachers. To ensure that all students have high-quality teachers, West Hartford utilizes an
evaluation and support structure that builds human capacity and challenges all educators to
aspire to achieve excellence in their practice in order to provide an outstanding education for our
students.

Based on the CT Guidelines 2023, adopted by the State Board of Education on June 14, 2023, and
the collaborative work of the Educator Evaluation and Support (EES) Council 2022, the West
Hartford Educator Evaluation and Support Plan satisfies Connecticut Guidelines for Educator
Evaluation.

Central to the plan is the Professional Growth Cycle (PGC), a cyclical process that emphasizes
ongoing development and enhancement of teaching practices. This cycle ensures that educators
engage in continuous reflection, learning, and improvement to better serve their students. The
primary goal of the plan is to strengthen individual and collective practices to increase student
learning, ensuring all students realize the promise of West Hartford’s educational program.

Guiding Principles

The West Hartford Educator Evaluation and Development Program is a holistic and
comprehensive process based on the following guiding principles:

Vision for Best Instructional Practice — West Hartford’s frameworks for instructional practice and
service delivery are grounded in a student-centered approach that supports and develops
independence and student responsibility for learning.

Continuous Improvement - West Hartford’s Model of Continuous Improvement is a concrete
representation of our district's vision and strategy for improvement. The West Hartford Teacher
Evaluation and Support Plan featuring a Professional Growth Cycle (PGC) promotes continuous
improvement in its design and implementation. The work of improvement is an ongoing and
continuous process over the course of a teacher’s career.

Growth Over Time — West Hartford’s focus on continuous improvement through the Professional
Growth Cycle is a key driver in the teacher evaluation process. The evaluation of a teacher’s
performance with regard to their commitment to the process of refining professional practice and
its impact on student learning should reflect improvement from an established starting point.
Attaining high levels of performance and maintaining high results are critical aspects of a teacher’s
work; therefore, a rigorous and aspirational goal-setting process in this model encourages a cycle
of continuous improvement over time.

Multiple Sources of Evidence - West Hartford’s mode! considers multiple sources of evidence,
which may include, but are not limited to, observations of practice, outcomes of student learning
aligned to identified goals, application of professional learning concepts, personal reflection,
stakeholder feedback, and other artifacts of teaching and learning.



¢ Professional Judgment and Consistency - Assessing an educator’s professional practice requires
evaluators to constantly use their professional judgment while examining multiple sources of
evidence. No rubric or formula, however detailed, can capture all of the nuances of how teachers
and leaders interact with one another and with students. Synthesizing multiple sources of
information into a single-point performance rating is inherently complex. Accordingly, the model
aims to promote consistency between evaluations of practice and support fairness within and
across schools.

¢ Dialogue and Reflection - The West Hartford Teacher Evaluation and Support Plan is designed to
show the equal importance of improved student outcomes and the professional conversation
between a teacher and their evaluator toward that end. The dialogue and reflection required in
this model occur throughout the Professional Growth Cycle. They are reflected in the structure of
the plan’s documents that provide a running record of these interactions.

* Professional Learning, Coaching and Feedback--All teachers, novice and veteran educators alike,
deserve detailed, constructive feedback and professional learning tailored to the individual needs
of their classrooms and students. The West Hartford Teacher Evaluation and Support Plan
recognizes student learning is a shared responsibility among teachers, administrators, and district
leaders. it expects teachers and administrators to develop goals and objectives in a way that
supports overall school improvement.




TEACHER EVALUATION AND
SUPPORT PLAN OVERVIEW

West Hartford’s Teacher Evaluation and Support Plan focuses on a simplified process for meaningful
professional growth. By implementing a Professional Growth Cycle (PGC), teachers focus on improvement
based on evidence and are informed by multiple means of feedback, application of continuous learning,
and on-going reflection. The PGC begins with teachers identifying a goal related to the West Hartford

Eductor Practice Expectations. This goal guides teachers’ - ST :
PGCs during which teachers collect and analyze evidence el ]

of student learning to inform an instructional plan that
addresses student needs. Teachers will act on that plan
while incorporating evidence-based reflection, engaging in
aligned professional growth opportunities, and
participating in feedback sessions with their evaluator. The

PGC is based on success criteria and aims to achieve goals 5 Hlan
that advance teacher practice on an individual and E R rs
collective level while improving student outcomes. T !
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Process and Timeline

In alignment with the CT Guidelines for Educator and Leaders Support Evaluation and Support 2023, the
annual evaluation process between a teacher and an evaluator in West Hartford is anchored by three
conferences which guide the process at the beginning, middle, and end of the year. These conferences aim
to review the teacher’s Professional Growth Cycle Plan (PGC Plan), provide comprehensive feedback to
each teacher on their performance, and identify development opportunities. These conferences are
collaborative and require reflection and preparation by both the evaluator and the teacher to be
productive and meaningful.

<) .__talti'oniyo- \ 3 B Determination
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Orientation

Orientation on Process (September) — To begin this process, evaluators meet with teachers in a group or
individually to review the plan and the roles and responsibilities of evaluators and educators described
within it. In this meeting, the evaluator will discuss department, school or district priorities that should be
reflected in teacher goals based on the WH Educator Practice Expectations.



Professional Growth Cycle
Reflection and Goal Setting

Teacher Reflection/Preparation for the Goal Setting Conference — The teacher examines student
data, prior-year evaluations (as applicable), the West Hartford Educator Practice Expectations, the
School Development Plan (SDP), and the Vision of the Graduate (VoG) to draft a goal for the
Professional Growth Cycle (PGC) for the school year. The goal must focus on one of the three high-
leverage domains outlined in the West Hartford Educator Practice Expectations document.

The Goal Setting and On-Going Reflection forms require teachers to

e I|dentify the high-leverage West Hartford Educator Practice Expectations domain the
teacher will use to focus his/her/their improvement strategy.
B Positive Learning Environment
B Instructional Practice for Active Learning
B Feedback and Assessment for Active Learning

® Write a Goal Statement.
® What learner skill/attribute are you trying to improve?
B How does your goal relate to your School / Department Development Plan?
B How does this goal relate to the WHPS Vision of the Graduate?

e Outline a plan to improve performance in this area.

e Identify potential sources of evidence to demonstrate the impact this plan has on
student learning or teacher practice.

e Acknowledge that the educator has read and understands the WHPS Professional
Expectations. :

Goal-Setting Conference (By October 30)* — The evaluator and teacher meet to discuss the
teacher’s proposed PGC goal, rationale, potential source of evidence, and alignment to
department and school goals to arrive at mutual agreement. This conference may be conducted
individually or in teams/departments. The evaluator may request revisions to the proposed goal
if it does not meet approval criteria.

Goals may be set for 1, 2, or 3 years and developed individually or collaboratively. Regardless of
the goal’s length, progress is evaluated yearly.

Beginning teachers in TEAM have a choice to align evaluation and induction goals to streamline
improvement efforts.

PGC Cohort Scheduling (By October 30): Evaluators will place each tenured teacher in one of three
PGC Cohorts for mid-year and end-of-year review. The non-tenured teacher’s PGC is longer to
accommodate the required timeline of non-tenured teachers and allow for the required
observations.
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Goal Setting & Planning Tenured Teachers
PGC with Mid-Year Check-In & End-of-Year Review
First Day of School-October 30 | September-December January-March March-June

WHPS Teacher Evaluation and

Support Plan Orientation Professional Educator Professional Professional
PGC Cohort #1 Educator Educator
The teacher collects and PGC Cohort #2 PGC Cohort #3

analyzes relevant information
for goal setting. The teacher
identifies and creates a
Professional Growth Cycle
Plan.

