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Greensburg Community Schools

Certified Evaluation Instruments

The evaluation procedures for all certified personnel in Greensburg Community Schools will adhere to Public Law a0
guidelines. Public Law 90 requires evaluation instruments that are fair, credible, and accurate. The model or system
for evaluations must meet the following criteria:

Be Annual: Every certified personnel, regardiess of experience, deserves meaningful feedback on their performance
on an annual basis.

Include Student Growth Data: Evaluations should be student-focused. First and foremost, an effective certified
employee helps students make academic progress. A thorough evaluation system includes multiple measures of
performance, and growth data must be one of the key measures. This is found in the school wide letter grade that
impacts all certified evaluations.

Include Four Rating Categaries: To retain our best employees, we need a process that can truly differentiate our
best educators and give them the recognition they deserve. If we want all employees to perform at the highest
level, we need to know which individuals are achieving the greatest success and be able to help those that are new
or struggling.

Greensburg Schools will use a modified RISE format to evaluate all certified staff. Observations will be done using
the Pivot instrument. All certified staff will be observed on the following schedule:

Two Long Observations {at least 40 minutes in length} ~ one observation each semester. Teachers that
are currently rated highly effective will be evaluated using only these two (2) long observations and no
short observations. All teachers will be evaluated using at least two (2) long observations.

Two Short Observations (at least 10 minutes in length) - one observation each semester along with the
two (2) long observations for any teacher rated effective, improvement necessary, or ineffective.

Any struggling teacher may be evaluated more times if the administrator or teacher request
Any teacher on an Improvement Plan will be observed as many times as needed
Al observations are un-announced to the teacher
Administrative staff will also conduct multiple walk around observations over the year
All observations will account for the scoring of the Teacher Effectiveness Rubric (TER)
The Teacher Effectiveness Rubric (TER) will consist of the following domains:
Domain One : Purposeful Planning

Domain Twao : Effective Instruction

Al



Domain Three : Teacher Leadership

The Core Professionalism Rubric will also be used in the Summative Evaluation. These indicators illustrate the
minimum competencies expected by certified staff. If they are not met they will affect the Summative Evaluation
negatively. Any of these competencies not being met will result in a loss of .25 from the final summative score in
the evaluation:

Attendance (.25 points} Individual demonstrates a pattern of unexcused absences
On-Time Arrival {.25 points) Individual demonstrates a pattern of late arrivals to work
Policies/ Procedures (.25 points) Individual fails to follow recognized policies of the school
Respect (.25 points) Individual disrespects others in the school community

If a certified staff member fails to meet the standard in any of these indicators .25 will be deducted from the
summative Rise score for each indicator that does not meet the standard.

A certified staff member must have 95% attendance for the school year to meet the attendance standard. This
would exclude any days missed under FMLA or a doctor’s care.

Final Summative Rating :

The following weights will be used to determine the final teacher rating:
Teacher Effectiveness Rubric {TER) 90% {.90)
School Wide Letter Grade (SWLG) 10% (.10)

The final summative score is calculated using the following formula :

b

TER rating X 90% (.90)

SWLGrating X 10% (.10) *
Final Summative Evaluation Score =

*SWLG will be used to hold all certified staff accountable for student growth.

Certified Staff's Final Rating {always round up}

Ineffective 1.00 - 1.74
improvement Necessary 1.75 - 2.44
Effective 245 - 3.44
Highly Effective 3.45 - 4.00

AZ



Final Summative Rating

Ineffective
Improvement Necessary

Effective

Highly Effective

** If a teacher receives negative impact status on student growth from the IDOE then that teacher must
receive a summative rating of Improvement Necessary or Ineffective. The teacher will not be eligible for
a salary increase for that year.

Teacher Signature

I have met with my evaluator to discuss the information on this form and received a copy.

Signature: Date :

Evaluator Signature

| have met with this teacher to discuss the information on this form and provide a copy.

Signature : Date:

VAN



ISBA, / IAPSS Superintendent

EVALUATION Rubric




Indicatoc

Highly Effective (4)

_

Elfective (3)

| Improvement Necessarv (2) |

Ineffective (1)

1.0 Human Resource Manager — The superintendent uscs the role of human resonrce ma

effectiveness and student achievement.

nager to drive impravements in building leader

11

Thie supetintendent
elfectively recruins,
hites, wssigus, and
resaing schow! leaders.

The supeontendent consistenth
considers an admmstranee’s

effecm wss as the prmane facins when
recrnsting, hieng, asspomag, promwnng
or eetaung, the leader and momiises the
elfeetwenvss of the peesonne process
unlized throughont the sdhasl
-.:_.—u--u-:-_-

The supeontendent comsistemiy
convsalers schont of compueaton goals
whien kg persomid decisions.

The swpenaendens comnneh
considers an adowirates o
vlleenveness as the pomoany
Factor when recrmumg, Tnong,
D IEUNE, PROILn, o7
rerammnyg the deader

Fhe supermiendent sounacly
cunziders scheol oe vorpoeim
govals when making personncd
deerst

ally

The supenmeaduent oceas
compiders an admearatog's
effectvencss as the prnaey Boior
when reennting, hinng, sssygny,
promnnng, or cetaiming the header

The supustatendent vecasmnally
comsaders schonl or corporanm
povals whin making personncl
decisums,

The ~upeancendent sarcly
consaders am admntstranee’s
elleemeness when seeommmy,
Turting, sessapuong, premasting s
reeaing the leader.

Tive supermtendent docs nor
constiler sehind e corporaitnm

The supesintendem
creates a peofessional
development system for
schoul leaders hased on
strengihs and necds,

‘The supennrendent has n place a s
of professtinat des clipoment thar i<
based v ssdwdual adimiusieaior needs
The supranteadent uses dma frem
perlienanee evaluations i assess
proficienencs and wlennly proeny needs
tn support and e clfvone
adonaesiruors.

Some effon bas been made
prowde peotessomal
deveopment to et the needs
of endieeediea) al

1

e superarenduat 1< e of the
mdweidial needs of adwimstrators
bat prosfessional

developmen 1 only provided w
sicennpgs ar this e, rather than
mcempocng the use of
collshoration, study s, e

Pretessumal development s
oeprczlle “one e Gre afl” aml
theee 1s litile we o cenlence of
presviching for mdivndual
adusnmsteanor peeds,

L3

The superiniendent
idenifies and mentoss
cmerging leaders (o
assume key leadesship
responsibilitics.

The supennicndem has Wendficd and
wientoeed multople adimnustestons or
msteucnonad persomnyd who have
assumed adanatsteanve pusition s and, or
admpustnve responsiibies,

Mdmssiraiors il i the
compoeateen refer oo ibe sopennreedent
as 3 mening

Il supenatende s
weanficd and mentored an least
s emeegang leader eo assume
feadershap responsibidiey 1 an
inseencional keaderstap cole,

The supenmrcndent bas prowided
sne _-.H_-_-ﬂ inance -._f.-—"._-v-
sl leader,

There i o evidence of effor
wee levebop any leadeeshnp skilts
n oithers.

Bl



Indicator

Highly Efective (4)

Effective (3)

Improvement Neceasary (2)

——— e e

Ineffective (1)

14 The superinicndent Lmplovees throwghoun the comporation | There i 2 elear patesn of The supcrntendent sometnes The supuecndent ducs nes
provides cvidence of ace empowered o do tlicee pubs, defepated decksions, with dulegates, bt also mamtans delegate or alford subordinates
delepation und wust in athonn uranacch cesponsibifie | decision-naking authoae diay the GpRoOTIIMIY 10 eXvrcre
subordinate leaders. Instruennal peesonncl pacneipate wabe | an most evens levebin i schanl corild be delegated 10 mbiers, wdependenr padginent.

af meetws and excretae corpiranon,
leadeeshep w committees and task
frces: wther cmplovees, mcludimg Instnicuonal personned
aoncerified, excroze approprale pacnapare wthe Bl of
authority and sdsume leadeeslap oles g 2nd excecise leadershup
whure appeopaa. m comminrees and a:k forges.

thes empluyees arc oo widized
The elimare ol trust and delegaton w Jeaderslup roles wethin the
the school corporanon comabuses AT AN,
diccctdy v the mlenoficamon and
conponerment of the nexe geneeatem ot | .
leaduestop.
15 The supcrintendent The supeantendonr uses a vanety of The supeamcadent provides e supeomendent provades the The supeoniemdent pren sdes

provides formal and
infurmnal feedback 1o the
adminisisative tcam
with the exclusive
purposc of improving
individisal and
aiganizivional
perfonmance,

vreative Wi 1o petsvide postive aad
correchive Feedback o the admnssteatwe
teatn an A conststent basis,

The entire corpratien seflvers the
supemntemlent’s focus on accunue,
umedy, and specilic reoimgmion

The superecndent balaoces mdividual
recagmunn with 1eam ond corporanon
winde fecogminan.

Unfosrasal sl foemal posin e feedback
kel to corprooranion praals

sepolae formal feedback v thie
admoisiranve team amd peovides
wiinatal feedback w reetfocce
elfecuve and hepglly elfecmve
perfirmance.

o regpired Foonal feedback
to the adumnnestrative e,

Inlormal feedback < sicca<ismally
provuded.

nu mafonmal of foreal feedback
1o the sdommsteanye e
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Indicalor |

Highly Effective (4)

Effective (3)

| Improvement Necessaey (2) |

Ineffective (1)

2.0 Instructional Leadership — The superintendent acutely focuses on effective teaching and learning, possesses a deep and comprchensive
undesstanding of best instructional practices, and continuously promotes activitics that contribute to the academic success of all students.

2.1

The superiniendent
demnnsteates the vse of
student achievement
data tn make
instructinnal leadesship

M supeenemdent can sprafically
docoment examples of decrsiom
theonghout tie corporation dhar have
Ieen made on the bass of daa analvos.

e supersrendem has coached selonl
adimmstrators 1o amprove therr data
analvx

The saperisrvadent wses
nmudople data sinieecs, melinhng
ate, corpueanon, school, agd
classrmm assessmoents s Jata
analyss,

Pl ~upenntencdent
sestemancally examngs Jara o
find seeengths and weakoes<es,

The supenmntendont emprvers
teachimg and admustratve ~atl
ey ..—P-F:::-:F. pin iwitics fronn
data.

13003 analysis 1s sepnlarh abe
<ulyect of faculiy mecungs and
presfessumal developuca

SussHMIs.

The supeanteadent ts aware of
stte, corpassation, and chonl
results but few decsions ave been
Jenked 1 the cata,

The supenntendens docs not
wiilize dara to mahe
dectsinns,

The superintendent
demonsicates evidence
of studeat impruvement
throuph snedent
achicvemuent resuls.

A comsistent recnd ol impeoved
shuddent achicvenent exists on aulnple
undicators oof soudens suecess.

Student snceess sceurs oot enly an ihe
wverall averages, but i cach subs geomp.

[3ata analysss fromm prinr vears mdices
that i supeantendent has focnsed vo
mprving perlnmmance, The
supemitendent apgresavely establishes
comnnunus gronvih standards moving
purforaance b b exemplary Jevel.

Fhe supeantendent reaches the
naegeted peefiarmance paals for
student achievement

The aveeage of the stndem
popslaton mpraves, as does she
achwvenent of vach suh proup
ol stadenes,

Soone cvidener of improvement

, but i petienal, there s lack
of mectng ~tudent achirvement
goals,

T supemmendent sabes no
sespernsalnling for the dary
unigomes.

e supermiendent does nen
helieve shoa stodent
aclicvement can inprane

Fhe supeanrendent s no
taken deciswve action 1o
utipron e stadens
aclucvemens.

)
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Indicator

Highly Effective (4)

Effective {3)

Improvement Necessary (2)

Ineffective (1)

23

The superimendem
uctively soliciis and uses
fecdhack snd help from
ull key stakeholdess in
arder to drive stndent
achicvement,

T supermtendent regalatle surveys
and seeks support from il siakehnbders
m the schonl corporation i regands
wnprosvenment of snndenr achevement.

Tl supeemtendeor frequenily
seeks mpat fron vanos

stakeholders my marters related o

e wupesreement in ~tudens
achwvemoem

he supermtendent rarcly secks
mipat fun vacsons stalicholders
maters eclated i the inprovement
i tudent achiey ement.

The supermtendent secks o
—-_—.—-— _.q:..: VAT
stakehiolders and miakes all
deeisinns celated to the
Mprevenient n stindent
acluevement mn solanon

Indicator

i Highly Effective (1)

Eflective (3)

| Improvement Necessary (2) |

Ineffective (1)

3.0 Personal Behavioe = The supecintendent models personal behaviors that set the tone for effective organizational leadership.

31 The superintendent The supenmendent s an exemplary Oy a repulie hases the Occasonally the supeontendent The supensiendens does mn
mudels peofessional, wodel ul appropeat: prodessiona supeemtendent di-plavs has nor displaved appropran displav appropesic
cthical, and respectiul hehavioe and expects hke treatinent, appropesate poofes-omal profesaomnal behavior professiomat belavior.
heliavive at alf imes and behavine
expects the same
hehavioe fram others.

32 The superiniendent The orgamvation <kills ol the The ergaozamm <kills ot the Tasks are managed sty hsis of Tasks are managed v a
organizes lime and <upeantendent SEPPOE I A e suprimtendunt alkis for soame milestones and deadhnes, bue haphaeard fashina.
prioritizes tusks for and ceeanve activiaes that myolve ofl MOV, some e w engape | peacdieally, non complewed on
effective leadesship. of thie beadessinp seakeboldees m the i Jeaderslup acovines amd e Theee 92 hntle o ao evidunce

CEHPUEAIND mymmal collabogaton with of cseabbislied ¢ aclueved
puople st all Tevels. s or deadlnes,
The supenmtendent mcarporares
prenect mianagement skdls alung wadt | Muost fasks are managed aod
a ~vstens thunkeng, a5 woll as denaled, | complered by the supermendent
fellow-up procedures to cnsuee i on ammdy b
clfeenve comporaton decsions are
made.
g

)
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Indicator

Highly Effective {4)

EMective (3)

| Improvement Necessary (2) |

laelfective (1)

4.0 Building Relationships ~The superintendent builds relationships to ensure that all key stakcholders work effectively with each other to

achicve organizational results.

4.1

The superintendem
actively engapes in
communication with
purents anl community,

There es elear verdence ol
communscamm with pareans and the
commty.

Surver data s utilized we myeasare
parents snd commumty aembers
viewpones of cducanensl objectwes

The supeamenden wses relanonslups
andd shonol/conuniey pactnerstups ue
affect commumity-wide chanpy tha
tmproves Both the community aml
work of the schoml cowpocanin,

e apermtendont manapes on ever
bnesadening portfulio of pacneetaps
and collsburanens that suppon e
steaepac plan of (e sl
Lorparatiem

There s somme cenlence wf
comummcation with parents
amd e commumn

The suprantendvit secks om
and creates new opporamies
Vosr meanmngful parenerships aml
has built some collaboranuve
relatnnships

The supeamenden assumes
andeedup roles m commumiy
QUMUTEHITE AN

Schal, commuiy
COMMMRKEIHIRS re nat ated
bt supeamtendens

The supenntemdent rarely secks or
creates meanmgiul pactnesstipe or
codlaborauve cclammstips

The supermtendent oceasumalle
PICTCIPALES 10 Communety
argangzanons but does nor become
actinv v invebued,

The supeontendont does et
by geoips anad povennal
pastners wulun the
oty

The supeaniendem fals 1
ensnre that paccns and
CHIMIMIINY LIS are
comducied.

The supenmvendent Dils 1
mieeact wish parent< and
commany peoups that have
s ermcal tole e duvclopung
suppune for the schiw
-....—.—.-:-n-_.-:

4.2

The superiniendent
forges consensus fur
chiunge and improvement
tkroughout the schoot
nEpusalinn.

The supeaniendent wses effecave
steatepes o achieve a consensas for
chanpe and impowveaent

Vhe supersrendent guide athers
Mol eliange and addiesses
restshane o thar hange

The supeontemdent svsteamcally
montors, msplements amd sustans the
steategies for change

e supermteadeny uses
elfective steatepies to wark
wncatd a consensns for chanee
and improvement

The superatenden direers
chanpy snd improvesment
processes seounny the albes
neeessan b supporn the dange
effowe. .

e supemmemlent monioes,
implement< and susiams the

serateeies for cluogy.

The supeomtendent vecasmmally
nlennifics areas where consensus 1
Hetessan

Areas of Advange that are Wlennficd
as neediog conscasas Tus ver w
mnplement a process for chaonge
and mmpriveient

Stemegaes for change are not
unplemented angd unsucces-ful m
H::—Z-H.c-:--.

e <upernntemdent - 1
fippe consensus fin change.

Fanls dor nlennnfe areas m
which agecoment and/or
LONEEISIN I BELENSI .

Raecly or never develops 3
process e chanpe andfor
Wmprovement

Rarely or never seeks
feedback or secnees
n.:._.z..q.._._::.
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__Indicator

Highly Elfective (4)

Effectve (3)

Improvement Necessary (2)

laeflective (1)

4.3

The supecintendent
undeestands the role of
the superiniendent in
engaging the public in
controversial issues.

e supermecmbent comsisgenth
cmploys & vanen ol stratepies W
resolve conflicns and forpe consensis
withn the <clool commumty.

The superimendem comsistenthe
witomepes apuen dislogie, comsaders
diverse ponts of view, and expects ihe
admmustrnive wam 1o memor s
plulersaphy

The supermicadons sesolves
conthcers and foepes conscnsus
watlun the schinol communiny m
A comstrucive and sespeerful
e,

e supenmendent freguemly
encrrspes apen dulogae,
comseders dverse ponns of
view, amd often expecs ihe
athmnpiran e wam 1o mentoe
this phitesophy

The supenniendent conploys a
liematcdd aumber of strarcgies e
sanlve confliers and foege
comsensns withon thie schael
communiy with lisited suceuss.

The aupermtendent
Fails b resalve confMicts ar
furge comsensus witlna the
sehond communay.

The supesinsendent keeps
the schaol buned
infernied on issucs,
needs, and the overall
opecarinns of the school
curpuration,

The supennindent cenmunicatys
with all schonl premliers rounnely,
v A vaoety of metbods.

The superniendent
conrmmmcates wath all sclioed
heard membicrs periodically

e supeontembent commmumeanes
witls weleetenl schendd brraed
mcrbiers onle on an cmeneney
Lasis,

The supenniendent hias
mimal compumcation waly
the sclund bnard owrsade of
meeimps,

4.5

The supesintendem
chcourages open
communication and
dialogue with schoonl
board members.

The supenatendem bas created 2
cultwre where mput and feedback from
all sehoml hraed members s haly
<tighe and eacoeaged

Thw supertendent engiages w open
discussion withy the schonl hoard on a
conasiemt bass,

The supermicndemt seeks mput
amd feedback frovan all cchond
Ieard anemliers on a frequent
a1~

The supeantendent sech mpat
and feedback friun only 2 few
schoet uard memlers

The supeontendunt rrely
recks mput from the ¢l
hoaed s sakes decisime
wimbaiceath

4.6

The supeninicndent
prowides ihe school hiourd
with a writien agenda and
background material
before cach board
mueeting.

The supenneeadent creares an ageads
i poonmzes wems eelared o soedent
achcvement and couraiun poals

Complere amd thoraugh backpoond
marenal 15 provaded so it the board
can mahe an mfonned decision.

The supermtendens ceeates an
agetily that counnely focuses om
student acluevemuns ssues and
cosnTiliug x..u_v.

Naleguare background macral
s prowvuded we allow the buard
wy make an mfoemed decsum.

The supeantendent cecares an
apenda thay acesswmalhc mglndes
nons sebaed 1o sendens
achievement and _.-:-.—--—..p.—-. L]
pasals,

Farmgeend backgrowml matgral 1
priwaled,

The sepermuwnden creares
an agenda s ficnses onhy
om operanoaat matters and
provubes meolficoen
backgronnd wateral.
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Indicator

| Highly Effective (4)

} Effective (3)

| lmprovement Necessary (2) |

Iocflective (1)

5.0 Culture of Achievement — The superintendent develo

vision of success for every student.

Ps a corporation-wide culture of achicvement aligned to the school cotpotation’s

31

The superintendent
cempowess loilding
leaders to sct rigarous
academic und behavinr
expectalions for every
student.

The supermitendent leads and invobves
the admnnsteetn e weam m
coamprelicns e ammal analy ses of
schoal il comecatiem perfonmane.

Muluple data soureces are ntibized
aatere corporanu and schools’
steengths and weakniesses ad 3
collabnratve porcess 1 gsed o develop
fscsed andd sesules arreoed goals,

Elear expeciations are esiabilished and
adminestramrs aod cduearors are
powidut differentiated resenrrces and
sapport 10 diagprepate data snd e
st o sdennfving and meety: cach
student’s academie, soncral, enpstinnal,
and hchavioral needs

e supemucndenr gudes
adnmseearve 1eam m an anoual
analeas ot schoot and
compuratmn purlinmance

Regmred data somrces are
uiilized 1o analvse the
carperaon and «ch
steenpths and weaknesses and 3
collaboranyve process 15 wsed 1
develop measurably goals.

General expeetations are
cstablished and admmeseeatiars
and wducanrs are provaded
iffeannanal resonrees and
suppreet 1o dwapgeepate dara.

The supermendenmt prowides
sl dascctieny Jor thie
adaninseean ¢ wam man ol
analtses of school aod corporanon
pecfomance

Lanuted data seaerees are used b
develop goals which are nm
focasal or measurable,

S espectanons ane establshed
atd Ioninad resources and
oeeasional supponts are provided
i suppesrt the disagpregamm of
data.

I sapeamicdont provides
wen diccci lor th
shanetranve wan moan
anonal anabysis of sehewl
and conuiraimn
prefonnance

Sero dana sesmrges e wsed s

The supenmienden does
nong extabbsh expectanons or
peowide the aecessaey
suppart for the
disagprepauom of dava.

wn
=~

The superintendent
estahlishes efparons
ueademie goals and
priaritics that are
systematically
manitnred fae
cantimnus
improvemnent,

The sepermcmdent repalasdy reports o
the progress of agntons acadenic poaols
and corpoestion acudemnig panates that
bave been estabilished by dhe
supermtcadint and approved by the
<chiont hinard

The monnonng of goals and repgulae
cevismg amd upalaneg of such plans s
2y enponig process conducted Iy the
supeantendens sl the bired,

Thewe agestons acadeime goals ase
shared thaoughont the <chenl
convinny theongh mulople
CrHMnC M v.@.(‘r._-:u

The supeantendum has
presented poals for boaed
apprn al thar cleatly aroculare
1he semlemuc ngor and
acadeamic prsnues of the
COTPUITMIN ' ProErS

Approved poals e the leonl
are shared and avalable foe the
i cotnanuntiy

The supesmtcndem has
vccasmally made some reference
10 acudenne poals sl schund
WIPEOVEINENE Pronttes

There are some goals establnhed
Lot wene thae were approved by
the brard

The supermicndent has an
geoals and na schon)
npirnvenient poonies
estblished for ihe
CopuITation.
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Indicator

Highly Effective (4)

Effective (3)

Improvement Necessary (2)

loefTective (1)

The superiniendent
easures that all stedents
have Ml and equitable
access to educational
progeams, curticnda, and
SUpport sysiems.

The ~uperntendent establshes chear
expectatms and provides resoprees
that enable sulimaniseraroes anel weaclhers
o wdennfy cach <student’s acadenue,
sognal, emonenal, and helavmral needs

The supermvteodent esiabhishes
clear expectatiens and pronsdes
resonrces that coable
alimmisiemors aml reachers to
wWennfe s myonr of sanlents
acadenne, social, cnotmal, and
behavioral weeds.

The supeamcmlent esiablishes
pencrat expraannns aml reamries
are not allocated an thie basis of
any sdennificd needs of stndents.

The <upermtendent docs n
estabilish ulear expreeane
aned sesmprces ane not

allocareed eny the hasas of any

wenaificd tueds ol steedents,

Fhe superiniendent
expuects binilding leadess
10 huild productive and
sespectful selationships
with parents /gnardians
and engape them in
their childsen's leaming.

The supeontendent wts clear
expeetatoms amd posvides imalnple
sesoarees o suppon sdasersisao s e
consistenily and repulashe cogage al)
Families an Gacibianing theiw childien's
leaeming at sehudd aod e

The supenntendent sets peneral
exprctaions amd provales
adeguane sosntrges for
adimniseegtoes gy regalagle
enpoape Damthie i Dolitatng
thewr claldeen’s leammg at
school aml henne,

The supeanicadent sets aimsmal
exproiatons o provide:
oreesmal resonieges for
achinmestrators o cogape Dnvbes in
Gacaheanng ihewr chibdren's lesrmg
at ~chood and hewne

e supenniendent doecs e
A0 eapeetInms vir provede
resenrces for admunsaratoes
o eepolarly comonmcare
wathe fanuhes on wavs 1o
facidseare therr childeen’s
learnsng at zchonk and bome

)
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Indicator

Hi Effective (4

6.0 Organizational, Operational, and Resource Management — The superiniendent leverag
management skills to support school comporation improvement and achieve desired educa

Effective (3

Improvement Neceasary (2

es organizatienal, operational, and resousce
tional outcomes.

Ineflective {1

6.1 The superintendent
employs Lacueal basis fue
decisions, including
specific relcrence to
inteenal and exiernal data
on student achicvement
and ohjective dat an
curgiculim, 1esching
praciices, and feadership
praciices.

Deerons that are wade are nether by
cowr=ensis fowr by leader<bip mandare,
bt apc comtarstently Based va the dara

Dana, from a wile ranpe of sousces
mchading quabianve aod quanitn e,
are relesencald i all deosins

Nunerons examples of pracaces hae
have heen chunged, decnomnoed,
and or itased based on dats anglyss
et he produced

Mot dueranns that aee made are
ucrther by ennseasug nor by
leadershup mundaie, ber srg
comstonth Based oo il dara

13ara, fbom Lot waurces ane
referenced m sl deeranns.,

Several examples of prcucs
thae have heen chanpad,
discomtimcd, and /o st
basual on otz analyas can e
privluced

A few deersums thar are made an
aather by consensis aor by
lemberstup mandire, bat an
comsistentls based on i darn

Para, frem limited sources are
seferenced w some decinne,

Maminal examples oof pracices that

Bawe heen ehangal, discontmed,
aml; or imtated Lased on dana
amabyses n e pronducaad

Paea s sy aved fen
thcemms.

Mot dearson« are made
sl on perconal viewpomts
o Wl o popubar at e
T

6.2 The superintendent
demnnsiraies peesonal
proficiency in wechnulogy
implementauion snd
utilization.

The supcrmtendent creare: aew
oppacisntes foe wehnnbipneal
learmng and empoers the
AdINSIEANVE fea 10 Er ew
chanlopy nunanves

The cnperustendent serves s a mondel
(o wechnulopy nnplementation

Fhe supenateadent comzisiently
uithzes sechnoligy watlim
T Sver dady cesponsabilities.

The supenmendens
deimmsirsies elforg toward
seevang s 3 omaded Bor
technliey miplemeniamn

Ve supermiendent sccastonally
utdlizes technology within besfher
daily respomabilines.

Theee v hole o o evidence of
the sipermteodent takiog
puesonnal ot 1 bearn pew
teclinedepy

the supenntendent has
limredd wee of iechnediogy
wirha hes/her dady
eesponsifine,

The supeantendent docs mw
serve 353ty for
technology enplemenianon.

6.3 The superintendent
oversees the use of
practices for the safe,
cfficient, and effective
operstion of the schoal
curporation's physical
plant, cspuipment, and
auxiliary services (e,
fisrd seevices, student
transpartation).

Fhe supennicndeny cisures there aee
updated procedures m plice 1o
address the safen of student- and

seall.

The supentendent crsares sialf s
prospetly 1ntinal nd competent 1
carev ot thear dunes with respeet o
the comporation’s plivsacal plane,
PJ——_-—.:-—P._.:. .--.n— n--?-—_.‘-—.u SCIVIOLS,

Penmubic reviews of these procedures
are an place sd oecessagy agnons are
LAk 1 ssddress aperatiena)
deticienges.

The supesmtendent onsures
there are procedures m plice i
address the <alery sl sadvans
and siaff.

The supeamcadem onmwly
provades opponmoiies for <all
teannap i order 1o canny o
ther duties wali respect o ihe
corpuration’s physical plan,
cappment, and auvbory
SETVICES.

Penndic reviews of these
preoccdures are oo place.

The supermstendent has mmimal
procedures m place 1o addecs: the
safer wl sadens and ae00f

The sopermiendens providis
wammal spporimiies foe seaf€
e 1 eordue o arne o thare
Jubiss with respeer tothy
woepuration’s physieal plane,
cyuepment, amd avsihan scRaces

There are occasinnal, ynschedoled

reviews of these procedures

The superentendent s e
proceduecs i place 10
addres< the sstery of soudents
anel »eal,

The supennteadent pravides
e oppocitnities for stall
tramng i order
e dntwes wirly respect w
il corpocation’s phy
plant, cyugprene, amd
ausiliary sesvices
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ladicator

Effective (3)

lmprovement Necessary (2)

Incflective (1)

6.4

The pupecintenden
pevvides sesponsibile fiscat
stewardslip,

Imn—.?m—?nmqog
Tl supeestcodens snamtans 2
fiscally sonnd financial budger,
wonaees expendinres 1 be wsed 1y
an efficient manoer, amd reallocaies
thene savimgs s lidp the Corpurratien
athueve s suratepe prwonnes,

Data s prowduced and shased wih af)
stabeholders whneh cefeer die posiive
inpact of reallocaial resenrees 1n
achweving stemegie panos.

