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NEW PRAIRIE UNITED SCHOOL CORPORATION
ARTICLE L

Recognition

The Board of School Trustees of the New Prairie United School Corporation,
hereinafter called the Board, hereby recognizes the New Prairie Classroom
Teachers Association, Indiana State Teachers Association, National Education
Association, hereinafter called the Assocfation, as the exclusive bargaining
representative in the below des cribed unit for bargaining unit members.

The terms “Board” and “Association” shall include authorized representative
officers and agents.

Definition

The term “bargaining unit membet” as used in this Agreement shall mean any
person who shall have completed the program of teacher education in an institution
of higher education, accredited by the Commission on Teacher Training and
Licensing of the Indiana State Board of Education or the National Council for
Accreditation of Teacher Education, or any person who shall hold the Non-
conventional Vocational Certificate and who is employed by the Board under either
a Uniform Regular Teacher’s Contract, Temporary Contract, or a Supplemental
Service Teacher’s Contract, except the following who are excluded from the
negotiation init; Superintendent, Assistant Sup erintendents, Principals, Assistant
Principals, Administrative Assistants, Athiletic Directors, Curriculum Directors, and
other specific exclusions as determined by the Indiana Education Employment
Relations Board under its rules,

Negotiations Procedures

It is acknowledged that during negotiations which resulted in this agreement, the
parties had the unlimited right and opportunity tomake demands and proposals
with respect to all proper subjects of coflective bargaining. Therefore, for the life of
this agreement, the parties agree that neither party shall be obligated to bargain
collectively with respect to any subject or matter not specifically referred to or
covered in this agreement.




The parties mutually agree that theterms and conditions set forth in this contract
represent the full and complete inderstanding and commitment between the
parties hereto whicli may be altered, changed, added to, deleted from, or modified
only through the voluntary, mutual consent of the parties in an amendment hereto.

Any individual contract between the Board and any individual bargaining unit
" member shall be expressly subject to the terms and conditions of this contract or
successof contracts,

Copies of the contract shall be distributed by the Board within thirty (30} days after
the contract is signed and presented to all bargaining unit members or hereafter
employed. ‘ ‘

The parties agree that the Association, its agents, and members of the bargaining
unit shall not engage iti any sirike against the Board for the duration of this

Agreement.

Terms

Any article, section or clause declared illegal by a court of competent jurisdiction
shall be deleted from this contractual agreement. All remaining articles, sections
and clauses will remain in full force and effect for the duration of the agreement.

Effective Date

This agreement will be effective as of July 1, 2015, and continue in effect through
June 30, 2019. Amendments to the agreement will be subject to respective
Association and Board ratification procedures.




ARTICLE 2
PERSONNEL
LEAVES/ABSENCES

Personal lllness

Secton1.  Fach bargaining unit member shall be entitled to ten (10) illness days
each school year which may be used for personal or family illness. Unused days may
accwmulate up to a total of two hundred five (205) days.

Section2.  Bargaining unit members new to the New Prairie United School
Corporation may have sick leave days transferred from their preceding school -
corporation at a rate of three (3) days per year.

Section3.  Bargaining unit members employed for summer and evening school
will be entitled to the following leave allotments:

A, Three (3) - six (6) week session = 1 day
B. Eight (8) - sixteen (16) week session = 2 days

*Unused leave days will be credited to bargaining unit member sick leave
accumulation.

Section4.  Sick Leave Bank-The primary purpose of the Sick Leave Bank is to
provide teachers with more sick leave days in addition to those
provided/accumulated through normal sick leave policy in the event of a personal -
and serious health condition.

A Eligibility
1. Any member-of the bargaining imit is eligible to participate i
the Bank.
2. A eontribution of one (1) sick leave day is required to join the
Bank. :

A minimuim of one day will be required from each member
when the total number of days in the Bank falls below two
hundred {200). Members may voluntarily donate additional
days at that time. Members will be notified by the Central Office
of the additional assessment.




3.~ Newly contracted teachers may join the Sick Leave Bank atthe
time they are employed. All other teachers who are not
niembers of the Bank may join during the enrollment period
from May 1 to the last day of school each year: Joining the Sick
Leave Bank requires a one-time sick day contribution from the
member.

4, Siclk leave days donated to the Bank are considered a
permanent donation to-the Bank:

B. Family fliness

Family Illness days may be used for serfous health condition of members of the immediate
family, or the care of an ill or injured member of the immediate family. Immediate family
mieans husband, wife, mother, father, brother, sister, son, daughter, stepchildren, mother-in-
law, father-in-law, son-in-law, daughter-in-law, and/or any other dep endent persons

résiding in the bargaining unit member’s home. The superintendent may grant additional
time upon written request, up to a total of five (5) additional days if conditions are such that
a hardship exists. These days would be deducted from accumulated sick leave of the
bargaining unit member.

C. Personal Business

Each bargaining unit member shall e entitled to four (4) days each year for the transaction
of personal business without loss of pay. Personal business days requested immediately
preceding or after Fall Break, Thanksgiving, Wiriter Recess, Good Friday immediately
preceding Spring Recess, and Spring recess, for the purpose of extending a vacation shall be
charged at the rate of two (2) days for every one (1) used. Personal business days requested
on Flex Days and Parent Teacher Conferences will also be charged at a rate of two (2) days
for every one (1) used. Personal business days may be taken in half-day units. Any unused
personal business days shall be credited to-the bargaining unit member's sick leave
accumulation or redeemed for substitute daily rate of pay. The Fall Break, Flex Day, and
Parent Teacher Conference 2 for 1 personal day charge will take effect upon the date of
NPUSC board contract approval. -

Application for such personalleave shall be made on the prescribed form as soon as possible
and at least twenty-four (24) hours before taking such leave (except in case of emergency).
“Personal business” shall be sufficient reason for such request except for days immediately
preceding or after the vacation periods listed above. No personal business leave shall be
granted for participation in work stoppage.




D. BereavementLeave -

Sectionl. Incase of death in the immediate family, a bargaining unit member is entitled
to be absent without loss of compensation for a period of not more than five (5} work days.
Immediate family shall include father, mother, brother, sister, husband, wife, child, mother-

in-law, father-in-law, son-in-law, daughter-in-law, stepchild, stepfather, stepmother or any
relative who at the time of death is living in the household of the bargaining unit member. A
bargaining unit member may use one sick day for a non-family member or family member
whose relationship is not listed above.

Section 2. A bargaining unit member is antomatically entitled to be absent for one (1)
day in the case of death of a grandparent or grandparent of spouse, grandchild, uncle, annt,
first cousin, niece, nephew, brother-in -law and sister-in-law. The sup erintendent may
grant additional time, upon written request, up to a total of five (5) days if conditions are
such that a hardship exists. These additional days would be deducted from the accumulated
sick leave of the bargaining unit member.

Secifon 3. A teacher otherwise entitled to berzavemnient leave under Section 1 orunder
Section 2 above and who has available sick leave, may, at his/her option, take one D
additional day of bereavement leave. Such additional leave will be charged against such
teacher's sick leave and will reduce the allowable hardship leave provided for in Section 2
above to a maximum of four (4) additional days. Any teacher electing this option shall, as a
condition precedent to receiving such leave, provide advance notification to the
Superintendent in accordance with the School Corporatiorn’s then existing policy governing
niotification for sick days(s) off.

E, Professional Leaves

Section 1. Professional leave days shall be granted by the superintendent with no loss of
salary.

The Board shall pay the bargaining unit member’s full salary for court appearance, jury duty,
administrative hearing; and the bargaining unit member shall turn in his /her court
appearance, jury duty, administrative hearing pay to the Board /Administrator.




&

Paid Leaves

Maternity

(1) Temporary disability caused by pregnancy or recovery ,
there from entitles the bargaining unit meniber to use sick leave
for the period of disability. '

(2)  Forthe period of disability, if sick leave is unavailable or the
bargaining unit member chooses not ta use such leave, she
shall bie entitled to an unpaid leave of absence for all or any
part of that period.

(3) Suchleave requires thirty (30) day prior notification to the
superintendent unless medical necessity prevents the full 30
day notice.

Paternity

When a child is born to the spouse of a bargaining unit member,
he/she shall be granted thé use of three (3) days of accumulated sick
leave.

Adoption -

Refer to FML guideline for leave eligibility.

For any applicable extended leaves involving the following conditions refer {o
Family Medical Leave Act Guidelines.

1.

The hirth ofa child and to care for the newborn child within one year
of bitth;

The placerent with the employee of a child for adoption or foster care
and ta care for newly placed child within one year of placement;

To care forthe employed’s spouse, child, or parent who has a serious
health condition;

A serions health condition that makes the employee unable to
perform the essential functions of his o1 her job;

Any qualifying exigency arising out of the fact that the employee’s
spouse, son, daughter, or parent is-a covered military member on
“"covered active duty,”




ARTICLE 3
. SALARIES

Compensation Model

The Board of Trustees agrees to compensate bargaining unit memb ersin
accordance to the adopted compensation model referred to in Appendix “A”,

Exira Pay/Sp ecial Services

Salary differentials, other than those listed in Appendix “A” shall be found in
Appendix “B”. Appendix “B" is the salary schiedule for co-curricular academics and
extra-curricular activities for the school year 2018-2019, which is incorporated into
this Agreerent the same as set forth fully herein. Any reference to the number of

. positions contained in Appendix “B” was not bargained and has been included in the
agreement for informational purposes only.

Supplemental Contracts

All summer school bargaining unit members who teach state reimbursed summer
school classes, except driver educafion teachers or those positions pajd on the extra-
curricular, eo-curricular schedules referenced in Appendix “B”, shall be issued a
Supplenierital Service Teachers’ Contract. The hourly salary of a bargaining unit
member who serves on a Supplemental Service Teacher’s Contract shall be
calculated by dividing the individual's base salary amount by 1Z55.

Additional Compensation

The hoard will cover the full cost of required Expanded Criminal Background Che cks
and Child Protection Index searches per state requiremnents (IC-20-26-5-10) once per
five years. Newly hired NPUSC employees will pay the cost of thejr initial Expanded
Criminal Background and Child Protection Index as a term of initjal employment.
Refer to Appendix “A” for compensation for additional non-coniracted duties.

VEBA Account

For school year 2018-2019, the Board will contribute an amount equal to 1% of the
participating teacher’s salary as reflected in Appendix “A” to a VEBA accountto be
established on behalf of such teacher. The Board and Association will confer and
agree upon the vendor(s) to be used for such accounts with the understanding that
no administrative costs for such aceounts will be paid by the Board. This 1%
contribution will continue for each schoo! year after 2018-2019 unless and until
changed by agreement of the parties.




ARTIELE 4

INSURANCE
Health Insurance
I'he Board shall provide a health inswrance program for bargaining unit members.
The Board shall contribute annually a sum of money toward the payment of
insurance prentiums.
The Board will contribute 80% of the Preferred Provider Option or Health
Maintenance Organization (HMO] (as provided by the MASE Trust) coverage for
single and family participants, The Board will contribute 85% of the Preferred
Provider Option or Health Maintenance Organization (as provided by the MASE
Trust) for joint participants.

Retired bargaining unit members over the age of fifty-five (55) years shall have the
option of continuing this coverage after retirement at their expense until they
qualify for Medicare or reach the age of sixty-five (65).

Teri Insurance

The Board shall provide to each bargaining unit member group term life insurance
coverage with a face value of Fifty Thousand and 00/100 Dollars ($50,000.00}, The
policy shall have a double indemnity provision for accidental death or
dismemberment. The Board shall pay the full premium cost with the exception of
$1.00 which will be charged to the bargaining unit member in the first pay of the
calendaryear. Teachers retiring from NPUSC after July 1, 2017, who are 55-64 years
of age with 20 years of experience in education and at least 10 years of service in
NPUSC jmmediately before retirement will be eligible to continue the Term
Insurance policy at $50,000 in face value (double indemnity provision above
applies). The Board will pay the cost of the premium for teachers meeting the
criteria listed here. This benefit will discontinue at the end of the month in which a
gqualifying member reaches the age of 65. :

Long Term Disapility

The Board shall provide to each bargaining unit member long-term disability
insurance coverage. The board shall pay the full premiuma cost. Benefits under the
plan shall be equal to sixty-six and two-thirds percent (66 2/3%) of the bargaining
Linit member’s base salary in effect at the time of disability, with an elimination
period of ninety [90) days.

Section 125 Benefits

The Board shall offer a Section 125 flexible benefits plan for all bargaining unit

members.

Carrier,
The carrier or specifications shall notbe. changed without mutual agreement and
consent of the Board and Association.




ARTICLE 5
GRIEVANCE PROCEDURE

Definitions

1. A “Grievance” is a claim by one or more bargaining unit members of a
violation, a misapplication, or a misinterpretation of this Contract.

2, The term “bargaining unit member” includes any individual or group of
individuals within the bargaining unit.

3. The term “day” when used in this Article shall be a school teaching day.
During the surmer recess, the term shall mean a weekday.

4. The term “immediate supervisor” as used in this Article shall include those
persons that may be designated by the employer to handle grievances on
hehalf of the employer, and shall not be limited to the immediate supervisor.

5.(a) A general grievance is a disagreement over matters affecting the bargaining
unit member body under the supervision of more than one principal, Such
grievance will be submitted at Level IT of the procedure.

(b) A grievance affecting a group of bargaining unit members may be processed
in the name.of one person, listing all other persons, providing the Association
shall provide notices to all of such persons that said grievance is being
processed and that any person desiring to not be included in such grievance
inay provide within three (3) days anotice tothe Board of such intent not to
he included by such grievance. Any person not included in such grievance
shall waive any further rights that such person might otherwise have to file a
grievance on the same subject matter.

6. The grievance procedure cannot be used for teacher dismissals. .

Intent

The purpose of this grievance procedure is to settle equitably, at the lowest possible
administrative level, issues which may arise from time to time with respect to
specific claims of violation, misapplication or misinterpretation of the provisions nf
this Agreement. The parties agree that these proceedings shall be kept as
confidential as may be appropriate at each level of the procedure.

Individual Rights

Nothing contained herein shall be construed to prevent any individiial bargaining
umit member from presenting a grievance and having the grievance adjusted if the
adjustment is not inconsistent with the terms of this Contract and the Association
has been given an opportunity to be présent at such hearing.




Procedures

The number of days indicated at each level shall be considered as maximum and
Hoth parties shall make reasonable efforts to expedite the process when they deem
appropriate, The time limits may be extended by mutual consentin writing by
anthorized representatives of each party. Failure of the administration to hear a
grievance or render a decision within the time limits established in this procedure
will move the grievance automatically to the next leve] of the procedure.

(1) Informal - In the event an aggrieved bargaining unit member helieves there
is a basis for a grievance, the aggrieved bargaining unit member shall discuss
with the immediate supervisor the alleged violation within thirty (30)
calendar days following the occurrence giving rise to the grievance. The
bargatning unit memher may request the presence of the Association faculty
representative from the bargaining unit member’s building or within the
corporation at this discussion. In the event the alleged viclation involves
more than one building principal, the matter shall he discussed with all
building principals concerned.

(2)  Formal - Ifafter the discussion with the immediate supervisor the aggrieved
bargaining unit member feels a grievance still exists, then the following
grievance steps may be taken.

Step I - Immediate Supervisor
The aggrieved bargaining unit member must within ten (10) working days of
the informal meeting submit to the immediate supervisor a completed
Grievance Report Form which form is set forth in Appendix “C" and which sets
forth the article and section of the contract agreement which are alleged to be
violated. It shall be the responsibility of the grievant(s) to notify the '
Association representative of the grievance. Within ten (10) school days of
receipt of the Grievance Report Form, the immediate supervisor or his/her
designee shall meet with the grievant and the Association representative inan
effort to resolve the grievance, The immediate supervisor shall indicate the
disposition of the grievance within ten (10) school days after such meeting by
completing Step 1 of the Grievance Report Form and returning it to the
teachers. Copies of this form showing the dates(s) of the occurrence and
provisions of the contract allegedly violated, and the relief sought shall be
forwarded to the Association representative and the superintendent and jor
designated representative.
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Step II- Superintendent

Within ten {10) school days after receiving the decision of the immediate
supervisor, or if the immediate supervisor has made no disposition of the
case within the time allotted in Step I, the grievant(s) may appeal the
decision to the superintendent and/or designated representative. The
appeal shall be on the properly prescribed form and must be aceompanied by
a copy of the decision at Step I. Within ten (10) school days, the ‘
superintendent and/or designated representative shall meet with the
grievant(s) and the Association representative. Within ten (10) school days
of the meeting, the superintendent and/or designated representative shall
indicate in writing on the proper form the disposition ofthe grievance, A
copy of this decision shall be forwarded to the grievant(s), the Association
and the supervisor, A settlement at either Step I or Step I with the grievant
or the Association shall bind both the Association and the grievant.

Step III - Arbiiration

If the grievant(s) and the Association are dissatisfied with the decision at
Level II, or if no decision has been rendered with ten (10) school days, the
Association shall have the right within the next ten (10) school days to
request arbitration according to the voluntary labor arbitration rules of the
American Arbitration Association or the Federal Mediation and Conciliation
Service (FMCS). The parties may agree to follow the rules of exp edited
arbitration. :

The arbitrator shall as soon as possible after the appointment hold hearings
as necessary, and provide adequate opportunity to all parties to testify fully
on and present evidence regarding respective positions. Every effort shall be
made to avoid interfering with instructional time. The standard rules and
regulations of the American Arhitration Association will govern the
proceedings. Arbitration hearings shall be conducted at a tiine and place

which will afford fair and reasonable opportunity for all parties to be present.

Thie decision of the arhitrator shall be limfted specifically to interpretation of
the existing language in this Agreement and the arbitrator shall not have the
power to amend, delete, add to or change any of the terms of this Agreement
in any way or to impair any of the rights of the Board not surrendered in this
Agreement, efther directly or indirectly, nor shall the arbitrator have the
power to substitute his/her discretion for that of the Board, nor shall the
arbitrator have the power to rule on any contract articles or sections of this
Agreement not alleged to have heen violated in the grievance form filed in
Step I of the grievance procedure. |
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The arbitrator shall renider a decision in writing to both parties within thirty
(30) calendar days after the conclusion of the hearing and/or the filing of final
briefs or amended by both parties to extend the deadline. The award of the
arbitrator shall be final and binding uporn the Board, the Association, and the
griavant(s) except where the decision may violate state and/or federal
statute. The expenses of the arbitrator including the cost of the court reporter
shall be borne equally by the Board and the Association.

Step 1II does not apply to teacher discipline and dismissal.
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This agreement is so attested to by the parties whose signatures appear below.

NEW PRAIRIE UNITED SCHOOL CORPORATION

. LA

Board President

s Dalo Hrorres

Board Secretary

Date of NPUSC Board Approval: _11/5/2018

%‘esident | J Lf 4
o D/ T

NPCTA Negotiator

Date of NPCTA Contract Ratification: _/ [r/’ Azg?g/ _
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ipensation Mode

The New Prairie United School Corporation (NPUSC) Compensation Modelis designed to award high
performing teachers with addifonsl compensation, Only teachers whio are designated as 11igh1y effective or
effactive will be éligible to receive awards, stipends, and base salary increases. A teacher must have received a
complete evaluation defined as two observations with a minimum of one observation during the 2018-2019
school year, Alackofan evaluation oran incomplete evaluation (umless due to the sole action orlack of action
on the part of NPUSC administration) will resultin the tedcher recefving no increase for that respective school
year. This teacher will remain at the previous year's salary.

Teachers who have been suliject to Reduction In Force or have retired may earn the designated
stipend (if negotiated in the collective bargaining agreement) for that respective school year as long astheir
svaluation was highly effective or effective. Te achers who voluntarily leave the corporation are ineligible for

any increase.

The NPUSC Compensation Model recognizes highly effective and effective teachers in the following
categories with an increase to the base salary:

-Experience
<Evaluation

The NPUSC Compensation Mo del recognizes highly effective and gffective teachers in the following
¢ategories with the paymnent of a one-time stipend:

-~Academic Needs.
Definitions of Academic Needs Catepories
Acadernic Needs #1 Enharnced Professional Credentials $300 one time stipend

Enhanced Professional Credentials is the obtaining of the identified credential, training, or license that
will allow the teacher to be assigned to enhanced and or differerit duties in the corporation. In order
to receive the stipend, the teacher must notify the NPUSG Superintendent and acquire the credential
by June 30 of the current calendar year. A Teachey will iiot be elipible for more than one category n
any given school year and will only be eligible upon completion. The teacher will hot be eligible for an
acadeinic needs stipend if the teacher is paid by N PUSC tq attend the qualifying training. The stipend
{s limited to the following:credentials:

-Adyancaed Placement and Pre Advanced Placement Endorsement
-Gifted anhd Talented Credential

~National Board Certification

-English as a Second Language Certification o
.Dual Credit if not compensated by the Univérsity or College
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Academic Needs #2 Enhanced Professional Credentials Weight $300 one time stipend

Enhartced professional credentials is defined as any additional licensing, certification, or training
attained by the teacher heyond the requirements for employrment that enables the teacher to offer additional
instruction to New Prairie students. In order to earn the stipend, the credential must be preapproved hy the.
superittendent, Eligible content areas are any content area (as defined by IDOE) in which the teacher
cuivently teaches or any other content area approved by the superintendent. For the payment of the stipend
in Deceniber (for those teachers employed on Jamuary 1 and sgll employed on the Board ratification date with
the exception of those teachers who retired at the end of the respective gchool year or were subject to
Reduction in Force) the pre-approval process will be waived, but the superintendent will still maintain final
approval.

Academic Needs #3

Enhanced Professional Credentials Weight $400 stipend per course

Any teacher coinpletinga master’s level course that was needed to maintain Dual Credit credentialing
from July 1, 2018 toJune 30, 2019 will be eligible to earn a one-time $400 stipend per course completed to
‘ynaintain Dual Credit Licensing. Transcripts showing completion of the course to earh Dual Credit Status wll
be submitted to the Superintendent for approval of the stipend. This benefit will end: June 30, 2019.

Woeights for Base Incretise
Experience-Employed by NFUSC for at least 120 school days in the prior school year 30%
Highly Effective/Effective Evaluation Rating 70%

No more than 30% has been assigned to experience. The amount for base increases will be applied to
all eligible teachers who recetve an effective or highly efiective rating, as well as any other teacher who is
eligible to receive an increase under the terms.of LC. 20-28-9-1.5(d), and have been employed by the
corporation on January 1 and still employed as of the Board approval date with fhe exception of teachers
subject to Reduction in Force, That figure will be aided to the current base salary of the respective teacher.

For the 2018-2019 school year (July 1, 2018 thiru June 30, 2019}, the amount available for raises to the

base pay is $1,500 per eligible teacher from the General /Education Fund; and the applicable gosts for FICA and
the Teachers’ Retirement Fund Contributions will be paid by New Prairie United School Corporation.
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Tutoring/Remediation/Enrichment $20,00per Hour

After School and/or Enrichment ahd Remediation Programs $20,00 or $25.00 per hour

_ Depending on Funding Source
Hlomebound baserd on hourly from individnal contract
Approved after school committees/trajhing $17.50 per hour

Professional development % day and full day $35.00 and $70.00 respectively

Class Coverage-Compensation will be provided to any hargaining unit mernber at the rate of 1/1000 of
the existing minimum new hire salary ifthe assignment is induced by the New Prairie United School
Corporation and/or needed to provide comtinuity in the educational program. Classroom coverage induced by
the bargaining unit member may not receive this stipend, 'The added salary would be provided by the
paycheck following Board approval.
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xicnded Contract )

(lassroom bargaining unit ynembers who are requested and agree fo give up planning/preparation
period fo teach aneeded class will be compensated with an extended cantract. The value dollar increase will
be adjusted to reflect the master schedule requirements of the particular scho ol building, For example; Ifthe
normal nurber of classes a bargaining unit menber teacher is six (6), the compensation will be an additional
1/6 of the regular bargaining unit member’s contract divided equally on the paycheck.

New Hire Salayy and Current, Salary Range
The minimumn starting salary for a first year new hire will be $36,000
Al othernew hires will be placed by the superintendent ona traditional step and lane system and has

columiis for Bachelors & Masters. This scale is used only for the placement and only once for each new teacher
hired.

Years of Experience Bachelor's Degree Master's Degree
0 36000 38000
1 36600 38800
2 37200 39600
3 37800 AD400
A 38400 o 41200
8 .33000 42000
6 39600 42800
7 40200 43600
8 40800 ' 44400
9 | 41400 45200
10 42000 ' 46000
11 42600 46800
12 43200 47600
13 43800 48400
14 44400 49200
15 45000 50000
16 45600 50800
17 46200 51600
18 46800 ' 52400
19 47400 , 53200
20 48000 , 54000
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The superintendent rétains thie right to determine salaries for difficult to fill positions per langnape
below.

For the 2018-20°19 school year (July 1, 2018 thru June 30; 2019); the superinténdent retains the right
to determine salaries for difficult to fill positions as long as it does not exceed the highest salafy of any current
bargaining unit member in the department in which the new hire is placed.

If the superintendent uses his/her discretion to adjust a salary for a difficult to fill position, the
Association will be nofified.

2017-2018 School Year (July 1, 2017 to June 30, 2018) Base Salary Range of Existing Certified
Teaching Stafft $35,000.- $65,804.77, '

Amount 6fralse to the Base Salary for Eligihle Certified Staff for the 20182019 School Year: $1500.

