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East Hartford Public Schools is committed to a@obf equal opportunity/affirmative action for
all qualified persons. The district does not dieanate in any employment practice, education
program, or educational activity on the basis aferacolor, religious creed, sex, age, national
origin, ancestry, marital status, sexual orientgtisability (including, but not limited to, mehta
retardation, past or present history of mentalldigg, physical disability or learning disability)
genetic information, or any other basis prohibiteg Connecticut state and/or federal
nondiscrimination laws. East Hartford Public Sdsodoes not unlawfully discriminate in
employment. Inquiries regarding the district’'s dimerimination policies should be directed to the
Director of Human Resources, East Hartford BoarBdiication, 1110 Main Street, East Hartford,
Connecticut 06108, 860-622-5129.
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| DISTRICT VISION:

The mission of East Hartford Public Schools isebwr a high quality learning experience for Every
Child, Every Day.

Expectations
Matter

Effort
Matters

Solutions
Matter

Competence
Matters

Results
Matter

Relationships
Matter

| DISTRICT CORE BELIEFS: WE BELIEVE ... |

We believe our expectations set the bar for perdmee throughout all district
Expectations levels. We expect all ghildren to reagh theiréatlp'otential as learners a_nd achigve
Matter: career or coIIe_ge readiness. We achieve our exjp@cs through a commitment tq
' goal setting, high level adult performance, relesglsupport and continual
adherence to system wide accountability.
We believe that as leaders, our effort sets the,tooncept and work ethic of the

Effort distri " -

Matters: istrict. We demonstrate effort thro_ugh our daityions, our willingness to solve
problems and our relentless commitment to excedlenc
We believe as leaders, our personal level of eigeeit a relative concept that mus
continually grow and improve. We are committeghéosonal growth, to

Competence . .

Matters challenging our areas of current Weakness_ ar_1d fhasizing our current areas of
comfort and strength. We model for our districtavih means to be life-long,
committed and growing learners.

We believe as leaders, our approach to all chadiemngust be a solution based
. mindset. We demonstrate this approach by addigesdlichallenges with optimisn

Solutions - o Y .

Matter: creativity and an insistence that_a solution |slgbte to us. We_ model this
approach to our district by refusing to complainréfusing to give up and by
always being willing to take another look.

We believe that the relationships we share witthedlber, within our departments
Relationships | and within the district make the difference in gejtthe results we want. We model

Matter: strong relationships based on honesty, loyaltyaodmmitment to working
together.

We believe that our success as a team and ourssuasendividuals are measureg

Results by tangible results. We demonstrate this beliekibgwing our current level of

Matter: performance, setting realistic goals and holdingelwes accountable on a regular
basis to these goals. a‘
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SECTION I: INTRODUCTION

East Hartford Public Schools believes that a quaducator is the single most influential school-
related power in a student’s life. In accordancéhwvinis belief, this professional development and
evaluation plan centers on the core principles @foantability and support in the growth and
development of all district staff.

This East Hartford Professional Development andcathr Evaluation Plan was developed in 2012-
2013 through a year-long process of collaboratietwben and among educators from all levels,
including building level administrators and centoéfice administration, who focused on providing an
avenue for professional growth and accountabihigt twould lead to improved student achievement.
Initially informed by the Connecticut System of Edtor Evaluation and Development (SEED) and
the Connecticut Guidelines for Educator Evaluatibe, committee concentrated on developing a plan
that is, first and foremost, fair, that celebrajesat teaching, that provides system-wide accotlityab
and that details systems for support as neededter Alfie first year of implementation, and in
recognition that a plan of this magnitude continteebe refined and improved, the committee met to
review and clarify important areas in response ®epeér understanding of the process and
acknowledgement of new flexibilities provided byetlConnecticut State Department of Education
(CSDE). It is the hope that this document will ¢oné to serve as a guiding standard for all edusato
in the years to come. Understanding that a mapat gf the educational process is to develop the
capacity of the students to become successfulldifg learners, this plan focuses on the profession
growth and development of educators as learnersnaplémenters of educational strategies to support
all students.

The East Hartford Professional Development and &ucEvaluation Plan contains several key
elements designed to underscore and operationthkzeoncepts of accountable professional growth.
Educator professional development and evaluatiertvao of the key elements in the development of
an effective system that supports teaching andilegr In an effort to enhance a strong alignment
between professional development and educatoripeathe evaluation model described in this plan
outlines the steps East Hartford Public School$ take in collaboration with district educators to
enact this system, including professional learniagaluation of practice, assessment of student
achievement, and educator support and improvement.

This evaluation plan was first implemented in Bdsirtford Public Schools during the 2013-2014
school year. Both the East Hartford Public Schaoisl the East Hartford Education Association
(EHEA) collaboratively reserve the right to makguatinents, as needed, to improve the educator
evaluation process. Any modifications to the eviauramodel will be shared with East Hartford Board
of Education. East Hartford Public Schools alserees the right to make changes after reviewiag th
Connecticut State Department of Education (CSDH)atgrl revisions as released publicly for this
purpose. As this document outlines an updated hiodéhe evaluation and development of educators
in East Hartford, East Hartford Public Schools amkiedges its use of Connecticut's SEED,
developed by a diverse group of educators in JOA€ 2vhich focuses on best practice research from
around the country and on previous iterations o$tHdartford’s Professional Development and
Evaluation Plan.
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Purpose and Rationale of the Evaluation System

The revised professional development and evaluasigstem is based on the belief that “when
educators succeed, students succeed.” Researghdvas that no school-level factor matters more to
students’ success than high-quality educatorssupport educators, it is important to define exxdl|
practice and results clearly, give accurate, uséfifibrmation about educators’ strengths and
development areas, and provide opportunities fawtr and recognition. Therefore, educator
evaluation and professional development are inliggnaked. Recognizing educators as professionals
and respecting the need for continued growth ameldpment provides a basis for this model. The
dual purpose of the new evaluation guidelines, 3D model and East Hartford’s model is to
evaluate educator performance fairly and accuradelg to help each educator strengthen his/her
practice to improve student learning through aatmilative process.

Core Design Principles
The following principles guide the design of thesEldartford model:

» Consider multiple, standards-based measures obpegnce
An evaluation system that uses multiple sourceimformation and evidence results in a fair,
accurate and comprehensive picture of an educgierfermance. The new model defines four
categories of educator effectiveness:

0 Student learning (45%)

0 School-wide student learning (5%)

o Educator performance and practice (40%)

o Parent feedback (10%)

These categories are grounded in research-basgahalastandards: the Common Core State
Standards, as well as Connecticut’s standardsdioacagors: The Connecticut Common Core of
Teaching (CCT); the Connecticut Framework K-12 @uiar Goals and Standards; Smarter
Balanced Assessment Consortium’s Connecticut stagessments; and locally-developed
curriculum standards.

* Promote both professional judgment and consistency

Assessing an educator’s professional practice reg@valuators to use constant professional
judgment. No rubric or formula, however detailedn capture all of the nuances in how
educators interact with students, and synthesizmgtiple sources of information into
performance ratings is inherently more complex tblaecklists or numerical averages. At the
same time, educators’ ratings should depend om pegformance, not on their evaluators’
biases. Accordingly, the model aims to minimize thariance between school leaders’
evaluations of classroom practice and support éagnand consistency within and across
schools.

* Ensure fairness and accuracy: evaluator traininggnitoring and auditing
All evaluators are required to complete trainingtbe evaluation model. To that end, East
Hartford Public Schools will provide an orientatiomthe professional development plan and
the evaluation process at the beginning of eachdgrear. East Hartford Public Schools will
also provide administrators with training opporties and tools to support district
administrators and evaluators in implementing tmefd3sional Development and Educator
Evaluation Plan across the schools. Evaluatomtai®mn, support training and calibration
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practice may be provided by a RESC, the CSDE, #&idriconsultant or the district to ensure
that evaluators are trained in conducting eduoatatuations with fairness and accuracy. The
district will be required to submit the number diueators at each rating level for all educators
on an annual basis. The CSDE may select districtaralom annually to review evaluation
evidence files for a minimum of two educators radégdmplary and two educators rated below
standard.

» Foster dialogue about student learning
This model hinges on improving the professionalvessation between and among educators
and administrators who are their evaluators. Tiadodue in this new model occurs more
frequently and focuses on what students are legrrand what educators and their
administrators can do to support teaching and iegrn

» Define effectiveness and ineffectiveness
Using multiple indicators serves to clarify the mieg of effectiveness or ineffectiveness in
East Hartford Public Schools. This determinatisrmiade utilizing a pattern of observations
and/or summative ratings derived from the multipidicators outlined in the evaluation
system. In addition, the East Hartford Profesdi@®velopment and Educator Evaluation Plan
provides educators with the support and opportuoityimprovement when observed practice
or summative rating is deemddvelopingor below standard

* Encourage aligned professional development, coachimd feedback to support teacher
growth
Evaluation, alone, cannot hope to improve teaclpiragtice and student learning. However,
when paired with effective, relevant and timelydieack and/or support, the evaluation process
has the potential to help move educators alongptik to exemplary practice. Non-tenured
and tenured educators alike deserve detailed, rcmtise feedback and professional
development tailored to the individual needs ofrtblassrooms and students. This new model
promotes a shared language of excellence to whicfegsional development, coaching and
feedback can align to improve practice. The Eaaitfbird Professional Development and
Educator Evaluation Plan, in accordance with thiagiple, provides educators with support
and opportunity for improvement when observed anmmative practice as rated is deemed
developingor below standard

* Provide opportunities for career development anovgh
Rewarding exemplary performance, identified througfie evaluation process, with
opportunities for career development and profesdigrowth is a critical step in both building
confidence in the evaluation system itself and uilding the capacity of all educators. East
Hartford Public Schools encourages the developroérdgducator leadership as a means of
career development and professional growth oppibiesn (See Appendix for more detailed
information)

» Allow for primary and complementary evaluatorsnaeded
The primary evaluator for all educators will be #gdministrator to whom they report and who
will be responsible for the overall evaluation gss, including assigning summative ratings.
In East Hartford Public Schools, complementary eatmrs must be certified administrators
serving under the 092 certificate. Complemenéualuators may assist primary evaluators by
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conducting observations, collecting additional evicke, reviewing student learning objectives
(SLOs) and providing additional feedback. A compémtary evaluator should share his/her
feedback with the primary evaluator as it is cakbelcand shared with educators. All evaluators
must be fully trained as evaluators in order t@b#horized to serve in either role.

» Ensure feasibility of implementation
Enacting this model of professional development evaluation is hard work. Educators will
need to develop new skills and think differentlyoabhow they manage and prioritize their
time and resources. This model aims to balande éxpectations with flexibility for the time
and capacity considerations required to implembig model effectively and with fidelity.
East Hartford educators and administrators, workiogether, will enable the district to
progress in its goal of promoting excellence inckéag and learning — leading to student
growth and achievement. Furthermore, effective l@mentation of this professional
development and evaluation system is connectedstmag alignment between and among the
District Improvement Plan, the individual School pravement Plans, Department
Improvement Plans, where appropriate, educatosgoal student outcomes.
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SECTION II: MODEL OVERVIEW

The East Hartford Professional Development and &ucEvaluation Plan contains two key
categories divided into four elements designedufapert professional growth and educator practice.
Understanding the complexity of the craft of teaghand learning, East Hartford Public Schools
believes that the summative rating of an educatoulsl reflect the myriad tasks and influences that
the educator has related to student learning. uCiapt this belief, the East Hartford Professional
Development and Educator Evaluation Plan uses phellindicators to assess educator effectiveness.
These key categories and elements are identifiddvaeighted as listed below:

Category I: Student Outcomes
* Student Growth and Development, which accountg%66, and
* Whole School Student Learning, which accounts #6r 5

Category Il: Educator Practice
+ Educator Performance and Practice, which accoon#%0%, and
+ Parent Feedback, which accounts for 10%.

