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3220.01 - TEACHER APPRECIATION GRANTS

The School Board shall adopt an annual policy concerning the distribution of teacher appreciation grants. This policy shall be
submitted to the Indiana Department of Education (IDOE) along with the School Corporation’s staff performance evaluation plan
online as one (1) document by September 15th of each year.

Definitions:

For purposes of this policy, the following definitions apply:

The term teacher means a professional person whose position with the Corporation requires a license (as defined in 1.C. 20-28-1-7)
and whose primary responsibility is the instruction of students.

The term license refers to a document issued by the IDOE that grants permission to serve as a particular kind of teacher. The term
includes any certificate or permit issued by the IDOE.

Distribution of Annual Teacher Appreciation Grants:

Teacher appreciation grant funds received by the Corporation shall be distributed to licensed teachers who meet the following
criteria:

A. employed in the classroom (including providing instruction in a virtual classroom setting);
B. rated as Effective or Highly Effective on their most recent performance evaluation; and

C. employed by the Corporation as of December 1st of the year in which the teacher appreciation grant funds are received by
the Corporation.

The Corporation shall distribute the teacher appreciation grant funds as follows:

The Corporation shall not allocate a percentage of the Teacher Appreciation Grant funds received to provide a supplemental award to
each teacher with less than five (5) years of service who is rated as highly effective or effective on the most recent performance
evaluation.

A. A cash stipend as determined by the Superintendent shall be distributed to all teachers in the Corporation who are rated as
Effective; and

B. A cash stipend in an amount that is twenty-five percent (25%) more than the stipend given the teachers rated as Effective
shall be distributed to all teachers in the Corporation who are rated as Highly Effective.

If the Corporation is the local educational agency (LEA) or lead school corporation that administers a special education cooperative
or joint services program or a career and technical education program, including programs managed under I.C. 20-26-10, 20-35-5,
20-37, or I.C. 36-1-7, then it shall award teacher appreciation grant stipends to and carry out the other responsibilities of an
ymploying school corporation under this section for the teachers in the special education program or career and technical education
program with respect to the teacher appreciation grant funds it receives on behalf of those teachers.

A stipend to an individual teacher in a particular year is not subject to collective bargaining but is discussable and is in addition to
the minimum salary or increases in the salary set under I.C. 20-28-9-1.5.



The Corporation shall distribute all stipends from a teacher appreciation grant to individual teachers within twenty (20) business
days of the date the IDOE distributes the teacher appreciation grant funds to the Corporation.

This policy shall be reviewed annually by the Board and shall be submitted to the IDOE annually by the Superintendent as indicated
above.
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NEW PRAIRIE UINITED SCHOOL CORPORATION
ARTICLEL

Recognition

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

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

Definition

The term “bargaining unit membetr” as used in this Agreement shall mean any
person who shall have completed the program of teacher e ducation 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 unit; Superintendent, Assistant Superintendents, Principals, Assistant
Principals, Administrative Assistants, Athletic 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 collective bargaining. Therefore, for the life of
ihis agreement, the parties agree that nejther 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 the terms and conditions set forth in this contract
represent the full and complete understanding and commitment between the

parties hereto which may be altered, changed, added to, deleted from, or modified
only through the voluntary, mutual consent of the parties in an amendoment, hereto.

Any individual eontract betveen the Board and any individual bargaining unit
' member shall be expressly subject to the terms and conditions of this contract or
SUCCRssor contracis.

Copies of the contract shall be distrtbuted 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 in any strike against the Board for the duration of this

Agreement, :

Terms

Any article, section or clause declared illegal by a court of competent jurisdiciion
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, 2018, and continue in effect through
June 30, 2019. Amendments o the agreement will be subject to respective
Association and Board ratification procedures.




ARTICLE 2
PERSONNEL
LEAVES/ABSENCES

Personal [llness

Section 1.  Each 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
accumulate up to a total of two hundred five (205) days.

Section 2.  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.  Fight(8)- sixteen (16) week session = 2 days

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

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

A, Eligibility
1. Any memberof the bargaining unit is eligible to participate in
the Bank.
2. A contrifition of one (1) sick leave day is required to join the
Banlk. :

A minimum of one day will be required from each member
when the tofal number of days in the Bank falls below two
himdred {200). Members may voluntarily donate additional
days at that time. Members will be notified by the Cential Office
of the additional assessment.
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3. Newly contracted teachers may join the Sick Leave Bank at the
time they are employed. All other teachers who are not
members of the Bank may join during the enrollment period
from May 1 to the last day of school each yeai: Joining the Sick
Leave Bank requires a one-time sick day contribution from the
member.

4. Sick leave days donated to the Bank are considered a
permanent donation to the Bank,

B. Family Illness

Family Illness days may be used for serious health condition of members of the immmediate
family, or the care of an il or injured member of the immediate family. Immediate family
means 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 dependent persons
residing in the bargaining upit 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 be entitled to four (4) days each year for the transaction
of personal husiness without loss of pay. Personal business days requested immediately
preceding or after Fall Break, Thanksgiving, Winter 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 Conferénces will also be charged ata 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 tothe bargaining unit member’s sick leave
accumulation or redeemed for substitute daily rate of pay. The Fall Brealk, 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 personal leave shall be made on the prescribed form as soon as possible
and at least twenty-four (24) hours before taking such leave (exceptin case of emergency).
“parsonal business” shall be sufficient reason for such request except for days immediately
preceding or after the vacation periods listed above. No personal business [eave shall be
graunted for participation in work stoppage.




D. Bereavement Leave -

Sectionl.  Incase of death in the immediate family, a bargaining unit member is entitled
to be absent without loss of compensation for a petiod 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 mentber 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 automatically entitled to be absent for one (1)
day in the case of death of a grandparent or grandparent of spouse, grandchild, uncle, aunt,
first cousin, niece, nephew, brother-in —law and sister-in-law, The superintendent may
grant additional fime, 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.

Section 3. A teacher otherwise entitled to bereavement leave under Section 1 orunder
Section 2 above and who has available sick leave, may, at his/her option, take one (1)
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
ahove 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 Corporation’s then existing policy governing
notification for sick days(s) off.

E. Professional Leaves

Section 1. Professional leave days shall he granted by the superinfendent with no loss of
salary. '

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




1. Paid Leaves

2.

Maternity

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

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

(3)  Suchleave requires thirty (30} day priornotification 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 the use of three (3) days of accumulated sick
leave,

Adoption

Refer to FML guideline for leave eligibility,

For any applicahle extended leaves involving the following conditions refer to
Family Medical Leave Act Guidelines.

1!

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

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

To care for the employee’s spouse, child, or parent who has a serious
health condition;

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

Any qualifying exigency arising out of the fact that the employee’s
spouse, son, danghter, or parentis a covered military member on
“covered active duty,”




ARTICLE 3
.SALARIES

Compensation Model

The Board of Trustees agrees to compensate bargaining unjt members in
accordance to the adopted compensation model referred to in Appendix “A”.

Extra Pay/Sp ecial Services

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

_ positions contained in Appendix “B” was not bargained and has been inchided in the

agreement for informational purposes only,

Supplemental Contracts

All summer school bargalning unit members who teach state reimbursed summer
school classes, except driver eduication teachers or those positions paid on the extra-
curricilar; eo-curricular schedules referenced in Appendix “B", shall be issued a
Supplemental Service Teachers’ Contract, The hourly salary of 2 bargaining unit
merber who serves on a Supplemental Service Teacher's Contract shall be
calculated by dividing the individual's base salary amount by 1255.

Additional Compensation

The board will cover the full cost of requived Expanded Criminal Background Che cks
and Child Protection Index searches per state requirements (1C-20-26-5-10) once per
five years. Newly hired NPUSC employees will pay the cost of their initial Expanded
Criminal Background and Child Protection Index as a term of initial employment.
Referto Appendix “A” for compensation for additional fion- contractéd duties.

VEBA Aceount

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 account to be
established on behalf of such teacher. The Board and Association will eonfer and
agree upon the vendor(s) to be used for such accounts with the understanding that
1o administrative costs for such accounts will be paid by the Board. This 1%
contribution will continue for each school year after 2018-2019 unless and until
changed by agreement of the parties.




ARTICLE 4
INSURANCE
Health Insurance

The Board shall provide a health insurance program for bargaining unit members,
The Board shall contribute annually a sum of money toward the payment of
insurance premiums.

" The Board will contxibute 80% of the Preferred Provider Option or Health
Matntenance 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 fiffy-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).

Term 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 i the first pay ofthe
calendar year. 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 immediately 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
qualifying member reaches the age of 65. :

Long Term Disability |

The Board shall provide to each bargaining unit member long-term disability
insurance coverage. The board shall pay the full premium cost. Benefits under the
plan shall be equal to sixty-six and two-thirds percent (66 2/ 3%) of the bargaining
unit meniber’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 not be changed without mutyal 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 membet” includes any individual or group of
individuals within the bargaining unit.

3. The term “day” when used in this Article shall be a scho ol teaching day.
During the summer recess, the term shall meah a weelday.

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
behalf of the employer, and shall not be limited to the immediate supervisor.

5.(a) Ageneral grievance is a disagreement over inatters affecting the bargaining
unit member body under the supervision of more than one principal, Such
srievance will be submitted at Level II 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 grievasce
may provide within three (3) days a notice to the Board of sych infent riot to
be included by such grievance. Any personnot included in such grievance
shall wajve 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 {0
specific claims of violation, misapplication or misinterpretation of the provisions of
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 individual bargaining
unit 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 present at such hearing.




Procedures

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

(i) Informal - Inthe event an aggrieved bargaining unit member believes there
is a basis for a grievance, the aggrieved bargaining unit member shall discuss
with the immediate supeérvisorthe alleged violation within thirty (30)
calendar days following the occurrence giving rise to the grievance. The
bargaining unit member may request the presence of the Asso ciation faculty
representative from the bargaining unit member’s building or within the
corporation at this discussion. In the event the alleged violation involves
more thart one building principal, the matter shall be discussed with all
building principals concerned.

(2)  Formal - If after 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 mieeting 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 in an
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 itto 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/or
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 1, 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 accompanied by
a copy of the decision at Step 1. Within fen (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 desiguated representative shall
indicate in writing on the proper form the disposition of the grievance. A
copy of this decision shall be forwarded to the grievant(s), the Association
and the supervisor, A settlement at either Step 1 or Step 11 with the grievant
or the Association shall bind both the Association and the grievant.

Step INI - Arbiiration

If the grievant(s) and the Association are dissatisfied with the decision at
Level 11, 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 arhitration rules of the
American Arbitration Association or the Federal Mediation and Conciliation
Service (FMCS). The parties may agree to follow the rules of expedited
arbitiation. '

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
mdde to avold interfering with instructional time. The standard rules and
regulations of the Amerfcan Arbitration Association will govern the
proceedings. Arhitration hearings shall be conducted at a time and place
which will afford fair and ressonable oppertunity for all parties to be present.

The decision of the arbitrator shall be limited 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, either 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 coitract artieles or sections of this
Agreement not alleged to have been violated in the grievance form filed in
Step I of the grievance procedure. '
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The arhitrator shall render 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 upon the Board, the Association, and the
grievant(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 horne equally by the Board and the Association.

Step I1I 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

Board President

Board Secretary

Date of NPUSG Board Approval: _ 11/ 5/2018

NEW FRAIRTE CLASSROOM TE/,
A/resident J :

NPCTA Negotiator

Date of NPCTA Contract Ratification: / [// AZW 8/ _
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The New Prairie United School Corporation (NPUSC) Compensation Model is designed to award high
performing teachers with additional compensation. Only teachers wh are designated as highly effective or
effective will he éligible to receive awards, stipends, and base salary incréases. Ateacher must have received a
compléte evaluation defined as two observations with a minimum of one observation during the 2018-2019
schoolyear, A lack of an gvaluaton oran incomplate evaluation {unless due to the sole action or Jack of action
on the part of NPUSC administration) will result in the teacher receiving no increase for that respective school
year. This teachier will remain at the previeus year's salary.

Teachers who have been subject to Reduction in Force or have retired may earn the designated
stipend (if negotiated in the collective hargaining agreement) for that respective schiool year as long as their
evaluation was highly effective or effective, Teachers who voluntarily léave the corporation are ineligiblefor

any inerease.

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

-Egperietice.
Evaluation

The NPUSC Corpensation Model recognizes highly effective and effective teachersin the following
categories with the payment of a one-time stipend:

-Academic Needs.
Definitions of Academic Needs Categories.
Acadeinic Needs #1 Exhanced 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 exthanced and or differerit duties in the corparation. n order
10 receive the stipend, the teacher must notify the NPUSC Supetintendent and acquire the credential
by June 30 of the current calendar year. A Teacher will not be eligible for more than one category n
any given school year and will only be gligible upon completion. The teacher will ot be eligible for an
acadeinic needs stipend if the teacher is pafd by NPUSC to attend the qualifying training, The stipend
i3 litnited to the following credentials:

-Advanced Placeiment and Pre Advanced Placement Endorsement
-Gifted ahd Talented Credential

-National Board Certification

-English as a Second Language Gertification
-Pual Credit i not compensated by the Tinivérsity or College
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Academic Needs #2 Enhanced Professional Credentials Weight $300 one time stipend

Eghanced professional credentials is defined as any additional Hicensing, certification, or training
sttained by the teacherbeyond the requirements for employment that enables the teacher to offer additional
instruction to New Prairie stndetits. In order to earn the stipend, the credential must he preapproved by the.
superintendent. Eligible contentareas are any confentarea (as defined by [DOE) in which the teacher
currently teaches or any other content area approved by {he superintendent. For the payment of the stipend
in Deceraber {for those teachers employed on January 1 and still employed on the Board ratification date with
the exception of those teachers who retired at the end of the respective school year or were subject {o
Reduction jn Force) the pre-approval process will be waived, but the sup erintendent will still maintain final
approval.