2018-2019 School Year {July 1, 2018 — June 30, 2019) Current Base-Salary Range of Existing Certified
'Teaching Staff $36,600-§67,400.

Formts anid Procedures

All academic rieeds activities will need to be documented in written form where both.the pre-approval
and post-approval of the building administrator and spperintendent will be documented, All activities mitist
receive prior approval of the building principal and proof of completion provided to the building principal in
order to receive compensation. Docnrmentation for the previous school year will be due no later than June 3 0,
2019 to the central office. Stipends earned through these activities will be paid within one moxnth of
submission and approval. :

Tritreases in base pay will begin upon ratification and adoption by the Board of Triistees and will he
retioactve to July 1.
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**Number of Positions listed is for informational ]Jui'pbses only

2018-2019
' Number of
School Title Positions Sifpend
High School Art Fair/Competitions 1 502
High 5chool Assistant Instrumental Divecicr 1 1,575
High School Audjo/Visual Club 1 502
High School Augxiliary Guard-Dance [Removed POMS) 1 2,184
High School Dept. Chair Business {based on <4) 1 802
Hiph School Dept. Chaiy Fine Arts (based on 5-6) 1 994
High School Dept. Chair World Language(based on 5-6) 1 994
High School Dept. Chalr Lang Arts (based on>7) 1 1,184
High School - Dept. Chair P.E./Health (based on <4) 1 802
High School Dept, Chair Math (based on >7) 1 1,184
High School Pept, Chair Practical Arts (kased on 5-6) i 904
High School Dept. Chair Science (based on 27) 1 1,184
High Schaol Dept. Chair Secial Sciences (based on »7) 1 1,184
High Sehool Drama Club ' 1 2,184
High Schoal Color Guard -2 1,182%x2
High School Percussion Instructor 1 1,182
High School International Club {French & Spanish) 1 1,003
High School Freshman Class Sponsor 1 502
High School FBLA 1 2,184
High §chool FFA 1 3,723
' High School Key Chib i 502
High School Hoosier Academic Super Bowl 1 1,217
High School Hoosier Spell Bowl 1 250
High School Hoosier Academic Decathlon 1 1,217
High School Hoosier Academic Decathlon 1 1,217
High School HOSA 1 2,184
High School Instrumental Music Director 1 3,723
High School Tunior Class Sponsor 1 1,325
High.School Letterman Club 1 502
Higgh Schoot Lunchroom Supervisor 1 2,184
High School Mock Trial 1 502
High School National Honer Society 1 6BO
_High School Pép Band i 788
High School Pép Club i 502
High School P.1.: 221 Chair 1 1,074
High School Quiz Bowl 1 717
High School Robotics Team Head Coach 1 2,184
High School Rohotics Team Assisiant Coach 1 1,074
High Schoot RTI Chair 1. 1,074
High School  RTI Member Pool 1 1,074
High Scheol Science Fair 1 502
High School Senior Class Spansor 1 680
High Schogl. Sophomare Class Sponsor 1 502
Highi School Student Senate 1 2,184
High School Vocal Musie Divector I 3,723
High School Yearbook Spunsor 1 1,325
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Middle School Tnternational Club (French & Spanish] i 502
Middle School Hoosier Academic Super Bowl i 1,247
Middle School _ Hoosier Spell Bowl 1. 250
‘Middle School Insirumental Music Director 1 1,719
Middle School Mathematics Team 1 502
Middle School Mathematics Club , 1 502
Middle School Middle School Team Leaders 6 550%6
Middle Schoel P.L. 221 Chair 1 1,074
Middle School RTI Chair _ 1 1,074
Middle School R1T Member Pool 1 1,074
Middle School Science Fair 1 502
Middle School Spirit Club 1 502
Middle School Spixit Club 1 502
Middle School Student Council 1 250
Middle School Vocal Music Director 1 1,719
Middle 5chool Yearbook 1 788
Middle School Robotics. 1 788
Middle School Lurnichroom Supervisor 1 2,184
Elementary Elementary Vocal Director 1 680
Elementary Elementary Vocal Director 1 680
Flementary History Fair Competitions OTE 1 250
Flementary History Fair Competitlons RPE 1 250
Elerentary History Fair Competitions PVE 1 250
Elementary Hoosier Spell Bowl OTE 1 250
Flementary Hoosier Spell Bowl RPE 1 250
Elementary Hoosler Spell Bowl PVE 1 250
Elementary Math Bowl Spoinsor OTE 1 250
Elementary Math Bowl Sponsor RPE 1 250
Elementary Maih Bowl Sponsor BVE 1 250
Flementary P.L. 221, Chair OTE 1 1,074
Elementary | p.L. 221 Chair RPE 1 1,074
Elementary P.L.221 Chair PVE 1 1,074
Elemmentary RTI Chair OTE 1 1,074
Elemeniary | RTI Chair RPE 1 1,074
Elementary RTI Chair FVE 1 1,074
Eleinentary RTI Membher Pacl OTE 1 1,074
Elementary RTI Member Pool RPE 1 - 1,074
Elementary RTI Memiber Pool PVE 1 1,074
Elementary Science Fair OTE 1 502
Elementary Science Fair RPE i 502
Elementary Science Fair PVE 1 502
Elementaty Student Council OTE 1 250
Elementary Siudert Gouxcil RPE 1 250
Elementary Student Council PVE 1 250
Elementary - Young Asironauts (One per Elem School) 3 250x3
Elementaty PVE Boys BB 1 1,684
Flementary OTE Boys BB 1 1,684
Eleniéntary RPE Boys BB 1 - 1,684
Elementary PVE Girls BB 1 1,684
Elementary OTE Girls BB 1 1,684
Elementary RPE Girls BB 1 1,684
Elementary PVE Volleyball 1 1,684
Elementary (LE Volleyball 1 1,684
Flementary RPE Volleyball 1 1,684
Elementary PVE Wrestling 1 1,684
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Elementary OTE Wrestling - 1 1,684
Elementary | RPE Wrestling 1 1,684
Elementary Elementary Athletic Supervisor 3 561%3
' *0ne Supervisor per Elem @ $561 per... ‘
High School Baseball {lead Coach 1 3,723
High School Baseball Assistant 1 1,970
High School PBasehall Assistant 1 1,970
High School Baskethall Boys Head Varsity Coach 1 7,020
High School Basketball Boys Assistant Varsity 1 3,223
High School Baskethall Boys JV Head Coach 1 3,223
High School Basketball Boys Freshman Coach 1 3,223
High School “Basketball Girls Head Varsity Coach 1 7,020
High School Basketball Girls Assistant Varsity i 3,223
High School Paskethall Gidls TV Head Coach 1 3,223
High School Basketball Girls Fresliman Coach - 1 3,223
. High School Cheerleading 1 2,184
High School Cross Country Boys 1 3,723
High School  Cross Country Girls 1 3,723
High School Cross Country AssistantB/G 1 1,970 |
High School Football Head Coach 1 7,020
High School Football Assistant Coach 1 3,223
High School | Football Assistant Coach 1 3,223
High Schodl Football Assistant Coach 1 3,223
High School Football Assistant Coach 1 2,223
High School Foothall Freshman Coach 1 3,223
High School Foothall Freshman Coach 1 3,223
High School Golf Head Boys Coach 1 2,723
High Sclwool Golf head Girls Coach 1 2,723
High School Softhall Head Coach 1 3,723
High School Softhall Assistant Coach 1 1,970
High School Sofiball Assistant Coach 1 1,970
Hiph School Swimming Boys Head Coach 1 3,723
High School Swimming Boys Assistant Coach 1 1,970
High School Swimming Girls Head Coachi 1 3,723
High School Swimming Girls Assistant Coach 1 1,970
High School Swimming Dive Coach B/G 1 1,970
High School Tonnis Boys Head Coach 1 2,723
High.School Tennis Boys Assistant Coach i 1,970
High Sctionl Tennis Girls Head Coach 1 2,723
 High School Tennis Girls Assistant Gogach 1 1,970
High School Track Boys Head Coach 1 3,723
High School Track Boys Assistant Coach, 1 1,970
High School Track Girls Head Coach 1 3,723
High Sehool Track Girls Assistant Coach 1 1,970
| High Sehool Volleyball Head Coach 1 3,723
High School Volleyball Assistant Coach 1 1,970
High Schiool Volleyball Freshman 1 . 1,970
High Schicol Wrestling Head Coach 1 3,723
High School Wrestling Assistant Coach 1 1,870
High School Wrestling Assistant Coach 1 1,970




Number of

School _  Tiile Positions -

Middle School | Middle School Athletic Supervisor 1 1,684
Middle School Boys Basketball Grade 8 1 2,614
Middle Schiool Boys Basketball Assistant Grade 6 1 1,003
Middle Schonl Boys Basketball Grade 7 1 2,614
Middle Sechool | Boys Basketball Grade 8 1 2,614
Middle School Boys Basketball Assistant Grade 7/8 1 1,325
Middle School Giils Basketball Grade 6 ‘ 1 2,614
Middle School Girls Baskethall Assistant Grade 6 1 1,003
Middle School | Girls Baskethall Grade 7 1 2,614
Middle Scheal Girls Baskethall Grade 8 1 2,614
Middle School Girls Basketball Assistant Grade 7/8 1 1,325
Middle School Cheerleading Sponsor B 1 1,395
Middle School Cross Country Head Coach Girls 1 2,149
Middle School Cross Couniry Head Coach Boys 1 2,149
Middle Schaool Foothall Head Coach 1 2,614
Middle School Foothall Assistant Coach 1 2,005
Middle School Foothall Assistant Coach 1 2,005
Middle School Foothall Assistant Coach 1 2,005
Middle School Swimming B/G 1 2,149
Middle School Swimming Assistant B/G 1 - 1,003
Middle School Traclk Head Boys Coach MS 1 2,449 |
Middle School Track Head Girls Coach MS 1 2,149
Middle School Track Assistant Coach Girls MS i 1,970
widdle School Track Assistant Coach Boys MS 1 1,970
Middle School -Volleyball Grade 6 1 2,149
Middle School Vollpyball Assistant Grade & 1 1,003
Middle School Volleyball Grade 7 1 2,149 |
Middle School Volleyball Grade 8 1 2,149
Middle Schogl Volleyball Assistznt Grade 7/8 1 1,003
Middle School Wrestiing Head Coach 1 2,149
Middle School Wrestling Assistant Coach 1 1,684
Middle School Wrestling Assistant Coach 1 1,684
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APPENDIXC

GRIEVANCE REPORT FORM

Distribution of Form

1. Superiifendent

Bullding 2. Principal
3, Association -
Assignment, 4, Teacher
Name of Grievant Date Filed
STEP |
A, Date Gause of Grievance Occurred
B. 1. Statement of Grievance
2. Relief Sought

Signature Date
C. Disposition by Principal

Slgnature Date

*f additional space [s needed in reporting Sections B1 and 2 of STEP |, atfach an additional sheet.
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GRIEVANCE REPORT FORM

Srievarnce No.

Distribution of Form

1. Superintendent

Building 2, Principal
3. Association
Assignment_ 4. Teacher
Name of Grisvant Date Filed
STEP Il
A. Position of Grievant and /or Association
Signature Daie
B. Date Recsived by the Supetintendent
c. Disposftion of the Superintendent
Signature Date




7

\

#  Srevance No.

)

GRIEVANCE REPORT FORM

Distribution of Form

1. Superintendent

Building 2. Principal
3. Assocfation
Assignment 4, Teacher
Name of Grievant Date Filed
STEP il

A. Positlon of Grievant and/or Association

Signature Date
E. Date Received by Board '
C. Disposition of Board

Signature Date




. GRIEVANCE REPORT FORM
. Grievance No. : Disttibution of Form

Y

1. Superintendent

Building 2. Principal
3. Association
Assignment 4. Teacher
Name of Grievant Date Filed
STEP IV

A. Position of Grievant and/or Association

Signature Date

B. Date Submitted fo Arbitration,

C. Disposition and Award of Atbitrator.

Signature of Arbitrator

Date of Decigion




The following addendum document is a reference for informational purposes only. For the 2018-2019 school year, a teacher will
move to the grid at the line representing the salary closest but not less than their current salary. This is for placement purposes only.

This reference decument is not an obli‘gatién, commitment, or “Step & Lane” program to future increased earnings for NP UsG
teachers, Any possible future increased earnings for NPUSC teachers will be negotiated at that time with the exclusive representative
based on a variety of factors including ADM, new money available for the Education Fund of NPUSC, and other bargained and non-
bargalned Education & Operations Fund costs for NPUSC. The figures and rows on this reference document may not be changed

without the collective, bargained agreement of both the NPUSC Board of Trustess and NPCTA.

Appendix D
Row ‘Salary Row Salary Row Salary Row  Saiary Row Salary Row  Saiary
0 36,000 44 40,400 88 44,800 132 49,200 176 53,600 220 58,000
1 36100 45 40,500 89 44,900 - 133 49,300 177 53,700 o221 58,100
2 36,200 46 40,600 80 45,000 134 45,400 178 53,800 222 58,200
3 36,300 47 40,700 91 45,100 135 49,500 179 53,900 223 58,300
4 36,400 48 40,800 92 45,200 136 49,600 180 54,000 224 58,400
5 36,500 49 40,900 93 45,300 137 49,700 181 54,100 225 58,500.
6 36,600 50 41,000 94 45,400 138 49,800 182 54,200 226 58,600
7 36,700 51 41,100 95 45,500 139 49,900 183 54,300 227 58,700
8 36,800 52 41,200 96 45,600 140" 50,000 184 54,400 228 58,800
9 36,900 53 41,300 97 45,700 141 50,100 - 185 54,500 229 58,900
10 37,000 54 41,400 98 45,800 142 50,200 186 54,600 230 59,000
11 37,100 55 47,500 99 45,900 143 50,300 187 54,700 231 59,100
12 37,200 56 41,600 100 46,000 144 50,400 188 54,800 232 59,200
12 37,300 57 41,700 101 416,100 145 50,500 189 54,900 233 59,300
14 37,400 58 43,800 102 46,200 14 50,600 130 55,000 234 59,400
15 37,500 59 41,900 102 46,300 147 50,700 191 55,100 235 59,500
16 37,600 60 42,000 104 46,400 148 50,800 192 55,200 236 58,600
17 37,700 61 42,100 105 46,500 149 50,900 193 55,300 237 55,700
18 37,800 62 42,200 106 46,600 150 51,000 194 55,400 238 55,800
19

37,000 63 42,300 167 46,700 151 51,100 185 55,500 239 59,900




20
21
22
23
24

25

26
27
28
29
30
31
32
33
34
35
26
37
38
39
40
41
42

43

Rowr
264
265
266
267
268
269

270

271
272
273

;
38,000
38,100
38,200
38,300
38,400
38,500
38,600
38,700
38,800
38,900
39,000
39,100
39,200

35,300

39,400
39,500
39,600
39,700
39,800

39,900
40,000

40,100
40,200
40,300

Salary
62,400
62,500

62,600

62,700

62,800
62,800

63,000
63,100
63,200
63,300

64
65
66

67

68
69
70
71
72
73
74
75
76
77
78
79

B0

81
a2
a3
84
85
86
87

Row
309
310
311
312
313
314
315
3186
317
318

42,400
42,500
42,600
42,700

42,800
42,900

43,000
43,100
43,200
43,300
43,400
43,500
43,600
43,700
43,800
43,900
44,000
44,100
44,200
44.300
44,400
44,500

44,600

44,700

Salary
66,900

67,000

67,100
67,200
67,300
67,400
67,500
67,600

67,700

67,800

108

109
110

111
112
113
114
115
116
117
118
115
120
121

122 .

123
124
125
126
127
128
1289
130
131

Row
354
355
356
357
358
359
360
361
362
363

46,800

46,900
47,000
47,100
47,200
47,300

47,400

47,500

47,600

47,700
47,800
47,900
48,000
48,100
48,200
48,300
48,400
48,500
48,600
48,700
48,800
48,900
48,000
49,100

Salary
71,400
71,500
71,600
71,700
71,800
71,900
72,000

72,100

72,200
72,300

152
153
154
155

156

157

158

159
160
161
162
163
164
165
166
167
168
169
170
171
172
173
174

175

51,200
51,300
51,400
51,500
51,600
51,700
51,800

51,900
52,000

52,100

52,200

52,300
52,400
52,500
52,600
52,700

52,800

52,900
53,000

53,100

53,200
53,300
53,400
53,500

196
197
198
199

200

201
202
203
204
205

206

207

208

209
210
211
212
213
214

215
216

217
218
219

55,600
55,700
55,800
55,900
56,000
56,100
56,200
56,300
56,400
56,500

56,600

56,700
56,800
56,900
57,000
57,100
57,200
57,300
57,400
57,500
57,600
57,700
57,800
57,900

240
241

242
243
244
245

246 -
247

248

249
250
251
252
253

254
255
256
257
253
259
260
261
262
263

60,000
60,100
60,200
60,300
60,400
60,500
60,600
60,700
60,800
60,900
61,000
61,100
61,200
61,300
61,400
61,500

61,600

61,700
1,300
61,900
62,000
62,100
62,200
62,300




274.

275
276
277
278
279
280
281
252
2583
284
285
286
287
288
289
290
293
252
293
254
285
296
297
298
299
300
301
302
303
304
303
306

307

308

63,400

63,500

63,600
63,700
63,800
63,900
64,000
64,100
64,200
64,300
64,400
64,500
64,600
64,700
64,800
64,900
65,000
65,100

65,200

65,300
65,400
65,500

65,600,

65,700
65,800
‘65,900
66,000
66,100
66,200
66,300
66,400
66,500

66,600

66,700
66,800

319

320
321
322
323
324
325
326
327
328
329
330
331
332
333
334

335
336

337

338

339
340

341

342
343
344
345
346
347
348
349
350
351
352
353

67,900
65,000
68,100
68,200
68,300
68,400
68,500
68,600
68,700
68,800
68,900
69,000
69,100
69,200
69,300
69,400

65,500

69,600
69,700

69,2800

£9,900
70,000
70,200

70,200

70,300
70,400
70,500
70,600
70,700
70,800
70,900
71,000
71,100
71,200
71,300

354
365
366
367
368
369
370
371
372

373

374
375
376
377

378

379

380

381
382
383
384
385
386
387
388
389
380
391
392
393
394
395
396
597
398

72,400
72,500
72,600
72,760
72,800
72,900
73,000
73[100
73200
731300
73,400
73,500
73,600
731700
731800
73,900
74,000
74,100
74,200
74,300
74,400
74)500
74,600
74700
741800
74l900
751000
75,100
75,300
75,300
75,400
75,500
751600
75[700
75,800







The New Prairie Teacher Growth and Appraisal Process

Background Information

The New Prairie United School Corporation believes in the power of teachers in the success of
its learners. Teachers need support, feedback, collaboration with their colleagues, and access to
the latest teaching and learning sirategies in order to be successful,

In this spirit of teacher growth and support, the corporation has developed the New Prairie
Teacher Growth and Appraisal Process. This process contains the growth and support teachers
need in order to help them provide the best learning environments for their children to learn and
grow. :

The New Prairie Teacher Growth and Appraisal Process will focus on teaching and learning
strategies, collaboration, student achievement measures, professionalism, classroom
environment, and other measures that help teachers learn about their practices while letting them
stretch themselves professionally. It will move the primary focus from just measuring and rating
teachers to encouraging their work in collaboration and professional growth. The Growth and
Appraisal Process will recognize the good work already happening in the district while
encouraging growth in the priority focus areas of the Corporation.

The primary objectives of the New Prairie Growth and Appraisal Process are to reinforce
collaboration and problem-solving strategies in the district such as Professional Learning
Communities, Response to Intervention, the development and analysis of common assessments
for student learning, collaborative relationships for addressing the changing needs of students
such as literacy development, addressing changing demographics, implementing research-proven
teaching and learning strategies, adjusting learning opportunities to meet the changing leaming
needs of students and teachers, and other school corporation values and priorities.

The New Prairie Teacher Growth and Appraisal Process will also help meet the diverse and
changing needs of teachers through a “developinental” process for growth. Throughout the
process, there are examples of variable or tiered approaches to supervision designed to meet
unique needs of teachers.

Goals of the Program New Prairie Teacher Growth and Appraisal Process

Since the professional support and growth of teachers is key to the success of the students, the
New Prairie Teacher Growth and Appraisal Process is based on several goals designed to provide
opportunities for teacher growth including:

e Recognizing the hard work and commitment to student success exhibited by the staff

o Reflecting the priorities and shared values within the school corporation

¢ Building upon the collaborative efforts and professional relationships in place in the
Corporation :

e Focusing on measuring teacher skill and performance levels while providing
opportunities and strategies for ongoing professional growth




Providing opportunities for teachers to receive support and assistance based on their
needs (for example, new teacher growth support, struggling teacher intensive assistance,
PLC collaborative problem-solving, etc.). These are called “tiered” supports in the
process.

Provide opportunities for teachers to receive feedback and support from “alternative
sources” other than just classroom observations

Provide opportunities for teachers to work with their peers and colleagues in addition to
their administrators for professional growth

Provide opportunities to set and reach long-term growth through meaningful professional
growth goals ‘ '

Provide a blend of evaluator feedback and team collaboration to be used in the
professional growth process

General Core Expectations/Themes

The following Core Expectationé that will guide the growth/appraisal process are based on the
culture and needs of the school district:

‘Theme I-Collaboration

Theme I1-Professional Responsibilities-Growth
‘Theme I11-Relationships and Learning Environment
Theme I'V-Student-Centered Instruction

Theme V-Learning Measures

Core Expectation Details

More in-depth and detailed information about the Core Expectations and the sub-components of
the Core Expectations are listed below:

Theme I-Partnership and Collective Accountability Demonstrated through Collaboration
(Supported through a combination of PLC team processes and evaluator feedback)
- Contributes to the success of the PLC team
= Assists in the creation and implementation of PLC team norms
»  Shares strategies and ideas to assist PLC team members in successfully
impacting student achievement
= Treats other PLC team members with respect
* Fully participates in PLC team conversations by listening, clarifying
suggestions, and offering new ideas that positively impact student
achievement
= Helps generate ideas to help PLC team grow in its collaboration and
interdependence through constructive feedback and struggles
* Engages in examination of data in order to understand student learning
issues




= Provides constructive feedback, ideas, and suggestions to help colleagues
learn and grow
=  Works collaboratively with peers to reach shared goals
- Treats others as partners in decision-making
- Able to look at issues in a fair and impartial manner
- See as “our students” rather than “my students™
- Peer/Colleagucs/Staff
» Uses interactions that foster positive engagement
= Peers, colleagues, and staff are treated positively as professionals

Theme II- Professional Responsibilities and Growth (Supported partially through the
PLC team process and partially through feedback from the evaluator)
- Engages in professional growth and development
= Seecks opportunities to grow and learn
= Utilizes the PLC process to further professional development
»  Sets professional growth goals
=  Assists colleagues in their professional growth
=  Engages in professional reflection, uses reflection to adjust instruction and
set professional growth goals
- Maintains professional responsibilities
» Maintains regular and consistent attendance
» Arrives at work on-time, provides required student supervision
» Exhibits respect for district leadership, colleagues, and other staff
members
» Conducts self in professional and productive manner
» [Bxhibits positive and professional demeanor
» Follows established district policies/procedures

Theme III Relationships and Learning Environment
- Relationships with students
= Teachers consistently use interactions that foster positive professional
relationships '
= (Classroom norms and behaviors are created and consistently modeled by
teachers and students
= Relationship strategies are implemented, monitored and adjusted based on
student needs
- Relationships with Families and the Community
= [Interactions and strategies that foster positive relationships are used
* Proactive and regular communication strategies are utilized
= Strategies to engage parents in working together to benefit their
child/children are used
= Reaches out to the community to develop mutually beneficial partnerships
when appropriate




Portrays the school or school district in a favorable position with the
community

Seeks to provide opportunities for students to positively contribute to the
community

- Learning Environment

Creates a safe, respectful learning environment where there are high
expectations and support for student learning

Establishes and enhances a culture for learning, persistence and respect
Establishes and refines a physical structure that promotes learning
Establishes and maintains expectations for learning environment and
behavior management

Monitors the classroom environment and makes needed adjustments to
maximize learning

e Theme IV Student Centered Instruction
- Learning Targets

Plans appropriate learning targets and instruction based on student needs,
standards, school and district expectations, formative assessment
information, and content knowledge

Communicates learning targets and criteria for success to students in
“grade appropriate” ways

- Use of Learning Strategies

Engages students in processing content during instruction
Implements appropriate techniques to engage students in learning
Uses questioning techniques that promotes active learner engagement and
higher level thinking

Provides structure and pacing to maximize student learning
Incorporates assessment techniques to inform instruction
Manages instructional time to maximize learning

Manages the classroom environment and implements effective
classroom management strategies

Implements strategies and techniques to posmvely impact student
literacy

Utilizes appropriate technology techniques and strategics

- Monitoring and Adjusting Instruction

Adjusts instruction based on evidence of student learning

Instruction includes appropriate pacing, RtI strategies, & enrichment when
needed by learners

Provides learners with feedback, monitors student learning, checks for
their understanding of concepts and content, adjusts learning strategies
based on student needs

Provides needed interventions/remediation/enrich for learners as needed




e Theme V-Learning Measures (Student growth and achievement- Supported partially
through PLC team processes and evaluator feedback. The selection of student learning
measures will be completed as a collaborative process between teachers and their
administrators.)

- Identifies learning priorities in collaboration with their PLC, with colleagues, and
independently as appropriate.