Student Growth
and Development
45%

et

hole School

Educator Student Learning

5%

Rating

Educator Performance
and Practice
40%

Category I: Student Outcomes

The Student Outcomes category captures the edigatgract on students. This category is measured
through both the student growth and developmentvamae-school student learning elements. Every
educator is in the profession to help childrenrdeand grow, and educators already think carefully
about what knowledge, skills and talents they asponsible for nurturing in their students eachr.yea
As a part of this evaluation process, educators deitument those aspirations and anchor them in
data.
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Student Outcomes includes two elements:
» Student growth and development, which counts fé6 4&nd
* Whole-school student learning which counts for 5%he total evaluation rating.

Element #1: Student Growth and Development (45%)

The development of Student Learning Objectives (§L@nd their corresponding Indicators of
Academic Growth and Development (IAGDs) that defiroev the SLO will be measured forms the
heart of this first element of student outcomeatesl indicators.

Each educator’s students, individually and as aigrare different from other educators’ students,
even in the same grade level or subject at the satm@ol. For student growth and development to be
measured for educator evaluation purposes, it perative to use a method that takes each educator’s
assignment, students and context into accounts gbal-setting process, call&udent Learning
Objectives (SLOs)is the approach for measuring student growth duthe school year.

The SLOs are broad goals for student learning baped identified needs in the District Improvement
Plan (DIP), School Improvement Plan (SIP) and/guasienent goals. They should each address a
central purpose of the educator’s assignment artdipdo a large proportion of his/her studentscht
SLO should reflect high expectations for studeatdeng- defined as ambitious, but attainable - and
should be aligned to relevant state, national (€gmmon core), or district standards for the grade
level or course. Depending on the educator's assegmt, the SLO might aim for content mastery
(more likely at the secondary level) or it mighmaifor skill development (more likely at the
elementary level or in arts classes).

The Indicators of Academic Growth and Development (IAG¥) provide the evidence of
achievement of the SLOs. One half (22.5%) of tW&Ds used as evidence of whether
goals/objectives are met shall not be determined bigle, isolated standardized test score, kalt sh
be determined through the comparison of data aasssssments administered over time, including
the state test for those teaching tested gradesunjdcts or another standardized indicator foemth
grades and subjects where available. A statec#éesbe used only if there are interim assessmiats t
lead to that test and such interim assessmentstshaicluded in the overall score for those teaghi
tested grades and subjects. For the other hab%2Rof the IAGDs, there may be a maximum of one
additional standardized indicator and a minimuromé non-standardized indicator. (See definitions of
standardized and non-standardized indicators oa pag

Element #2: Whole-School Student Learning (5%)
The whole-school student learning indicator willus®d to determine this fourth element of the plan.

An educator’s indicator rating for Whole School Studesarning shall be equal to the aggregate
rating for multiple student learning indicatorsadsdished for the principal’s evaluation rating laait
school. For most schools, this will be based @S8hhool Performance Index (SPI), which correlates
to the whole-school student learning indicator aradministrator’'s evaluation. (Sé@pendix F for
more information.)

NOTE: If the whole-school student learning ind@ratating is not available when the summative rgtis calculated, or if
the educator is not assigned to a building, thesm student growth and development score will be ety 50% and the
whole-school student learning indicator will be glgied 0% . For an educator who is assigned to mpleltbuildings, the
SPI of the predominant assignment may be used S@®aenative Educator Evaluation Scoring).
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Category Il: Educator Practice

The Educator Practice category of the educatoruatiah model measures the educator’'s knowledge
of a complex set of skills and competencies and ti@mse are applied in an educator’s practices It i
comprised of two elements:

* Educator Performance and Practice, which count4@®s, and
* Parent Feedback, which counts for 10%.

Element #3: Educator Performance and Practice (40%

The Educator Performance and Practice elementeoimibdel is a comprehensive review of teaching
practice against a rubric of practice, based ontiptel observations. It comprises 40% of the
summative rating. As described in the EvaluatioocBss Steps section following, educators develop
one to three practice and performance goals thatahgned to the appropriate Connecticut CCT
determined by the educator’s assignment. Thesenbe@ personalized focus area for each educator.
They could also provide a focus for observationsl &r feedback conversations. Following
observations, evaluators provide educators witltipefeedback to identify educator development
needs and tailor support to those needs.

Element #4: Parent Feedback (10%)

Parent engagement in the education of their childsea critical factor in student success. East

Hartford Public Schools seeks to enlist parentpaaters in the educational process. Feedback from
parents will be used to help determine the remgirdi@% of the Educator Practice category of the

evaluation plan.

Parent surveys are conducted at the school levaladly. The purpose of aggregating data at the
school level is to ensure adequate response redes parents. Surveys are shared with School
Governance Councils to elicit feedback and suggestfor questions and focus areas. Surveys are
confidential and survey responses are not tiedatergs’ names. The parent survey is administered
every spring and trends are analyzed from yeaeto-yIn order to ensure fairness, reliability jcigy

and usefulness, the district will select the CSdEommended survey or professionally developed
survey from an approved vendoAppendix D contains information on the parent survey that kel
used to collect parent feedback.
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SECTION Ill: EDUCATOR EVALUATION PROCESS

Educator Evaluation Process Timeline

The annual evaluation process between an educadasraevaluator is anchored by three performance
conversations at the beginning, middle and endhefyear. The purpose of these conversations is to
clarify expectations for the evaluation proces®vpte comprehensive feedback to each educator on
his/her performance, set development goals and tifgendevelopment opportunities. These
conversations are collaborative and require ralacand preparation by both the educator and the
evaluator in order to be productive and meaningful.

Planning & Goal Setting Mid-Year Check-in End-of-Year Review

Educator Self-
Assessment and

Reflection and
Preparation

. Scoring
Mid-Year Conference
End-of-Year Conference

September/October January/February April/May

Planning and Goal-Setting:
Timeframe: must be completed ©¢tober 15

1. Orientation— To begin the evaluation process, evaluators méhteducators, in a group or
individually, to discuss the evaluation process #radr roles and responsibilities within it. In
this meeting, they will discuss any school or distpriorities that should be reflected in
educator practice goals and student learning abgct{SLOs), and they will commit to set
time aside for the types of collaboration requilgdthe evaluation process. For an educator
hired after the start of the school year, the emaluwill provide an orientation to this process
within a reasonable period of time.

2. Educator Reflection and Goal Developmenthe educator examines student data, prior year
evaluation and survey results and the appropria®l Momainsto draft a proposed
performance and practice goal(s), a parent feedlgaet and student learning objectives
(SLOs). A whole-school student learning indicatounds out the evaluation process for the
school year. The educator may collaborate in gladel or subject-matter teams to support
the goal-setting process. Educators should refethé appropriate rubrics, including the
Service Providers’ area rubrics if applicable, ébest their areas of focus in alignment with
their roles and responsibilitieSeeAppendices B-D.

3. Goal-Setting Conference The educator and the evaluator meet to discussetlucator’s
proposed goals and objectives in order to arrivewual agreement about them. The educator
collects evidence about his/her practice and tladuator collects evidence about the educator’'s
practice to support the review. All educators mesteive a summative rating. Therefore,
educators who leave mid-year on a leave of absemdeding a maternity leave, or mid-year
hires will work with their evaluator to develop ¢geaccordingly. Note that while observations
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may occur at any time, the required minimum formlaservations will not occur until after
such time as the goal setting conference betweemdicator and the evaluator has occurred.
Further, the required minimum informal observati@mi/or reviews of practice that count
toward the final summative rating will not occurtiiafter September 15of each school year.

Mid-Year Check-In:
Timeframe: must be completég February 15

1. Reflection and Preparation The educator and the evaluator collect and refleevidence to
date about the educator’s practice and studermtiteam preparation for the check-in.

2. Mid-Year Conference The educator and the evaluator complete at tgastnid-year check-in
conference during which they review progress oncattu practice goals, student learning
objectives (SLOs), IAGDs, parent feedback goals perdormance on each to date. The mid-
year conference is an important point for reviewregults for the first half of the year, for
addressing concerns, and for planning for the ofsthe year. If needed, educators and
evaluators can mutually agree to revisions on tisegjies or approaches used and/or mid-year
adjustment of SLOs/IAGDs to accommodate changes, (8tudent populations, assignment).
They should also discuss actions that the eduaatortake and supports the evaluator can
provide to promote educator growth.

3. Mid-Year Progress Report For non-tenured educators, evaluators will sedexl date the
statement that reflects the educator’s potentialtrect renewal status based on evidence to
date. This progress report must be submitted matuResources Hyebruary 15",

End-of-Year Summative Review:
Timeframe: April and May; Summative review meetimigh educator and evaluator must be
completecdby June - documents must be submitted to Human Resolngdsine 15th

1. Educator Self-AssessmeniThe educator reviews all information and datdectéd during the
year and completes a self-assessment for reviethébgvaluator. This self-assessment should
focus specifically on the areas for developmerdldsthed in the goal-setting conference.

2. Scoring— The evaluator reviews submitted evidence, saléssments and observation data to
generate category and focus area ratings. The@aateatings generate the final, summative
rating which shall not be subject to change evehefstate test data becomes available later.
More detail on summative ratings is available icta 111.

3. End-of-Year Conference The educator and the evaluator meet to discusevadence
collected to date and to discuss category ratisgseacribed above yine 1st Following the
conference, the evaluator assigns a summativegraganerates a summary report of the
evaluation and submits it to Human ResourcesJbgye 15th The Connecticut State
Department of Education Educator Evaluation Gurddistate: “If state test data may have a
significant impact on a final rating, a final ragimay be revised befoeptember 18." It is
not required to revise a final rating. Such ragimgll not be revised in East Hartford.
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Educator Evaluation Process Steps

The annual educator evaluation process consistsutifple steps designed to set clear guidelines and
clear expectations for supporting and assessirafpiteg and learning. This section is designed tkwal
the educator and evaluator through each step amnelth serves as a process guide.

Goal Setting Process/Conference

Setting ambitious, yet attainable, goals is a amtoee process in the professional development and
evaluation plan. As with all quality goals, thegeals should be based on relevant data, include
specific measures and be actionable for staff. Jded-setting conference for identifying the overall
Student Learning Objectives (SLOs) and aligneddaidirs of Academic Growth and Development
(IAGD), as well as goals for educator practice lshalude the steps listed below, which will appty
ALL certified educators, including those in nonsdeoom positions. (For those educators in non-
classroom positions, refer Appendix C for guidance in setting SLOs and IAGDs related gpecific
role.) The following table provides a quick refece guide to the category, the minimum number
required and brief descriptions for each step eptocess. Following the table, each step is deestri

in more detail.

Table of Requirements for Educator Performance and>oal Setting

Category Number \ Descriptor Page Reference

SLO 1-4 An approach for determining student growttsee pages 16-18 &
targets as measured through IAGDs Appendix C
At least 1 per

IAGD SLO:; At least 2 i

The specific evidence, with a quantitative See pages 16-18 &
target, that demonstrates if the SLO was met Appendix C

only 1 SLO
Practice and 1-3 An approach for selecting areas of focus See page 19 &
Performance from the practice and performance domains Appendix A
Parent An approach for setting an improvement
1 target related to identified areas of need jas See page 19

Feedback

indicated by parent feedback

1. Prior to the meeting, the educator examines aVailaid applicable student data, prior year
evaluation and survey results, his/her primary eold responsibilities and the appropriate
Educator or Service Providers CCT Domains to dpmfiposed goalsn alignment to
District Improvement Plan (DIP), School Improvem@tdn (SIP) and department goals.