Academic Needs #3 Enhanced Professional Credentials Weight $400 stipend per course

Any teacher completinga master’s level esurse that was needed to maintain Dual Credit credentialing
from July 1, 2018 toJune 30, 2019 will be eligible to earn & onte-Hime $400 stipend per course completed to
Tnaintain Dual Credit Licensing. Transcripts showing completion of the course to earh Dual Credit Status will
be submitted to the Superintendent for approval of the stipend. This benefit will end fure 30, 2019.

Weights for Base Increase
Experjence-Employed by NPUSC for 4t least 120 school days in the prior school year 30%
Highly Effective/Effective Bvaluation Rating 70%

No more than 30% has been assigned to experience. The amount for base fncreases will be-applied to
all eligible teachers who receive an effective or highly effective rating, as well as any other teacher who s
eligihle to receive an increase under the terms of L.C. 20-28-9-1,5(d), and bave been employed by the
corporation on January 1and still employed as of the Board approval date with the exception of teachers
subjectto Reduction in Force. Thatfigure will be added to the etirrent base salary of the respective teacher.

Forthe 2018-2019 school yeat (July 1, 2018 thru June 30, 2019), the arnount available for raises to the

base pay is $1,500 per eligible teacher from the General/Education Fund; and the applicable costs for FICA and
the Teachers’ Retirement Fund Contributions will be paid hy New Prairie United School Corporation.
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Tutoring/Remediation/Enrichment $20.00 per hour

After School and/or Eprichment and Remediation Programs $20.00 or $25.00 per hour

, Depending on Funding Source
Homebound based on howdy frorm individusl confract
Approved after school compmittees/training $17.50 per howr

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

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

Classroom bargaining unit meribers wha are requested and agree to give up planning/preparation
period to teach aneeded class will be compensated with an extended coniract. The value dollar increase will
be adjusted to reflect the master schedule requirements of the particular school building, For example: Ifthe
normal number of dasses a bargaining witit meftber teacher is six (6), the compensation will be an additonal
1/6 of the regular bargaining unit member’s contract divided equally on the paycheck.

New Hire Salary and Current Salary Range
The minimurn siarting salary for a first year new hire will be $36,000
All other new hires will be placed by the superintendent ona traditional step and lane system and has

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

Years of Experience Bachelor's Degree Master's Degree
0 38000 38000
1 36600 ' 38800
2 37200 39600
3 37800 40400
A 38400 ' 41200
5 .38000 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 456800 50800
17 46200 51600
18 46800 52400
19 47400 53200
20 48000 _ 54000
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The superintendent retains the right to determitie salaries for difficult t6 fill positions per language
below;

For the 20182019 school year (July 3, 2018 thru Jane 30, 2019); the superinterident retains the right
to determine salaries for difficult to fill positions as long as it does not exceed the highiest salary of any currént
hargaining unit member in the department in which the new hire is placed.

I¢ the superintendent uses his/her discretion to adjust a salavy fora difficult to fill position, the:
Association will be notified,

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

Amount of raise to the Base Salary for Eligible Certified Staff for the 2018-2019 Schoal Year: $1500.

(18-2019 School Year (July 1, 2018 ~ June 30, 2019) Current Base Salary Range of Existing Certified
‘Peaching Staff: $36,600-567,400.

Fornis and Procedires

All acadentic needs acttvities will need to be documented in written form Where both the pre-approval
and post-approval of the bullding administrator and superintendent will be documented. All activities must
recelve prior apyroval of the building prineipal and proof of corapletion provided to the buflding principal in
order to recefve compensation. Documentation for the previous school ysar will be due no later than June 30,
2019 to the central office. Stipends earhed through these activities will be paid within one month of
submjssion and approval, :

Ticreases in hase pay will begin upon ratification and adeption by the Board of Trustees and will be
retrogetive to July 1.
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*esNumber of Posiiions listed is for informational pufp_dses onily

2p18-2019 ‘
' Number of
School Title Positions Stipend
High School Art Fair/Conipetitions 1 502
High School Assistant Instruinental Director 1 1,575
High School Audio/Visual Club 1 502
High School Auxiliary Guard-Dance (Removed POMS) 1 2,184
High School Dept. Chair Business (based on <4) 1 802
High School Dept, Chair Fine Arts {based on 5-6) 1 994
High School Dept. Chair World Language(based on 5-6) 1 994
High School Dept, Chair Lang Arts (based on>7) 1 1,184
High School - Dept. Chair P.E./Health (based on <4} 1 802
High Schogl Dept. Chair Math (based on =7) 1 1,184
Hiph School Dept. Chair Practical Arts (based on 5-6) 1 994
Hijgh School Dept, Chair Science (hased on >7) 1 1,184
High School Dept. Chair Social Sciences (based.on »7) 1 1,184
_High Sthool Drama Club 1 2,184
High School Color Guard 2 1,182x2
High School Percuyssion Instrucior _ 1 1,182
‘High School International Club {French & Spanish) 1 1,003
High School Freshman Class Sponsor 1 502
High Schaol FBLA 1 2,184
High School FFA 1 3,723
High School Key Club 1 502
High School Hoosier Academic Super Bowl 1 1,217
High School Hoosier Speli Bowl 1 250
High Schoal 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 i 3,723
High School Tunjor Class Sponsor 1 1,325
High School Lettermai Club i 502
High School Lunchroom Supervisor 1 2,184
High School Mock Trial 1 502,
High Schosl NaHonal Honor Satiety 1 680
| High School Pep Band 1 788
High Sehool Pep Club 1 502
High Schiool P.L. 221 Chalr 1 1,074
High School Quiz Bowl 1 717
High School Rohotics Team Head Coach ) 2,184
High School Rohotics Team Assistant Coach 1 1,074
High School RTI Chalr 1 1,074
High School " RTI Member Pool 1 1,074
High School Sclence Fair 1 502
High Schiool Senior Class Sponsor 1 680
High School. Sophomore Class Sponsor 1 502
High School Student Senate 1 2,184
High School Vocal Music Director 1 3,723
High School Yearhook Sponsor 1 1,325
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Number of

Page?2of4

. School Tiile Positions. Stinend
Middle Scheol ‘International Club (French & Spanish] i ' 502
Widdle School Hoosier Academic Super Bowl 1 1,217
Middle School Hoosier Spell Bowl 1 250
‘Middle School Ipstrumental Music Director 1 1,719
Middle School Mathematics Team 1 502
Middle School ' Mathematies Club 1 502
Middle School Middle School Tean Leaders 6 550%6
Middle School P.L. 221 Chair 1 1,074
Middle School RTI Chair 1 - 1,074
Middle School BTI Member Pool 1 1,074
Middle School Science Fair 1 502
Middle School Spirit Club 1 502
Middle School Spirit Chyb 1 502
Middle School Student Couneil 1 250
Middle Schoel Vocal Music Director 1 1,719
Middle School Yearbook 1 788
Middle School Robotics 1 788
Middle School Lunchroom Supeivisor 1 2,184
Elementary Flementary Vocal Director 1 630
Flementary Flementary Vocal Director 1 680
Elementary History Fair Competitions OTE 1 250
Elementary History Fair Competitions RPE 1 250
Elerhentary History Fair Competitions PVE 1 250
Elementary ‘Hoosier Spell Bowl OTE i 250
Elementary Hoosisr Spell Bowl RFE 1 250

| Elementary Hoosier Spell Bowl PYE 1 250
Elementaty Math Bowl Spohscr OTE 1 250
Elementary Math Bowl Spansor RPE 1 250
Elementary Math Bowl Sponsor PVE 1 250
Flemeniary P.L, 221 Chair OTE 1 1,074
Elementary . P.L.221 Chair RPE 1 1,074
Elementary P 221 Chair PVE 1 1,074
Elementary RTI Chair OTE 1 1,074
Elementary _RTI Chair RPE 1 1,074
Elementiry RTI Chair PVE 1 1,074
Elementary RTI Member Pool OTE 1 1,074
Elementary RTI Member Pool RPE 1 - 1,074
Elementary RTI Mernber Ppol PVE 1 1,074
Elementari Scienice Fair OTE i 502
Hlementary Science Fair RPE 1 502
Elemernitary Sclence Fair PVE 1 502
Elementary Student Council OTE 1 250
Elementary Siudent Cauncil RPE 1 250
Elementary Student Council PVE 1 250
Elementary Young Astronauts (One per Elem School) 3 250%3
Elementary PVE Boys BB 1 1,684
Elementary OTE Boys BB 1 1,684
Elemgntary RPE Boys BB 1 1,684
Flémentary PVE Girls BB 1 1,684
Elemientary _OTE Girls BB 1 1,684
Elementary REE Girls BB 1 1,684
Elementary PVE Volleyball 1 1,684
Elementary OTE Volleyball . 1 1,684
Elementary REE Volleyball 1 1,684
Elementary PVE Wrestling 1 1,682




Number of
Schogl Title Positinms Stipend
Elementary OTE Wrestling - 1 1,684
Flementsry ' RPE Wrestling 1 1,684
Elementary Elementary Athletic Supervisor 3 561x3
] *One Supervisor per Blem @ $561 per.. '
High School Baseball Iead Coach 1 3,723
High School Basehall Assistant 1 1,970
High School Basehall Assistant 1 1,970
High Scheal Baskethall Boys Head Varsity Coach 1 7,020
High School Raskethall Boys Assistant Varsity 1 3,223
High School Basketball Boys [V Héad Coach 1 3,223
High School Basketball Boys Freshman Coach 1 3,223
High School Baskethall Girls Head Varsity Coach 1 7,020
High School Baskethall Girls Assistant Varsity 1 3,223
| High School Baskethall Girls JV Head Coach 1 3,223
High-Schonl Paskethall Gitls Freshman Coach - 1 3,223
- High School Cheerleading 1 2,184
High School Cross Counfry Bays 1 3,723
High School Cross Countyy Girls 1 3,723
High School Cross Connfry Assistant B/G 1 1,970 |
High School Fpotball Head Coach 1 7,020
High Schoo! Foothali Assistant Coach 1 3,223
High School Football Assistant Coach 1 3,223
High School Football Assistant Coach 1 3,223
High School Foothall Assistant Coach 1 3,223
High School Football Freshman Coach 1 3,223
High School Foothall Freshman Coach 1 3,223
High School Golf Head Boys Coach 1 2,723
High School Golfhead Girls Coach 1 2,723
High School Softhall Head Coach 1 3,723
High School Softhall Assistant Coach 1 1,970
High School Softhall Assistant Coach 1 1,970
High School Swimming Boys Head Coach 1 3,723
High School Swimming Boys Assistant Coach 1 1,970
High School Swimming Girls Head Coach 1 3,723
High School Swimming Girls Assistant Coach 1 1,870
High Schiool Swimming Dive Coach B/G 1 1,970
| High School Tenmis Boys Head Coach 1 2,723
High School Tennis Boys Assistant Coach i 1,970
High School Tennis Girls Head Coach 1 2,723
_High School Tennis Girls Assistant Coach 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 School Track Girls Assistant Coach i 1,970
| High School Volleyball Head Coach 1 3,723
High School Volleyball Assistant Coach 1 1,570
High School Volleyball Freshman 1 1,970
High School Wrestling Head Coach 1 3,723
High School Wrestling Assistant Coach 1 1,870
High Schoo} Wrestling Assistant Coach 1 1,970
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Numperof

_ School _ Title Positions - Stipen
Middle Sehool Middle School Athlétic Supervisor 1 1684 |
‘Middle School Boys Baskethall Grade 6 1 . 2,614
Middle Schaol Boys Baskethall Assistant Grade 6 _ 1 1,003
Middleé School Boys Basketball Grade 7 1 2,614
Middle School Boys Basketball Grade 8 1 2,614
Middle School Boys Basketball Assistant Grade 7/8 1 1,325
Middle School Girls Baskethall Grade 6 1 2,614
Middle School Girls Baskethall Assistant Grade 6 1 1,003
Middls School Girls Baskethall Grade 7 1 2,614
Middie School Gixls Baskethall Grade 8 i 2,614
Middle School Girls Baskethall Assistant Grade 7/8 1 1,325
_Middle School Cheerleading Sponsor 1 1,395
Middle School Cross Country Head Coach Girls 1 2,149
Middle School Cross Country Head, Coach Boys 1, 2,149
Middie Schoaol Foothall Head Coach 1 2,614
Middle School Yoothall Assistant Coach 1 2,005
Middle School Football Assistant Coach 1 2,005
Middle School Football Assistant Coach 1 2,005
Middle School Swimming B/G 1 2,149
Middle School Swimming Assistant B/G 1 - 1,003
Middle School Track Head Boys Coach MS 1 2,149 |.
Middle School Track Head Girls Coach M3 1 2,149
Middle School Track Assistant Coach Girls MS 1 1,570
Middle School Track Assistant Coach Boys MS 1 1,970
Middle School - Volleyball Grade 6. 1 2,149
Middle School Volleyball Assistant Grade 6 1 1,003
Middle School Volleyball Grade 7 1 2,149
Middle School Volleyball Grade 8 1 2,149
Middle School Volleyball Assistant Grade 7/8 1 1,003
Middle School Wrestling 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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APPENDIX C
GRIEVANCE REPORT FORM

Grievance No. . Distribution of Femm

1. Superihfendent

Building ‘ 2. Ptincipal
‘ 8. Assoclation
Assignment. 4, Teacher
Name of Grievant ' ‘ Dats Filed,
STEP |

A. Date Cause of Grievanee Occurred

B. 1. Siatement of Grievance

2. Relief Sought

Signature Date

C. Disposition by Principal

Signature Date

*If additional space is needed in reporting Seetions B1 and 2 of STEP |, aifach an additional sheet.