- Develops common assessments to gather data on student learming in collaboration
with their PLC team.

- Reviews and analyzes the results of the implementation of common assessments
with their PLC members.

- Works with PLC team to compare local and district assessment results with
required state and district testing results

- Generates ideas (both teaching strategies and content revisions) with their PL.C
and colleagues to help students who did not learn on the first attemnpt to learn
during re-teaching opportunities

- Develops extension and enrichment strategies for those students who
demonstrated an understanding of the learning targets on the first common
assessment with colleagues and PLC team members.

- Implements required state/district/school corporation tests and assessments

- Works to understand and analyze the results of required state/district/school
corporation tests and assessments

Program Components

New Teacher Induction and Support Process-(A Tiered Teacher Support
Process)

Teachers new to the Corporation, or a school need support and direction in acclimating to their
new position. New teachers joining the Corporation or a school who come with previous
experience may still need support in transferring their previous experience into their new setting.
These new teacher needs can include: information about the students and community,
information about their colleagues and peers, information about the curriculum, and other areas
of support.

Teachers who are new to the New Prairie School District will have the opportunity to be
involved in a formalized support process during their first 3 years in the district. The support
process could include the following elements:

e Support through a mentoring support program

* Support through a new teacher induction program

* Extensive feedback based on the Core Themes of the Corporatlons (teachimg
expectations) conducted by their principal/evaluator

s Ixtensive support/feedback from the new teacher’s PLC team




Opportunities for peer observations of the new teacher in the classroom and/or
opportunities for the new teacher to observe classroom instruction by colleagues or peers
in their classrooms :
Professional development opportunities that are customized to the needs of the new
teacher

Other support strategies identified by the school principal and/or PLC team

Increased Observation and Feedback

Teachers new to the school will have opportunities to receive more feedback from their
principal/evaluator. With each observation, feedback related to district/school corporation core
expectations will be provided. New teachers will be on the following observation schedule
during their first year of employment:

1 classroom observation will be conducted during the first month of employment

At least 4 formal classroom observations will be conducted during the first school year
The feedback from the observations will focus on the five core themes of the New Prairie
Teacher Growth and Appraisal Process listed below:

At the end of the first semester, a formal conference will be held with the evaluator or
building principal. At this conference, the new teacher will get specific feedback based
on how they are doing in relation to the expectations within the 5 theme areas.

At the end of the 3™ quarter of school, the new teacher will receive a summative appraisal
report outlining their performance and rating their performance within each of the 5
corporation themes. The rating will use one of the 4 rating scales below:

0 Highljr 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. In aggregate, a highly
effective teacher’s students have generally exceeded expectations for academic
growth and achievement based on guidelines suggested by the Indiana
Department of Education.

o 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. An 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.

o 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.

o 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.

(Scoring level descriptions adapted from State of Indiana RISE Program booklet)

Since new teachers are still learning and growing as they acclimate into their position, the
evaluator rating the new teacher may determine their summative evaluation scores considering
the following:

» The previous experience level of the teacher

o The performance expectations for a new teacher compared to more experienced,
continuing contract teachers *

e The specific assignment or conditions experienced by the new teacher

* Using this model, it is most likely that the performance expectations of the new teacher will
increase as that new teacher gains experience and job competence. For example: if a new teacher
did not continue to grow as they gained experience, they could receive lower summative scores if
their performance levels are flat in subsequent years of teaching,

Specific new teacher support strategies, goal setting forms, timelines, and other details are
provided in the new Teacher Support Manual

New Teachers with Previous Experiencing Requiring Less Support

The support given to the teacher who is new but has previous teaching experience can be
modified or reduced by mutual agreement between the teacher and the primary evaluator (or
principal). Criteria to be considered in coming to agreement on reducing or modifying the new
teacher support include:

e Summative evaluation rating scores of “effective” or “highly effective” on the most
recent summative evaluation,




Consensus or agreement between the evaluator and the teacher that he/she has
successfully acclimated to the school or district/corporation and would not benefit from
additional support.-

Completion of a waiver agreement form that is filed with the school corporation

(Specific support strategies, goal setting forms, timelines, and other details are provided in
the new Teacher Support Manual to be developed)

Existing “Continuing Contract” Teachers

Teachers who have attained the status of continuing contract will be involved in the Core
Teacher Growth and Appraisal Process. This process will consist of:

Evaluation/feedback froin their administrator (combination of short and extended
observations focused on teaching, professionalism, student achievement, and other
factors of the TGAP process)

Involvement in PLC focused support/feedback

Set and attain a professional growth goal or goals

Continuing contract teachers will have opportunities to receive feedback on their performance
from their principal/evaluator. Following each observation, feedback related to district/school
corporation core expectations will be provided. Continuing contract teacher observations will be
based on the following:

Continuing contract teachers will be observed a minimum of 2 times each year. The
preference will be to have 1 observation be conducted each semester [The observation
timeline will be determined to prevent teachers having an observation at the very
end of the school year]
Observations will be conducted based on the most current Indiana laws or guidelines.
Principals/evaluators will conduct observations based on their preferences and
availability. In some cases, observations may be unannounced, while in other cases, they
may want to involve the teacher in assisting in the scheduling. Principals may use the
types of observations listed below or a variation of these types:
o Unannounced or “drop in” observations
o Announced or scheduled observations
o Several “short” or drop-in, or walk-through observations [A minimum amount
of time for a single observation will need to be determined to ensure fairness
for the teacher/administrator.]
After each observation, a conversation or conference will occur between the teacher and
the principal/evaluator. The conversation will be focused on the attributes observed
during the observation and how they relate to the Themes of the New Prairie School
Corporation. The conversation may take the following forms or variation of these forms:




o A formal conference shall happen after the lesson where the principal/evaluator
meets with the teacher to discuss the lesson.

o An informal conversation between the principal and teacher occurring soon afier
the lesson. This conversation will be formative in nature. The formative feedback
will build toward the summative evaluation and eventual rating of the teacher’s
performance based on the 5 Core Theme of the Corporation. Some examples of
possible formative feedback conversations could include:

= A brief conversation in the classroom or learning environment after
instruction when the teacher is free to talk.

= A brief conversation after the class or instructional period when the
teacher is free to tatk.

» A brief conversation during the teacher’s preparation time or after school
if the teacher is free to talk.

o After each conversation, the principal/evaluator can choose to develop and share a
summary of the conversation related to the observation with the teacher. This
summary will be formative in nature. In this formative conference summary, the
principal/evaluator should share the following:

= A brief summary of the lesson or instructional period observed

= A brief summary of the main points discussed in the lesson

= A brief summary of the teacher’s perspective or comments during the
conversation

» Tfpossible, the principal/evaluator may provide feedback about how the
teacher is progressing toward the expectations in the Core Themes of the
Corporation.

e During the evaluation period, the principal will gather data to help inform the overall
performance of the teacher. Data from a variety of sources that align with the Core
Themes will be considered for the summative evaluation rating of the teacher. When data
is being considered for use in formative assessment leading to a summative assessment,
the principal/evaluator should hold a conference/conversation with the teacher, plus issue
a summary of that conversation to the teacher.

Teacher-Principal Collaboration in the Data Gathering and Analysis Process

Because the appraisal and observafion processes have the capacity to gather only a
limited amount of the data that’s associated with a teacher’s teaching and learning efforts,
teachers are encouraged to partner with their principal/evaluator to provide data that can
be used to more accurately describe their performance. For example: Observing a teacher
interact with students inside their classroom setting does not allow the principal to
observe how that teacher works collaboratively with the student’s parents. It may be
helpful for the teacher to gather and provide data for the principal to include in their
analysis within the Core Themes to help establish formative and summative scores. Once
the principal has analyzed the data, she/he should work with the teacher to share where
the data “puts” the teacher within the 4 levels of the rating scale. In analyzing the data,




the principal should take both the quality of the information and the quantity or frequency
of the data. For example: If a teacher reached out to parents once to develop a
partnership, the data documenting that effort may not carry as much weight in the scoring
as a teacher who consistently reached out to form strong partnerships may have in the
scoring process.

Teacher Professional Growth Goal Setting

In the New Prairie Teacher Growth and Appraisal Process, teachers will be required to set and
reach professional growth goals. Because of the investment school corporation has made in the
PLC process, these professional growth goals can be set in collaboration with the PLC team.

The Teacher Professional Growth Goal Setting Process will be focused on the following:

e Whenever possible, professional growth goals should be based on or support school or
PLC goals

e Professional Growth Goals should be developed using a collaborative process between
the teacher and the school principal.

e Professional Growth Goals should be based on the Core Expectations for teaching

o Professional Growth Goals can be short-term (1 school year) or long-term (implemented
over more than 1 year) in nature. In either case, a yearly summary of the goal process
should be completed '

A form to assist teachers in the Professional Growth Process is included in appendix ***

Work-Related Observations (Observations in alternative work settings)

Observations or work samples will help the teacher and evaluator understand what is happening
and provide feedback on this work. In most cases, the observations will be focused on classroom
instruction and student teaching and learning situations. These kinds of observations will help the
evaluator provide feedback in Theme Area IV- Student-Centered Instruction.

In some cases, it may be more beneficial for the evaluator to conduct an observation in an area
outside of a classroom lesson that can help the teacher obtain feedback about another important
area of their work. For example, a teacher who works with special needs students to help regular
classroom teachers implement inclusion may benefit from an observation of a planning meeting.
A business teacher who places students in community internships may benefit from feedback
about a meeting to work out the details of a placement with a potential organizational leader.
Observations of alternative sifuations may be beneficial for both the teacher and the evaluator.

Observations of teacher work in settings other than classroom instruction should be
collaboratively decided between the teacher and the principal.

Highly Effective Teacher Option
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If a teacher has been rated as “highly effective” for three consecutive years, that teacher may
clect to work with their building principal to implement alternative evaluation options. The
specific criteria used to determine eligibility for this option will include:

e A teacher interested in participating in this option should have been rated as Highly
Effective in at least 3 of the 5 Core Theme areas on their most recent summative
evaluation.

» In addition to the Highly Effective ratings, the teacher interested in the Highly Effective
Teacher Option must have a minimum of Effective ratings in the remaining Core Themes
of the New Prairie School Corporation.

Those options could include:

* An opportunity to set a longer term goal that takes more than 1 year to attain

* An opportunity to have observations/feedback based on “alternative data sources” such as
using a portfolio, examining student work, observing a parent meeting, or some other
alternative source that would help that teacher grow beyond a classroom observation

The alternative data option would take the place of extended observations in the classroom. At
least 1 short observation would be used to assess the continued effectiveness of the teacher. The
principal would still complete the required numbers of observations based on Indiana statute but
a portion of the observations would be based on the alternative data focus.

For example, a special education teacher may decide to work with their principal on their
collaborative efforts with teachers working on inclusion to serve the needs of a child or group of
children. The teacher could work with the principal to get feedback on planning meetings
between the special education and regular education teachers.

The teacher in this option would continue to participate in the PLC feedback utilized in the
process for other continuing contract teachers.

Summative Evaluation (Rating) Process

In early May of each school year, the principal/evaluator will use data from the observations,
data that has been provided by the teacher, and other data that has been gathered to determine a
summative rating in each of the 5 Themes established by the School Corporation. The final
summative rating for each of the Core Themes will be based on the 4 scales below:

e 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. In aggregate, a highly effective teacher’s students have generally
exceeded expectations for academic growth and achievement based on guidelines
suggested by the Indiana Department of Education.
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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.
An effective teacher’s students, in aggregate, have generally achicved an acceptable rate
of academic growth and achievement based on guidelines suggested by the Indiana
Department of Education.

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 learming 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.

(Scoring levels adapted from State of Indiana RISE Program booklet, State of
Indiana, Version 2.0}

Theme Descriptions and Rubrics to Guide the Feedback and Development of

Teachers

The following theme descriptions and rubrics have been developed as a way for both teachers
and administrators to develop common understandings of the expectations in the New Prairie
School Corporation. In using the rubrics, please keep the following points in mind:

Conciseness- Each rubric was designed to provide guidance for the teachers and the
administrators to have a general understanding of the expectations for teachers, The
language of the rubrics was kept concise in order to make them less complex and easy to
understand and interpret. Not every aspect of the Core Expectation Descriptions is
included in the rubric, so the teacher and administrator will need to engage in a
conversation related to the summative scoring.

Skill and effectiveness progression- The rubric starts on the left with the “ineffective”
category and moves toward the “highly effective” descriptions on the right. This
progression was purposely designed to reflect the natural progression and teacher might
make in their learning. For an example, a new teacher might start out in a needs
improvement area, but as they grow and learn, they should move to the “effective” or
“highly effective” area.
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e Quality and Quantity-The development of a final summative score should be based on
both the quality of the performance and the quantity of the strategies used by a teacher
during the evaluation period. A teacher may not need to complete every subcomponent
within a rubric area or theme to earn a specific rating in that area. For example, a teacher
may be implementing a highly effective and innovative project where students are
reaching out to support the residents of a local nursing facility but not completing other
elements in the “highly effective™ area on the rubric. The teacher may earn a highly
effective score based on the exceptional quality of the nursing facility program.

o The rubrics are not designed to be “all inclusive”- In the collaboration between the
teacher and their administrator, they may identify strategies that lead to effectiveness that
are not presented in the rubric. They may decide that an effective or highly effective
summative rating is merited based on the quality of the strategies or evidence.

Theme Descriptions and Scoring Rubrics

Theme I-Partnership and Collective Accountability Demonstrated through Collaboration
(Supported through a combination of PL.C team processes and evaluator feedback)

- Contributes to the success of the PLC team
=  Assists in the creation and implementation of PLC team norms
= Shares strategies and ideas to assist PLC tearn members in successfully
impacting student achievement
= Treats other PLC team members with respect
»  Fully participates in PLC team conversations by listening, clarifying
suggestions, and offering new ideas that positively impact student
achievement
= Helps generate ideas to help PLC team grow in its collaboration and
interdependence through constructive feedback and struggles
= Engages in examination of data in order to understand student leaming
issues
= Provides constructive feedback, ideas, and suggestions to help colleagues
learn and grow
*  Works collaboratively with peers to reach shared goals
- Treats others as partners in decision-making
- Able to look at issues in a fair and impartial manner
- See as “our students” rather than “my students”
- Peer/Colleagues/Staff
» Uses interactions that foster positive engagement
= Peers, colleagues, and staff are treated positively as professionals

Rubric for Theme I-Partnership and Collective Accountability Demonstrated
Through Collaboration
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Is a leader in building a positive
culture in the school and the
district.

Positively contributes to
meetings by leading others to
engage and participate.
Completes required paperwork,
plans, responses, etc. to the
appropriate administrators
without being asked.

Contributes positively to
the culture of the school
and district

Positively coniributes to
meetings

Completes required
paperwork, plans,
responses, etc. to the
appropriate administrators

Does not confribute
positively to the culture
of the school and district.
Is negative or
encourages negative
behavior at meetings.,
Completes required
paperwork, plans,
responses, etc. to the
appropriate
administrators only when
reminded.

accurate mamnner,
Is a negative force
related to the
culture of the
school and
district. Does not
attend or disrupts
them.

Does not
complete required
paperwork, plans,
responses, efc. to
the appropriate
administrators

Sub category 2-Reflects on teaching and learning practices

Consistently engages in self-
reflection to improve teaching
and learning. Seeks multiple
sources of reflection and
feedback.

Actively seeks and uses
feedback to improve teaching
and learning. Shares the ideas
formulated in the reflection
process with PLC members &
colleagues.

Engages in self-reflection
to improve teaching and
learning practices.

Uses feedback to improve
teaching and learning.

Engages in reflection
only when required.
Tries to justify behaviors
when receiving
feedback.

Does not engage
in reflection or
use feedback to
improve
performance.

Subcategery 3- Engages in Professional Growth and Development

Consistently seeks out and
participates in professional
development that is aligned
with PLC goals, school goals,
the needs of students, and their
own professional development
goals. Regularly finds ways to
transfer learning from
professional development to
enhance the teaching and
learning in their instructional
setting. Consistently shares
ideas and strategies they have
learned in professional
development with PLC team
members, colleagues, their
administrator, and others who
can benefit from their ideas and
experiences. When appropriate,
provides professional
development to their PLC team,
colleagues, and others.

Regularly participates in
professional development
that is aligned with PLC -
goals, school goals, the
needs of students, and
their own professional
development goals. Is
able to use information
from professionat
development to impact
teaching and learning in
their instructional setting,
‘When appropriate, shares
ideas and strategies they
have learned in
professional development
with PL.C team members,
colleagues, their
administrator, and others
who can benefit from
their ideas and
experiences.

Engages in professionat
growth minimally or in
activities not congruent
with their needs or the
needs of the learners or
school. Professional
development activities
are not aligned with the
professional
development plan
developed
collaboratively between
the teacher and the
administrator,

Does not engage
in professional -
growth or only
engages when
directed to engage
when directed by
the
administration.

Theme 11 Relationships and Learning Environment

- Relationships with students
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Relationship strategies are
constantly monitored and
adjusted based on student needs

Relationship strategies are
. periodically adjusted based
on student needs

generated by the
teacher.

Relationship strategies
are not consistent.

behaviors are

not present or
used.

Little focus is
on developing

or maintaining
relationships.
Sub category 2-Relationships with Parents/Families
Interactions and strategies that Inferactions and strategies Interactions and There are no
foster positive engagement are that foster positive sirategies that foster interactions or
regularly and extensively used engagement are used positive engagement are | strategies used
Proactive and regular Periodic communication used on a limited basis. | to connect with

communication strategies are
utilized

strategies are utilized
Parents are seen and treated

Regular communication
strategies are not used

parents. Parents
are viewed as a

Parents are seen and treated as as important in the with families. Parents problem for the
partners in the educational educational process. are seen as a possible teacher.
process of their children resource to help
teachers.

Sub category 3-Relationships with the community
Constantly reaches out to the Regularly reaches out to the | Occasionally reaches Does not
community to develop mutually | community to develop out to the community to | communicate
beneficial partnerships within mutually beneficial address needs. Does not | with or reach
the community. Constantly partnerships within the consider how out to the
portrays the school or school community. Portrays the community views community,
district in a favorable position school or school district ina | school or district. Views
with the community. Constantly | favorable position with the | Occasionally secks community as
seeks to provide opportunities community. Seeks to opportunities for distraction to
for students to positively provide opportunities for students to positively educational
contribute to the community. students to positively contribute to the process.

contribute to the community.

community,

Sub category 4-Learning Environment

Works in collaboration with
learners (when appropriate) to
create a safe, respectful learning
environment where there are
high expectations and support
for student learning

Establishes and continuously
enhances a culture for learning,
persistence and respect. Share
these strategies with other peers
and colleagues.

Establishes and refines a
physical structure that promotes
learning

Works in collaboration with
learners to establish and
maintain expectations for
leamning environment and
behavior management
Monitors the clagsroom
environment and makes constant

Creates a safe, respectful
learning environment where
there are high expectations
and suppozt for student
learning

Establishes and
continuously enhances a
culture for learning,
persistence and respect
Establishes and refines a
physical structure that
promotes learning
Establishes and maintains
expectations for learning
environment and behavior
management

Monitors the classroom
environment and makes
constant adjustments to
maximize learning

Still working to create
the foundations for a
respectful learning
environment. High
expectations for
learning are not
communicated/shared
with students.

Has not created a
physical structure that
promotes learning and
has failed to establish
foundational
expectations for
behavior management.

Does not create
a respectful
learning
environment or
commumicate
high
expectations.
Does not have a
physical
classroom
structure to
reflect safety or
learning
standards. No
or minimal
classroom
management
expectations are
in place.
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adjustments to maximize
leaming

Theme IV Student Centered Instruction

- Learning Targets

Plans appropriate learning targets and instruction based on student needs,

standards, school and district expectations, formative assessment

information, and content knowledge

Communicates learning targets and criteria for success to students in
“grade appropriate” ways

- Use of Leaming Strategies

Engages students in processing content during instruction
Implements appropriate techniques to engage students in learning
Uses questioning techniques that promotes active leamer engagement and
higher level thinking

Provides structure and pacing to maximize student learning
Incorporates assessment techniques to inform instruction
Manages instructional time to maximize learning

Manages the classroom environment and implements effective
classroom management strategies

Implements strategies and techmques to positively impact student
literacy

Utilizes appropriate technology techniques and strategies

- Monitoring and Adjusting Instruction

Adjusts instruction based on evidence of student learning

Instruction includes appropriate pacing, RtI strategies, & enrichment when
needed by learners

Provides learners with feedback, monitors student learning, checks for
their understanding of concepts and content, adjusts learning strategies
based on student needs

Provides needed interventions/remediation/enrich for learners as needed

Rubric for Theme IV-Student-Centered Instruction
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Rechecks learning after new
intervention is implemented.

Theme V-Learning Measures

(Student growth and achievement- Supported partially through PLC team processes and
evaluator feedback. The selection of student learning measures will be completed as a
collaborative process between teachers and their administrators.)

Identifies learning priorities in collaboration with their PLC, with colleagues, and
independently as appropriate.

Develops common assessments to gather data on student learning in collaboration
with their PL.C team.

Reviews and analyzes the results of the implementation of common assessments
with their PLC members.

Works with PLC team to compare local and district assessment results with
required state and district testing results

Generates ideas (both teaching strategies and content revisions) with their PLC
and colleagues to help students who did not learn on the first attempt to learn
during re-teaching opportunities

Develops extension and enrichment strategies for those students who -
demonstrated an understanding of the learning targets on the first common
assessment with colleagues and PLC team members.

Implements required state/district/school corporation tests and assessments

Works to understand and analyze the results of required state/district/school
- corporation tests and assessments < S
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Process to Help Teachers Exhibiting Performance Issues

Teacher Improvement Process-90 Day Improvement Plan

If a teacher is exhibiting performance below expectations (imnprovement necessary or
ineffective), the principal may choose to work that teacher in the Teacher Improvement Process
(90 Day Improvement Plan). In the Teacher Improvement Process, the evaluator or principal
works with the teacher to develop a growth plan-is designed to help the teacher’s performance
move back into the “effective” range in all theme areas.

Criteria that would qualify a teacher for the Teacher Improvement Process could include:

o Concerns related to performance on one or more of the 5 Core Themes that could place
the teacher in the “improvement necessary” or “ineffective” range.

» The performance concern or concerns are of a recent or short-term nature

e Through analysis of the areas of concern and the competencies of the teacher, the
principal has determined the teacher could improve his/her performance through the
implementation of an improvement plan.

Details and Requirements in the Teacher Improvement Process

The Teacher Improvement Process is typically used when a teacher’s performance is identified
as an “improvement necessary” or “ineffective” in one or more themes within the New Prairie
Teacher Growth and Appraisal Process. The identification can be based on a summative rating
score or observed on a regular basis through informal observations by the principal in the
classroom of the teacher. Once the principal has met with the teacher to inform them of the
concern area or areas, and has shared examples that illustrate the concern, the principal works
with the teacher to develop an improvement plan designed to improve the performance and
alleviate the concern. ' '

¢ In order to implement an Improvement Plan in the Teachér Improvement Process, the
principal would need to present data that shows that the teacher is below expectations in
relation to the Core Themes in the New Prairie Teacher Development and Appraisal
Process. The teacher being presented with the information would have an opportunity to
share data that illustrates their perspective on the assessinent of the principal. The
primcipal will need to consider the data presented by the teacher in making a final
assessment of the need for the implementation of an Improvement Plan. After
considering the teacher’s data, the principal will make the final decision of the
implementation of the plan. '
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* An improvement plan could be implemented for a short-term (1 semester) or a long-term
basis (1 or more academic years). The duration of the plan would depend on the severity
or number of concern areas.

e The Teacher Improvement Process would comply with all of Tndiana’s employment laws
and statutes.
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Post Observation Conference Questions

Name Subject Date

Tell me how you think the lesson went.

In thinking about your lesson, in which areas do you think your lesson helped students achieve

mastery of the chjective?

What evidence from the lesson led you to believe this?

If you could teach this lesson one more time, what adjustments would you make to your
instruction? Why?

Area of reinforcement (area of strength):




Area of refinement (area of focus):

Reflecting on our post-conference, what are some areas of strength and areas of improvement
for your lesson?

With this conference in mind, what do you think your next steps are?

How can | help?
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Ak Solution Tree

Solution Tree, Inc.
Purchase Agreement

Effective January 28, 2021, Solution Tree, Inc. {"Solution Tree®) located at 5565 N. Morton St.,
Bloomington, N 47404 and New Prairie United School Gorporation (*Gustomer”) located at 5327 North
Cougar Road, New Carlisle, {N 46552 agree as follows:

1. Summary of Products and Services: Customer will purchase the following Solution Tree products
and services (“Products"). Additional Products may be added in a mutually agreed upon written
Addendum,

Total | $20,000,00

2. Payment Terms: Custormer will provide Solution Tree with a purchase order made out to Solution
Tree, 555 N. Morton St., Bloomington, IN 47404, for the full amount due under this Agreement upon
execution of this Agreement {the "Purchase Order Due Date”), A non-refundable deposit of 20% of
the total amount due will be invoiced upon execution of this Agreement, All payments are due net 30
days from the actual date of invoice. All past due invoices are subject fo a finance charge of 1.5%
monthly. Solution Tree will involce Gustomer off of the purchase order hased on the following
schedule:

- Professionat Development $16,000.00 incrementally after each date

3. Professional Development

3.1. Descriptlon of Services: Solutlon Tree will provide a speaker ("Associate”) fo perform the
professional development services described in Exhibit A,

3.2, Presentation Materials: Customer will reproduce any handouts and other print materials related
to the services and will notify the Associate directly of any deadlines for reproduction.