Non-Tenured Teachers
PGC with Mid-Year Check-In and & End-of-Year
Review*

The teacher anc_‘ evaluat(?r The first informal observation must be completed
hold a goal-setting meeting. by September 30.
Meetings can be individual or

group.

There are ongoing opportunities for district/school-based professional
learning, collaboration, and feedback aligned to the high-leverage focus
areas identified in the WHPS Professional Expectations for Educators.

See Appendix Il - Teacher Evaluation and Support Plan
Professional Growth Cycle Timelines and Guidance

Professional Growth Cycle
Collect, Analyze, and Plan

PGC Plan Implementation

e The PGC is at least one annual cycle of 8-12 weeks (tenured teachers) or 16-24 weeks
(non-tenured teachers) focused on a high-leverage indicator outlined in the WH Educator
Practice Expectations.

e Teachers implement their plan based on the cohort to which they are assigned.

e Teachers begin this process by reflecting on the goal they set during the goal-setting
conference held on or before October 30.

e At the beginning of the PGC, teachers continue to collect evidence of student learning
and their practice and analyze this evidence to (1) revise their goal if necessary, (2) to
inform their PGC plan, and (3) to ensure alignment with department and school goals.

e Teachers document their findings on the WHPS Teacher Goal Setting & PGC Ongoing
Reflection form under the Collect and Analyze section in preparation for the mid-year
conference.




e Teachers create a plan to achieve their goal and document their strategies in the Plan
section of the Goal Setting & PGC Ongoing Reflection form. The plan describes the
strategies teachers will implement; the professional learning activities they will engage
in, including the Collaborative Inquiry Team (CIT) focus; and the support and feedback
they will seek during the plan’s implementation (Act phase).

Mid-Year Conference - The evaluator and teacher complete at least one mid-year conference
to review evidence related to the teacher’s Professional Growth Cycle goal. This conference
may be conducted individually or in teams/departments. The mid-year conference is an
important point in the year for addressing concerns and reviewing results to date. The
evaluator will review the teacher’s collect, analyze, and plan sections of the Goal Setting and
Ongoing Reflection form and provide feedback as appropriate.

Professional Growth Cycle
Act and Reflect

e Act-Teachers will implement their plan and engage in activities to support their plan.
Teachers collect evidence of the impact the plan has on student learning and teacher
practice. They will document their findings in the reflection section of the Goal Setting
and Ongoing Reflection form. Their reflections should include the new learning as well as
the impact on practice, students, and the school community. Teachers are encouraged to
reference the ways in which their Collaborative Inquiry Teams, Professional Learning
Community (PLC), department, school, and external professional learning experiences
influenced their PGC.

e Observations of practice conducted by an evaluator may fall within the plan’s
implementation cycle and provide additional sources of feedback.

End-of-Year Summative Review—The teacher reviews all documented information collected
through the PGC and submits a reflection of outcomes and comments on areas of
strength/growth related to the impact on practice, students, and community. The teacher
documents this information in the Educator Self-Reflection area of the WHPS Teacher Goal
Setting & PGC Ongoing Reflection Form.

The evaluator and the teacher meet to discuss all evidence, the teacher’s reflection and
feedback, and progress toward the goal. Following the conference, the evaluator indicates
whether the PGC Success Criteria have been met. This determination must occur before June
30.

e Educator Success Criteria is a single-point competency used as a reflection tool.




Professional Growth Cycle
At A Glance

The PGC Framework*

A Focus on High
Leverage Practice WH-
Educator Practice
Expectations

Positive Learning e )
Environment Collect:
What is
the >
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Instructional Practice ( & Rl )
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Plan Analyze
What will What does
Feedback and we do? ‘itmean?
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Goal Setting
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Reflection and
Feedback
for Growth*

New Learning and
Impact on Practice

Positive Impact on
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Positive Impact on the
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Set mutually agreed upon

practices/learning goal focused on

learning priorities to maximize

improvement:

O Learning Environment

O Inst. Practice for Active
Learning

o Feedback and Assessment for
Active Learning

Use the PGC to Collect, Analyze,
Plan, and Act to engage in a deep
study of professional practice
and take action for improvement.

Review multiple sources of
evidence, including educator
reflection, observational evidence,
and evidence of student learning
aligned with the PGC goals.

Reflect on practice using high-
leverage CCT/WHIF-aligned
standards framed as single points
for increased clarity to support
improvement.

A R Kl
Feedback based on the quality of
evidence, reflection, learning and
action within the PGC process.

Ongoing formative feedback and
opportunities to collaborate with
evaluators, colleagues, students,
and/or families through the
professional learning process.







Observation of Practice

Feedback on the observation of teacher practice and subsequent discussion are
grounded in West Hartford’s Educator Practice Expectations and aligned to the. CT
Common Core of Teaching (CCT). Educator practice expectations focus on three high-
leverage domains: Positive Learning Environment, Instructional Practice for Active
Learning, and Feedback and Assessment for Active Learning. The domains are framed
as single-point competencies for increased clarity. The expectations incorporate the
language of WHPS’s Vision of the Graduate and the WHPS Eight Effective Instructional
Practices for greater coherence. Full analytic rubrics from the WHPS Instructional
Framework may be used to develop feedback and support reflection as needed.

Direct observations, when accompanied by specific, evidence-based feedback delivered
in a timely manner, provide teachers with valuable opportunities to reach their full
potential. West Hartford’s Teacher Evaluation and Support Plan requires observations
with written feedback. The processes associated with the direct observation of practice
are designed in accordance with CT’s Guidelines for Educator Evaluation and vary for
non-tenured and tenured teachers.

Observations of practice may take place in a classroom or another appropriate setting
based on the teacher’s assignment.

To capture an authentic view of practice and to promote a culture of openness, all
observations required in this plan are informal and include written feedback. Formal
observations will be used if teachers require assistance or are assigned to a Corrective
Support Plan. For purposes of calibration, informal observations are defined as follows:

o0 Informal - Unannounced observations that last at least 20 minutes
and are followed by timely written feedback. When possible,
evaluators will observe teacher practice and provide feedback on their
PGC goal using the West Hartford Educator Practice Expectations.

Teacher ' WHPS Observation Requirements
Process

Non-Tenured A total of 4 informal observations are required; a post-conference

Teachers meeting is required after the 2nd or 3rd informal observation.

At least 1 informal observation — must be completed before
September 30.

Tenured Teachers At least 2 informal observations

10




e All observations must be followed by timely written feedback.

e The plan provides additional opportunities for evaluator feedback and collaboration
with colleagues/other stakeholders as identified in each teacher’s PGC plan.
Additional sources of evidence to inform teacher reflection and improvement include
but are not limited to:

Evidence of student learning aligned to the goal (required)

Peer observation

Collaboration with colleagues

Lesson plans

Feedback from colleagues, students, and/or families

Other artifacts of teaching and learning

Documentation of ongoing reflection and improvement using the

Professional Growth Cycle Form

PGC Success Criteria focus on evidence-based reflection and growth in the following areas:
new learning and impact on practice, positive impact on students, and positive impact on
the school community.