The supermrendent has eseablinhed
pProcesses ioomgresse fiscal resonrges,
e.gne geants, donatos, amd

[u] LU LLETTEETL N FLERR T (W TS

The supesmcsdens manmtams 1
fiscally <onaml Ginancial et
Moo expemdsiures o by
wsedn an efficens manner, amd
reathoeates those savimps 1o help
e corporaten aclieve is
SIEMCRIE priomiics,

Dawa s produced which eeflecr
s psitive anpace of
realhicated recomreesn

ackicviog stearec (TR

e supernrendens Lack-
proficiency 1o hudpgeeary practces
o focus resimrces on strategc
G

Minmal data s produced 1o
suppon reallocared resonerees.

The supenncendons dons
demonsieate sonnmld, fiseal
~teward:lip

6.5

The superiniendent
demonsizares complisnce
with legal sequiremems.

The supeaaiendent denvomsirires an
niderstanding of e lepal standaeds
and hoaed palicy reguirements of the
curprocationt, and consistently adheres
toe thaose standands and ceguiremuvats.

The supenmeadent
demonartes an awarcnss of
the legal stambaeds and Twsand
policy reyuiements of the
>choal compurtnm and generally
adheres 1o tdhose stndards and
FERUICICnTs,

e supesmrendent has lmsted
ke Todge of fepad seandands
and.or beesed pobicy reguirements
and aceasiwnatly alhcees o diose
stambards and ecquirements.

Uhe <upeemiendent has
stwnvnal ke fedpe of kepal
starmlards and, or board
Probiey eequtrements am)
racele sulbyeres 1o thosy
standands and reyurenians,
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Indiana Superintendent Evaluation Rubric and Goals Score Sheet

1.0 $3umon Capital Yanager - The supsrintendent uses the role of bumon tapita) manager to drive improsemeats In
huildiog lender effzeiivencss nnd student achieyement,

Indicaine { Eliphty Efizclive (4) Elfective (3 trmprovement InefTective (1)
Necesvars (2)
.1 ]
2 % g [m]
3 § o]
14 ] (]
13 i O
Score

2.0 Enstructional Leadesship - The superinlondent aculely focases on effective dzaching aad dearning, possesses o deep
und comprehisnsive understanding of hast instroclional praciices, ond conlineously promotes astivities that contridude 1o
the academic succzss of all sjudents,

Indicater | Mlighly Effective {4) Eflective (D) Improvement Inefective (1) Category Score
Necessany {2)
2.0 (] l ]
33 [} ] i [
13 ] =] |
Stare

3.0 Persean! Behavior - The superinizndeat medals persoaal bebaviors thal set the tnne for effeciive organizational
leudership.

Indicator | Iliphty Effective (4} Effective (3) Improvement Imelfective (1) € atepory Score
Necessary (2)
3 ] ] J H
3.2 0 ] )
Score

.t Building Relationships =The superintendenl builds relationships to ensurc that all key stakeholders work cffectively
with each other to achieve orpunizutional results.

{ndicator | Highly Efective (4) Efective {3} tmpruventent Ineffective (1) Catepory Score
Neeessan (2)
1.4 1] [ )
12 ] ] ]
33 8 ]
34 N 8
45 |
15 ] ] (=} ]
Seore

5.0 Culture of Achievemznt ~ The superintendzat davelz=ps a corporation-nide culivre of achiesement atipned to the
school carporaton’s vision of sueesss for every student.

Indicator | Wighly Effective (4) Electine (3) tpreventcad Ineffective (1) Categnry Score
Neceasan (2)
5. ] 8 ] (]
52 E —
. 5
54 ]
Score

6.0 Orgsnizatinnal, Operatioant, and Rzsovree Managemenat — The soperintendent leverages erganizatinnal, operational,
and resenree managentent skills lo suppors school corporation improvement and achieve desired educativaal vutcomes,

tndicator { Mighly Elfective (3} Effective (3) Improvencat Ineflective (1) Category Scnte
Necessary 12}

c
Uh&ﬂﬁ

| Sunzristendents Goals/Dbisctives

Goal/ Dighly Ffective {4) Fifeeiine () Improvement Ineflective (1) Catepory Score
Ohijective Necessan {2)

-
| [m]

EDJDDDD
(I

Evaluator’s Narne or #
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Final Summative Rating : Superintendent

The following weights will be used to determine the final Superintendent rating:
Superintendent Effectiveness Rubric (SER}) 90% (.90)
Corporation Letter Grade {CWLG) 10% {.10)

The final summative score is calcuiated using the following formula :

SER rating X 90% (.90)

CWLG rating X 10% (.10} *
Final Summative Evaluation Score ]

*CWLG will be used to hold the Superintendent accountable for student growth.

Certified Stoff’s Finol Rating falways round up)

Ineffective 1.00 - 1.74
Improvement Necessary 1.75 - 244
Effective 2.45 - 3.44
Highly Effective 3.45 - a.00

Final Summative Rating

Superintendent’s Signature

i have met with my evaluator to discuss the information on this form and received a copy.

Signature: Date:

School Board President’s Signature

| have met with this Superintendent to discuss the information on this form and provide a copy.

Signature : Date:

Bl2
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Overview

What is the purpose of the Principal Effactiveness Rubric?

The Principal Effectiveness Rubnic was developed for three key purposes:

To Shine a Spatlight on Great Leadership: The rubric is designed to assisi schools and
districts in their efforts 10 increase principal effectiveness and ensure the equitable
distribution of great leaders across the state,

To Provide Clear Expectations for Principals: The rubnic defines and prioritizes the
actions that effective prinaipals must engage n 1o lead breakthrough gains in student
achievement.

To Suppon a Fairand Transparent Evaluation of Effectiveness: The rubrc provides the
foundation for accurately assessing school leadership along lavr discrete profictency
ratings, with student growth data used as the predonuinant measure

Who developed the Principal Effectiveness Rubric?

A representative group of teachers and leaders from across the state, along with stafl from
the Indiana Depariment of Education {IDOE), contributed to the development of the fubrnic.

Fmal -8/1/2012

—

What research and evidence support the Principa) Effectiveness Rubric?

While drafung the Principal Cifectiveness Rubric, the development team examinet

leadership lramewaorks from numerous sources, including:

= Achievement First's Professional Growth Plan for Schoal Principats

* CHORUS's Hollmarks of Excellence in Leadershup

* Clay Chnistensen's Disrupting Class

*  Discovery Education’s Vanderbilt Assessment of Leadersiup in £ ducation
* Doug Reeves' Leadership Performance Matrix

*  Gallup's Principol Insighe

* ISWLC's Educetionagt Leadership Policy Standards

Kim Marshall's Principot Evaluation Rubirics

KIPP's Leadership Competency Model

Mass Insight’s HPHP Readiness Model

National Board's Accomplished Principal Stondords

New Leaders for New Schoals’ Urban Excellence Fromework

NYC Leadership Academy's leadership Performance Standords Maotrix
Public impact's Turnground Leaders Competencies

Todd Whitaker’s What Great Principals Do Differentty

® & & & ¢ ¢ @

How Is the Principal Effectiveness Rubric organized?

The rubricis divided into two domains:
Domain I: Teacher Effectiveness
Domain 2; Leadership Actions

{VAL-ED)

Discrete competencies within each domain target specific areas that effective principals

must focus upon.



What about other areas (e.g. student discipline, school climate and safety)?

It 15 undemable that a principal is required (0 wear many hats, from instructional leader and
disciplinanan to budget planner and plant manager. As the job becomes more demanding
and complex, the question of how to lairly and effectively evaluate principals takes on
greater importance

In reviewang leadership framewarks as part of the development of the Principal
Effectweness Rubric, the goal was not to create a ponapal evaluation that would try 1o be
alt things to all people. Rather, the rubnic locyses unapologetically on evaluating the
principal’s role as driver of student growth and achievement through their leadership skills
and ability 10 manage teacher effectiveness in their buildings. Moreoaver, this focus rellects
a strong belief that f a principal is evaluated highly an this particular instrument, he/she will
likely be effective in areas not explicitly touched upon in the rubric such as schoo! safely or
school aperations.

This 15 nol to say thal principals should not be evaluated in these other areas. In lact,
schools and districts that elect to utilize the rubrsic are encouraged to add or deveiop
additional indicators. Any additions should supplement, not supplant, the indicators already
outlined in the rubnic.

Fnal - 8/1/2012

How do | ensure the effective Implementation of the Principal Effectiveness Rubric?

The devil1s in the details. Even the best principal evaluation tool can be undermined by
poor implementation. Successful implementation of tha Principat Effectiveness Rubric will
require a focus on four core principles’:

1. Training and support: Administrators responsible for tha evaluation of principals must
receive rigorous training and ongoing support so that they can make fair and consistent
assessments of performance and provide constructive leedback and differentiated
support.

2. Accountability: The dillerentiation of principal effectiveness must be 3 priority for
district admnistrators, including the superintendent, and one for which they are held
accountable. Even the best evaluation toof will tall if the infarmation it produces is of
no consequence,

3. Credible distribution: If the rubiric 15 implemented effectively, ineflective ratings will
nol be anomalouws, surprising, or without clear justification. The perflormance
distribulion of principals must be closely monitored and a velicle established to declare
evaluations invalld if results are inflated.

4. Decision-maliing: Results from the principal evaluation must be lully mlegrated with
other district systems and policies and a primary factor in decisions such as how
principals are assigned and retained, how principals are compensated and advanced,
what prolessional development principals recewve, and when and how principals are
dismissed.

" tnfirmed by The New Teacher Progect's Tin 1 nder Etfect (2000).



Domain 1: Teacher Effectiveness

Great pnincipals know that teacher quality 15 the most iImpottant in-school factor refating to student achievem
leadership. Ultimately, principals zre evaluated by thew ability 1o drtve teaches development and improveme

ent. Principals drve elfectiveness throu

teacher eifectiveness

{ Competency T hghty Etfeciie [ SR e _Efectivels)

.. 1.1 Human Capital Manager .

b LLL Hirlng and Atlevel 3, s principat fullits \he criteria lor Lavel Principal recruits, hires, and suppants Weachers by:

3 and addiionaly:
Monitonng the ellectiveness of the sysiems
#nd approaches in place used 10 recsunl and
hire teachers,
Dermonstratng the atulity 10 nerease the
entirety or yignalicant majonity ol teachers’
ellectveness as ewdenced by gams in student
athievement and teacher evatuation tesults;
Articulaing, cecrting, and leveraging the
personsl charactensins assocrated with the
schoal's stated wsion {1.e. difgent indviduals
10 fit a nigarous school culture).

ralention

L1 Evaluation of #r Al Level ..In !l_..a_v-. Tutting .r-.......-:a_._- for Level
teachers 3 and addiionatly:
Montoung 1he use of t-me andfor evaluation
procedul ey to comsiently iImprove the
evaluation process,

*For new teachers, the use ol student teaching recommendations and data results is entirely appropriate.

Final - 8/3/2012

,n.r:mv...t...n-_:.n.ﬂ..._ fles teacher evat

Consestenily using teachers’ displayed levels ol
ellectweness as the prmary facior m recrunting,
hinng, and assigning deuivions,

Demomiraling sbibly 1o increase most teachess’
elfecivenesy as avidenced by gains m student
athievement and growth,

Algning personnel decisipns with the vision and
mispon of the school,

Creating the ime andjor resources necestany (o

ensute the accurate evaluation of every leaches in

the buiding,

Using teachet evaluationy to aeditly dillerennate

the perfarmance of 1eachers as evidenced by an

slignment belween teacher evaluation results and

budding-level performance.

FoRawing processes and procedures outhned in
the carporation eva'vation p'an for at: siail
membert

‘.

- _ A Improvement Necessary (2)

_ - -
Principal prioeilises and applies teacher
evalvations by:

Printipal rectuits, hires, and supports elfactive
texthess by:

Occatianally uiing teachess’ displayed levels
ol elfectiveness as the primary lactorin
fecrmting, hitipg, and atogning decvsons OR
using diplayed levels of elleciweness as 2
secandary lactor;

Demonsrating abiity 1o increase some
leachers’ cllectwengss,;

Occasionally applying the school's
viIsIon/ms40n 1o HA decisions

Ceatmg msullient 1ene and/os tesowices
neresiary (o ensure the accurate evaluation of
every leachar in the buildkng,

Usng teacher evaiuatians 1o partialty
ddlerentiate she performance ol 1eacher
Foowing most processes and procedures

outl ned 1 the corporanon evaluation plan for
a I stall members

nellective {1}

gh (1) their role as a huyman capital manager and (2) by providing insiructional
™ based on a system thal credibly differentlates the performance of teachers based on nigorous, tair definitions of

Printipal does not sectuit, hire, or wpport effeciive
1eachers who share the school's vislon/mission by:

Rarely or never using teacher ellectveness as a
lactor wn recruning, hinng, or assign ng
decnions’,

Rarely ot never demontiraung the ability 1o
ncredse teathery’ effectveness by moveng
teachars along ellectvensss r3lngs,

Rarely or never applying the school's
viyn/mession 10 HA decruions.

" Brincipal gags nat prioritire and apply 1eacher
evaluations by:

Fathag 10 rreaie the bme and/or royouices
hecessary la enyuie the accurate evalyation ol
every leaches wn the bulding,

Rately or never using teacher evaluation to
didierent.ate the pedormance of 1eachers
Faibng \o fokow alt processes and processes
ouikned an the corporation evatuation plan lor
stall membery

bl
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| competency

| Highly Elfective {4)

Elfeciive [3)

Improvement Necessary {2)

Inetectwe {1}

———

IYE)

and talgm
developm
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§ Prolassienaf
developmient
[]

Lta Leadership

, =
115 Delegation

Y Atlevel 3, 2 peincipal Totiie the triteria for Level

3 and additianatly;
Frequently ¢ g learning opy 28
which highly eflectve teachers suppon thew
peers

Moninnang the impac of implemanied
featmng opponuait-e; on sludem
achievement;
Elhently and Creatwely orchestratng
professmonal laarrung opponunit.es in order o
mauihire time and resoutces dedicated 1o
.m-:..:u opporiunitias.
! Atlevela, s v;ﬂ.ﬁ-. Tulfills vhe criteria for Level
3 and additlonalty;
Encouraging and supportng teacher
leaderstup and Progtesson on career ladders,
Systematicalty moviding opporiumines tor

enl

-

Principal orchesirates prolessiona) learning
oppotiunilies by:
Prousdng learnmng Opporiunibies 1o 1eachers
al gned to professonal needs based on student
academic performance data and 1eacher
evalua on results,
Providing leatning GppoTiunities tn a vanety of
fatmats, such as imsirucnional toaching
workshops, team meehings, eic
= Prowding dillerentrated learnng Opportuniles to
teathers based on evalvation resuls

Principal develops leadership and talent by:
Designing and wmplementing succesion phans {e g.
Career laddesshleading (o BWETY POYIION 1IN Ihe
schaol,
Providing foimal ang larmal apponunises 1o

Tng leaders 10 dutinguish th
and gwing them the dulhority (o complele the
task;
Recognung and celebrating emerging leaders,

" At Level 4, a peincipat Tulfilfs the crisaria for Level
3 and additionally:
Encouraging and 0
seek out respongibilities:
Maonitonng and Supponing Sall i a fashion
1hat develops their abuhity to manage 1asks and
iesponutubibes,

8 stalf bers 10

menlor emerging leaders,

Promoting suppor and entawiagement ol
teadershep and growth as evidenced by the creation
ol and asignment tg leadership poutions of

fearn ng opoorundies

* v-.:nﬂ-. delegates tasks and responsibilities
approprioiely by:

Seeling out and selecting stall members for
noreased responsibihly based on then
Qualidicavions, perdarmance, and/or etlecuveness,
Monitaning the Progiess lowards success of those
0 whom dalegations hyve been made,
Ptoviding support 10 stalf mermbers 35 nesded

Principal orchestrates aligned prolessional Jearning

opportunities luned 1o s1aff needs by:
Prowviding generalited leacning apportumipes
aligned to the #rolesvonal needs of ome
leachers based on student acadenmuc
perdoimance data;

= Proviching leasrng oppartumities wih htile
vanety ol lormay;
Providing ditfesentiatod learning
opponunities 1o Inacheis 1n 30Me measure
based on evaluation resuns

Pincipal develops leadership and yalant by
= Desgning ang smplementing succession plany
(e 8. caresr ladders) teading 1o some posnions
n ihe schoot;

v.nsq.an Tarmal and migimat opportumilies to
mealor some, but not alf, emerging leaders;
Prowding moderae suppon and
encguragemeny of lzadeistup and growih 31
evidenced by A5signment (o enisting leaderstup
poti withbut exgand E possible posions
to accommodaie emesging and developing
teaders,

Princlpal delegates \azhs and respansibilities
ppiopriately by:
Oeeanpnally seeking out angd selectng sraff
members foc increased fesponybbity bared on
thair quahiicanions, perlormance andfor
ellectiveness,
Monuoing complenon of delegated1ashs
and/fot responsituhbies, byy ot necessanly
Piogress lowards complation;
Prowiding suppont, but not always as needed

’ Principal Eancﬂa

" Prinelpal dogy not delegate 12shs and respansibilities

—

Printlpal does gl orchesirate aligned professional
lvatning oppartunities tuned 1o s1aff Neads by;

Providing genenc or low:quahty learning
Oppariundies unielaled to or uaniotmed by
student academac performance data;
Proviting no vanety in lormai of fearning
Opportumiies;

Faihng 10 prowde professiona) learng
Opportuaires based on evalusion results

P leadetship and talent [
Raiely ot naver desigmng and ..Sa_n.so:_.:n
succesvion plans g §- Chreer ladders leadeng 10
Positions in the school,
Rarely or never prownides
feaders,

Pioviding no support and encouragement of
leadersbp and grawth,

Frequently assigns responstnlities without
alocaung Recessary aythosy

mentorship 10 emetping

appropriately by:

Rarely of never seebing out and selectng seall
members for increated fesponsibibly based on
thew guahlications, pertormance, andfor
ellectiveness,

Raiqly or never monionng complenon of of
Progress toward delegated 125k and/or
tesponubrily,

Rarely or never provihng suppart,

|
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, Computency " Highiy Ettective (3] _ etecwve 13) Ii Limprovement Neceisary (2) - | melieqwe 3 "7 T = -
1.1.6 Strategic A Cavel 9, a principal fuilitg tha criteria for Leve) Printipal uses stall placement to suppon insteuction by: Principal uses sialf Placemnent 1o suppart Principal toes not use waif placement 10 tuppon
assignment’ 3 and additlonaly: Swategrally assigning teachers and ali to invtruction by: mitruction by:

Leveragwg teacher elleciveness to funbe: employmen posdians based on qudificaligng, Syslemanrcally asugmag teachers and siali 1o ALstgning veachers and s1af! based 1o
generate student success by as3gMng perdarmance, and d irated ellectveness employment posions based on severdl factors employment posiions purely on qual.hcatons,
teachers and stalf 1n professional learming lwhen passible) in a way thal supparts school goals wihout always holding siudent academic suth as icenye or education, or other determiner
communil g3 or olher teamy that compliment and maaimiies schrevement lor at studems, needs as the fyst MI0%ilY in assignment when not drectly relsted 10 studemt learning or
ndwidual sirengihs and mimmie : Strategically avugning suppart s1ail to leachers ang postible. Academie neads.
weaknesses classes as necessary 10 suppern shuden)

2chievemen)

- - - e - 5 - - - - . -
IR & Addretung At Loval 4, a principal fullills the criteria for Level Principal addresses teachers it need of improvement or Printipal addresses teachers in need of " Principal does wot address teachers in need of

teacherswha 3 ang additanaliy; insllective by: improvement or ingtfective by: impeavemenl or inelfeciive by:
are in need of Staying v haquent ¢ aton with Developing remediation plans with teachers ratad Occavronally Mmonitoong the success of Occasonal'y, rarely or never developing
improvement teachers an remediation plans 1o onsure as mneltective or in need of impiovement, femediat.on ptans, ramediation plans with teachers rated as
or inefleciive hecessary suppon, Monuonung the success of remediation plang, Occasionally Tollowing st3tutary and wnellechive or in nced of impiovement:
Trackmg semedanon pans in order 10nlorm Fol'owing statwiary and contraciual language in comractual inguage in tounsebag out or Rarely or never monionng the success ol
tulure decinons about ellectiveness of canain counseling oul or recommending {of dismiysal tecommending lor ditmussal inellective remedtat on plang;
supparts. wellective teachers leachars.

Rarely or ngver lollowang statutory and
contracivaliznguage 1n counseling ol ar
fecammending for dismissal inellecove i2achers

! This indicator abviously assumes there 15 ability of teader 10 make these decisions
Final - 8/1/2012 B
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Compelency { Highty Effective (4) { EHective [3) | improvement Necessary {2) | Inetective 11)
1.2 Instructional Leadership
1.11 Misyion and At tevel 4, a principal fullills the critesta for tevel Princlpal supports a school-wide insirucilonal vision 1 Principal supposts 3 sthool-wide instructional Principal dogs not suppon a school-wide
vision 3 and additionaly: and{or mission by: u vition and/or mission by: instructional vislan and/or misslon by:
Dehimng long, medium, and short-term Creanng a wision and/or muvon based on g specihe _ Creating a wiston andfor mission based on 2 Failing to adop a school-wide mgiruciional
applicauon ol the vision andfor mission, measurable, ambatious, ngoraus, and Gmely, specilic measurable, ambinous, ngaroys, and w00 and/er mission;
Mo g and me, B progress toward | nstiuciional goal(s); . twmely; insiructional goalis); Defiring 3 school-wide mstrucional vigton
the school's visson andfor russion: Cehnng specilic snstiuctional and behavworal = Mabing signiticant key decisions without and/for musion that « not applied 10 decisons;
! Frequently revisiting and discusing the vision actions hnked 10 the school's wisign and/or misston; alignmenl ta the visson andfor Aussion; tmplementing a schoot-wide nslructional wision
andfor nusion 1o ensure AppIopnalensss Entuning alt key decssions are al: ghed 10 the vinion Culisvating a level of commuitment 1g and I cudt! E C 0o ownership
and rigor, andfor nwision; ownership of the sthook's viston andfor of 1he vasion and/or mission, as evidenced by 3
Cul g complete ¢ o and Cultivaung commument to and ownerstup gl the mussion that encapsulates some, but not all, lack of student and 1aacher awareness
owneithip of the schoors vision andfor schoof's vision andfor mnsion witin the majonty teachers and studens,
mussion fully within the school and that of the teachers and students, as evidenced by the
SPreads to other stakeholder groups. wision/misiion beang communicaredl consstently
and in a vanety of ways, such as i ctasscooms and
expressed w conversations with teachers and
sudentt,
! 122 .ln.uz.oea ....>. Lavel 4, 3 principal fullilts tha critesia for Levat ! Printipat uses classroom abservations to support " Principa) zﬂ....u. classcoom observations to suppont ...-:_....__8_ uses claysroom obiervations 1o suppan
observalions 3 and additionally: tudent academic achk by: Ut

T1.2.3 " Teacher
cotaboration

Fuinal -~ Bf1/2012

Crealng system ang schedules entunng all
teachers are ltequenily observed, and these
observations ate underytood by the phncipal,
teachers, and students to be an abiolute
pruonty,

Monuosing the impact of leedback provided
o teachers

" vevel 4, 3 principal fulfills the criteria lot tevel

3 and additionalty:

= Momionng collaboralive eHons to ensure a
comtant foces on siudent leasming;
Teacking best col'aboranive practoes to solve
specilic challenges,
Holding collaboraimg teams accountable for
e results

Vasitang all teachers lrequently (annaunced and
unannounced} (o obierve mstruction
Frenquently analyzing student periormance data
verth teachers 10 disve snstruction and evalyate
mslruchional guahty,

Providing prompt and actionable lgedback Lo
teachers aimad atsmproving student outcomes
based on observations and student perdarmance
tala

* Principat -:E.B:u teacher collaboration by:

€stablishing a tulivre ol collaboratian with studem
tearning and achievement at 1he center as
ewsdenced by tystems yuch as common planmng
penods,

Encouraging teamwark, cellechon, conversation,
shanng, openness, and collective problem sohng,
Ahgning teacher collaborative eflans to the school's
visianfm ssi0n

student academic achievement by:
Occasionally visiting teachers 1o observe
wuChon,
Oecasionally andlyting student performance
dat3 10 dtive instruchion eva uale nsifuctional
qualiny;
Providing mconsisient or ineilective leedback
te1eachers andfor that 15 not aimed a1
improwng sluden) ouicomas.,

“orintipal supports tracher coMaboraii by
Establishing a culture of rollaboratien without
aclear ar erpl ot locus on siudeny learming and
athievemeni:

Supporting and encouraging tleamwork and
coltaboratien w a kmited number of ways,
Oxcas Hy aligning 1eacher collfab

elfonts tonstrucional pracices

academic achi by:
Rarely or never vinting teachess 1o obieive
Nniliucnon,
Rarely ar never anatyrng student perf nee
data OR facking abedity 1a devvg meaning {rom
analysss of dara,
Aarely or never providing leedbach to teachers
or consmtently providing feedback to 1eachers
that 5 completely unretated 1o student
out{omes,

ipal fgey not supy acher collaboration by:
Faring 10 establish o suppon a culture of
collaboraran through not establishing systems
1wch as ¢ plann-ng p fs,
Ouscouraging 1eamwvork, openness, and
coflective pioblem solving by fading ta provide
stalt with informanon pertavung to problems
and/or ignoning feedback,

Rarely or never aligning teacher tollaboranve
ellons o msiryctional pracisces _

7]
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Competency 1 Highly Elfective [4) - Elleciive 13) . Dimarovemant Hetesiary (2) inefiectva(y) T . _ -
_ 1.3 Leading Indicatars of Swdem tearning . — R — . _ - —
1.31 Planning and At tevel 4, a ptincipal fullills the crltens forteval | Principal supports the pi € and devel of Printipal supports the creation of Student Learning ) ..._.x..ll..u_ E -cuma.m .__”.ow:n: .ﬂ-cn-ﬂ-l ”
Creveloping 3 and sddhionatly: Student Learning Objectives {5104) by: Objeniives {SLOs) by Learning Ob|ectives by:
Student Utding 5103 a5 the bass of school wide Organ g ang leading opponumiies lor Otganmning, but oaly oics.onatly lead-ng or Fal ng 1o organtre/provide oppariuniies for
Learning Bca.s, and/ar \he visron and mission: toltaboration within depariments and acrois grades Panipating in opponunities for colfaboration, teacher collaboration
Qbjectives [« Alng with ¢ ¥ bers, n developing StOs, or developwig the systems ang procesies Failing to meet with teachess 1o look ar basehne
parents, and ather siakeholdory 1he puipote Collaboratng waih teachers 10 ennfy standaids o necessary for collaborat.on 1o oMLur dara, select aisessntents, and et SLOs;
and progress towards §L0s, shills to be assessed, onnu._oau.:.aa_-mga..su with leachers 10 Hot meeting with 1eachers thicughoul the year
Ensunng students are awaie ol and can CoMaborating with teachers 0 develop/ielect identily s\andards or skills to be assessed, 10 look at progress lowards goals
¢ ate the acad epecilabions 3setsments 10 evaluate overall student progress, Focusing on teachers with ensling common
mherent inveacher S10s, utsk ting asiessments that dccutately and rehably anessments, but ladng 1o helpthose whp
Empowering teachers, sall, and studenis to measure student beairung, need the most help in develop ng asyessments,
partecspate in the monilonng ol progress He.ping Leachers 1o assesy basetine sudent data 10 Working wilh teachers only occasronally
towards S10s, drve the development of SLO0s thay IPpLopHately thicughout the year g measuie progress
Revisting the use and design of leacher 3nd take students STarling powns into accoun, towards gaals;
schocl-wide traching toals. Systemancally working with leachers 1o monios Occasionatly ENUING most leachers uliliye a
and tevril 5L0s throughout vear as necessary. Wacking 1001 1o show student Progress OR
Vuhning 3 teacking tool 10 monitor schoal wide tracking 100k utitred do nol measure progress
progress on SLO4; 1owards SL0s
Entuting reachers utihre a tackang 100l to show
- . ; . — = . Sludent progress lowards SLOs. - R o i - i
1.3.2 Rigarous At Level 4, 3 principal fuMills the criteria fof Level Principal creates rigat in SLOs by: Principal creates nigor in SLD4 by: Frincipat creates rigor 1n 5103 by:
Studeat 3 and additionally: Ensuning 1eachen’ 5LOs deline deswed outcomes, Allowing 12achers to sy lower expeciations for Allawing lo1 outcomes 10 be benchmarked 1o feys
Learning Utihning ngorous SLOY 10 define and lead 3 Ensuning asvessmenis wied coirespond 10 the the growih of some students than others, and than typical growth,
Objectives 3chool’s wulture and sense of urgency, appropndie stale content standargds; Uus 15 vellected in StOs, Failng 1o assess batehne knowledge of students.
Establishing an on-pomng culture of loghng at Ensuring outcomes are beachmarked 1o hgh Astesung baveline data that may not be Faikng Lo setect assessments that e
dala and progress towards SLO3 mvolwng alf EXELIANONS, such at internalional stondards andfos ellectively used 1o assess tludents’ starting Ipntopnately aligned to content standards
stall members i the school regularly meetng typical 1o high growih; powns,
to 13l about data and muruciona pracince. Ensuning an analyns of Drevious yeai's student data Selecting and aligwing for assessments thay
s included in the development of SL0s; M3y N0t be approprately abgned to state
€nsuning 5L0s are locused on demonsirable gaint contem standardy
Students” mastery of academe standards ay
. B measuied by achievement andfor growh, 5 i _ i o _
" 1.3.3 ..f_:lu..:._n_a._u_ .r:- Level 8, a principal fullills the crfteria for Level Principal supports instructional time by: Printlpal supports instructional time by: Principat goes ngd suppon intiructionat time by:
twne 3 and additionally, Remouing al sgurces of disteactions of instructional Removing major sources of distractions of Failng 10 astablish 3 Culture m wh ch
=~ Systematcally monstors the e of ting; instruchional lime, mitiuchional e 15 the PrOnY, 33 evidenced by
nstructional time to create ininovatwe = Mromoting 1he sancity of mittuctonal time, Atempiing to promote sa nchily of discophne issues, attendance, interuplions ro
oppartunities for mereased and/or enhancad Ensuning every minute ol nHTuChional feme 1y nstructional ime but s hundered by ives the schat day, en;
nsrucnonal lime, manwrnied i the serace ol student fearmung and such a3 school discipline, tagk of high Rarely of never Promoiing the sanctity of
achievement, and lree from distracuions, expectabany, etc; nstructionat Gme,
Occasvonally allowing unnecessary non. Frequently aflowing and/or encouraging
instrucuonal avents and actwibies 1o ilerupt UARECRILANY ROM-NStruCliBNn| events ang
- o Insituctional ime. . 2 achivities Lo interrupt strucisonal time
Final - 8/1/2012 0]
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Domain 2: Leadership Actions

Greal puncipals are delberale in making decisions to raise student oulcomes and drve teacher eifecliveness.