Fa

GRIEVANCE REPORT FORM

Srievarice No,

Distribution of Form

1. Superiniendent

Building 2. Principal
3. Associafion
Assignment 4, Teacher
Name of Grigvant Date Filed
STEP Il

A. Position of Grievant and for Association

Signature Date
B. Date Received by the Superintendent
c. Disposition of the Superintendent

Signature Date




.

~ Grevance No.

GRIEVANCE REPORT FORM

h%

Distribution of Form

1. Superintendent

Bullding 2. Principal
3. Association
Asgsignment 4. Teacher
Nams of Grievant Date Filed
STEP I

A. Positlon of Grievant and/or Association

Sighature Date
B. Date Recelved by Board |
C. Disposltion of Board

Signature Date




-,

-~ Gylevance No:

¥

GRIEVANCE REPORT FORM

Disttibution of Form

{. Superintendent

Building 2. Principal
3. Assoclation
Assignment, 4. Teacher
Name of Grievant Date Filed,
STEP IV
A. Position of Grizvant and/or Assoclation
Signature Date

8. Date Submiited To Arbitration

C. Disposition and Award of Atbltrator.

Signature of Arbitrator

Date of Dacision
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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 strategies 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
STOW. :

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 learning
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 “developmental” 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 suppott 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:

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

e Reflecting the priorities and shared values within the school corporation

s 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 II-Professional Responsibilities-Growth
Theme ITI-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/Colleagues/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
= Secks opportunities to grow and learn
» Utilizes the PLC process to further professional development
= Sets professional growth goals
" Assists colleagues in their professional growth
* FEngages in professional reflection, uses reflection to adjust instruction and
set professional growth goals
- Maintains professional responsibilitics
» 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
= Exhibits positive and professional demeanor
» Follows established district policies/procedures

Theme I Relationships and Learning Environment
- Relationships with students
» Teachers consistently use interactions that foster positive professional
relationships '
s (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

Monttors the classroom environment and makes needed adjustments to
maximize leaming

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 Studeni learning
Incorporates assessment technigues 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 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




o 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 PL.C, with colleagues, and
independently as appropriate.

- Develops common assessments to gather data on student learning 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 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

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

e Support through a new teacher induction program

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

» Extensive 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 arcas.

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:

o} 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.

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:

o 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:

» Sumimmative 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 from 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 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
mstruction when the teacher is free to talk.

* A brief conversation after the class or instructional period when the
teacher is free to talk.

® 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 surnmary 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

* TIf possible, 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 observation 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 foilowing:

»  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 teacher and the school principal.

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

s 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 TV- Studeni-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 situations 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
elect 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,

e 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 feachers 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 PL.C 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:

« 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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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.

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

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

(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.

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 desigoed 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.

s

12




* 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 feacher 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 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/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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(Not every element listed in the theme description above may be reflected in the rubric. The
administrator and teacher will collaboratively decide on the score based on the quality & quantity
of the components implemented during the school year.)

_‘: i ( * ) CAER WAL

Highly Effective-4

E?fectiV&é o

Improvement

engaged as a member of the
PLC to proactively plan for
and address student learning
needs. Leads or co-leads the
PLC in following its norms
& protocols while sharing
ideas for the refinement of
the norms & protocols.
Actively engages in PLC
problem-solving meetings,
assisting in developing
interventions and strategies
to address student learning
issues. Leads or co-leads in
the development,
implementation, and
refinement of common
assessments, Is seen as one of
the leaders in the PL.C in the
analysis of student
achievement data and in the
development of PL.C goals.
Provides collaborative
leadership in the
development of the PLC
goals and aligns their
individual or group goals
(when appropriate) to the
PLC goals. Intentionally
shares their professional

progress and encourages

others to share their progress

PLC. Understands and
consistently follows the
PLC norms & protocols.
Actively engages in PLC
problem-solving meetings,
assisting in developing
interventions and strategies
to address student learning
issues. Assists in the
development,
implementation, and
refinement of common
assessments. Is engaged in
the analysis of student
achievement data and in the
development of PLC goals.
Aligns their own
professional growth goals to
the PLC goals (when
appropriate). Regularly
shares their professional
progress and updates the
PLC on their own goal
progress.

contribute to the work of
the PLC. Allows other
PLC members to do all of
the work and only
engages or participates
when other team members
call attention to the issue.
Behavior or engagement
issues need to be regularly
addressed by the team
leader or administrator,

activities and
processes or
undermines these

Processes.

Ineffective-1
Necessary-2
Is actively and consistently | Attends required PLC Does not participate
Is actively and consistently engaged as a member of the | meetings but does not in PLC team
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on their professional growth

goals with the PLC.

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

Seeks 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

= Exhibits positive and professional demeanor
» Follows established district policies/procedures

Rubrie for Theme II-Professional Responsibilities and Growth

(Not every element listed in the theme description above may be reflected in the rubric. The

administrator and teacher will collaboratively decide on the score based on the quality & quantity

of the components implemented during the school year.)

evaluator)

Theme TI- Professional Responsibilities and Growth ( "_:easured partially
through the PL.C team process and partially through feedback

Highly Effective-4

E'fféctive-S

Improvement
Necessary-2

Ineffécti\/:e—l -

Sub category 1-Maintains professional responsibilities

Follows school and district
policies, rules, and guidelines
and provides positive direction
for peers.

Always works within the
expectations of the school in
supervising students
Proactively maintains required
records in an accurate manner
that is easy for others to
understand and interpret.

Follows school and

district policies, rules, and

guidelines
Works within the

expectations of the school

in supervising students
Maintains required

records in an accurate

manner

Is not consistent in
following school and
district policies, rules,
and guidelines
Occasionally works
within the expectations
of the school in
supervising students
Maintains minimal
records in an accurate
manner

Does not follow
school and district
policies, rules,
and guidelines,
work within the
expectations of
the school in
supervising
students, does not
maintain required
records in an

15



Is a leader in building a positive
culture in the school and the
distriet.

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 contributes to
meetings

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

.| Does not contribute

positively to the culture
of the school and district.
Is negative or
encourages negative
behavior at meetings.
Completes required
paperwork, plans,
responses, efc. to the
appropriate
administrators only when
reminded.

accurate manner.
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, etc. to
the appropriate

adminisirators
Sub category 2-Reflects on teaching and learning practices
Consistently engages in self- Engages in self-reflection | Engages in reflection Does not engage
reflection to improve teaching | to improve teaching and only when required. in reflection or
and learning. Seeks multiple learning practices. Tries to justify behaviors | use feedback to
sources of reflection and Uses feedback to improve | when receiving improve
feedback. teaching and learning. feedback. performance.
Actively seeks and uses
feedback to improve teaching
and learning, Shares the ideas
formulated in the reflection
process with PLC members &
colleagues.
Subcategery 3- Engages in Professional Growth and Development
Consistently seeks out and Regularly participates in | Engages in professional | Does not engage
participates in professional professional development | growth minimally or in in professional -
development that is aligned that is aligned with PLC activities not congruent | growth or only

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
sefting. 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.

goals, school goals, the
needs of students, and
their own professional
development goals. Is
able to use information
from professional
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
gxperiences.

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,

engages when
directed to engage
when directed by
the
administration.

Theme 111 Relationships and Learning Environment

- Relationships with students
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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

Rubric for Theme III-Relationships and Learning Environment
(Not every element listed in the theme description above may be reflected in the rubric.
The administrator and teacher will collaboratively decide on the score based on the

quality

& quantity of the components implemented during the school year.)

Theme ITI- Relationships and Learning Environment (Measured primarily
through feedback from the evaluator)

Highly Effective-4 Effective-3 Improvement Ineffective-1
: Necessary-2

Sub category 1-Relationships with Students _

Teachers consistently use Teachers regularly use Teachers occasionally Teachers do not

interactions that foster positive interactions that foster use interactions that use interactions

engagement positive engagement foster positive that foster

Classroom norms and behaviors | Classroom norms and engagement positive

are collaboratively created and behaviors are created with Classroom norms and engagement

consistently modeled student input. behaviors are mainly Classroom
norms and
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Relationship strategies are Relationship strategies are generated by the behaviors are
constantly monitored and | periodically adjusted based | teacher. not present or
adjusted based on student needs | on student needs Relationship strategies | used.

‘ are not consistent. | Little focus is
on developing
or maintaining
relationships.

Sub category 2-Relationships with Parents/Families
Interactions and strategies that Interactions and strategies Tnteractions and There are no

foster positive engagement are
regularly and extensively used
Proactive and regular
communication strafegies are
utilized

that foster positive
engagement are used
Periodic communication
strategies are utilized
Parents are seen and treated

strategies that foster
positive engagement are
used on a limited basis.
Regular communication
strategies are not used

interactions or
strategies used
to connect with
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 | commumity to develop out to the community to | communicate
beneficial parinerships within mutually beneficial address needs. Does not | with or reach
the community. Constantly partnerships within the consider how out to the
porfrays the school or school community. Portrays the community views commmunity.
district in a favorable position school or school districtin a | school or district. Views
with the commumity. Constantly : favorable position with the | Occastonally seeks community as
secks 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 culiure 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
learning environment and
behavior management

Monitors the classroom
environment and makes constant

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

Establishes and
contintously 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

Maonitors the classtroom
environment and makes
constant adjustments to
maximize learning

Still working to create
the foundations for a
respectful learning
environment, High
expectations for
[eaming 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 respectfiil
learning
environment or
cotnmunicate
high
expectations.
Does not have a
physical
classroom
structure to
reflect safety or
learning
standards, No
or minima]
classroom
management
expectations are
in place.
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adjustments to maximize
learning

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 learming

Manages the classroom environment and implements effective
classroom management strategics

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, Rtl 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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(Not every element listed in the theme description above may be reflected in the rubric. The
administrator and teacher will collaboratively decide on the score based on the quality & quantity
of the components implemented during the school year.)

Theme I'V-Student-Centered Instruction (Measured through PLC work and

feedback from the evaluator)

Highly Effective-4 Effective-3 Improvement Ineffective-1
Necessary-2

Sub category 1-Learning Targets -

Plans appropriate learning Plans appropriate learning | Plans lessons with Does not plan

targets based on established targets and instruction learning targets in mind. | lesson utilizing

curriculum and input from the | based on student needs, Does not engage the learning standards

PLC. Designs instruction and | standards, school and students in or learning

learning strategies based on district expectations, understanding the targets.

student needs, standards and formative assessment, and | learning targets. Does

PLC learning goals. Helps to content knowledge not utilize learning

design formative assessments, targets to assess student

uses these formative learning or progress.

assessment to gather data on

student learning, Shares the

results of assessments in PLC

meetings and contributes to

collaborative conversations

about how to improve student

learning.

Sub category 2-Use of Learning Strategies

Constantly engages students in | Engages students in Most of the instruction is | Only teacher-

processing content during processing content during | teacher directed directed teaching

instruction instruction teaching. Occasionally, is used.

Consistently uses questioning | Uses questioning some student

techniques that promotes techniques that promotes participation is utilized.

active learner engagement and | active learner engagement

higher level thinking and higher level thinking

Develops structure and pacing | Provides proper structure

of lesson based on constant and pacing to maximize

monitoring of student learning | student learning

and engagement. Actively

shares learning strategies with

peers and PLC members.

Sub category 3-Monitoring and Adjusting Instruction

Original instruction is Instruction is adjusted Occasional or Majority of

developed based on learning based on evidence of inconsistent monitoring | instruction is

needs of students. student learning, of student learning is teacher or

Adjustments are made based Provides learners with conducted. When textbook centered.

on diagnosis of learning feedback, monitors student | learning difficulties No adjustments

during instruction. Learning learning, checks for their occur, concepts are are made for

interventions are implemented | understanding of concepts | retaught in the same student leaming

to assist learners with success. | and content, adjusts manner as originally needs.

Provides learners with clear learning strategies based presented.

and specific feedback. on student needs
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Rechecks learning after new
mtervention 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 PLC team.

Reviews and analyzes the results of the implementation of common assessments
with their PL.C 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 leam
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
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Rubric for Theme V-Learning Measures

(Not every element listed in the theme description above may be reflected in the rubric. The
administrator and teacher will collaboratively decide on the score based on the quality & quantity
of the components implemented during the school year.)