Multiple sources of evidence to inform teacher reflection and growth include, but are not
limited to, evidence of student learning aligned to the stated goal, observations with written
and/or verbal feedback aligned to the educator’s PGC goal, professional learning reflection
and application, collaboration with colleagues, feedback from colleagues/families/students,
and other artifacts of teaching and learning.

11




Complementary Observers

The primary evaluator for most teachers will be the school principal, assistant principal, or
department supervisor. This individual will be responsible for the overall evaluation process,
including determining whether the PGC Success Criteria has been met. At any level,
complementary observers may be assigned to assist the primary evaluator with the observation
process.

Complementary observers are certified administrators trained in observation protocols and
authorized to serve in this role. Many may have specific content knowledge in an area.
Complementary observers may assist primary evaluators by conducting observations, including
pre-and post-conferences, collecting additional evidence, reviewing goal setting and PGC plans
and providing additional feedback. A complementary observer should share their feedback with
the primary evaluator as it is collected and shared with teachers.

Both primary evaluators and complementary observers must demonstrate proficiency in
conducting standards-based observations. Primary evaluators will have sole responsibility for
determining the success of the PGC plan.

Evaluator Calibration

To ensure accuracy and fairness with the evaluation and support process, all administrators
responsible for evaluating teachers in West Hartford will participate in ongoing calibration.
Through this collaborative process, administrators engage in practice exercises to deepen their
understanding of the Professional Growth Cycle, success criteria, and effective teaching practices.
Evaluators will engage in professional learning to develop and deliver formative and summative
feedback to the teachers they evaluate. This calibration process is essential to ensure that West
Hartford’s Teacher Evaluation and Support Plan produces accurate, consistent, fair, and reliable
results for all teachers.

Professional Learning

Professional learning is closely tied to teacher growth and evaluation. The two go hand in hand to
set a structure within which teachers examine their classroom performance and ability to meet
their students' diverse and changing needs. Teachers actively participate in professional learning
activities designed to improve educator practice and student learning to support their
professional growth plan.

Non-Tenure Teacher Review Process

Recruitment and retention of high-quality teachers is a priority in West Hartford. WHPS strives to
develop teachers by providing substantial, ongoing professional development and support. This
includes teacher induction and orientation workshops, trained mentors, professional learning
during weekly Curriculum and Staff Improvement (CSI) sessions, and mentor training. Equally
important is ensuring that evaluators and supervisors have ongoing training to provide optimal
support to teachers.

The district Non-Tenure Review process is a means of ensuring teacher quality and support. From
late January through early March, a Central Office team that includes the Executive Director of
Human Resources, the Superintendent, the Assistant Superintendent for Administration, and the
Assistant Superintendent for Curriculum, Instruction, and Assessment meets with each school to
discuss the progress and performance of every non-tenured teacher. During these reviews the
building principal is present, along with any complementary observers. The evaluator summarizes
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the teacher’s strengths and areas for improvement. The Central Office team reviews the teacher’s
file and asks relevant questions related to the teacher’s instructional practice, levels of content
area expertise, ability to analyze data and student work, response to feedback and coaching,
ability to form relationships with students, families, and colleagues, communication,
collaboration, professionalism, personal reflection, and self-assessment. Special attention is paid
to the teacher’s reflection on the Professional Growth Cycle, observations of teacher practice, and
response to feedback. In-depth dialogue occurs among members to determine if additional
resources or strategies are necessary to support the teacher’s development.

The Non-Tenure Review process is an accountability practice. When evaluators are required to
engage in a dialogue regarding a teacher’s performance over time, better decisions regarding
teacher tenure are made. Principals and evaluators appreciate the opportunity to discuss
strategies for improvement. Every year, a few teachers do not demonstrate the potential for
excellence in our school district, even with the resources and guidance provided. These difficult
conversations result in making sure that we grant tenure only to those teachers who are
accomplished and are well on their way to being master teachers. Decisions regarding renewal
of tenured teachers will be shared with teachers in writing prior to March 15 of each school year.

Teacher Improvement and Remediation

The West Hartford Public Schools’ Teacher Evaluation and Support Plan aims to provide an
evaluatee with the focused support necessary to meet the requirements of their position. Support
for effective professional practice must be highly personalized and provide for a variety of
individual experiences. Teachers at all performance levels should expect ongoing support related
to identified growth areas.

Tiered Support

All educators require access to high-quality, targeted professional learning support to improve
practice over time. Educators and their evaluators thoughtfully consider and apply three tiers of
support, as appropriate, within an evaluation process. All three tiers of support must be
implemented prior to the development of a corrective plan.

A pattern of persistent lack of growth and reflection or resistance to growth-oriented feedback
should lead to advancing levels of support with a defined process for placing an educator on a
Corrective Support Plan with indicators of success for transitioning out of it. Evaluators must
utilize and document all three tiers of support before the development of a Corrective Support
Plan. The Corrective Support Plan shall be developed in consultation with the evaluator, educator,
and their exclusive bargaining representative if applicable.

Tier 1- It is the expectation that all educators consistently access opportunities
for professional growth within their district. Tier 1 supports are broadly
accessible professional learning opportunities for all, inclusive of, but not limited
to, collegial professional conversations, classroom visits, available district
resources (e.g., books, articles, videos etc.), formal professional learning
opportunities developed and designed by the district, and other general support
for all educators. These resources should be identified through a goal-setting
process by mutual agreement. Teachers who do not successfully meet the PGC
success criteria at the end of their cycle will (1) use the evaluator’s feedback to
revise the cycle and the educator self-reflection and schedule a followup
conversation or (2) move to Tier 2 support.

Tier 2- In addition to Tier 1, Tier 2 supports are more intensive in duration,
frequency, and focus (e.g., engaging in a professional learning opportunity, peer
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observations, assignment of a peer mentor, observation of specific classroom
practices, etc.) that can be either suggested by the educator and/or
recommended by an evaluator. A tier 2 cycle lasts 4 weeks. Teachers who do not
successfully meet the PGC success criteria at the end of their cycle will move to
Tier 3 support.

Tier 3- In addition to Tier 1 and Tier 2, Tier 3 supports are responsive to
unresolved, previously discussed concerns and are developed in collaboration
with the educator and may be assigned by the evaluator. Tier 3 supports have
clearly articulated areas of focus, duration of time, and criteria for success, and
may include a decision to move to a Corrective Support Plan. Tier 3 supports
shall be developed in consultation with the evaluator and include a formal
observation. Teachers and their exclusive bargaining representative for certified
educators participate in developing the supports pursuant to C.G.S. §10-153b.
The start date and duration of time an educator receives this support level
should be clearly documented. A tier 3 cycle lasts 4 weeks. Teachers who do not
successfully meet the PGC success criteria at the end of their cycle will move to
a Corrective Support Plan.

*Formal observations last at least 45 minutes or a single instructional period. These observations
include a pre-observation conference, a post-observation conference, and written feedback. The
teacher must complete all required documentation forms before meeting with the evaluator.