Certain leadesship acions are cntical 1o achieving translormative reg

the tone for all student angd adul relationshps in the sthool, (2) buitding relationships (o ensure all key stakehotders work elfecively with ane another; and (3) developmg a school

schoal's vision of success far every student.

uhs. {1) modehng the personar behovior that seqs
wide culture of ochievement aligned 1o the

Level 3 and addionally;

Articulares and communicales
appropriate behavior 1o atl stakeholders,

_ intluding parents and the communuy,

_ Creales mechamsms, systems, and/or
Incentves Lo molwale students and
colleagues 1o display prafessional, ethical,

- andtespecifui behavior at alf times

Atleveld, s principal fulfills the critesia for
Level 3 and additionatly;
Manitoning progress toward established
yeaily, monthly, weekly, and dady
Prionties and obyectives,
Menitoring use of ime 1o identily areas

- .. _Ihat are not ellecuvely Ulilized,

At Level 4, a pringipal fulfilis the critesia for

Level 3 and additionally;

Developing and implemeniing systems
and mechanisms thal generaie feedback
and advice from students, leachers,
parents, community members, and other
stakeholders to improve student
perlormance;

Identilylng the most elficien; means
thiough which (eedback can be
Eeneraled.

Establishing “feedback loops”™ in which
those who provide leedback are hepi
mlormed ol actions 1aken based on that
feedback,

212 Time
management

2.E3  Using leedback
toimprove
student

perlotrmance

Final - B/1/2012
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Moadeling ptolessional, ethical, and respectivl
behavior at all times;

Expecing siudents and colleapues 1o display

piofessional, ethical, and respeciful behavior ;1

all iimes

tz.ﬂnm_ﬂ_ :..ﬂ.._unonl._ﬂ..i n__n.m.._n:cni by:
£stablishing yearly, monihly, weokiy, and daily
priorites and objectives;
identifying and tonsistiently preonitizing
aclivities wilh the highest-leverape on student
achievemen.

* Peincipal :.m« -nnnﬂuax lo _.._....3__6 .u.cn_n|=.

performance by:
Actively soliciting feedback and help from an
key stakeholders,
Aching upon feedback 1o shape strategic
phorities lo be aligned o student achievernent

| Failing to model professionalism at g1t
limes but understanding ol
professiona| especiations as evidenced
by not acling counter 1o these
expectations,
Decasionally holding students ang
colicagues 1o prolessional, elhical, and
—  fespectivl behavior expectations.
Principal manages time elteciively by:
Establishing short-rorm and long-tesm
obyeclives thas are not tearly aligned
and connecied by miermediate
abgeclives,
Occasionally prioniizas detivitiey
R unrelated to stedent achievemeny ’
Principal uses feedback 1o improve student
performance by:
Accepis feedback fram any stakeholder
when it s olfered but does not achively
seek aut such inpur,
Occasionally acting upon feedback 1o
shape siralegic priomties abgned to
sludent aclvevemen,

-+

[

Competency [ Highly Effective {4) | Efiective (3) | improvement Necessary {2) {_ineffective (1] ]
2.1 Personal Behavigr —
2.1.1 | Prolessionalism | At Level 4, a principal fulfils the crileria for Principal displays prolessionalism by ! Principal supports professionalism by:

Principal does not suppon prolesslonatlsm
by:
Failng 10 model profes stonalism a1 all
Umes, and occasionglly modeling
behaviors counter 1o professional
expectalions;
Rarely or never holding studenis ang
colleagues to professional, ethical, and
annmn::-_.n.-.mio_..n.._umzm:o:m. )
Principal manages time eltectively by:
Rately or never establishing timely
objectives or prignires,
Repularly PHOnUnIngG activities untelated
10 student achievement.

n..m._nmru» n. pes :lu_.,;u. feedback tolmprove
student performance by:
Regularly avoiding or devalnng leedback,
Rarely or pever appiying feedback 1o
shape prionipies

Q\J
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2.1.4  Inkiative and
persisience
Final ~ 8/1/2012

At Levei 4, a princlpal lnifills the celteria for

Level 3 and additlonally:
Exceeding typical expectatrons 10
accomphish ambitious goals,
Aegulasly 1dentifytng, communical ng,
and addressing lhe school's mos)
significan) obstacles 10 student
achievement;
Engaging with key stakeholders at the
district and state level, and within the
local community 1o create solutions to

the schaol's most significant abstacles 10

student achievement.

) Piincipal displays inltiative gnd persistence by:

Consistently achieving enpecled goals,

Taking an voluntary responsibilities thay
contribule 1o school syecess,

Taking sisks 1o support students in achieving
results by identifying and frequenily altempting
10 remove the school's mosi signrficant
obstacles to studeni achievement,

Seeking out potential Partnesstwps with proups
and orgamiations with the intent of increasing
studenl achievement.

Principal displays inltiative and persitience

by

Achieving mast, but npt all expecied
poals;

Occastonally taking on addilional,
voluntary responsibilitics that
toniribute to school success,
Occasianally 1aking risks lo support
students In achieving results by
aflempting to remove the school's
most significant abstacles 1o Studeni
achievement;

Infrequently seeking aul poteniial
Parinerships with groups and
organizations wilh the iment of
wncreasing student achievermen,

Principal does not display inittative and
persistence by:
Rarely or never achieving expecied goals,
Rarely or never taking on addilional,
voluniary responsibidities that contribute
lo school success;
Rarely or nover taking rishs 10 support
students in acheving results;
Never seelung out potential partnerships,

c7



* Competency i hy Etfective Ta)
i 2.2 Buliding Relavianships
b2.2.1 t Culiyre of

urgency

. AMle ..M.r.- principal lulfills the criterta for Levet
' 3 and addionally:

Fsueng the caljure off VIR 5 1§ - it angn
by vexebiatng progres whate mp ntatamg o
fovme n finlinped .mprovement,

i Communication Al Level 43 _zmx.nu_ Tuliils the criterla lor Level
! ' 3and addhlonally:
To tha extent passible, messaging key
concepls in seal ime
2 Teacking the impac ol interachons with
i stakebalders, revising approach and
panding scope ol ¢ un calions when
approprate;
Montonag the success of ditleren
approdches o CeImmunicating to idennly the
moit channel of ating
wi speoific Sluanons.

Al ....cn-h. 2 _.:..a.u-_.:.___:_— Ihe critesia lor Level
3 and additionaly:
Guides othars thiough change and addressas
fesstance to that change,
Mon tors the success of strategies and revises
based on sirengths and weahnesses,
Creates cultural changes that reftecy and
support butdng a consensus lor change.

Forgmng

comensus for
. change and

improvemen

Final - 8/1/2012

——— .I.uuﬂmn.m._:.nl_u_

.,_l-..?aﬂu_ﬂ.aw-a.- an o..nu....ruau..u_ a._.......i of urgency _uuh I Printipal n.-n-.u...u.rln.in:

= Abgning the eltaris of students. parents, teachess
| and other stakehilder 1 a shared denartay ol
duademi: and behavioral expuciainme
. Leading o satemila:, pyrun uf theiv enpgiiyreny.

+ Princlpal skilllully ang tlearly communicates by:

5 Messaging keyconcepts, such as the schook's goals,
' needs, plans, success, and {alunes,

Interacting with a vanely of siakeholdery, ntfuding
students, (anul-ey, ammunity groups, central oline,
teacher associalions, eve.

Utbting 3 vanety of means and dppioaches ol
ommunicating, such as face-19-lace COnversanans,
newslelters, websies, ere

T erincipal creares a cansensus for change and

L improvement by:

= Using eifectve siratepies 10 work lowaid a
Contensys for change and wnpiovement,

i Systematically managing and monitonng change

! procesyes;

Secunng taoperavion lrom key stakehglders in

planmng and tmplementing change and drwving

] wmpiovemeny

S e L

Principal shithully and clearly communicates by: ..z.:n_w._ daey n.m- shillfully gng ._-.!____

_{_tmp Mecessory (2)

¢+ urgency by:

_. Algownii magor effort: of Students ang

i teacher: 12 the shared understanding of
atadern. nd behav ral expectat.an:.
whil. [3.kng 14 ymy lude it stakcheldar .

© o "hraonally leadimg a purtun of theye
enperiations

e T P

Messaging most, but gt W, key concepts:
Imeracung walh 3 vanely ol sakeholders
bt not yet reaching afl nvested £roups and
Organitations

Unhaing a umuey nurnber of means and
approaches 1o communicaton

, Principat orgater a cansensus for change and
impeoverment by:

Identilying areas where agreement 1
: necessary and hay not yeq begunio
E implement steategres 1o achigve that
; agieement;
Managing change and mpavement
processes without building sysiems and
alhes necessary 10 Suppon the process,
Asking for leedback but nay yet successivl
N SeCunng Cooperalion in delveting inpuy
fiom alt stakeholders,.

iz3tional cubura of - | Principal dges nej creae an otganliational culture

. _laetiecyve (1) i

— =—a e —_—

of urgency by; s
Fave ¢r align elipts of Hludent ana
Irachers 1o a shared snderstonding il

' dtadern e ynd behawin enpec s,
g 4o wientily the etfurs ol tudenty 250
Lo ets, the . cnable pe tipen o ellyn

' communicale by:

| Rarely 0r never messaging Ley concepis,

i Interatting wath o himned number ol

g stakeholders and lathng 10 reach several hey
Etoupt dnd organiualions,
Nol ytiknng 3 vanety of means or appioaches
10 «ommun-aton OR mellectvely utiiing

1 several means of communicalion

Printipal does not create a Mn....z:.- for change
' and Improvement by:
- Fathng 10 idennily areas i whi.h ageeement

and/or consenus o necessary; ’
= Rarely or never Managing or devetaping o .
: mrotess for s hange and/for improvement, :
' Rarely or never sceking oyt feedback or
H SeCUrIng LoopeI3on - making undateral,
b trary decissons

1y
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Competency | Histty Citecive (a) | Etfective 3} {_¥mprovement Hecessary {2 | inetectve (1) N
2.3 Culture of Achievemen T}
231 ' High U At Leveld, 2 orincipad fullils the criteria for Principal ereates and supports high academicand | Principal creates and supports high Principat dogs noy ereate or support high
expectalions level 3 and addittonally; behavior expeciations by: _ academic and behavioral expectatians by: | academic and behavior enpectatians by:
Incarporating community members and Empowering teachers and staff 1o sel high and Seling cleat expeciations for student | Accepling poor academic perlormance
olher pattner groups into the demanding academic and behavior ] academics and behavior bui and/or student behawior; '
establishment and support of high expectations for every student; ' occasionally fatking 10 hotg sludents 1o Failing to set high enpecialions or sefs,
academic and behavior eapectanions: Empawenng students 1o set high angd _ these expectations, uarealisiic or unaltamable goals.
Benchmarking expectations 10 Jhe demanding eapectations for themselves; Setling expectalions but failing to
performance af \he siate’s tughest Ensuning that students are consistently learminp, _ empower students and/or teachers 10
perlorming schools; respeciful, and on yask; sel lngh expectations for sludent
Creating sysierms and approaches to SeNing clear espectations for student academic and behavior,
maonitar the level of academig and academics and behaviar ang establishig
behavior especlations, COngstent prachices across classrooms;
Eacouraging a culture in which Students Ensunng I1he use of Practices with proven
are able 1o cleasly ariiculate their dwerse effectiveness In creawng success lor all
personat acadeoc goals students, wncluding those with diverse
characleristics and needs.
232 Academic At tevet g, a principal lulfills the criteria for Principal establishes academic rigor by: Principsl astablishes academic rigor by: Principal has not established academic rigor
rigor Level 3 and additionalty: Creating ambitious academic goals and Creating academig Boals Ihat are by:
Creating systems to monitor the progress priorites that are accepied as fixed and neanng the eigor required 1o meet the Fating 1o create academic goats or
towatds ngorous acadenmic goals, immovable, school’s academuc goals, prinsites OR has crealed acadermic goals
ensuning wins are celebrated when goals Creating academic goals but and pnonties that are not ambitiows,
are mel and new goals refect occauondlly deviales from these Boals Consistently sets and abundons
thevements. w the tace of adversity ambulious acadesmg goals
2.3.3  Data usage In At Level 4, a principal fulfills the crileria for Principal utillzes dara by: Principal ulllizes data by: Principal does not ulllize data by:

leams

Final - B/1/2012

tevel 3 and additianally:
Data used as basis ol decision making 15
Iransparent and communicated to all
slakeholders;
Monilonng the use of data in fos mulating
action plans lo identily areas where
addiional dara 15 needed.

Orchestraung frequent and tmely team
collaboration for daia analysis;

Davelopng and SUPPOrting olhers in
formulating action plans for immediate
implementation that are hased on dala analysis,

— —

Qccastonaliy supporiing andfar
orchestraling team caltaboration for
dala analysrs,

Occasionally developing and
supporting olhersin fermulating action
plans for implementanon that are
based on data analyss.

e

Rarely or never orgamzing elfons to
analyte data;

Rarely or never applying dala analysiy 1o
devefop aclion plans

4]
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Final Summative Rating : Principal

The foliowing weights will be used to determine the final Principal rating:
Principal’s Effectiveness Rubric (PER) 50% (.90)
School Wide Letter Grade {SWLG) 10% {.10)
The final summative score is calculated using the following formula :

PER rating X 90% (.90)

H

SWLG rating X 10% (.10) *

]

Final Summative Evaluation Score =

*SWLG will be used to hold the Principal accountable for student growth.

Certified Staff’s Final Rating {always round up)

ineffective 1.00 - 1.74
Improvement Necessary 1.75 - 2.44
Effective 245 - 3.49
Highly Effective 3.45 - 4.00

Final Summative Rating

Principal’s Signature

! have met with my Superintendent to discuss the information on this form and received a copy.

Signature: Date :

Superintendent’s Signature

I have met with this Principal to discuss the information on this form and provide a copy.

Signature: Date :
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SRISE

Indiana Teacher Evaluation: Public Law 90

The 2011 Education Agenda put students first by focusing on the individuals who most strongly
influence student learning every day — teachers. Indiana’s teachers are hard-working and devoted to
the success of every student. It's time we treat them like the professionals they are and take special care
to identify and reward greatness in the classroom.

To do this, we need fair, credible and accurate annual evaluations to differentiate teacher and principal
performance and to support their professional growth. With the help of teachers and leaders
throughout the state, the indiana Department of Education has developed an optional model evaluation
system named RISE. Whether or not corporations choose to implement RISE, the Department’s goal is to
assist corporations in developing or adopting models that comply with Public Law 90 and are fair,
credible, and accurate. Regardless of model or system, evaluations must:

e Be Annual: Every teacher, regardless of experience, deserves meaningful feedback on their
performance on an annual basis.

* Include Student Growth Data: Evaluations should be student-focused. First and foremost, an
effective teacher helps students make academic progress. A thorough evaluation system
includes multiple measures of teacher performance, and growth data must be one of the key
measures.

* Include Four Rating Categories: To retain our best teachers, we need a process that can truly
differentiate our best educators and give them the recognition they deserve. If we want all
teachers to perform at the highest level, we need to know which individuals are achieving the
greatest success and give support to those who are new or struggling.

d|Paega
If you have received this document from any source other than the RISE website, it may have been altered
from its original version. For the official, and most up-to-date version, please visit www.riseindiana.org
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- RISE
Indiana’s State Model on Teacher Evaluation

Background/Context
RISE was designed to provide a quality system that local corporations can adopt in its entirety, or use as

a model as they develop evaluation systems to best suit their local contexts. RISE was developed over
the course of a year by the Indiana Teacher Evaluation Cabinet, a diverse group of educators and
administrators from around the state, more than half of whom have won awards for excellence in
teaching. These individuals dedicated their time to develop a system that represents excellence in
instruction and serves to guide teacher development. To make sure that their efforts represented the
best thinking from around the state, their work was circulated widely to solicit feedback from educators
throughout Indiana.

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

* Nothing we can do for our students matters more than giving them effective teachers.
Research has proven this time and again. We need to do everything we can to give all our
teachers the support they need to do their best work, because when they succeed, our students
succeed. Without effective evaluation systems, we can’t identify and retain excellent teachers,
provide useful feedback and support, or intervene when teachers consistently perform poorly.

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

¢ A new evaluation system will make a positive difference in teachers’ everyday lives. Novice
and veteran teachers alike can look forward to detailed, constructive feedback, tailored to the
individual needs of their classrooms and students. Teachers and principals will meet regularly to
discuss successes and areas for improvement, set professional goals, and create an
individualized development plan to meet those goals.

S|Page
If you have received this document from any source other than the RISE website, it may have been altered
from its original version. For the official, and most up-to-date version, please visit www.riseindiana.org
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S RISE

Timeline for Development

The timeline below reflects the roll-out of the state model for teacher evaluation. Public Law 90 requires
statewide implementation of new or modified evaluation systems compliant with the law by school year
2012-2013. To assist corporations in creating evaluation models of their own, the state piloted RISE in
school year 2011-2012. All documents for RISE version 1.0 were released by January 2012, and key
lessons from the pilot drove model refinement. RISE 2.0 reflects the refined model of the original
system.

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

Figure 1: Timeline for RISE design and implementation

10-'11 RISE version 1.0 version 2.0 Implementation *
‘11-12 Jan. 31,12 Aug ‘12 ‘12-13

/

* Note: Statewide implementation refers to corporations adopting new evaluations systems in line with
Public taw 90 requirements. RISE is an option and resource for corporations, but is not mandatory.

RISE Design Pilat and Refine Release RISE Release RISE . > Statewide

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

* Highly Effective: A highly effective teacher consistently exceeds expectations. This is a teacher
who has demonstrated excellence, as determined by a trained evaluator, in locally selected
competencies reasonably believed to be highly correlated with positive student learning
outcomes. The highly effective teacher's students, in aggregate, have generally exceeded
expectations for academic growth and achievement based on guidelines suggested by the
Indiana Department of Education.

* Effective: An effective teacher consistently meets expectations. This is a teacher who has
consistently met expectations, as determined by a trained evaluator, in locally selected
competencies reasonably believed to be highly correlated with positive student learning
outcomes. The effective teacher’s students, in aggregate, have generally achieved an acceptable
rate of academic growth and achievement based on guidelines suggested by the Indiana
Department of Education.

BIP"\'I.-.',I'
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= RISE

¢ Improvement Necessary: A teacher who Is rated as improvement necessary requires a change in
performance before he/she meets expectations. This is a teacher who a trained evaluator has
determined to require improvement in locally selected competencies reasonably believed to be
highly correlated with positive student learning outcomes. In aggregate, the students of a
teacher rated improvement necessary have generally achieved a below acceptable rate of
academic growth and achievement based on guidelines suggested by the Indiana Department of
Education.

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

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

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

1. Professional Practice — Assessment of instructional knowledge and skills that influence student
learning, as measured by competencies set forth in the Indiana Teacher Effectiveness Rubric. All
teachers will be evaluated in the domains of Planning, Instruction, Leadership, and Core
Professionalism.

2. Student Learning - Teachers’ contribution to student academic progress, assessed through
multiple measures of student academic achievement and growth, including Indiana Growth
Model data as well as progress towards specific Student Learning Objectives using state-,
corporation-, or school-wide assessments.

A System for Teachers

RISE was created with classroom teachers in mind and may not be always be appropriate to use to
evaluate school personnel who do not directly teach students, such as instructional coaches, counselors,
etc. Though certain components of RISE can be easily applied to individuals in support positions, it is
ultimately a corporation’s decision whether or not to modify RISE ar adapt a different evaluation system
for these roles. Corporations that modify RISE or adapt a different system for non-classroom teachers
are still considered by the Indiana Department of Education to be using a version of RISE as long as they
are using RISE for classroom teachers and this version of RISE meets the minimum requirements
specified in Appendix A.
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Component 1: Professional Practice

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

1.

To shine a spotlight on great teaching: The rubric is designed to assist principals in their efforts
to increase teacher effectiveness, recognize teaching quality, and ensure that all students have
access to great teachers.

To provide clear expectations for teachers: The rubric defines and prioritizes the actions that
effective teachers use to make gains in student achievement.

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

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

Charlotte Danielson’s Framework for Teachers
lowa's A Mode! Framework

KIPP Academy’s Teacher Evaluation Rubric

Robert Marzano’s Classroom instruction that Works
Massachusetts’ Principles for Effective Teaching
Kim Marshall's Teacher Evaluation Rubrics
National Board’s Professional Teaching Standards
North Carolina’s Teacher Evaluation Process

Doug Reeves’ Unwrapping the Standords

Research for Bettering Teaching’s Skillful Teacher
Teach For America’s Teaching as Leadership Rubric
Texas' TxBess Framework

Washington DC's IMPACT Performance Assessment
Wiggins & McTighe’s Understanding by Design

In reviewing the current research during the development of the teacher effectiveness rubric, the goal
was not to create a teacher evaluation tool that would try to be all things to ali people. Rather, the
rubric focuses on evaluating teachers’ primary responsibility: engaging students in rigorous academic
content so that students learn and achieve. As such, the rubric focuses on evaluating the effectiveness
of instruction, specifically through observable actions in the classroom.

If you have received this document from any source other than the RISE website, it may have been altered
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Indiana Teacher Effectiveness Rubric: Overview
The primary portion of the Teacher Effectiveness Rubric consists of three domains and nineteen
competencies.

Figure 2: Domains 1-3 and Competencies

(Domain 1: Plannin \

1.1 Utilize Assessment Data to Plan

1.2 Set Ambitious and Measurable Achievement Goals

1.3 Develop Standards-Based Unit Plans and Assessments
1.4 Create Objective-Driven Lesson Plans and Assessments
\ 1.5 Track Student Data and Analyze Progress

AN

( Domain 2; Instruction

2.1 Develop Student Understanding and Mastery of Lesson Objectives

2.2 Demonstrate and Clearly Communicate Content Knowledge to Students

2.3 Engage Students in Academic Content

2.4 Check for Understanding

2.5 Modify Instruction as Needed

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

2.8 Create Classroom Culture of Respect and Collaboration

\ 2.9 Set High Expectations for Academic Success /

Domain 3: Leadershi

3.1 Contribute to School Culture

3.2 Collaborate with Peers

3.3 Seek Professional Skills and Knowledge
3.4 Advocate for Student Success

3.5 Engage Families in Student Learning

In addition to these three primary domains, the Teacher Effectiveness Rubric contains a fourth domain,
referred to as Core Professionalism, which reflects the non-negotiable aspects of a teacher’s job.

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

9|Pace
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The Indiana Teacher Effectiveness Rubric
In Appendix C of this guidebook, you will find the Teacher Effectiveness Rubric. All supporting
aobservation and conference documents and forms can be found in Appendix B.

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

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

What is the role of the primary evaluator?

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

What is a secondory evaluator?

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

Do all teachers need to have both o primary and secondary evaluator?

No. It is possible, based on the capacity of a school or corporation, that a teacher would only have a
primary evaluator. However, it is recommended that, if possible, more than one evaluator contribute to
a teacher’s evaluation. This provides multiple perspectives on a teacher's performance and is beneficial
to both the evaluator and teacher.

What is on extended observation?

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

Are there mandatory conferences that accompany an extended observation?

a. Pre-Conferences: Pre-Conferences are not mandatory, but are scheduled by request of teacher
or evaluator. Any mandatory pieces of information that the evaluator would like to see during
the observation (lesson plans, gradebook, etc.), must be requested of the teacher prior to the
extended observation.
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—3 b. Post-Conferences: Post-Conferences are mandatory and must occur within five school days of
the extended observation. During this time, the teacher must be presented with written and
oral feedback from the evaluator.

How many extended observations will | have in a year?
All teachers must have a minimum of two extended observations per year — at least one per semester,
Who is qualified to perform extended observations?

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

What is o short observation?

A short observation lasts a minimum of 10 minutes and should not be announced. There are no
conferencing requirements around short observations, but a post-observation conference should be
scheduled if there are areas of concern. A teacher must receive written feedback following a short
observation within two school days.

How many short observations will 1 have in a year?

:’a All teachers will have a minimum of two : short observations — at least one per semester. However,
many evaluators may choose to visit classrooms much more frequently than the minimum requirement
specified here,

Who is qualified to perform short observations?

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

Is there any additional support for struggling teachers?

It is expected that a struggling teacher will receive observations above and beyond the minimum
number required by RISE. This may be any combination of extended or short observations and
conferences that the primary evaluator deems appropriate. It is recommended that primary evaluators
place struggling teachers on a professional development plan.

Will my formal and informal observations be scored?

Both extended and short observations are times for evaluators to collect information. There will be no
summative rating assigned until all information is collected and analyzed at the end of the year.
However, all evaluators are expected to provide specific and meaningful feedback on performance
following all observations. For maore information about scoring using the Teacher Effectiveness Rubric,
please see the scoring section of this handbook.
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Domain 1: Planning and Domain 3: Leadership are difficult to assess through classroom observations.
How wifl | be assessed in these Domains?

Evaluators should collect material outside of the classroom to assess these domains. Teachers should
also be proactive in demonstrating their proficiency in these areas. However, evidence collection in
these two domains should not be a burden on teachers that detracts from quality instruction. Examples
of evidence for these domains may include {but are not limited to):

a. Domain 1: Planning - lesson and unit plans, planned instructional materials and activities,
assessments, and systems for record keeping

b. Domain 3: Leadership - documents from team planning and collaboration, call-logs or notes
from parent-teacher meetings, and attendance records from professional development or
school-based activities/events

Evaluators and teachers seeking more guidance around evidence collection for Domains 1 and 3 should
reference the “Evidence Collection and Scoring of Domains 1 and 3” resource under the Professional
Practice resources section on the RISE website.

What is a professional development plan?

An important part of developing professionally is the ability to self-reflect on performance. The
professional development plan is a tool for teachers to assess their own performance and set
development goals. In this sense, a professional development plan supports teachers who strive to
improve performance, and can be particularly helpful for new teachers. Although every teacher is
encouraged to set goals around his/her performance, only teachers who score an “Ineffective” or
“Improvement Necessary” on their summative evaluation the previous year are required to have a
professional development plan monitored by an evaluator. This may also serve as the remediation plan
specified in Public Law 90.

If | have a professional development plan, what is the process for setting goals and assessing my
progress?

Teachers needing a professional development plan work with an administrator to set goals at the
beginning of the academic year. These goals are monitored and revised as necessary. Progress towards
goals is formally discussed during the mid-year conference, at which point the evaluator and teacher
discuss the teacher’s performance thus far and adjust individual goals as necessary. Professional
development goals should be directly tied to areas of improvement within the Teacher Effectiveness
Rubric. Teachers with professional development plans are required to use license renewal credits for
professional development activities.

Is there extra support in this system for new teachers?

Teachers in their first few years are encouraged to complete a professional development plan with the
support of their primary evaluator. These teachers will benefit from early and frequent feedback on

12'-—13
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their performance. Evaluators should adjust timing of observations and conferences to ensure these
teachers receive the support they need. This helps to support growth and also to set clear expectations
on the instructiona! culture of the building and school leadership.

Teacher Effectiveness Rubric: Scoring

Evaluators are not required to score teachers after any given observation. However, it is essential that
during the observation the evaluator take evidence-based notes, writing specific instances of what the
teacher and students said and did in the classroom. The evidence that evaluators record during the
observation should be non-judgmental, but instead reflect a clear and concise account of what occurred
in the classroom. The difference between evidence and judgment is highlighted in the examples below.

Figure 3: Evidence vs. Judgment

Evidence Judgment::
(2:32 am) Teacher asks: Does everyone understand? The teacher doesn’t do a good job of making sure
(3 Students nod yes, no response from others) students understand concepts.

Teacher says: Great, let’s move on

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

Teacher to Student 1: “Tori, will you explain your work on this  The teacher asks students a lot of engaging questions
problem?” (Student explains work.) and stimulates good classroom discussion.

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

Tori's method?” (Student agrees) “Why do you agree?”