Learning Measures (Supported by PLC and administrator

= 1

Highly Effective-4 Effective-3 Improvement | Ineffective-1
Necessary-2

Assumes a leadership role in | Assists in the Implements student Does not use

the PLC and with colleagues | identification and/or learning measures but learning measures to

to develop/select appropriate | development of learning does not understand how | gage student
learning measures. Students measures to assess student | to use them in measuring | learning or

exceed expected growth as achievement. Actively student achievement. assessments do not
illustrated in the assessments. | implements student show evidence of
Provides support to other learning measures. student learning,
PLC members and colleagues | Students show evidence

to help them positively of appropriate growth,

impact student growth by Uses learning measures to

using learning measures. make short and long term

Assists PLC members and learning plans and

colleagues generate ideas for | develop tiered support for

new teaching/learning students.

strategies based on the results
of assessments and emerging
student needs.

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.
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Summative Weighting to Determine an Indiana Teacher Effectiveness Score

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

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

Core Theme Area Percentage or Weight Assigned
Collaboration 15%

Professional Responsibilities-Growth 10%

Relationships and Learning Environment 15%

Student Centered Instruction 40%

Learning Measures 20%

Tabulating the Final Teacher 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 15% i6
Professional Responsibilities-Growth 3 10% 3
Relationships and Learning Environment 3 15% 45
Student Centered Instruction ' 3 40% 1.2
Learning Measures 4 20% 8
Total 335

This final weighted score is then translated into a rating on the following scale.

1.0-1.74 1.75-2.49
Ineffective Improvement
Necessary

(Total teacher rating scale from Indiana RISE implementation handbook, State of Indiana,
Version 2.0.)
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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 (improvement 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:

e 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.

e 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 concemn. ‘ :

e In order to implement an Improvement Plan in the Teacher 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 assessment of the principal. The
principal 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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t

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 Teacher Improvement Process would comply with all of Indiana’s employment laws
and statutes.
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Name:

Evaluator:

HIGHLY

EFFECTIVE (4)

Is actively and consistently engaged as a
member of the PLC to proactively plan for and
address student learning needs

Leads or co-leads the PLC in following its
norms & protocols while sharing ideas for the
refinement of the norms & protocols

Actively engages in PLC problem-solving
meetings, assisting in developing interventions
and strategies to address student learning issues.
Leads or co-leads in the development,
implementation, and refinement of common
assessments

Is seen as one of the leaders in the PLC in the
analysis of student achievement data and in the
development of PLC goals. Provides
collaborative leadership in the development of
the PLC goals and aligns their individual or
group goals (when appropriate) to the PLC
goals

Intentionally shares their professional progress
and encourages others to share their progress on
their professional growth goals with the PLC

EFFECTIVE (3)

Is actively and consistently engaged as a
member of the PLC

Understands and consistently follows the PLC
norms & protocols

Actively engages in PLC problem-solving
meetings, assisting in developing interventions
and strategies to address student learning issues
Assists in the development, implementation,
and refinement of common assessments. Is
engaged in the analysis of student achievement
data and in the development of PLC goals.
Aligns their own professional growth goals to
the PLC goals (when appropriate)

Regularly shares their professional progress and
updates the PLC on their own goal progress.

| IMPROVEMENT

NECESSARY (2)

Attends required PLC meetings but does not
contiibute to the work of the PLC

Allows other PLC members to do all of the
work and only engages or participates when
other team members call attention to the issue




e  Behavior or engagement issues need to be
regularly addressed by the team leader or
administrator.

INEFFECTIVE ®  Does not participate in PLC team activities and

(4)]

processes or undermines these processes.

Sub category 1-Maintains professional responsibilities

HIGHLY
EFFECTIVE (4)

Follows school and district policies, rules, and
guidelines and provides positive direction for peers.
Always works within the expectations of the school
in supervising students

Proactively maintains required records in an
accurate manner that is easy for others to
understand and interpret.

Is a leader in building a positive culture in the
school and the district.

Posifively contributes to meetings by leading others
to engage and participate.

Completes required paperwork, plans, responses,
etc. to the appropriate administrators without being
asked.

EFFECTIVE (3

Follows school and district policies, rules, and
guidelines

Works within the expectations of the school in
supervising students

Maintains required records in an accurate manner
Contributes positively to the culture of the school
and district

Positively contributes to mectings

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

IMPROVEMENT
NECESSARY (2)

Is not consistent in following school and district
policies, rules, and guidelines

Occasionally works within the expectations of the
school in supervising students

Maintains minimal records in an accurate manner
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.

INEFFECTIVE (1)

Does not follow school and district policies, rules,
and guidelines, work within the expectations of the
school in supervising students, does not maintain
required records in an accurate manner. Is a
negative force related to the culture of the school
and district. Does not attend or disrupfs them.
Does not complete required paperwork, plans,
responses, etc. to the appropriate administrators




Sub category 2-Reflects on teaching and learning practices

HIGHLY
EFFECTIVE (4)

Consistently engages in self-
reflection to improve teaching
and learning. Seeks mmltiple
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.

EVIDENCE

EFFECTIVE (3

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

Uses feedback to improve
teaching and learning,.

IMPROVEMENT
NECESSARY (2)

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

INEFFECTIVE (1)

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

Subcategory 3- Engages in Professional Growth

and Development

HIGHLY
EFFECTIVE (4)

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.




EFFECTIVE (3)

e  Repularly participates in
professional development that is
aligned with PLC goals, school
goals, the needs of students, and
their own professional
development goals.

e Isable to use information from
professional development to
impact teaching and learning in
their instructional setting. When
appropriate, shares ideas and
strategies they bave learned in
professional development with
PLC team members, colleagues,
their administrator, and others
who can benefit from their ideas
and experiences,

IMPROVEMENT

NECESSARY (2)

e  Engages in professional growth
minimally or in activities not
congruent with their needs or the
needs of the learners or school.

e  Professional development
activities are not aligned with the
professional development plan
developed collaboratively
between the teacher and the
administrator.

INEFFECTIVE (1

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

Sub category 1-Relationships with Students

HIGHLY
EFEECTIVE (4)

e  Teachers consistently use interactions that foster
positive engagement

e Classroom norms and behaviors are collaboratively
created and consistently modeled

®  Relationship strategies are constantly monitored
and adjusted based on student needs

EFFECTIVE (3) e  Teachers regularly use interactions that foster
positive engagement
® Classroom norms and behaviors are created with
student input.
@  Relationship strategies are periodically adjusted
based on student needs
IMPROVEMENT e  Teachers occasionally use interactions that foster

NECESSARY (2)

posifive engagement
® Classroom norms and behaviors are mainly
generated by the teacher.

®  Relationship strategies are-not consistent.

INEFFECTIVE (1)

e  Teachers do not use interactions that foster positive
engagement




Classroom norms and behaviors are not present or

used.

Little focus is on developing or maintaining

relationships.

Sub category 2-Relationships with Parents/Families

HIGHLY
EFFECTIVE (4)

Interactions and strategies
that foster positive
engagement are regularly and
extensively used

Proactive and regular
communication sfrategies are
utilized

Parents are seen and treated
as partners in the educational
process of their children

EVIDENCE

EFFECTIVE (3)

Interactions and strategies that
foster positive engagement are
used

Periodic communication
strategies are utilized

Parents are seen and treated as
important in the educational
process.

IMPROVEMENT
NECESSARY (2)

Interactions and strategies that
foster positive engagement are
used on a limited basis.
Regular communication
strategies are not used with
families. Parents are seen as a
possible resource to help
teachers.

INEFFECTIVE (1)

There are no interactions or
strategies used to connect with
parents. Parents are viewed as a
problem for the teacher.

Sub category 3-Relationships with the community

HIGHLY
- EFFECTIVE (4)

Constantly reaches out to the
community to develop mutually
beneficial partnerships within the
community,

Constantly portrays the school or
school district in a favorable
position with the community.
Constantly seeks to provide
opportunities for students to
positively contribute to the
community.

EFFECTIVE (3)

Regularly reaches out to the
community to develop mutually
beneficial partmerships within the
community.

Porirays the school or school
district in a favorable position
with the community.




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

IMPROVEMENT ®  Occasionally reaches out to the
NECESSARY (2) community to address needs

e  Does not consider how the
community views the school or

district.
®  Occasionally seeks opportunities.
for students to positively
confribute to the community.
INEFFECTIVE (1) @  Does not communicate with or

reach out to the community.
e  Views community as distraction
to the educational process,

Sub category 4-Learning Environment

HIGHLY &  Works in collaboration with
learners (when appropriate) to
EFFECTIVE (4) create a safe, respectful learning

environment where there are high
expectations and support for
student learning

®  THstablishes and continuously
enhances a culture for learning,
persistence and respect.

e  Share these strategies with other
peers and colleagues.

e  Establishes and refines a physical
structure that promotes learning

e  Works in collaboration with
learners to establish and maintain
expectations for learning
environment and behavior
management

®  Monitors the classroom
environment and makes constant
adjustments to maximize learning

EFFECTIVE (3 e  Creates a safe, respectful learning
environment where there are high
expectations and support for
student learning

®  Establishes and continuously
enhances a culture for [earning,
persistence and respect

e  Establishes and refines a physical
structure that promotes learning

e  Establishes and maintains
expectations for learning
environment and behavior
managerment

®  Monitors the classroom
environment and makes censtant
adjustments to maximize learning




IMPROVEMENT e  Still working to create the
NECESSARY (2) foundations for a respectful

leaming environment. High
expectations for learning are not
communicated/shared with
students.

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

INEFFECTIVE (1) e  Does not create a respectful

learning environment or
communicate high expectations

®  Does not have a physical
classroom structure to reflect
safety or learning standards.

e  No or minimal classroom
management expectations are in
place.

Sub category 1-Learning Targets

HIGHLY

Plans appropriate learning targets based
on established curriculum and input from

EFFECTIVE (4 the PLC.

e Designs instruction and learning
strategies based on student needs,
standards and PLC learning goals.

Helps to design formative assessments,
uses these formative assessments to
gather data on student learning,

Shares the results of assessments in PLC
meetings and contributes to collaborative
conversations about how to improve
student learning,

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

IMPROVEMENT Plans lessons with learning targets in
NECESSARY (2) mind.

® Does not engage the students in

understanding the learning targets.

Does not utilize learning targets to assess

student learning or progress.

INEFFECTIVE (1) Does not plan lessons utilizing learning

standards or learnini tariets.

EFFECTIVE (3)




Sub category 2-Use of Learning Strategies

HIGHLY

EFFECTIVE 4

@ Constantly engages students in
processing content during instruction

e Consistently uses questioning techniques
that promotes active learner engagement
and higher level thinking

e Develops structure and pacing of lesson
based on constant monitoring of student
learning and engagement. Actively
shares learning strategies with peers and

PLC members.
EFFECTIVE (3) e Engages students in processing content
during instruction

e Uses questioning techniques that
promotes active learner engagement and
higher level thinking

e Provides proper structure and pacing to
maximize student learning

IMPROYVEMENT
NECESSARY (2)

e Most of the instruction is teacher
directed teaching. Occasionally, some
student participation is utilized.

INEFFECTIVE (1

o  Only teacher-directed teaching is used.

Sub category 3-Monitoring and Adjusting Instruction

HIGHLY e Original instruction is developed based
on the learning needs of students.
EFFECTIVE (4 e Adjustments are made based on
diagnosis of learning during instruction,
e Learning interventions are implemented
to assist learners with success.
e Provides learners with clear and specific
feedback.
@ Rechecks learning after new intervention
is implemented.
EFFECTIVE (3) e Instruction is adjusted based on evidence
of student learning.
e Provides learners with feedback
e  Monitors student learning
e Checks for their understanding of
concepts and content
e  Adjusts leaming strategies based on
student needs
IMPROVEMENT e Occasional or inconsistent monitoring of
NECESSARY (2) student learning is conducted.

e When learning difficulties occur,
concepts are retaught in the same manner
ag originally presented.

INEFFECTIVE (1)

e  Majority of instruction is teacher or
- . textbook centered.
e No adjustments are made for student
learning needs.




HIGHLY
EFFECTIVE (4)

Assumes a leadership role in the PLC and with
colleagues to develop/select approptiate learning
measures.

Students exceed expected growth as illustrated in the
assessments.

Provides support to other PLC members and
colleagues to help them positively impact student
growth by using leaming measures.

Assists PLC members and colleagues generate ideas
for new teaching/learning strategies based on the
results of assessments and emerging student needs.

EFFECTIVE (3)

Asgists in the identification and/or development of
learning measures to assess student achievement.
Actively implements student learning measures.
Students show evidence of appropriate growth.

Uses learning measures to make short and long term
learning plans and develop tiered support for students.

IMPROVEMENT Implements student learning measures but does not
NECESSARY (2) understand how to use them in measuring student
achievement
INEFFECTIVE Does not use learning measures to gage student

@

learning or assessments do not show evidence of
student learning,




Post Observation Conference Questions

Name Subject Date

Tell me how you think the lesson went.

[n thinking about your lesson, in which areas do you think your lesson helped students achieve
mastery of the objective?

What evidence from the lesson led you to believe this?

If you could teach this lesson one more time, what adjustments would you make fo 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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A& Solution Tree

Solution Tree, Inc.
Purchase Agreement

Effective January 28, 2021, Sclutlon Tree, Inc. (“Solution Tree”) located at 555 N. Morton St.,
Bloamingten, IN 47404 and New Prairie Unifed School Carporation {"Gustomer”) located at 5327 North
Cougar Road, New Carlisle, IN 46552 agree as follows:

1.