3.3. Venue and Audio/Visual Equipment; Cusfomer wiil provide a venue, audio/video equipment,
and technical support for all sessions In accordance with the technology requirements described
in Exhibit B. Selution-Tree may terminate this Agreement if Customer's equipment is not up to
the requirad standard by 30 days prior to the start of the services. If Customer's equipment fails
during the services, Customer will stilf be liabfe for the full amount.

‘4. GeneralTens
4.1. Intellectual Property: Customer acknowledges that Soluflon Tree or Associate owns the

copyrights to all tangitle or electronle presentation materfals, handouts, and/or program books
used in conjunction with services performed under this Agreement and that no materials will be
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4k Solution Tree

developed specifically for Customer. Solution Tree will retaln all copyrights owned prior to
entering this Agreement, and Customer may not reproduce any materials not designated
reproducible without the express written permission of Solution Tree. All audio, video, and digital
recording of the services by Customer is prohibited,
4.2. Force Majeure: If events beyond the parfies’ controf make it impossible to perform under this
Agraement, the party unable to perform will not have any liahility to the other party for the
prevented performance. Al obligations unaffected by such an event wlll remain in place.

4.3

Termination: Solution Tree may terminate this Agreement If Solution Tree has not recelvad a
purchase order by the Purchase Order Due Date.

a. Professional Development: If Cusiomer cancels any Professional Development Services
within 80 days of the scheduled date for any reason but Force Majeure, Customar will
reimburse Solution Tree for any reasonable business expenses incusted in anticipation of
performance of this Agreement that exceed the amount of the deposit. If events beyond
the parties’ control make performance on the scheduled dates impossible, the parties will
use best efforts o reschadule the Professional Development Services.

4.4. Entire Agreement: This Agreement and any exhibits attached hereto constifute the entire
agreament of the parties and supersede any prior or contemporaneous written or oral
understanding or agreement. No waiver or modification of any of the terms of the Agréement will
be effective unless made in writing and signed by both parties, and the unenforceability,
invalidity, or illegality of any provision of this Agreement will not render the other provisions
unenforceakle, Invalid, or iflegal. Any waiver by either party of any default or breach hereunder
will not constitute a waiver of any provision of this Agreement or of any subsequent default or
breach of the same or a different kind.

This Agreement is acknowledged and aecepted by Customer and Solution Tree:

N =29~
= 2!

Date

Superintendent
New Prairie United School Corporation

Shannon R. Rilz Date
Vice President of Professional Development
Solution Tree, Inc.

Please emall this Agreement to Claudia Greenwel} at Claudia.Greenwell@SoltitionTree.com or fax to
866.308,3136.
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4 Solution Tree

Exhibit A

Description of Proféssional Development Services

SERVICE 1: Customized Professional Development Workshops {4 days)

Proposed Associate(s): John Eller®

Estimated Number of Participants: TBD Participant Demographics:
Counselors
Proposed Start Time: TBD Proposed End Time: TBD
Workshop Location; TBD Cost of Service: $20,000.00
. ($5,000.00 per day)

Description of Service:

The Solution Tiee associate will work with school and district leadership fo design and implement an
appralsal and professional growth process based on the strengths and needs of the district. As a part of
this project, the associate will provide foundational information about effective counselor appraisal and
growth processes, information about the various data sources available to schoo} leaders and counselors
to assist thein In their supervision and professional growth. The associate will work with district and
school leadership fo design the appraisal and professional growth program and provide implementation
and coaching assistance io leaders io effectively use the new appraisal/professional growth sysiem.

Days may be conducted virtually. Viriual days are up to 6 hours of support,

*Dates are dependent on associale avaifabiliy.

vi7.11 Page 3 of 5




Exhibit B

4as Solution Tree

Technical Requirements for Virtual Professional Developmant

If any of the requirements below are not available, please contact your PD Representative

Immediately.

SYSTEM
REQUIREMENTS

PC/Windows

Macintosh

Windows 2003 Server, Windows XP,
Windows Vista, Windows 7 or above
Internet Explorer 8 or abave, OR Firefox 4
or above, OR Chrome 5 or above

Intel or AMD processor
(2.4 GHz or More)

At least 2 GB RAM

700 Kbps or more for simultaneous
screen sharihg, video, and audio

conferencing

Mac OS X 10.6 or above

Safari 3 or above, OR
Firefox 4 or above, OR
Chrome 5 or above

2.4 GHz Intel processor
{Core 2 Duo)

At lsast 1 GB RAM

790 Kbps or more for
simultaneous screen
sharing, video and audio
conferencing

VIDEO/AUDIO
REQUIREMENTS

A sound card installed in your computer

Microphone and speakers connected lo your computer or a telephone with

conference-call capabilities
Web camera at one viewing site

SITE
REQUIREMENTS

Hard line Internet connection

Projector, monitor, or whitaboard to view the WG session
Suggested: Tach contact in altendance and available for troubleshooting at

time of web conference

vi7.1.1
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4 Solution Tree
CONTACT INFORMATION

Please provide the following information.

Contact ?QJ ' !2?/ !&U/W)im

e feed | Soperindendent
Phone: ___ 370 wBY-7277D

Emalt __Cpannon €2 npuee. K2 n . U5
Cell#:

Fax;

Cantact: E_LLEM h'&()l" Kﬁuugd

Titles K}P,Dd—'r\ll Treasviel
Phone: 574 —(95"}”@30?)

emai: __eporkoneKi @ npuge. Kiz (in . us
Fax:

viT.11 Fage50f 5




Solution Tree

55 Nrth Mortan Street Phane: 800-733-6786
Bloamington 1N 47404 Fax; 812-336-7790
United States ‘

Bill To

New Praitie United Schoal Corp
5327 N Cougar Rd

New Garlisle [N 46552

United States

FC‘J_ #, : - ﬁué Date - S Terms
2021-00000091 3272021 Net 30
Item

CPD001 PB Deposii

#5238599

21252021
Ship'fo ~ AMOUNT DUE
New Prairie United Sch Carp :
5327 Narth Cougar Road : .
Attn: Carrie Cannon $4, 00 00

New Carlisle IN 46552

United States Due Date: 3/27/2021

Cl_:gtnmei: ]b E‘;hii:lping Me_thm:i

108226 Not Applicable
Unit Prica . ) Q[’.tén’.tit'y Extension
$1,000.00 4 $4,000.00

i

Deposit for Cnstomized Professional Development Workshops for New Prairie United School Corporation being held February 17-18, 2021 and 2 TBD

Dates with PD Associate John Eller.

To pay for this inveice via credit card, please visit payments.solutiontree com.

Tracking Number(s):
éubtd_tal Sales Tax Total 'Shipﬁingucpst-
$4,000,00 $0.00 $0.00

“Total ' Amgunt Paid
$4,000.00 $0.00

Amount Dua

$4,000.00




55 Nort Moon Street
Bloamington IN 47404
United States

BiliTe

New Prairie United Scheol Carp
5327 N Cougar Rd

New Carlisle IN 46552

United States

PO# o - Dué Date
2021-00000091 312712021
ftem -

CPD508 Professional Development

Solution Tree
Phone: 800-733-6786
Fax: 812-336-7780

Terms
Net 30

4 lnvoice

V‘\f"” }'\a

www.SolutfonTree.com #S238581
2/25/2021
ShipTo : AMOUNT DBUE
New Prairie United Sch Corp '
5327 North Cougar Read .
Attn: Carrie Canrnon $8,000
New Carlisle IN 46552 o o
United States Due Date: 3/27/2021
Customer i‘b: L '_ spipping'Method
105228 Not Applicable
Unit Price _,Q‘:i.lémt'i:t'y ‘ c Extension
$4,000.00 2  $8,000.00

February Session of Custamized Professional Development Wozkshops for New Praide Uited School Corporation held February 17-18, 2021 with FD

Associate John Eller.

To pay for this invoice via credit card, please visit payments.solulioniree.com.

Tracking Number(s):

“Suhtotal ‘ . S'.ales Tax Total
$8,000.00 $0.00

Shipping Cost

 Total . S Ar;_lpunt Paid
$8,000.00 $0.00 $8,000.00
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£ PIVOL

Evaluations

A
S FIVESTAR

The quality of a scheol's educators directly impacts student achievement, Teachers are the first and
foremost resource for providing quality instruction and leadership. Growing and developing an
effective staff begins with a smart system for managing and maximizing professional learning

opportunities.

The Pivot Staff Evaluations module provides leaders at all levels of the PK-12 education system
with a powerful tool to Collect and Reflect on Evidence, Communicate Securely, Set Goals for
Improvement, and Monitor Progress Toward Student Learning Objectives.

‘E(Custom Evaluation Rubrics

Develop customized rubrics for any staff group
such as central office, building admins, certified
teachers, related-service providers, and more.

gProgress Page

Having all your evaluation work in one spot
helps maximize your efficiency and provide
timely and effective feedback to your staff.

Q( Student Learning Objectives

Keep measurable learning at the farefront
by developing standards-based learning
objectives for students.

gCustomized Weights for Groups

Assign differentiated evaluation compaonents &
corresponding weights to each staff group,
making it easy to calculate evaluations.

Plus Document Upload to help provide a clearer overall picture of an educator's performance!

SortBy Name

Staff Evaluations Dashboard

‘vT.—’{l?

Planned @ Unplanned @ Walkthrough @ InProgress O Shared ©

j Easily Set and Manage
% Evaluating Staff in One Placel!

\ /

Q, search...

Marc Adams
RISE Teacher 3.0
l 2 Observations

Growth Plans .
Evaluations

Summative Evaluations

Regina Adams
RISE Teacher 3.0
1 Observations

L))

Growth Plans
Evaluations

Summative Evaluations

w B2 R &

Trends
Reporting
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Evaluation Plan Website Link

https://www.npusc.k12.in.us/wp-content/uploads/2021/09/SPEP-Part-1-21-22.pdf










AISLE School Librarian Evaluation Rubric

Allowable Modifications to the School Librarian Evaluation Rubric

It is recommended that this document be used in its entirety as it is best practice for a school librarian. The following minor edits de not require
permission for AISLE:

¢ Use of the rubric with all domains and competencies
« Addition of the competencies
* Notes added to clarify the domains or competencies

The rubric should not be changed to fit the current job description of the school librarian, but the rubric should be followed as an example of the
best practice in the field of scheol librarians.

Expected levels of Competency — Use established weights below when using the School Librarian Evaluation Rubric. While all domains and
competencies must be included, these weights may be changed by individual schools; however, no Domain may fall below 100%




Demain 2 Purpoaseful Planning

AISLE School Librarian Evaluation Rubric

Schoo! librarfans work in collabaration with the classroam teacherto develop a rigorous curricnlum relevant for all students. Additionally, school librarfans will plan the

Tibrary media program for the school.

Level of Performance
Competendes _|:Highly Effective (4) | Effectiva(3) improvement Necessary (2) |- Ineffective (1)
11 | Demonstrating knowiedge of literature Drawng on extensive School librarian Schoal fbrarjan - School librarian
and current trends in Bbrary practice and professional resources, demonstratesthorough demonstratesimited demonstratesiftie orna
information technology school librarian knowledpe of literature and | knowledge of [fteratur=and knowledge of literatare and
demonstratesTich of aumenttrends in practice | aurrentiremds in practice of current trends in practice
understanding of and Informnation technology. | and information technology. | and information
_ Iiterature and of current technology-
trends in information ~ Librarian maintains a - Librarian reads journals to
technology. professional network to stay | learn about current trends.
cuwrrent with trends. This
- Librarfan maintairs o incudesreading current
network of professional Jjourmals, blogs, and using’
contacts and resourcesto | social media.
stay current with trends
(this includes reading
current journatls, blogs,
and using social media)
ond shares with staff and
students
Notes 1.1
1. Extensive professional resources may include, butis not limited to, biogs, Twitter, Facebook or other social medis, professional journals, conferences and
wehijnars, professional contacts with authors or'other ffbrary professionals.
2 Current trends ~librarjan is aware of changes in library practice and is actively pursuing, fmplamenting or further investigating these changes io see
the benefit for the library.
AISLE Board Approved Copyright 2012 January 28,2012
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AISLE School Librarian Fvaluation Rupbric

_ Level of Performance
Competenciés ‘| Highly Effective (4) ‘Effective(3) | Improvement Necessary (2} | 'Ineffective (1): -
14 | Developingand implementinga plan to School librarian’s School librarian’s plan to School librarian hasa Schaog] librarian has no plan
evaluate the library program evaluation plan is highly | evaluate the programis rudimentary plan to to evaluate the program or
sophisticated, with organizedaround clear evaluate the library resjsts suggastions that
imaginative sources of goals and the collectionof | program. such an evaluation is
evidenceanda dearpath | evidence to indicate the important
toward Improving the degrae to whicht the goals
program on an ongoing | have been met.
basts.
- The librartan
proactively respondsto
theevidence of the
evalustion.
Notes1.4 .
1. Same sources of evidence may Include student and staff surveys, assessment documents, and statistical data.
1.5 | Establishinga cufture for investigationand | in interactions with both | In interactons with both Schoal librarian goes School ibrarizn conveys
love of literature studertsand callezgues, | students and colleagues, through the motions of thatthe work of seeking
the school librarian the school Ifbrarian conveys | perfarming the work ofthe | Infunmmation and reading
conveys the essential the importance of seeking positon, but without any literature isot worth the
nature of seeking Information and reading ' real commitmentto it time and energy required.
informationand reading | Iterature.
literature.
1.6 | Estzblshing and maintaining library Library routines and Library routines and Library routinesand Library routines and
procedures procedures (forexample, | procedures {for example, procedures (for example, procedures.{for example,
drculstion of materials, | crculation of matarials, circulation of materials, droulation of materials,
collection development | collection development collection development collection development
policy, challengad policy, challengedmaterials | policy, challenged materials | policy, dhallenged materfals
materals form, students | form, students working form, students working Tonm, students working
working independent independentwithin the independent within the. independernt within the
within the library) are library) have been library}have been library)are either nor-
seamlessin their established and function established bt function existent or mefficlent,
operation. smoothly. sporadically. resulting in general
comfusion.
AISLE Board Approved Copyright 2012 January 28,2012
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AISLE School Librarian Evaluation Rubric

. Level of Perfonmance
Competencies Highly Effective (4) Effective (3) _ Improvement Necessary(3) | Ineffective (1)
1.7 | Organize physical space to enablesmooth | Schod) librarfan makes Schoal librarian makes School librarian’s afforts to School librarian makes poor

flow highly affective use of effective use ofthe physical | makeuse of the physical use of the physfezal
the physical environment, resufting in environmentare unaven, environment, resulting in
environment, resultingin | good trafficflow, dear resufting In accasional poor trafiic flow, confusing
clearsignage, excellent | signage, and adequate confusion by users. | signage, Inadequatespace
taffic flow, and space devoted to work devoted to work areasand
adequate space devoted | areas and computer use. computeruse, and general
to workareas and confusion.
computeruse. In
addition, book displays
are atbractiveand
nviting.

Notes17

T. Smocth flow is defined as students and staff being able to function within the library easily and independently based upon Jocation of materials, signs, and

seating.
1.8 | Maintainingand extending the library School bbrarianadheres | School fibrarfanadherestc | Schoe! lbrarfan = partizily School librarian feils to

collection in accordance with the schools’ | to district or professional | district or professional successful in attemptsto adhere to district or

needs and within budget imitations guidelinesin selecting guidelines in selecting adhere to districtor professional gufdellnesin
materalsfor the materials for the collection | professional guidelfnes in selecting materials for the
collection. The collection | and periodically purgesthe | selactingmaterials and in collectionand does not
is periodically purged of | collection of outdated weeding the collecton. A perfodically purge the
outdated materials. A materials. A virtual virtuzf presence may notbe | collection of outdated
virtual collectionis collection is maintained by maintained. This is done In material. There js no virtual
omaintained and updated | the ibrasian. ThisIsdonen | Iimited consulation with presence. This is done
frequently by the some consuftation with teaching colleagues orwith | without consuftation with
librarism is vibrant and teaching colleagues or patron needs fn mind. teaching colleagues orwith
wellused. All processes | patron needs in mind. patron needsin mind.
are done in consultation
with teaching colleagues
or patron needs inmind,

Kotes L8 .

1 The Ifbrarian will maintain the school’s collection with many factors of the school’s needs in mind. The lbrarian will suppaort the aurriculum end the school’s

academic needs, as well 2s the practica of reading (for enjoyment or for imformation)}. Additionally, this may indude a digital collection.

4
o>

AISLE Board Approved

Copyright 2012

Jamuary 28, 2012







AISLE Schoo] Librarian Evaluation Rubric

5

Schoo! Bbrarian & highly School liirarianis School librarian needs Sehool librarian i

Demonstrateand Cearly effectiveat demonstrating effective at improvementat neffectiveat

Comarmmicate Content and clearly communicating demonstrating and ciearly demuonstratingand clearly demonstretingand

Knowledge to Students content knowledgeto commumicting contert communicating content cleardy communicating
students. knowledge to students. knowledge to studems, content knowledge to

Librarian demonstratas Librartan delivers content students.
For Leve] 4, all of the content knowledge and that s factually cormect
evidence {istedunderleve] 3 delivers contant that is Librarian may defiver
is present, as well as some of factuafly correct - Content occasionally lacks contenit that ls factualy
the following: glarity and is not os wel incorrect
-Librarian fully explains « Content s clear, condse organized as it could be ~ Explanationsmay be
coricepts in as directand and well-organized - Librarian ray fail to - uncledr orincoherent and
efficient @ manner as posstble, - Librarian restates and restate orrephrase fuil to build student
while stili achieving student 'rephrases nstruction in fnstruction in multiple understanding of key
understanding _muhtiple ways to increase wdys to increase concepis
- Librarian effectively connetts understanding understanding - Librarian continues with
contentio other content ~Librarian emphasizes key ~Librarian does not planned Instruction, even
dreas, students’ experiences points or main ideasin adequately emphasize when it is obvious that
and interests, or currant contert main ideas, and students students are not
eventsin orderto muake - Llbrarian uses are sometimes confused understanding content
content relevant and build developmentally about key takeaways - Librarign does not
interest oppropriate language and - Explandtions sometimes emphasize main ideas, and
- Explanations spark student explanations lack developmentally students are aften
excitement and interest in the. - Librarian implements apprapriate language canfused about content
content refevent instructional ~ Librarian does not always -Librarian fuils to use-
- Stutlents participate in each strategies learned via impiement new and developmentally
others’ learning of content professional development improved instructional gppropriaie langiage
through collaborgtion during strategies learned vid
the lesson professional development
-Siudenis ask higher-order
guestions and make
connections independertly,
demonstrating that they
understand the contentata
higher (eve!
Notes 23
1 Contentmay be communicated by efther direct instruction or gulded inquiry depending on the context of the classroom or lesson.
AISLE Board Approved Copyright 2012 January 28, 2012




AISLE School Librarian Evaluation Rubric

o

2.3 Engage Stadents in Academic Librarian is highly effective at Librarian is effective at Librarfan needs " Librarfan is neffectiveat
Content engaging students in acedemic engagingstudentsin improvementat engaging engaging studentsin
content acedemic cantent students in adernic academic cartent
content
For Level 4, all ofthe evidence -More than 2/4 of students - Fewer than 122 of studernts
listad under Leval 3 s present, are actively engaged in -Fewerthan 3/4 of are engaged in cortert and
aswell as some of the following: | content atall imesand students are engaged in many are offtask
- Librarian provides ways to not gff-task cortent and many are off- ~Librarian may only provide
engage with contentthat -Librarian provides muftiple task one way of engaging with
significantly promotes student ways, as dppropriate, of - Librariar may provide content OR Librarfanmay
mastery of the objective engaging with content, all multiple ways of engaging | providemuitiple ways of
-Librarfan provides aligned to thelesson students, but perhaps not engaging students that are
differentiated ways of engaging objective alignedto fesson ohjective | not aligned to the [esson
with content specficto - Librarfan sustalnsthe or mastery of content objective or mastery of
Individual student needs attention of the cluss by ~Librarign may miss vontent
- The lesson progresses at an maintaining a dynamic opporiunlifes to provide « Librarfan does not
gppropriate pace 50 that presence ways of differentiating. differentiate jnstruction ta
students are never disengaged, -Ways of engaging with content for student target different learning
tnd studentswho finish early comtent refleck different engagement modalitles
have something else meaningful learning modailities or - Some studerris may not - Most students do not hidve
todo inteiligences have the prerequisite skills | the prerequisite skills
- Librarian effectively integrates - Ubrarian adjusts fesson necessaryto fully engugein | necessary to fully engagein
techrology as a tool to engage decordingly to content and Librarian's content and Librarfan makes
students in aaidemic content gccommodate for student attempt to modify no efforttc adjust
prerequisite skills and instruction for these Instruction for these
knowledgeso that alf - students js limited ornot students
studerts are engaged always effective -ELL and IEP students are not
- EL.L and IEP students have - Students may gppear to provided with tfie necessary
the qpproprigte dactively fisten, but when it accommodations to engdge
accommodationsto be comes time for in content
engaged in cantent participation are
- Students work hard and disinterested in engaging
are deeply active rather
than passivefreceptive
{SeeNotes belowfor
specific evidence of
engagement)
AISLE Board Approved Copyright 2012 January 28, 2012




AISLE School Librarian Evaluation Rubric

Notes 2.3 _

3 The mast importantindicator of sucuess here is that students are actively engaged in the content. For 2 teacher to receive credit for providing students a
way of engaging with cantent, studemts must be engaged in that part of the lesson.

2. Presence can best be represented by using engaging, confident, 2nd assertive body language, tone, volume, and proximity.

3 Engagement s defined as on<task behaviar. Some cbservable evidence of engagement may indlude (but is ot limited to): (a) raising of hands to askand
answer questions as well as to share ideas; (b) active listening (not off-task) during lesson; or (c) active particfpation in hands-on tasks/activities.

4 Teachers may provide multiple ways of engaging with content via different learning modalities (auditary, visual, Knesthetic/tactie}or viam ultiple
intelligences(spatial, linguistic, musical, interpersanal, logical-mathemmtical, etc). tmayalse be effectiveto engage students via two ar more strategias
targeting the same modality.