After the observation, the evaluator should take these notes and match them to the appropriate
indicators on the rubric in order to provide the teacher with rubric-aligned feedback during the post-
conference. Although evaluators are not required to provide teachers interim ratings on specific
competencies after observations, the process of mapping specific evidence to indicators provides
teachers a good idea of their performance on competencies prior to the end-of-year conference. Below
is an example of a portion of the evidence an evaluator documented, and how he/she mapped it to the
appropriate indicators.

13| Page
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Figure 4: Mapping Evidence to Indicators

|!T?-\"vrr1'1‘ il LR T ﬁ-i-\‘,-rv—]_—p?-/! el FI’-“

5, Indlcatomst

{9:32 am) Teacher asks: Does everyone understand? Competency 2.4: Check for Understandin
(3 Students nod yes, no response from others}) Teacher frequently moves on with content before
Teacher says: Great, let’s move on students have a chance to respond to questions or

frequently gives students the answer rather than
(9:41 am} Teacher asks: How do we determine an element?  helping them think through the answer, (Ineffective)
{No student responds after 2 seconds)
Teacher says: By protons, right?

Teacher to Student 1: “Tori, will you explain your work onthis  Competency 2.6: Develop Higher Level of

problem?” (Student explains work.) Understanding through Rigorous Instruction and

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

Tori’s method?” (Student agrees.) “Why do you agree?” Teacher frequently develops higher-level
understanding through effective questioning.
{Effective}

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

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

.

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

.

Use established weights to roll-up three domain ratings into one rating for Domains 1-3 }

.

Incorporate Core Professionalism rating ]

Q0 0 O
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Each step is described in detail below.

Compile ratings and notes from observations, conferences, and other sources of information.

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

Because of the volume of information that may exist for each teacher, some evaluators may choose to
assess information mid-way through the year and then again at the end of the year. A mid-year
conference allows evaluators to assess the information they have collected so far and gives teachers an
idea of where they stand.

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

After collecting information, the primary evaluator must assess where the teacher falls within each
competency. Using all notes, the evaluator should assign each teacher a rating in every competency on
the rubric. Next, the evaluator uses professional judgment to assign a teacher a rating in each of the first
three domains. It is not recommended that the evaluator average competency scores to obtain the final
domain score, but rather use good judgment to decide which competencies matter the most for
teachers in different contexts and how teachers have evolved over the course of the year, The final,
three domain ratings should reflect the body of information available to the evaluator. In the end-of-
year conference, the evaluator should discuss the ratings with the teacher, using the information
collected to support the final decision. The figure below provides an example of this process for Domain
1.

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

(Compotaney | 11| 12 | 13 | 14 | 15
2 2 3 3

Teacher's 3

Rating U N W,

Competency ratings based on notes from
observations, conferences and other sources
of evidence

Final Domain 1
Use Professional Rating:

Judgment

3

15 | P a ge
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At this point, each evaluator should have ratings in the first three domains that range from 1
(Ineffective) to 4 (Highly Effective).

D1: Planning [D2: Instruction |D3: Leadership

Final Ratings |3 (E) 2 (IN) 3 (E)

Scoring Requirement: Planning and instruction go hand-in-hand. Therefore, if a teacher scores a 1 (I) or 2
(IN) in Instruction, he or she cannot receive a rating of 4 {HE) in Planning.

e Use established weights to roll-up three domain ratings into one rating for domains 1-3

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

Rating (1-4) eight Weighted Rating
Domain 1: Planning 3 10% 0.3
Domain 2: instruction 2 75% 1.5
Domain 3: Leadership 3 15% 0.45

Final Score 2.25

The calculation here is as follows:

1) Rating x Weight = Weighted Rating

2) Sum of Weighted Ratings = Final Score

o Incorporate Core Professionalism

At this point, the Teacher Effectiveness Rubric rating is close to completion. Evaluators now look at the
fourth domain: Core Professionalism. As described earlier, this domain represents non-negotiable
aspects of the teaching profession, such as on-time arrival to school and respect for colleagues. This
domain only has two rating levels: Does Not Meet Standard and Meets Standard. The evaluator uses
available information and professional judgment to decide if a teacher has not met the standards for
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any of the four indicators. In order for the Core Professionalism domain to be used most effectively,
corporations should create detailed policies regarding the four competencies of this domain, for
example, more concretely defining an acceptable or unacceptable number of days missed or late
arrivals. If a teacher has met standards in each of the four indicators, the score does not change from
the result of step 3 above. If the teacher did not meet standards in at least one of the four indicators, he
or she automatically has a 1 point deduction from the final score in step 3.

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

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

Scoring Requirement: 1 is the lowest score a teacher can receive in the RISE system. If, after deducting a
point from the teacher’s final Teacher Effectiveness Rubric score, the outcome is a number less than 1,
then the evaluator should replace this score with a 1. For example, if a teacher has a final rubric score of
1.75, but then loses a point because not all of the core professionalism standards were met, the final
rubric score should be 1 instead of 0.75.

The final Teacher Effectiveness Rubric score is then combined with the scores from the teacher’s
student learning measures in order to calculate a final rating. Details of this scoring process are provided
in the Summative Teacher Evaluation Scoring section.

The Role of Professional Judgment

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

Evaluators must use professional judgment when assigning a teacher a rating for each competency as
well as when combining all competency ratings into a single, overall domain score. Using professional
judgment, evaluators should consider the ways and extent to which teachers’ practice grew over the
year, teachers’ responses to feedback, how teachers adapted their practice to the their current
students, and the many other appropriate factors that cannot be directly accounted for in the Teacher
Effectiveness Rubric before settling on a final rating. In short, evaluators’ professional judgment bridges
the best practices codified in the Teacher Effectiveness Rubric and the specific context of a teacher’s
school and students.
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Component 2: Student Learning

Student Learning: Overview

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

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

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

students, regardless of where upon baseline performance.

they begin '

Available Measures of Student Learning
There are multiple ways of assessing both growth and achievement. When looking at available data

sources to measure student learning, we must use measurements that:

» Are accurate in assessing student tearning and teacher impact on student learning
*  Provide valuable and timely data to drive instruction in classrooms

= Are fair to teachers in different grades and subjects

*  Are as consistent as possible across grades and subjects

+  Allow flexibility for districts, schools, and teachers to make key decisions surrounding the best
assessments for their students

The Indiana Growth Model is the most common method of measuring growth, This model will be used
to measure the student learning for all math and ELA teachers in grades in 4-8. To complement the
Growth Model, and to account for those teachers who do not have such data available, RISE also
includes measures of students’ progress toward specific learning goals, known as Student Learning
Objectives.
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Student Learning Objectives involve setting rigorous learning goals for students around common
assessments. All teachers will have Student Learning Objectives. For teachers who have a Growth Model
rating, these Objectives will serve as additional measures of student achievement. For teachers who do
not have a Growth Mode! rating, the Student Learning Objectives will form the basis for the student
learning measures portion of their evaluation. More details on how each type of student learning
measure affects a teacher’s final rating can be found in the Summative Teacher Evaluation Scoring
section.

indiana Growth Model
The Indiana Growth Model indicates a student’s academic progress over the course of a year. It takes a

student’s ISTEP+ scores in the previous year or years and finds all other students in the state who
received the same score(s), for example, in math. Then it looks at all of the current year math scores for
the same group of students to see how the student scored compared to the other students in the group.
Student growth is reported in percentiles, and therefore represents how a student’s current year ISTEP +
scores compare to students whao had scored similarly in previous ISTEP+ tests.

Indiana teachers are accustomed to looking at growth scores for their students, but these scores will
now also be calculated at the classroom level and across classes for use in teacher evaluation. Individual
growth model measures are only available for students and teachers in ELA/Math in grades 4-8. For
these teachers, students’ growth scores will be used to situate teachers in one of the four rating
categories. Please access the IDOE website for mare information on the metrics used to calculate
teachers’ 1-4 score based on student growth model data.

School-wide Learning
Because it is important for teachers to have a common mission of improving student achievement, aff

teachers will also have a component of their evaluation score tied to school-wide student learning by
aligning with Indiana’s new A — F accountability model. The new A - F accountability mode! will be based
on several metrics of school performance, including the percent of students passing the math and ELA
ISTEP+, IMAST, and ISTAR for elementary and middle schools, and Algebra | and English 10 ECA scores as
well as graduation rates and college and career readiness for high schools. Additionally, school
accountability grades may be raised or lowered based on participation rates and student growth (for
elementary and middle schools) and improvement in scores (for high schools).

All teachers in the same school will receive the same rating for this measure. Teachers in schools earning
an A will earn a 4 on this measure; teachers in a B school will earn a 3; teachers in a C school receive a 2;
and teachers who work in either a D or F school earn a 1 on this measure.
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Glossary of RISE Terms

Achievement: Defined as meeting a uniform and pre-determined level of mastery on subject or grade
level standards. Achievement is a set point or “bar” that is the same for all students, regardless of where
they begin.

Beginning-of-Year Conference: A conference in the fall during which a teacher and primary evaluator
discuss the teacher’s prior year performance and Professional Development Plan (if applicable). In some
cases, this conference may double as the “Summative Conference” as well.

Competency: There are nineteen competencies, or skills of an effective teacher, in the Indiana Teacher
Effectiveness Rubric. These competencies are split between the four domains. Each competency has a
list of observable indicators for evaluators to look for during an observation.

Corporation-Wide Assessment: A common assessment given to all schools in the corporation. This
assessment may have either been created by teachers within the corporation or purchased from an
assessment vendor. This may also be an optional state assessment that the corporation chooses to
administer corporation-wide (ex. Acuity, mCLASS, etc).

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

End-of-Course Assessment: An assessment given at the end of the course to measure mastery in a given
content area. The state currently offers end-of-course assessments in Algebra |, English 10, and Biology I.
However, many districts and schools have end-of-course assessments that they have created on their
own.

End-of-Year Conference: A conference in the spring during which the teacher and primary evaluator
discuss the teacher’s performance on the Teacher Effectiveness Rubric. In some cases, this conference
may double as the “Summative Conference” as well.

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

Group 1 Teacher: For the purpose of summative weighting, a group 1 teacher is a teacher for whom half
or more of their “classes” have growth model data. More specifically, this includes any teacher in grades
4-8 that teaches both ELA and Math OR any teacher in grades 4-8 that teaches either ELA or Math for
haif or more of time spent teaching during the day.

Group 2 Teacher: For the purpose of summative weighting, a group 2 teacher is a teacher who does not
qualify as a group 1 teacher and for whom less than half of their “classes” have growth mode! data.
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More specifically, this includes any teacher in grades 4-8 that teaches either ELA or Math for less than
half of time spent teaching during the day.

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

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

Indiana Growth Model: The IN Growth Model rating is calculated by measuring the progress of students
in a teacher’s class to students throughout the state who have the same score history {their academic
peers). Most teachers will have a small component of their evaluation based on school-wide growth
model data. Individual growth model data currently only exists for teachers in grades 4-8 ELA/Math.

Indiana Teacher Effectiveness Rubric: The Indiana Teacher Effectiveness Rubric was written by an
evaluation committee of education stakeholders from around the state. The rubric includes nineteen
competencies and three primary domains: Planning, Instruction, and Leadership, It aiso includes a fourth
domain: Core Professionalism, used to measure the fundamental aspects of teaching, such as
attendance.

Indiana Teacher Evaluation Cabinet: A group of educators from across the state, more than half of
whom have won awards for teaching, who helped design the RISE model, including the Indiana Teacher
Effectiveness Rubric.

Indicator: These are observable pieces of information for evaluators to look for during an observation.
Indicators are listed under each competency in the Indiana Teacher Effectiveness Rubric.

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

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

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

Pre-Conference: An optional conference that takes place before an extended observation during which
the evaluator and teacher discuss important elements of the lesson or class that might be relevant to
the observation.

Primary Evaluator: The person chiefly responsible for evaluating a teacher. This evaluator approves
Professional Development Plans (when applicable) in the fall and assigns the summative rating in the
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spring. Each teacher has only one primary evaluator. The primary evaluator must perform a minimum of
one extended and one short observation.

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

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

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

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

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

Secondary Evaluator: An evaluator whose observations, feedback, and information gathering informs
the work of a primary evaluator.

Short Observation: An unannounced observation lasting a minimum of 10 minutes. There are no
conferencing requirements for short observations. Feedback in writing must be delivered within two
school days.

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

Student Learning Objective: A long-term academic goal that teachers and evaluators set for groups of
students. It must be specific and measureable using the most rigorous assessment available, based on
available prior student fearning data, aligned to state standards, and based on student progress and
achievement.

Student Learning: Student Learning is the second major component of the summative evaluation score
{the first is Professional Practice). Student Learning is measured by a teacher’s individual Indiana Growth
Model data {(when available), school-wide Indiana Growth Model data, and Student Learning Objectives.
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These elements of student learning are weighted differently depending on the mix of classes a teacher
teaches.

Summative Conference: A conference where the primary evaluator and teacher discuss performance
from throughout the year leading to a summative rating. This may occur in the spring if all data is
available for scoring {coinciding with the End-of-Year Conference), or in the fall if pertinent data isn’t
available until the summer (coinciding with the Beginning-of-Year Conference).

Summative Rating: The final summative rating is a combination of a teacher’s Professional Practice
rating and the measures of Student Learning. These elements of the summative rating are weighted
differently depending on the mix of classes a teacher teaches. The final score is mapped on to a point
scale. The points correspond to the four summative ratings: Highly Effective, Effective, Improvement
Necessary, and Ineffective.

Teacher-Created Assessment: A teacher-created assessment is an individual exam developed and
administered by an individual teacher. Please note that a teacher-created assessment does not refer to
an assessment created by and administered by groups of teachers (see school-wide assessment)
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Appendix A - Allowable Modifications to RISE

Corporations that follow the RISE guidelines and use both this handbook and the Student Learning
Objectives handbook exactly as written are considered to be using the RISE Evaluation and Development

System.

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

e Professional Practice Component
Minimum number of short and extended observations
Minimum length for short and extended observations
Minimum requirements around feedback and conferencing
Use of the Teacher Effectiveness Rubric with all domains and competencies
Scoring weights for all Professional Practice domains, including Core Professionalism
Use of optional RISE observation/conferencing forms OR similarly rigorous forms (not
checklists)
e Measures of Student Learning
o Three measures of student learning as outlined in the RISE system
o All minimum requirements around Student Learning Objectives, including, but not
limited to (see Student Learning Objective handbook for details):

s}

0O O 0o 0

Assessments

Number of objectives
Population targets for objectives
Process steps

Weight of objectives

s  Summative Scoring
Weights assigned to components of the summative model
o Definition of groups of teachers for weighting purposes

o

If a corporation chooses to deviate from any of the minimum requirements of the most recent version
of RISE (found at www.riseindiana.org), the corporation may no longer use the name “RISE Corporations
can give any alternative titie to their system, and may choose to note that the system has been
“adapted from Indiana RISE".
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Appendix B - Optional Observation and Conferencing Forms

All forms in this appendix are optional and are not required to be used when implementing RISE.
Although evaluators should use a form that best fits their style, some types of forms are better than
others. For example, the best observation forms allow space for observers to write down clear evidence
of teacher and student practice. One such form is included below, but there are many other
models/types of forms that may be used. Using checklists for observation purposes is not
recormmended, however, as this does not allow the evaluator to clearly differentiate between four levels
of performance with supporting evidence.
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Optional Observation Mapping Form 1 - By Competency
Note: It is not expected that every competency be observed during every observation. This form may
be used for formal or informal observations per evaluator preference.

SCHOOL: OBSERVER:
TEACHER: GRADE/SUBJECT:
DATE OF OBSERVATION: START TIME: END TIME:
2.1 OBJECTIVE

Evidence Indicator
2.2 CONTENT

Evidence Indicator

0| Pace
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2.3 ENGAGEMENT

Evidence Indicator

2.4 UNDERSTANDING

Evidence Indicator

2.5 MODIFY INSTRUCTION

Evidence Indicator

3lflrage
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2.6 RIGOR
Evidence Indicator
2.7 MAXIMIZE INSTRUCTIONAL TIME
Evidence Indicator
2.8 CLASSROOM CULTURE
Evidence Indicator
32|Paue
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%
) 2.9 HIGH EXPECTATIONS

Evidence Indicator

Overall Strengths:

Overall Areas for Improvement:

3B |Pace
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Optional Pre-Observation Form - Teacher
Note: This form may be used in conjunction with a pre-conference, but can also be exchanged without
a pre-conference prior to the abservation.

SCHOOL: OBSERVER:
TEACHER: GRADE/SUBIECT:
DATE AND PERICD OF SCHEDULED OBSERVATION:

Dear Teacher,
In preparation for your formal observation, please answer the questions below and attach any
requested material.

1} What learning objectives or standards will you target during this class?

2) How will you know if students are mastering/have mastered the objective?

3) Is there anything you would like me to know about this class in particular?

4} Are there any skills or new practices you have been working on that | should look for?

Please attach the following items for review prior to your scheduled observation:
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Optional Post-Observation Form - Evaluators
Instructions: The primary post-observation document should simply be a copy of the observation
notes taken in the classroom. This form is designed to summarize and supplement the notes.

SCHOOL: OBSERVER:
TEACHER: GRADE/SUBJECT:
DATE OF OBSERVATION: START TIME: END TIME:

Domain 2: Areas of Strength Observed in the Classroom {identify specific competencies):

Domain 2: Areas for improvement Observed in the Classroom {identify specific competencies):

Domain 1: Analysis of information (including strengths and weaknesses) in Planning:

Domain 3: Analysis of information (including strengths and weaknesses) in Leadership:

Action Steps for Teacher Areas of Improvement:
This section should be written by the teacher and evaluator during the post-conference.
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Optional Post-Observation Form - Teacher

SCHOOL: OBSERVER:

TEACHER: GRADE/SUBJECT:

DATE OF OBSERVATION: START TIME: END TIME:
Dear Teacher,

In preparation for our post-conference, please complete this questionnaire and bring it with you when
we meet. Your honesty is appreciated and will help us to have a productive conversation about your
performance and areas for improvement.

1) How do you think the lesson went? What went well and what didn’t go so weill?

2) Did you accomplish all that you wanted to in terms of students mastering the objectives of the
lesson? If not, why do you think it did not go as planned?

3) If you were to teach this lesson again, what would you do differently?

4) Did the results of this lesson influence or change your planning for future lessons?
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Optional Mid-Year Professional Practice Check-In Form

SCHOOL: SUMMATIVE EVALUATOR:
TEACHER: GRADE/SUBIJECT:
DATE:

Note: Mid-year check-in conferences are optional for any teacher without a professional
development plan, but can be helpful for evaluators to assess what infarmation still needs to
be collected, and for teachers to understand how they are performing thus far. It should be
understood that the mid-year rating is only an assessment of the first part of the year and
does not necessarily correspond to the end-of-year rating. If there has not yet been enough
information to give a mid-year rating, circle N/A.

Number of Formal Observations Prior to Mid-Year Check-in:

Number if Informal Observations Prior to Mid-Year Check-in:

Domain 1: Planning Mid-Year Assessment of Domain 1

1.1 Utifize Assessment Data to Plan

1.2 Set Ambitious and Measurable

1.3 Achievement Goals

1.4 Develop Standards-Based Unit
Plans and Assessments

1.5 Create Objective-Driven Lesson
Plans and Assessments

1.6 Track Student Data and Analyze
Progress

Mid-Year Rating (Circle One) 4~ High. Eff. 3 -Eff. 2-Improv. Nec 1-ineff. N/A
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Domain 2: Instruction Mid-Year Assessment of Domain 2

2.1 Develop Student
Understanding and Mastery of
Lesson Objectives

Mid-Year Rating (Circle One) 4 -High. Eff. 3-Eff. 2-Improv.Nec 1-Ineff. N/A

2.2 Demonstrate and Clearly
Communicate Content
Knowledge to Students

Mid-Year Rating (Circle One} 4-High. Eff. 3-Eff. 2-Improv.Nec 1-Ineff. N/A

2.3 Engage Students in Academic
Content

Mid-Year Rating (Circle One) 4 ~High. Eff. 3 -Eff. 2-Improv. Nec 1-Ineff. N/A
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2.4 Check for Understanding

Mid-Year Rating (Circle One) 4 - High. Eff. 3 -Eff. 2-Improv. Nec 1-Ineff. N/A

2.5 Modify Instruction as Needed

Mid-Year Rating (Circle One) 4 -High. Eff. 3 -Eff. 2-Improv. Nec 1-Ineff. N/A

2.6 Develop Higher Level
Understanding Through
Rigorous Instruction and Work

Mid-Year Rating (Circle One} 4 —High. Eff. 3 —-Eff. 2-Improv. Nec 1-ineff. N/A
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2.7 Maximize Instructional Time

Mid-Year Rating (Circle One)

4 - High. Eff. 3-Eff. 2-improv.Nec 1-tneff. N/A

2.8 Create Classroom Culture of
Respect and Collaboration

Mid-Year Rating {Circle One)

4 -High. Eff. 3-Eff. 2-Improv.Nec 1-Ineff. N/A

2.9 Set High Expectations for
Academic Success

Mid-Year Rating (Circle One)

4 —High. Eff. 3-Eff. 2-Improv.Nec 1-Ineff. N/A
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Domain 3: Leadership Mid-Year Assessment of Domain 3

3.1 Contribute to School Culture

3.2 Collaborate with Peers

3.3 Seek Professional Skills and
Knowledge

3.4 Advocate for Student Success

3.5 Engage Families in Student
Learning

Mid-Year Rating {Circle One) 4 -High, Eff. 3-Eff. 2-Improv.Nec 1-iIneff. N/A

Domain 4: Professionalism Mid-Year Assessment of Domain 4

1. Attendance

2. On-Time Arrival

3. Policies and Procedures

4. Respect

Mid-Year Rating (Circle One) Meets Standards Does Not Meet Standards
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Optional Summative Rating Form

SCHOOL:

TEACHER:

SUMMATIVE EVALUATOR:

GRADE/SUBJECT:

DATE:

Note:

Prior to the summative conference, evaluators should complete this form based on

information collected and assessed throughout the year. A copy should be given to the

teacher for discussion during the summative conference.

For more information on the

Student Learning Objectives component of this form, see the Student Learning Objectives

Handbook.

Teacher Effectiveness Rubric Scoring

Number of Formal Observations:

Number if Informal Observations:

Domain 1: Planning Competency | Final Assessment of Domain 1
Rating

1.1 Utilize Assessment 1.1:
Data to Plan

1.2 Set Ambitious and 1.2:
Measurable
Achievement Goals

1.3 Develop Standards- | 1.3:
Based Unit Plans
and Assessments

1.4 Create Objective- 1.4:
Driven Lesson Plans
and Assessments

1.5 Track Student Data 1.5:

and Analyze
Progress

Final Rating (Circle One)

4 - High. Eff. 3 -Eff. 2- Improv. Nec 1 - Ineff.
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Damain 2: Instruction Competency | Final Assessment of Domain 2

Rating
2.1 Develop Student 2.1
Understanding and
Mastery of Lesson
Objectives
2.2 Demonstrate and 2.2

Clearly Communicate
Content Knowledge to
Students

2.3 Engage Studentsin 2.3
Academic Content

2.4 Check for 24:
Understanding

2.5 Modify Instructionas | 2.5:
Needed

2.6 Develop Higher Level | 2.6:

Understanding
@ Through Rigorous

Instruction and Work

2.7 Maximize 2.7
Instructional Time

2.8 Create Classroom 2.8:
Culture of Respect
and Collaboration

2.9 Set High Expectations | 2.9:
for Academic Success

Final Rating (Circle One) 4 - High. Eff. 3 -Eff. 2-Improv. Nec 1 -ineff.
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Domain 3: Leadership | Competency | Final Assessment of Domain 3

Rating
3.1 Contribute to School | 3.1:
Culture
3.2 Collaborate with 3.2
Peers
3.3 Seek Professional 3.1

Skills and Knowledge

3.4 Advocate for Student | 3.4
Success

3.5 Engage Families in 3.5
Student Learning

Final Rating (Circle One) 4 —High. Eff. 3 -Eff. 2.Improv. Nec 1-Ineff.

Domains 1-3 Weighted Scores

Domain Rating (1-4) Weight | Weighted Rating
Domain 1 10%
Domain 2 75%

. Domain 3 15%

Final Score for Domains 1-3:

Follow the following formula to calculate by hand:

1) Rating * % Weight = Weighted Rating
2) Sum of Weighted Ratings = Final Score for Domains 1-3

Final Teacher Effectiveness Rubric Score, Domains 1-3:
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Domain 4: Professionalism Final Assessment of Domain 4
1. Attendance ;25
2. On-Time Arrival .28

3. Policies and Procedures ., 23

4. Respect . 25

Final Rating {Circle One) Meets Standards Does Not Meet Standards

Final Teacher Effectiveness Rubric Score

Directions: If the teacher “Meets Standards” above, deduct 0 points. The final Teacher Effectiveness
Rubric score remains the same as in the previous step. If the teacher “Does Not Meet Standards”,
deduct 1 point from the score calculated in the previous step.

Final Teacher Effectiveness Rubric Score:
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Use the chart below and the Final Summative Evaluation Score to determine the teacher’s final rating.

Ineffective Improvement Effective
Necessary
1.0 1.75 25 3.5 40
Points Points Paints Paints Points

Note: Borderline points always round up.

Final Summative Rating:
D Ineffective I:I Improvement Necessary

D Effective |:| Highly Effective

Teacher Signature
I have met with my evaluator to discuss the information on this form and have received a copy.

Signature: Date:

Evaluator Signature
| have met with this teacher to discuss the information on this form and provided a copy.

Signature: Date:
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Optional Professional Development Plan

Using relevant student learning data, evaluation feedback and previous professional development,
establish areas of professional growth below. Although there is not a required number of goals in a
professional development plan, you should set as many goals as appropriate to meet your needs. In
order to focus your efforts toward meeting al! of your goals, it will be best to have no more than three
goals at any given time. Each of your goals is important but you should rank your goals in order of
priority. On the following pages, complete the growth plan form for each goal.

Goal ] Achieved?

1.

Name:

School:

Grade Level(s): Subject(s}):

Date Date
Developed: Revised:

Primary Teacher
Evaluator X Approval X
' Approval
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Professional Growth Goal #1

Overall Goal:

Using your most recent
evaluation, identify a
professional growth
goal below. identify
alignment o rubric
{domain and
competency}.

Action Steps:
include specific and
megsurable steps you

Benchmarks and Data:

Set benchmarks to check your progress throug

the i

0

t timefine {no

more thon 90 school days for remediation plans). Alse, include data you will use to

Evidence of Achievement:
How do you know that your goal
has been met?

will take to improve. ensure yout progress is cdequate at eoch benchmark.

Action Step 1 A . g S
Data: Data: Data: Data:

Action Step 2 A g/ S A
Data: Data: Data: Data:

s1|p
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Professional Growth Goal #2
Overall Goal: Action Steps: Benchmarks and Data: Evidence of Achievement:
Using your most recent | Include specific and Set benchmarks ta check your progress throughout the improvement timeline {no How do you know that your goal
evolugtion, identify o measurable steps you more thon 90 school days for remediation plans). Alse, include dota you will use to hos been mee?
professional growth will toke to improve. ensure your progress is odequate ot each benchmark,
gaol below, identify Action Step 1 A /. A A
alignment to rubric
fdomain and
competency},

Data: Data: Data: Data:

Action Step 2 S/ A A A A
Data Data: Data Data:
52 |7

If you have received this document from any source ather than the RISE weabgite,

date version, please vislt www tisgindisng.org

it may have baen altered from its original version. For the officlal, and mest up-to-

NYZ



S RISE

Professional Growth Goal #3

Overall Goal:

Using your most recent
evaluation, identify a
professional growth
gool below. ldentify
alignment to rubric
{domain and
competency).

Action Steps:

Benchmarks and Data:

Evidence of Achievemnent:

Inctude specific and Set benchmarks to check your progress throughout the imp timefine {no How do you know that your gogl
measurable steps you more than 90 school days for remediotion plans). Also, include dota you will use to has been met?
will take to improve. ensure your progress is adeguate ot each benchmurk,
Action Step 1 A S - A
Data Data: Data: Data:
Action Step 2 A A A A A
Data Data: Data: Data:
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DOMAIN 1: PURPOSEFUL PLANNING

Teachers use Indiana content area standards to develop a Hgarous curticulum refevant for all students: building meaningful units of study,

accommadations and changes 'n response o a lack of student progress.

SRISE

continuous assessments and a system for tracking student progress as well as plans far

- Includes banchmarks ta help monitor learning snd

= Align to content standards; OR

Campetencles Highly Etfective (4) Effective (3) Improvement Necazsary (2) Ineffective {1}
11 | utilize At Lavel4, a teachar fullills the criteria for Lavel 3 and Testhet user prioe assesamant data 10 lormulate: Taaches uses prior asrassmaent data to lormudate: Teather razaly or never utes prior
. - Achigvernent goals, unit plfany, AND lesten plans - Achigvemaent gosls, unit plans, OR lesson plant, but not | sssessmant dats when planning.
Data to Plan « lncorporates diff d | I strategias in all of the above
planning to reach evary student at hisfher level of
understanding
1.2 | Set Ambitious At Lavel 4, & tencher Mulfills the csiteria for Lavel 3 and Taschar develops an snnusf student schievement goal | Tescher d P1 an l stud: h goal | Teacher rarely of never develops
and additionally: hat b5 thatis: schiewement goals for the class OA
Measursble = Plans an gmbitlou snnual ttudent goal =M bl Measurable goals are developed, but sre
Achlevement - Alignad 1o content standards; AND The gosl may nat: wxttemely genaral and not helpful for

planning puposes

1 you have racelved this document it 5m sy lourte ather than the RISE webiite, It may

varslon, For tha oM, and mont up-ti

Goals inform interventions throughout the year - inchude benchmarks 10 help monitor fearning and
inform interveniions throughout the yesr
13 | Develop At Level &, a tancher fuliilis the criterta lor Level 3 saad Aased on achlevement goals, teacher plans units by Bated on achk goshy, tencher plans units by Teacher rarely of neves plans units by
Standards. additionaly: Identifying content standards that students will - identifying content dards that studesits will tnaster | identtfying content standweds that
Based Unit Cruates well-designed that slign with | master In each unit in sach unit tudenty will master in each unit OR
Plans and an and al year summative sssessment {either stale, -Creating atiesymants before rach unh begins for there l litle to no evidence that
Assessments ditteiet, ot teacher crested) backwards planning Taschar may not: teacher plans units a1 all.
- Antlicipates student resction to content;: all of - Al anl il amount of ~Creste mysessments before esch it begins for
tima per ynat i3 flexible and/or tellects fovel of difflculty | Ume for each unit baciowsrds planning
of each unit - Allocate an Instructionally appropriate amount of time
for each unit
EElrage

-
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Based on unit plan, teacher plans dally Jessons by:

< Iduntitying lesson cbjeciives that are aligned to state
conlent standards.