2. Recognizing the importance of alignment among idistschool, department and educator
goals, the educator and evaluator will hold a gaEting meeting that will consist of a
professional and respectful collaboration regardirggrict, school and individual growth
goals. Such SLOs must Iset in alignment with the DIP, SIP and departmedlg as
developed through mutual agreement with the edueai evaluator.

In addition, the educator and evaluator will muweagree on the data set, group of
students/sub-group or caseloads that will be usech@asure student learning growth. If
mutual agreement cannot be reached, the goalsbeilmediated through the Dispute
Resolution Process.

East Hartford Public Schools Professional Development and Educator Evaluation Plan April 15, 2015 Page 15



3. The educator and evaluator should identify thesssaent, data or product to be used as the
IAGD for measuring growth; the timeline for insttio;mn and measurement; how the
baseline will be established; how targets will le¢ $0 they are realistic yet rigorous; the
strategies that will be used; and the professialeaelopment the educator will need to
support the areas targeted. Professional develdpoypgortunities include, but are not
limited to the following:

* Observation or Mentoring of Peers (within buildimgacross district)

» Professional Learning Communities

» Professional Reading/Literature

* Educator-led workshops

» Data-Team Meetings related to goal

* Book Clubs

* Supplemental Support

* Webinars/online tutorials

* Professional conferences

» Documentation of student progress toward goalsdleglanning, data
disaggregation and analysis, portfolio work)

Setting SLOsand |AGDs

The development of Student Learning Objectives (§L@nd their corresponding Indicators of
Academic Growth and Development (IAGDs) will supgpeducators in using a planning cycle to set,
monitor and assess student growth and developnientreate their SLOs, educators will follow these
four steps:

Step 1: Select Student Learning Objectives (SLOSs)

A Student Learning Objective (SLO)is a goal for student learning based on the baselata and
targets for improvement identified through analysisstudent need. Each educator will write 1- 4
SLOs. It is highly recommended that teachers camsmore than one SLO to provide multiple
opportunities to demonstrate growth. Educatorssghstudents take a standardized assessment will
create one SLO based on standardized indicatorgshwiust include state assessment data, if
applicable, and one SLO based on a minimum of mmestandardized indicator and a maximum of
one additional standardized indicator. All otheélueators will develop their SLOs based on on
standardized indicators. If an educator opts tibkevonly one SLO, that SLO must have at least two
IAGDs — a standardized indicator and a non-stanzieddindicator as described previously. For
educators in state-tested grades/subjects, theaEmugvaluation Guidelines require that 22.5% of an
educator’s rating must come from state assessnatatas well as district interim assessments. Other
standardized assessment data may be used to inglingrfor the educator while waiting for statstte
data if unavailable prior to the June™#8eadline for submission to the Human Resourceiseoff
According to the Educator Evaluation Guidelinestesit results may have a significant impact on a
final rating, a final rating may be revised bef@eptember 1% however, it is not required by the
guidelines to revise the rating, and such revisigitisnot occur in East Hartford Public Schools.

Educators are encouraged to collaborate with giexd and/or subjeanatter colleagues in the
creation of SLOs. Educators with similar assigntaenay have identical SLOs although they will be
individually accountable for their own studentssuéis. Seé\ppendix C for sample SLOs and links to
further guidance by content area and role for #heetbpment of SLOs and IAGDs.
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Step 2: Select Indicators of Academic Growth amgdlopment (IAGDSs)

An Indicator of Academic Growth and Development (IAGD is the specific evidence, with a
guantitative target, that will demonstrate whettiex objective was met. An IAGD should be fair,
reliable, valid and useful, as defined in the Caicat Educator Guideline&ach SLO must include
at least one indicator. It is strongly recommendleal educators consider multiple SLOs and/or
IAGDs to provide multiple measurements for demaistg attainment of the SLO.

Each indicator should make clear (1) what evidemidebe examined, (2) what level of performance is
targeted, and (3) what proportion of students gggated to achieve the targeted performance level.
Indicators can also address student subgroups,asublgh or lowperforming and/or ELL students. It

is through the examination of student data thatattus will determine what level of performance to
target for which students. (S@emplate for Setting SMART Goalsin Appendix C).

Since indicator targets are calibrated for the athués particular students, educators with similar
assignments may use the same evidence for thegabtods, but they would be unlikely to have
identical targets. For example, all 2nd grade athrs might use the same reading assessment in thei
IAGD, but the performance target and/or the praporbf students expected to achieve proficiency
would likely vary among 2nd grade educators.

Taken together, an SLO'’s indicators (IAGDs), if i@sfed, would provide evidence that the objective
was met. For purposes of setting IAGDs, the Edudauidelines provide the following definitions of
standardized and non-standardized measurements:

Standardized assessments (measuremerae characterized by the following attributes:

* Administered and scored in a consistent — or “saagid— manner;

» Aligned to a set of academic or performance “staslasuch as those developed state-wide
or through assessment consortia;

» Broadlyadministered (naticror statewide, district, school or department-wide

» Often administered only once a year, such as ARPAGr-9 exams, Trade Certification
exams and Standardized Vocational ED exams, altheame standardized assessments
are administered two or three times per year, ssddRA2, STAR, DIBELS.

Non-standardized Indicators (measurementjnclude, but are not limited to the following

» Performances rated against a rubric (such as acrpagiormance)

* Performance assessments or tasks rated agairsti@(guch as constructed projects,
student oral or written work)

» Portfolios of student work rated against a rubric

» Curriculum-based assessments, including those rcatstl by a teacher or team of teachers

* Periodic assessments that document student graxetttime (such as formative
assessments, diagnostic assessments, districtrharichssessments)

» Other indicators (such as teacher-developed t&sident written work/constructed project,
dipsticks, progress monitoring and district prestp@ssessments)

Step 3: Provide Additional Information
During the goal-setting process, educators andiat@ls may document the following:
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» the rationale for the objective, including relevatandards;

» any important technical information about the irdiic evidence (like timing or scoring plans);

* the baseline data that was used to set each IAGD;

* interim assessments the educator plans to usaugegdudents’ progress toward the SLO
during the school year (optional); and

* any training or support the educator thinks wowdtbhmprove the likelihood of meeting the
SLO (optional).

Step 4: Submit SLOs to Evaluator
While educators and evaluators confer during thed-getting process to select mutually agreed-upon
SLOs, ultimately, the evaluator must formally ap@@ll SLO proposals.

The evaluator will examine each SLO relative t@éhcriteria. If they do not meet one or more dater
the evaluator will provide written comments andcdiss his/her feedback with the educator during the
fall Goal-Setting Conference. SLOs that do not tntkee criteria must be revised and resubmitted to
the evaluator within five student school days. Bw®© criteria are indicated in the chart below:

SLO Ciriteria

Priority of Content Quality of Indicators Rigor of Objective/Indicators

Objective is deeply relevant to| Indicators provide specific, Objective and indicator(s) are
educator’s assignment and measurable evidence. The | ambitious, but attainable.
addresses a large proportion ofindicators provide evidence
his/her students. about students’ progress over
the school year or semester
during which they are with the
educator.

Once SLOs are formally approved, educators shoubthitor their students’ progress toward the
objectives. They can, for example, examine stushrk products, administer interim assessments,
and track students’ accomplishments and struggksducators can share their interim findings with
colleagues during collaborative time, and they keep their evaluator apprised of progress.

If an educator’s assignment changes or if his/hetent population shifts significantly, the SLOglan
the corresponding IAGD, if appropriate, can be sijd during the Mid-Year Conference between the
educator and the evaluator(s).

At the end of the school year, the educator shoaltkct the evidence required by the indicators and
submit it to his/her evaluator. Along with the @emnce, educators will complete and submit a self-
assessment which asks educators to reflect onlibeoBtcomes by stating their overall assessment of
whether the SLO was met and a concise summaryidérese for each IAGD.

Educator Performance and Practice Goal-Setting
As previously mentioned in the model overview, eatacs develop one to three practice and
performance goals that are aligned to the ConngctCT. These goals provide a focus for the

East Hartford Public Schools Professional Development and Educator Evaluation Plan April 15, 2015 Page 18



observations and for the feedback conversationsic&drs should refer to the appropriate rubric,
including Service Providers’ rubrics, to assistigtermining areas for concentration.

At the start of the year, each educator will worithwhis or her evaluator to develop practice and
performance goal(s). These goals will be set, glaith SLOs and IAGDs, at the goal-setting
conference described above. All goals should tewetear link to student achievement and should
move the educators towapdoficientor exemplaryon the Connecticut CCT. Furthermore, these goals
should be designed to support district and schoalsy Schools may decide to create a school-wide
goal aligned to a particular component that alloadlors will include as one of their goals. Although
performance and practice goals are not explicilied as part of the Educator Performance and
Practice category, progress on goals will be rédlan the scoring of Educator Performance and
Practice evidence that includes all educator dosnain

Setting a Parent Feedback Goal

As previously indicated, parent surveys will be @octed at the whole-school, meaning parent feed-
back will be aggregated at the school level to Bnadequate response rates from parents. Thetpare
survey is administered annually and trends areyaadlfrom year-to-year.

1. Determining School-Level Parent Goals
Educators and evaluators should review the patemeyg results at the beginning of the school
year to identify areas of need and set generahpareggagement goals based on the survey results.
The school level goals identified in the SIP shdofdrm this process.

2. Selecting a Parent Engagement Goal and Improvenaggets
After school-level goals have been set, educatdtsletermine through consultation and mutual
agreement with their evaluatomerelated goal they would like to pursue as partefrt
evaluation. Possible goals include improving comization with parents, helping parents become
more effective in support of homework, improvinggra-educator conferences, etc.

Educators will also set improvement targets rel#ettie goal they select. For instance, if the goa
is to improve parent communication, an improventarget could be specific to sending more
regular correspondence to parents which might bdisg bi-weekly updates to parents or
developing a new website for their class. Pathefevaluator’s job is to ensure (1) the goal is
related to the overall school improvement paremigand (2) that the improvement targets are
aligned and attainable.

Observation Process

The East Hartford Professional Development and &ucEvaluation Plan reflects the belief that
multiple snapshots of practice provide a more ateupicture of teacher performance. For this
evaluation plan, observations are categorizedsafrarate distinctions of practice. These obsemsati
provide an evaluator and educator with variousltegéobservational analysis, feedback and ahidity
gather a preponderance of evidence toward a sunvenagrformance rating

Observation Definitions
Observations are categorized by length, purposeeationship to the evaluation process. The
following list defines the observation types usgddast Hartford evaluators:
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Classroom Visits: Classroom visits by an evaluator are most likelannounced and are not
followed up by written feedback. Classroom vigitevide an evaluator with an opportunity to be
a visible presence within the school and develggereral sense for daily practice. Classroom
visits vary in length and frequency and may beotw#d up by oral or written coaching feedback
from the evaluator.

* Please note that while feedback from a classresit may not be used to develop a summative rairgassroom visit
may evolve into an informal observation if the eadbr stays for the required minimum of 20 minwed follows up with
written feedback as described below.