AISLE Board Approved Copyright 2012 January 28,2012
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AISLE School Librarian Evajuation Rubric

R
L

24 | CheckforUnderstanding School librarfan is highly Schoal librarian is effective | School fbrarian needs Schouol ibraran is
effective at checkingfor at checkingfor - fraprovement at checking for | ineffective at checking for
understanding. understanding. understanding, understanding.
For Level 4, all ofthe evidence -Librarian checks for - Librarfan sometimes checks } -Libraran rarefy or never
listed under Level 3 s present, understending at almost all for understanding of content, | checks for understanding of
as well as some of the foliowing: | key moments (when checking | but misses severdl key content, or misses hearly aif
- Librarian checks for is necessary to inform moments key moments
understandingat higher [evelsby | Instruction going forward) - Librarian mostly gets an -Librarian rarely ornever
asking pertinent, scaffold and gets an accurate "pulse” | accurute "pulse” of the dass®s | gets an accurate pulse” of
guestions that push thinking of the dase’s understunding | understanding, but may not | the class's understanding
dccepts only high qualfty student | - Librarian gains enough gamn enough information to from checks and therefore
responses {those that reveal information during checks for | modify the fesson accordingly: | cannot gain encugh
understanding or lack thereof) understandingto modify the | - Librarian moy not use a Information to odify the
- Librarian uses oper-ended lexson and respond variety of methods to check lesson
questions to surface common accordingly forunderstanding when - Librarian frequently moves
misunderstandingsand assess - Librarlan uses a varfety of doing so would be helpful onwith contentbefore
student mastery of materfal ata | methodsto checkfor - Ubrarian may not provide students have a chanceto
range of both lowerand higher- | understending enotgh wait time after respond to questions or
order thinking - Librarian uses wait time posing @ guestion for jrequently gives students the
effectively both after posing | stederis to think and answer rather than helping
d question and before helping | respond beforehelpingwith | them think through the
studerts think througha an answerorrmoving forward | answer -
TEsponse with content - Librarian frequently allows
- Librarian doesn't allow - Librarian sometimes alfows | students to "opt-out” of
studentsto "opt-out” of students to "opt-out” of checks forunderstanding
checks for understandingand | checks for understanding and does not cycle backio
cydes back to these students | without cycling backto these |} thesestudenis
- Librarian systematically students - Librarignrarely or never
assesses every student’s - Librarian may assess student | assessesfor masteryatthe
mastery of the objective(s)at | masteryat the end of the end gf the lesson
the end of edach fesson fesson through formal or
through formal or informal informal assessments, but
assessments (see note for may nhot. use this information -
exampies) to drive subsequent lesson
plerining
AlSLE Board Approved Copyright 2012 January 28, 2012




AISLE School Libradan Evaluation Rubric

Notes2.4
1. Examples of times when checking for understanding may be usefulare: before moving on to the next step ofthe lesson, or pariway through independent
practice,
2 Examples of how the teacher may assess student understanding and mastery of objectives:
« ChecksTor Understanding: thurmbs up/down, cold-calling
‘Do Nows/Eell Ringers
Turn and Talk{Pair Share
- Guided or Independent Practice
~ Exit Slips
.5 Maodify Instruction as Needed School librarfan is highly Schoollibrafan iz effective | Schoollibrartan needs School librarfan is
effective at modifying at modifying instruction as improvement at modifying ineffactive st modifying
thsbruction as needed. needed. instruction as needed. instruction as needed.
ForLlevel 4, all of the evidence -Librarian makes | - Librarian may attempt io -Librarian rarely or hever
listed under Level 3 s present, adjustrnents to Instruciion make adjystments based on attemnpts to adjust
as well as some of the following: | based on checs for checks for understanding, but | instruction based on checks
- Librarian entidpatesstudent understandingthat lead to theseattemnpts may be for understanding, and any
misunderstandings and increased understandingfor | misguided and mdy not atiempts ot doing so
preemptively addresses them most students Increase understandingforall | frequently failto increase
- Librarian is able to modify ~Librarian differentiates students understanding for students
Instruction to respondto delivery of instruction based | - Librarian may primarily - Uibrarian enly responds to
rnisunderstandings without on checks for understanding | respondto misunderstandings by using
taldng away from the flow of the | and assessment data to meet | mistnderstandingsby using teacher-driven saaffolding
fesson or losing engagement diverse student needs teacher-driven scaffolding technigues
- Librarlan respandsto techniques (Jor example, re- | - Librarian repeatedly uses
misunderstandings with explaining a concept), when | the same tecimiques to
effective scaffolding student-driven technigues respondto
technigues could have been more misunderstandings, even
~Librarian doesni't give up, effective when it is not succeeding
but continuesto try to -1jbrarian may persist in wsing
address misunderstanding a particular techniquefor
with different techniques If respondingto a
thefirst try is not successful | misunderstanding, even when
It isnotsucceeding
AJSLE Board Approved. Copyright 2012 January 28, 2012




AISLE School Librarfan Evaluation Rubric

2.6 Maximize Instroctianal Time “School ibrarian Is highly Schoo! librarfan s effective | Schonl librerian needs Schoollibrarian is
effective at maxinzing at maximizing Instructional improvementat maximizing | ineffective st madmzing:
instructional time. time. [nstructional time. mstructional time.
For Level 4, all of the evidence | -Routines, transitions, and ~Routines, transitians, and - There are few or no eviderit
listed under Level 3 |s present, | procedures gre well proceduresare in place. routines orproceduresin
as well as the following: executed. - Significant prompting from | place.
- All students are on-taskand -Almost alf studentsareon- | thelibrarian is necessaryfor | - Even withsignifiant
follow instruckions of Librarign task and foflow instructions | students to follow prompting, students
withowt much prompting of librarian without much instructionsand remginor- | frequently do not follow
prompting task directions dnd are off-task
~Disruptive behaviors and - Disruptive behaviors and off- | - Disruptive behaviorsand
offtask conversationsare task conversationssometimes | off-task conversationsare
rure; when they occur, they occur; they may not be common and frequently
are gimostaiwdys addressed | addressed in the most cause the librarfan to have to
without mujor Interruption effective mannerand moke adjustmentsto the
to the lesson | Librarian mgy havetostop lesson
' the lesson frequertly to - (Classroom managetnentis
gddress the problem generally poor and wastes
instryctional time
27 | Assistiogstudentsintheuseof | School Ebrarian proactively School librarfan institutes Schogl librasfan assists Scheol librarfan dedines to
technology in the Media Center | inftiates sessions {o assist sessions to. assist studernts students and teachersin the. | assiststudentsand teachers
studentsand teachers in the use | and teachers in the use of | use oftechnologywhen intheuse of technology.
of technology. technology. specifically asked to do so.
Notes2.7
1 The overall indicator of success here is that operationally, the lbrary runs smoothly so that time can be spent on valusble insiruction rather than logistics
and discipline.
2 it should be understood that a teachercan have disruptive students no matter how effective hefshe may be. Howvever, an effective teacher should be able
to minimize disruptions amongst these studentsand when they do ocour, handle themn without detiment to the learming of other studemts.
Collaborating with teachers in School librarian Initiztes Schoollibrarfan inftlates School librarian collaborates | School librarian dedines to
.8 the design of instructionalunits | collaboration with classroom collaboration with classroom | with dassroom teachersin collabrorate with dassroom
and lessons teachersin the design of teachers in the design of the design of instructional teachers In the design of
instructiomal lessons, locating instructional lessons. Jessons. Instructional lessons.
additional resources from
sourres outside of the school
AISLE Board Approved Copyright 2012 January 28, 2012
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29 Engaging students m enjoying Students are highly engagedin | Students are engagedin Only some studentsare “ Students ara not engaged in
- Gterature and in learning enjoying [iterature and in enjoying Herature and in engaged in enjoying enjoying Fterature and in
multiple fiteracy skills learming mformation skills leaming information skills Iiterature and in learmning Ieaming information skills
becuse of effective design of because of effective design | information skills because of | because of poor design of
activities, grouping strategies, of activitles, grouping uneyen design of activities, | activities, poor grouping
and appropriate matearials. strategies, and appropriate grouping strategles, or strategies, orinappropriate
materials, partfallyappropriate materals,
) materials.

AISLE Board Approved Copyright 2012 : January 28, 2012




Domain 3: Leadership

AISLE School Librarian Evaluation Rubric

Teachersdevelop and sustain the fntense energy and leadership within their schoo! community to ensure the achievement of all students.

=

1 evel of Performance
- Competerides. | HighlyEffective(q) - . .- . [ Bffective(s) . ... |improvemnentNecessary(2} | Ineffecivef): et
3.1 | Contributete school | Schoolllbrarfan seeks gutleadershiproles School librarian conbibutes | School litrariass will rarely School Fbragian never
avfture within the school, aimed at Tmproving ideas and expertiseaimed at | contribute ideasand confributesideas aimed at
schoo efforts. Librarian goes above and Tmproving school efforts. expertise aimed at hnproving | Improving school efforts.
beyond in dedicating time for studentsand | Librarfan dedicates time school efforts, Librarian Litde or notime outside of
peers putside of dass. efficiestly, whenneeded, to | rarely dedicatestime outside | dassis dedicated to helping
helping studentsand peers. | of class to hefping studerts students and peers.
outside of class. and pears.
Notes 3.1
1. Aneffective ibrarfan participates in school eventsthat make 2 substantial contribution above classroom expectstions wihereas a highly effective librarian
additionally assumes a leadership role in at least oneaspect of school [ife.

3.2 | Collaborate with Schoel librarian wﬂfl‘rgﬁ above and beyondin | School ibrarian will seekout | School librarian will School lbrarfan rarely or

Peers seeking out opportunities 1o collaborate. and participate in regular participate in occasional never participatesin
Librarian wilt coach peers through difficult | opportunities to work with opportunitiesto work with opportunities to workwith
situationsand take on leadership roles and leatn from others. and learn from others and others. Librasian worksin
within collaborafive groups such as Librarian will ask for ask for assistance when isolation and is not a team
Professional Leaming Communities. assistance, when needed, needed. Librarfan will not player.
and provide assistance to seek1o provide other
others in need. teachers with assistance
when needed or will not
regularly seek put
opportunities to work with
others.
Notes3.2
1. The main purpose of colfaboration with peers is to support the curiculum.
2. Ahighly effective librarian will seek out opportunities to collaborate, whereas an effective fibrarfan may collaborate when asked.
3. An effective librarian builds relationships with colleaguesthat are characterized by mutual supportand cooperation whereas 2 highly effective librarian
additionally takes iitfatives in assuming leadership among the faculty.

3.3 | Establishing, Library assistants, students, or Library assistants, students, | Library assistants, studepts, | library assistants, students,
evaluating, and parent/community volunteers work or parent/community or parent/community or parent/community
maintaining library independentlyand contribute to the volunteers are clearasto volunteers are partially volunteers are confused as
procaduresin regards | successof the library. theirroles. successful. o their role.

4o staffing, student or | -The librarian will proactively evaluate
parentvolumteers procedures.
AISLE Board Approved Copyright2012 January 28, 2012




AISLE Schoo

| Librarian Evaluation Rubric

34 | Advacatefor Student | Schoot libraran will display commitmentto | School librarian will display Schoal Iibrarian will display School librarian rarelyor
Success the education of the students inthe schoo), | commitmentto the commitmentto the never displays commitmert

notjust his/her own students. Librarfanwill | education of his/her education of hisfher to the educstion of his/her
miake changes and take risks {0 ensure studerts, Librarian will students. School Fbrarfan students. Librarfan accepts
student successand advocate for students’ | atternptto remedy obstacles | will not advocatefor failure 25 par far the coursa
individualized needs. around studernt achievement | studenis’ needs. and does notadvocatefor

and will advocate for students’ needs,

students’ individualized

needs.

3.5 | Preparing and School librarian anticipates studemntand Sthoot fbrarian-honors Schoo! librarfan’s efforts to School ibrarian ignores
submitting reports teacher needs when preparing requisitions | student and teacher prepare budgetsare partially | studentand teacher requests
and bodgets and budgets, follows established requesis (if appropriate) successful, responding (ifappropriate) when

procedures, and suggests improvementsto | when preparing requisitions | sometimesto studentand preparing requisitions and
those procedures, inventoriesand reports | and budgetsand follows teacherrequests (iF budgets or does notfollow
are submitted on ime. established procedures, appropriate)and following established procedures.
Inventories and reports are procedures, Inventoresznd | Inventories and reportsare
submitted on time. reports are sametimes routinely jate.
submitted on fime.
| 3.6 | Communicatingwith | Schoeollibrarian proactively reachesout to School ibrarin engagesin School [brarian makes Schop! librarian males no
the larger commanity | parents and esiablishes comtacts with other | outreacheffortstoparents | sporadic effortsto engagein | effortto engage in outreach
libraries or businesses, cosrdinating efforts | and the larger community. outreach to parents orthe to parents orthe larger
for mutes] benefit. larger community. community.
3.7 | Participatingina School ibrarian makes @ substantial School kbrarian partidpates | School librarian’s School librarfan’s
- | professional contribution to schoo] and district events actively in schoot and district | refationships with colleagues | retationships with colleagues
comsmenity and profects and assumeasleadership with events and projectsand are cordial, and the Ibratfan | are negative or selfserving,
eolleagues. Librarian paricpates and maintains positive and participates in school and and the Yibrarizn avoids being
develops leadership roles in a wider productive relationshipswith | district events when invalved in school and district
professtonal community thatindudes {ocal, | colleagues. Librarian will spedificlly requested. events
state, or natioeral events. particlpate it a wider ‘and profects-
professional community that
indudesiocal, state, or
nztional corrtacts.
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AISLE School Librarian Evaluation Rubric

Seck professional
skills and knowledge

38

Schoal librarian actively plrsues
professional development opportunities
and makes a substantial contribution to the
profession through such activities as
sharing newly leamed knowledge and
practices with others and seeking out
opportunities to lead professional

development sessions.

School libraran actively
pursues opportunitiesta
Improve knowledge and
practice and seeks ottt ways
1o implement new practices
where applicable.
Constructivafeedback to
improve practices s
welcomed.

School librarian’s
participetion in professional
development activities s
Iimited to those thatare
mandatory.

School [ibrarian does not
participata in professional
development activities, and
shows [fttle or no Interestin
new Ideas, programs, or
dasses to imprave teaching
and [earning.

Notes 3.8

1. An effectivelibrarian seeks and implements professional skills and knowledge whereas a highly effective Fbrarian additionally shares and fadlitates this
information with colleagues regularly.

AISLE Board Approved
2
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Domain 42 Core Frofessiomalism

AISLE School Librarian Evaluation Rubric

These indicators illustrete the minimum competendes expecied in any profession. These are separate from othersections in the rubric because they have fittle to do with
teaching and learning and more to do with basic employment practice. Teachers are expected to meet these standards. fthey do not, it will affect thefroverall rating

negatively.
Indlcator PoesNot Meet Standard . o . Meets Standard. ) ]
17 Attendance | Individual demonstrates a pattem of unexaused absences.® Indfvidua! has not demonstrated a pattern of unexcused absences.*

2 On-Time Aiival

Individual damonstrates a patiern of unexcused late arrivals
{late amrivals that are in viclation of proceduresset forth by
local schoo! policy and by the relevant collective bargalning
agreement).

Individual has not demonstrated a patiern of unexcused afs arrivals
{late arrivals that are in violation of procedures set forth by local school
policy ard by the relevant collective bargaining agreerrent).

3 Paliciesand

Individual demanstrates g pattern of Tailing to follow state,

Individual demonstrates s pattem of following state, corporation, and
school policies and procedures (e.g. proceduresfor submitting discipline

Procadures corporation, and school policles and procedures {a.g.
pracedures-for submitting discipline referrals, policies for referrals, polides for appropriate attire, etc.)
appropriate attire, et}
4 Respect Individual demonstratesa pattern of falling to interact with Individual demonsiratesa pattern of interacting with students,

students, colleagues, parents/puardians, and commumity
membersin a respectiul mannen.

colleagues, parernts/guardians, and community memnbers in 3 respectful
manner. .

&

*jt should be left to the discretion of the corporation to defing “unexcused absence” in this context.

1. Complying with polides and procedures includes but is not himited to: Following IEP/504 plans, complying with discipline referral processes, parent
commumication expectations (typically e-mails or phone calls returned by within 24 hours during the work week), providing sub plens, implementing school rules,
maintaining acarate, up-to-date records, and dressing professionally. The sub-committee recommends discussion of dress code expectetions. Fstablishing clear
expectations about jeans, flip-flops, revealing attire, etc. will be important-for consistency. .

2. Demonstrating respectto students, parents and colleagues includes maintaining appropriate (not too familiar) boundaries, Respectfully listening to negaiive
feedback and maintzining emotional self control even in heated situations s expected. Accepting constructive criticism is a hallmark of this standard,

3. [Itis understood thatif an administratorhas a concem abourt 2 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
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New Prairie United School Corporation Procedures

IC 20-28-11.5-4 (&) (1) and (2)

The Superintendent and Assistant Superintendent of New
Prairie United School Corporation meets regularly with the
Teacher's Association of NPUSC to discuss and revise the
evaluation plan for teachers. The committee met together and
collaboratively devised a teacher evaluation plan.

The Superintendent of schools will present to the governing
body at the September board meeting for all teachers. If
teachers do not attend, then there will be written
documentation to sent out to share with entire staff.

D







The New Prairie Student Services Professional Growth and
Appraisal Process

Background Information

The New Prairie United School Corporation believes in the power of education professionals in
the success of its learners. Professionals need support, feedback, collaboration with their
colleagues, and access to the latest teaching and learning strategies in order to be successful.

In this spirit of student services professional growth and support, the corporation has developed
the New Prairie Student Services Professional Growth and Appraisal Process. This process
contains the growth and support Student Services Professionals need in order to help them
provide the best learning environments for their children to learn and grow,

The New Prairie Student Services Professional Growth and Appraisal Process will focus on
teaching and learning strategies, collaboration, student achievement measures, professionalism,
classroom environment, and other measures that help Student Services Professionals learn about
their practices while letting them stretch themselves professionally. Tt will move the primary
focus from just measuring and rating Student Services Professionals to encouraging their work in
collaboration and professional growth. The Growth and Appraisal Process will recognize the
good work already happening in the district while encouraging growth in the priority focus areas
of the Corporation.

The primary objectives of the New Prairie Growth and Appraisal Process are to reinforce
collaboration and problem-solving strategies in the district such as Professional Learning
Communities, Response to Intervention, the development and analysis of common assessments
for student learning, collaborative relationships for addressing the changing needs of students
such as literacy development, addressing changing demographics, implementing research-proven
teaching and learning strategies, adjusting learning opportunities to meet the changing learning
needs of students and Student Services Professionals, and other school corporation values and
priorities,

The New Prairie Student Services Professional Growth and Appraisal Process will also help
meet the diverse and changing needs of Student Services Professionals through a
“developmental” process for growth. Throughout the process, there are examples of variable or
tiered approaches to supervision designed to meet unique needs of Student Services
Professionals.

Goals of the Program New Prairie Student Services
Professional Growth and Appraisal Process

Since the professional support and growth of Student Services Professionals is key to the success
of the students, the New Prairie Student Services Professional Growth and Appraisal Process is




based on several goals designed to provide opportunities for student services professional growth
including:

Recognizing the hard work and commitment to student success exhibited by the staff
Reflecting the priorities and shared values within the school corporation

Building upon the collaborative efforts and professional relationships in place in the
Corporation

Focusing on measuring student services professional skill and performance levels while
providing opportunities and strategies for ongoing professional growth

Providing opportunities for Student Services Professionals to receive support and
assistance based on their needs (for example, new student services professional growth
support, struggling student services professional intensive assistance, PLC collaborative
problem-solving, etc.). These are called “tiered” supports in the process.

Provide opportunities for Student Services Professionals to receive feedback and support
from “alternative sources™ other than just classroom observations

Provide opportunities for Student Services Professionals to work with their peers and
colleagues in addition to their administrators for professional growth

Provide opportunities to set and reach long-term growth through meaningful professional
growth goals

Provide a blend of evaluator feedback and team collaboration to be used in the
professional growth process

General Core Expectations/Themes

The following Core Expectations that will guide the growth/appraisal process are based on the
culture and needs of the school district:

Major Themes

Theme 1 Collaboration

Theme 2 Professional Responsibilities

Theme 3 Relationships

Theme 4 Student Centered Services

Theme 5 Growth

Theme Details

Theme 1 Collaboration




¢ Contributes to PLC team (s)

¢ Provides ideas/solutions related to RtI

e Treats others as partners in decision-making

e Able to look at issues in fair and impartial manners

o TFoster partnerships with stakeholders (including parents, students, community)

e Strong, collegial partnerships with administration/leadership and student service team

Theme 2 Professional Responsibilities

* Attendance
¢ Ontime
e Respect for leadership, staff, colleagues
e Conducts self in professional and productive manner
e Positive/professional demeanor
e Follows established policies/procedures
e Follows professional organization standards (ASCA, NASW)
o Confidentiality/privacy
o Reporting (DCS, admin, parents)
o FERPA
¢ Consultation (when unsure)
e Continuing education/PI
e (Cultural awareness/social diversity
e (Commitment to clients/students
* Conflict of interest
» Advocacy
* Maintain records/documentation

Theme 3 Relationships

¢ Students
oSS consistent interaction that foster productive professional relationships
o Relationships are monitored/adjusted based on student needs

¢ Family
o Consistently foster productive relationships
o Working together with parents to benefit the child
o Reaching out to develop mutually beneficial partnerships and resources
o Represent NPUSC in a positive light to the community

e Teachers/Admin/Staff
o Consistent professional/productive relationships and interactions




o Forming partnerships and working together to benefit students
© Open communication and mediation when necessary

e Community
o Consistently foster positive relationships
o Working together with parents to benefit the child
o Reaching out to develop mutually beneficial partnerships and resources
o Represent NPUSC in a positive light to the community

Theme 4 Student Centered Services

e Academic development
o Utilize data
o Student goal setting
o Knowledge of current trends

e Career development
o Career programming

¢ SEL development
o Curriculum development
= Character education
= Student safety and awareness
¢ Physical
s Mental
e Environmental
= Diversity
* Decision-making
» Tiered support
o Bx intervention
o Crisis intervention
o Prevention services

¢ Student management
o 504

Attendance

Testing

Homeless

Data

High ability

O 0 0 0 0




Theme 5 Growth

¢ Attend PD workshops/secks opportunities to grow and learn- Aligned with PLC
practices, school goals, and professional plans

e Utilizes PLC process

e Sets professional growth goals/w benchmarks- page 11 & 16 explanation- pg. 17 rubric

e Assists colleagues with professional growth

* Use reflection and new knowledge /skills to adjust services

» Data supports growth

e Data facilitates reflection

Program Components

New Student Services Professional Induction and Support
Process-(A Tiered Student Services Professional Support
Process)

Student Services Professionals new to the Corporation, or a school need support and direction in
acclimating to their new position. New Student Services Professionals joining the Corporation or
a school who come with previous experience may still need support in transferring their previous
experience into their new setting. These new student services professional needs can include:
information about the students and community, information about their colleagues and peers,
information about the curriculum, and other areas of support.

Student Services Professionals who are new to the New Prairie School District will have the
opportunity to be involved in a formalized support process during their first 3 years in the
district. The support process could include the following elements:

e Support through a mentoring support program

s Support through a new student services professional induction program

s Extensive feedback based on the Core Themes of the Corporations (teaching
expectations) conducted by their principal/evaluator

» Extensive support/feedback from PLC teams or their team

= Opportunities for peer observations of the new student services professional and/or
opportunities for the new student services professional to observe services conducted by
colleagues or peers

e Professional development opportunities that are customized to the needs of the new
employee )

e Other support strategies identified by the school principal and/or PLC team




Increased Observation and Feedback

Student Services Professionals new to the school will have opportunities to receive more
feedback from their principal/evaluator. With each observation, feedback related to
district/school corporation core expectations will be provided. New Student Services
Professionals will be on the following observation schedule during their first year of
employment:

| observation will be conducted during the first month of employment

At least 4 formal classroom observations will be conducted during the first school year
The feedback from the observations will focus on the five core themes of the New Prairie
Student Services Professional Growth and Appraisal Process listed below:

At the end of the first semester, a formal conference will be held with the evaluator or
building principal. At this conference, the new student services professional will get
specific feedback based on how they are doing in relation to the expectations within the 5
theme areas.

At the end of the 3™ quarter of school, the new student services professional will receive
a summative appraisal report outlining their performance and rating their performance
within each of the 5 corporation themes. The rating will use one of the 4 rating scales
below:

o Highly Effective: A highly effective student services professional consistently
exceeds expectations. This is a student services professional 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. In aggregate, a highly effective teacher’s (student services
professional) students have generally exceeded expectations for academic growth
and achievement based on guidelines suggested by the Indiana Department of
Education.

o Effective: An effective student services professional consistently meets
expectations. This is a student services professional 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. An effective teacher’s (student services professional) students, in
aggregate, have generally achieved an acceptable rate of academic growth and
achievement based on guidelines suggested by the Indiana Department of
Education.

o Improvement Necessary: A student services professional who is rated as
improvement necessary requires a change in performance before he/she meets
expectations. This is a student services professional 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 student services professional 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.

o Ineffective: An ineffective student services professional consistently fails to meet
expectations. This is a student services professional 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.

(Scoring level descriptions adapted from State of Indiana RISE Program booklet)

Since new Student Services Professionals are still learning and growing as they acclimate into
their position, the evaluator rating the new student services professional may determine their
summative evaluation scores considering the following:

¢ The previous experience level of the professional

¢ The performance expectations for a new student services professional compared to more
experienced, continuing contract Student Services Professionals *

e The specific assignment or conditions experienced by the new employee

* Using this model, it is most likely that the performance expectations of the new student
services professional will increase as that new employee gains experience and job competence.,
For example: if a new student services professional did not continue to grow as they gained
experience, they could receive lower summative scores if their performance levels are flat in
subsequent years of teaching.

Specific new student services professional support strategies, goal setting forms, timelines,
and other details are provided in the new Student services professional Support Manual

New Student Services Professionals with Previous
Experiencing Requiring Less Support

The support given to the student services professional who is new but has previous teaching
experience can be modified or reduced by mutual agreement between the student services
professional and the primary evaluator (or principal). Criteria to be considered in coming to
agreement on reducing or modifying the new student services professional support include:




¢ Summative evaluation rating scores of “effective” or “highly effective” on the most
recent summative evaluation,

» Consensus or agreement between the evaluator and the student services professional that
he/she has successfully acclimated to the school or district/corporation and would not
benefit from additional support.

» Completion of a waiver agreement form that is filed with the school corporation

(Specific support strategies, goal setting forms, timelines, and other details are provided in
the new Student Services Professional Support Manual to be developed)

Existing “Continuing Contract’ Student Services
Professionals

Student Services Professionals who have attained the status of continuing contract will be
involved in the Core Student services professional Growth and Appraisal Process. This process
will consist of:

o Evaluation/feedback from their administrator (combination of short and extended
observations focused on teaching, professionalism, student achievement, and other
factors of the TGAP process)

¢ Involvement in PL.C focused support/feedback

» Set and attain a professional growth goal or goals

Continuing contract Student Services Professionals will have opportunities to receive feedback
on their performance from their principal/evaluator. Following each observation, feedback
related to district/school corporation core expectations will be provided. Continuing contract
student services professional observations will be based on the following:

o (Continuing contract Student Services Professionals will be observed a minimum of 2
times each year. The preference will be to have 1 observation be conducted each semester
[The observation timeline will be determined to prevent Student Services
Professionals having an observation at the very end of the school year]

e (Observations will be conducted based on the most current Indiana laws or guidelines.

¢ Principals/evaluators will conduct observations based on their preferences and
availability. In some cases, observations may be unannounced, while in other cases, they
may want to involve the student services professional in assisting in the scheduling.
Principals may use the types of observations listed below or a variation of these types:

-0 Unannounced observations (in accordance with the NASW ISCA/ACA code of
ethics) ‘
o Announced or scheduled observations




o Several “short” or drop-in, or walk-through observations [A minimum amount
of time for a single observation will need to be determined to ensure fairness
for the teacher/administrator.]