- Matching Instructional strategies as wall as

aningiul and ielevant Fan) 6 the

Bazed on unit plan, teacher plans daily lessons by:

= [duntifylng lesson objectives that are sligned to state
content standards

-~ Matching Instructional sirategtes and

14 | Create At Lavel 4, 3 teachar fullils the critests for Levet 3 and

—— 5
Drl.v!n Lesson - Plant for a variety of diHerentlated instruciienal
Plang and Atrategies, anticipating whare these will be needed 1o
Prre o enhance Instruction

» Incorpotates s vatiety of Informal fehuchs

for understanding a3 well ay summative sssessments

h v ancd uses all to duectly

Inform insiruction

- Devgning farmative assestmentt that measure
progress towards mastery snd Inform Imstruction

ta the lesson ob)

Taachar may not;

Design assd that are ingful of relavant
- Pisn lormative s3sessments ta measure progress
lawards mastery of Inform instruction.

Teacher tarely or never plans daily
lestons OR daily kessons sre planned,
but are thrown together af the Jast
minute, thus lsching meaningful

bi | o1, ot

stilghments.

1.5 | TrackStudent
Data and
Analyze
Progress

At taval4, u tencher fulfllls the criteria for Level 3 and
additionstly:
- Uses daily checks for

for adds | data

Teacher uses an sliective data tracking system for
R ing 1tudent ! progs data
Htudent progress towards mastery and

polnts

= Updates tracking system daily

+ Uses dat analysly of student progress to dive leston
planning for the lollowing day

planning tuture lessontfunits accordingly
- Maintalning » grading system aligned to student
learning goals

Teacher uzes an aifactive dats tracking system for:
R ding student ! arog data
Maintaining 3 grading system

Taacher may not;

+ Use data to snalyze student progress towards mastery
ar to plan future lessont/units

~Have grading sytiem that spproprisisly aligns with
student learning goals

Teachet rarely of fever uses & data
tracking systam o record student
ayetsment/progress dats and/or hay
no discernable grading system

youhevs received this documant iram any 1ource sihar than the RISE webuts, R may have been shered from Ity orig

Far the afticlal,

rEion, plese visit werw chaaindisns sy
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DOMAIN 2: EFFECTIVE INSTRUCTION

SRISE

Teachers facifitate student academic practice so that all students are participating and have the opportunity to gain mastery of the objectivesin a ¢l il that fosters a climate of urgency and expectation around
achievement, excellence and raspect.
Competency Highly EHective (4} Efective {3) Improvement Necessary {2} Ineffective [2)
Teacher k highly sliective st developing Taacher 14 effective at devaloping student understanding | Teacher nesds improvement at develeping student Teacher it Ineftactive at developing siudent
Compelem:v 2.1 utzdent understanding and mastery of and mastery of lesion objectivas understanding and mastery of lesson obj d i '} v of leston
lesson objactives objectives
For tevel & much of the Level 3 ewdence s | - Lesion objective is specific, measurable, and slignedto | - Letson objective conveys what students are learmmg | - Lesson cbjective Is mitting mare than ane
obierved duning the yeor, a5 weil os some | s1andards. It conveys what students are leatning snd and what thay will be able to do by the end of the component. It may not be clear about what
of the following: what thay will be sble to do by the end of the leston lesson, but may not be sligned to standards or students are learning or will be abla to do by
Develop student muasutable the end of the lesson,
- Students can explain what they are
understanding and mastery Irarning and why it Is beyond = Ol 18 wiitten in » student-iriendly manner - Objective it stated, but not In a student-riendly - Thare may nat be a ¢lesr connection
of lesson objectives tepeating the stated ohjeciive antlfor explained to students in eaty: to- understand mannat that leads to understanding belween the objective and lezson, or teacher

Teacher eifectively angagus prior

terms

- of the ob) 1t explained 10 that

lesson. Students demansitate through
wotk of comments that they understand
1his connection

students understand why they are learning what they
ara larang

- Lesson builds on students’ prior knowledge of hey
concepts and skills snd makes this connaction evident to
students

= Leston is wll-organtzed 10 move students towardsy
mastery of the objectve

« Teacher sttempts erplanation of kmportance of
bjective, but students fall to und: d

« Leszon generally does not buikd on prior knowledy:

may fail to make this connection for students.

+ Teacher may fsil to discuss importance of
objective of there may not ba & clesr
understanding smongst tiudents et to why the
objective is important,

of ytudents or students fall to maka this

=~ Th ¥ be no affort ¢ bj

- Orgsnitation of the leston may not always ba
d to mastery of the ob

topror knowledes of stud

« lerson is disorganized and dows not lead to
mattery of objecthve,

Hates:

1. One way in which an abserver could effectively gather information 10 score this ttandard is through brbef conversations with students {when appropriste),
2 In 1oma stuationt, It may not be appropriste to state the sbiective tor the letsan {multiple objettives for vatious “centers”, rarly-childh
engaged in activities that will lead them towards mastery of anobjective, even if 1t s not stated,

4 Inansi i hased 1
Xpuiry

etch, In thete sity

1 you have recerved this document from sny sourie sther than the RISE wabnite, ft may heve been sitasnd from ny original version. For the aHficisl, and moet up-ta-date verilon, pleass vish werw rheindieny org
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Demonstrate and Clearly
Communicate Content
Knowledge to Students

Competency Highly Effective {4) EHective {3) Improvement Necessary {2) Ineffective [1)
Teachar is highly etactive st demonstrating and cleatly | Teacher b efective at demonstrating and cleatly Teacher newds improvement at demonstrating and | Teacheris Inaffective sl detnonstrating and
Competency 2.2: i g content k faclge 1o Hrud g content knowdedge to ttud cleatly g content k ledge to clearly g content knowledge 10
students students

For Level 4, much of the Level 3 evidence i observed
dunng the year, as weil as some of the followang:

« Taacher tully explaing concepts In a8 direct and
effickent & manner az posible, while sill achieving
$tudent Uhderstanding

Teacher affectively connects content to other content
arest, studmniy’ t and s, oF cyrrant
wvents in order 1o make content relavant and build
interest

= Taachar demonstrates contant knowledge snd
dalivers content that Is factually correct

Contem I3 clesr, conclsy and wall-organiied

- Teacher restates and rephrates insiruction In
multiple ways 12 Inctease understanding

Taachar defivers content that is factually correct

- Content occavonally lacks clanty and is not as
wall organized s it could be

= Taschet may ial to restate of rephraze
Instruction in muktiple ways 1o incresse
underslanding

+ Teacher may dellver content that is factually
incorrect

= Esplanations may be unctear of incoherant
and fail to build stcdent understanding of key
toncepts

« Tuscher conlinyes with planned knatruetion,
wven whan it I3 obvicus that students are ot
understanding content

+ Tascher pmph kay points of mainideas in « Teachar dowt not adequalely emphasize main = Tencher dows not emphasize main Meas,
Expl. spark sudent and intetest In | content Ikdeat, snd students are lused sbout | and stud arg often confused about
he content key takesways content
Stud parilcipate 4 each athery learning of = Teachet usas devel [ = Expl tack devel L - Teacher fails 10 ute developmentally
tontent through collsborallon during the lesson isnguage and explanations appropriste lstgusge appropriste language
= $tudents ask higher-order questions snd make - Taather implements relevant imtructional +Teacher does not always implement new and - Testher doet not implermnant new and
iors ind, denthy, d that they ¢ learned via prof ] 1 ! d instructional s | dwvis ! d ias learmaed via
understand the content st a higher fevel professional development srafessiansl developrnent
Hotes:
1. Content may be communicated by either direct Inttruction or guided Inquiry depending on the contest of the clsssroom or fesson,
2. IM the tascher prasents nformatton with any mistahe that woold lesve 1tud with s i detstanding st the end of the keason, the tescher should be scored a Level | for this competency.
3 1] ies learned via profy | devek may Incfude inf learned duting ] hing setslont a1 well 25 mandatory or aptionsl school or district-wide PD 1essions.
89| ape
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Competency Highly Effective () Effective {3) Improvement Necessary (2} Ineffective {1)
Taacher |3 highly etective st engaging Teacher I3 effective at dents in acad Teaches newds a g studentaln | Taacher bt inefh a ging students in
$tudents in academle content content acadumle content academic content

Competency 2.3:

Engage studentsin
academic content

Fortevel 4 much of the Level T ewdence is
abserved dunng the yeor, a3 well a3 some of
the fallowing:

- Teacher provides ways to engage with
content that dgnificantly promotes studemt
mastery of the objective

- Teachet provides differenttated ways of
"

3/4 or more of students are sctovely engaged In
content at all imes and not off-tark

- Teather provides multiple ways, as appropriate. of
engaging with content, all aligned to the lesson
objective

= 'Ways af angaging with content reflect diferent
learning or intall

engaging with content specific to individ:
student neads

= The les30n progreiies ot 4n spproptiate pice
4 that students sre never disengaged, and
1udents who linish early have tomathing slse
meaningfud 1o do

= Fawer than 3/4 of students are engsgedin content
and many sre afi-tatk

« Teacher may provide multipla ways of engaging
students, but perhaps not aligned to leston objechive
or mastery of content

- Testher may miss opportunities to provide ways of
differentiating content for student engagement

= Teacher adjusis lesson inghy ta

lor student skifls and &k decge 10 that

-Some may not have the pr skills

v 10 fully engage In content and teacher's

alt students are engaged

- EL4 and IEP students have the spproprlate

« Teacher eff: by il hnology as
#1oal to engsge students in academic content

to b engaged inconlent

= Siudents work hard and are deeply active rathar than

sttempt to medify instruction for thets students is
kmited or nat slways effeciive

= ELL and [EP students ste sometimes ghven

= Fewet than 1/2 of students are engagedin
conlent and many sre ofi task

- Teacher may oy provide one way of engaging
with cantent OR teacher may provide multiple
wayi of engaging students that are not aigned
to the lesson objective or mattery of rontent

= Taather does not differenilate Instiuction 1o
1arget ditfarant learning modalitles

+ Mot stud: da not have 1he

skills necessany 10 fully engsge in content and
teacher makes no etfort to adjust instruction for
thesas studenis

= ELLand IEP students are not provided with the

o tobe engaged in

= Students may appear 1o sctively Usten, bat when it

¥ 1o angage in
conment

- §tudents do ot sctively listan and sre overtly

passiva/receptive {See Notes befow for specific comas time for ek ary d din
evidence of engagement) mEaging
Notes:
- o 2wy of with content, students muss be engaged inthat part of the lesson,

1. The most important indicator of success here is that students are scttvely engsged in the content. For a teacher 10 receive credit for
may include {but |3 not bmited 10} {a) raiting of hands to ask and snswer questions a3 well a3 ta share idess; ib)

1. Some ob blle evid| of
tasky/aciivitles.

3. Teachers may provide multiple ways of engaging with content via ditferent Jearning modalitles {auditory, visual, kinesthetic/tactile] or via multiols Intuifigences (spatiat, I

sl

effective to engage students via two of more gl the tame

ing (not oif-task} durng

muskcal, b

n; oF {¢) ective { in hands-on

H you have recetvad thls document from sty soutce othar than the AISE wabaite, it mey have buen akterwd from (1s original varsion. For the officlal, snd most ug-to-data version, plesss vkt VOrRLrienipng ovg
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+ Teacher chacks for understanding at
highar levels by ashing pertinent,
scalfold questions that push thinking;
accepts only high quality ttudent
respontes [thote that reveal
uniderstanding or lack theraof

- Teacher uses cpen-ended questions
to surface common misunderitandingt
and asyst sludent mastary of materisl
4t a tange of both lower and higher-
order thinking.

- Teacher uses 8 vatlety of methods 10 chech lor
d ding that are ful In capturing an
sccursts “pulie” of the class's understanding

+ Teacher uses wait tme effectively hoth after

Competency Highly Etfective (4) Effective (3) Improvement Necessary (2) Ineffective (1)
Taachar It highly eif at checking Tescher i effs at ¢h g for understanding | Teathet needs improvemant at chacking for understanding Teacher Is inelective st checking for understanding
Competency 2.4: for undesstanding i
For Level 4, much of the Leve! 3 + Taschar checks for understanding at simot sll ~ Teachar sometimes chacks for understanding of content, but | - Teacher rately o never checks for understanding of
evidence 15 oberved durtng the year, o | key [when checking is 1] misses several key moments conlent, o missas nearly all key maments
Check for well s 1ome of the followang: inform instruction golng farward)
Understanding

= Teaches may use more than one type of check for
e ding, but Iy often d in capturing an
accutste "pulsa” of the class's understanding

+ Taschar may not provide enough wait time after posing &

posing & guestion and belore helping stud:
think through 4 responia

+ Teacher doasn’t allow students to “opt-oul” of
chucks for understanding and cycles back to these
fudents

- Teacher systamatically astestes every student’s
mastery of the cbjective{s) at the end of gach
fesson through farmal of informal asvessments
{sew note for exsmple)

ot stud, 1o think and respand tefare helping
with an answer or moving forward with content

= Taacher somatimes allows studants ta *opt-out” of thecks
for undarstanding without cycling back 1o theie students

=~ Teacher may occasionally stsess student mastery at the end
of the leszon through formal or Informasl assescments.

Teacher dows nat check for ynderstanding, or utes
only one Ineflectiva method repatitively to do so,
thus rarely capturing an accurate "pulse” of the
tlasystundesstanding

- Teacher frequantly moves on with content befare
studants have & chance 12 respond 1o questions of
frequantly gives students the snswer rather than
helping them think through the answar,

- Teachar frequently sBows students ta "opt-out” of
checks for understanding and does not cyche back 1o
thess siudents

- Teacher rarely of never s13etset for martery ot the
end aof the latson

Hotes:

1. Examples of times when chetking for understanding may be useful are: bafore maving on to the next step of the lesson, or partway through independent practice.
1. Examples of how the teachet may ausets student understanding and mastery of objectives:

thumbs up/d

* Chechs for Und, .

cold-calling

* Do Nows, Turn and Talk/ Pair Share, Guided or Independent Practica, Exit Slipx

I yeu have received th dosument irom ary source ather than the RISE webulte, It may have been aheved from Ity ofiginal version. For the oiicisl, 3ad meost up-to-date vavtion, plesse vist o rhaindleng org
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Competency Highly Effective (4} Effective (3) Improvement Necessary [2) tnetfective {1)

Teaches Is highly effective at modifylng Teachet It effective at modibying Insiruction as Taacher needs improvement at modifylng instruction as Teachar iy ineHective st modifying Instruction as
Competency 2.5: Insttuction it needed needed X needed aeeded

For Level &, much of the Level J evidencess | - Teacher makes adjuatrnents to imtruction bared | - Teacher may attempt 10 imske adjustments to - Teathet tarely or nevar attempts to adust

obierved dunng the year. as weil as some an checks for undarstanding thet lead o incressed | instruction bswed on checks for understanding, but thete | tnstruction based on checks far undetstanding, and
Modfy Instruction As of the following: understanding lor most students attempts may be misguided and may not increase any attempis at doing s6 fraquently fail 1o Increase
Needed understanding for all ssudents understanding far students.

= Teacher anticinates student

tsund dings and b Teachet responds to misunderstandings with = Teacher may primarily tespond to misunderstandings by | - Teacher only responds 1o misunderstandings by
addy e1ses them eilective 1caifolding techniques uting tedcher-driven wcatfolding techriques (for example, using lesches-d Holdi sl
te-explaining a concept), when student-driven technigues

- Teachar i3 able 10 modify Imsttuction to could have been more atisctive

respond to mirunderstandings without

taking awsy Irom the Fow of the lesscnor | - Teschar dowtn't give up, but continues to try 1o = Teacher may persist in utlng a particular technique for « Teacher dly wsee the same technlque 1o

loting engagement sddress misunderstanding with ditferent ding to & il ding, even when it Is not tespond to misunderstandings, even when it s not

techniques if the first try Is not successiul jutceeding succerding
Nates:
1 In otdet to be efiective ot this compatency, & tescher muit hive ot leait scored 2 3 on compatency 1.4 - kn crders 10 medify Instruction st needed, one must first know how 1o check for understanding.
1. Ateschar can respond to d 1 wying “scalfolding” tachn: such a: activating back d ki ladga, asking leading questions, braaking the task o I usng devites of snalogias, using '} ar
handi-on modals, wting "think slouds”, providing visua! cues, ete.
BE)Pape
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Instruction and Wark

bie and chalk

«Lestonls ging 1o all
- Studenty are able to answer higher-level quastions
with meaningful responses

= Students pose highet Jevel questions 1o the tescher
and 10 sach othet

+ Teacher highlights examples of recent student work
that meets high Insists snd
students to do It again if not great

+ Testhet encourages stedents’ Interest in learning
by ding stud | opportumtied
10 apply and bulld shills beyond expected lesson

wilh add

= Teathar requently devefops higher-level
understanding through eHective questioning

Lesson pushes atmost all students forward
dus 10 differentialion of imiruction based on
wach student's level of understanding

- $tudents have appartunities to meaningfully

practice, apply, and demontirate that they are
learning

- Teacher shows patience and helps students

= Seme questions. uted may not be eifective In
developing higher Jevel understanding {too
complex or confusing)

+ Lesson pushed some students forward, but
mlssas othet stud due io fack of diffy

based on students’ feved of understanding

- While students may have some opporiunity to
maaningfully practice and apply concepts,

b more teacher.di d than
Appropriste

- Teather may encourage students o woik hard,

Competency Highly EHective [4) Effective [3) Improvement Necessary (2) Ineffective (1)
Teacher Is highly effective at developing a higher Teacher haffective 3t devaloping & higher level | Tascher needs Improvement at developing 9 Teacherisinelfeciive at develaping 8 higher level of
Competency 2.6: level of understanding through rigorous Instruction of understanding througl highet level of understanding through rigorous understanding through rigorous Lnstructlon and work
and work and work imtruction snd work
Develop Higher Level For Level &, much of the Level 3 ewidence is observed | - | [t ant thall to almost [ - Lesson is nol atways accetsible or challenging for Lasson is not alignad with developmental level of
of Understanding during the pear, a1 well 01 tomr of the folfowing: ol students 1tudents wtudents {may be too challenging or tos easy)
through Rigorous .

- Teacher may not use quettioning as an efective
tool to Increste underitanding. Students ondy show
asurface undarstanding of concepts.

« Leston tarely puthes any stludentt larward,
Teacher does noi diiferantiate instruction based an
itudents’ level of understanding.

- Levson is slmost atways tescher directad. $tudenty

have lew opportunities to meantnglully practice or
apply congepis.

= Teacher givet up on students euslly and does nat

towork hard 10ward mastering the objectve but may not parsist in eiforts to hve ftud: te them 1o p ihrough ditficult tatks

alemants je.g. extrs cradit of entichment and to parilst even whanfaced with difficult keep rying

assignments} tatky
Notes:
1. Examplet of types of queitions that can develop higher Leve] understanding:
*+ Activating higher levels of Inquiry on 8loom's taxonomy (using words such as “anslyze”, “classify”, “comgare”, “decide”, "evaluate®, “explain”, or “reprerent’)
*+ Aking students to explain thelr reasoning
#+ Asking students to explaln why they arq learning something or to summaslze the main Ides
* Asking students 1o apply » new skil] or conzept In a different context
 Pasing & question that increases the riger of the Jessan content
* P ¢ students to make top tal or prlor knowled,
2, Higher-leval questioning should result in higher-level student understanding. I It doas not. credit shauld not be qan,
3, Challenging tashs rathet than quettions may be used 16 Crate s higherJevel of under ding, and if tul. should be credined in this
4. Tha fraquency with which a teacher should use questions to develop highar-level understanding will vary depending on the topic and typs of lessan.

63|FPape
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Maximize Instructional
Time

Competency Highly Effective [4) Effective {3) Improvement Necessary (2} IineHective (1)
Teather is highly effective at maximizing Teachar I3 effective at maximizing Wnstructional titne | Teacher needs improvement at mazimizing Teacher is ineffective at mazimiting instructional
Competency 2.7: inglruciional time Inmumon:l time : _ u:m - _

For Level 4, muck of the Level 3 evidence is
obierved dunsg the yeor, g3 well a3 some of the
Jollowing:

- R i and 21 aTq
well-executed, Students know what they are
supposed Lo be doing and when withaut
prompling from the tescher

= Stodents are always engaged In mepningiul
wotk while waiting for the teacher (for example,
duting sttendance)

share ibdity lor
and routines and work well 1ogethst 10
accomplish thase tasks

- All students are on-task and follow Instructions
of teacher without much prompting

Disruptive behaviots snd off-tmk
converiations sre rare; When they occur, they
are slwsys addeasied without major
Intwrruption to the lesson

Students arsive on-time and are aware of tha
consetuences af arrlving late {unescused)

-Soma atrlve late |
far ctass without consequancas

. may artlve [ote |
for class without consequentes

are undear about

- Clags starts on-time: = Class may contitently siart a few minuteilsie = Teathar may ftequently start class late.

- R and d arg well- A and dures are in place, -There are few or no avident routines or
execuled. Students know what they are d bt rerquire signifi teacher d or g | e dh in place.

ta be daing and when with minimal g from | 1o ba foll ] what they showld be doing and requre significant
the teacher duection [rom the teacher at all timas

= Studenty are only ever not engaged In meaningful
work for bilef perlods of time {for exsmelr, during
atterdance)

- Teacher delegates ime between parts of tha
lesson appropriately so a3 best to lead students
towards mastery of objective

- Almoss all students are on-task and follow
insiructions of teacher without much prompting

. D heh

- There is mora than a briel petiod of Ume when
students are lelt without mesninghul work to keep
them engaged

= Teschar may delegate lesson time inapproprately
between parts of the lesson

- Significant prompting from the teacher I8 necessary
for studems to folow instructions and remain on-tak

. B fea hah

and off-task ¢ L

and off-task conversations

When they ocour, they ste almoit always
addressed without major Interruption to the lesson.

SOMetimes ocour; they may not be sddi dinthe

- Thete are sigrlicant pariods of time in which
students are not engaged In masningful work

- Feather wastes significant timae between parts
of the k du 1,

Even with significant prompting, students
frequently do nol follow directions and sre of-
ik

- Disruptive behavions and off-task comversmlons
e and b ly cause the leacher to

mott eHuctive manner and tescher may have ta stop
the lesson frequently to sddiess the problem.

have 16 make adjustments to the lessan.

Motes:

1 The ovesall indicator of success here 13 that aperationatly, the clsswaam runs tmaothly 10 that time ¢an be spent on valuable instruction rather than logistics and distipline,

2. It should be understood that a teacher can have disruptive students no matter how effective he/the may be. Howsvar, an elfectiva teacher thould be able ta di
without detriment to the learning of ather students.

amongst theia stud and when they do occur, handle them

Y
1 youhave received thiz daument Hom sy 19UCe S11 than tha AISE webuits, R may have been shered fram it original version. For the ofictal, #nd matt up-to-dete veriion, piress vish wivw rivemdisny. org
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Competency Highly Effective (4) Effective (3) Improvement Necessary (2) tnetfective (1)
Teacher Is highly alfactive ot etesting 3 Teachar it etfective at creating a chassioom culture Teacher needs imptavement ot creating a cissiroom Teachart i IneHuctive ot creating a classroom
Competency 2.8: classroam culture of respect and collaboration | af respect and collaboration culture of respect and collaboratton cullute of respect and collsboration.
For Leval & much of the Level J evidence is = $tudents sre respectiul of thew teaches and prers | - Students pre genetally respeciful of their teaches and | - Stud i tul of teather
Create Classroom observed during the yeor, o8 wellas some of the prery, but may accasionally act out or need to be of peeis a3 evidenced by discouraging remarks or
Culture of Respectand | fonowing: reminded of ¢lassroom narma disruptive behavior
Collaboration
- Studenty are din the academic success | - are given 1o collsh. + 8 arg given opperiundlies to collgborate, but - Students are not given many oppartunitles to
of their peers o5 evidenced by unprompled and support wach other in the lrarning process may not Hways be supportive af sach other or may coflsborate OR duting these timas do nat work
collaboration and assistance nead significant astistance from the tescher to work wall togethet even with teacher Intervention
together
. 'l ind positive ch and
behavior and discourage negative bekavior Teachar reinforces poultive character snd behavior | - Tescher may praise positeve behavior O enforce = Teachet rately or never praises poutive
amongs! thamantves and yies iy 10 di g lof negative behavior, but not both behavier
negative behavler
b « Teachar has a good rapport with students, and = Teacher may focus on the behavior of 2 few - Teachat rasely of never addresses negative
shows genuing interest In thaie thoughts and students, while ignoring the bebavior | or behavi
opinlgns hegative) of athers
HNaotes:
1. if ther it ohe of more Instances of disrespect by the teacher toward students, the teacher should be scored a Level I for this standard,
2. €l v school teachers more f Iy will, and ate quired 10 have, any, rewards, and Ppated vitlbly in the classroom. Wiethar o not these are visibly posted, It sthould be evident weithin the culture of

the clasiroom that students undersrand and ablde by a set of established expectations and are aware of the rewards snd eonsequances of their sctions.

BE|F e

Wyou heve received thit decument from any 10ures StRar INSA the MSE webtits, | may have been altared from Huorigloal vardgn, For Hictal, plasse vitkt www riseindienie o
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SRISE

for Academic Success

Jollewimg:

Studenls ate iInvested in their work snd valus
Ll UCCHY 2% vid d by their effort snd

« $tudents participate in forming scademic gosls
for themsalvas and analyting theit progreis

- Students demonsirate high academx
enpactaiions igr themaelves

quality of their work

Competency Highly EHective [4) Effective (3] Improvement Necessary (2) Inefective (1)

Teachet is highly afiective a3 setting high Taachar by effective st setting high expectations for | Teacher needs improvement at setting high Teathet I inatective at setung high expectations
Competency 2.9: expectstions for academic success. acadermle tuctens. eapuctations for scademic suctess. for student wuccess.

For Level d, much of the Level 3 evidente it = Teacher sets high expectationt for students of all Taachar may sel high expectations for same, but nat Teacher iwrely or never sets high expectationt
Set High Expectations chrserved durtag the yeor, os well as 1ome of the | lavels others fer students

- Students are generally invested in thew wark, but
may occasignally spend time off-tash or glve up when
work (3 thallenging

= The tlsssroom is » s3te place to take on chall
and risk failyre (studems da not feel shy shoyt

+ Student comments and actlens d ste
1hat they are excited sbout thew work and
wnderstand why R Is important

avking bad shout
Incarrectly}

- Teacher calabrates and pralses academle wotk

- High quality work of sil students s displayed in
the clastroom

- Some may b aftaid to tske on challenges
and risk fallure (hesitant to ash for help when needed

or givieup eadily)
= Teacher may praise the academic wosk of some, but
not others.

- High quality work of @ few, but not ail students, may
be dizplayed in the clasuoom

+ Studenty may demonsirate disinterest or tack of
investment in their work. For aaample, tudents
might be unfocused, off-tash, or refuse te
attempl asslgnments

« Students sra generatly alvaid to take on
chaltenges and nish lailure due ta frequently
discouraging comments from the tescher or
paery

= Taachar rasaly oF nervar prases academic work
or good behavior

- High quality work i rarely or never displayed in
the claswroom

Hote:

1. There are several ways lor a teaches to demonsirate high expectations - through encoursging commants, higher-leval quastioning. appropristely tigorous asignments, expectations written and posted in the classroom, Individual student work

plans, etc.

Hyou have secaivid this document fror shy Soutta other than the RiSE webilte, It may hive been aitered from (13 otigins) version, For the efficisl, snd meant up-to-data vetvion, phease visl wrw.ciesingieny org



DOMAIN 3: Teacher Leadership
Teachers develop and sustaln the intense energy and leadership within their school community to ensure the achievement of 31l students.

SRISE

Ga above and beyond In dedicating time for
students and paess cutslde of chans

- Dadicate time eificiently, when needed, 10
hetping students snd pears outslde of class

Teacher may not:

Campetencles Highly Effective () Effective (3) Improvement Necessary (2) Ineffective {1}
3.1 | Contribute to AtLevel 4, a teacher fullills the criteris for Level 3 | Teacher wii: Teacher wil: Teachat raraly of never contributes idess.
School Culture and additionally may: « Conttibute Idess snd eapertite 16 further the | - Contribute cecasional et and wxpertine to lurther the atmed ot improving sthool etforts, Teacher
= $enk out leadarship roles ithools' misslon and inltlatives scheol's mistlon and Initiativey dedicates little of no time outwde of claty

towatds helping itudents and peery.