Informal Observations/Reviews of Practice: Informal observations are unannounced
performance evaluations that will provide the edoicavith appropriate commendations or
recommendations regarding practice. These commiendaecommendations should be
influenced by the evaluation rubric. Informal exations are at least 20 minutes in length and may
include a post-conference (always if requested Hey éducator). They are followed by written
feedback that includes a holistic rating based ren domains observed within 5 student school
days.

Non-classroom observations or reviews of practimdude, but are not limited to observation of
data team meetings, observations of coaching/megtof other educators, review of lesson plans
or other teaching artifacts as provided by an euca For Service Providers, examples of non-
classroom observations may include, but are noitdinto observing Service Provider staff

working with small groups of students, working wétults, providing professional development,
working with families, participation in team meeaggor participation in Planning and Placement
Team meetings. Reviews of practice may be followpdoy oral or written feedback from the

evaluator, but written feedback will be requiredthe review of practice serves as a formal or
informal observation or is a factor in the educatsummative rating.

Formal Observations Formal observations are announced performancéuai@s that are
guided by the evaluation rubric. Formal observaimust last at least 30 minutes, include a pre-
conference (that will be scheduled with 3 studehbs| days’ advance notice to the educator), and
be followed by a post-observation conference (thidit be scheduled and conducted within 10
student school days following the formal observ@tiowhich includes both written and oral
feedback. A pre-conference can be held with a gafugducators, where appropriate. Educators
are required to provide the pre-conference fornth® evaluators at least one day before the
scheduled pre-observation conference. The edunagrrequest written feedback and rating prior
to the post-observation conference to inform tisewuksion.

Observation Frequency/Assignment

An evaluator reserves the right to conduct any typebservation at any point to observe educator
performance, but no more than one formal or inféroleservation should be conducted for the same
educator on the same day. For certain subjecs ama for reviews of practice, informal and/or fafm
observations may occur outside of the traditiom@tsroom setting. Because some Service Providers
do not have a classroom and may not be involvedirgct instruction of students, the educator and
evaluator shall agree to appropriate venues foemhsions for rating practice and performance at th
beginning of the year. In order to inform the aing conversation between educator and evaluator
and provide sufficient time for both educator andileator to determine professional growth or
support needs, at least one of the indicated oagens must occur prior to the February'1Bid-year

East Hartford Public Schools Professional Development and Educator Evaluation Plan April 15, 2015 Page 20



check-in report deadline. The following table dm&nts the minimum requirements for educator
observations based on seniority or rating.

Minimum Requirements
Educator Category

Formal Informal
Non Tenured Educator: Year 1 & 2 3 formal obsenrai No minimum required
Non Tenured Educator: Year 3 & 4 | 2 formal observations 1 informal observations
rated proficient or exemplary
Fast Track Educator: an educator | 3 formal observations No minimum required
entering East Hartford Public Schoals
from another district where tenure
was previously achieved.
Tenurededucator rate@elow 3 formal observations No minimum required
Standardor Developing
Tenured Educator ratderoficientor | 1 formal observation 1 review of practice/informal
Exemplary observation

** Please note: For educators entering the digtatside the start of the school year or leaviegdrning from a leave of
absence, all efforts will be made to maintain tlegjfiency of observations. The number of obsemsaitioay be adjusted, if
necessary, based on the start date of the edutiatough a discussion with the educator, evaluafmsistant
Superintendent and Director of Human Resources.

Post-Conferences

Post-conferences provide a forum for reflectinglmobservation against the Connecticut CCT
Domains and for generating action steps that e@tlto the educator's improvement. Following a
formal observation, a post conference will be saketiand conducted within 10 student school days
following the formal observation. A good post-carfece:

* begins with an opportunity for the educator to shas/her self-assessment of the lesson
observed;

» cites objective evidence to paint a clear pictorebbth the educator and the evaluator about
the educator’s successes, what improvements withéoge, and where future observations may
focus;

* involves written and oral feedback from the evaduaand

* occurs in a timely fashion.

Classroom observations provide the most evidenceddain domains of the Connecticut CCT, but
both pre-and post-observation conferences provide apportunity for discussion of all domains,
including practice outside of classroom instructjery., lesson plans, reflections on teaching).

Feedback
The goal of feedback is to help educators growdasa&ors and become more effective with each of
their students. With this in mind, evaluators dtddae clear and direct, presenting their comments |
way that is supportive and constructive. Feedbaakt be provided within 5 student school days of
any observation that serves as part of the sumeatraluation scoring process (and prior to a post
conference) and should include the following asrapipate to the type of observation:

» specific evidence and ratings, where appropriateglserved components of the Connecticut

CCT,;
» prioritized commendations and recommendations éeetbpment actions;
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* next steps and supports the educator can pursogtove his/her practice; and

» atimeframe for follow up.
Signature Flow
The evaluation process provides an opportunityefaluators and educators to review professional
goals and professional growth in educator practiceorder for the process to occur in a smooth and
timely fashion, educator signatures on appropfi@ters must be submitted within 10 student school
days of its review on any formal, informal or renvi®f practice observation form. Signature only
indicates awareness of the contents of the forhdoés not signify agreement. If a teacher chqoses
he/she may submit a written, electronic responskidther evaluator, within 10 school days. In the
case of error or other needed change, forms caredopened at the request of the evaluator for
corrections to be made.

Educator Evaluation Scoring Process

Understanding the complexity of the craft of teaghand learning, East Hartford Public Schools
believes that the summative rating of an educdatoulsl reflect the myriad tasks and influences that
the educator has related to student learning. uDapt this belief, the East Hartford Professional
Development and Educator Evaluation Plan uses ®ycchtegories aggregated into four elements that
provide the measures to assess educator effectivamel determine an educator's summative rating:

Student Growth and Development, which accountgd 566
Whole School Student Learning, which accounts $ér 5
Educator Performance and Practice, which accoon#0%
Parent Feedback, which accounts for 10%

SLO/IAGD Scoring (45%)

At the end of the school year, the educator shoalkgct the evidence required by their indicatard a
submit it to their evaluator. Along with the evmae, educators will complete and submit a self-
assessment, which asks educators to reflect orSH@®IAGD outcomes by stating their overall
assessment of whether the SLO was met and a cawis@ary of evidence for each IAGD

Evaluators will review the evidence and the edutaelf-assessment and assign one of four ratings
to each SLO: Exceeded (4 points), Met (3 poig)tially Met (2 points), or Did Not Meet (1 point)
These ratings are defined in the chart below:

-

All or most students met or substantially exceetthedarget(s) contained i
the indicator(s).

Exceeded (4)

Most students met the target(s) contained in tdeators within a few

Met(3) points on either side of the target(s).

Many students met the target(s) but a notable peage missed the target
Partially Met (2) by more than a few points. However, taken as deaylsignificant progress
toward the goal was made.

A few students met the target(s) but a substapéetentage of students did

Dite Mgt SIEEt (), not. Little progress toward the goal was made.
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For SLOs with more than one indicator, the evaluatay score each indicator separately and then,
average those scores for the SLO score, or he/ahdook at the results as a body of evidence
regarding the accomplishment of the student legrabyjective and score the SLO holistically.

The final student growth and development ratingaoreducator is the average of their SLO scores.
For example, if one SLO was Partially Met, for 2rppgs, and the other SLO was Met, for 3 points, the
student growth and development rating would be[@%3)/2]. The individual SLO ratings and the
student growth and development rating will be stiaed discussed with educators during the End-of-
Year Conference.

*NOTE: For SLOs that include an indicator based state standardized tests, results may not beablaiin time to
score the SLO prior to the June™8eadline. In this instance, if evidence for otleticators in the SLO is available, the
evaluator can score the SLO on that basis. Ostate tests are the basis for all indicators, thilee educator’'s student
growth and development rating will be based onltt@results of the SLO(s) based on non-standatdimticators.

Whole School Student Learning Indicator Scoring (5%)

The whole-school student learning indicator will beed to determine the scoring of this fourth
category of the plan. Aeducator’s indicator rating shall be equal to thgragate rating for multiple
student learning indicators established for thaqypal’'s evaluation rating at that school. For mos
schools, this will be based on the School Perfocadndex (SPIjSeeAppendix F).

*NOTE: If the whole-school student learning indior rating is not available when the summativermats calculated, or
if the educator is not assigned to a building, thiee student growth and development score will bgyhited 50% and the
whole-school student learning indicator will be glegied 0% . For an educator who is assigned to ipleltbuildings, the
SPI of the predominant (60% or higher) assignmea be used. (See Summative Educator Evaluationrggor

Educator Performance and Practice Scoring (40%)

The heart of the Educator Practice Category israeted through both the rating of individual
performances and the development of a summatiee;emd rating informed by a preponderance of
the evidence collected throughout the year. Thersg@rocess is delineated below:

Individual Observation Ratings

Throughout the year, evaluators are required toigeoan overall rating for each formal and informal
observation. During observations, evaluators shadake evidence-based, scripted notes, capturing
specific instances of what the educator and stsdesid and did in the classroom. Evidence-based
notes are factual (e.g., the educator asks: Waignts precipitated the fall of Rome?) and not
judgmental (e.g., the educator asks good questior@hce the evidence has been recorded, the
evaluator can align the evidence with the appre@raomponent(s) on the rubric and then make a
judgment about which performance level the evidesuggports. This judgment, including suggestions
and/or supports for next steps is presented tedhneator as part of the post-observation conference

Summative Observation of Educator Performance aactiee Rating
At the end of the year, primary evaluators musemeine a final educator performance and practice
rating and discuss this rating with educators dythe End-of-Year Conference. The final educator
performance and practice rating will be calculdigdhe evaluator as described with examples below:
1. Evaluator reviews evidence collected through oleems and reviews of practice (e.g., team
meetings, conferences) and uses professional jutdlgtoedetermine component ratings for
each of the Connecticut CCT domain components.
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By the end of the year, evaluators should havéecteld a variety of evidence on educator
practice from the year’s observations and inteoasti Evaluators then analyze the consistency,
trends, and significance of the evidence to deteena rating for each of the components.
Some questions to consider while analyzing theemadd include the following:

Consistency: What rating have | seen relatively uniform, homagen evidence for
throughout the semester? Does the evidence paiodlea, unambiguous picture of the
educator’s performance in this area?

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

Significance: Is some data more valid than others? (Do | haveshot ratings from “meatier”
lessons or interactions where | was able to batisess this aspect of performance?)

Once a rating has been determined, it is thershxted to a 1-4 scorBelow Standard- 1 and
Exemplary= 4. See example below for Domain 1:

Domain 1 Rating Evaluator’'s Score

la Developing
1b Proficient 3
1c Proficient 3

2. Evaluator (or technology) averages components wigaich domain to a tenth of a decimal to
calculate domain-level scores of 1.0-4.0. See $abglow calculated using four domains:

Averaged Score
3.0
2.7
2.3
3.0

3. Evaluator (or technology) applies domain weightddmain scores to calculate an overall
Observation of Educator Performance and Practioegraf 1.0-4.0

Each of the domain ratings is equally weighed amdreed to form one overall rating. Strong
instruction and a positive classroom environmeatraajor factors in improving student
outcomes.

Steps 2 and 3 can be performed by district admaists and/or using tools/technology that can
calculate the averages for the evaluator.