4

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

Professmnal Deve[opment $20 DDO 0o
Total | $20,000.00

Payment Terms: Customer will provide Solutfon Tree with a purchase order made cut to Solution
Tree, 556 N. Morton St.,, Bloomington, IN 47404, for the full amount dus under this Agreement upon
execution of this Agreement (the "Furchase 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 to a finance charge of 1.5%
monthly. Sohution Tree will invoice Customer off of the purchase order based on the following
schedule:

70% Deposit (nun-refundable) T :$4 000 00 | Upon execution of Agreemen'
- Professional Development $16,000.00 Incrementatly after each date

Professional Development

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

3.2. Presentation Materials: Customer will reproducs 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: Customer will provide a venue, audicfvideo equipment,
and technical support for ail sessions In accordance with the technology requirements desceribed
in Exhibit B. Selution-Tree may terminate this Agreement if Customer's equipment is not up to
the required standard by 30 days prior o the start of the services. if Customer's equipment fails
during the services, Gustomer will still be liable for the full ameunt.

General Terms
4.1. Inteflectual Property: Customer acknowledges that Solutlon Tree or Associate owns the

copyrights to all tangible or electronic presentation materials, handouts, and/or program books
used in conjunction with services performed under this Agreement and thaf no materials will be
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4 Solution Tree

developed specifically for Customer, Solution Tree will refaln all copyrights owned prior to
entering this Agreement, and Gustomer 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 parties’ contral make it impossible fo perform under this
Agreement, the party unable to perform will not have any liabillty to the other party for the
prevented performance. All obligations unaffected by such an event will remain in place.

4.3, Termination: Solution Tree may terminate this Agresment if Solution Tree has not received a

purchase order by the Purchase Order Due Date.

a. Professional Development: if Gustomer cancels any Professional Development Services
within 90 days of the scheduled date for any reason but Force Majeure, Customer will
reimburse Sofution Tree for any reasonable business expsenses incurred 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 to reschedule the Professional Development Services.

4.4. Entire Agreement: This Agreement and any exhibits attached hersto constitute the entire
agreement 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 Agreement will
be effective unless mads in writing and signed by both parties, and the unenforceabiiity,
invalidity, or illegality of any provision of this Agreement will not render the other provisions
unenforceabia, Invalid, or illegal. Any walver by either party of any default or breach hersunder
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 accepted by Customer and Solution Tree:

i) L2

Date

Superintendent
New Pralrie United School Corporation

Shannon R. Ritz Date
Vice President of Professionat Development
Solution Tree, Inc.

Please email this Agreement to Claudla Greenwell at Claudia.Greenwell@SolutionTree.com or fax to
866.308,3135,

v - Page 2 of §




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 Parficipants: TBD Participant Pemographics:
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 Solutlon Tree associate will work with school and district leadership fo deslgn 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 avaitable to schoo! leaders and counselors
to assist them In their supervision and professional growth. The associate will work with district and
school leadership to design the appraisal and professional growth program and provide implementation
and coaching assistance to leaders to effectively use the new appraisaliprofessional growth system.

Days may be conducted virtually. Virtual days are up fo 6 hours of support.

*Dates are dependent on assaciale availability.

vi7.1.1 Page 3 of &




Exhibit B

A5 Solution Tree

Technical Regquirements for Virtual Professional Davelopment

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

Immediately.

SYSTEM
REGUIREMENTS

PCMWindows

Macintosh

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

intel or AMD processor
(24 GHz or More)

Atleast 2 GB RAM

700 Kbps or more for simultaneous
screen sharing, video, and audlo

conferencing

Mac OS X 10.6 or above
Safari 3 ar above, OR
Firefox 4 or above, OR
Chrome 5 or above

2.4 GHz Infel processor
(Core 2 Duo)

At least 1 GB RAM

700 Kbps orF more for
simultaneous screen

shating, video and audio
conferencing

VIDEG/AUDIO
REQUIREMENTS

A sound card installed in your computer

Microphone and speakers connected to your computer or a telephone with

conference-call capabilities
Web camera at one viewing site

SITE
REQUIREMENTS

Hard line Internet connection

Projector, monitor, or whiteboard to view the WG session
Suggested: Tech contact in attendance and availabla for troubleshooting at

time of weh conference

vi7.1.1

Page 4 of 5




4 Solution Tree
GONTACT INFORMATION

Please provide the following information.

Contact; s I;j'/ ! o
nolet

Title: 1 SLWW 1Y
ehone: - 70 p54- 21

Emal: __Ceannon @ npuse. K2 1h .05
Cell#:

Fax:

contact L LEN Por Kmugél

Tite: __DepuN) Treasvye
Phone: 574 -5 -030H _
Emal. ___ e hprKoneKi € npuse. Kiz .in. U

Fax:

vi7.1.1 Page § of 5




Solution Tree

555 North Morton Street Phone: 800-733-6786
Bloomington IN 47404 Fax; 812-336-7790
United States '

BillTo

New Prairle United School Corp
5327 N Cougar Rd

New Carlisle IN 46552

United States

Dua Date

PO# )
39712021

2021-00000091

ltem

CPD0O01 PD Deposit

Terms
Net 30

www.SolutionTree.com #S5238599
2/25/2021
ShipTo : AMOUNT DUE
New Prairle United Sch Corp :
5327 North Ceugar Road ‘ .
Aftn: Carrie Cannon $4,0@0 .00

New Carlisle 1N 46552

United States Due Date: 3/27/2021

él_}étomei' lb Shipping Methoci

106226 Not Applicable
Unif Pricé ) Qiién’.tffy Extension
$1,000.00 4 $4,000.00

samens

Deposit for Customized Professional Development Workshops for New Prairie United School Corporation being held Februay 17-18, 2021 and 2 TBD
Dates with PD Associate John Eller.

‘T pay for this invoice via credit card, pleass visit payments.colutiontree, cam.

Tracking Number(s):
éubtd_tal Sales '"I‘zixTota\'l 'S[sipping Cgbst' 'Totai Ameéunt l:;éid Amount Due
$4,000.60 $0.00 $0.00 $4,000.00 $0.00 $4,000.00




. Solution Tree
555 North Morton Street Phone: 800-733-8786
Blaomingten IN 47404 Fax: 812-336-7790

United States
BillTo
New Prairia United Scheol Corp‘
5327 N Cougar Rd
New Carlisle IN 46552
United States
.POE_% _ S - Dug Date Terms
202100000091 312712021 Net 30

Ttsm -

CPD508 Professional Development

W )\

44 Invoice
www.SoluticnTree.com #S238581
2/25/2021
ShipTo :AMOUNT PUE
New Prairie United Sch Corp
527 orh Govger oad $8,600.00

New Carlisle IN 46552

United States Due Date: 3/27/2021
C}Iétanéribz .- Shipping'!‘}lethod
109226 Not Applicable

Unit Price Quanty " Extension

$4,000.00 2 $8,000.00

Pebruary Session of Customized Professional Development Workshops for New Prajrie United School Corporation held Febroavy 17-18, 2021 with I'D

Associate John Eller.

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

Tracking Number(s):

Subtotal . Sales Tax Total Shipping Cost

$8.000.00 $0.00 $0.00

..'Tofal . o Ar;)puntFaici
$8,000.00 $0.00

Amount Pue

$8,000.00




Pics - ccannon@npusc.k12.in.us - NPUSC Mail

9/15/2021

Open with

IMG_5428.HEIC




9/15/2021

hitps://mail .google.com/mail/u/0/?ogbl &zx=pxz08wlgo612#inbox ?projector=1

IMG_5426.jpg
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P | A
£ PIVOL % FIVESTAR

Evaluations

The guality of a school'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 zll 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.

Q( Student Learning Objectives

Keep measurable learning at the farefront
by developing standards-based |earning
objectives for students,

Q(Custom Evaluation Rubrics

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

Q(Customized Weights for Groups

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

gProgress Page

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

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

Easily Set and Manage
Evaluating Staff in One Place!

! Staff Evaluations Dashboard | /,’%
' v IF

Planned @ Unplanned @ Walkthrough @  InProgress O Shared ©

SortBy Name

\ 1/,
-~

Q Search...

Marc Adams
RISE Teacher 3.0

2 Observations

Summative Evaluations

Regina Adams
RISE Teacher 3.0

1 Observations

Summative Evaluations

v = 0

i ® O L))
Growth Plans . Growth Flans
Evaluations Evaluations

Erenas
Reporting
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Evaluation Plan Website Link

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




The New Prairie United .School
Corporation

A:ITi : - J..}_.lk”E A i i l:‘h

UNITED SCHOOL CORPORATION

Librarian Evaluation

Resource C
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The New Prairie United School
Corporation

Q) NEW PRAIRIE

UNITED SCHOOL CORPORATION

Communicating Teacher

Evaluation Plan

Resource D



New. Prairie United School Corporation Procedures

IC 20-28-11.5-4 (e} (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 United School
Corporation

) NEW PRAIRIE

NITED SCHOOL CORPORATION

Student Services Growth and
Appraisal Process

Resource E

8/20/2021 version



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 _Grthh 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. It 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 vanable 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




o (Contributes to PLC team (5)

* Provides ideas/solutions related to RtI

e Treats others as partners in decision-making

o 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

e Attendance

e Ontime

e Respect for leadership, staff, colleagues

e (Conducts self in professional and productive manner

e Positive/professional demeanor

» Follows established policies/procedures

e Tollows professional organization standards (ASCA, NASW)

o
O
o

Confidentiality/privacy
Reporting (DCS, admin, parents)
FERPA

o (Consultation (when unsure)

* Continuing education/Pl

e Cultural awareness/social diversity
e Commitment to clients/students

e Conlflict of interest

s Advocacy

» Maintain records/documentation

Theme 3 Relationships
e Students ,
oSS consistent interaction that foster productive professional relationships

O

e Family

O

O
O
O

Relationships are monitored/adjusted based on student needs

Consistently foster productive relationships
Working together with parents to benefit the child
Reaching out to develop mutually beneficial partnerships and resources

‘Represent NPUSC in a positive light to the community

o Teachers/Admin/Staff

O

Consistent professional/productive relationships and inferactions




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

Theme 4 Student Centered Services

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

e Career development
o Career programming

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

¢ Student management
o 504

Attendance

Testing

Homeless

Data

High ability

0 0 0 0 ¢




Theme 5 Growth

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

o Utilizes PLLC process

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

® Assists colleagues with professional growth

o 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:

¢ Support through a mentoring support program

¢ Support through a new student services professional induction program

¢ 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

e 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

» Professional development opportunities that are customized to the needs of the new
employee N

e Other support sirategies identified by the school principal and/or PL.C 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:

1 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 irained evaluafor 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 stodent 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:

e 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 *

o 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. :

o 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.

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

(Specific support strategies, goal setting forms, timelines, and other details are provnded n
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:

¢ 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 PLC 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:

e 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]

* 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:

o 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

O

A formal conference shall happen after the lesson where the principal/evaluator
meets with the student services professional to discuss the lesson. ‘
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.
After each conversation, the principal/evaluator can choose to develop and share a
surnmaty 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 PLC process, these professional growth goals can
be setin collaboration with the PLC team.

The Student Services 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 '

» 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

e 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:

e 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.
¢ In addition to the Highly Effective ratings, the student services professional interested in
the Highly Effeciive 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:

e 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:

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 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 ontcomes. 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 stundent 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- Bach 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 learning. 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 subconiponent 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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e 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

e Contributes to PLC team (s)

e Provides ideas/solutions related to RtI

o Treats others as partners in decision-making

® Able to look at issues in fair and impartial manners

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

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

Theme 2 Professional Responsibilities

e Attendance
e Ontime
e Respect for leadership, staff, colleagnes
e Conducts self in professional and productive manner
e Positive/professional demeanor
» 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
¢ Cultural awareness/social diversity
o Commitment to clients/students
» Conflict of interest
e Advocacy
e Maintain records/documentation
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Theme 3 Relationships

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

e Family

Consistently foster positive relationships

Working together with parents to benefit the child

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

c 0 O 0O

* 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

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

s SEL development
o Curriculum development

= Character education

* Student safely and awareness
e Physical -
o Mental
o 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
Attendance

Testing
Homeless
Data

High ability

o 0 0 0 0

Theme 5 Growth

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

s Utilizes PLC process ‘

e 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)

* Contributes to PLC team ()

o Provides ideas/solutions related to Ril

e Treats others as partners in decision-making

o Able to look at issues in fair and impartial manners

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

e Strong, collegial partnerships with administration/leadership and student service team
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Rubric for Theme I-Partnership and Collective Accountability Demonstrated
Through Collaboration

(Not every element listed in the theme description above may be reflected in the rubric. The
administrator and student services professional will collaboratively decide on the score based on
the quality & quantity of the components implemented during the school year.)

Highly Effective-4

Effective—3

- ok gy [y S 4

Iprovement o

Necessary-2

Ineffective-1

Is actively and consistently
engaged (seeks out) as a
member of or a resource to
the PL.C to proactively plan
for and address student
learning needs. Actively
seeks out opportunities to
provide colleagues with
ideas, interventions,
strategies, and solutions to
address student learning
issues based on programs and
processes that match the
culture of the corporation
(such as RtI, PBIS, efc.).
Works to develop
partnerships with colleagues
in decision-making and
problem-solving.
Intentionally shares their
professional progress and
encourages others to share
their progress on their
professional growth goals
-with the PLC. Develops -
parinerships with
stakeholders, (parents, staff,
and community) and with
school administrators to
foster student success.