Corrective Support Plan

A pattern of persistent lack of growth and reflection or resistance to growth-oriented feedback
should lead to advancing levels of support with a defined process for placing an educator on a
Corrective Support Plan with indicators of success for transitioning out of it. Evaluators must
utilize and document all three tiers of support prior to the development of a Corrective Support
Plan. The Corrective Support Plan shall be developed in consultation with the educator and their
exclusive bargaining representative for certified teachers chosen pursuant to C.G.S. §10-153b. 46
Connecticut Educator Evaluation and Support Plan 2024 The Corrective Support Plan is separate
from the normal educator growth model and must contain:

® clear objectives specific to the well-documented area of concern;

e resources, support, and interventions to address the area of concern;

o well-defined timeframes for implementing the resources, support, and

interventions; and
e Supportive actions from the evaluator.

At the conclusion of the Corrective Support Plan period, a number of outcomes are possible as
determined in consultation with the evaluator, educator, and bargaining unit representative. See
Appendix |: Corrective Support Plan Template.

Dispute Resolution

The purpose of the dispute resolution process is to secure equitable solutions to disagreements
at the lowest possible administrative level, which may arise from time to time and be related to
the evaluation process. The right of appeal is available to all in the evaluation and support system.
As our evaluation and support system is designed to ensure continuous, constructive, and
cooperative processes among professional educators, educators/leaders and their evaluators are
encouraged to resolve disagreements informally.

If an educator disagrees with the evaluator’s assessment and feedback, the parties are
encouraged to discuss these differences and seek a common understanding of the issues. As a

14



result of these discussions, the evaluator may choose to adjust the report but is not obligated to
do so. The educator being evaluated has the right to provide a statement identifying areas of
concern with the goals/ objectives, evaluation period, feedback, and/or professional
development plan, which may include the individual professional learning plan or a Corrective
Support Plan.

Any such matters will be handled as expeditiously as possible, and in no instance will a decision
exceed 30 workdays from the date the educator initiated the dispute resolution process.
Confidentiality throughout the resolution process shall be conducted in accordance with the law.

Process

The educator being evaluated shall be entitled to collective bargaining representation at all
levels of the process.

1. After articulating the dispute in writing to their administrator, within three working days,
the educator is evaluated, and the evaluator will meet to resolve the matter informally.

2. If no resolution has been reached, the individual may continue the dispute resolution
process in writing to the Executive Director of Human Resources within three work days of
the meeting with their evaluator (step 1).

Process:

The Executive Director of Human Resources will promptly schedule a joint meeting of the
parties involved, generally within seven {7} school days of the original receipt of the
appeal. When an appeal is brought to the Executive Director of Human Resources, the
following will occur:

1. The Appeal Committee will consist of the Superintendent or his/her designee and
two members of the PLEC appointed by the Executive Director of Human
Resources. One PLEC member will be appointed as chairperson.

2. The parties will present their concerns, talking with each other only
through the committee chair.

2. When the committee is satisfied that it has sufficient information, it will recess to
formulate a recommendation.

e When the Appeal Committee has reached consensus, the chairperson will
prepare the written recommendation which will be delivered to both parties
and the Executive Director of Human Resources within three (3) school days.

e If the Appeal Committee cannot reach consensus within the time limits
set forth above, the decision on the appeal shall be made by the
Superintendent.

The decision of the Appeals Committee (or the Superintendent) shall be final.
Time Limits

1. Since it is important that appeals be processed as rapidly as possible, the number of days
indicated within this plan shall be considered maximum. The time limits specified may be
extended by written agreement of both parties.
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2. Days shall mean workdays. Both parties may agree, however, to meet during breaks at
mutually agreed-upon times.

3. The educator being evaluated must initiate the appeals procedure within three workdays
of the scheduled meeting in which the feedback was presented. If no written initiation of a
dispute is received by the evaluator within three workdays, the educator shall be
considered to have waived the right of appeal.

4. The educator being evaluated must initiate each level of the appeal process within the
number of days indicated. The absence of a written appeal at any subsequent level shall be
considered as waiving the right to appeal further.

The Role of the Professional Learning and Evaluation Committee (PLEC)

The PLEC serves as the collaborative decision-maker using the consensus protocol! to create,
revise, and monitor the evaluation and support model, as well as the professional learning plan.
Pursuant to Connecticut General Statute 10-220a and Public Act 23-159 Section 11 (b) (3), each
local and regional board of education must establish a professional development and evaluation
committee (PLEC) to include at least one teacher and one administrator, selected by the exclusive
bargaining representative for certified employees, at least one paraeducator selected by their
exclusive bargaining representative, and other personnel as the local board deems appropriate.
It is vital that individuals selected as delegates for administrators, teachers, and other school
personnel are representative of the various classifications within the groups.

Career Development and Growth

The opportunity for career development and professional growth is a critical step in both building
confidence in the evaluation and support system itself and in building the capacity and skills of all
teachers.

Examples of such opportunities include, but are not limited to: observation of peers; mentoring
early career teachers; participation in the Professional Learning and Evaluation Committee;
leading Professional Learning Communities and collaborative inquiry teams; differentiated career
pathways; participation in curriculum-based vertical teams or curriculum writing/revision
projects; and focused professional learning based on goals for continuous growth and
development.
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Appendix |

Corrective Support Plan Template

Corrective Support Plan

(Educator being evaluated) has consistently struggled with . Tiered
supports have been provided by the evaluator throughout the year. (Educator being evaluated)
has demonstrated a lack of growth/improvement, which has led the (Evaluator) to assign a
Corrective Support Plan.

Objective:

To improve
(Indicate specific standard in your objective language)

(Possible) Resources:

A blend of opportunities and resources should be extended to the Educator being evaluated
being supported on the Corrective Support Plan

e Mentor
e Coach
e Reading as appropriate
Timeframes:
e Length of the Corrective Support Plan - typically six to eight weeks in length

e Improvements in (standard) within this (Length of Corrective Support Plan) will serve as
criteria for successful completion of this plan

Supportive Actions:
(Suggested supportive actions)

e Weekly, bi-weekly meetings with progress reporting from Educator A and written
feedback from evaluator (dependent upon need for plan)

e All resources made available
e Timely feedback in person and in writing (weekly/bi-weekly meetings)

e Management of access to learning opportunities in and out of building, as appropriate.
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Appendix I

Sample Reflection Questions

Self-Reflection Sample Questions

Thinking about the success and challenges you may have encountered last year, or at
the start of this year, what questions do you have about teaching and learning? What
new learning might you want to explore to inform your understanding of these
questions and professional practice?

In reviewing the rubric, what areas emerge as opportunities for your professional
learning and practice?

Based on your current students’/adult learners’ strengths and needs, what new learning

might you explore to address the needs?

Based on knowledge of your students/adult learners, and/or knowledge of
school/program goals, are there any new strategies or methods you'd like to explore
and implement this year?

How do you see yourself contributing to the school or district’s mission, vision, and/or
Vision of the Graduate, and what strategies can you learn more about to support that
focus?

What are you considering for your learning goal?

What will it look like when you achieve your goal?

Professional Learning and Action Questions Indicators of Success

What question will you focus on to address your goal?
What are the criteria for an accomplished practice?
How do you plan to collect and analyze evidence to assess progress toward your goal?

What research/professional readings might you explore to support your professional
learning and achieve your goal?

What specific professional learning might you need to achieve your goal?

What support might you need from your colleagues, supervisor, others? How
frequently?