- Coach paers through difflcult utuations

~ Ak lor assistance, when needed, and provide

= Take on i reles within collat
groups such as Professionsl Learning €

10 othets in need

Taacher may not:

- $avk to provide alher teachers with assistance when
needed OR

« Regularly 1eek out opportunities to work with others

- Fr ty dedi time to help wtud ¢
ificiently outside of class.
3.2 | Collaborate with Atlevel 4, u teacher fulfills the uriteria foi Level 3 | Teacher wil: Taacher wilt; Teacher raraly or never participates in
Peers and additionally mey: = Seek out snd participate in regular = Participate | lonal to work with and opportuniles to work with athers. Tescher
Go sbove snd beyond In 1eeking out opportunities to work with and learn from Iearn from othen works in isolation andis not a team player
oppartunities to collaborste others Ash for suustance whan mesded

3.3 | Seek Professional Atleval 4, a teacher fullills the criteris for Level 3 | Teacher will: Teacher will:
Skilis and and additionally may: - Atthvely pursue cpportunsties ta Improve - Attend ol datory prof devel
- Regutarly shate newdy | d knowledge and knowledge and practice opportunitles Teacher shows Hnle of ho interest in new
Knowledge ptactices with othens - Sk oul ways to implement new practices ldeas. programs, or dasses 1o kmprove
- $eak out cpportunities 10 lead profeislonal Into instruction, where spplicable Teacher may not; teaching and learning
development sessions. - Walcome ferdback to lmp » Actively pursue optional prof devel
practlews opportunitles
= Sath out ways ta kmpk new nia k
- Atcept constructive Teedbach well

e v ave received this document from any source othes than 1ha RISE website, R may have baen altered Hom I arlginal varsion. For the: oHictal, st most up-1o-date versien, pheise visit wynw, riseingiong o
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SRISE

3.4 | Advacate for
| Student Success

At Laval &, 5 teacher fulfilis the criterta lor Level 3
and sddithonalty may:

Display commitment ta the aducatian of all the
students b the school
- Make changes and lake niths ta enisre student
success

Taacher will:
Display commitment to the educanion of all
hiesfhat students

- Attemot to remady obstacles around student
| achievement
| « Advocate for ttudents’ individuslized needs

Taachar wilk:
- Display camautment ta the edutation of slihis/her
| dludents

Teachar may not:
| - Advocate for students* newds

Teachet rarely or never displays

| commitment to the education of his/her l
Hudents. Teacher accepls failure as par for

| the coutse and dows mot advocate for

| students’ needs.

3.5 Engage Familiesin
| Student Learning

T AtLevel 4, a teacher fullilh the criteris for Level 3

and additionaity:

= $trives ta form relatlonships In which parents sra
¢iven ample opportunity to participate In siudent
learning

- Is avmilable 19 sddress concerns in & timely and
patitive manner, when necessaty, outude of
required outreach evants

Tescher will:

= Proactively reach oyt to parents in s vatiety
ef ways to engage them in student learning

= Respond prampily 10 cantatt from parents
~Engagein o)l lorms of parent outreach
required by the scheol

Tescher will:
- Respond to contact rom parents

- Engage it all farms of parant outreach required by the

whoel

| Taacher may not:

{ Taachat rarely or never reachesout 1o
parenty andfor frequently does not
respond 10 cantacts from parents.

- Piwactiuely reach out 1o parents to engage them i student i

learning

}

from any sowrce othar than the RISE website,

I may have been aRerad fram it criginal wersien, For the officlal, and mont Wo-1o-dite vatilon, plasse viKK wyr tisgindions org
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Core Professianalism Nubric

These mndicators iltusteate the nunimum

* ifatoachor falls to meat the standard in any of thase Indicotors .25 will b deductad from thalr Summative

* Atenchermust hiave 9555

1 yotn havk seten ed (. daryment (s O ABRICH HIE I Uit 5L werlione

~f

competenties expected in any profassion. Those are se
leaening and more to do with hasic employment pr

parate from

actice. Teachers are expected 10 moet these standards. If they do nat, it will alfect their overall rating neg

the other sections i the rubne because they

__._....___.a.:._,.ﬂ.l h

1 Awtendlance
{.25}

' Oa-Time Arrival

2

{.25)

..w Policios and Procedures

{.25)

a’ Respect

(-25)

" Intwndoat demanstiates a pattern of ndwedoal has not demonstrated a

. II .
Indwutual demanstrates d patiwtn sl Indwidual has not

L WAy Rve Been aiteier bm oty onpusiveninn o tlw edlnial, and inyst

Dues Nat Meet Stundard

utierfuted slnences *

ungscused late grnvaly flate areevaly
thal dre in wolation of prowedures yo1
Torth iy Inral sehool palty and by the
teluvant Loliedtive hargammng
Afreemunt}

.:H.ﬂm_:m_ ._....:mrﬂ_ﬂm? ...__.:.n.: of
fading ta lollow state, torporation,
Jnud sehgnt protaies amf geoceduers
le-g- nrocedures for swlmatng
dutipng seleerals, pahicees fey
appraphate atine #ic)

' Indsittual demonsiiates o pMiern af
Fahong 1o e 3Ch with students,
wolleagues, parentyfguartiany, ang
wmnimly members m g qesgectiod
LLh L

ISE scare for cach Indic
attentance for the school yoar to moes the attendance standard. Thiswonld exclude

eTEAIR A er410n, Bleave iy )

Maets Standard

patiesn ot unextused abienees”

demonsiraled a
pattern of unesgusedd e arnivak
flate ariwalks that ate i worateon of
procedutes set lurth by Incal sehool
pehity ans) by tha relevant collecive

.|_.-.n.._:.:a ..a....H.B._::

Inthviduval dembnstiates o pattern ol

totlowmg stare, carporatiun, gt

schol pokues anild provedures fe n

firucedines lor subimnting, dophar

relersals, paties lor AMHHOpNAle

e, gig)

__.._a...a:a_ demonstrates a pattern of

migracting vah students, colteapues,

patents/guandany, ol communny
thedbhery in o tespecilul manner

-

any days misserl under FMILA or a doctor’s eare.

+ +

ive little 1o do with teaching and

atively.

ator thot does not neot the standard.

N 5K



Final Summative Rating : Teacher

The following weights will be used to determine the final Principal rating:
Teacher’s Effectiveness Rubric (TER) 90% (.90)
School Wide Letter Grade {SWLG) 10% (.10)

The final summative score is calculated using the following formula :

TER rating X 90% (.90)

1}

SWLG rating X 10% (.10) *
Final Summative Evaluation Score =

*SWLG will be used to hold the teacher accountabie for student growth.

Certified Staff’s Finol Rating {always round ug)

ineffective 1.00 - .78
improvement Necessary 1.75 - 2.44
Effective 2.45 - 3.44
Highly Effective 3.45 - 4.00

Final Summative Rating

Teacher’s Signature

| have met with my Principal to discuss the information on this form and received a copy.

Signature: Date :

Principal’s Signature

I have met with this teacherl to discuss the information on this form and provide a copy.

Signature : Date :
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PROFESSIONAIL SCHOOQOL COUNSELOR
EFFECTIVENESS RUBRIC

Greensburg Community
Schools




Iverview
Vhat is the purpose of the Professionnl Schuel Counselor Rubric?
“he School Counsclor Rubric was developed for three key purposes:

*  Toshine a spotlight on great school counselors: The rubric is designed 10
assist principals in their ¢ffonis 1o increase schuol counselor effectivenoss,

*  To provide clear espectations Tor school counselors: The rubric deflines and
prioritizes the actions that elfective school counselor use 1o achieve gains in
student achievement. and personal. social, and career developmient,

* Tosupporta fir and transparent evaluation of effectiveness: The rubric
provides the foundation for accusarely assessing eflectiveness alony tour
domains.

Who developed the Professional School Counselor Elfectisencss Rubric?
A representative proup ol counselors. administrators. and leaders from other youth-
serving organizations, atong with IDOE. coniributed 1o the development af the rubric.
What research and evidence support the Professional School Counselor
Effectiveness Rubric?
*  Amcrican School Counselor Associution {ASCA) National Model
ASCA Counsclor Standards
Indiana Student Assisiant Services, Article d
California Carmel Unilied School District Cvalwtion
Missouri School Connselor Evaluation
New Hampshire School Counselor Evaluation
North Caralina School Counselor Evaluation
Centinely Valley Union High Sehool District
Indiana Program Standards for School Counselors
Indiana Student Standards

How is the Professional School Counselor Effectiveness Rubric organized?

The rubric is divided into four domains.
e Domain t: Academic Achievement
¢ Domain 2: Student Assistant Services
e Domain 3: Career Development
e Domain 4: Professional Leadership

Jiserete indictors within each domain target specitic arcas that effective prolessional
ichuol counselors must focus upon.

How do we weigh diffevent parts of the frumework?

In reviewing the current research during the development ol the professional school
zounseler rubric, the poal was not to create a school counselor evaluation tool that would
iry 10 be all things to all people. As such. the rubsic focuses on evaluating the
fectiveness of the school counselor throueh observable and daty driven actions.

o

%NM.

What is the process to use the Professional Seliool Counselor Effectiveness Rubric?

¢ Forany given indictor. the school counselor may receive o score of | ihrough 4
{4 bemg highly effective).

*  The school counsclor will self-reflect and indicate level ol pertormance in each
arca,

*  Duscussion of cach area will 1ake place between the adminisirator and school
counselor. Supporting data may be presented,

*  The administrator will complee the final evaluation in conference with the
school counselor.

¢ The comment section may be used (o cxplain any N O (not observed) ratings.

* A writien summary mas also be aitached.

How do [ ensure the effective implementation of the Prolessionul Sehool Counsclar
Effectis eness Rubrie?

Even the best School Counselor Evaluation toel can be undermined by poor
implementation. Successful implementation of the Prolessional School Counscelor
Effectiveness Rubric will require a focus on four core principles (modified from The
new Teacher Project's The Hudger Effect, 2009):

. Training and Support: Adminisirators responsibile for the evaluation of school
counselors musi receive rigorous training and ongoiny suppor so that they can make fur
and consistent assessments of performance and provide constructive feedbach and
differentiated suppon,

2. Accountability: The differentration of school counselor elfectiveness must be o
priority for district administrators and one tor wlich they are held accoumable, Even the
best evaluation tool will {ail if'the information it produces is of no consequunce.

3. Credible distribution: 17 the rubric is implemented elfectively. ratings wili not be
ambiguous. surprising. or without clear justification. The performance distribution of
school counselors must be monitored and a vehicle established 10 declare evaluations
invalid if results are inflated,

<. Decision-muking: Results trom the school counselor evaluation must be lulh
integrated with other district systems and policies and a primary (actor in employ ment
decisions. This evaluation tool will assist in determining such issues as which sehool
counselors receive tenure, how school counselors are assigned, retained. compensaled
and advanced. what professional development school counselors receive. and when and
how school connselors are dismissed.

Friendly Disclaimer:

This is a working draft ol the Prufessional Schiool Counselor Effectivencss Rubric that is

still in the process of revision and chanee. This rubric will underga o pilot with inpu
from administrators and counselors from around the stale.

\J;J



DOMAIN 1: ACADEMIC ACHIEVEMENT  School counselors ulilize data. knowledge of current trends. and standards 10 impact and support

wcademic achievement and Lo engage all students in critical thinking,

. Highly Effective (4) | Effective (3)

Indicator

1.1 T 1l sehsal comselor . The sehool counselor elicen ch
unlezes dika o monitor ;. uilizes dats o monitor student
shudent alievement and  aclies e and works
worhs collaboratvely collaboratively with stakeholders 1w
with stakebolders o enhance student suceess
colinmee student sugeess.

“ Fhe sehool eonnselor monsturs
student achieveaent iand
sometones utilizes e data o
eahance student stiveess throngh
calliboration,

The school counselor segulards
engages 10 predessional

The schwol counselor pencralfy
conenurages stindenmts in wsing 3
decisivn-tnking problem solyving
muodel and in developing ellective
copiig shills for deating with
problems. The counselor assists
soine sindents in identiliving

I shon-ters and long«term puals
and in developung appropriste

Tmprovement Necessary (3) Ineffective (1)

e schoal counselor mosiors

| student achieverent hut dies not
wtilize the datin 1o enbianee stadem

SAECLSS

The schul counselor sporads
_ eneages i professionid development.

TEr

ally The

- Score
The school connselor does ot '
moniter aesdenne achicvement,

sehoanl commsetor dues not
engee i professiom
derelupemens.

-f——— f

the schowd eounselor farely
encouriges students i using a

| decisivn-nabingproblem solying
mudel ind in developing ¢lfecuve
coping shills tor denling with
prablems. The counselor rrely
sissists studerts i identitving short-
term and loag-term goals oe in
developmg appropriate action plins,

The sehool counselor regularly
provides opportunings and
suppit lor stodeints 1o engage n
problent solving and
insestegating and analyzing
concepls ind questions.

Tl school caunselor ritrely prosides
{ oppurtunitics and support for students
o 1o engaee i prohlem solvisg and in
imestigating and inalvzimg concepis
and guestions,

Guidance acievtivs and materials

1 are geneeally appropriate fur

_ stidents, designed o make

i content und concepts relevant, wnd
| engage most srdents in

| uppropriae deeision makinge. e

nLyoriy of actvites are logieally
sequenced within individual

Guidanee activines amd materials ire
parually appropesate Tor siudenis iond
Cagee sy students I appropriate
decision nuiking.  Some e ites are
logically sequenced switing indiadual
lessons

[t shuol counselor docs nol
encorriage STICHns in wsing i
decisin-nith g problem solvng
miodel and in developing elfective
coping skills for dealing with
problems. The counselor does not
assist students in wentify ing
short-tenn and lone-tenn gouls o
in dherclupme approprisie acton
plans.

The school cuunselor does not
provude opponunities and support
for students 1o engaee in problem
solving and in s estigating and
amalyzing convepis amd guestions,

—_——

oy R e et 1
Guidanee octivities and imaterials
e nol appropeate tor stimlents
and do nor eaeage studenis
approprate decisson arthing,
| Actvities are not fogically
_ sequenced within indo wdual
lessons.

e school counselor generally

1.2 7 e sehool connselar repnlarly M
demonstrtes knowledge m enyages m professional
ol current tremds durvelopment fe.g., attends refevant develepment.
, studes derelopment and y conlerences, webmirs., courses. !
academie achierement, services, reads professional jourmals, |
ete. and incorposies new !
L _ o hnowledue i hershis daily warl,, |
1.3 The schoul counselor i The schoul connselor cncourages all
supports alb students in stuedents i using a decisions
makmg decisions, setting — waking: problem solying model ad _
eoals and loking i tlevetuping eflective coping shills
approprnte action v lar dealing with proble liw _
achieve goals, counselor assists off studenis in
¢ identitving short-teen ind long-term
gaals e in deseloping approprinte
action plans, 1
_ action plans,
TR | TV P e oo P T W
1.4 1 The schonl counselor _ Ihe schoul counselor consisteatly !
[ engitges ol students s provides upponunitics and suppor
| prohlem sotving. cotical | for all smdents 1w engage 0 problem |
thinking. ond othwer sulving and in investigating and _
activitics analyzing concepts wnd guesiions, M
r— g — i P
1.5 * Theschual connselor Guidanee scon ities and maerials are
ulilizes and seyuences & appropriaste lor students, designed
| vindance activines and | make content and coneepts relevent.
o manterials o mopectall ¢ and engare all students in
students” acndemiv | appropriate decision making o
achevenent, I Actvines are logically seyuenced
within indvidisal lessons
lewaons,
- — ——t . — - — ———.
1.6 ¢ The school counselor Fve schainl connselor consistently

gurdes ofl students in establishing
challenging avadenie goals wnd
untherstanding assessnwent results.
The counselor nssists afl stwdenis in
applving knowledge ol aptitndes and
interests o goal scitinge mud
identilication of postsecondan
nptions consistent with siudens”
imrerests snd abilities.

-.
‘....._,_:_nm..__w__.__p..s.._:
T developiwnially
appropridte aciklemic
prepanition essenial tor
A wide vaniels of posts
secondan uptions.

_ eundes students in estabhshirg

challengiog ueademic poals il

wnderstinkding assessiment resulis.

+ The counzelor assists some

! students m applsing knosledge of

! aptitides and inferests 10 goal
setting and identiication ol

_ postsecondary uplions consisten

I with students” mterests and
abilities

—_— )ll

The schowl counselor mrely puides

studenms i establishing challenping

wene gonils and undueestanding
assessineii resnlits, The connselor
rrely assists students i applying

_ hnowledge of uptitades and interesis
o goal seiting and identiticatson o’

pstsccondan oplivns consistent with

students” miterests s alwlines,

—_— + - =

" The schonl counselor does no
suppen students in acadenue

I prequration essential for a wide
variets of post-secandiany oplions




DOMAIN 2: STUDENT ASSISTANCE SERVICES School counselors assislt students in d

ihills necessary Jor lifelong learning through cfective rogramming and collaboration.

cveloping attitudes, knowledge. interpersonal

Indicator | Highly Effective (1)
4

Uhe school counselur
cosistenlly cocannes
stutdents tu uey
ntaindes. knowly
mderpersonal shills so sthan iy
st nderstind md sespect sell’
and others and elleconels
tnlels spprapriate belin wrs,

2 e sehool cometon msests sl
) siubenns s acqineme the sinitudes,
+ humwedge and imverpersonad shills
o el thewn unddersing and
fespect selland uthers

Effective (3)

Improvement Necessary {2)

The school connselor utten
cctmrages siudenis o acguiee w
nttudes. know ledse or
serpersamat skdls so that ilwy can
understand and respeet selt s
others and madebs appropriate
1 behingors

e selwstd envnselor :..m_.. [UINTTTITINIS
stusdeants v dcquere the attudes, knnwledye
ur itergersenal skaills so than they can
wilerstand and respect self and wiliers and
rarely modeds approprde belu ors

The schwl commselor
consntenily explities the
studemis” rghn o a sl and
secuere scln] i armiient,
helps shudents 1o dilierey
sutaistnany al Fepnre e
suppanet, s sdes aduly
nsisinice mid prolessionat
Iwelp: assrss siudents 1
identtfy resorees, ond
nphanenes presemam
progeaminung for shadents or
helyoluers

22 B The ~sehwol connselor Eacilnnie, alf

- Y omdents” sderseanding of sl
and sunyval skalls and impleents
preventan progeinuimmg te
suppssd students” healthy phaaeal,
st ernotisal. and swadeime
derclopment melndmg stakelolder
wolliaharanon

23 © Tl selont vonneh prospdes " e sehool comiselor
I o aduat comppselineg Liup consistenly addresses ihe
U unmseloee, chinseoom gudanee. | diense sieeds uf students by
enention, _ pron admg sndis aduial
comsehing. sronp conyehine,
" cliastonm pundue,
I eomsultalion, ensis
| mterventon, md sctestals s
o . dppropinte G
N | The selwwl conmselor prosides a The schwol comnselor
- o all studemts bostermg s | consastently provides services
clear mderstanding ol diversay, e all stdents fostersny o chear
| usdeetunding and apprecition

| etluraly and calitize

ol diversus. ethircny. and

L culre

ﬂ e sehonl connselar ofien explarns
| W stidents” nghit (o a sale and

* secore school e sronment, helps
|alwdents i dollerentiaie sivgnams
et peequare peer suppon; pros sdes
sduld assistance and professimal
lelp. assets stndents Wy ety
schood and commumiy restusees
and unplements am preventom
e for stdens

“ineffective .!: - "Score’

_ [t L

The sehool counselog dovs ot
enconrage siufens o acgquare the '
attmudes, hvadedge or intespersonat
shalls se than ey can undersiand s
sespuct selt und oilices s ducs i
madel apprapreste helan s

Fiv sehowl womnselur rarehy explinns the
| ~tiadlenns” roght oo n salie and secnre sehoot

_ e o helps stiadeats 1o diflerennane
| atnanons thay require peer suppon, sduly

F arstangy professinnd help. sssists

“ stdunts to sdentlv selwd ] canmmmnigy
, Tesnurees, ur amplements uny prescntion
PRESINMINRE Tor students

e schual comselor ofien
b addresses i diverse needs of
i shudents by pron i indes nlal
_ comneding geoup counseling.

clisstomn puidance, consubiatum,
<rses mleeventon, suud releeeibs as
approprale

The schu! commselor fakes a
wulticnliael or diserse pesspecinge
 considerinon wixen providing

I servaces to studes

The school comselor ek, addices the

i dierse needs of siudemts by pran iy

i idied conmselme, eranp conmsehng,
clhivstm puidance, consultanon. crisis

mien ention, and relemals as appropreve

" Ve ~chond cunieln somie
SUMYICes b Stdems loons o multicnliveal o
dnverse perspecine sad losters o clear
sinderstmdmg of diversay . ety
culture

The schant connselor daes ot .
eyplam the students” erght 1o a safe
nd secnre sehool enveemmient, elp
studems 1 diflerenteate st s

Hhat reapice peer suppon, aduls
tsaestanee and prodesstonal lwlp

help students 1o sentily et and
ORI FCSOCey, of ..:-.-_-....-...—:
QY PrELEIMIm programng for
studenty

The schout commselur dows sl
provade indw idual coonsehing graop

| coumselmg elssroom zimndanee,
cuthiltation. <nisis mien ention. or

— relemaly

|

|

e schoal conpselor eser tabes o
musltenitngl ur diverse perpecting
oo comviderution when pon idmg

[ services i students i

EZ



DOMAIN 3: CAREER DEVELOPMENT School counselors facilitate a ¢

elationship between school
Indicator

I-.-__
3.1 Theschool counselor Bacitinttes

[ compreliensie career progrum tha
uppreprate snd abencd with logal, stie,

s astionasl stimdicds.
+ T - K
3.2 The sl comnselor Facilitates all sdems
understmdiag of e welitinstip bemmeen
i acadeancs, persowal quuadines. educitnion and
Itz mod the woeld of wiik
” 3 Five schiied conmelur supputs wll studenis

10 e spphication of steutewies 1o acheye
[vmre sieceess and sistacinm

Iu.u— Fise selionl counselur colluhuran ely
_ il 2es datq, anlises researchshased
| mtenenims and develops programonng v
it stdents on acgqueriie the animdes
hwewdedye and shills oveessany fie Olichng
leamung il cineer readiness
- - -~ ————

" Highly Effective (4)

Effective (3}

" The schual counselur Groalitares age-
dsppropaente enteer deselopient,

o lagmed sy bocal, state, il satonal

I stundards, wiilizmg omside sesvirces

[ ne. ol commmnin, work force)
e enpand carver knew ledse i
CAPRTICNCES

The schund eonnselos helps all
students nsdersiand the relalmnship
between edueational aclievenem and
Cileeer success. ovplams how vk
catt elp stimfents sclieve persanal
success und sptsliction, ud
denmmisteates ko bedie of stedhets
bacharowmd, shalls. i mterests

Daa mclinde age-approprate
HESSRST IV LTI (U TN TETUIUNTT AT M
mvrests, abiliies aphitude amd
salies  The counselor uses ths
huowledae to meet students” needs
and igest i career deselupown
prwnoim febmg leannmy and
caployability shilly

students appis decsston-making shills

19 Cireer ananess, career plannimg,
| conrse selectoon ol career
(rmsinuey, Sudeis are whicuurayed
1 use amuleeple research and
mluanational sesourees o oblaim
career imfonation

T Hiwe school comselor Costently
collaboeiates to analy 2¢ date, withre
resgirchi-hased mierventions
develop programsmong tu assist
studvons ov acguieing the minmdbes,
hnowledee, el shalls necessan for

[l

Flwe counselir consisicatly helps

4:._._=.

litctong deanume and carcer readiness ____.p._..._w._...s:...u ul

e sehood connsebor Beilibales aee.
appmpoiile career developnient,
aligned with boend, state. and natrena
sttdards. Outside resonrees are
ovensionably ased

+

Improvememt Necessary {2)

omprehensive career program that develops an understanding ol the -
and work and supporls student in the application of strategies.

[neffective (1) _ Score

Flie sehwil cotmselor rredy Tacilitates
age-appropnate career developiient.

Alegived sl loval, stme. and natninat
standirds

schoal comselor helps wll
studeats understund Une celanenstup
hetween educaral sdnevement i
career suceess aund explins baw work
cat help studens aelieyve persinal
sueeess amd sanslacon, The
coumselor pramotes Bifelong leaming
und coplen abiny skifls, Some daa
munbired

he counsedor helps students apph
decrsion-makang shilly tw cireer
anvdreness, career plammmng. conme
selecuon snd career ransnons
Stwdents are coconnieed 10 wse
wulirphe rescarch and mtomyatonal
resourees o ublan vateer
Huanation

Tihe sclonl counselor piten
callabuentes t mly 2¢ Jikin, uthise
tesearcli-hased mlerventns and
develap prozemmimg o assise
Sidents in aegquirin the aititudey
hnosdedize, and skills swevessan for
reer toimdmess

e schvol cvnnselor earels elps

P A N —

||.
e school comiselor does !

not Gacalitade mee-appropeaie
cireer developmem.

students undenstand the retaonship
herveen cducotmal aches ensent wgd
Gt sarccess and furcly espla hon
wark can help siudents aclieve
personal sugeess i satistwnon. e
connselor eatels promuies hiehing
leamng i emoplon abilis shalls,
D e coreh unbised

g T———i
The schwed comnselur does

e belp stodents understand
the relutionship betwesn ,
educaional sclies coent and
Citfeer suceess ond docs n
enplinn hows vk can frelp
studunts achere personut i
stecess and sanslaction The
connselor does 5ot primtote
lidelong leitonmne

cmplos ey shills D i
ol wsed

The connsetor purels hielps studens
apph decsn-minhange shilly 16 career
awitrenesy, career plavnmie, vonese
selection or eareer Hansibions
Students aee rarcly caconraged to s
researeh and miaroumional resonrees
Wy ubtiun carcer ilonmation

|.1l
e covsehsr dies ot help

stidents apply decision-
wmahang shalls 1o ciweer

v areness. cateer planneny.
course selection or career j
s tions Stadents sie
encourned fes nse research

and infumateonil fesources

W sihtom coreer ik "

Fhe schonl coumselnr rarch,
colluborate 1o anish 2e ditie unilize
research-hased nuterventons and
develop progemmmg w assrst
stideits m acquering the atiudes
honowledae and shalts necessan tor
Dichang tearmmy nnd coreer teadiness

Hve sclwsal comselor dies
fol analy ze datn, ondize
fescarchi-hased mteneninns
or develop pragrammms 1o
VWL students oy acqussine
the mhtudes, knosdedee, sind )
shills pecessiey v Wlelonse
learmug mnd Gueer readineys