Is actively and consistently
engaged (when asked) as a
member of or a resource to
the PLC fo reactively plan
for and address student
learning needs. Responds to
opportunities to provide
colleagues with ideas,
interventions, strategies, and
solutions to address student
learning issues based on
programs and processes that
match the culture of the
corporation (such as Rfl,
PBIS, etc.). Works to
develop partnerships with
colleagues in decision-
making and problem-
solving. Shares their
professional progress and
encourages others to share
their progress on their
professional growth goals
with the PLC. Develops
partnerships with
stakeholders, (parents, staff,
and community) and with
school administrators to

foster student success.

Is inconsistently engaged
(when asked) as a
member of or a resource
to the PLC related to
student learning needs.
Responds to opportunities
after repeated requests,
then reluctantly provides
colleagues with ideas,
interventions, strategies,
and solutions to address
student learning issues.
The suggestions are not
aligned to the culture of -
the corporation (such as
Ril, PBIS, etc.). Does not
develop partnerships with
stakeholders or
administrators or share
their professional ideas or

progress with colleagues.

Does not participate

in PLC team

| activities and

processes or
undermines these

processes. Does not

share ideas or
strategies with
CIHSSIODHI teachers.
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.Theme I1- Professional Responsibilities (Supported partially
through the PLC team process and partially through
feedback from the evaluator)

* Attendance
e On time
» Respect for leadership, staff, colleagues
* Conducts self in professional and productive manner
» Positive/professional demeanor
» 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)
'« Continuing education/PT
o Cultural awareness/social diversity
e Commitment to clients/students
e Conflict of interest
e Advocacy
*  Maintain records/documentation
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Rubric for Theme II-Professional Responsibilities

(Not every element listed in the theme description above may be reflected in the rubric. The

administrator and student services professional will collaboratively decide on the score based on
the quality & quantity of the components implemented during the school year.)

PLC team process an

Highly Effective-4

I Effective-3

i
Een &4

Improvement

Necessary-2

Iﬁéfféctiveu 1

Sub category 1-Maintains professional responsibiliti

es

Demonstrates leadership in
following school and district
policies, rules, and guidelines
and provides positive direction
for peers.

Always works within the
expectations of the school in
supervising students
Proactively maintains required
records in an accurate manner
that is easy for others to
understand and interpret.

Is a leader in building a positive
culture in the school and the
corporation.

Positively confributes to
meetings by leading others to
engage and participate.
Completes required paperwork,
plans, responses, etc. to the
appropriate administrators
without being asked. Shows
respect for corporation
leadership, staff, and
colleagues. Follows
professional association code of
ethics. Seeks out opportunities
to model professional
demeanor, acts in excess of
required policies and
procedures, models ethical
behavior, models advanced
application of cultural,

Follows school and
district policies, rules, and
guidelines

Works within the
expectations of the school
in supervising students
Maintains required
records in an accurate
manner :
Contributes positively to
the culture of the school
and district

Positively contributes to
meetings

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

Is not consistent in
following school and
district policies, rules,
and guidelines
Occasionally works
within the expectations
of the school in
supervising students
Maintains minimal
records in an accurate
manner

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

Does not follow
school and district
policies, rules,
and guidelines,
work within the
expectations of
the school in
supervising
students, does not
maintain required
records in an
accurate manner.
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, etc. to
the appropriate
administrators
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Theme 111 Relationships

Students :
o Maintains professional integrity while fostering positive professional relationships

O

Family

O 0 00

Relationships are monitored/adjusted based on student needs

Consistently foster positive relationships

Working together with parents to benefit the child

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

Teachers/Admin/Staff

O
O
O

Consistent positive relationships and interactions
Forming partnerships and working together to benefit students
Open communication and mediation when necessary

Community

O

O
O
&)

Consistently foster positive relationships

Working together with parents to benefit the child

Reaching out to develop mutually beneficial partnerships and resources
Represent NPUSC in a positive light to the community
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Rubric for Theme ITI-Relationships

(Not every element listed in the theme description above may be reflected in the rubric.

The administrator and student services professional will collaboratively decide on the

score based on the quality & quantity of the components implemented during the school

year.)
Theme III- Relationships (Measured primarily t
evaluator) _ 5
Highly Effective-4 Effective-3 Improvement Ineffective-1

Sub category 1-Relationships

with Students

Necessary-2

Consistently use interactions that
foster positive engagement
Appropriate relationship

Regularly use interactions
that foster positive
engagement

Occasionally use
interactions that foster
positive engagement

Does not use

| interactions that

foster positive

strategies and behaviors are Relationship strategies are Classroom norms and engagement
consistently modeled periodically adjusted based | behaviors are mainly Little focus is
Relationship strategies are on student needs generated by the on developing
constantly monitored and teacher. or maintaining
adjusted based on student needs. Relationship strategies | relationships.
Shares relationship strategies are not consistent.

with colleagues. Relationship

strategies are regularly evaluated

and adjusted based on student

needs.

Sub category 2-Relationships with Parents/Families

Interactions and strategies that Interactions and strategies Interactions and There are no

foster positive engagement are
regularly and extensively used
Proactive and regular
communication strategies are
utilized

that foster positive
engagement are used
Periodic communication
strategies are utilized
Parents are seen and treated

strategies that foster
positive engagement are
used on a limited basis.
Regular communication
strategies are not used

interactions or
strategies used
to connect with
parents. Parents
are viewed as a

Parents are seen and treated as as important in the with families. Parents problem.
partners in the educational educational process. are seen as a possible

process of their children. Relationship strategies are resource to help

Relationship strategies are periodically adjusted based | teachers.

regularly evaluated and adjusted | on student needs

based on student needs.

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 districtin a | school or district. Views

with the community. Constantly
seeks to provide opportunities
for the school and students to
positively contribute to the
community,

favorable position with the
community. Seeks to
provide opportunities for the
school and students to
positively contribute to the
community.

Occasionally seeks
opportunities for to
positively contribute to
the community. -

commnunity as
distraction to
educational
process.
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Sub category 4-Colleagues and Administrative Staff

Constantly works in -
collaboration with colleagues
and administrators to create a
safe, Tespectful learning
environment where there are
high expectations and support
for student learmning
Establishes and continuously
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
colleagues 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 respéci.
‘When requested, shares
these strategies with other
colleagues and
administrators and
colleagues. Monitors the
school environment and
works with colleagnes and
administration to make
constant adjustments to
maximize learning

Working to create
relationships with
colleagues and
administrators to build
the foundations for a
respectful learning
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 1V 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 infervention
o Prevention services
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e Student management

C

OO0 0 GO0

504
Attendance
Testing
Homeless
Data

High ability
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Rubric for Theme I'V-Student-Centered Interventions

(Not every element listed in the theme description above may be reflected in the rubric. The
‘administrator and student services professional will collaboratively decide on the score based on
the quality & quantity of the components implemented during the school year.)

ough PLC work

Pﬁghly_Ef_feqtive—él Effective-3 Improvement | Ineffective-1
| Necessary-2

Sub category 1-Planning for student interventions

Is able to see need ‘When requested, works Is not able or does not Does not plan or
interventions that would be either independently orin | identify, plan, or deliver | deliver school,
helpful at the corporation, collaboration with other school, classroom, and classroom, or
school, classroom and student | colleagues to plan and student interventions student

level. Consistently worlks implement appropriate without being requested. | interventions.
either independently or in interventions with students | Only responds with

collaboration with other in relation to their " | requested interventions

colleagues to plan and academic, social- and does not identify or

implement appropriate emotional, career, and suggest other possible

interventions with students in | other needs. These plans interventions.

relation to their academic, and interventions reflect

social-emotional, career, and appropriate learning targets
other needs. These plans and based on established

interventions reflect curriculum and input from
appropriate learning targets the PLC. Designs and
based on established implements student,

curriculum and input from the | classroom, or school
PLC. Designs and implements | interventions based on
student, classroom, or school student needs, standards
interventions based on student | and PLC learning goals.

needs, standards and PLC Helps to design and
learning goals. Helps to design | implement formative

and implement formative assessments, uses these
assessments, uses these formative assessment to
formative assessment to gather | gather data on student
data on student social- social-emotional, career,
emotional, career, academic academic and other

and other appropriate needs. . | appropriate needs. . Shares
Shares the results of the results of assessments
assessments in PLC meetings | in PLC meetings and

and contributes to contributes to collaborative
collaborative conversations conversations

about how to improve student

wellness.
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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 PLC 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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Rubric for Theme V-Professional Growth

(Not every element listed in the theme description above may be reflected in the rubric. The
administrator and student services professional will collaboratively decide on the score based on
the quality & quantity of the components implemented during the school year.)

Theme V- Professional Growth (Meas

process and partially through feéék fmm the

Highly Effective-4 Effective-3 Improvement Ineffective-1
: Necessary-2
Sub category 1-Reflects on teaching and learning practices

Consistently engages in self-
reflection to improve student
services delivery. Seeks
multiple sources of reflection
and feedback.

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

Engages in self-reflection
to improve student
services delivery
practices.

Uses feedback to improve
student services delivery.

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

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

Subcategory 2- 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 student services
delivery. 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 professional
development to impact
student services delivery
in their school and the
corporation. 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

Engages in professional
growth minimally or in
aclivities 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 student services
professional and the
administrator.

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

experiences.
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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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Summative Evaluation Scale

This final weighted score is then translated into a rating on the following scale.

1.0-1.74 1.75-2.49
Ineffective Improvement
Necessary

(Total student services professional rating scale from Indiana RTISE implementation handbook,
State of Indiana, Version 2.0.)

Process to Help Student Services Professionals Exhibiting
Performance Issues: Student services professional
Improvement Process-90 Day Improvement Plan

If a student services professionalism exhibiting performance below expectations (improvement
necessary or ineffective), the principal may choose to work that student services professional in
the Student services professional Improvement Process (90 Day Improvement Plan). In the
Student services professional Improvement Process, the evaluator or principal works with the
student services professional 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 student services professional for the Student services professional
Improvement Process could include:

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

o 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 student services professional could improve his/her
performance through the implementation of an improvement plan.
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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. .

* Animprovement 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.
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Athletic/Activity Director Evaluation

The evaluator will assess the employee’s job performance on the job performance
standards/Indicatars hy checking the appropriate column as defined helow.

Highly Effective Effective Improvement Necessary  Ineffective
HE 4 P1S. E B PTS. IN 2 PTS. 11 PT.

OVERALL MANAGEMENTSKILLS ' HE |E

IN

1. Successfully coordinates and supervises the extracurriculai
activity/athietic programs

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

3. Assist the princlpal in the supervision of coathes and others involved
In the school athletjc program

4, Submits recomsmendatlons to tha principal regarding changes In the
activity/athlatic coach/sponsor staff

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

6. Performs the responslbllities of the continuous planning; program
budget and overall operation of the activity/athlstic program

7. Commutnicates effectively, orally, and in writing both within and
outside the school district,

8. Courdlnates all extracuri‘icu!ar activity traNsportatiun

5. Succassfully implem ehts securlty and safety measures at all
axtracurricular activitles

10, Condusts 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
tha acadeinic prograss of all extracurricular participants

13, Follows all district regulations in the purchase of afl eq uipment and
supplies for the extracurrlcylar program

14. Workis within, and appropriately administers policles, rules,
regilations and procedures of the district and the IHSAA

15, Maintalns effective intefpersonal relatiohships with peers,
supervisors and other staff members
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Related Information:

. Comments/Identtfication of Strengths:

Profassinnal Growth Plan:

B R A A AR A R R0 A R AR W BRA A R R R R
1. Annual Appraisal 50%

2, Achlevemant of
Professional Growth Plan ~ 20%

3, School A —F Grade 0%
3 ko of st e ool o U 00 T 0 s o o0 OB 5 B o ool o ol o O B o e o s e

Athletle/Activity Difackor . pam

Pitnctpal Daté
Sunerlntend’ent ] Date
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The New Prairie Administrator Growth and Appraisal
Process

Background Information

The New Prairie United School Corporation believes in the power of Administrators in the
success of its teachers and learners. Administrators need support, feedback, collaboration with
their colleagues, and access to the latest leadership ideas and strategies in order to be successful.

In this spirit of administrator growth and support, the corporation has developed the New Prairie
Administrator Growth and Appraisal Process. This process contains the growth and support
administrators need in order to help them provide the best learning environments for their
schools, teachers, and students.

The New Prairiec Administrator Growth and Appraisal Process will focus on collaboration,
teacher and student learning and growth, professionalism, school culture, and other measures that
help administrators learn about their practices while letting them stretch themselves
professionally. It will move the primary focus from just measuring and rating administrators 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, collaborative relationships for
addressing the changing needs of students, addressing changing demographics, implementing
research-proven teaching and learning strategies, adjusting learning opportunities to meet the
changing learning needs of students and administrators, and other school corporation values and
priorities.

The New Prairie Administrator Growth and Appraisal Process will also help meet the diverse
and changing needs of administrators 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 administrators.