How might you apply your learning to practice? How often?

Determine Evidence

What evidence might you collect and analyze to understand progress toward your goal?

Quantitative or qualitative or both?

What ways would you like me as your evaluator to collect data/evidence for feedback?
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From how many different situations should we examine data/evidence?
What are the advantages aﬁd disadvantages of the identified evidence?
How will the data help us to analyze your practice?

What is your timeline for collecting this evidence and measuring impact?

What are the anticipated challenges or obstacles, and how do you plan to address
them?

How might you communicate/share your professional learning to your colleagues or
families?

What opportunities for professional learning do you believe would be beneficial for your
growth as an educator?

In what ways can we encourage collaboration and communication among colleagues to
promote a culture of sharing best practices?

Analysis of Evidence

What do you observe in your evidence?
What patterns, themes, or outliers do you notice?

What does the evidence say about how you are doing in relation to your goal and
indicators of success?

Based on the evidence and your practice overall, what are your strengths?

In what aspect do you want to continue to grow or refine your knowledge, skill,
practice?

Learning Reflection and Next Steps

What is clear to you now?

What are you learning?

What do you understand now that you didn’t understand as clearly before?
How will this learning influence future actions?

What is a single sentence conclusion that represents your learning?

Under what circumstance might this conclusion not be true?

What are ways you continue to refine your practice?

What more do you want to learn and practice?

How might you accomplish that? What is your next plan?

What resources and support do you want or need?
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e Once learning has been implemented: What effect did the learning have on practice,
students?

Reflect on the Feedback Process
e In what ways did my engagement with you support your learning?

e What did | do as a learning partner that helped you as a learner and how did it help?
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TEACHER EVALUATION
REFERENCES AND RESOURCES

State of Connecticut

CT State Departement of Education
Connecticut Guidelines for Educator and Leader Evaluation and Support 2023

Connecticut State Board of Education
CT Leader and Educator Evaluation and Support Plan

CCT Rubric for Effective Teaching

CCT SESS Rubric:

West Hartford Public Schools

West Hartford Educator Practice Expectations

West Hartford Educator Success Criteria

West Hartford Public Schools Vision of the Graduate
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WEST HARTFORD
PUBLIC SCHOOLS [3

Prepare and inspire all students!

Administrator

EVALUATION & SUPPORT PLAN
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INTRODUCTION

Vision and Purpose of Administrator Evaluation

All West Hartford Public School (WHPS) administrators have the opportunity for continuous learning and
feedback to develop and grow, both individually and collectively, through the administrator evaluation
and support system so that all Connecticut students experience growth and success. The Administrator
Evaluation and Support Plan is guided by the district’s mission to “Inspire and Prepare All Students”, the
WHPS Vision of the Graduate, and the WHPS Equity Framework.

The West Hartford Public Schools Administrator Evaluation and Support Plan is designed to support a
comprehensive teacher and administrator evaluation system adopted by the Connecticut State Board of
Education in concert with a wide range of stakeholders and pursuant to educator evaluation regulations.
Connecticut General Statutes 10-151b requires that “the superintendent of each local or regional board
of education shall annually evaluate or cause to be evaluated each teacher.”

The West Hartford Public Schools Administrator Evaluation and Support Plan includes tools, guidance, and
rubrics to support the evaluation of all administrators and is aligned to the CT Guidelines for Educator and
Leader Evaluation and Support 2023. This plan is continuously reviewed by the administrator members of
the Professional Learning and Evaluation Committee (PLEC). Feedback for revision will be actively sought
from administrators within the district.

Guiding Principles

The West Hartford Public Schools Leader Evaluation and Support Plan is a holistic and comprehensive
process based on the following guiding principles:

* Vision for Best Practice — West Hartford’s framework for leadership practice is grounded by the CT
Leader Evaluation and Support Rubric 2017, which is organized into four domains and addresses
leadership practices from each of the six performance expectations of the CCL-CSLS. The four domains
are as follows: Instructional Leadership, Talent Management, Organizational Systems, and Culture
and Climate.

e Continuous Improvement - West Hartford’s Model of Continuous Improvement is a concrete
representation of our district's vision and strategy for improvement. The West Hartford Public
Schools Administrator Evaluation and Support Plan features a Professional Growth Cycle (PGC) that
promotes continuous improvement in its design and implementation. The work of improvement is
an ongoing and continuous process over the life of a leader’s career.

e Growth Over Time — West Hartford’s focus on continuous improvement through the professional
growth cycle is a key driver in the administrator evaluation process. The evaluation of an
administrator’s performance concerning their commitment to the process of refining professional
practice and its impact on student learning should reflect improvement from an established starting
point. Attaining high levels of performance and maintaining high results are critical aspects of a
leader’s work; therefore, a rigorous and aspirational goal-setting process in this model encourages a
cycle of continuous improvement over time.

e Multiple Sources of Evidence - West Hartford’s model considers multiple sources of evidence which
may include, but are not limited to, observations of practice, outcomes of student learning aligned to
identified goals, application of professional learning concepts, personal reflection, stakeholder
feedback, and other artifacts of teaching and learning.
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Professional Judgment and Consistency - Assessing a leader’s professional practice requires
evaluators to constantly use their professional judgment while examining multiple sources of
evidence. No rubric or formula, however detailed, can capture all of the nuances of how teachers and
administrators interact with one another and with students. Synthesizing multiple sources of
information into a single-point performance rating is inherently complex. Accordingly, the model
aims to promote consistency between evaluations of practice and support fairness within and across
schools.

Dialogue and Reflection - The West Hartford Leader Evaluation’and Support Plan is designed to show
the equal importance of improved student outcomes and the professional conversation between a
leader and their evaluator toward that end. The dialogue and reflection required in this model occur
throughout the professional growth cycle. They are reflected in the structure of the plan’s documents
that provide a running record of these interactions.

Professional Learning, Coaching and Feedback - All administrators, novice and veteran educators
alike, deserve detailed, constructive feedback and professional learning tailored to the individual
needs of their school communities. The West Hartford Administrator Evaluation and Support Plan
recognizes student learning is a shared responsibility among teachers, administrators, and district
leaders. It expects leaders to develop goals and objectives in a way that supports overall school
improvement.

Leaders of Professional Learning - One of the primary goals of the leader evaluation and support

system is to ensure the growth and development of their staff so they, in turn, may develop and
enhance personal and professional strengths to meet the needs of all the students they serve.

Goals of the Administrator Evaluation Process

To achieve this vision of leadership evaluation, the goals of this plan are to implement an evaluation
system that will:

Apply our district model of continuous improvement to the administrator development and
evaluation process.

Improve administrator practice individually and collectively.
Advance student achievement for all students.

Differentiate experiences for administrators across a continuum of professional performance
needs.

Promote collaboration in the service of improving learning for all.
Provide meaningful and connected professional learning experiences that impact practice.
Empower administrators with specific, objective information regarding their performance.

Ensure that evaluations are fair, reliable, valid, holistic, and an accurate representation of an
administrator’s leadership practice.