DOMAIN 4: LEADERSHIP LEVEL OF P

for student success. provide system support. and deliver a com

ERFORMANCE School counsclors adhere 10 ethic

rehensive school counseling program

al standards, grow professionally. advocate

Indicator Highly Effective (4) Effective (3) Imprevement Necessury (2) | Ineffective (1) Score
4] The schisul cosnselur esiabishes The coumsetur’s professional goals arg Prulessimnl gogls are deychiped. Prodessanal goaly are somettmes Professmnal goals ans ow |
prodessimal gonls and preraies v ideneed w improved personal, md the seharl connselur oflen estitbbished. The selwl counselns ustublubied, The sehod counsehor
SPPerItic, (o 2ron prolisssionyl, and progeam develwpunen pursites vpphicable oppanumies i mliesuently ur schserim ely s N pUTSHE NPPORTUILGY
pralessienalth 150 15 a0 achive aensher oF ane or ok cqure hnow ledge and caliange PUISUCS BRPICVMIIICS b acipiee new | acyinre pew koo bedye and skills
Pratessienal urgimizations of neiwarks. shalls and parueipittes e kvou fedge and sktlls anel fieeh and rarely parwpates i e
! protessonal conmniug PACIpates a fwe prolessioal professinmat commmn
comnnm ’
3.2 The sclonil enmnselng sabes 3 The selwnl cotmselor provides consistem The schuel connselor pros ides e selwwd counselor nionsistenily Fhe school conmselon provides e
leaderstup role as n ndvocare andetiectne feaderstup an the schonl consitent and ellective keadershop | pros des i dershup, but man gt leadersinp---either forma o
wathin the conmseling depanment, counseling progeam. the sehiond, aml the o the schod coumseling progem follow theangh appropriatets o mlarmal- -u the connseling
the schonl scisng, wd the oy i o way 1 direetly beneth ad the schonl, ot demensizate an ellecuve deparirent. the schond setting, of the
[TLHTTITY students, funnlics. educatnm) pursiunel, Ieinderstop sl cunmmis
adfor commumin stakelmlders. |
4.3 | Mhe school counsclor collabarates | The schuol comischr demmstraies The schnol counselor demonsines | The scliol comneelon v menm et The schol comselor s an -
with tesedwers, parents, and the ellective commuatcation skills and cllective communtcanon shills and | iy mellecnve commmmnemor and 1
LMy e ndvecie list the collahurinen wah techiers, s amd cullaboration with icachers vaeagemgnt, OR 1s eflectve wilh wired wath teachers, the
steeess of all siudenis and merease communiy stakeholders i asanens of | Suuilies, wnd THEITTIT il very somafl population w e Parcnts and connmmny
anareness of sindenty nevds, buchgraumds. Tlie school coumsehr stitheltders trom a sarery of deirmment of others, stahehnlders,
demunsitaies a diweet unpaet of these hachuounds
colldhormiine et s an studenls
4.4 | e sehoot cannselar adlwres 1o The school counselur wavs demmstsies | The sell cotmnselur 13 preatly Thoe schol commselor wpealiv holds Flve schenl counselur s hreached
etlucal staandards of the connselmg | pratessinl comdinet sl negnty . seehs demmnstrates prolessind condiet (3 the ethacal ande o' the Amenican coilifenalinn The comnselor
Pralusinm, respects shident HEEOPLEIC nterventnm senvaces fup snd inbegriny s sechs upproprie Sehoal Conniselor Associatonm bt demtonstames disregard Jor Taws,
conlidenisilig, and follows ihe student constilinaoge, indfor (clneal} IHErvC M Servaces Tor studet may Ll shoet of the Inghest ctincat policies, and procedures wa maier
s, pulicres, il provednres, supenvision, obides by etlucal und fegal consuliaon, sad’or (elimeal) standards The counselne's e could hase bed 16 i 1o
which govern schwol programs codes and seehs consalintion wxd supersision, atudes by eilneal and catsiateney i law. pulicy aid studems. imntees, or the cducasonal
supersion s needed legal codes and seeks consnlistnn procedare 5 questimible msseon ol tee sehoanl,
and supesvaston 15 needed :
m _
4.5 " Tl sehwol conmselor plans, Tl schel commselome progrun 1s Lhe school commsehing prosim 1be schunl cimmneling progeom e schonl counseling program i
’ organses unk delwvers an effecnve | campeehensie addressine the consistently binlds the neadenue, SErves somie stndents and ficks Jaia meflective and the selsel comselur
_..:....:.?._._.:m:.... schonl counseln tendenue, career. and pessonalfisocat cireer and persanalixocial o sutppeet ellectiveness. Tl sclool I demamstrated no atiempis in
pragea s it the resonrees ol development of al) smdems, The schial duvelopioent wEmost sudents i coMimelon s ot deimonstrning ke snprar et (o the delisery
the schoal i corporsiion), cotmsclur demomstrites student witle the school. supporting a0 heast sonw ne (o smpane the schouol nlel e siudenty
daas thint mee dtirecth atnbotable o dhe ol thus wath student umteome data vounseling program, senved, or evaluie ancis ot _
sehonl connselie program partcular strengih or weakness
1
H
Jd.6 P sehonl conmselur prosades Thie sebwal commselor senes as o collegnl ‘The schossl connseloe pron nles Thee school commselor provades some, | T schiond counselor des u 1
’ sustens suppon by etlecivels tesdee il posstrve role modet 1o proncide N et anes that suppoet | i i adequate. prgeom suppart the sclwl counseling {
g the selod conmscling " ey thit suppont the s prozram s endance managzenient 1 ihe sehvol gounseling i vkl amy progran
progran. as well as sugipurtig vuimschng progrmn, sdvocate tor all couselure, amd mhocacy peoggean. “The scluval connselion 14 sement actrvines. | he sclind
wther edie studems. ind promote citucal standands AnEkaeves e was e adyovates IWCOIISICRE 10 SuppoTing o commnselor i i imohed—ag 1y
student services  Nates Hins nn woth studenrs, school personael. poreats, lr all students, assists leachers sdncatnnd wr sl services Iy mvolved- an pon dig
mehinde uther schon] dimees W commiaiy agenvies wath the mtegraton of swdange Suppon te utfier educitional or
ibargned by the adnunstoti, activities ot e cumealuny, i | student sery
oo sded these assigmntems do i shuwres ethicatly appropirae _ Urrenighs pasrnershups.
mierkere with the commveling sdonmalin abow stackents wil '
Mereramy el »ery ices (o stidents sclwnd persumned, parents. and
CInIm LU LW )
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SUMMARY AND RATING

May be based on obser ations, school counselor rellections. classroom visits. and data,

Herall Rating

Indicator . Maximum Score Score | KEY !
Academic : _
Achievement e 29 72-80 ; Highly Effective
: _
Stwdent Assisiance _ : .
Services 16 . .64-71 . Etfective
i ———— | . ; ar - ety
Carcer | ' f
Development 1 16 _ { 96-63 ,Improvement Necessary _
Prolessional i | i | L
Leadership W 24 ' 0-55 i Ineftective o
o __ Strengths “ _ Specific Growth Areas o
N " e e 5
Additional documentation may be atached. _ ) T
Employee Signature; Adsnistrator Signature:
Duate: Date:

“The ratings have been discussed between the evaluator and the school counselor. Signing this document attest that the school counselor has read the
Jocument. not thit heishe is in agreement with the document.
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Final Summative Rating : Counselor

The following weights will be used to determine the final Principal rating:
Counselor's Effectiveness Rubric {(CER) 90% {.90)
School Wide Letter Grade (SWLG) 10% (.10)
The final summative score is calculated using the following formula :

CER rating X 90% (.90)

1]

SWLG rating X 10% (.10) *

Final Summative Evaluation Score =

*SWLG will be used to hold the counselor accountable for student growth.

Certified Staff's Final Rating {olways round up)

ineffective 1.60 - 1.74
Improvement Necessary 1.75 - 2.44
Effective 2,45 - 3.44
Highly Effective 3.45 - 4.00

Final Summative Rating

Counselor’s Signature

1 have met with my Principal to discuss the information on this form and received a copy.

Signature: Date :

Principal’s Signature

| have met with this teacherl to discuss the information on this form and provide a copy.

Signature : Date :




Association of Indiana School Library Educators

School Librarian Evailuation Rubric

This document as it stands is endorsed by the Association for Indiana School Library Educators (AISLE). Any use or adaptation of it must be
used with permission from AISLE. Please contact Robyn Young (rryoung(@avon-schools.org) or Denise Keogh (dkeogh@tcsc.kiz,in,us).

It is recommended that this evaluation tool be used at the school library where the mafority of the librarian’s time is spent.
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AISLE School Librarian Evaluvaiion Rubric

Domain 1: Purpaseful Planning

School librarians work In collaboration with the classroom teacher to develop a rigorous curriculum relevant for all students. Additionally,

library media program for the school.

school librarians will plan the

Level of Performance

Competencies Highly Effective (4q) Effective(3) Improvement Necessary (2} | Ineffective (1)
11 | Demonstrating knowledge of literature Drawing on extensive School librarian School ibrarian School fibrarian

and current trends in library practice and professional resources, demonstrates thorough demonstrates limited demonstrates little or no

information technology school librarian knowledge of fiterature and knowledge of literature and knowledge of literature and
demonstrates rich of current trends in practice current trends in practice of current trends in practice
understanding of and information technology. | and information technology. | and information
literature and of current technology.
trends in information - Librarian maintains a - Librarian reads journals to
technology. professionai network to stay | learn about current trends,

current with trends. This

- Librarian maintalns a includes reading current
network of professional journals, blogs, and using
contacts and resources to | social media.
stay current with trends
(this includes reading
current journgls, blogs,
and using social media)
and shares with staff and
students,

Notes 1.1

1. Extensive professional resources may include, but is not limited to, blogs, Twitter, Facebook or other social media, professional journals, conferences and

webinars, professional contacts with authors or other library profaessionals.
2, Current trends - librarian is aware of changes in library practice and is actively pursuing, implementing or further investigating these changes to see
the benefit for the library.
AISLE Boord Approved Copyright 2011 January 28, 2012
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AISLE Schooal Librarian Evaluation Rubric

Level of Performance

Competencies

Highly Effective {4)

Effective (3)

Improvement Necessary (2)

Ineffective (1)

Ll

Establishing and successfully
implementing goals for the school library
program appropriate to the setting and
the students served

School librarian’s goals
for the media program
are highly appropriate to
the situation in the
school and to the age of
the students and have
been developed
following consultations
with students and
colleagues

-The goal for the program
Is communicated with
appropriate stalieholders
with regular essessments
to determine if goal is
being met,

School librarian's goals for
the media program are clear
and appropriate to the
situation in the school and
to the age of the students,

-The goal for the program is
communicated with
appropriate stakeholders.

School tibrarian's goals for
the media program are
rudimentary and are partially
suitable to the situation in
the school and the age of
the students.

- The godl for the program is
established by not
communicated with
appropriate stakeholders.

School librarian has no clear
goals for the media
program or they are
inappropriate to either the
situtation in the school or
the age of the students.

Notes 1.2

1 Goals may be shared verbally or written; however,

administrators or community members.

it is important that the goal be shared with the learning community. This may include staff, students,

13

Demonstrating knowledge of resources,
beth within and beyond the school and
district

School librarian shows
evidence of resources
available for students
and teachers and actively
seeks out new resources
from a wide range of
sources to enrich the
school's program.

School librarian shows
evidence of resgurces
available for students and
teachers in the school, in
other schools in the district,
and in the larger community
to enrich the school's
program,

School librarian
demonstrates basic
knowledge of resources
available for students and
teachers in the school, in
other schools in the district,
and in the larger community
to enrich the school's

School librarian
demonstrates little or no
knowledge of resources
available for students and
teachers in the school, in
other schools in the district,
and in the larger
community to enrich the

program, school’s program.
Notes 1.3 ’ .
1 This competency refers to knowledge of the library collection and finding information for staff and students. The evidence may include, but is not fimited to,

the school library book collection, using interlibrary loan, internet sources, database sources,

librarian will use many of these resources to provide information for staff or students.

or the use of the public library collection. A highly effective

AISLE Boord Approved
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AISLE School Librarian Evaluation Rubric

Levef of Performance

Competencles

Highly Effective (4)

Effective (3)

Improvement Necessary (2)

Ineffective (1)

Developing and implementing a plan to
evaluate the library program

School librarian’s
evaluation plan is highly
sophisticated, with
imaginative sources of
evidence and a clear path
toward improving the
program on an ongoing
basls.

- The librarian
proactively responds to
the evidence of the
evaluation.

School librarian's plan to
evaluate the program is
organized around clear
goals and the collection of
evidence to indicate the
degree to which the goals
have been met.

School librarian has a
rudimentary plan to
evaluate the library
program.

School librarian has no plan
to evaluate the program or
resists suggestions that
such an evaluation is
important.

Notes 1.4

1 Some sources of evidence may include student and staf surveys,

assessment documents, and statistical data.

1.5

Establishing a culture for investigation and
love of literature

ininteractions with both
students and colleagues,
the school librarian
convays the assential
nature of seeking
information and reading
literature.

In interactions with both
students and colleagues,
the school librarian conveys
the importance of seeking
information and reading
literature.

School librarian goes
through the motions of
performing the work of the
position, but without any
real commitment toit.

School librarian conveys
that the work of seeking
information and reading
literature is not worth the
time and energy required.

1.6

Establishing and maintaining library
procedures

Library routines and
procedures {for example,
circulation of materials,
collection development
policy, challenged
materials form, students
working independent
within the library) are
seamless in their
operation.

Library routines and
procedures (for example,
circulation of materials,
collection development
policy, challenged materials
form, students working
independent within the
library) have been
astablished and function
smoothly.

Library routines and
procedures (for example,
circulation of materiats,
collection development
policy, challenged materials
form, students working
independent within the
library) have been
established but lunction
sporadically.

Library routines and
procedures (for example,
circulation of materials,
collection development
policy, challenged materials
form, students working
independent within the
library) are either non-
existent or inefficient,
resulling in general
confusion.

AISLE Board Approved
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AISLE School Librarian Evaluation Rubric

Level of Performance

Competencies _Highly Effective (4) Effective(3) Improvement Necessary (2) | Ineffective (1)
1.7 | Organize physlical space to enable smooth School librarian makes Schooliibrarian makes Schoollibrarian’s eforts to School librarian makes poor
flow highly effective use of effective use of the physical | make use of the physlcal use of the physical
the physical environment, resulting in environment are unaven, environment, resulting in
environment, resultingin | good traffic tlow, clear resulting In occasional poor traffic flow, confusing
clear signage, excelleat signage, and adequate confusion by users. signage, inadequate space
traffic flow, and space devoted to work devoted to work areas and
adequate space devoted { areas and computer use. computer use, and general
to work areas and confusion.
computer use. In
addition, book displays
are attractive and
inviting,
Notes 1.7
1 Smooth flow is defined as students and staff being able to function within the library easily and independently based upon location of materials, signs, and
seating,
1.8 | Malntaining and extending the library Schoollibrarian adheres [ School librarian adheresto | School librarian is partially School librarian fails to
collection In accordance with the schools’ to district or professional | district or professional successful in attempts to adhere to district or
needs and within budget limitations guidelines in selecting guidelines in selecting adhere to district or professional guldelines in
materials for the materials for the collection | professional guidelines in selecting materials for the
collection. The collection | and peniodically purges the selecting materiats and in collection and does not
is periodically purged of | collection of outdated weeding the collection. A periodically purge the
outdated materials. A materials, A virtual virtual presence may notbe | collection of outdated
virtual collection is collection is maintained by maintained. This is done in material. There is no virtuat
maintalned and updated | the librarian. This is done in limited consultation with presenca, This is done
frequently by the some consultation with teaching colleagues or with | without consultation with
librasian is vibrant and teaching colleagues or patron needs in mind. teaching colleagues or with
well-used. All processes | patron needs in mind. patron needs in mind,
are done in consultation
with teaching colleagues
or patron needs in mind,
Notes 1.8
1 The librarian will maintain the school's collection with many factors of the school’s needs in mind. The librarian will support the curriculum and the school’s
academic needs, as well as the practice of reading (for enjoyment or for information). Additionally, this may include a digital collection.
ASLE Board Approved Copyright 2011 January 28, 2012
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Pomain 2: Effective Instruction

Librarians, working collaboratively with classroom teachers, facilitate student academic
mastery of the objectives. The librarian fosters a climate of urgency and expectation ar

For Competencies 2.2 through 2.5, in order to be highly effective, each competency
least one. All of the indicatars under effective may not be shown in one observat

AISLE School Librarian Evaluation Rubric

practice so that all students are participating and have the opportunity to gain
ound achievement, excellence and respect.

says that the librarian must show some of the following indicators. We define “some” as ot
fon, but should be shown throughout the observation cycle.

Level of Performance

Competencies

Highly Effective (4)

Effective (3)

Improvement Necessary (2)

Ineffective (1)

2.0 Creating an environment

conducive to learning

Interactions among the school
librarian, individual students,
and the classroom teachers are
highly respectful, reflecting
genuine warmth and caring and
sensitivity to students’ learning
needs, cultures and levels of
development.

Interactions between the
school librarian, students,
and the classroom teachers,
are polite and respectful,
reflecting general warmth
and caring, and are
appropriate to the learning
needs, cultural and
developmental differences
among students.

Interactions between the
school librarian, students,
and the classroom teachers
are generally appropriate
and free from conflict but
may be characterized by
occasional displays of
insensitivity orlack of
responsiveness to learning
needs, cultural and
developmental differences
among students.

Interactions between the
school librarian, students,
and the classroom teachers
are negative, inappropriate,
or insensitive to students’
learning needs, cultural and
developmental differences
and are characterized by
sarcasm, put-downs or
condlict.

AISLE Board Approved
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AISLE School Librarian Evaluation Rubric

Demonstrate and Clearly
Communicate Content
Knowledge to Students

Schoollibrarian Is highly
effective at demonstrating
and clearly communicating
content knowledge to
students.

For Level 4, all of the
evidence listed under Level 3
is present, as well as some of
the following:

- Librarian fully explains
concepts in as direct ond
efficient a manner as possible,
while still achieving student
understanding

- Librarian effectively connects
content to other content
areas, students’ experiences
and interests, or current
events in order to make
content relevant and build
interest

- Explanations spark student
excitement and interest in the
content

- Students participate in each
others’ learning of content
through collaboration during
the fesson

- Students asic higher-order
questions and make
connections independently,
demonstrating that they
understand the content at g
higher level

School librarian is
effective at
demonstrating and clearly
cemmunicating content
knowledge to students.
Librarian demonstrates
content knowledge and
delivers content that js
factually correct

- Content is cleor, concise
and well-organized

- Librarian restates ond
rephrases instruction in
muitiple ways to increase
understanding

- Librarian emphasizes key
points or main ideas in
content

- Librarian uses
developmentaily
dpprogriate language and
explanations

- Librarian implements
relevant instructional
strategies learned via
professional development

School librarian needs
improvement at
demonstrating and clearly
communicating content
knowledge to students.
Librarian delivers content
that is factually correct

- Content occasionally lacks
clarity and Is not as well
organized as it could be

- Librarian may {aif to
restate or rephrase
instruction in muijtiple
ways to increase
understanding

- Librarian does not
adequately emphasize
main ideas, ond students
are sometimes confused
about key takeaways

- Explanations sometimes
lack developmentally
appropriate language

- Librarian does not always
implement new and
improved instructional
strategies learned vig
professional development

School librarian is
Ineffective at
demonstrating and
clearly communicating
content knowledge to
students,

-Librarion may deliver
content that is factually
incorrect

- Explanations may be
unclear or incoherent and
faif to build student
understanding of hey
concepts

- Librarian continues with
planned instruction, even
when it is obvious that
students are not
tnderstanding content

- Librarian does not
emphasize main ideas, and
students are often
confused about content

- Librarian fails to use
developmentally
appropriate language

Notes 2.2

1 Content may be communicated by either direct instruction or guided inquiry depending on the context of the classroom or lesson.
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AISLE School Librarian Evaluation Rubric

2.3 Engage Students In Academic Librarian is highly effective at Librarian is effective at Librarian needs Librarian is ineffective at
Content engaging students in academic engaging students in improvement at engaging engaging students in
content academic content students in academic academic content
content
For Level 4, all of the evidence -More than 3/4 of students - Fewer than /2 of students
listed under Lavel 3 is present, are actively engaged in « Fewer than 3/4 of are engaged in content and
as well as some of the following: | content at ali times and students are engaged in many are off-task
- Librarian provides ways to not off-task content and many are off- - Librarian may only provide
engage with content that -Librarion provides tasi one way of engaging with
significantly promotes student multiple ways, us - Librarian may provide content OR Librarian may
mastery of the objective appropriate, of engaging muitiple ways of engaging provide multiple ways of
- Librarian provides with content, all aligned to students, but perhaps not engaging students that are
differentiated ways of engaging the lesson objective aligned to lesson objective hot aligned to the tesson
with content specific to - Librarian sustalns the or mastery of content objective or mastery of
individua! student needs attention of the class by - Librarian may miss content
- The lesson progresses at on maintaining a dynamic Opportunitles to provide - Librarian does not
appropriate pace so that presence ways of differentiating differentiate instruction to
students are never disengaged, - Ways of engaging with content for student target different learning
and students who finish early content reflect different engagernent modalities
have something else meaningfut learning modalities or - 5ome students may not - Most students do not have
todo intelligences have the prerequisite skills the prerequisite shills
- Librarian effectively integrates - Librarian adjusts lesson necessary to fully engagein | necessary to fully engage in
technology as a tool to engage accordingly to content and Librarian's <ontent and Librarian makes
students in academic content accommodate for student attempt to modify no effort to adjust
prerequisite shills and instruction for these instruction for these
knowledge so that all students is limited or not students
students are engaged always effective - ELL and JEP students are not
- ELL and IEP students have - Students may appear to provided with the necessary
the appropriate actively listen, but when it accommaodations to engage
accommodations to be comes time for in content
engaged in content participation are
- Students work hard and disinterested in engaging
are deeply active rather
than passivefreceptive
(See Notes below for
specific evidence of
engagement)
AISLE Board Approved Copyright 2011 January 28, 2012
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AISLE School Librarian Evalualion Rubric

Notes 2,3 . . T

The most important indicator of success here is that students are aclively engaged in the content. For a teacher to receive credit for providing students a
way of engaging with content, students must be engaged in that part of the lesson.

Presence can best be represented by using engaging, confident, and assertive body language, tone, volume, and prax imity.

Engagement is defined as on-task behavior. Some observable evidence of engagement may Include (but is not imited to): (a) raising of hands to ask and
answer quastions as well as to share ideas; (b) active listening (not off-task) during lesson; ar {c) active participation in hands-on tasksfactivities,

Teachers may provide multipie ways of engaging with content via different learning modalities (auditory, visual, kine stheticftactile) or via multiple

intelligences (spatial, linguistic, musical, interpersonal, logical-mathematical, ete). it may also be effective to engage students via two or more strategies
targeting the same modality.

AISLE Board Approved Copyright 201 January 28, 2012
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AISLE School Librarian Evaluation Rubric

2.4

Check for Understanding

Schoo! librarian is highly
effective at checking for
understanding.

For Level 4, all of the evidence
listed under Level 3is present,
as well as some of the following:
- Librarian checis for
understanding at higher levels by
asking pertinent, scaffold
questions that push thinking:
accepts only high quality student
responses (those that reveal
understanding or lack thereof)

- Librarian uses open-ended
questions to surface common
misunderstandings and assess
student mastery of material at o
range of both lower and higher-
order thinking

School librarian is effective
at checking for
understanding.

- Librarian checks for
understanding at almost gl
key moments (when checking
is necessary to inform
instruction going forward)
dnd gets an accurate “pulse”
of the class's unders tonding

- Librarian gains enough
information during chechs for
understanding to madify the
lesson and respond
accordingly

- Librarian uses a variety of
methods to check for
understanding

- Librarian uses wait time
effectively both after posing
a question and before helping
students think through a
response

- Librarian doesn't allow
Students to "opt-out" of
checks for understanding and
cycles back to these students
- Librarian systematically
assesses every student’s
mastery of the objective(s) at
the end of each lesson
through formal or informal
assessments (see note for
examples)

School librarian needs
improvement at checking for
understanding,

- Librarian sometimes checks
for c:nm..m.n:a_._._m of content,
but misses severg) bey
moments

- Librarian mostly getsan
accurate "pulse” of the closs's
understanding, but may not
gain enough information to
modify the lesson accardingly
- Librartan may not yse a
variety of methods to check
for unders tanding when
doing so would be helpful

- Librarian may not provide
enough wait time after
Posing a question for
students to think and
respond before helping with
an answer or moving forward
with content

- Librarian sometimes aliows
students to “opt-out” of
checks for understanding
without cycling back to these
students

- Librarian may assess student
Mastery at the end of the
lesson through formal or
informal assessments, but
may not use this information
to drive subsequent lesson
planning

Schaotlibrarian Is
ineffective at checking for
understanding.

- Librarian rarely or never
chechs for understanding of
content, or misses nearly aif
key moments

- Librarian rarely or never
gets an accurate "pulse of
the class's understanding
from checks and therefore
cannot gain enough
information tg madify the
lesson

- Librarian frequently moves
on with content before
students have a chance to
respond to questions or
frequently gives students the
answer rather than helping
them think through the
onswer

- Librarian frequently altows
students to “opt-out” of
chechs for understanding
and does not cycle back to
these students

- Librarian rarely or never
assesses for mastery at the
end of the lesson
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AlSLE School Librarian Evaluation Rubric

Notes 2.4
1 Examples of times when checking for understanding may be useful are: before moving on to the next step of the lesson, or partway through independent
practice.
2. Examples of how the teacher may assess student understanding and mastery of objectives:
* Checks for Understanding: thumbs up/down, cold-calling
‘Do Nows/Bell Ringers
Turn and Talk/Pair Share
- Guided or Independent Practice
- Exit Slips
2.5 Modify Instruction as Needed School librarian is highly School librarian is efective School librarian needs School librarian (s
effective at modifying at modifying instruction as improvement at modifying ineffective at modifying
instruction as needed. needed. instruction as needed. Instruction as needed.
For Level 4, all of the evidence - Librarlan matces - Librarian may attempt to - Librarian rarely or never
listed under Level 3 is present, adjustments to instruction malie adjustments based on attempts to adjust
as well as some of the following: | based on checks for checks for understanding, but | instruction based on checks
- Librarian anticipates student understanding that lead to these attermnpts may be for understanding, and any
misunderstandings and increased understanding for misguided and may not attempts at doing so
preemptively addresses them most students Increase understanding for all frequently fail to Increase
- Librarian is able to modify - Librarian differentiates students understanding for students
instruction to respond to delivery of instruction based | - Librarian may primarily - Librarian only responds to
misunderstandings without on checks for understanding respond to misunderstandings by using
taking away from the flow of the | and dssessment data to meet misunderstandings by using teacher-driven scaffolding
lesson or losing engagement diverse student needs teacher-driven scaffolding techniques
- Librarian responds to techniques (for example, re- - Librarian repeatedly uses
misunderstandings with explaining a concept), when the same technigues to
effective scaffolding student-driven techniques respond to
techniques could have been more misunderstandings, even
- Librarian doesn't give up, effective when it is not succeeding
but continues to try to - Librarian may persist in
address misunderstanding using a particular technigue
with different techniques if for responding to o
the first try is not successful misunderstanding, even when
it is not succeeding
AISLE Board Approved Copyright 2011 January 28, 2012
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AISLE School Librarian

Evaluation Rubric

2.6 Maximize Instructional Time School tibrarian is highly School librarian is effective | School librarian needs School librarlan is
effective at maximizing at maximizing instructional improvement at maximizing | inefective at maximizing
instructional time. time. instructional time. Instructional time.
Faor Level g, all of the evidence - Routines, tronsitions, and - Routines, transitions, and - There are few or no evident
listed under Level 3 is present, procedures are well- procedures are in place. routines or procedures in
as well as the following: executed. - Significant prompting from place.
- All students are on-tasi;c and - Almost alf students are on- the fibrarian is necessary for - Even with significant
fellow instructions of Librarian task and follow instructions students to follow prompting, students
without much prompting of librarian without much instructions and remain on- frequently do not follow
prompting task directions and are off-task
- Disruptive behaviors and - Disruptive behaviors and off- | - Disruptive behaviors and
off-task conversations are task conversations sometimes off-task conversations are
rare; when they occur, they occur; they may not be common and frequently
are almost always addressed | addressed in the most cause the librarian to have to
without major interruption effective manner and moke adjustments to the
to the lesson Librarian may have to stop lesson
the lesson frequently to + Classroom management is
address the problem generally poor and wastes
instructional time
2.7 Assisting students in the use of | School librarian proactively School librarian institutes School librarian assists School librarian declines to
technology in the Media Center | initiates sessions to assist sessions to assist students students and teachers in the | assist students and teachers
students and teachers in the use | and teachers in the use of use of technology when in the use of technology.
of technology. technology., specifically asked to do so.
Motes 2.7
1 The overall indicator of success here is that operationally, the library runs smoothly so that time can be spent on valuable tnstruction rather than logistics
and discipline,
. It should be understood that a teacher can have disruptive students no matter how effective he/she may be. However, an effective teacher should be able
to minimize disruptions amongst these students and when they do occur, handle them without detriment to the learning of other students.
Collaborating with teachers in School librarian initiates Schoot librarian initiates School librarian no__m_uo_.u.nmm School _m_u_.m...m.: declines to
2.8 the design of instructional units | collaboration with classroom collabaration with classroom | with n_mmm_.oo_d .mmn_.w_.m in no__m_uo_.m._m with classroom
and lessons teachers in the design of teachers in the design of the design of instructional teachers in the design of
instructional lessons, locating instructional lessons. lessons. instructional lessons,
additional resources from
sources outside of the schoal.
AISLE Board Approved Copyright 201 January 28, 2012
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AISLE School Lib

rarian Evaluation Rubric

2.9 Engaging students in enjoying Students are highly engaged In ﬁ Students are engaged in Only some students are Students are not engagedin
literature and in learning enjoying literature and in enjoying literature and in engaged in enjoying enjoying literatura and in
multiple fiteracy skills tearning information skills learning information skilis literature and in learning learning information skills

because of effective design of because of effective design | information skills because of | because of poor design of
activities, grouping strategies, of activities, grouping uneven design of activities, activities, poor grouping
and appropriate materials, strategies, and appropriate grouping strategles, or strategies, or inappropriate
materials, partially appropriate materials,
materials,
AISLE Board Approved Copyright 2011 January 28, 2012
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Domain 3: Leadership

AISLE School Librarian Evaluation Rubric

Teachers develop and sustain the intense energy and leadership within their school community to ensure the achievement of all Students.

T

Level of Peormance

Competencles

Highly Effective (4)

Effective (3)

Improvement Necessary (2)

Ineffective (1)

Contribute to schoo)
culture

3.1

School librarian seeks out leadership roles
within the school, aimed at improving
school efforts, Librarian goes above and
beyond in dedicating time for students and
peers outside of clags,

School librarian contributes
ideas and expertise aimed at
improving school eforts.
Librarian dedicates time
efficiently, when needed, to
helping students and peers
outside of class,

School librarian will rarely
contribute ideas and
expertise aimed at improving
school efforts. Librarlan
rarely dedicates time outside
of class to helping students
and peers,

Schooliibrarfan never
contributes ideas aimed at
improving schooal efforts.
Little or no time outside of
class is dedicated to helping
students and peers.

Noles 3.1

1. An effective librarian participates in school events th
additionally assumes a leadership role in at least one

at make a substan
aspect of school life.

tial contribution above classro

Om expectations whereas a highly etfective librarian

Coltaborate with
Peers

School librarian will go above and beyond in

seeking out opportunities to collaborata.
Librarian will coach peers through difficult
situations and take on leadership roles
within collaborative groups such as
Professional Learning Communities.

School librarian will seek out
and participate in regular
opportunities to work with
and learn from others,
Librarian will ask for
assistance, when needed,
and provide assistance to
others in need.

Schoof librarian will
participate in occasional
opportunities to work with
and learn from others and
ask for assistance when
needed. Librarlan will not
seek to provide other
teachers with assistance
when needed or will not
regularly seek out
opportunities to work with
others,

School librarian rarely or
never participates in
opportunities to work with
others. Librarian works in
isolatlon and is not a team
player.