After each observation, a conversation or conference will occur between the student
services professional and the principal/evaluator. The conversation will be focused on the
attributes observed during the observation and how they relate to the Themes of the New
Prairie School Corporation, The conversation may take the following forms or variation
of these forms:

o A formal conference shall happen after the lesson where the principal/evaluator
meets with the student services professional to discuss the lesson.

o An informal conversation between the principal and student services professional
occurring soon after the lesson. This conversation will be formative in nature. The
formative feedback will build toward the summative evaluation and eventual
rating of the teacher’s performance based on the 5 Core Theme of the
Corporation. Some examples of possible formative feedback conversations could
include:

= A brief conversation in the classroom or learning environment after
instruction when the student services professionalism free to talk.

® A brief conversation after the class or instructional period when the
student services professionalism free to talk.

* A brief conversation during the teacher’s preparation time or after school
if the student services professionalism free to talk.

o After each conversation, the principal/evaluator can choose to develop and share a
summary of the conversation related to the observation with the teacher. This
summary will be formative in nature. In this formative conference summary, the
principal/evaluator should share the following:

» A brief summary of the lesson or instructional period observed

= A brief summary of the main points discussed in the lesson

* A brief summary of the professional’s perspective or comments during the
conversation

= If possible, the principal/evaluator may provide feedback about how the
student services professionalism progressing toward the expectations in
the Core Themes of the Corporation.

During the evaluation period, the principal will gather data to help inform the overall
performance of the teacher. Data from a variety of sources that align with the Core
Themes will be considered for the summative evaluation rating of the teacher. When data
is being considered for use in formative assessment leading to a summative assessment,
the principal/evaluator should hold a conference/conversation with the teacher, plus issue
a summary of that conversation to the teacher.




Student Services Professional-Principal Collaboration in the
Data Gathering and Analysis Process |

Because the appraisal and observation processes have the capacity to gather only a
limited amount of the data that’s associated with a student services professional’s student
intervention efforts, Student Services Professionals are encouraged to partner with their
principal/evaluator to provide data that can be used to more accurately describe their
performance. For example: Observing a student services professional interact with
students inside their classroom setting does not allow the principal to observe how that
student services professional works collaboratively with the student’s parents. It may be
helpful for the student services professional to gather and provide data for the principal to
include in their analysis within the Core Themes to help establish formative and
summative scores. Once the principal has analyzed the data, she/he should work with the
student services professional to share where the data “puts” the student services
professional within the 4 levels of the rating scale. In analyzing the data, the principal
should take both the quality of the information and the quantity or frequency of the data.
For example: If a student services professional reached out to parents once to develop a
partnership, the data documenting that effort may not carry as much weight in the scoring
as a student services professional who consistently reached out to form strong
partnerships may have in the scoring process.

Student Services Professional Growth Goal Setting

In the New Prairie Student services professional Growth and Appraisal Process, Student Services
Professionals will be required to set and reach professional growth goals. Because of the
investment school corporation has made in the PL.C process, these professional growth goals can
be set in collaboration with the PLC team.

The Student Services Professional Growth Goal Setting Process will be focused on the
following:

*  Whenever possible, professional growth goals should be based on or support school or
PLC goals

* Professional Growth Goals should be developed using a collaborative process between
the student services professional and the school principal.

¢ Professional Growth Goals should be based on the Core Expectation Themes

¢ Professional Growth Goals can be short-term (1 school year) or long-term (implemented
over more than 1 year) in nature. In either case, a yearly summary of the goal process
should be completed

A form to assist Student Services Professionals in the Professional Growth Process is
included in appendix *#¥#*
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Work-Related Observations (Observations in alternative
work settings)

Observations or work samples will help the student services professional and evaluator
understand what is happening and provide feedback on this work. In most cases, the observations
will be focused on classroom or individual student interventions. These kinds of observations
will help the evaluator provide feedback in the core themes.

In some cases, it mﬁy be more beneficial for the evaluator to conduct an observation in an area
outside of a classroom lesson that can help the student services professional obtain feedback
about another important area of their work. For example, a student services professional who
works with special needs students to help regular classroom teachers implement inclusion may
benefit from an observation of a planning meeting. A student services professional who works
with a teacher who places students in community internships may benefit from feedback about a
meeting to work out the details of a placement with a potential organizational leader.
Observations of alternative situations may be beneficial for both the student services professional
and the evaluator.

Observations of student services professional work in settings other than classroom instruction
should be collaboratively decided between the student services professional and the principal.

Highly Effective Student Services Professional Option

If a student services professional has been rated as “highly effective” for three consecutive years,
that student services professional may elect to work with their building principal to implement
alternative evaluation options. The specific criteria used to determine eligibility for this option
will include:

¢ A student services professional interested in participating in this option should have been
rated as Highly Effective in at least 3 of the 5 Core Theme areas on their most recent
summative evaluation.

¢ Inaddition to the Highly Effective ratings, the student services professional interested in
the Highly Effective Student services professional Option must have a minimum of
Effective ratings in the remaining Core Themes of the New Prairie School Corporation.

Those options could include:

* An opportunity to set a longer term goal that takes more than 1 year to attain

* An opportunity to have observations/feedback based on “alternative data sources” such as
using a portfolio, examining student work, observing a parent meeting, or some other
alternative source that would help that student services professionals grow beyond a
classroom observation
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The alternative data option would take the place of extended observations in the classroom. At
least 1 short observation would be used to assess the continued effectiveness of the teacher. The
principal would still complete the required numbers of observations based on Indiana statute but
a portion of the observations would be based on the alternative data focus.

For example, a student services professional may decide to work with their principal on their
collaborative efforts with teachers working on inclusion to serve the needs of a child or group of
children. The student services professional could work with the principal to get feedback on
planning meetings between the special education and regular education teachers.

The student services professional in this option would continue to participate in the PLC
feedback utilized in the process for other continuing contract teachers.

Summative Evaluation (Rating) Process

In early May of each school year, the principal/evaluator will use data from the observations,
data that has been provided by the teacher, and other data that has been gathered to determine a
summative rating in each of the 5 Themes established by the School Corporation. The final
summative rating for each of the Core Themes will be based on the 4 scales below:

e Highly Effective: A highly effective student services professional consistently exceeds
expectations. This is a student services professional 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. In aggregate, a highly
effective teacher’s students have generally exceeded expectations for academic growth
and achievement based on guidelines suggested by the Indiana Department of Education.

» Effective: An effective student services professional consistently meets expectations. This
is a student services professional 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. An 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.

¢ Improvement Necessary: A student services professional who is rated as improvement
necessary requires a change in performance before he/she meets expectations. This is a
student services professional 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 student services
professional 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.

e Ineffective: An ineffective student services professional consistently fails to meet
expectations. This is a student services professional who has failed to meet expectations,
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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. |

(Scoring levels adapted from State of Indiana RISE Program booklet, State of
Indiana, Version 2.0)

Theme Descriptions and Rubrics to Guide the Feedback and
Development of Student Services Professionals

The following theme descriptions and rubrics have been developed as a way for both Student
Services Professionals and administrators to develop common understandings of the expectations
in the New Prairie School Corporation. In using the rubrics, please keep the following points in
mind:

e Conciseness- Each rubric was designed to provide guidance for the Student Services
Professionals and the administrators to have a general understanding of the expectations
for Student Services Professionals. The language of the rubrics was kept concise in order
to make them less complex and easy to understand and interpret. Not every aspect of the
Core Expectation Descriptions is included in the rubric, so the student services
professional and administrator will need to engage in a conversation related to the
summative scoring.

e Skill and effectiveness progression- The rubric starts on the left with the “ineffective”
category and moves toward the “highly effective” descriptions on the right. This
progression was purposely designed to reflect the natural progression and student
services professional might make in their learing. For an example, a new student
services professional might start out in a needs improvement area, but as they grow and
learn, they should move to the “effective” or “highly effective” area.

e Quality and Quantity-The development of a final summative score should be based on
both the quality of the performance and the quantity of the strategies used by a student
services professional during the evaluation period. A student services professional may
not need to complete every subcomponent within a rubric area or theme to earn a specific
rating in that area. For example, a student services professional may be implementing a
highly effective and innovative project where students are reaching out to support the
residents of a local nursing facility but not completing other elements in the “highly
effective” area on the rubric. The student services professional may earn a highly
effective score based on the exceptional quality of the nursing facility program.
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® The rubrics are not designed to be “all inclusive”’- In the collaboration between the
student services professional and their administrator, they may identify strategies that
lead to effectiveness that are not presented in the rubric. They may decide that an
effective or highly effective summative rating is merited based on the quality of the
strategies or evidence.

Theme Descriptions and Scoring Rubrics
Theme 1 Collaboration

o (Contributes to PLC team (s)

e Provides ideas/solutions related to Rtl

e Treats others as partners in decision-making

e Able to look at issues in fair and impartial manners

» Foster partnerships with stakeholders (including parents, students, community)

e Strong, collegial partnerships with administration/leadership and student service team

Theme 2 Professional Responsibilities

¢ Altendance
¢ Ontime
e Respect for leadership, staff, colleagues
e Conducts self in professional and productive manner
e Positive/professional demeanor
e Follows established policies/procedures
e Follows professional organization standards (ASCA, NASW)
o Confidentiality/privacy
o Reporting (DCS, admin, parents)
o FERPA
e (Consultation (when unsure)
e Continuing education/PI
e Cultural awareness/social diversity
e (Commitment to clients/students
e (Conflict of interest
e Advocacy
¢ Maintain records/documentation




Theme 3 Relationships

e Students
o Maintains professional integrity while fostering positive professional refationships
o Relationships are monitored/adjusted based on student needs

e Family
o Consistently foster positive relationships
o Working together with parents to benefit the child
© Reaching out to develop mutually beneficial partnerships and resources
o Represent NPUSC in a positive light to the community

o Teachers/Admin/Staff
o Consistent positive relationships and interactions
o Forming partnerships and working together to benefit students
o Open communication and mediation when necessary

e Community
o Consistently foster positive relationships
o Working together with parents to benefit the child
o Reaching out to develop mutually beneficial partnerships and resources
o Represent NPUSC in a positive light to the community

Theme 4 Student Centered Services

e Academic development
o Utilize data
o Student goal setting
o Knowledge of current trends

e (Career development
o Career programming

e SEL development
o Curriculum development
= Character education
»  Student safety and awareness

e Physical

e Mental

¢ Environmental
= Diversity

= Decision-making
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e Tiered support
o Bx intervention
o Crisis intervention
o Prevention services

e Student management
o 504
Aftendance

Testing
Homeless
Data

High ability

O 0O 0 0o

Theme 5 Growth

o Attend PD workshops/seeks opportunities to grow and learn- Aligned with PL.C
practices, school goals, and professional plans

e Utilizes PLC process

» Sets professional growth goals/w benchmarks- page 11 & 16 explanation- pg. 17 rubric

» Assists colleagues with professional growth

e Use reflection and new knowledge /skills to adjust services

* Data supports growth

¢ Data facilitates reflection




Individual Themes and Rubrics

Theme I-Partnership and Collective Accountability
Demonstrated through Collaboration (Supported through a
combination of PL.C team processes and evaluator feedback)

e Contributes to PLC team (s)

e Provides ideas/solutions related to Rtl

e Treats others as partners in decision-making

¢ Able to look at issues in fair and impartial manners

e TFoster partnerships with stakeholders (including parents, students, community)

» Strong, collegial partnerships with administration/leadership and student service team
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Theme II- Professional Responsibilities (Supported partially
through the PL.C team process and partially through
feedback from the evaluator)

¢ Attendance
e Ontime
o Respect for leadership, staff, colleagues
¢ Conducts self in professional and productive manner
e Positive/professional demeanor
e Follows established policies/procedures
» Follows professional organization standards (ASCA, NASW)
o Confidentiality/privacy
o Reporting (DCS, admin, parents)
o FERPA
e (Consultation (when unsure)
o Continuing education/P1
o Cultural awareness/social diversity
¢ Commitment to clients/students
¢ Conflict of interest
e Advocacy
e Maintain records/documentation
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Theme III Relationships

Students
o Maintains professional integrity while fostering positive professional relationships
o Relationships are monitored/adjusted based on student needs

o Consistently foster positive relationships

o Working together with parents to benefit the child

o Reaching out to develop mutually beneficial partnerships and resources
o Represent NPUSC in a positive light to the community

Teachers/Admin/Staff
o Consistent positive relationships and interactions
o Forming partnerships and working together to benefit students
o Open communication and mediation when necessary

Community
o Consistently foster positive relationships
o Working together with parents to benefit the child
o Reaching out to develop mutually beneficial partnerships and resources
o Represent NPUSC in a positive light to the community
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Sub category 4-Colleagues and Administrative Staff

Constantly works in
collaboration with colleagues
and administrators to create a
safe, respectful learning
environment where there are
high expectations and support
for student learning
Establishes and continnously
enhances a culture for learning,
persistence and respect. Shares
these strategies with other
colleagues and administrators
and colleagues,

Constantly monitors the school
environment and works with
colleagues and administration to
make constant adjustments to
maximize learning

‘When requested, works in
collaboration with
colleagnes and
administrators to create a
safe, respectful learning
environment where there are
high expectations and
support for student learning
Establishes and
continuously enhances a
culture for learning,
persistence and respect.
‘When requested, shares
these strategies with other
colleagues and
administrators and
colleagues. Monitors the
school environment and
works with colleagues and
administration to make
constant adjustments to

maximize learning

Working to create
relationships with
colleagues and
administrators to build
the foundations for a
respectful leaming
environment, High
expectations for
learning are not
communicated/shared
with colleagues and
administrators,

Does not work
effectively with
colleagues and
administrators.
Has not
developed
collaborative
relationships.

Theme IV Student Centered Services

* Academic development

o Utilize data

o Student goal setting
o Knowledge of current trends

e Career development

o Career programming

e SEL development

o Curriculum development
= Character education
»  Student safety and awareness

Physical
Mental
Environmental

= Diversity
= Decision-making

e Tiered support

o Bx intervention
o Crisis intervention
o Prevenlion services
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¢ Student management

o

0O 0 0 0 0

504
Attendance
Testing
Homeless
Data

High ability
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Theme V-Professional Growth

Attend PD workshops/seeks opportunities to grow and learn- Aligned with PLC
practices, school goals, and professional plans

Utilizes PL.C process

Sets professional growth goals/w benchmarks- page 11 & 16 explanation- pg. 17 rubric
Assists colleagues with professional growth

Use reflection and new knowledge /skills to adjust services

Data supports growth

Data facilitates reflection
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Summative Evaluation Form

At the completion of the school year, the data gathered during the year will be analyzed to -
develop a summative score for each of the 5 Core Themes. Those summative scores will be
entered into a Summative Evaluation Form. A copy of the Summative Evaluation Form is
included in appendix x of this handbook.

Summative Weighting to Determine an Indiana Student
Services Professional Effectiveness Score

The summative information from the Core Themes will be used to determine a final student
services professional effectiveness score. At the present time, the State of Indiana is still
requiring that a student services professional effectiveness score be developed for each person.

In relation to the Core Themes, the following percentages will be utilized:

Core Theme Area Percentage or Weight Assigned
Collaboration 10%
Professional Responsibilities 10%
Relationships 30%
Student Centered Services 40%
Growth 10%

Tabulating the Final Student services professional
Effectiveness Score

An example of tabulating the results is listed below:

Core Theme Area Rating (1- | Percentage or | Weighted
4) Weight Rating
Assigned
Collaboration 4 10% 4
Professional Responsibilities 3 10% 3
Relationships 3 30% 9
Student Centered Services 4 40% 1.6
Growth 4 10% 4
Total 3.6
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Details and Requirements in the Student services
professional Improvement Process

The Student Services Professional Improvement Process is typically used when a teacher’s
performance is identified as an “improvement necessary” or “ineffective” in one or more themes
within the New Prairie Student services professional Growth and Appraisal Process. The
identification can be based on a summative rating score or observed on a regular basis through
informal observations by the principal in the classroom of the teacher, Once the principal has met
with the student services professional to inform them of the concern area or areas, and has shared
examples that illustrate the concern, the principal works with the student services professional to
develop an improvement plan designed to improve the performance and alleviate the concern.

In order to implement an Improvement Plan in the Student services professional
Improvement Process, the principal would need to present data that shows that the
student services professionalism below expectations in relation to the Core Themes in the
New Prairie Student services professional Development and Appraisal Process. The
student services professional being presented with the information would have an
opportunity to share data that illustrates their perspective on the assessment of the
principal, The principal will need to consider the data presented by the student services
professional in making a final assessment of the need for the implementation of an
Improvement Plan. After considering the teacher’s data, the principal will make the final
decision of the implementation of the plan.

An improvement plan could be implemented for a short-term (1 semester) or a long-term
basis (1 or more academic years). The duration of the plan would depend on the severity
or number of concern areas.

The Student services professional Improvement Process would comply with all of
Indiana’s employment laws and statutes.

30







Athletic/Activity Director Evaluation

The evaluator will assess the employee’s job performance on the job performance
standards/Indlcators by checking the appropriate column as defined befow.

Highly Effective Effective  Improvement Necessary  Ineffective
HE 4 PTS. E 3 PTS. IN 2 PTS. 11PT.

OVERALL MANAGEMENT SKILLS HE |E

1. Successfully coordinates and supervises the extracurricular
activity/athletic programs

2, Coordinates with principal the Implementation and supervision of the
activity/athletlc programs

3. Assist tha principal in the supervision of coaches and others involved
in the schoo! athietic program

4. Submits recommendatlons to the principal regarding changes In the
activity/athletic coach/sponsor staff

5. Directs the operation, malntenance and all scheduling of all athletic
facllitles of the school

6. Petforms the responsibllities of the continuous planning, program
budget and overall aperation of the activity/athletic program

7. Communicates effectively, oraily, and in writing both within and
outside the school district,

8. Coordinates all extracurricular activity transportation

B, Successfully implements security and safety measures at all
extracutricular activities

10. Conducts an annual inventory of all activity/athletic equipment

11, Performs all assigned supervisory duties deslgnated by the building
adminlstrators

12, Malntalns the academic standards of the local school and monltors
the acadeinlc prograss of all extracurricular participants

13, Follows all district regulations in the purchase of all equlpmant and
supplies for the extracurricular program

14. Works within, and appropriately administers policies, rules,
|_regulations and procedures of the district and the [HSAA

15, Maintalns effective interpersonal relatlonships with peers,
supervlsors and other staff members
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Related information:

Comments/ldentificatian of Strengths:

Profaessional Graowth Plan:

B e b o A o o o o - o ok o o o o 0 st e 0 O o o s o o oo 0 oo 30 o o ol ot o s oo o o o O o o o

L Annual Appraisal 50%

2, Achlevement of
Professional Growth Plan  20%

3. School A —F Grade 209
*i***i*lﬂ**#*ﬂ#**ﬂﬂ*t*HH******#***ﬂ*BHH#H**H*&*&*#*#*#*#********ﬂ*ﬁ**#***&

Athletic/Activity Divector Datz
Principal Data
Superintendent ) Date
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Frequently Asked Questions

Who can evaiuate principals? A principal must be evaluated by his/her supervisor, who is usually a
superintendent ot assistant superintendent, Serving in this rofe means conducting the minimum number
of ohservations, holdlng at [east the requlred conferencas, apptoving the Administrative SLOs, and
assigning @ summatlve rating. It also means being responsible for the professional growth of principals.
Indeed, a major shift with RISE ks an expectatlon that all principal supervisors prioritize their role as
developers of leadership talent, as many already do.

What about “sacondary” evaluators and/or peer svaluatars? A principal supervisor can enlist others in
the coltection of evidence and can offer judgments on that evidencs, But, these additional individuals
should not perform any of the required funetlons In place of the evaluator, Superintendents may also
want to create opportunities for principals to support the growth and development of thelr peers
through Informal or structured observations. In order to malntain trust within the. professional
community, superintendents should set clear expectations about how information gathered in this way
will be used as part of a princlpal’s evaluation.

RISE specifies a minimum of two observations (this year) but encourages more, How much Is enough?
Around the cotintry, districts that have adaopted a strong ethic around instructional leadership make the
observation of principal practica & regular and ongoing oceurrence, Principal supervisors should aspire
to be in each school they supervise on a monthly basis, and more frequently if case-loads permit,

If L am collecting evidence at the sub-competendy level, haw do | roll up all of my evidence and
Judgments into ratings at the competency level? There Is no formula for arrlving at competency ratings.
Evaiuators should use thelr professional judgment and should consider where the preponderance of
evidence lies. It is also useful to consider whether there are sub-competencies that have been the focus
of a principal's practice; those may have particular weight In determining a competency rating.

Is an Administrativa SLO the same as a Teacher SLO? They ara similar in that both Involve identifying
relavant measures of student learning and setting targets for improvement or achievement based on
available baseline data. However, there are important differances. While teachers are responsible for a
subset of a school's students and often share responsibility with nther teachers, principals are
rasponsible for all students, In addition, while téacher SLO's are often particular to a teacher's subject
matter, data relevant for princlpals are avajlable across several subject areas. As a result, there is less
compfexity neaded in the deslgn of the process for writing Administrative SLOs than there is for
teachers. For examnple, principals will not need to group students by levels of preparedness In order to
write their Administrative 5LOs.




Glossary of RISE Terms

Achlevement: Deflned as meeting a uniform and pre-determined leve! of mastery on subject or grade
level standards, Achlevement is & set point or “bar” that is the same for alf students, regardless of where
they begln.

Administrative Student Learning Objective: A long-term academlc goal, developed collaboratlvélv
between principals and evaluators, set to measire student growth and/or achlevement,

Beginning-of-Year Confarence: A conference In tha fall during which a principal and evaluator discuss
the principal's prior year performance and Professional Development Plan {If applicable). In some cases,
this conference may double as the “Summativa Confarence” as well,

Competency; There are six competencies, or skiils of an effective princlpal, in the indiana Princlpal
Effectiveness Rubric. These competenclas are split between the two domalns. Each competency has a
Tist of observable indicators for evaluators to look for during an observation.

Damain: There are two domalns, or broad areas of focus, included In the Indiana Principal Effectiveness
Rubric: Teacher Effectiveness and Leadership Actlons. Under each domalin, compatencies describe the
essential skills of effect|ve leadership practice.

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

Evaluntor: The person responsible for evaluating a principal, Along with other evaluator-related
rasponsibilities, the evaluator approves Professional Development Plans {when applicable) In the fall
and assighs the summative rating in the sprifg. Principals’ supervisors serve as evaluators.

Growth: Improving skills required tp achleve mastery on a subject or grade-level standard over a perfod
of time, Growth differentiates mastery expectations based on baseline parformance.

indlana Principal Effectlveness Rubric: The Indiana Princlpal fffectiveness Rubric includes six
competenclas In two domains: Teacher Effectiveness and Leadership Actions.

Indiana Evaluation Cabinet: A group of school adminlstrators and educators from across the state who
helped Inform the design the RISE model, including the Indiana Principal Effectiveness Rubric.

indlcator; These are observable pleces of information for evaluators to look for during an observation.
Indicators are listed for each performance area In each sub-competency in the Indiana Principal
Effectiveness Rubric.




Mid-Year Conferenca: An optlonal, but strongly recommended, conference in the middle of the year in
which the evaluator and principal meet to discuss performance thus far,

Ohservation: A vislt to a school to ohserve principal practice. Evaluators must undertake at least 2
direct observations, of a minimum of 30 minutes each, in a glven school year. Required chservations can
be announced or unannounced, and are accompanled by mandatory post-conferances including written
feedback within five school days of the observatlon. Evaluators shouid also undertake indirect
observatlans fo assess the systems that principals have put in pface.

Post-Confarence: A mandatory conference that takes place after a required observatlon during which
the evaluator provides rubric-aligned feedback to the principal,

Professional Development Goals: These goals, Identified through seff-assegsment and raview of prior
evaluation data, are the focus of the princlpal’s Professional Development Plan over the course of the
year. Each goal will be specific and measurable, with clear benchmarks for success,

Profassional Development Plan: The individualized plan for professional development based on prior
perfarmance. Each plan consists of Professional Development Goals and clear action steps for how each
goal will be met. The only principals In RISE who must have a Professiohal Development Plan are those
who recelved a rating of tmprovement Necessary or Ineffective the previous year.

Professional ludgment; An evaluator's abllity to lock at evidence and make an informed detision on a
principal’s performance without a set caleulation in place. 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
evaiuation score (tha other is Student Learning). This component consists of informatlon gathered
through cbservations using the Indiana Principal Effectiveness Rubric and conferences during which
evaluators and principals may raview additional materials.

Student Learning: Student Learning Is the second major component of the summative evaluation scora
{the first is Professlonal Practice}, Student Learning |s measured by a school's A-F Grade and
accom plishment of Administrative Student Learning Objectives.

Sub-competency: There are 23 sub-competencles distrlbuted across the slx competencies in the RISE
Princlpal Effactiveness Rubrle, Each sub-competency s a discrete concept that is part of the overarching
competency, but can be measured across the four levels of performance in the rubsic.