The summative Educator Performance and Practiegaat rating and the component ratings will be
shared and discussed with educators during theoiYetar Conference. This process can also be
followed in advance of the Mid-Year Conference igcdss progress toward Educator Performance
and Practice goals/outcomes.
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Parent Feedback Scoring (10%)

The Parent Feedback rating should reflect the @etgrevhich an educator successfully reaches his/her
parent goal and improvement targets. There areways an educator can measure and demonstrate
progress on their growth targets. Educators canm@asure how successfully they implement a
strategy to address an area of need and/or (2) ¢hmycollect evidence directly from parents to
measure parent-level indicators they generate.s Ppharent feedback rating shall be based on four
performance levels. Rating calculations are accmg@dl through a review of evidence provided by
the educator and application of the following scale

Exemplary (4) Proficient (3) Developing (2) Below Standard (1)

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

Summative Scoring

The individual summative educator evaluation ratiniybe based on the four elements of
performance, grouped into the two major focus aaieg resulting in two measures of performance
identified as Student Outcomes Related IndicatodsEeducator Practice Related Indicators.

Every educator will receive one of four performanatngs, as defined below, as a summative rating:

Exemplary — Substantially exceeding indicators of performance
Proficient — Meeting indicators of performance
Developing— Meeting some indicators of performance but nbérst

Below Standard— Not meeting indicators of performance

The term “performance” in the above shall mean gpess as defined by specified indicators.” Such
indicators shall be mutually agreed upon, as agblec Such progress shall be demonstrated by
evidence. The rating will be determined using tik¥ing steps:

1. Calculate an Educator Practice Related Indicatmysesby combining the observation of
educator performance and practice score and tempimedback score

2. Calculate a Student Outcomes Related Indicator® $yocombining the student growth and
development score and whole-school student leainatigator

3. Use Summative Matrix to determine Summative Rating

Each step is illustrated below:

1. Calculate an Educator Practice Related Indicatisg by combining the observation of
educator performance and practice score and tempimedback score.

The observation of educator performance and pecbents for 40% of the total rating and
parent feedback counts for 10% of the total ratiNtltiply these weights by theategory
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scores to get the category points, rounding to @levhumber where necessary. The points are
then translated to a rating using the rating talelew.

Score . Points
SN (1-4) U (score x weight)
Observation of Educator Performance an 2.8 40 112
Practice
Parent Feedback 3 10 30
TOTAL EDUCATOR PRACTICE RELATED INDICATORS POINTS 142
Rating Table
Educator Practice Educator Practice
Indicators Points Indicators Rating
50-80 Below Standard
81-124 Developing
125-174 Proficient
175-200 Exemplary

2. Calculate a Student Outcomes Related Indicatorsgray combining the student growth and
development score and whole-school student leaingfigator score.
The student growth and development category cdon#5% of the total rating, and the
whole-school student learning indicator categonynts for 5% of the total rating. Multiply
these weights by the category scores to get thesfaea points. The points are then translated
to a rating using the rating table below.

Points
Weight (score x weight)
Student Growth and Development (SLOs 3.5 45 158
Whole School Student Learning Indicator 3 5 15
TOTAL STUDENT OUTCOMES RELATED INDICATORS POINTS 173
Rating Table
Student Outcomes Student Outcomes
50-80 Below Standard
81-124 Developing
125-174 Proficient
175-200 Exemplary

3. Use the Summative Matrix to determine Summativerigas shown on the chart and
described below:

Identify the rating for each focus area and follthe respective column and row to the center of the
table. The point of intersection indicates the swative rating. For the example provided, the
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Educator Practice Related Indicators ratingrsficient and the Student Outcomes Related Indicators
rating isproficient The summative rating is therefgoeoficient If the two focus areas are highly
discrepant (e.g., a rating ekemplaryfor Educator Practice and a ratingbalow standardor Student
Outcomes), then the evaluator should examine tkee alad gather additional information in order to
make a summative rating. Such information gathermay require looking at reviews of practice,
student data, determining if significant changey imave occurred in student population, or othehsuc
pieces of information impacting student growth aedelopment. If, after such review, a revision in
the educator’'s SLOs or IAGDs becomes necessaryedbteator and evaluator shall meet to determine
such changes incorporating the Assistant Supedetgnand/or Director of Human Resources in such
meeting as appropriate. A summative rating musgiteen for all educators. The Summative Rating
Matrix is shown below.

Educator Practice Related I ndicators Rating
(Educator Performance and Practice 40% and Paresgdback 10%)

——

Summative
Rating Matrix

Exemplary Proficient Developing Below
Standard

Exemplary Exemplary Proficient Gather Below
Further Standard
information

Proficient Exemplary Proficient Developing Below
Standard

N~

Rating
(Student Growth and Development (SLO) 45% afjd

Developing Proficient Gather
Further
information

Developing Below
Standard

Whole School Student Learning 5%)

Gather Below Below
Further Standard Standard
information

Below Gather
Standard Further
information

Student Outcomes Related | ndicators

Adjustment of Summative Rating Summative ratings beicompleted for all educators and submitted
to Human Resources by Jund' 16 a given school year. Should state standardtestidata not be
available at the time of a final rating, a ratingust be completed based on evidence that is availabl
as noted above. An educator’s rating will not beeaded positively or negatively as a result of late
standardized test data, nor will a revised rating teflected in the evaluation in the educator’s
personnel file although the state Educator EvalatGuidelines indicate that the ratings may be
revised prior to September "5 the state assessment data may have a significgract on the final
rating.
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Educator Effectiveness and Ineffectiveness Determation Process

Categorical and summative scoring processes guidkiaors in determining the effectiveness and
ineffectiveness of educators. The following detaihd figures offer several examples/scenarios that
reflect the defined process to determine effecegsrand ineffectiveness during the year and ower th
course of multiple years, as appropriate, for remited and tenured educators.

** Please note that these figures and descriptiaresmeant to be examples, and as such, may natilskesd of the
possible nuances in specific, individual situations

Non-Tenured Educators

Non-tenured educators shall generally be deemesttefé, and therefore, eligible for tenure, if said
educator receives at least two sequential summaedivegs of proficient or exemplary, which should
be earned in the third and fourth year of a nonxted educator’s career. See Fig. 1 below.

Fig. 1

Expected and preferred pattern of growNon-Tenured Educator

Tenure

Year 1 Year 2 Year 3 Year 4

A below standardsummative rating may be permitted, but only in finst year of a non-tenured

educator’s career, assuming a pattern of growtat ééastdevelopingin year two and two sequential
proficient ratings in years three and four. The Superintendey offer a contract to any educator
he/she deems effective at the end of year four Fgpe& below.

Fig.2

Potential permitte pattern of growth:Non-Tenured Educator

Potential Tenure

Year 1 Year 2 Year 3 Year 4

**Please note: A non-tenured educator is not gudesd a continued position with a below standaringeven in the
first year. The Superintendent may choose noetew a non-tenured educator’s contract at any pointime if said
educator receives a rating of developing or beltandard. This clause would be enacted based odékermination that
the said educator does not possess the potentiakfzellence.

In the case of a “fast-track” non-tenured, but feriy tenured educator, defined as an educator
entering East Hartford Public Schools from anoftistrict at which tenure was previously achieved
and who was employed by a district within the poesi five years, the Superintendent may non-renew
the educator should it be anticipated that eitheelaw standarcr developingsummative rating will

be assigned in the first year of service basedlmemwed performance - based on the determination
that said educator does not possess the potentiektellence. See Fig. 3.
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Fig. 3

Potential time line:Non-Tenured Fast Track Educatot

Anticipated
Below Standard
or Developing
Rating (Year
end)

Year 1

Below Below
Standard or Informal Standard or Informal Potential Non-

Renewal

Developing Support Developing Support
Observation Observation

Tenured Educators

A tenured educator shall generally be deemed eftedtsaid educator maintains a summative rating
of proficientor exemplary A tenured educator shall generally be deemeddotfe if said educator
receives two sequentialevelopingor below standardatings. Immediately after, Informal Support
will be put into place, followed by Guided Suppartd Supervisory Review, if deemed necessary. At
the end of the support phase process, a recomniemdiat continued employment or termination will
be made to the Superintendent. See Fig. 4 below.

Fig. 4

Potential time line:Tenured Educator - Developing Rating (Year End

Guided
Support/

Developing
Rating Termination
(Year End)

Developing
Rating

(Year End)

Developing
Observation (2
Evaluators)

Informal
Support

Developing
Observation

Developing
Observation

Supervisory
Review

Year 1 Year 2

A tenured educator shall also generally be deemefiective if said educator receives at least two
sequentiabelow standardbservation ratings throughout the year or a fivelbw standard/ear end
rating. After the firstoelow standardobservation rating, informal support will be prded. At the
culmination of this process that includes informapport, Guided Support and Supervisory Review, a
recommendation for termination will be made to Superintendent. See Fig. 5 below.

Fig.5

Potential time line:Tenured Educator - Below Standard Rating (Year End

Guided

Below ] Below Standard
Below Standard/Developin Support, :
Standard L teiie] / RIS pport/ Rating Termination

Observation (Year End)

Support Observation (2 Evaluators) Supervisory
Review

Year1

*Please note that two evaluators must evaluate dincator through either formal or informal obsenats to ensure
calibration of the developing or below standard etvstion. Also note that the situations above egdn termination
presume that the said educator has not made adequagress after the provision of informal and/omfial support.
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SECTION IV: IMPROVEMENT AND REMEDIATION PLANS

The East Hartford Professional Development and &idwud=valuation Plan provides tenured educators
with the support and opportunity for improvementewhobserved or summative practice is deemed
developingor below standardlf, after the provision of informal support, anteed educator has not
been rategbroficientas described previously, formal support will beyided.

Informal Support

If an educator’'s observational performance is rdigdeither formal or informal observations as
developingor below standardthis performance may signal the need for the athtnator and educator
to implement an informal support process. Inforswgdport may be provided to both non-tenured and
tenured educators, as appropriate, but must beidadvo a tenured educator prior to placing the
educator on Guided Support. The informal supplan ghould be developed in collaboration with the
educator. Support may include the following:

* resources, support and other strategies to be gedvio address documented, observed
deficiencies, and
» atimeline for implementing such resources, supaodt other strategies.

Guided Support

The Guided Support Phase of the East Hartford Etalu Plan is designed for tenured educators who
have not demonstrated proficiency in implementirge tdistrict’'s curriculum and standards,
instructional practices, assessment proceduressro@m management strategies, and /or professional
goals. This phase will focus on those specificaarevhere the educator has not demonstrated
proficiency, recognizing that for the educator ® $uccessful in meeting the expectations of the
district, strong support must be provided.

** Please note that if an observed educator perforraaidentifies significant or severe concerns peitainto student
safety or educator ethical deficiencies, the saidoator will move directly to guided support orajdinary action leading
to termination.

For an educator to move to Guided Support, thevefig conditions must be met:

* A pattern (more than one) of observations, formad/ar informal, reveals the educator’s
observational performance as eitlietvelopingor below standard.One of these evaluations
must be conducted by a complementary evaluatomsnre calibration on the performance
evaluation.

* Evidence of informal support, based on identifiedidencies, provided by the evaluator as
described above.

Once an educator is placed in this Guided Supplas® an assistance plan will be developed to
address the specific areas of concern. Educatbis emter this phase will need to demonstrate
measurable progress in meeting the goals definddatiined in the assistance plan within a spetifie
period of time.Additionally, educators must receive an overallngtof proficient in observed
performancen order to return to the regular evaluation plaocpss.

Due to the serious implications of the Guided Suppwocess, the East Hartford Education
Association (EHEA) will be invited to participate the Guided Support meetings. All phases of the
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Guided Support process will be monitored by theigtaat Superintendent and the Director of Human
Resources. The Guided Support process will betdonto implementation of a single cycle. The
Superintendent of Schools will be informed of allid Support procedures. The evaluator will
provide bi-weekly written reports, which includepees of all formal observation reports, to the
Superintendent as part of this process.