Lead directly to administrator and teacher continuous growth and development.
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ADMINISTRATOR EVALUATION AND
SUPPORT PLAN OVERVIEW

West Hartford’s Leader Evaluation and Support Plan focuses on a simplified process for
meaningful professional growth. By implementing a Professional Growth Cycle (PGC), leaders
focus on improvement based on evidence and are informed by muiltiple means of feedback,
application of continuous learning, and on-going reflection. The PGC begins with leaders
identifying a goal related the West Hartford Administrator :

Practice Expectations which were developed from the
Connecticut Leader Evaluation and Support Rubric 2017. = 7 ‘

This goal guides leaders’ PGCs during which leaders collect e

and analyze evidence of student learning to inform an Collect
instructional plan that addresses student needs. Leaders o
will act on that plan while incorporating evidence-based g L. e
reflection, engaging in aligned professional growth | e ’ _:n:y:
opportunities, and participating in feedback sessions with e ! ot
their evaluator. The PGC is based on success criteria and il | kit

aims to achieve goals that improve leader practice on an
individual and collective level while improving student
outcomes.

Process and Timeline

In alignment with the CT Guidelines for Educator and Leader Support 2023, the annual evaluation
process between an administrator and an evaluator in West Hartford is anchored by three
conferences which guide the process at the beginning, middle, and end of the year. These
conferences aim to review the leader’s Professional Growth Cycle Plan, provide comprehensive
feedback to each administrator on their performance, and identify development opportunities.
These conferences are collaborative and require reflection and preparation by both the evaluator
and the leader to be productive and meaningful.

“ Orien-vtyatior'\’to > 1S 2 Determination
PGC& Cohort - N ) > 3 of Educator

Assignment. 4 { : . ; Success

Orientation

Orientation on Process (August) — To begin this process, district leaders meet with the

administrator in a group or individually to review the plan and the roles and responsibilities of

evaluators and administrators described within it. In this meeting, the evaluator will discuss

school or district priorities that should be reflected in administrators’ goals based on the WHPS
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Administrators Practice Expectations

Professional Growth Cycle
Reflection and Goal Setting

Administrator Reflection — The administrator examines student academic data, school climate
surveys, attendance rates, prior-year evaluations, the School, Department, or Program
Development Plan (SDP), the Vision of the Graduate (VoG), and the WHPS Administrator Practice
Expectations to draft a goal for the Professional Growth Cycle (PGC) for the school year. The goal
must focus on at least one domain of the WHPS Administrator Practice Expectations and be
mutually agreed upon with their evaluator.

The administrative professional growth cycle is based on the leadership skills needed to achieve
the goals articulated in the School, Department, or Program Development Plan.

e Identify one or more of the domains in the WHPS Administrator Practice Expectations
the administrator will use to focus their improvement strategy.
B Instructional Leadership
B Talent Management
® Organizational Management
B Culture and Climate

® Write a Goal Statement regarding the leadership focus you will bring to realize the strategic
priorities in the SDP/DDP/or PDP. The goal statement should focus on one or more indicators in the
selected domain.
@ What indicator(s) are you trying to improve? What evidence led you to
select this indicator?
B How does your goal relate to your School / Department/Program
Development Plan?
M How does this goal relate to the WHPS Vision of the Graduate?

e Outline a plan to improve performance in this area.

e Potential sources of evidence to demonstrate the impact this plan has on the new
learning, leadership practice, the organization, and the community.

e Acknowledgment that the leader has read and understands the WHPS Professional
Expectations.

Goal-Setting Conference (By November 7)* — The evaluator and administrator meet to discuss
the administrator’s proposed PGC goal, rationale, and potential source of evidence to arrive at a
mutual agreement. This conference may be conducted individually or in teams. The evaluator
may request revisions to the proposed goal if they do not meet approval criteria.
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PGC with Mid-Year Check-ln & End-of-Year

information for goal setting. The leader
identifies and creates a Professional Growth
Cycle Plan.

The leader and evaluator hold a goal-setting
meeting.

Meetings can be individual or group.

Review
First Day of School-November 7 September- June
WH Leader Evaluation and Support Plan
Orientation
The leader collects and analyzes relevant PGC Cohort 1 and 2

Professional Growth Cycle
Collect, Analyze, Plan, and Act

PGC Plan Implementation

The PGC is one annual cycle focused on selected domain(s)/indicator(s) outlined in the
WHPS Administrator Practice Expectations.

Administrators begin the PGC by reflecting on the goal they set during the goal-setting
conference held on or before November 7.

At the beginning of the PGC, administrators continue to collect relevant evidence that
informs their School, Department, or Program Development Plan and document their
evidence in the Collect section of the Goal Setting & Ongoing Reflection form.

Administrators analyze the meaning of the evidence they collect and document this
information on the WHPS Administrator Goal Setting & PGC Ongoing Reflection form
Analyze section.

Administrators create a leadership plan to achieve the goal(s) of their School, Department
or Development plan. The leadership plan will outline the leadership strategies and
strategic decisions they will make to achieve the goals of the SDP/DDP/PDP. The
leadership plan describes the strategies the school will implement to achieve the goals,
the structures the administrator will use to ensure the plan is successful, and the
professional learning activities the administrators will offer teachers and leaders in the
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school, department, or program, and the professional learning activities in which the
administrator will engage.

Mid-Year Conference - The evaluator and administrator complete at least one mid-year
conference to review evidence related to the administrator’s Professional Growth Cycle goal.
This conference may be conducted individually or in teams/departments. The mid-year
conference is an important point in the year for addressing concerns and reviewing results to
date. The evaluator will review the administrators collect, analyze, and plan sections of the
Goal Setting and Ongoing Reflection form and provide feedback as appropriate.

Act- Leaders will implement their plan and engage in activities to support their plan.
Administrators document their work in the Reflect section of the Goal Setting & Ongoing
Reflection form.

Observations of practice conducted by an evaluator will take place within the PGC.

Professional Growth Cycle
Reflect

End-of-Year Summative Review—The administrator reviews all documented information
collected through the PGC and submits a reflection of outcomes and comments on areas of
strength/growth related to the impact on the

Development of New Learning and Impact on Practice-The leader can demonstrate how
they developed new learning within the continuous learning process through multiple
sources and how they used their new learning to improve practice.

impact on the Organization- The leader can demonstrate how they positively impacted
the organizational health and can articulate connections/ rationale between the
improved learning and their changes in practice.

Impact on Community- The administrator can demonstrate how they worked effectively
with colleagues/ families/ community. The evaluator and the administrator meet to
discuss all evidence, the administrator’s reflection and feedback, and progress toward the
goal. Following the conference, the evaluator indicates whether the PGC Success Criteria
have been successfully met. This determination must occur before june 30.

43



Professional Growth Cycle

At A Glance

The PGC Framework*

WH Administrator
Practice Expectations

Instructional
Leadership

Talent Management [/

Organizational
Management

Culture and Climate

Plan

we do?

Collect
What is
the N
evidence?. < \

Success Criteria
Reflection and
Feedback
for Growth*

New Learning and
Impact on Practice

Positive Impact on
Students

Positive Impact on the
School Community

Set mutually agreed upon
practices/learning goals focused
on learning priorities to maximize
improvement:

o Development of New Learning
and Impact on Practice

O Impact on the Organization

o Impact on the Community

Use the PGC to Collect, Analyze,
Plan, and Act to engage in a deep
study of leadership practice to
implement an effective School,
Department, or Program
Development Plan and take
action for improvement.

Review multiple sources of
evidence, including administrator
reflection, observational evidence,
and evidence of progress toward
SDP/DDP/PDP goals.