Summativa Conferenca: A conferance where the evaluator and principal discuss performance from
throughout the year leading to a summative rating. This may oceur in the spring i all data Is available
for scoring {coinclding with the End-of-Year Conference], or In the fall If pertinent data is not available
until the summer {coinclding with the Beglnning-of-Year Conferance),

Summativa Rating: The final summative rating s a combinatlon of & principal's Profassional Practice
rating and the measures of Student Learning. The final score is mapped on to a point scale. The points
tortespond to the four summative ratings: Highly Effective, Effective, Imgrovement Necessary, and
Ineffective, '




Appendix A - Allowable Medifications to RISE

Corporations that follow the RISE guidelines and use both this resource and tha Principal Effectiveness
Rubric {PER) exactly as written are considered to be using the. RISE /ndiana Principal Evalugtion System.
This RISE principal system should be considered separate from the RISE indigna Teacher Evaluation
System,

If a corporation chooses to malie minor edits to the RISE princlpal system from the minimum
requirements stated below, the system must then be titled “{Corporation name) RISE for Princlpals,”
and should be labeled as such on all materials. These minimum reguirements for the RISE princlpal
system are as follows:

Professlnnal Practica Component
e Usa of the Princlpal Effectweness Rubrlc (PER) with all domalns and competencies

Measuras of Student Learning
» Two measures of student learning as outlined in the RISE principal system {A-F Acrountability
and Administrative Student Learning Objectives)

» Al minimum requirements around Administrative Student Learning Objectives, including:
1. Havetwo goals
2, Must be measurable
3. Must be collahoratively set by administrator and evaluator
4. May be district or school based
5. Must be based on student learning measures {student data)
6. Can ba growth or achievament
7. May be based on the whole sthoo} population or subgroup populations

Summative Scoring
s Weights assigned to components of the summative model

If a corporation chooses to devlate from any of the minimum regulrements of the most recent version
of the RISE princlpal evaluation system (found at www,tiseindiana,org), the corporation may no longer
use the name “RISE.” Corporatlons can give any aiternative title to their systern, and may choose to note
that the system has been “adapted from Indlana RISE.”




Appendix B - Optional Observation and Conferencing Forms

All forms In thls appendix are optional and are not required to be used when implementing RISE,
Although evaluators should use a form that best fits thelr style, some types of forms are better than
others. For example, the hest observation forms allow space for observers to write down clear evidence
of princlpai practice. One such form [s Included below, but there are many other models/types of forms
that may be used, Wsing checldists for observation purposes 1s not recommended, however, as this does
not aflow the avaluator to clearly differentiate between four levels of performance with supporting
avidence. :
















Indiana Principal 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 is commtted to effectively supporting teachers
and to ensuring the success of every student. Doing so requires that every school in the state s led by
effective principals, as these school leaders have a tremendous impact on both teacher effectiveness
and student learning.

As g starting point for Incremsing principal effectiveness, we need fair, credible and accurate annual
evaluations to differentiate principal perfarmance and to support their professional growth. With the
help of educators throughout the state, the Indiana Department of Education has developed an optional
mode) evaluation system named RISE. Whether or not corporations choose to implemant RISE, the
Department’s goal Is to assist corporations i developing of adopting models that comply with Public
Law 90, and are fair, credible, and accurate. Regardless of madel or system, evaluations must:

« Be Annual: Every principal, regardless of experlence, deserves meaningful feedback on thelr
perfarmance on an annual basis.

s Focus on Student Growth and Achievement: Evaluations should be student-focused. First and
foremost, an effective principal creates the conditions for all students to make academic
progress. A thorough evaluation system includes multiple measures of principal performance,
and growth and achievement data must be one of tha key measures,

s Include Four Rating Categaries: To retain our best principals, we need a process that can truly
diffarentiate the performance of our best schoal leaders, and give them the recognition they
deserve. If we want all princlpals to perform at the highest level, we need to know which
indlviduals are achleving the greatest success and give support to those who are new or
struggling.



















A strangly recommended but optional element of RISE is 8 mid-year conference. Held in the middle of
the year, this I§ an opportunity for the evaluator and ptinclpal meet to discuss performance thus far.
Evaluators can prepare for this conference by reviewing obsetvation notes and feedback to date, while
the printipal can use It as an opportunity to share interim student learning data that demonstrate
progress toward accomplishment of Administrative SLOs.

In the spring, evaluators and principals meet for an end-of-year conference. This is an opportunity to
review the principal’s performance on all of the competencles of the Principal Effectiveness Rubric and,
if availahle, data supporting the accomplishment of Adminlstrative SLOs.

it Is Important to nota that, depending on when all the data necessary for assigning a summative rating
are avallahle, either the heginning-of-year or end-of-year conference will also serve as a summative
conference. This is when the evaluator shares his/her summative rating of the principal, reviewing the
prinelipal's areas of strengths and development for the year,
















Figure 5: Evidence vs. ludgment

_ Evidence

DIRECT OBSERVATION

P: {During staff meeting): P discusses SLOs with teachers “..  Princlpal doesn't promote collaboration ahd
all teachers nead to develop 5LOs by themselves and keep  misunderstands the processes araund SLOs.
them in their file ! the ehd of the school year.”

INDIRECT OBSERVATION

E: (At grede-level team meeting)t T5 have no written ar  Princlpal has not effectively communicated
stated aobjective for the meeting. T's express confuslon  expectations for how time is used in grade-lavel
about what they shou!d be doing, T:"Let's discuss student  planning meetings

behavlor during recess”...

After the observation, the evaluator should take these notes and match them to the appropriate
indicators on the rubric in order to provide the principal with rubrc-aligned feedback during the paost-
conference. Although evaluators are not requlred to provide principals interlm ratings on specific
competeéncies after observations, the process of mapping specific evidence to Indicators provides
principals a good idea of their performance on competencles prior to the end-of-year conference, When
mapping, evaluators should consider the evidence at the indicator level, focusing first on tha "Effective”
colump in the rubric then moving up or down the performance levels as directed by the evidence,
Flgure 6 provides examples of documented evidence mapped to the appropriate Indicators,

A word on collecting artifacts and reviewing data: Evaluators should colleet enough evidence to help
them make accurate profassional judgments an the rubrle, but should think carefully about the quality,
alignment, and purpose of all evidence collected. Collecting large guantities of low-quality, poorly
aligned evidence will only burden the princlpal and the evaluator,

Written artifacts should serve two purposes, First they can supplement observation, providing more
evidence that s relevant to an observation. For example, using the direct observation evidence
described In Figure 6, artifacts for the first example may include a schedula of RTI meetings or written
documentation of the interventions and instructionafl strategles that were discussed, In the second
example, the student performance data reviewed by the principal and teacher in addition to subsequent
student performance data refated to this concept would provide supporting avidence for the evaluator’s
rating of the principal for this Indicator. As with dlrect and Indirect observations, it is important to
ensure that the artifacts and data that are collected allgn with the competencies and indicators against
which the princlpal’s performance Is being evaluatad. The second purpose of artifacts Is to provide
evidence on sections of the rubric that might be more difficult to observe directly,
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i Overview 2
n. Effectiveness Rubric

a. Domain 1: Instructional Leadership

b. Domain 2: Respurce Management

¢. Domain 3: Professional Culture

d. Domain 4: Administrator Teacher Effectiveness
Il Metrics and Summative Scoring

GRe™N®

This rubric was developed using the following resources
* Indiana Content Standards for Educators-District Level Leadar
* Massachusetts Madel System for Educator Evaluation Guide
*  Principal Effectivaness Ruhric as a madel

Approved by Metropolitan School District of Steuben County Superintendent of Schools.

Domain 1z Instructional Leadership
School district leaders are acutely focused on effective teaching and feaming, possess a deep and comprehensive understanding of best instructional

practices, and continuously promaote activities that confribute to the academic success of all students.

e
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1.4.1 Knowledge At level 4, a owTiculum Curriculum Director has | Carriculum BDirector Cwrriculum Director
and Use of director fulfills the criteria | mowledge and uses sometimes has knowledge does not use
Data for Level 3 and data by: and uses data by: Imowledge and data:
additionally:
leads administrator and Guides administrators May work with Relies on too few data
teacher teams to identify a | and teachers and administrators and teachers | sources i represent
range of appropriate data | supports them in t identify muitiple sources | the full picture of
sources, including non- identifying = mange of of student learning data, but | school or district
traditional infarmation appropriate data these data do not provide performance, and/or
that affers a unique sources and effectively multiple perspectives-on does not analyze the
perspective or schooland | analyze the data for perfarmance, and/or analys’s | dataaccurately.
district performance, and decision-making of the data is sometimes
models effective data purposes. Inaccurate.
analysis for staff. Is able to
model this element.
142 District At level 4, a curticulum Curriculum Director Curriculum Director Lurriculum Director
: Visian, director fulfills the criteria | support district vision, | sometimes supports district | does not support
{fission, {or Level 3 and mission, and goals hy: vision, mission, and goals district visicn,
Goals additionally: by: mission, and goals:
Cultiveting commitmentte | Completing a Assesses school and district
and ownership of the comprehensive strengths and weaknesses Gathers limited
distzrict’s instructional diagnoesis of school and | using d=ta that are not information on school
wvision, mission, values, and | district strengths and carefully analyzed. and district strengths
organizational goals, and weaknesses using and weaknesses
ensuring that ail key appropriate data, and and/or does not use
decisions are aligned to feads a collaborative these data to inform
the visicn process to develop a district goals ar
focused, resufs- actions.
Completinga ariented with annual
comprehensive diagnosis goals.
of school and district
strengths and weaknesses
using appropriate data,
and leads a collaborative
process to develop:
focused, results-oriented
with annual goals.
143 Improvement | AtLevel 4, a curriculum Curriculum Director Curriculum Pirector Curricuiym Director
of director fulfilis the criteria | supports diverse [earner | sumetimes supports use of | does notsupport
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for Level 2 and by: development by: development by:
additionally:
Skillfully and clearly Cotnmunicating disttict | Sometimes communicating | Does nat communicate
communicating district goals, needs, plans, and | district goals, needs, plans, | district goals, needs,
goals; needs, plans, and successas (and failures} | and successes [and failures) | plans, and successes
successes {and failures) 1o | to all stakeholders {p.g.,, | toall stakeholders {e.g, {and failures) to all
all stakehalders {e.g., school board members, | school beard members, stakehalders (e.g.,
schoo! board members, building leaders, buildfing leaders, teachers, | schoo!board members,
building leaders, teachers, | teachers, parents/guardians usinga buiiding leaders,
parents/guardians usinga | parents/puardians using | varlety of means {e.g., teathers,
variety of means (e.g., avariety of means {e.g., | presentations, technology parents/guardians
preseni=tians, technology | presentzons; tools, newsletters, Web using a variety of
touls, newsletters, Web technology tools, sites) means {(eg.,
sites) newsletiers, Web sites) presentations,
technology tools,
Uses relationships and newsletters, Web sites)
school/community
partnerships to affect
community-wide change
that improves both the
communlty and work of
the schoul corporation.
Seeks outand creates new
gpportunities-for
meaningful partmerships or
collaborative endeavors.
213 Taols and Atlevel 4 a currienium Curriculum Director Curriculum Director €urriculun Director
Systems director fulfills the criteria | supports identifiation | sometimes supports does not supports
for Level 3 and and use of technology identification and use of .identification and use
additionally: byz technology by: of technology:
Successfully identifies .
and uses fechnelogical | !deniffying and using using technclopical tools | Does not use
tools and systems fo technological taols and systems to facilitate | technological ools
facilitte communication | and systems to communication and and systems fo
and collaboration, facilitate collaboration. manage faciitate
manage information, and | communication and information, and support | communication and
support effeclive collaborafion, manage | effective managementof | collaboration,
management of the informatiory, and the organization manage information,
organizafion support effective . and supporf effeciive
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A-F Accomtability Grade _ The A-F Accomiability Grads is obtained through its own rating process that
incorporates growth and achievement. This rating will be provided by the DOE 1o evaluatars to include in the evaluation. Ttis
weighted 15% of the Curriculum Director’s comprehensive rating.

A-F Grade Catezor

A Highly Effective (HE) 4
B Effective (E) 3
C Tmprovement Necessary (1) 2
DorF Tneffective (IN) 1

District Growth Model Data (. £ ‘The District Growth Score will be is obtained throngh fis own rating process that incorporates
growth from the state Growth Model site. This rating will be provided by the DOE to evaloators to include in the evaluation. Itis

weighted 10% of the Curricnlum Director’s ¢ ive rating
Highly Effective (HE) 4
Bffective (E) 3
Improvement Necessary (I) 2
Tneffective (IN) 1
ROLLING UP THE SCORE

For summative scaring, once 21l three raw scores are determined, each score should be multiplied by its corresponding weight. Onoe
each measure’s score is calculated, a1l three scores are added fogether to create a final Comprebensive Effectiveness Rating. The chart
below provides a layont for calculating the final rating.

Raw Score

Rubric Rating 0.7
A-F
Accomtability 0.20
Grade (DOE)
District Growth 0. 10
Model Data ’
Comprehensive
M
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ISBA/TAPSS Indiana Superintendent Evaluation Rubric

Tuddicator | HighlyEfechived) |  Effertive 3 [ Fnprovement Necessary(2) | Ineffertive (1)

1.0 Human Capiital Manager — The superintendent uses the Tole of humnan capit capital manager to drive improvemenis in bnil:‘lmg]mﬂﬂ-

effectivenesy and stodent achievement.

1l The superintendent The superintendent cansistently The superintendant consistently | The supeinteadent otvasionally Thesupeuntmdmtrmly
effectively recruits, cansides an administrata’s considers am administrator’s copsiders an administrator’s considers a
Tires, assigns, amd effectivenees st the primery factor effectiveness as the primary effectiveness-as the primary facior | admicistrator’s
Tetais school Ieaders. when recruiting, hiving, assigaing or | factor whea recreiting, hiring, when recruiting, hiring, assipning, | effectivemess when

retuining the leader snd monitors the assigming, orretmming the or retufuing the leader regoitmg, Iidng,
effectiveness ofthe personned process | Ieader. assiguing, or retaimng the
utilied hroughout the school The suptrinteadent vecasionally | leader.
porporation. The superintendent consistently | considers school or surporation

considers schonl or corporation | goals when making persounel The superntendent docs
The superintendent consistently £odls when making posonoel | decisfons. uot consider schonl or
considem school or corporation gpals decisionz. compcuaticn gosls-when
when mking persommel decisions, making personne]

decisioms,

12 ‘The sopesintendent The superintendent has developeda Eome effort has been made to The superimtendent is aware of fhe | Proissional development
creates g professions] system of job~embedded professional differentiate end embed. ﬁ:ﬁ’umhama needs of i3 typically “onc size fits
development systexnfar | development that differentiates training | professiopal deyelopment to adroinistrators, bt professiopal all,* snd thers iz Bittle ar
school leaders based ot | and implementation based an meet the neads of ndividual development is anly exbeddedin | o svidence ef recopnition
proficiencies and needs. | mdtviduel admindsteator needs. aduinistrators, meetingy at this tme, rathey fhan ofindividoal administrator

incorporating the use of peedy
The superintendant nses dats from, callsboration, stdy teams, ete. -
performance evaluations to assass
proficiencies and ideotify priarity
needs to suppart end retain affective
administrabors.

13 ‘The supeciotendeut The snperintendent has idmtifisdand | The supexintendentbas Iﬁesupmndenthspmudad “There is 2o evidence of
idenfifies and wenfors mentored multiple administrators or Fdentified and rntored of least | some t@inng to an eoEEug effort to develop amy
enyeing leadess to ingtmictions] personnel who heve one emergiog leaderto 2esume | school leader oradministragor; leadership skille in oihers
assume key leadership | assuned administrative positions teadership responsibility inan | 'who besthe potential to
respomsibilitiey, and/or adminisicative respopsibilities. | instructiona] leedership role or | independenily-assume 2 Pexspnsynder the

et an administrative level, with | Jeadership le. superintendent’s direction

positye resalts. are mmsble or wwilling fo
aseume added
responsibilities.

ISBA/TAPSS - June 2012
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Indieaior Highly Effective (4) __ Effective {3) Tprovement Necessary (2) Ineffective (1)

14 The snperintendent Employees throvghont the corpomtion. | There 15 a clear pattem of | The sopexintendent semetimes The supexintendent does
provides eviidence of arc emmpowered o formsl aod informal | delepeted decisions, with delegrtes, but also roinizing ot afford subordinates the
dedepation and trostin | ways. anthority to matsh dacision-meking sthority that cpportzity or support (o
subardinate lecders. responsibility &t evary levelin | could be delegated to others. develop or fo sxercise

Instructiopal pereomel participate in the school eorporation. ndependrnt jndgment.

the facilitation of mectings and

exercise leatdership in committess and | The relafionstap of anthority

task firrces; other employees, mefuding | and responsibility and

noncertified, cxrcise appropriste delegrion of authorityis clear

authorty and assmme lexdershiproles | impersoonc]

where appropriate. documents, such 53 evalwatias,
and also i the daily condaet of

The climate of trust and delegation in - | meetings end corpomton

the school contritanes busmess,

divectly to the identification and

empawerment of the next generation of

Ieadership.

15 The supeciniendent ‘The superimtendent nses a-vaxisty of The supenmizndent provides The superimtendent adheres tn tho Faroal fesdback to the
provides formal and creative ways to providepositive and | fonmal feedback to the coyporation”s pexsonnel policies in | sdmiuistative team is
informal feedhack in corrective feedback to the administrative team that is providing fonnal feedback tn the | nonspesific.
the administrative team | admimistrative tearm consistent with the: adnyinistrative team, although the
with the exclnsive. corporation’s pezsennel feedback 75 fust begimming to- Joformal feedback to the
purpose of improving ‘The entire rorpomation IEﬂBGISﬂ‘lc policies, and provides Tiftomal | provide detafls that improve admivistrative team is rare,
individrel apd superintendent’s facms on accurate, feedback to reinforce corporation perfirmance. nonspealic, and oot
organizational nmdy; end specific recognition. | efzctivefighly effective constructive.
performance. Ppexformance snd fighlight the

The superintendent balances fadividual | strenpths of the admimistetive
Tecognition with feam mnd corporstion- | team
wide recopnition.
Comzetive and positive feedback is
linked to corporation grals and both
the superinizndent and aderinisirativa
team czm cite sxamples of where
fredback is ns=d 1o improve ndividual
- and corpuration performance.
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Indicator

Highty Eitective (4)

| Effective(3)

[ Improvement Necessaxy (2) .|

Tneffechive (1)

2.0 Insiractional Iendersh@~m superintendent acutely focuses on effective teaching and Iearning, possesses 8 deep and comprehensive '
understanding of best instractional practices, and continnously promotes activities that coniribute to the acadentic snccess of all steients,

21 The superindendent The snpmxtandmtmspaaﬁﬂ'ﬂy ‘The supermtendeniuses '.'Ihesupennmndﬂhszwm of The superintendent is.
dempastrates the vse of | document exaples of decisions in muftiple date sonrces, including | state, coporation, and schoal Tmaware of or indifferent
- stndent achievement teaching, assigarent, crdculom, state, corporation, school, amd | resnls sod has discussed thoss to the data.
data to make assessment, and intervention that have | classromm assessments, and hes | resulbs with staff, but has ot
inetroctiomul Jeadership | been made on the basis of daia ablast firree years of dxin. Tinked spacific decisions to the
decisions. suajysis. dota,
‘The superintendent
The superintendent has coached Echool | systematically exaraines data ab
adminighatnys {o fmprove their data tha subscalelevel to fnd
amalysis sllls. steenpths aud challenges.
The superintendent
teaching and administrative
ataff 1o determnine priarities
Jrom, data.
Dirta ingiphts are mpulatly the
sobjust of faculty mestings aud
professioml development
sessions.
Z2 Thesuperintendent A coasistent rocard ef improved “The supermtendent reaches fhe | Some evidences of smprovement Indiffereet to the dala, the
demanstrates evidence | student achiovement exists onomoltiple | targeted performance goals far | zxdsts, bat there is nsufficient superintendent biates
of stndent bnprovement | fndicaters of student success. studerst schievament, evidence of chiarges in leademsip, | students, families, and
through stoudent teaching, el cordoobo that will | external characteristics.
achjevement resnolts, Student suceess occwrs not only on the | The averge of the stodent crezte the improvements
over2ll averages, totin each group of | population fropraves, a5 dacs nEcessary to ackicye student The supetintendent does
Kistoricalby dissdvantaged students. the achievement of each prowp | peformzoce goals, notbelieve that stodent
of students that has previously achievement ean fmprove.
Explicit nse of previcus data fodicates | been identified a5 necding
that the superintendent has focused on. | fmprovement. The supepintecdent has not
m;mvmg‘pe:cﬁ)rmca.ﬁl areas of tken decisive action to
provious success, the supevintendent chimpe time, tercher
agmessively identifics new challenges, ssyignment, cumdculumm,
moving proficient perfopance to the Ieadership practicss, or
exzmplary level other variakiles in ovderto
Improve sindent
‘Where new challenges emerpe, the achievement.
superintendent highlights the need,
creztes effective interventions, md
reporis improved results.
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Indicator Highly Effective (5 Effective (3} Tnprovement Necessavy £2) Ineffective (1) ]
'The seperiatendent "The superintendent has 2 very open The superintepdent fraqenfiy | The. T ent rarely seeks The i iz
actively solicits and nses | end suppont seeking attitade tawerds secks Input fom vakons and soEcHs feedback in matters percaived by stakeholders
fesdhack-and help from | sl} stakehelders in fhe schoal stakeholders o mattersrelated | related 1o fhe improvement m as being top-down aritmted
all key stakehpldersin | corporation mTegards tomatters o the vmprovementin sindent | stodent achkievemmt in @)l decizions related to
order to drive student | telated to the improvement in stodent | achievement. ‘he Tmprovement i sudeat
achievernent, achievement. achievement.

The superimendent regnlarly surveys
staff znd other school compmity
grotps in this area reganding thelr
ViEws.
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Indicator I Highty Effective (4) | Effective (3) [ Foprovement Necessary () [ Ineffective (1}

4.0 Building Relationships —The superintendent builds relationships to ensure that all key stakeholders work effectively with each ather to

achieve fransformative respdts, _

41 The soperintendent These is clear evidence of parent- The superintendent assumes The superimtendent accasionslly | The seperindendext does not
demuusirates effeclive centered and commmity-centered leadership mojes in frpportent | perticipates in local orpanizations | identify grotps snd potential
comramoication with commuzication, mchuding open Iocal orpanizstioos (s.g., bui does not sssume aleadership | pactaers within the
parents and comununity. | forams, focus groups, surveys, serving on boads of directors, | rolein forthering commmmity.

personal visits, end effective use of chairing {riportant committess | commmnications.
tzchnology. or-tesk forces, Ieading new The superintendent fails to
carmmrity nitatives), Tritiative for commmnication ensurs that all paroats] and
Survey dsia sugpests that parents and more regulily comes fon commuity involvemsnt
comeunily memibers feel empowered | The soperintendent actively ontside entities and not from the | activifies honor the cajtires
and suppurtive of edumnunal and effeciively develops superintendeit. and traditions of the Jocal
objectives. comntrrmity trust in the school cormmumity.
coTporetion theough individual
The: supexintendent nses relafionships | parent contwct, speaking The superdmendent f5ils to
mnd school/commmnity parinerships exgagemments, town hall interact-with parents and
1o affect camnmmity-wide chanpe that | meetings, pulilic forums, comumily groups thet ave
improves both fhe comeupity and medis ontlets, events, end a criticel yolein developing
work of fhe school corpozation. other approaches. support for e school
corporation,
The superimtendeat manages an ever | The auperintendent aceks cut
‘hroadening portfolio of parinerships | end creates new apportomities
and collaborations that sypport and frmeaningful partunerships or
help o edvance the stategicplanof | collabarative endzavors,
‘the school corpoation.

42 The supeciniendent The snperintendent uses effective The supciniendent uses The superintendent occasionally | The saperimtendenit Fils o
forges comsensns for strategies teackieve a covsensus for | effective stategies by work. Hentifies areas-whers consensus | Torge consensns for change.
change snd improvement | chenge and Improvement toward & consensus for change | s necessary.
thronghont the schoal and improvement. Fails to identify areas in
corporation, Guides others through changs and Has identified areas in whith which agreempent andfor

addresses resistapce to tiat change, Direciz change and consensus is necded tut bas yet GONEENSNS 5 necessary.
improvement procesges by o Implement a process for

Systemically monitars, splemeats identifying and securmg the change and/or iouprovemeat. Barely or never directs or

emd sustains the success of strfegies | systemd and allies necessary tn develops & process for

for change. sugpart the process. Agks for feedback from change sad/or irprovernent.

stakeholders but §s wotyet

Secures cooperation fromIey | successfizl in szcuring Rarely or never seeks
stakeholders in planming aud oooperation. feedhack or secures
Inplementing change mad. | cogperation and makes
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Tndicator Highly Effective (4) Effective (3) Twprovement Necessary {2) Tneffective (1)

43 The superintendent The superintrndent cousister The supsintendent employs 2 | The superipfendent employs a The superintendent does not
mnderstands the rale of emnploys a varisty of sirategies to non-confiootational spproach. | Gimited murber of stategies to sespond to canflictin a
the superintendent ju tesolve conflicts and forge consensns | to resolye conflicts and firge | resolve conflicts aud farge solntion-aiented and/or
mgngmgﬂlepnhﬁl:m within the school corpomtion consensus within the school consensus within fhe school respectfil manner and
controversial fssmes. coymmmity in a constrietive mmd corporation commmntity in & COTpOrAtion comummity with atteopts st copSEnSUE

Tespectful manmer. comstrustive and respectul varying degress of success. udlifing aronnd critical
Inarmer. decisinps are uesaccessfil.
The supetintendent consistently
encourages open dislogme, considers | The supecintendent freguenly
diverse points of view, aud empowers | encoureges open dislogne,
and supparts adoimstmiors o considers diverse poinfs of
uiifzing these confliet reqohnian view, and offen ermpowers snd
atratepies. suppotts adndnisitstors in
uiilizing these conflict
Tesolution sirategies.