Notes 3.2

2.
3.

1. The main purpose of collaboration with peers s to support the curriculum.
A highly effective librarian will seek out epportunities to collaborate, o _
An effective librarian builds relationships with colleagues that are characterized by mutual support and cooperation whereas a highly effective librarian
additionally takes initiatives in assuming leadership among the faculty.

whereas an effective librarian may collaborate when asked.

Establishing,
evaluating, and
maintaining library
procedures in regards
to staffing, student or

parent valunteers

Library assistants, students, or
parentfcommunity volunteers work
independently and contribute to the
success of the library.

-The librarian will proactively evaluate
procedures,

Library assistants, students,
or parentfcommumnity
volunteers are clear as to
their roles,

Library assistants, students,
or parent/community
volunteers are partially
successful,

Library assistants, students,
or parent/community
volunteers are confused as
to their rote.
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AISLE School Librarian Evaluation Rubric

3.4

Advocate for Student
Success

School librarian will display commitment to
the education of the students in the schoot,
not just hisfher own students. Librarian will
make changes and take risks to ensure
student success and advocate for students’
individualized needs.

School librarian will display
commitment to the
education of hisfher
students. Librarian will
attempt to remedy obstacles
around student achievernent
and will advocate for
students’ individualized
needs.

School librarian will display
commitment to the
education of hisfher
students. School librarian
will not advocate for
students’ needs.

School librarian rarely or
never displays commitment
to the education of hisfher
students. Libranan accepts
failure as par for the course
and dees not advocate for
students’ needs.

3.5

Preparing and
submitting reports
and budgets

School librarian anticipates student and
teacher needs when preparing requisitions
and budgets, follows established
procedures, and suggests improvements to
those procedures, Inventories and reports
are submitted on time.

School librarian honors
student and teacher
requests (If appropriate)
when preparing requisitions
and budgets and follows
established procedures.
Inventories and reports are
submitted on time.

School librarian’s efforts to
prepare budgets are partially
successful, responding
sometimes to student and
teacher requests (if
appropriate) and following
procedures. Inventorles and
reports are sometimes
submitted on time,

School librarian ignores
student and teacher
requests (if appropriate)
when preparing requisitions
and budgets or does not
follow established
procedures. Inventories and
reports are routinely late.

3.6

Communicating with
the larger community

School librarian proactively reaches out to
parents and establishes contacts with other
libraries or businesses, coordinating efforts
for mutual benefit,

School librarlan engages in
outreach efforts to parents
and the larger community.

School tibrarian makes
sporadic efforts to engage in
outreach to parents or the
larger community.

School librarian makes no
effort to engage in outreach
to parents or the larger
community.

3.7

Participating in a
professional
community

School librarian makes a substantial
contribution to school and district events
and projects and assumes leadership with
colleagues. Librarian participates and
develops leadership roles in a wider
professional community that includes local,
state, or national events.

School librarian participates
actively in school and district
events and projects and
maintains positive and
productive relationships with
colleagues. Librarian will
participate in a wider
professional community that
includes local, state, or
national contacts.

School librarian‘s
relationships with colleagues
are cordial, and the librarian
participates in school and
district events when
specifically requested.

School librarian's
relationships with
colleagues are nagative or
self-serving, and the librarian
avoids being involved in
school and district events
and projects.
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AISLE School Librarian Evaluation Rubyric

School librarian actively
pursues opportunities to
Improve knowledge and
practice and seeks out ways
to implement new practices
where applicable,
Constructive feedback to
improve practices is
welcomed.

School librarian’s
participation in professional
development activitics is
limited to those that are
mandatory,

School librarian does not
participate In professional
development activities, and
shows little or no interest in
new ideas, programs, or
classes to improve teaching
and learning,

protessional skills and knowledge whereas a highly effective librarian additionally shares and facilitates this

3.8 | Seek prafesstonal Schaol librarian actively pursues
skills and knowledge | professiona) development opportunities
and makes a substantial contribution to the
protession through such activities as
sharing newly learned knowledge and
practices with others and seeking out
opportunities to iead professional
development sessions,
Notes 3.8
. An effective hibrarian seeks and implements
information with colleagues regularly.
AISLE Board Approved
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AISLE School Librarian Evaluation Rubric —

Domain 4: Core Professionalism

These indicators illustrate the minimum competencies expected in any profession. These are separate from other sections in the rubric because they have little to do with
teaching and learning and more to do with basic employment practice. Teachers are expected to meet these standards. I they do not, it will affect their overall rating

negatively,

Indicator Does Not Meet Standard Meets Standard

' Attendance Individual demenstrates a pattern of unexcused absences.* Individual has not demanstrated a pattern of unexcused absences. *

2 On-Time Arrival Individual demonstrates a pattemn of unexcused (ate arrivals Individual has not demonstrated a pattern of unexcused late arrivals
(fate arrivals that are in violation of procedures set forth by (fate arrivals that are in violation of pracedures set forth by local school
local school policy and by the relevant collective bargaining policy and by the relevant coflective bargaining agreement).
agreement),

3 Policies and Individual demonstrates a pattern of failing to follow state, Individual demonstrates a pattern of following state, corporation, and

Procedures corporation, and school policies and procedures {e.g. school policies and procedures {e.g. procedures far submitting discipline
procedures for submitting disciptine referrals, policies for referrals, policies for appropriate attire, etc.)
appropriate attire, etc.)

4 Respect Individual demonstrates a pattern of failing to interact with Individual demonstrates a pattern of interacting with students,
students, colleagues, parentsfguardians, and community colleagues, parentsfguardians, and community members in a respectful
members in a respectful manner. manner,

Fl6

*It should be left to the discretion of the corporation to define “unexcused absence” in this context.

1.

Complying with policies and procedures includes but is not limited to: Following IEP/504 plans, complying with discipline referral processes, parent
communication expectations (typically e-malls or phone calls returned by within 24 hours during the work week), providing sub plans, implementing schoof rules,
maintalning accurate, up-to-date records, and dressing professionally, The sub-committee recommends discussion of dress code expectations. Establishing ctear
expectations about jeans, flip-flops, revealing attire, etc. will be important for consistency,

Demonstrating respeact to students, parents and calleagues includes maintaining appropriate (not too familiar) boundaries, Respectiully listening to negative
feedback and maintaining emotional self control even in heated situations is expected. Accepting constructive criticism is a hallmark of this standard.

Itis understood that if an administrator has a concern about a teacher not meeting these standards, it will be called to the attention of the teacher as soon as
possible so correction can ensue,

AISLE Board Approved Copyright 2011 January 28, 2012
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Final Summative Rating : Librarian

The following weights will be used to determine the final Principal rating:
Librarian’s Effectiveness Rubric {LER} 90% {.90)
School Wide Letter Grade (SWLG) 10% (.10)
The final summative score is calculated using the following formula :

LER rating X 90% (.90}

SWLGrating X 10%(.10) *

Final Summative Evaluation Score =

*SWLG will be used to hold the librarian accountable for student growth.

Certified Staff’s Final Rating {always round up)

Ineffective 1.00 - 1.73
Improvement Necessory 1.75 - .44
Effective 245 - 3.44
Highly Effective 3.45 - 4.00

Final Summative Rating

Librarian’s Signature

| have met with my Principal to discuss the information on this form and received a copy.

Signature: Date:

Principal’s Signature

I have met with this librarian to discuss the infarmation on this form and provide a copy.

Signature : Date :
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[ ATHLETIC DIRECTOR EVALUATION COMPONENTS AND FORMS

PART A: EVALUATION FORM FOR ATHLETIC DIRECTOR

Name:

Evaluation Year:

School Assignment/Position:

Total Years of Administrative/Teaching Experience:

Total Years as Athletic Direclor

Evaluators Will Use the Following Rubries to Score Each Question:

Highly EfTective - Performance consistently exhibits multiple strengths that have a
strong, positive impact on students and the school climate. Athletic Director serves as a
role model. Areas for professional growth are self-directed and continuous. Score = 3
Effective - Performance more often than not exhibits strengths that impact students.
coaching staff and school climate. Athletic Director more often than not serves as a
model areas or importance. Athletic Director makes an effort more often than not to
grow and improve. Score = 2

Improvement Necessary - Performance typically are below expectations in important
areas that impact students. coaching stafTf and school climate. Professional growth and
improvement are lacking. Score = |

Ineffective — Athletic Director rarely exhibits the necessary strengths to perform histher
duties effectively. Professional growth and improvement are rarely seen. Direct and
immediate intervention is required by the superintendent or histher designee. Score =0

Administrator Effectivencss-The athletic director has developed a mission statement that
clearly defines what the school/program is secking to achieve and delincates the
cxpectuations of the program for student-athletes, coaches, school administration, parents,
and the community. The expectations of the athletic program are the fundamental goals by
which the school assesses the effectiveness of the athletic program and services provided.

_I. The athletic director has facilitated the athlelic program mission statement and

expeclations. The mission is to be clearly linked to the academic mission of the school and
district.

G|



2. The athletic director defines expectations as they relate to the athletic program for
coaches, student-athletes, parents, and the community.

____ 3. The athletic director reviews the mission and expeciations to assure it reflects the needs
of the student-athlete. the school and the community.

_ 4. The athletic director publishes the mission and expeclations throughout the school
community in 2 manner that ensures that all stakeholders are aware of athletic department's
goals.

5. The athletic director develops and instituies curricula that advance sport specific training,
conditioning, and skill development in all sports.

6. The athletic director develops specific programs and activities that are implemented by the
athletic depariment to address the proper behavior of all student-athletes. coaches. parents and spectalors
at athletic contests.

____ 1. The athletic director shall monitor the academic achievement of each student athlete throughout
the high school years.

8. The athletic director promotes an athletic program that is safe, positive. respectful, and
supportive and fosters the benefils ol multi-sports athletics and the disadvantages of sports specialization.

__ Total Poiats Possible (24)

Managerial Leadership-The athletic director provides sufficient support and resources to
all student-athletes and sports programs. The athletic program is in compliznce with all
state and federal mandates. Theathletic director has a clearly defined personncl
cvaluation plan in place which is designed to enhance the professional growih of all
coaches. The athletic director promotes and supports all IHSAA rules and by-laws and is in
compliance with all state and federal statutes.

____|. The athletic director provides sufticient funding to assure quality athletic opportunities.
personnel, services. facilities, equipment, transportation, uniforms, teaching materials and supplies to
support each sport offering.

____ 2. The athletic director shall insure adequate, properly maintained, refurbished or replaced
equipment for all teams.

3. The athletic director shall allocate resources. programs and services for all sports equitably.
4. The athletic director shall be in compliance with all state and federal mandates of Title 1X.

5. The athletic director provides equal opportunities for male and female athlctes.
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6. The athletic direcior oversecs the athletic booster club.

... 1. The athletic director insures thal all athletic facilities are properly maintained 10 ensure the
safety of student-athietes.

8. The athletic director has clearly defined policies and procedures in place for the efTective
administration of the program.

9. The athetic director has developed a student athlete handbook that clearly defines all
expectations for student athletes including. but not limited 1o, policies on sportismanship, hazing. taunting,
substance use and abuse, and is provided (o all student-athletes and their parents.

10. The athletic director has written guidelines for all booster clubs explaining their role in the
program.

[1. The athletic director has emergency guidelines and evacuation procedures for all athletic
evenls.

12. The athletic director has a formal evaluation plan for all head coaches and assistant coaches
that promote the professional growth and competence of alt coaches.

13. The athletic director allows for the meaningful input from student-athlcies, parents, booster
clubs. and the community into decisions
impacting the athletic program.

I4. The athletic director regularly acknowledges, celebrales, and displays the accomplishments of
the student-athlete, teams and coaches.

_ 5. The athletic director coordinates contest and practice schedules for coaches when necessary in
a manner which maximizes the utilization of all facilities and resources.

_ 16. The athletic director maintains an appropriate file of records. results, and awards.
17. The athletic director assumes the responsibility of the supervision of home athletic events.

__ 18. The athletic director assists in organizing and scheduling interscholastic athletic transporation
for athletic contests.

____ 19. The athietic director serves as a manager and host for special tournaments of the county,
conlerence and the L.H.S.A.A.

20. The athletic director procures, organizes and schedules officials and workers for conduction of
contests.

_ __ 2i. The athletic director works with media regarding results, hosted evens. and special press
releases.

_ 22. The athletic director plans and establishes the type of awards. methods of earning, and
recopnition programs for distribution to athletes.

23. The athletic director assists in the implementation of the random drug testing program.

G3



24. The athletic director assists with supervision during the school day.
__25. The athletic direcior models professional, ethical, and respectful behavior at alf times,
¥ Total Points Possible (75)

Mandatory Core of Employment: Athletic Directors are given one evaluation point through
their ongoing professional core of performance necessary for success. These include the
following mandatory areas: Attends school events as needed and expected; is cooperative with
peers and supervisors; follows all rules, procedures, board policies and mandaies set forth by the
school corporation: and sets the example for his/her stafT for timeliness and atlendance.

One Point or No Points Awarded
Evidence: (None needed unless an area is deemed Improvement Necessary to maintain his/her
position.)
Part A Total Overall Score:
Part A Total Possible Points = 100

Part A Evaluation Summary Comments:

PART B EVALUATION FORM FOR ATHLETIC DIRECTORS

1. The athletic director maintains fiscal responsibility with the overall athletic budget in the
black. 50% of Past B

2. The athletic director has certified and qualified officials for every home contest. 25% of
Part B

3. The athletic director has signed contracts from sending schools for all home and away
athletic contests. 25% of Part B

Bonus Points

The athletic director will earn bonus points based on the following situations:
l. Receive the IHSAA Sportismanship Award =2 points

Evidence: (None needed unless an area is deemed Improvement Necessary to maintain his/her
position.)

Part B Total Overall Score:

Part B Evaluation Summary Comments:
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Part B Total Possible Points = 100,

Part A Tolal Score _
Part B Total Score .

Part A and B Total Score
{Total Points Possible = 200)

Date ol Evaluation Conference

Anhletic Director’s Signature

(Administrator’s signature does not automatically indicate

agreement)

Cvaluator’s Signature

Part A Total Overall Score:

Part A Evaluation Summary Comments:

Part A Total Possible Points = 100.

Part A and Part B Total

G5
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Inelfective Improvement Necessary Effective
Performance frequently  [Performance typically  [Performance typically
exhibits weakncsses that  exhibits strengths that exhibits multipe strenuths
negatively impact siudents, fmpact students, staff, andjihat favorably impaci
stafT, and e school Lscluool climate. tudents, stalf. and the
climate, Point 80- |19 chool climalte.

Points 40 - 79 Points 120-159

Highly Effective

Performance consisiently
exhibits multiple strengths
hat have strong. positive
itnpact on students, sialT,
and the school climaie.
Point 160-200

Part A Total Score
Part B Total Score

Part A and B Total Score (Out of a 200 points possible)
Signatures

School Year

Date ol Post Conference Evaluation Meeting

Evaluator's Signature

I acknowledge that [ have reviewed and discussed this evaluation,
Athletic Direclor’s Signature

G b

(Administrator's signature does not automatically indicate agreement,




Final Summative Rating : Athletic Director

The following weights will be used to determine the final Principal rating:
AD's Effectiveness Rubric {ADER) 90% {.90})
School Wide Letter Grade (SWLG) 10% (.10}
The final summative score is calculated using the following formula :

ADER rating X 90% (.90)

SWLG rating X 10% (.10) *

Final Summative Evaluation Score =

*SWLG will be used to hold the AD accountable for student growth.

Certified Staff's Final Roting (alwoys round up)

ineffective 1.00 - 1.74
Improvement Necessary 1.75 - 2.44
Effective 2.45% - 3.44
Highly Effective 345 - 2,00

Final Summative Rating

Athletic Director’s Signature

I have met with my Principal to discuss the information on this form and received a copy.

Signature: Date :

Principal’s Signature

I'have met with this Athletic Director to discuss the information on this form and provide a copy.

Signature : Date :
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RUBRIC FOR INSTRUCTIONAL SPECIALIST

Schoo! Year

Highly Effective

currcnt trends, best
practices in
instruction, and
professional
development,

practices are accurate and
trends in professional
development regarded as
being “proactive” by
keeping abreast of things
to come; specialist is
regarded as an expert by
colleapues.

knowledge of a few best
practices and trends in
professional development.

familiarity with best
practices and trends in
professional development.

Competency Effective Improvement Necessary Ineffective
1:1 DPemonstrating | Instructional specialist’s Instructional specialist Instructional specialist Instructional specialist
knowledge of knowledge of best demonstrates thorough demonstrates basic demonstrates little or no

familiarity with best
practices of trends in
professional development.

1.2 Demonstrating
knowledge of a
school’s goals and
levels of teacher
skill in delivering

Instructional specialist is
deeply familiar with a
school's poals, works to
shape its future direction,
and actively sceks

Instructional speciatist
demonstrates basic
knowledge of a school's
goals and teacher skill level
in delivering that pedagogy.

Instructional specialist
demonstrates little
knowledge of a school's
program and of teacher
skill in delivering that

Instructional specialist
demonstrates no
knowledge of or makes
assumptions of a school’s
goals or of teacher skill in

appropriate to the
setting and the
teachers served

situation and the needs of
the staff. They have been
developed following
consultations with
administrators and/or
colleagues,

situation and the needs of
stafT.

partially suitable to the
situation and the needs of
the staff,

that program., information from pedagogy. delivering that pedagogy.
administrators or teachers
as o teacher skill level in
that program.
1.3 Establishing Instructional specialist's Instructional specialist’s Instructional specialist's instructional specialist has
goals for the goals for the instructional | goals for the instructional goals for the instructional | no clear goals for the
instructional support program are support program are clear support program are instructional support
support program highly appropriate to the and are suitable to the rudimentary and are program presented in a

workshop or modeled
lesson, or they are
inappropriate to either the
situation or the needs of
the staff.
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1.4 Demonstrating
knowledge of
resources, both
within and beyond
the school district

Instructional specialist
actively seeks out new
resources from a wide
range of sources to enricly
teacher's skills in
implementing the school’s
program.

Instructional specialist is
tully aware of resources
available in the school and
district and in the larger
professional community for
teachers to advance their
skills.

Instructional specialist
demonstrates little or no
knowledge of resources
available in the school or
district for teachers 1o
advance their skills.

Instructional specialist
demonstrates little or no
knowledge of resources
available in the school or
district {or teachers to
advance their skills.

L5 Planning the
instructional
support pregram,
integrated with the
overall school
program

Instructional specialist’s
plan is highly coherent.
taking into account the
competing demands of
making presentations and
consulting with teachers,
and has been developed
following consultation
with administrators and
teachers.

Instructional specialist's
plan is well designed to
support teachers in the
improvement of their
instructional skills.

Instructional specialists
plan has a guiding
principle and includes a
number of worthwhile
activities, but some of
them don’t fit with the
broader goals,

Instructional specialisi’s
plan consists of random
collection of unrelated
activities, lacking
coherence or an overall
structure.

1.6 Developing a
pian to evaluate the
instructionat
support program

Instructional specialist’s
evaluation plan is highly
sophislicated, with
imaginative sources of
evidence and a clear path
toward improving the
program on an ongoing
basis.

Instructional specialist's
plan to evaluate the
program is organized
around clear poals and the
collection of evidence to
indicate the degree 1o which
the goals have been met.

Instructional specialist has
a rudimentary plan to
evaiuate the instructional
support program.

Instructional specialist has
no plan to evaluate the
program or resists
suggestions that such and
evaluation is important.
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Instructional Specialist

Domain 2: The Environment

Competency

Highly Effective

Effective

Improvement Necessary

Ineffective

2.1 Crenting an
environment of
trust and respect

Relationships with the
instructional specialist are
highly respectful and
trusting. with many
contacts initiated by
teachers.

Relationships with the
instructional specialist are
respectful, with some
contacts initiated by
teachers,

Relationships with the
instructional specialist are
cordial; teachers don’t
resist initiatjves
established by the
instructional specialist.

Teachers are reluctant to
request assistance from the
instructional specialist,
fearing that such a request
will be treated as a sign of
deficiency.

2.2 Establishing o
culture for ongoing
instructional
improvement

Instructional specialist has
established a culture of
professional inquiry in
which teachers initiate
projects to be undertaken
with the support of the
specialist.

[nstructional specialist
promotes a culture of
professional inquiry in
which teachers seek
assistance in improving
their instructional skills.

Teachers do not resist the
otferings of support from
the instructional specialist.

Instructional specialist
conveys the sense that the
work of improving
instruction is externally
mandated and is not
important to school
improvement.

2.3 Establishing
clear procedures
for teachers to gain
access to

Procedures for access to
instructional support are
clear to all teachers and
have been developed

Instructional specialist has
established clear procedures
for teachers to use in
gaining access to support.

Some procedures (for
example. registering for
workshops) are clear to
teachers, whereas others

When teachers want 1o
access assistance {rom the
instructional specialist,
they are not sure how to go

instructional following consultation (for example, receiving about it.
support with administrators and informal support) are not.
teachers.
2.4 Establishing Instructional specialist has | Instructional specialist has | Instructional specialist’s No norms of professional

and maintnining
norms of behavior
for professional

established clear norms of
mutual respect for
professional interaction.

established clear norms of
mutual respect for
professional interaction.

efforts 10 establish norms
of professional conduct are
partially successful.

conduct have been
established: teachers are
frequently disrespectful in

interactions Teachers ensure that their the interactions with one
colleagues adhere to these another.
standards of conduet.

2.5 Organizing Instructional specialist Instructional specialist Instructional specialist Instructional specialist

3
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physical space for
worlishops or
training

makes highly effective use
of the physical
environment, engagement
of all participants in the
workshop activities,

makes good use of the
physical environment (or
the training,

makes poor use of the
physical space for training,
but physical environment
does not impeded
workshop activities.

makes poor use of the
physical environment.
resuiting in poor access by
some parlicipants; time
lost due to poor use of
training equipment, or
little alignment between
the physical arrangement
and the workshop
activities,
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Competency

Highly Effective

Effective

Improvement Necessary

Ineffective

3.1 Collaborating
with teachers in the
design of
instructional units,
presentations, and
lessons.

Instructional specialist
initiates collaboration
with classroom teachers
in the design of
instructional lessons and
units or presentations,
locating additional
resources from sources
outside of school.

Instructional specialist
initiates collaboration with
classroom teachers in the
design of instructional
lessons, presentations, and
units.

Instructional specialist
collaborates with
classroom teachers in the
design of instructional
lessons, and units when
specifically asked to do so.

Instructional specialist
declines 1o collaborate
with classroom teachers in
the desipn of instructional
lessons, units or
presentations.

3.2 Engaging
teachers in learning
new instructional
skills

Teachers are highly
engaged in acquiring new
instructional skills and
take initiative in
sugpesting new areas for

growth.

All teachers are engaged in
acquiring new instructional
skills,

Instructional specialist's
efforts to engage teachers
in professional learning
are partially successful,
with some participating.

Teachers decline
opportunities to engage in
professional learning,

3.3 Sharing
expertise with stafTl

The quality of the
instructional specialist’s
model lessons and
workshops is uniformly
high and appropriate to
the needs of the teachers
being served. The
instructional specialist
conduct extensive follow-
up work with teachers.

The quality of the
instructional specialist's
modet lessons and
workshops is uniformly
high and appropriate to the
needs of the teachers being
served.

The quality of the
instructional specialist’s
model lessons and
workshops is mixed, with
some of them being
appropriate to the needs of
the teachers being served.,

Instructional specialist’s
model lessons and
workshops are ol poor
quality or are not
appropriate to the needs of
the teachers being served.

3.4 Locating
resources for
teachers to support
instructional
improvement

Instructional specialist is
highly proactive in
locating resources for
instructional
improvement for
leachers, anticipating

Instructional specialist
locates resources for
instructional improvement
for teachers when asked to
do so.

Instructional specialist’s
efforts to locate resources
for instructional
improvement for teachers
are partially successful:
reflecting incomplete

Instructional specialist
fails to locate resources for
instructional improvement
for teachers, even when
specifically requested to
do so.
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their needs,

knowledge of what is
available,

3.5 Demonstrating
flexibility and
responsiveness

Instructional specialist is
continually seeking ways
to improve the support
program and makes
changes as needed in
response to student,
parent, or teacher input.

Instructional specialist
makes revisions (o the
support program when it is
needed.

Instructional specialist
makes modest changes in
the support program when
confronted with evidence
of the need for change.

Instructional specialist
adheres to his/her plan, in
spite of evidence of its
inadequacy.
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Effective

Improvement
Necessary
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4.1 Refleetin on

Instructional specialist's

Instructional specialist’s

Instructional specialist’s

Instructional specialist does not
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practice

reflection is highly
accurate and perceptive,
citing specific examples.
Instructional specialist
draws on an extensive
repertoire to suggest
alternative strategies,
accompanied by a
prediction of the likely
consequences of each.

reflection provides an
accurate and objective
description of practice,
citing specific positive and
negative characteristics.
Instructional specialist
makes some specific
suggestions as 1o how the
support program might be
improved.

reflection on practice is
moderalely accurate and
objective without citing
specific examples and
with only global
suggestions as to how it
might be improved.

retlect on practice or the
reflections are inaccurate or self-
serving.

4.2 Preparation,
organization, and
publication of
reports and
resonrces,

Instructional specialist
anticipates and responds
to teacher needs when
preparing power point
presentations, handouts,
and brochures. Reports
are submitted on time.
These ilems are current,
impactful, and accurate.
They are delivered in an
engaging, organized
fashion with proper
spelling, grammar, and
punctuation.

Instructional specialist's
presentations are complete,
and accurate. Reports are
always submitted on time.
These items are fairly
organized with proper
spelling and grammar, and
punctuation.

Instructional specialist's
efforts on presentations
are nol complete or not
always accurate. Reports
are sometimes submitted
on time. Spelling,
grammar, and
punctuation are
sometimes incorrect.

Instructional specialist does not
use supplemental materials
during presentations or are
grossly inaccurate. Reports are
routinely late. Power points,
handouts, and brochures are
riddled with spelling, grammar.,
and punctuation errors,

4.3 Participating in
# professional
community

Instructional specialist
makes a substantial
contribution to school
and district events and
projects and assumes a
leadership role with
colleagues.

Instructional specialist
participates actively in
school and district events
and projects and maintains
positive and productive
relationships with
colleagues.

Instructional specialist's
relationships with
colleagues are cordial,
and the specialist
participates in schoo!
and district events and
projects when
specifically requested.

Instructional specialist's
relationships with colleagues are
negative or self-serving, and the
specialist avoids being involved
in school and district events and
projects,

4.4 Engaging in
professional
development

Instructional specialist
actively pursues
professional

Instructional specialist seeks
out opportunities for
professional development

Instructional specialist’s
participation in
professional

Instructional specialist does not
parlicipate in professional
development activities. even

7
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development based on an individual development activities is | when such activities are clearly
opportunities and makes | assessment of need. limited to those that are | needed for the enhancement of
a substantial contribution convenient or required. | skills.

to the profession through
such activities as
participating in state or
national conferences for
other specialists.

4.5 Showing Instructional specialist Instructional specialist Instructional specialist is | Instructional specialist displays
professionalism, can be counted on to displays high standards of honest in interactions dishonesty in interactions with
including integrity | hold the highest honesty and integrity in with colleagues and colleagues and violates norms of
and confidentinlity | standards of honesty and | interactions with colleagues | respects norms of confidentiality,

integrity and takes a and respects norms or confidentially.

leadership role with conlidentiality.

colleagues in respecting
the norms of
confidentiality.

Summary and ratings may be based on observations, school personnel reflection, classroom visits, and data.

OVERALL RATING
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Presentation and Preparation 24 67—88 Highly Effective
Environment 20 45 - 66 Eflective

Delivery of Services 20 23 —-44 Improvement Necessary
Professicnal Responsibilities 24 00-22 [neflective

Total 38

Strengths

Specific Growth Areas

Additional documentation may be attached,

Employee Signature:

Administrator Signature:

Date:

Date:

¢ The ratings have been disclosed between the evaluator and the Instructionat Specialist. Signing this document attest that the Instructional

Specialist had read the document, not that he/she is in agrecment with the document.
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Final Summative Rating : Instructional Specialist

The faollowing weights will be used to determine the final Principal rating:
Effectiveness Rubric (ER) 90% (.90)
School Wide Letter Grade (SWLG) 10% {.10)
The final summative score is calculated using the following formula ;

ER rating X 90% (.90}

SWLGrating X 10%{.10) *

1]

Final Summative Evaluation Score =

*SWLG will be used to hold the Instructional Specialist accountable for student growth.

Certified Staff’s Finol Rating {aiways round up)

Ineffective 1.00 - 1.74
improvement Necessary 1.75 - 2.34
Effective 2.45 - 1.44
Highly Effective 3.45 - 4.00

Final Summative Rating

Instructional Specialist’s Signature

| have met with my Principal to discuss the information on this form and received a copy.

Signature: Date :

Principal’s Signature

I have met with this Instructional Specialist to discuss the information on this form and provide a copy.

Signature : Date :
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The 2017-2018 evaluation process was discussed and approved by the Greensburg Teachers Association,
the Greensburg School Board, and Building Administrators. All personnel have been trained in the
evaluation process and approve the instrument used in evaluation certified staff. The evaluation

process and instrument were presented to the Board of Education and approved in an open public
meeting.

Greensburg Board President

Greensburg Teachers Assaciation President

Greensburg Superintendent

Greensburg High School Principal

WM

Greensburg Jr High Principal

ﬂﬂ. 7,\ M}M Greensburg Elementary Principal

[WW %%Wmensburg Elementary Principal

Date: June 13, 2017
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