The Assistant Superintendent of Schools will pgrtite in the conference to establish the ActiomPla
and will receive copies of all documents and sunmsasf all conferences. The following procedures
and timetables will be regarded as district guitksi

Guided Support Phase Timetable Procedure

At any time during the evaluation | Evaluator will document that the educator is havargoing,

cycle following a pattern of serious difficulty in meeting expectations in impienting the

developingor below standard district’s curriculum and standards, instructiongiactices,

observations and evidence of assessment procedures, classroom management issatay

informal support professional responsibilities.  The evaluator wglovide
documentation of support provided in response th eaea of
concern.

A Guided Support team, consisting of the educatbe
evaluator, an EHEA representative and the Assistant
Superintendent will meet at the initial meeting, review the
Guided Support implementation plan. Appropriate
documentation will be reviewed and an action plaith va
timeline of 60 days will be developed. This plail wclude,
but not be limited to, assistance from other sajrsech as a
principal, department head, curriculum supervisor, peer
mentor. Peer observation or professional developnresiuding
workshops, may also be warranted. A clearly define
improvement plan will be developed which will algtentify
specific areas of support. The pattern of obsematidentified
below will serve to monitor the educator’s progress the
support plan is implemented.

The Assistant Superintendent and the Director ofmbiu
Resources will monitor the process.

By the 18" school day The evaluator will conduct a formaleation with a pre- angd
post-conference using the appropriate documents.

By the 3" school day The evaluator will conduct & frmal observation with a pre-
and post-conference using the appropriate documents

By the 45" school day The evaluator will conduct d ®rmal observation with a pre-
and post-conference using the appropriate documents

By the 60" school day The Guided Support team will meet tdress compliance with
the action plan and to determine if appropriategpess has been

made. If the educator has not addressed the pred(s
deficiency or demonstrated the needed improvement
determination must be made for placement on Sugmyw
Review.
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Educators must receive an overall ratingpobficient in observed performance during the Guided
Support timeline in order to return to the reg@aaluation plan cycle. When the timeline has edir
the evaluator will complete a final evaluation rgpehich includes a recommendation to return the
educator to the general evaluation plan as ideqdtifiy the rating on the charts above or to plaee th
tenured educator on the Supervisory Review PhaskeoEducator Evaluation Plan. A copy of the
final report, including copies of observation repowill be sent to the Superintendent of Schools.

Supervisory Review

Based on evidence gathered during the Guided SuBiase of the Educator Evaluation Plan, an
evaluator may determine that there has been icgriti improvement in an educator’s performance
following the additional assistance given to hélp €ducator meet the expectations of the distiibe
evaluator will notify the Superintendent of Schodlet the educator is being recommended for
Supervisory Review. Placement on Supervisory Rewdl be determined by the Superintendent.

Because of the serious implications of the Superyifkeview process, the East Hartford Education
Association may participate in the Supervisory Revimeetings. All phases of the Supervisory
Review process will be monitored by the Assistanpeintendent and the Director of Human
Resources. The Superintendent of Schools willnf@rmed of all Supervisory Review procedures.
The evaluator will provide bi-weekly written repgriwhich include copies of all formal observation
reports, to the Superintendent as part of thisgsec

The following procedures and timetables will bearelpd as district guidelines:

Supervisory Review Timetable  Procedure

At time of placement The evaluator will hold antigli placement conference with the
educator to complete the steps identified below:

1. Identify specific area(s) of concern

2. ldentify improvement necessary to be returned| to
evaluation cycle

3. Review and define timelines

A summary of this meeting will be sent to the Sugendent of]
Schools, Assistant Superintendent and the Direstoduman
Resources. The pattern of observations identifietbvio will
serve to monitor the educator’s progress as themstplan is
implemented.

The Assistant Superintendent and the Director ofmbiu
Resources will monitor this process.

By the 10" school day following | Evaluator will conduct at least one formal obsedpratwith a
placement: pre-and post-conference and review the progressartbw
resolving specific area(s) of concern.

By the 20" school day following | Evaluator will conduct at least a second formalepbation with
placement: a pre-and post-conference and review the progressrd
resolving specific area(s) of concern.

By the 3" school day following | Evaluator will conduct at least a third formal ohsgion with a
placement: pre-and post-conference and review the progressartbw
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resolving specific area(s) of concern.

By the 40" school day following | Evaluator will conduct at least a fourth formal ehation with
placement a pre-and post-conference and review the progressrd
resolving specific area(s) of concern.

By the 50" school day following | Evaluator will conduct at least a fifth formal obsation with a

placement pre-and post-conference and review the progressartbw
resolving specific area(s) of concern.

Prior to the 66 school day Evaluator will submit a summary report to the Sugtendent of

following placement: Schools and recommend removal from Supervisory dRe\or
termination.

Educators must receive an overall ratingpodficient during the Guided Support phaseorder to
return to the regular evaluation plan process &ned above. Within one week of the submission of
the report to the Superintendent, the educator bell notified in writing of the decision of the
Superintendent based on the evaluator's recommiendatIf a decision for continued employment is
rendered, the educator will return to the appraerpghase of the evaluation cycle as identifiedhey t
rating on the charts above. If a decision for ieation is rendered, the Superintendent will présen
the name of the educator to the Board of Education.

Under no circumstances will an educator remain @pe8sisory Review for more than one cycle.
Copies of all written reports will be shared amaihg educator, evaluator, Director of Human

Resources, Assistant Superintendent and Supergrieén&ach person may attach written comments to
any reports or other written materials.
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SECTION V: DISPUTE-RESOLUTION PROCESS

During the initial goal setting process for SLO&GDSs, educator practice goals and parent feedback
goals related to the district climate survey at bleginning of the year, at the mid-year conference
discussion of SLOs and IAGDs, or at the end of y@anmative rating review, it is possible that an
evaluator and an educator being evaluated maygneean one or more of the following:

* Mutually acceptable professional growth goals ezlab the appropriate CCT Domains

» Student Learning Objectives (SLOSs) including petaga growth measures in the Indicators of
Academic Growth and Development (IAGDs), the evialheameasures, baseline, selection of
students, and data to be used,

* the parent feedback goals related to the distliitiate survey; or

» the final summative evaluation rating;

If agreement cannot be reached between an edumadoan evaluator, a building level resolution to
this disagreement should be sought from the bugldiavel administration, including the principal if

the principal is not the primary evaluator, as appiate, prior to engaging in the Dispute Resohutio

Process. Should the need remain, the educator\atdagor will notify the Human Resources office
that the Dispute Resolution Process will be reqliceresolve the issue.

A panel of four, composed of two administration resggntatives, which may include, but are not
limited to central office staff, such as the Dimcbf Human Resources, Assistant Superintendent or
designee, and an administrator, and two union septatives, which may include, but are not limited
to a PD/TEval committee member and the union pessidr designee, shall resolve disputes where the
evaluator and educator cannot agree on objectivals/g the evaluation period, feedback on
performance and practice, or final summative ratirfighis process shall occur in the course of the
work day. No member of the panel shall be from $bkool originating the conflict. The dispute
resolution process shall not apply to the Guidepp®tt or Supervisory Review processes.

The following procedural guidelines apply to thepilite resolution process:

* If an educator and evaluator cannot agree, thel suibmit the following materials to the
Assistant Superintendent and/or Director of Humasdrrces within 7 school days after the
declaration of the conflict:

o A mutually written, signed and dated statementiout) the areas of agreement and
disagreement signed by both parties; or

o Two separately written, signed and dated statenmetenting the individual positions
of agreement and disagreement by each party.

* The recipient of the statement(s) will request that Dispute Resolution Panel meet within 5
school days after receipt of the materials.

» The panel may request additional information intiwg or by interview for the purpose of
clarifying the issues presented in the written doentation.

» The panel may resolve the issue by selecting etbsition or by creating a compromise.

* The panel will render a decision and rationale nitimg within 5 school days of its initial
meeting. The decision is final and binding for tbgiarties. If the panel cannot reach a
unanimous resolution, the conflict will be subndtt® the Superintendent of Schools for the
final, binding resolution.
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SECTION VI: CONCLUSION

When administrators and educators work togethdn thié interest of students in mind, the result is a
fair, comprehensive plan that will provide the ®@br professional growth, development and support.
The mission of the East Hartford Public Schoolsug@ms on partnerships to support the growth and
success of every student. This plan promotes tagrahip between administrators and educators that
was evidenced in the positive collaboration amomg tommittee members that resulted in this

document. Educators from all levels, both admiatsts and teachers, shared open communication
around the common goal of promoting excellenceutinoprofessional development and professional

accountability and will continue to promote futwalaboration.

The on-going implementation of this plan will indian annual orientation for new educators, as well
as an annual review of the evaluation process darent educators, in order to assure that educators
and administrators continue to work together catabvely on student achievement and professional
growth. This program will include opportunities uge professional development days, early release
days, and school, team and grade level meeting fomeducators and administrators to develop and
refine goals, create group and individual profasaiagrowth and development plans, and deepen a
common understanding of effective instruction tlgloushared experiences, such as Instructional
Rounds, and calibration sessions.
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Appendix A: Educator Practice Domains (CCT 2014)

The Connecticut Common Core of Teaching (CCT) siedtwl serve as the basis for Domains for
Educator Evaluation and Support, which represemésmost important skills and knowledge that
educators need to successfully educate every otteenfstudents. This set of standards is organize
into six domains, each with several componentggnated into five areas for evaluating educator

practice. (See the following pages and SEED webhittp://www.connecticutseed.org/ )

A link to the CCT Smart Card and Rubric is showlobe

e CCT Rubric for Effective Teaching 2014:
http://www.connecticutseed.org/wp-

content/uploads/2014/05/CCT Rubric for Effective Teaching-May 2014.pdf
CCT RUBRIC FOR EFFECTIVE TEACHING 2014 — AT A GLANC E

CCT Rubric for Effective Teaching 2014 - AT A GLANCE

Evidence Generally Collected Through
In-Class Observations

Domain Classroom Environment, Student Engagement
and Commitment to Learning’

1 Teachers promote student engagement, independence
ond interdependence in learning and facilitate a positive
learning community by:

1a. Creating a positive learning environment that is responsive to and
respectful of the learning needs of all studenvb

1b. Promoting developmentally appropriate standa¥ds of behavior
that support a productive learning environment for all students.

1c. Maximizing instructional time by effectively managing routines
and transitions.

Domaln  Instruction for Active Learning
Teachers implement instruction to engoge students in
3 rigorous and relevant learning and to promote their
curiosity about the world ot large by:
3a. Implementing instructional content for learning.
3b. Leading students to construct meaning and apply new learning
through the use of a variety of differentiated and evidence-based
learning strategies.
3c. Assessing student learning, providing feedback to students and
adjusting instruction.

Evidence Generally Collected Through
Non-Classroom/Reviews of Practice

Planning for Active Learning
Teachers plan instruction to engage students in
rigorous and relevant learning and to promote their
curiosity about the world at large by:
2a. Planning of instructional content that is aligned with standards,
builds on students’ prior knowledge and provides for
appropriate level of challenge for all students.

2b. Planning instruction to cognitively engage students in the
content.

2¢. Selecting appropriate assessment strategies to monitor student
progress.