Reflect on practice using high-
leverage WHPS Administrator
Practice Expectations framed as
single points for increased clarity
to support improvement.

Feedback based on the quality of
evidence, reflection, learning, and
action within the PGC process.

Ongoing formative feedback and
opportunities to collaborate with
evaluators, colleagues, students,
and/or families through the
professional learning process.
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Observation of Practice

Observations, when accompanied by specific, evidence-based feedback delivered in a
timely manner, provide administrators with valuable opportunities to reach their full
potential. West Hartford’s Administrators Evaluation and Support Plan requires
observations with written feedback about their practice. The processes associated with the
direct observation of practice are designed under CT’s Guidelines for Educator Evaluation
and vary based on the administrator’s experience. Administrators with less than two years
of experience in a role are assigned to Cohort 1. Administrators who meet the PGC success
criteria for two consecutive years will move to Cohort 2.

Leader Process WHPS Observation Requifeﬁ_ients
Cohort 1: A total of 3 observations are required; a post-conference
Administrators in the meeting is required after the 2nd or 3rd informal
first 2 years in a new observation.

administrative role

Cohort 2: Administrators who At least 2 observations

have completed Cohort 1

e All observations must be followed by timely written feedback.

® The plan provides additional opportunities for evaluator feedback and collaboration
with colleagues/other stakeholders as identified in each leader’s PGC plan. Additional
sources of evidence to inform administrator’s reflection and improvement include
but are not limited to:

Measures of student academic, social, and or emotional growth
aligned to the goal (required)

Progress on the goals outlined in the School, Department, or Programs
Development Plan (SDP/DDP/ PDP)

Peer observation

Collaboration with colleagues

Feedback from colleagues, students and/or families

Other artifacts of teaching and learning or professional development
planning and facilitation

Documentation of ongoing reflection and improvement using the
Professional Growth Cycle Form

Evidence from learning walks, classroom visits, leadership meetings
School survey(s)
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ADMINISTRATOR SUPPORT PROCESS

New Administrator Induction Process

New administrators are identified as those who are new to the district or new to a position within
the district and are considered to be “non-tenured” for the first two years in their role. They will
receive ongoing support from their evaluator and others to help them acclimate to West Hartford
Public Schools and/ or their new position. The following represents the major components of the
support provided:

* New Administrator Roundtable Series- all administrators in their first year in West Hartford
and those entering into a new administrative role participate in a series of meetings designed
to support their induction to WHPS. The series includes key topics such as special education
procedures; curriculum, instruction, and assessment practices; administrative and personnel
procedures; and WHPS commitment to equity.

* Mentor — An experienced administrator will be assigned to mentor a new administrator.
The role of the mentor includes:

* Meet with the newly appointed or promoted administrator before the beginning
of the academic year, preferably on or before administrators return to work in
August

* Provide support to the new administrator for writing their WHPS Administrator
Evaluation and Support Plan

* Meet consistently with the new administrator and be available for support when
necessary

* Provide additional support about the evaluation process

Additionally, a mentor is available upon request to any administrator at any stage of
the evaluation process. Administrators in the Administrator Assistance Program will
be provided a mentor.

¢ Central Office Administrator Support — Central office administrators will meet monthly with
new administrators to provide support in all areas.

Professional Learning

Professional learning is closely tied to administrator growth and evaluation. The two go hand in
hand to set a structure within which leaders examine their performance and ability to meet their
school, department, or program’s diverse and changing needs. Administrators actively participate
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in professional learning activities designed to improve their leadership practice, student learning,
and the school culture.

The Role of the Professional Learning and Evaluation Committee (PLEC)

The PLEC serves as the collaborative decision-maker using the consensus protocol to create,
revise, and monitor the evaluation and support model, as well as the professional learning plan.
Pursuant to Connecticut General Statute 10-220a and Public Act 23-159 Section 11 (b) (3), each
local and regional board of education must establish a professional development and evaluation
committee (PLEC) to include at least one teacher and one administrator, selected by the exclusive
bargaining representative for certified employees, at least one paraeducator selected by their
exclusive bargaining representative, and other personnel as the local board deems appropriate.
It is vital that individuals selected as delegates for administrators, leaders, teachers, and other
school personnel are representative of the various classifications within the groups.

Career Development and Growth

Opportunities for career development and professional growth are a critical step in both building
confidence in the evaluation and support system itself and in building the capacity and skills of all
administrators.

Examples of such opportunities include, but are not limited to: observation of peers; mentoring
early career leaders; participation in the Professional Learning and Evaluation Committee; leading
Professional Learning Communities and collaborative inquiry teams; differentiated career
pathways; participation on district or school committees; and focused professional learning based
on goals for continuous growth and development

Administrator Improvement and Remediation

The West Hartford Public Schools’ Administrator Evaluation and Support Plan aims to provide an
administrator with the focused support necessary to meet the requirements of their position.
Support for effective professional practice must be highly personalized and provide for a variety
of individual experiences. Administrators at all performance levels should expect ongoing support
refated to identified growth areas.

Tiered Support

All administrators require access to high-quality, targeted professional learning support to
improve practice over time. Administrators and their evaluators thoughtfully consider and apply
three tiers of support, as appropriate, within an evaluation process. All three tiers of support must
be implemented before the development of a corrective plan.

A pattern of persistent lack of growth and reflection or resistance to growth-oriented feedback
should lead to advancing levels of support with a defined process for placing an administrator on
a Corrective Support Plan with indicators of success for transitioning out of it. Evaluators must
utilize and document all three tiers of support before the development of a Corrective Support
Plan. The Corrective Support Plan shall be developed in consultation with the evaluator,
administrator, and their exclusive bargaining representative if applicable.

Tier 1- It is the expectation that all administrators consistently access
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opportunities for professional growth within the district. Tier 1 supports are
broadly accessible professional learning opportunities for all, inclusive of, but
not limited to, collegial professional conversations, available district resources
(e.g., books, articles, videos etc.), formal professional learning opportunities
developed and designed by the district, and other general support for all
administrators. These resources should be identified through a goal-setting
process by mutual agreement. Administrators who do not successfully meet the
PGC success criteria at the end of the cycle will move to Tier 2 support.

Tier 2- In addition to Tier 1, Tier 2 supports are more intensive in duration,
frequency, and focus (e.g., engaging in a professional learning opportunity,
assignment of a peer mentor, observation of specific leadership practices,
review of school, department, or program development plan, etc.) that can be
either suggested by the administrator and/or recommended by an evaluator.
Administrators who do not meet the PGC Success criteria with Tier 2 supports
move to Tier 3.

Tier 3- In addition to Tier 1 and Tier 2, Tier 3 supports are responsive to
unresolved, previously discussed concerns and are developed in collaboration
with the administrator and may be assigned by the evaluator. Tier 3 supports
have clearly articulated areas of focus, duration of time, and criteria for success
and may include a decision to move to a Corrective Support Plan. Tier 3 supports
shall be developed in consultation with the evaluator and include a formal
observation. Administrators and their exclusive bargaining representative for
certified administrators participate in developing the supports pursuant to
C.G.S. §10-153b. The start date and duration of time an administrator receives
this support level should be clearly documented. Administrators who don’t meet
the PGC Success criteria with Tier 3 support move to a Corrective Support Plan.