Goals of the Program New Prairie Administrator Growth and Appraisal
Process

Since the professional support and growth of administrators is key to the success of the students,
the New Prairie Administrator Growth and Appraisal Process is based on several goals designed
to provide opportunities for administrator 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

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




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

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

Provide opportunities for administrators to receive feedback and support from
“alternative sources” other than just observing administrators conducting daily business.
Provide opportunities for administrators to work with their peers and colleagues in
addition to their evaluator 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:

Theme I-Instructional Leadership-40% of total

Theme II- Professional Responsibilities- 10% of total
Theme T11-Professional Behavior/Growth-10% of total
Theme TV-Relationships-15%

Theme V-Collaboration/Community Partnerships-10%
Theme VI-Data/Student Achievement-15%

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-Instructional Leadership-20% of total
- Administrator works to establish and support an environment where all children
and expected to learn and grow. Here are some examples of effective instructional
leadership skills that could be seen in this theme area:

»  Works with instructional staff to identify and implement Essential
Curriculum

» CFA/SKFAs in place

» Encourages and supports strategies to reteach/enrich ESS curriculum

= Ensures 3 Tier Interventions are in place and being implemented by staff

» Identifies, shares, and monitors teaching practices to create culture of best
practices including vertical (building/district)




» Provides clear expectations and support for teachers to implement Tier 1
instruction

»  Works to establish and implement top quality instruction for all students

= Identifies marginal and deficient teachers. Creates, communicates,
oversees the implementation of a professional growth plan if needed

* Holds tough conversations if effective teaching is not happening

* Theme II- Professional Responsibilities- 20% of total

Administrator completes all professional responsibilities as assigned or required
to operate the school effectively. Listed below are some examples of professional
responsibilities that could be observed in an administrator:

»  Understands and implements effective recruitment and selection
processes. (Hiring Practices)

= Directs, supervises, and successfully supports teachers in the Teacher
Growth and Appraisal Process (TGAP)

* Provides PD/Seeks out opportunities for professional development or
participates in/provides evidence of professional growth for self and staff
they supervise

» Utilizes effective task and time management processes in professional
setting

¥ Maintains required records and completes required tasks/responsibilities

» Tollows and ensures other employees follow school/district policies

¢ Insures compliance with/Adheres to:
0 Manages and follows school safety practices
© Manages and follows practices to ensure sound social-
emotional supports for staff and students

e Theme IlI-Professional Behavior/Growth-20% of total

Administrator exhibits the highest level of professionalism to be a model for the
rest of the staff. Listed below are some examples that could be observed in actions
of an administrator:
= Exhibits honesty & transparency. Is accountable for actions and task
delegated to others
»  Utilizes effective 2-way communication. Presents information clearly,
listens to others actively, and seeks out input from others.
» Participates in the creation of school-community norms. Holds
stakeholders accountable for creating and following their own norms.
» Disagrees without being disagreeable

= Confronts issues in a productive manner without being confrontational.
e (Can hold difficult conversations constructively using effective
communication practices.




Exhibits positive interactions with students, parents, colleagues,
community members, and others to provide a positive perception of the
school.

Sets and implements personal and professional goals

Establishes and maintains high expectations for self and others

Leads school with students in mind

Follows maintains all corporation policies, rules, mandates, and other
important guidelines

Exhibits respect for district leadership, colleagues, and other staff
members

Conducts self in professional and productive manner

Exhibits positive and professional demeanor

e Theme IV Relationships-10%
- The administrator understands and values strong relationships. Listed below are
some examples that could be observed in actions of an administrator:
- Relationships with students

Administrators consistently use interactions that foster positive
professional relationships

Classroom norms and behaviors are created and consistently modeled by
administrators 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

e Theme V Collaboration/Community Partnerships-10%
- The administrator understands and works to build strong community partnerships
and collaboration at the school. Following are some examples that could be
observed in actions of an administrator:

Participates in the PLC Process at the administrative level
Supports mentoring/induction for new administrators
Leads PLC work at building




» Has positive interactions with peers, other administrators, teachers, staff,
and others in schoo! corporation

»  Address 4 critical PLC questions {What do we want all students to know
and be able to do? How will we know if they learn it? How will we
respond when some students do not learn? How will we extend the
learning for students who are already proficient? )

»  Promotes academic/social behaviors within the school and school
community

» Builds community partnerships

»  Partners with mentors to help transition new teachers into school
corporation

»  Works with outside providers to help identify resources and counseling for
those in need

o Theme VI-Data/Student Achievement-20%

- The administrator leads the teachers and staff in helping improve student learning
at the school. Listed below are some examples that could be observed in actions
of an administrator in this theme area:

- The school/students meet or exceed expected learning targets

- Models, provides strategies, and provides resources for using data to drive
instruction

- Implements protocols and ensures collaboration of instructional staff to evaluate
student achievement data

- Develops or assists in the development of action plans that include mid-range and
long-term goals, periodic re-evaluation, data points to measure success, and other
important attributes for success

- Share/highlight student achievement/growth with school/community/other
administrators/staff/students

- Lead PLCs through data analysis, problem-solving processes, and idea generation
to address PLC questions 3 & 4 (How will we respond when some students do not
learn? How will we extend the learning for students who are already proficient?)

Program Components

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

Administrators new to the Corporation or a school need support and direction in acclimating to
their new position. New administrators 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 administrator needs can include: feedback from their supervisor related
to their entry plan, information about the students and community, information about their
colleagues and peers, information about the policies and procedures, and other areas of support.




Administrators 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:

Support through a mentoring support program

Support through a new administrator induction program

Extensive feedback based on the Core Themes of the Corporation (leadership
expectations) conducted by their evaluator

Professional development opportunities that are customized to the needs of the new
administrator

Other support strategies identified by the administrator’s evaluator, peers, or other
support staff

Increased Feedback

Administrators new to the school will have opportunities to receive more feedback from their
supervisor/evaluator. This feedback could be the result of conversations with the evaluator,
observations the evaluator has conducted of the administrator completing normal leadership
tasks such as conducting staff meetings, running parent meetings, supervising staff members, etc.
The feedback should be related to district/school corporation core expectations and should be
provided on a regular (at least quarterly) basis. New administrators will be on the following
observation/feedback schedule during their first year of employment:

At least 1 observation will be conducted during the first month of employment

At least 4 observations will be conducted during the first school year

The feedback from the observations will focus on the six core themes of the New Prairie
Administrator Growth and Appraisal Process.

At the end of the first semester, a conference will be held with the evaluator. At this
conference, the new administrator will get specific feedback based on how they are doing
in relation to the expectations within the 6 theme areas.

At the end of the 3" quarter of school, the new administrator will receive a summative
appraisal report outlining their performance and rating their performance within each of
the 6 corporation themes. The rating will use one of the 4 rating scales below:

o Highly Effective: A highly effective administrator consistently exceeds
expectations. This is an administrator 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 administrator’s school and students have generally
exceeded expectations for academic growth and achievement based on guidelines
suggested by the Indiana Department of Education.

o Effective: An effective administrator consistently meets expectations. This is an
administrator 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 administrator’s school and
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: An administrator who is rated as improvement
necessary requires a change in performance before he/she meets expectations.
This is an administrator 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 school and
students of an administrator 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 administrator consistently fails to meet expectations.
This is an administrator 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
administrator’s school and 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 administrators are still learning and growing as they acclimate into their position, the
evaluator rating the new administrator may determine their summative evaluation scores
considering the following:

The previous experience level of the administrator

The performance expectations for a new administrator compared to more experienced,
continuing contract administrators *

The specific assignment or conditions experienced by the new administrator

*  Using this model, it is most likely that the performance expectations of the new administrator
will increase as that new administrator gains experience and job competence. For example: if a
new administrator 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.

New Administrators with Previous Experience Requiring Less Support

The support given to the administrator who is new but has previous experience as an
administrator in another district or corporation can be modified or reduced by mutual agreement




between the administrator and the primary evaluator (or superintendent). Criteria to be
considered in coming to agreement on reducing or modifying the new administrator support
include:

» Summative evaluation rating scores of “effective” or “highly effective” on the most
recent summative evaluation.

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

Existing “Continuing Contract” Administrators

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

o Evaluation/feedback from their evaluator or supervisor (combination of short and
extended observations focused on leadership behaviors, professionalism, and other
factors of the PGAP process)

e Involvement in a leadership PLC that provides focused support/feedback

» An opportunity to set and attain a professional growth goal or goals

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

¢ Continuing contract administrators will receive specific feedback a minimum of 2 times
each year. The preference will be to receive feedback on their performance each
semester.

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

o The evaluator or supervisor will conduct leadership activity observations based on their
preferences and availability. In some cases, observations of leadership activities may be
unannounced, while in other cases, they may want to involve the administrator in
assisting in the scheduling. Administrators may use the types of observations listed below
or a variation of these types:

o Unannounced or “drop in” observations
© Announced or scheduled observations

s After each observation, a conversation or conference will occur between the
administrator and the supervisor/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 after the lesson where the administrator/evaluator meets with
the administrator to discuss the lesson.




o An informal conversation between the supervisor/evaluator and administrator
occurring soon after the observation. This conversation will be formative in
nature. The formative feedback will build toward the summative evaluation and
eventual rating of the administrator’s performance based on the six Core Theme
of the Corporation.

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

» A brief summary of the observation

» A brief summary of the main points discussed in the conference or
conversation

» A brief summary of the administrator’s perspective or comments during
the conversation

» TIf possible, the supervisor/evaluator may provide feedback about how the
administrator is progressing toward the expectations in the Core Themes
of the Corporation.

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

Collaboration in the Data Gathering and Analysis Process

Administrators are encouraged to collaborate with their supervisor/evaluator to provide
data that can be used to more accurately describe their performance.

Administrator Professional Growth Goal Setting

In the New Prairie Administrator Growth and Appraisal Process, administrators will have the
opportunity 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 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 supervisor/evaluator and the administrator.

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

o The timeline for the goal setting process is as follows:

o Submission of initial goal draft to superintendent/supervisor- on or before August
31.

o Review of and feedback on initial goal draft by superintendent- on or before
September 15. The goal feedback can be either written or shared in a follow-up
conference or conversation.

o Resubmission of final goal reflecting superintendent feedback- on or before
September 30. If further feedback or direction is needed, the superintendent will
provide it based on this final draft. Once both the administrator and
superintendent are in agreement on the goal, it will be considered as official.

s Administrators can use the New Prairie Professional Growth Planning Template
(contained in the New Prairie Teacher Growth and Appraisal Process handbook), or any
format that fits into the SMART goal planning process and is mutually acceptable by the
administrator and the superintendent.

Work-Related Observations (Observations in alternative work settings)

In some cases, it may be more beneficial for the evaluator to conduct an observation in an area
outside of the school setting that can help that supervisor/evaluator obtain feedback about
another important area of their work. Observations of administrator work in settings other than in
the school should be collaboratively decided between the supervisor/evaluator and the
administrator.

Highly Effective Administrator Option

If an administrator has been rated as “highly effective” for three consecutive years, that
administrator may elect to work with their supervisor/evaluator to implement alternative
evaluation options. The specific criteria used to determine eligibility for this option will include:

» An administrator interested in participating in this option should have been rated as
Highly Effective in at least 4 of the 6 Core Theme areas on their most recent summative
evaluation.

Those options could include:

s An opportunity to set a fonger term goal that takes more than 1 year to attain

e 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 administrator grow beyond school leadership
skills.

The alternative data option would take the place of extended observations/feedback at the school.
At least 1 short observation/feedback would be used to assess the continued effectiveness of the
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administrator. The administrator 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.

Summative Evaluation (Rating) Process

By the end of the contract year, a summative evaluation will be provided the
administrator/evaluator. This summative evaluation will use data from the observations, data that
has been provided by the administrator, and other data that has been gathered to determine a
summative rating in cach of the 6 Themes established by the School Corporation. The final
summative rating for each of the Core Themes will be based on the 4 scales below:

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

» Effective: An effective administrator consistently meets expectations. This is an
administrator 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 administrator’s school or students, in
aggregate, have generally achieved an acceptable rate of academic growth and
achievement based on guidelines suggested by the Indiana Department of Education.

s Improvement Necessary: An administrator who is rated as improvement necessary
requires a change in performance before he/she meets expectations. This is an
administrator 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 school or students of an administrator 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 administrator consistently fails to meet expectations. This is
an administrator 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 administrator’s school or
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)
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Theme Descriptions and Rubrics to Guide the Feedback and Development of

Administrators

The following theme descriptions and rubrics have been developed as a way for both
administrators 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 administrators and
their supervisor/evaluator to have a general understanding of the expectations. 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 administrator and their supervisor/evaluator will need to
engage in a conversation related to the summative scoring.

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 an
administrator during the evaluation period. An administrator may not need to complete
every subcomponent within a rubric area or theme to earn a specific rating in that area.
The rubrics are not designed to be “all inclusive™- In the collaboration between the
administrator and their evaluator; 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

e Theme I-Instructional Leadership

-~ Administrator works to establish and support an environment where all children
and expected to learn and grow. Here are some examples of effective instructional
leadership skills that could be seen in this theme area:

»  Works with instructional staff to identify and implement Essential
Curriculum

» (CFA/SFAsinplace

» Encourages and supports strategies to reteach/enrich ESS curriculum

»  Ensures 3 Tier Interventions are in place and being implemented by staff

» Identifies, shares, and monitors teaching practices to create culture of best
practices including vertical (building/district)

» Provides clear expectations and support for teachers to implement Tier 1
instruction

= Works to establish and implement top quality instruction for all students

» Tdentifies marginal and deficient teachers. Creates, communicates,
oversees the implementation of a professional growth plan if needed

»  Holds tough conversations if effective teaching is not happening
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Theme II- Professional Responsibilities
- Administrator completes all professional responsibilities as assigned or required
to operate the school effectively. Listed below are some examples of professional
responsibilities that could be observed in an administrator:

»  Understands and implements effective recruitment and selection
processes. (Hiring Practices)

» Directs, supervises, and successfully supports teachers in the Teacher
Growth and Appraisal Process (TGAP)

» Provides PD/Secks out opportunities for professional development or
participates in/provides evidence of professional growth for self and staff
they supervise

» Utilizes effective task and time management processes in professional
setting

* Maintains required records and completes required tasks/responsibilities

»  Follows and ensures other employees follow school/district policies

* Insures compliance with/Adheres to:
o Manages and follows school safety practices
o Manages and follows practices to ensure sound social-
emotional supports for staff and students

= Partners with mentors to help transition new teachers into school
corporation

Theme 111-Professional Behavior/Growth

- Administrator exhibits the highest level of professionalism to be a model for the
rest of the staff. Listed below are some examples that could be observed in actions
of an administrator:

»  Exhibits honesty & transparency. Is accountable for actions and task
delegated to others

= Utilizes effective 2-way communication. Presents information clearly,
listens to others actively, and seeks out input from others.