Domain  Professional Responsibilities and
Teacher Leadership
4 Teachers maximize support for student learning by
developing and demonstrating professionalism,
collaboration and leadership by:
4a. Engaging in continuous professional learning to impact
instruction and student learning.
4b. Collaborating to develop and sustain a professional learning
environment to support student learning.
4c. Working with colleagues, students and families to develop and
sustain a positive school climate that supports student learning.
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Appendix B: Service Providers Domains (CCT 2014)

The Connecticut State Department of Education (OS12 created additional rubrics based on the
Educator Practice Domains for use in evaluatingciassroom based educator practice. There are
specific rubrics for classroom educators and nasstbom educators as provided. A link to the CT
SEED website for the Service Providers’ Smart Gaghown below:

http://www.connecticutseed.org/wp-content/upload$&B09/SERVICE
PROVIDERS CCT SMARTCARD 9-19-13.pdf

A link to the CT SEED website for the full SERVIEROVIDERS rubric is shown below:

http://www.connecticutseed.org/wp-content/uploal$’09/SERVICE
PROVIDERS CCT Rubric 9-19-13.pdf

For clarification on the roles and responsibilities Student Educator Support Specialists (SERVICE
PROVIDERS) and to see sample SLOs or IAGDs conddotdifferent SERVICE PROVIDERS
roles, refer to the links below:

SERVICE Links to Roles & Responsibilities with Sample SL&$AGDs
PROVIDERS

Personnel

Special http://www.connecticutseed.org/wp-

Education/Resource | content/uploads/2013/09/Special_Education_TeacliRVECE
Teacher PROVIDERS 9-19-13.pdf

School Psychologist | http://www.connecticutseed.org/wp-
content/uploads/2013/09/School_Psychologist SERVICE
PROVIDERS 9-19-13.pdf

Social Worker http://www.connecticutseed.org/wp-
content/uploads/2013/09/School_Social Worker SERVIC
PROVIDERS 9-19-13.pdf

Guidance/School http://www.connecticutseed.org/wp-

Counselor content/uploads/2013/09/Comprehensive_School_CtassS&ERVICE
PROVIDERS DRAFT_ white paper 9-19-13.pdf

Nurse http://www.connecticutseed.org/wp-
content/uploads/2013/09/School_Nurses SERVICE PREBRS -9-19-
13.pdf

Speech and Language http://www.connecticutseed.org/wp-

Pathologist content/uploads/2013/09/Speech_Language_Pathol&@#H&RVICE

PROVIDERS 9-19-13.pdf

Occupational/Physica

Therapist

Literacy/Math http://www.connecticutseed.org/wp-

Coach/Literacy content/uploads/2013/09/Math_and ELA_Coach_SERVICE
Coordinator PROVIDERS 9-19-13.pdf
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Library Media
Specialist

http://www.connecticutseed.org/wp-

content/uploads/2013/12/Library Media SpecialisERSBICE

PROVIDERS 12-13-13.pdf

Transition Coordinatot

http://www.connecticutseed.org/wp-

content/uploads/2013/09/Transition Coordinator SERE/

PROVIDERS 9-19-13.pdf

Technology Coach

ELL/World Language
Teacher

http://www.connecticutseed.org/wp-

content/uploads/2014/01/ELL World Lang SERVICE PRDERS 1-

3-14.pdf

CCT Instrument for Observation of SERVICE PROVIDERS Performance and

Practice

The CCT Rubric for Effective Service Delivery 2014 - AT A GLANCE

Evidence Generally Collected
Through Observations

Domain Learning Environment, Student Engagement
1 and Commitment to Learning

Service providers p. student engog
independence and interdepend: cmleammgand
focilitate a positive learning ¢ ity by:
13 Dramatine 2 nacitius laarnine i Lno..w-....-.l.l
omoting 3 positive learning rentthatisy
and equitable.

1b. Promoting developmentally appropriate s! ards of behavior

that support a productive learning environment for all students.
1c. Maximizing service delivery by effectively managing routines and
transitions.

Domain Service Dellvery
Service providers it ion/intervention to
3 engage students in ngorous and relevant learning and to
promote their curiosity about the world at large by:
3a. Implementing service delivery for learning.
3b. Leading students to construct meaning and apply new learning
through the use of a variety of differentiated and evidence-based

Evidence Generally Collected Through
Non-Classroom/Reviews of Practice

Planning for Active Learning

Service providers plan pre jon/inter ion to
students in rig ond relevant learning and

to promote their curiosity about the world at large by:

2a. Planning p jon/inter jon that is aligned with
standarde, huilde on studente’ prior knowledse and provides

stangargde bunccon ancp

for appropriate level of challenge for all students

2b. Planning prevention/intervention to actively engage students
in the content.

2c. Selecting appropriate assessment strategies to monitor student
progress.

Domain  Professional Responsibilities
and Leadership
4 Service pmvndtrs maximize support for smdem learning

4a. Engaging in continuous professional learning to impact
service delivery and student learning.

learning strategies. 4b. Collaborating to develop and sustain a professional learning
3c. Assessing student learning, providing feedback to students and environment to support student learning.
adjusting service delivery. 4c. Working with colleagues, students and families to develop and
sustain a positive school climate that supports student learning.
S o
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Appendix C: Template for Setting SMART Goals — IA@s for SLOs

The SMART goal-setting process ensures that eveayig measurable and clear. This process is
beneficial in establishing IAGDs that create atihie measures for SLOs. The advantages of the
SMART goal-setting process are listed below:

Provides a structured approach to a complex task;

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

Is easy to teach others how to develop;

Helps to define goals in terms that can be widelganstood; and
Requires thinking through the implementation ad a&lthe outcome.

The characteristics of SMART goals are:

Specific and Strategic
0 The goal should be well defined enough that anyuittelimited knowledge of your
intent should understand what is to be accomplished
Measurable
o0 Goals need to be linked to some form of a commoasone that can be used as a
way to track progress toward achieving the goal.
Aligned and Attainable
0 The goal must strike the right balance betweengoaitainable and aligned to
standards but lofty enough to impact the desirechgh.
Results-Oriented
o All goals should be stated as an outcome or result.
Time-Bound
o The time frame for achieving the goal must be céeat realistic.

SMART goals Dos and Don'ts

DO: DON'T:

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

Write it down Forget to make a deadline

Be specific Deal in absolutes

Track your progress Expect perfection

Celebrate your success Keep your goal on a shelf

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

Forget that you CAN DO IT!

See tables on the following pages for sample SU@IAGDs as well as links to the CT SEED
website for additional samples by subject/category.
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Sample SLOs

Educator Category Student Learning Objective

8th Grade Science My students will master critazaicepts of science inquiry.
High School Visual Arts My students will demonsgraroficiency in applying the five
principles of drawing.

Below are some examples of indicators that mighadgaied to the previous SLO examples:

Sample SLO with Standardized IAGD(S)

Educator Student Learning Objective Indicators of Academic Growth and
Category Development(at least oneisrequired)

8th Grade | My students will master critical| 1. 78% of my students will score at the

Science concepts of science inquiry. proficient or higher level on the science CMT

in March 2014.
2. 85% of my students will score at the
proficient level on the district inquiry CBA.

Sample SLO with Non-Standardized IAGD(s)
Educator Student Learning Objective Indicators of Academic Growth and

Category Development(at least oneisrequired)
8" Grade My students will master critical | 1. My students will design an experiment that
Science concepts of science inquiry. incorporates the key principles of science

inquiry. 90% will score a 3 or 4 on a scoring
rubric focused on the key elements of science

inquiry.
High School| My students will demonstrate | 1. 85% of students will attain a 3 or 4 in at least
Visual Arts | proficiency in applying the five 4 of 5 categories on the principles of drawing
principles of drawing. rubric designed by visual arts educators in pur
district.

Additional SLO sampleshttp://www.connecticutseed.org/?page_id=2017#sasnple
Teacher SLO Development Guidettp://www.connecticutseed.org/wp-
content/uploads/2013/06/SLO_checklist_simple_ruboic

I
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Appendix D: East Hartford Public Schools’ Parent Sirvey
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Appendix E: Connecticut’'s Measures of Student Acaeimic Learning

Measure Definition

School Performance Index (SPI)

The SPIis a measure of student achievement ond&Ctouat’'s
standardized assessments — the Smarter Balanced ¢S8
beginning 2014-15, CMT (science) and CAPT scienEe)x
each subject testedmathematics, reading, writing and scien
— Connecticut reports performance for five achieveinevels:
Below Basic (BB), Basic (B), Proficient (P), Go&)(and
Advanced (A). For each student, the state caleslan
Individual Performance Index (IPI), which represent
performance across all tested subjects. The SPtasnpilation
of the IPIs for all students in a school. The leistan index
score ranging from 0 to 100, where 0 indicates @liatudents
scored at the Below Basic level across all subgatis100
indicates that all students scored at the GoaldwaAced level.

ce

Smarter Balanced Test

The SB test is the standard content areas assessmen
administered to students in grades 3-8 and 11de®ta are
assessed in the content areas of reading, mattosnaat
writing in each of these grades.

Connecticut Mastery Test (CMT)
Science

The CMT Science is the standard content area assess
administered to students in Grades 5 and 8.

Connecticut Academic Performance
Test (CAPT) Science

The CAPT Science is the standard content areasiseas
administered to students in Grade 10.

Subgroups

ELLs, students with disabilities, black studentsgdnic
students and students eligible for free or redysrést lunch.
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Appendix F: SPI Scoring and Sample Ratings

Scoring:

Step 1: SPI Ratings and Progress are applied to ae a score between 1 andi, using the table

UJ

below:
Target (4) Target (3) Target (2) Target (1)
SPI Progress >125% of target | 100-125% of 50-99% of <50% of target
progress target progress | target progress | progress
Subgroup SPI Meets Meets Meets Does not meet
Progress performance performance performance performance
targets for all targets for 50% | targets for at least target for any
subgroups that | or more of sub- | one sub-group | subgroup that ha:
have SP1<88 groups that have | that has SPI <88 | SPI<88
SP1<88
OR
all subgroups have
SP|> 88
OR
The school does
not have any
subgroups of
sufficient size
SPI Rating 89-100 77-88 64-76 <64
SPI Rating for The gap between| The gap between| The gap between| The gap between
Subgroups the “all students” | the “all students” | the “all students” | the “all students”

group and each
subgroup is <10
SPI points or all
subgroups have
SP|> 88

OR

The school has n¢
subgroups

group and 50%
or more of sub-
groups is <10 SP
points

group and at leas
one subgroup is
>10 SPI points.

t group and all
subgroups is
>10 SPI points.
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Step 2: Scores are weighted to emphasize improventen schools below the State’'s SPI
target of 88 and to emphasize subgroup progress anerformance in schools above the target.
The weights are presented in the table below:

SPI| >88 SPI between 88 and 64 SPI <64

School Performance 10% 50% 50%
Index (SPI) progress

from year to year

SPIprogress for student | 40% 50% 50%
subgroups

SPIlrating 10% 0% 0%
SPlrating for student 40% 0% 0%
subgroups

*For schools with no subgroups: 50% on SPI progré8% on SPI rating

Step 3: The weighted scores in each category are summezhwsults in an overall state test rating
that is scored on the following scale:

Proficient

Developing

Below Standard

Exemplary
>3.5

Between 2.5and 3.5

Between 1.5and 2.4

bess 1.5

Sample Ratings:

A SCHOOL WITH AN SPI GREATER THAN88:
Measure Score Description Score Weight Summary
Score
School Performance Index No target because of high| 4 0.1 0.4
(SPI) progress from year tpperformance
year
SPI progress for student | Meets target for 3 of 4 3 0.4 1.2
subgroups subgroups
SPI rating 90 4 0.1 0.4
SPI rating for student Gap between the “all 2 0.4 0.8
subgroups students” group and one
subgroup is 12
Score: 2.8
Rating: Proficient
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A SCHOOL WITH AN SPI BETWEEN 88 AND 64:
Measure Raw Score Scale Score Weight Summary