Corrective Support Plan

A pattern of persistent lack of growth and reflection or resistance to growth-oriented feedback
should lead to advancing levels of support with a defined process for placing an administrator on
a Corrective Support Plan with indicators of success for transitioning out of it. Evaluators must
utilize and document all three tiers of support prior to the development of a Corrective Support
Plan. The Corrective Support Plan shall be developed in consultation with the administrator and
their exclusive bargaining representative for certified administrators chosen pursuant to C.G.S.
§10-153b. 46 Connecticut Educator Evaluation and Support Plan 2024 The Corrective Support Plan
is separate from the normal administrator growth model and must contain:

e clear objectives specific to the well-documented area of concern;

® resources, support, and interventions to address the area of concern;

e well-defined timeframes for implementing the resources, support, and

interventions; and
e supportive actions from the evaluator.

At the conclusion of the Corrective Support Plan period, several outcomes are possible as
determined in consultation with the evaluator, administrator, and bargaining unit representative.
See Appendix I: Corrective Support Plan Template.

Dispute Resolution

The purpose of the dispute resolution process is to secure equitable solutions to disagreements
at the lowest possible administrative level, which may arise from time to time and be related to
the evaluation process. The right of appeal is available to all in the evaluation and support system.
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As the evaluation and support system is designed to ensure continuous, constructive, and
cooperative processes, administrators and evaluators are encouraged to resolve disagreements
informally.

If an administrator disagrees with the evaluator’s assessment and feedback, the parties are
encouraged to discuss these differences and seek a common understanding of the issues. As a
result of these discussions, the evaluator may choose to adjust the report but is not obligated to
do so. The administrator being evaluated has the right to provide a statement identifying areas of
concern with the goals/ objectives, evaluation period, feedback, and/or professional
development plan, which may include the individual professional learning plan or a Corrective
Support Plan.

Any such matters will be handled as expeditiously as possible, and in no instance will a decision
exceed 30 workdays from the date the administrator initiated the dispute resolution process.
Confidentiality throughout the resolution process shall be conducted under the law.

Process

The administrator being evaluated shall be entitled to collective bargaining
representation at all levels of the process.

1. Within three school days of articulating the dispute in writing to their
evaluator, the administrator being evaluated and the evaluator will meet to
resolve the matter informally.

2. If there has been no resolution, the individual may continue the dispute
resolution process in writing to the Executive Director of Human Resources
within three workdays of the meeting with their evaluator (step 1).

Appeal Process

The Executive Director of Human Resources will promptly schedule a joint
meeting of the parties involved, generally within seven {7) school days of the
original receipt of the appeal. When an appeal is brought to the Executive
Director of Human Resources, the following will occur:

1. The Appeal Committee will consist of the Superintendent or his/her
designee and two members of the PLEC appointed by the Executive
Director of Human Resources. One PLEC member will be appointed as
chairperson.

2. The parties will present their concerns, talking with each other only
through the committee chair.

3. When the committee is satisfied that it has sufficient information,
it will recess to formulate a recommendation.

When the Appeal Committee has reached consensus, the chairperson will
prepare the written recommendation which will be delivered to both parties and
the Executive Director of Human Resources within three (3) school days.

If the Appeal Committee cannot reach a consensus within the time limits
set forth above, the decision on the appeal shall be made by the Superintendent.
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The decision of the Appeals Committee (or the Superintendent) shall be final.

Time Limits

1. Since it is important that appeals be processed as rapidly as possible, the
number of days indicated within this plan shall be considered maximum. The
time limits specified may be extended by written agreement of both parties.

2. Days shall mean workdays. Both parties may agree, however, to meet during
breaks at mutually agreed-upon times.

3. The administrator being evaluated must initiate the appeals procedure
within five workdays of the scheduled meeting in which the feedback was
presented. If no written initiation of a dispute is received by the evaluator
within five workdays, the administrator shall be considered to have waived the
right of appeal.

4. The administrator being evaluated must initiate each level of the appeal
process within the number of days indicated. The absence of a written appeal
at any subsequent level shall be considered as waiving the right to appeal
further.
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Appendices — Educator:

Information and Resources to Support Effective Implementation

63




Appendix |

Corrective Support Plan Template

Corrective Support Plan

(Administrator being evaluated) has consistently struggled with
Tiered supports have been provided by the evaluator throughout the year. (Administrator belng
evaluated) has demonstrated a lack of growth/improvement, which has led the (Administrator)
to assign a Corrective Support Plan.

Objective:

To improve
(Indicate specific standard in your objective language)

(Possible) Resources:

A blend of opportunities and resources should be extended to the Administrator being
evaluated being supported on the Corrective Support Plan

e Mentor
e (Coach
e Reading as appropriate
Timeframes:
e Length of the Corrective Support Plan - typically six to eight weeks in length

e Improvements in (standard) within this (Length of Corrective Support Plan) will serve as
criteria for successful completion of this plan

Supportive Actions:
(Suggested supportive actions)

e  Weekly, bi-weekly meetings with progress reporting from Administrator A and written
feedback from evaluator (dependent upon need for plan)

e All resources made available
e Timely feedback in person and in writing (weekly/bi-weekly meetings)

e Management of access to learning opportunities in and out of building, as appropriate.
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Appendix il

Sample Reflection Questions

Indicators of success

e What question will you focus on to address your goals?

e What are the criteria for an accomplished practice?

* How do you plan to collect and analyze evidence to assess progress toward your goals?

* What research/professional readings might you explore to support your professional learning and achieve your
goal?

* What specific professional learning might you need to achieve your goal?

* What support might you need from your colleagues, supervisor, others? How frequently?

* How might you apply your learning to practice? How often?

Determine Evidence

* What evidence might you collect and analyze to understand progress toward your goal?

Quantitative or qualitative or both?

* What ways would you like me as your evaluator to collect data/evidence for feedback?

* From how many different situations should we examine data/evidence?

* What are the advantages and disadvantages of the identified evidence?

¢ How will the data help us to analyze your practice?

* What is your timeline for collecting this evidence and measuring impact?

* What are the anticipated challenges or obstacles, and how do you plan to address them?

* How might you communicate/share your professional learning to your colleagues or families?

* What opportunities for professional learning do you believe would be beneficial for your growth as an educator?
¢ In what ways can we encourage collaboration and communication among colleagues to promote a culture of
sharing best practices?

Analysis of Evidence

* What do you observe in your evidence?

* What patterns, themes, or outliers do you notice?

* What does the evidence say about how you are doing in relation to your goal and indicators of success?
* Based on the evidence and your practice overall, what are your strengths?

¢ In what aspect do you want to continue to grow or refine your knowledge, skill, practice?

Learning Reflection and Next Steps

* What is clear to you now?

* What are you learning?

* What do you understand now that you didn’t understand as clearly before?
e How will this learning influence future actions?

* What is a single sentence conclusion that represents your learning?

¢ Under what circumstance might this conclusion not be true?

* What are ways you continue to refine your practice?

* What more do you want to learn and practice?

* How might you accomplish that? What is your next plan?

* What resources and support do you want or need?

* Once learning has been implemented: What effect did the learning have on practice, students?

Reflect on the Feedback Process
* in what ways did my engagement with you support your learning?
* What did | do as a learning partner that helped you as a learner and how did it help?
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