44 ‘The saperiniendent keeps | The supermendent communicates The superintendertt The supermtendent The supermtendent bas Titfle
the schwol hoard with al] school members routinely, cammunicates with all school | compumicatas with selectad comrmication with the
informed on isgues, using a variety of mechanisms, such | boand members pedodically. school board members when school board guiside of
needs, aud fhe gverall as weekly notes, pp~dates, and nesded TDeetings.
operations of the schonl telephane calls.
corporation.

45 The superintendent: The supedntendent ias created an The supexintendent seeks fnput | The suparintendent seeks Input The supetintendent racely

" | #ncourages open environment where mput feedhack and foedback from all school | and feedback fom cnly a fow secks input from the school
conmmanication and and from al] schiol board members is | board membes one frequent | ychonl board members amd hoard aud tends 1o make
dialogue with schinol both sought end cacouraged. basis. usnally to gamer support-for unilateral decizions.
board members. decisions mads by the

The superintendent engages in open supedutendent.
discussion with the school hoard ona
consistent basis.

4.6 The sgpermicndent msupuimdmmmagmda Blzesupuimmé?ﬂ'man The superintendest creates an The superintendent creates
provides the school boaed. | that prioritizes Ttems related to aproda that routinely foomses agenda thet orcasionslly includes | as agenda that focuses only
with a written ageada studext ackicvement md provides an stadent achievement Is5ues | fipme related tn stedent on operations] matters and
and backgrommd material | complets end thorough backprownd | and provides enough achievement amd provides limited | provides fnsufScient
before each hosrd material so that the board ean make ‘background materis] 0 ellow | ‘backgronpd material. ‘backgromd matexial
meeting. an Infonzmed decision, the bomd to roake an informed

decision.
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Indicator Highly Effective (4) Effective (5 | Yomcoveaent Necessary (2) . | Ineffective (T

5.0 Calture of Achievement — —The snperintendent develops a corporation-wide culture of achievensent aligned to the schiool corporation’s

vision of suceess for every student. .

§1 - | The soperintendent "The superintendent lsads and fuvolves | ‘The superimtendent gnides the | The superitrndent requests that | The superintendent does
empoywers builiing the administrative team in a administrative team in = e sdunisiative team nilize fial wourk with the
leaders to set high and comprehensive antmal analysis of annual zealysiz of school end data sonries to analyze adgimisirative eamto
demanding academic school and corporation pedformance. corporztics performance. corporation and school strengths | gathes and wtilies datg
and behavior and Wweaknesses. sourees to analyze
expectations for every | Multiple datz sources ayewtilizzd to Data sturces are utilized fo cutparation sud schoal
stedent and costres that | analyze corporation and schools' anslyze the corperation and Guozls are established thet may stremgths and wealmesses.
Etmdents are consistentfy | strenpths amd wesknesses and 2 schonls’ strengths and notbe focuszd or measurable. ]
Jearming. callaborstive process is used o weaknesses #nd a collshogative - Limnited data Is availsble

dewveiop focused and results-criented | process isused to develop Gemeral gxpertalions am and & lack of goal-setting is
goals measureble goals. .estzblished and Inmited resources | evidept thromghout the
and ocrasipnal corporation.
Clear expectations are established and | Clear expectations are Bupgrits are provided to support
administrators and sducators are established and administrators | ke disaggregation ofdataand t9 | The supedntendest does
provided differentizted rsources and | and educators are provided. axsist o ideutifying and meeting | not establish clear
support to disgpprepate data and tn differentizted resources and eack emidsnt’s acadernic, sogial, cAations or provide the
assist in ideptfying and meeting each | support to Gsaggregate data emitionz], and bebaviaral needs, | pecessary Support forthe
student’s academic, sprial, emotional, | andto assist n ideatifying and disapgregation of datz and
and behaviorsl needs. meeting each smdent’s fo &ssist in Identifying and
academie, spaisl, emotional, toseting each smdents
and behaviaral needs. dcadpmic, social,
ernotionsl, and bebavioral
Deeds-

53 The supertntendent The supectgtendent regulasly reports | The superintendent has The supatiniendent has The enployess of the
estalilizhes rigorons on the progress of riporous academic | presented goeds for board occasiom]ly wads same schopl corporation audt the
academic goals and goals md corporation sezdemic approval that cleardy arficulate | fefétence to scademic goals and | schos] commmnity are
priorities that are priarities that have been established the academicrigar and sthool improvement prarities, unawire of the school
systematically by the superintendent and approved by | academic prorties of the bu:ma-:areno egtabliched :mpm'abmmdﬂmcgoﬂs
muonitared for the school board. corporations program, goa]sntfumamﬁ:lr ndpaunncs and there 3¢
continvoons acadentit rigor or improvement | 116 apparent end definitive
improvement. The monitoring of goals and regniar Approved posls are shared and | epproved by the boand. acadenu direciiog

revising and updating ef such plansis | aveilable fir the entire eatalifished by the
an oppoing process conducted by the | commmmoutty. superintendent.
superintendent and the board.
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Tndicator Eifective () Tmprovement Necessary (Z) Ineffactive (1)

53 The superintendent The superintendent estmblishes clear | | The superintendent estahilishes | The superintendent esizblishes The superintendent doss
ensures that all sturdents | expectations and provides mesovrces clrar mxpeciations and general expectaiions mud not set expactations and
‘have foll and equitable | that cnsble adminstrators aud teachers | provides resources that exable Tesources are Jimited 1o students | resources are not allocated
arcess to sdncational toidentify each student’s academic, administrators and teachers to | who are struggling academically | onthe bagis ofamy
programs, corrienta, social, emotivasl, and behaviorl iGentifyra majority of stadents’ | orbehaviorally- ideafified meeds of
and available sopports. | aseda, acadenic, social, emotianal, studemis. :

mnd hehavioral nesds.

54 The snperintendent The supermteedest sets cleat Tte Superintendent seis clear | The superintendent sets general The geperintendent does
pgides inddinglevel expectations end provides resources to | expsciations and provides expeciztitms and provides not zet expectaticns or
staff to build produckive | support administrators to consistently. | sopport for administrators to oceasizmal support for provide sopport far
and respectol and regulaly engage all families Tegularly engage Eamilies in adrministraters tn engage foxdlies | administrators to regulardy
relatignships with supporting thefr cduldren’s learsing at | sunportiog thejr children®s in supprrting their children’s cornunmicats with fmilics
‘parenis/puardians and | school 2nd home. leamnixg 2t schoal and home. learaing at schocl and Bome. on-ways to suppert their
enpage them in their children”s leaming at
children’s learuivg. school agd home.
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Indieshor. .

Highly Effective (4

Effective (3)

| Dgprovement Necessary @) | -

Toeffeetive (1)

6.0 Organizational, Operational, and Resource Mamagement — The superintendent leverages organizationsal, operationiai; and resource

managrmnmt skills to snppoert school corporation improvement and achieve desired educational geicomes.

The soperintendent Detiston making is neither by The pattern of decision-maling | Scime dacisions are based on Tafs 35 reredyused for
employs factnal basis for | counsensus nor by lsadeship mﬂmtsanlmraﬁamsunstate data, bt nthiers are the result of | decisions
decisions, incloding mandate, but 15 consistently based on | and corparation student ‘personal preference and tradition.
specific reference to the data. aab:sv:mmtﬂamaswﬂlasm ‘ The:peredummamdsmmun
internal and extermal data curriculum, instroction, and making methodelogy is
on stadent achievemnent Data is reflected in all decisions, leadership practices dsta. muidated foom the
and ohjective data on ranging from comrse and classroom superintendent or hased tn
cnrricnlum, teacking assignments to the discontinance of what is populaz.
prarctices, and Jeadership | programs
practices.
The snperintendent can cite specific
examples of practices that have bean
chanped, dispomtinned, and/or
iniifzted based on data amalysic.
A variety of data sources, Inclnding
gualitztive and quantitative, ate
nsed
Daia sources incinds state,
corporation, school, and classroom
BSgessmuents.
Inferences from data are shared
widely owtside the schoc]
comumunity to identify and replicaie
the most effective practices.
a2 The superintendent The superintendent creates aew The superintendentpersonally | The superiniendent bas mastered | The supenintendent hag
demonstrates personal oppariurites for techmologies] ‘nges email, word processine, :nmn,'bn:tmf.a]l, software Emitad Hteracy with
proficiency in technology | lcarming agd empowers the spreadsheets, presentatiom requited fiF proficient technology.
nnplemenhtmnﬂmi administrative team to use new software, aud other sofiwace perfnmagse. )
technology initiatives, soch 2s student deta Thiere iz Iitle orae evidence
MABAgFmEnt FySiZIms. The superintzndent =kes the of the superintendent taldng
The mmpromtendent serves as 8 initiative to ke new teckmnlopy | apewsymal tiative to leam
model for techmaloey The superintendent utilizes bt raredy hecomes proficientin | new technology. i
implementation. technology within his/ber deily | fisuse.
responsihilities.

IEBA/TAPSS ~ Fme 2012




2

Tndicator Highly Effective (4) Effective (3) _Inaprovement Neeessavy (2} Tnefleetive (1)

63 Tke snperinfendent The saperintendent ensnres there are | The superintendent ensmes The superintendenthas The supetintendent has
oversees the use of procadures in place o address the fhere are procedures inplace to | proceduresin place toaddises the Timited or oo proceiures in
practices for the safe, safety of stude's and stefFin the adilress the sefety of studems safety of students and staffin the | place o address the saiity
efficient, and effective evexnt of 3 disaster. and staffin the gvent of a eyent of a disaster. of steudemts snd siaiTin fhe
operafion of the school disaster. gvent of a divaster
corpuration’s physical Btaff members have 2 woiking 'The saperintendent att=mpts to
plaxt, equipment, and knowledze of procedimes. ‘Penodic review of these peovide a sxfe and efficient The seperintendent pays
auxiliary services (., povcedhres is n plase. pperation of the corporation”s litfle aroo atigntion fo the
food services, stodent The supedintendent ensures staff is p]:gs:cﬂlplmteqmpmmf,and gkt of the safe end
fransporiation). property traied and competent to The superintendent provides puzaliary services. - efficient operation of the:

carry vut el doties withrespestto | o ities for staff training carpomation.
the eorporstion’s physiedl plant, in orderto caxy out their duiies
equipment, and sodiary services. with respect to the
sarporation’s physical plant,
Maonitoring steps are in place to equipraent, and suxiliary
measure operation eficiencies. sexvices.

64 ‘The supetmimﬂent The pupermtendent regularly saves The mmﬁﬁmﬁmﬂgm The soperintendent lacks The superiiendent has liile
provides responsible fiseal | Gscal resourees for the coporaiion Imowledges of the hudeeting proficiency umsing tudget 1o proficiency in souoil
stevpardeldp. and reallgcates those resomees to process, categaries, ani forus Tesources on steetepic ‘budpetary practices.

help the corporziion achieve its fanding: sources to maximize priorities,
gheatepie priprities all ayailable dollars to achicve
Etratepic prionties
Results indicate the positive impact
of redllogsied resvurces I achieving
shatzsgic priowites.
The supeginteadent hay cstablished
processes 1o increase facal
TESURICeS, e.8., grants, donations,
and conmnImily IESOUrces.

[t The seperintendent The superintendent demonshates an | The supecotendent The superintendeot 15 not ‘The superintend=nt is
demnnstrates compBance | 1ndsrstmding of the lepgs] stendands | demonstmtes an avareness of | zespectfid of legal standards ymaware of the jegal
with legal resivements. | and boxrd policy equirements of tha | the legal standards and board and/or hoard policy standxris and boand polizy

corporation, mnd consistently adheres | policy reguivements of he reguirements, teisfrements.
o those.standerds sud requirements. | schocl corporation and 2dheres

to those standards and.

Tequirements.
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Dean of Students Evaluation Rubric
TLE Ohservation and Evaluation Rubric

Organization and Management

1 2 3 4
Competency Ineffective improvement Necessary . Effective Highly Effectiva
The Dean clearly defines |Standards of conduct Standards of conduct Establishes standards of | Standands of conduct
expecied student have not been have been established  {conduct and implements {have been established
behavior, ' established. with inconsistent with consistency. with a consistent peer-
implementation. based implementation.
Students are unaware of Refterates to ensure that
behavioral expectations. |Students are somewhat | studerts are aware of All students are eware of
aware of behavioral behavioral expectations. |behavioral expectations.
Usually ignores expectations.
inappropiiate behavior Siops inappropriate Stops inappropriate
and uses an Meost of the time ignores | behavior promptly and  |behavior promptly and
inappropriate voice appropriate behavior cansistently with an consistertly, with an
leveliword choice when | and/or uses an appropriale voice appropriate voice
correction Is attempted. [inapproprate voice leveliword choice. levelfwond choice, while
- leveliword choice to maintaining the dignity of
attempt to bring the student.

correction.




The Dean assures a
coniribution to the

buliding-wide posifive
climate responsitilities.

Is not involved in school
projects and inltiatives
that contribute to
promoting orderly
behavior throughout the
school,

Ignores the progedures,
practices, and guidelines
outlined by tha school,
district, state, and federal
laws, intended to keep
students healthy and
safe.

Participates in school
projects and initiatves
that contribute to
promoting orderly
behavior throughout the
school when specifically
requested and only for
specified time.

Inconsistently follows the
procedures, practices,
and guidelines outlined
by the school, district,
state, and federal laws,
intended to keep
students healthy and
safe.

Reguiarly and routinely
parficipates In schoo|
projects and initiatives
that coniribute o
pramoting orderly
behavior throughout the
school.

Follows the procedures,
practices, and guidelings
outlined by the school,
district, state, and federal
lews, intended to keep
students healthy and
safe,

Participates acfively in
school projects and
initiatives that promote
orderly behavior
throughout the school
volunteering for exira
assignmentsAime
periods.

Follows the procedures,
practices, and guidelines
outlined by the school,
district, state, and federal
laws, imtended to keep
students healthy and
safe. Offers
enhancements and
suggestions 1o
procedures and

ggidellnﬁ.




Records are rarely

The Dean gencrates:and |Records are inconsistent Records ara consistent | Inciudes the namafive
maintains accurate and insufficient fo consistent and are not and accurate and are descriptions in category
records and analyzes determine student's based on the district’s based on the district's 3, plus.
|data. averall progress and are  |disciplne policy. discipline poficy.
not based on the district’s Provides frequent/timely
discipiine policy. Thereis lithe evidence  |Uses data from records | Tesdback to student,
thatthe dean uses data  [to guide intervention teacher, or parent.
There is no evidence that { from records to guide strategies.
the dean uses data from YVintervenrtion strategies. Works with individual
records to guide Recognizes student students to develop a
intervention strategies. | There is litie evidence | progress ar achievement. | mutually acceptable plan
that the dean recognizes for "success.”
There is no evidence that |student progress or Is knowledgeable of
the dean recognizes achievement. {EP/Betavior Plan
student progress or {IDEA) requirements as
achievement. Thera is little evidence  |they relate to individual
that the dean is student needs and
There is no evidence that {knowledgeable of modHies as needed.
the deanis |EP/Behavior Plan
knowledgeable of {IDEA) requirements as | Provides required
IEP/Behavior Plan they relate to individual  {feedback to student,
(IDEA) requiremernts as | student needs. roster teacher and/or
they relate to individual parent.
student needs,
The Dean opfimizes the | The office (assetup by | The office lacks The office is organized | The office Is oganized
physical enviromerntto  |the dean) protibits order, | organization for order, for providing order, for omder, cleanliness,
assure efficacy. cleaniiness, safety, and |[cleanliness, safety, and |cleanliness, safely, and  |safely, and ease of traffic
ease of traffic flow. ease of {raffic flow. ease of traffic flow, flow.
Physical resources are | Physical resources are | Physical resources are | Physical resources are
not ufiized as designed | not optimized for well ptaced in locations | well placed in locafions
and intended. effective ufilization. that enhance their that enhance their
functions and do not funclions and do not
interfere with other interfere with other
funclions. funclions.




The Dean ulillzes the Fails to disiribute Fails o distribute Ensures all beginning Includes the namative
DCistrict Behavior Behavior Response Plan |Behavior Response Plan |and incoming students | desctiption in
Response Plan to ensure j and campus student and campus student receive the Behavior performarice category 3
building safety and handboolk handbook to Incoming Response Plan and plus:
security. student during the year. |Campus Student
Fails to ensure students Handbaok. Holds grade/schocl-wide
sign for copy of BRP or | Fails to ensure incoming forums fo promote
have not reviewed with | studerts sign for copy of | Collects validation bullding-wide
student BRP or have not signatures that all understanding of
reviewed with student students have received | behavior expectations.
Fzils to follow the BRP and reviewed the BRP
when administering Fails to consistently and Student Handbook.
discipline cansequences, |follow the BRP when
administering discipline | Administers student
consequences. discipline consequences
' in accordance with the
BRP.
Instructional Support
1 2 3 4
Competency neffective Improvement Necessary Effective Highly Effective




The Dean is visible
during the school day
and monitors common
areas to maintaln student
safely and security.

Never moves around the
building during the school

| day.

Never uses student
response techniques to
promote posfiive
behavior.

Never uses feedback
conceming student's
behaviar.

Never uses wait time
after voicing a questions
1o the students.

Seldom movas around
the building during the
school day. When
movement happens it is
to the same area of the
building.

Seldom uses student
response fechniques to
promote positive
behavior,

Seldom uses feedback
conceming student's
behavior.

Sejdom uses wait ime
after volcing a question
to the students.

When appropriatz,
moves 1o all ares of the
school to promote and

| reinforce posttive student

behaviors.

Uses different fypes of
student response
techniques, both
individual/group.

Uses student response
techniques to increase
positive behavlors.

Student's ﬁnderstanding
Is evaluated by feadback.

Uses wait time of 3-5
seconds (more for more
complex questions) after
voicing the guestion. This
approach helps students
formulate more
thoughtful response and
allows time for the
student fo consider
positive behavior.

Moves to all areas of the
building with efficiency
and effectivenessto
promote and reinforce
positive student
behaviors. Makes eye
contact with all students
often.

Routinely uses
developmentally
appropriate studernt
response techinques o
increase active
engagement by the
students. Uses
immediate feedback

.iconcerning student's

behavior.

Roufinely uses wait time
of 3-8 seconds
(additlonal time for more
complex questions) after
voicing & questions. This
approach helps students
formulate more
thoughtful response and
allows time for the
student to consider
supporting evidence. Re-
phrases the question
after hearing student
response to probe for
deeper understanding of
concept utilizing
appropriate wait time.

Professional Growth and Continuous Improvement

Competency

1

Ineffective

z

Effective

4
Highly Effective

Improvement Necessary




Uses Professional

Does not participate in

Participates in a portion

Participates in the

Actively participates in

Growth as a Continuous | professional of the required minimum | required minimum hours |the required hours of
improvement Strategy.  |development that hours of professional of professional professional
updates their content development. The development updating development and seeks
kmowledge and professional their content knowledge | additional training to
professonal practices. development does not and current professional |update their content
update their content practices. knowledge and
knowledge and current professional practices
professional practices. beyond what is required.
Exhibits behaviors and | Exhibits documentable | Exhibits inconisistent Exhibits consistent Exhibits highly consistent
efficiencies associated | pattems of repeated reliability-based behawvior | reliability-based behavior | reliability-based behavior
with prafessionalism. inconsistent refiability- | patterns as evidenced by {pattemns as evidenced by | patterns as evidenced by
based behavior pattems [flawed punctualty and | punctuality and punctuality and
as delineated in dependability; not dependability; adhering | dependability; adhering
performance category 3 - | adhering to prescribed | to prescribed ammival and  {to prescribed arival and
Effective. arrival and departure departure times; departure times;
times; not following following nofification and following notification and
nolification and reporting | reporting procedures for' | reporting procedures for
procedures for absences; | absences; camplying absences; complying
not complying with with reporting timefines  with reporiing timelines
meporting timefines and  [and other time sensitive | and other time sensitive
other time sensitive information/ecompliance  |information/cempliance
informatien/compliance |requests. requiests,
requesis.
Interpersonal Skills
1 2 3 4
Competency Ineffective Improvement Necessary Effective Highly Effective -




Effective interactions and
communications with
‘| famifies.

Provides minimal or no

" |information to families

-and makes no attempt to
engage them inthe
educational program.

Orzl, written, and
nonverbal
communication is unclear
(without regard to family
misconceptions) and
inconsiderate to families,
as characterized by
Insensitivity, demeaning
language, and
condescension.

Makes decisions based
on selfserving interests.
Never consults other staff
or team members.

Appears to be
inconsistent and
inaccurate in providing
information to famikes
-and engaging them inthe
educational program.

Qral, written, and
nonverhal
communjcation may not
be considerate and
usually requires further
explanatiohs o avoid
confusion.

Makes decisions
assuming the result will
be positive for everyone.
Never checks fo se= if it
is or will be.

interacts with families in
a timely, consistent,
positive, and professional
manner.

Complies with school
procedures for
communicating with
families and makes an
effort to engage families
in the educational
progrant.

Uses effeclive
communication kilis with
families. Demonstrates
communication skills
(oral, written, and
nonverbal) that are clear,
considerate, positive, and
rarely requires further
explanations.

Cuollabarates
appropriately and makes
decisions that reflect
genuing professional
cornsideration,

Communicates :
frequently and sensitively
with families and
engages them inthe
educational program.

Oral, written, and
nonverbal
communication is clear,
considerate, sensitive,

|and positive.

Further explanations to
avoid confusion are not
needed.

Maintsins an open mind
arx participates in
colflaborative decision
maaking respecting and
considering the thoughts
of other peers.




Effeclive interactions and
communications with
students.

Provides minimal or no
information to families
and makes no aftempt to
engage them in the
educstional program.

Oral, written, and
nonverbal

communication is unclear
{without regard fo student
misconceptions) and
inconsiderate to
students, as
characterized by
insenslivity, demeaning
language, and
condescensioi,

Makes decisions based
on seff-serving interests.
Never consults other staff
or team members.

Appearsfo be
inconsistent and
inaccurate in providing
information to students
and engaging them in the
educational program.

Oral, written, and
nonverbal
communicatton may not
be considerate and
usually requires further
explanations to aveid

"t confusion.

Makes decisions
assuming the result will
be positive for everyone,
Never checks fo see if it
is or will be,

| Interacts with studernis in

a timely, consistent,
positive, and professional
marnner.

Complies with school
procedures for
communicating with
students and makes an
effort to engage students
in the educational
program.

Uses eifective
communication skills with
students, Demonstrates
communication skills
(oral, written, and
nonverbal) that are clear,
considerate, positive, and
rarely requires further
explanations.

Collaborates
appropriately and makes
decisions that reflect
genuine professional
consideration.

Communicates
frequently and sensitively
with students and
engages them In the
educational prograrm.

Oral, written, and
nonverbal
communication is clear,
considerate, sensifive,
and positive.

Further explanatfons to
avoid confusion are not
needed,

Maintains an open mind
and parficipates in
collaborative decision
making respecting and
considering the thqughts:
of other peers.




Effective interactions and | Provides minimal orno | Appearsto be Interacts with staffand | Communicates
communicafions with information fo inconsistent and comimunify in a timely, frequently and sensitively
staff and community. stafffcommunity and inaccurate in providing | consistent, positive, and | with stafifcommunity and
makes no attempt to information to professional manner. engages them in the
engage them in the stafffcommunity and educational program.
educational program. engaging them inthe Complies with school
educational program. procedures for Oral, writien, and
Oral, written, and ‘communicating with nonverbal
nonverbal Oral, written, and staff/community and communication is clear,
communication is tnclear { nonverbal _ makes an effort to considerate, sensitive,
{without regard 1o student | communication may not | engage stafffeornmunity  |and positive.
misconceptions) and be considerate and and makes an effort to -
inconsiderate to usually requires further  |engage stafffcommunity |Further explanations to
siafflcommunity, as explanations fo avoid in the educafional avold confusion are not
characterized by corfusion. program. needed,
insensitivity, demeaning .
fanguage, and Makes decisions Uses effective Maintains an open mind
. |condescension. assuming the result will |communication skills with jand parficipates in
be positive for everyone. |students. Demonstrates [ collabarative decision
Makes decisions based |Never checks o se2 ifit | communication skills making respecting and
on seff-serving interests. |is orwill be. (oral, wiitien, and considering the thoughts
Never consults other stzif nonverbal) that are clear, |of other peers.
mermbers orteam considerate, positive, and
members. rarely requires further
explanations.
Collaborates
appropriately and makes.
decisions that reflect
genuine professional
consideration.
Leadership
1 2 3 4
Competency Ineffective Improvement Necessary Effective Highly Effective




Leadership Pravides no evidence of |Declines becoming Participates in school Volunteers to participate:
leadership as described  |involved in schaol events when asked. in school events making |
in performance category |events. a substantial
3 - Effeciive. Participates in school contributian.

Avnids becoming and district projects when
invalved in schoot and asked. Valunteers to parficipate
disfrict projects. In school and district
Finds ways to contfribute | projects making a
Makes no effort 4o share |io the profession and substantial contribution.
kriowledge with athers or {follows through. _
‘to assume professional Participates actively in
respansibilifies. Assumes a proaciive role |assisting other
in addressing student educators,
Rarely confributes to the |needs,
modification of schoot Works within the context
practices that would of a particular feam or
result in students being department to ensure
better served by the that all students receive:
school. afair and equal
opportunily fo succeed.
95% Rybric

8% A-F Score
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