» Participates in the creation of school-community norms. Holds
stakeholders accountable for creating and following their own norms.

» Disagrees without being disagreecable

* Confronts issues in a productive manner without being confrontational.
e (Can hold difficult conversations constructively using effective
communication practices.
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Exhibits positive interactions with students, parents, colleagues,
community members, and others to provide a positive perception of the
school.

Sets and implements personal and professional goals

Establishes and maintains high expectations for self and others

Leads school with students in mind

Follows maintains all corporation policies, rules, mandates, and other
important guidelines

Exhibits respect for district leadership, colleagues, and other staff
members

Conducts self in professional and productive manner

Exhibits positive and professional demeanor

e Theme IV Relationships
- The administrator understands and values strong relationships. Listed below are
some examples that could be observed in actions of an administrator:
- Relationships with students

Administrators consistently use interactions that foster positive
professional relationships

Classroom norms and behaviors are created and consistently modeled by
administrators and students

Relationship strategies are implemented, monitored and adjusted based on
student needs

- Relationships with Families, Community, Colleagues and Staff

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

e Theme V Collaboration/Community Partnerships
- The administrator understands and works to build strong community partnerships
and collaboration at the school. Following are some examples that could be
observed in actions of an administrator:

Participates in the PL.C Process at the administrative level
Supports mentoring/induction for new administrators
Leads PLC work at building
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= Has positive interactions with peers, other administrators, teachers, staff,
and others in school corporation

»  Address 4 critical PLC questions (What do we want all students to know
and be able to do? How will we know if they learn it? How will we
respond when some students do not learn? How will we extend the
learning for students who are already proficient? )

* Promotes academic/social behaviors within the school and school
commurnity

= Builds community partnerships

= Partners with mentors to help transition new teachers into school
corporation

= Collaborates with outside providers to help identify resources and
counseling for those in need

¢ Theme VI-Data/Student Achievement

The administrator leads the teachers and staff in helping improve student learning
at the school. Listed below are some examples that could be observed in actions
of an administrator in this theme area:

The school/students meet or exceed expected learning targets

Models, provides strategies, and provides resources for using data to drive
instruction

Implements protocols and ensures collaboration of instructional staff to evaluate
student achievement data

Develops or assists in the development of action plans that include mid-range and
long-term goals, periodic re-evaluation, data points to measure success, and other
important attributes for success

Share/highlight student achievement/growth with school/community/other
administrators/staff/students

Lead PLCs through data analysis, problem-solving processes, and idea generation
to address PLC questions 3 & 4 (How will we respond when some students do not
learn? How will we extend the learning for students who are already proficient?)

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 6 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.,
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Summative Weighting to Determine an Indiana Administrator Effectiveness

Score

The summative information from the Core Themes will be used to determine a final
administrator effectiveness score. Currently, the State of Indiana is still requiring that an
administrator effectiveness score be developed for each administrator.

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

Core Theme Area | Percentage or Weight Assigned
Instructional Leadership 20%
Professional Responsibilities 20%
Professional Behavior/Growth 20%
Relationships 10%
Collaboration/Community Partnerships 10%
Data/Student Achievement 20%

Tabulating the Final Administrator Effectiveness Score

An example of tabulating the results is listed below:

Core Theme Area Rating (1- | Percentage or | Weighted
4) Weight Rating
Assigned
Instructional Leadership 4 20% 8
Professional Responsibilities 3 20% .6
Professional Behavior 4 20% 8
Relationships 3 10% 3
Collaboration/Community Partnerships 3 10% 3
Data/Student Achievement 4 20% 8
Total 3.6
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This final weighted score is then translated into a rating on the following scale.
2.85

Ineffective Improvement Effective
‘Necessary e e R S
1.0 1.75 2.5 35 40
Points Points Points Points Points

(Total administrator rating scale from Indiana RISE implementation handbook, State of Indiana,
Version 2.0.)

Process to Help Administrators Exhibiting Performance Issues

Administrator Improvement Process-90 Day Improvement Plan

If an administrator is exhibiting performance below expectations (improvement necessatry or
ineffective), the supervisor/evaluator may choose to work that administrator in the Administrator
Improvement Process (90 Day Improvement Plan). In the Administrator Improvement Process,
the evaluator or supervisor works with the administrator to develop a growth plan is designed to
help the administrator’s performance move back into the “effective” range in all theme areas.

Criteria that would qualify an administrator for the Administrator Improvement Process could
include:

e Concerns related to performance on one or more of the 6 Core Themes that could place
the administrator in the “improvement necessary” or “ineffective” range.

e 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 administrator, the
administrator has determined the administrator could improve his/her performance
through the implementation of an improvement plan.

Details and Requirements in the Administrator Improvement Process

The Administrator Improvement Process is typically used when an administrator’s performance
is identified as an “improvement necessary” or “ineffective” in one or more themes within the
New Prairie Administrator 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
administrator in the classroom of the administrator. Once the supervisor/evaluator has met with
the administrator to inform them of the concern area or areas, and has shared examples that
illustrate the concern, the supervisor/evaluator works with the administrator to develop an
improvement plan designed to improve the performance and alleviate the concern.

e In order to implement an Improvement Plan in the Administrator Improvement Process,
the supervisor/evaluator would need to present data that shows that the administrator is
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below expectations in relation to the Core Themes in the New Prairie Administrator
Development and Appraisal Process. The administrator being presented with the
information would have an opportunity to share data that illustrates their perspective on
the assessment of the administrator. The supervisor/evaluator will need to consider the
data presented by the administrator in making a final assessment of the need for the
implementation of an Improvement Plan. After considering the administrator’s data, the
supervisor/evaluator 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 Administrator Improvement Process would comply with all of Indiana’s employment
laws and statutes.
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My, Jim Dearinody, Superintendent
5327 N, Cougar Rd,
Wew Carlisle, IN 456582
574-654-7278, 219-778-2814
IAX 6748547374
www.npuselel2,inus

Sy, 4 edimd A IR oy il et PSP S

Board of School Trustees, New Prairie United School Corporation

TO:

FROM: Jim Dermody ‘
DATE. June 19, 2014

RE:

Recommended 2013 ~ 14 NPUSC Superintendent and Director of Evaluation

& Curriculurm Evaluation Instrument Madifications

| am recommending that the NPUSC Superintendent and Director of Evaluation &
Curriculum Evaluation percentages be adjusted for the 2013 - 2014 school year. This
modification is based on the infonmation listed below;

e The weight of current schno! wide learning (A - F) percentages for the
- Superintendent will be changed from 10% to 20%, while the appraisal
percentage will decrease from 70% to 60%,
= The weight of current schoal wide learning (A - F) percentages for the
Director of Evaluation & Cutriculum will be changed from15% to 20%
while the appraisal percentage will decrease from 75% to 70%.

NPUSC evaluative instruments will continue to pe periodically reviewed for consistency
and genuine effectiveness, These recommended madifications are being submitted for

Board

consideration. Thanlk you.

si CULTORE OF EXCELLENCE? 10%a




The New Prairie United School
Corporation

UNITED SCHOOL CORPORATION

Superintendent
Evaluation and Rubric

Resource I
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Indiana Superintendent Evaluation Rubric Scove Sheet

| building lender effactiveness and student chieyement.

1.0 Auman Capital Manager~The superintendent asen £he rola of human eapital manager to drlve lmprovements in

Andivnfor | Hipghly Bffective () | Eflesive {5) Tmprovement “Enelfectiyve (1)
e Nﬁﬂrjﬂﬂm_ I
FER [} i !
33 [l O O |
13 (=] E g i
14 .
i5 % | u| |
Sepra | ]

2.0 Instruetioaal Lyndership — The superintendent scutely fosuses on ;mveﬂve teaching and legrming, pozserses a desp
and comprehensiye understanding of best instructional practices, and continuously promoten activliles that contributas to
{_the academis suceess of nll students.

Tndicator | Highly Effectiva (4) Tfilectlve (3) Improvement Tmeilective (1) Cntegory Beore
Neceusayy (2}
2l iJ- ] L1 ] |
2.3 O 0 T ] 0
23 [} 0O il |
Seors

relaflonshipa In the sehool covporation,
Fndleatar | Tighly Bifcetive (4)

3.0 Peraonal Dohavlor — The superintendent madols personal behaviors thnt set the tona for all student nnd adult

Effectve (3) Improvement Ineffective (1) Category Score
Necesvayy (2) 3
31 ] o} W]
32 ] ml O a
Beora
4.0 Bullding Relattonships —The superintendent bullds relatlonships to ensura thad all ey siakeholders worlt effactively
with each other to achleva transformativa rosulte.
Indlentos | IHighly Bffectivo (4) Efftctivy (3) Impravemeng Tneffective (1) Cotogory Seove
Necesrony (2)
4.1 L | O
42 | O [m] [
4.3 ] [} ]
44 ] [
P 0 N o
46 W] [m] ] O
Seors

achool corporation's

yinion of success for

pyery student.

5.0 Cultura of Achlevement - The superintendent develops a corporatlon-wide culture of achloyement allgned fo the

Indicator | Highly Effective (4) Effoeilye (3) Tmproyement Ineffeatlve (1) " Categovy Brore
Ij u Necemary (2) n
51 ]
53 L 0 L] L
53 ﬁ [} | ]
54 ] i O O
Seore |

6.0 Orgnnllnﬂunni, Opoerailonal, and Ren
and resource management aldils to suppo

pures Monagement— The superintendent !
rt school corporation improvement ond achisve desired educational outeomes,

Tmprovement Ineffective (1)

avarages organizational, oparational,

Indlentor | Highly Effcctive (4) TAfecilve (3) Calegory Score
WNecesuary (2)
S s B e e
6.2
63 | [ ]
64 0 ] | ]
65 0 O 0O ]
Total
| Bupérintendents Goals/Objsctven
Goal{ | Highly Effective (4) Eifective (3) Improvement - Ineffeative (1) Category Scove
Objective Necessary (2)
1 (] [m] ]
2 [M] %_ — 0 B
3 | [u] L1
4 £l 3] || ]
5 in] O 0
] ] L 0

I
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ISBA/TAPSS Superintendent Evaluation Metries

[Exatople]: 70% Leadership Outcomes, 20% Superintendent Goals/Obj ectnres,
10% Student Learning Data

2 Leadsiship

T Student Learning
Data

Superintendent
Goals/Objectives

LEADERSHIP OUTCOMES

Effectiveness Rubric ( + This score is obtained from the evaluation rating from the
ISBA/TAPSS Superintendent Evaluation Rubric. The process for determining this is outhined in

the rubrlc itself, In this example, It is weighted at 70% of the supcuntendent’s comprehensive
rating,

Cutcpory Poiits

I [ Tectivenesy Highly Effective (HE)

[Rnbrie Effective ()

Improvement Necessary (1)
Tneffective (IN)

— o

STUDENT LEARNING DATA(

Accountability A-F Grade ( ! The Accountability A-F Grade is obtamedthmugh its own
rahng process that incorpotates growth and achievement, This rating iz available through IDOE

in August of each yearto include in the evaluation. Itis weighted at 10% of the superintendent’s

comprehensive rating in this example,

A Highly Effective (FE) 4
B Effective (B) 3
C Improvement Necessavy (I) 2
DorF Ineffective (IN) - i

i20



SUPERINTENDENT GOALS/OBIECTIVES (20%):

This is an opportunity for superintendents to focus on individual goals/objectives mutually
identified by the superintendent and school board that address local needs, focus on specific areas
of school administration, or that emphesize aveas of personal growth and performance. It s
weighted at 20% of the superintendent's comprehensive rating in this example,

The guideline for Superintendent Goals/Objeetives are ag follows;
1. Must be eollaboratively set by superintendent and school board
2, Mustbs measutable
3, Must repregent aminimum of two goals
4. May be corporation or school-based
3. Can bereflective of petsonal growth or achievement

Exceeds all goals Highly Effectlve (HE) 4
Meeta all goals, may exceed one | Effective (B) 3
Meets only one goal Improvement Necassary (1) 2
Meets tio goals Ineffectiva (IN) 1
COMPUTING THE SCORE:
Ruhric Rating 3 0.60 !
+ Accountability A-F Grade 4 0, L2 A
+ Superintendent Goals/Objective Rating 4 0.20 8
Comptehensive
Effectiveness Roting 3.3

SCALE

Tneffectlve | Improyement | Effective

Necessary
1.0 1.75 2.5

Highly
Effective
4,0
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