Score
School Performance Meets target 3 0.5 15
Index (SPI) progress from
year to year

SPI progress for student | Meets target for 4 out of 5| 3 0.5 15
subgroups subgroups
SPlI rating 75 2 0 0
SPI rating for student Gap between the “all 4 0 0
subgroups students” group and all
subgroups is <10
Score: 3
Rating: Proficient
A SCHOOL WITH AN SPI <64:
Measure Raw Score Scale Score Weight Summary
Score
School Performance Meets target 3 0.5 15
Index (SPI) progress from
year to year
SPI progress for student | Meets target for 2 of 3 3 0.5 15
subgroups subgroups
SPI rating 60 1 0 0
SPI rating for student Gap between the “all 1 0 0
subgroups students” group and one
subgroup is 11
Score: 3
Rating: Proficient

I
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Appendix G: Evaluation-Based Professional Learning

Professional learning supports the continuous droand development of educators and leads to
improvements in student achievement. Understanthegconnection between professional growth
and educator practice, every educator will identiig/her professional learning needs in mutual
agreement with his/her evaluator. This Professi@®velopment/TEval (PD/TEval) Plan will serve
as the foundation for ongoing, honest conversat@ansut the educator’'s practice and impact on
student outcomes, allow educators to set clearsgoalfuture performance, and outline the supports
needed to meet those goals. The professionalitggapportunities identified for each educator must
be based on the individual strengths and needsifi@éenthrough the evaluation process. The process
may also reveal areas of common needs among edsiegihach can then be addressed with school-
wide professional development opportunities.

The district's PD/TEval Committee is intended te@e the alignment of professional development to
educator practice needs and district, school arghrti@ent goals. Membership in the committee

includes district and school level administratorsl @ducators, as well as representatives from the
appropriate exclusive bargaining unit, as requbrgdtatute. The committee will meet to discuss the
needs of educators as a whole and individuallyessribed below:

1. The PD/TEval Committee will explore professionari@ng opportunities to target district
level, school level, and individual/team level msdional development needs. Based on
data collected, the PD/TEval Committee will makeoramendations regarding distribution
of available professional development time and ueses to address all 3 tiers of
professional development needs:

» District level professional development
» School level professional development
* Individual/team level professional development

The PD/TEval Committee will identify evaluation amvelopment needgaking into
account hours needed for educators to work on gtiedstly related to their evaluation
plan. The committee will develop an annual plan basedhpat from building principals,
department heads/supervisors certified staff, agaltral administration that takes into
account school-based, district-based and individgthicator professional growth needs.

This plan also takes career growth and teacheetshipp opportunities into account. See
Fig. 1 below:
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Fig 1: Timeline/Cycle of the Professional Develomin&nnual Process

March/April

Administer/Collect/Interpret Professional Development
AsService Providersment Survey (certified staff)

January/February May

Review mid-year progress and support additional Collect and review administrator feedback on
needs professional development needs

November/December June
Based on identified needs, map a draft of the district PD
opportunities; including 1/2 day review of TEVAL process and
changes

Review PD proposals for Day of Choice to address
individual needs and post opportunities for selection

August/September

Draft newsletter highlighting identified areas of selected PD topics;
promote/recruit exemplary and proficient certified staff to present

2. Based on the allocated hours for school and indaliddeeds, administrators will work with
the PD/TEval Committee to determine how to distiebtne time required for educators to
participate in both school and individual professib learning opportunities.
Administrators can also use data from the growdngland school improvement plans to
develop school-wide professional development oppdaties to address areas of common
need. Part of the professional development sckedill also include sharing educator
evaluation materials, discussion of the evaluapimtess and an opportunity to discuss the
materials and expectations in order to ensure stal®ling as educators seek to develop
their Student Learning Objectives (SLOs) and thedicators of Academic Growth and
Development (IAGDSs).

3. Exemplary and proficient educators, as determingdhk East Hartford PD/TEval Plan,
will be invited to create proposals for approvaltbg PD/TEval Committee to implement
for peers at district or school-based professiaalelopment Service Providers on a
designated “Day of Choice” or for other opportugstias appropriate. Furthermore, such
teachers may be invited to serve as coaches oronserfor other educators for
implementation or improvement support. Such opputies enhance career growth
opportunities for teacher leaders in alignment wligtrict and school improvement plans.
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Appendix H: TalentEd Forms
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Appendix I: East Hartford’s Professional Developmat Staff Survey Results
(Spring, 2015)

Does the professional development that you received so
far this year support any of your teacher evaluation
goals?

OYes
BNo

Professional Development improved my
knowledge/skills.

@ Strongly Agree
BAgree

ODisagree
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Professional Development is worth my time to attend.

@ Strongly Agree

BmAgree

Professional Development increased my effectiveness
with students.

@ Strongly Agree
BAgree

ODisagree
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Aligned to the State of Connecticut Department of Education, East Hartford Public Schools is
committed to a policy of equal opportunity/affirmative action for all qualified persons. East
Hartford Public Schools does not discriminate in any employment practice, education program,
or educational activity on the basis of race, color, religious creed, sex, age, national origin,
ancestry, marital status, sexual orientation, disability (including, but not limited to, mental
retardation, past or present history of mental disability, physical disability or learning disability),
genetic information, or any other basis prohibited by Connecticut state and/or federal
nondiscrimination laws. East Hartford Public Schools does not unlawfully discriminate in
employment and licensing against qualified persons with a prior criminal conviction. Inquiries
regarding the East Hartford Public Schools’ nondiscrimination policies should be directed to East
Hartford Public Schools (EHPS) Human Resources Department.
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DISTRICT VISION:

The mission of East Hartford Public Schools is to deliver a high quality learning experience for
EVERY CHILD, EVERY DAY.

Expectations
Matter

Competence Solutions Relationships Results

Effort Matters Matters Matter Matter Matter

DISTRICT CORE BELIEFS: WE BELIEVE

We believe our expectations set the bar for performance throughout all district
levels. We expect all children to reach their fullest potential as learners and
achieve career or college readiness. We achieve our expectations through a
commitment to goal setting, high level adult performance, relentless support
and continual adherence to system wide accountability.

Expectations
Matter:

We believe as leaders, our effort sets the tone, concept and work ethic of the
Effort Matters: | district. We demonstrate effort through our daily actions, our willingness to
solve problems and our relentless commitment to excellence.

We believe as leaders, our personal level of expertise is a relative concept that
must continually grow and improve. We are committed to personal growth, to

Competence . o
Mapt ters: challenging our areas of current weakness and to emphasizing our current
' areas of comfort and strength. We model for our district what it means to be
life long, committed and growing learners.
We believe as leaders, our approach to all challenges must be a solution based
. mindset. We demonstrate this approach by addressing all challenges with
Solutions o . . o .
Matter: optimism, creativity and an insistence that a solution is available to us. We

model this approach to our district by refusing to complain, by refusing to give
up and by always being willing to take another look.

We believe that the relationships we share with each other, within our
Relationships | departments and within the district make the difference in getting the results

Matter: we want. We model strong relationships based on honesty, loyalty and a
commitment to working together.

We believe that our success as a team and our success as individuals are
measured by tangible results. We demonstrate this belief by knowing our
current level of performance, setting realistic goals and holding ourselves
accountable on a regular basis to these goals.

Results Matter:

East Hartford Professional Development and Administrator Evaluation Plan 5/1/15
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SECTION I: INTRODUCTION TO THE ADMINISTRATION EVALUATION MODEL

“All leadership is influence”
-Anonymous

East Hartford Public Schools believes that a quality leader is the single most influential force in
the development of high quality schools. In accordance with this belief, this evaluation plan
centers on the core principles of accountability and support in the growth and development of all
district administrators.

This East Hartford Professional Development and Administrator Evaluation Plan was developed
through a year-long process of collaboration between and among building administrators and
central office administration. Informed by the Connecticut SEED (System for Educator
Evaluation and Development) template during the 2012-13 academic year, this committee was
focused on developing a plan that is, first and foremost, fair, celebrates great leadership,
provides system-wide accountability and that details systems for support as needed. While the
committee acknowledges that this document will continue to be refined and improved through
implementation, it is the hope that it will serve as a guiding standard for all administrators in the
years to come. Understanding that a major goal of the educational process is to develop the
capacity of the students to become successful life-long learners, this plan focuses on the growth
and development of administrators as learners and implementers of educational strategies to
support teachers and students.

The East Hartford Professional Development and Administrator Evaluation plan contains several
key elements designed to underscore and operationalize the concepts of accountable
professional growth. Administrator professional development and evaluation are two of the key
elements in the development of an effective system that supports school improvement. In an
effort to enhance a strong alignment between professional development and leadership practice,
the evaluation model described in this plan outlines the steps East Hartford Public Schools will
take in collaboration with district administrators to enact this system, including professional
learning, evaluation of practice, assessment of student achievement, and administrator support
and improvement.

East Hartford Public Schools and the East Hartford Educational Administrative and Supervisory
Unit (EHEASU) collaboratively reserve the right to make adjustments, as needed, to improve the
administrator evaluation process. Any modifications to the evaluation model will be shared with
the East Hartford Board of Education. East Hartford Public Schools will make changes only after
reviewing the Connecticut State Department of Education (CSDE) updated revisions.
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Executive Summary
This handbook outlines the district model for the evaluation of district administrators in East
Hartford. It provides the reader with the plan, process guide and the tools to facilitate the
evaluative process. In addition, the appendices provide examples, rubrics and various
documents that may also assist in the process. A robust administrator evaluation system is a
powerful means to develop a shared understanding of leadership effectiveness for all East
Hartford administrators. The East Hartford Professional Development and Administrator
Evaluation Plan defines administrator effectiveness in the following terms:
e administrator practice (the actions taken by administrators that have been shown to
impact key aspects of school life);
e the results that come from leadership (teacher effectiveness and student achievement);
and
e the perceptions of the administrators’ leadership among key stakeholders in their
community:.

East Hartford’s model describes four levels of performance for administrators and focuses on the
practices and outcomes of Proficient administrators. These administrators can be characterized
as proficient due to their success in three areas: leadership practice, stakeholder feedback, and
results specifically noted by:

Leadership Practice Stakeholder Feedback Results
e Meeting expectations as an e Meeting one target related to e Meeting state accountability
instructional leader stakeholder feedback growth targets on tests of core
(Performance Expectation #2) academic subjects
e Meeting expectations in at least e Meeting and making progress on
three additional a minimum of two student
Performance Expectations learning objectives (SLO) aligned

to school and district priorities

e Having more than 60% of
teachers proficient on the student
growth portion of their
evaluation

The model includes a level of exemplary performance for those who exceed these characteristics,
but exemplary ratings are reserved for those who could serve as a model for leaders across their
district or even statewide. A proficient rating represents fully satisfactory performance and it is
the rigorous standard expected of most experienced administrators.

This model for administrator evaluation has several benefits for participants and for the broader
community. It provides a structure for the ongoing development of principals and other
administrators so that we have a basis for assessing their strengths and growth areas so they
have the feedback they need to get better. It also serves as a means for districts to hold
themselves accountable for ensuring that every child in their district attends a school with
effective leaders.

The model was adapted from the Connecticut’'s System for Educator Evaluation and
Development (SEED) that was presented to local districts for school year 2012-2013 from the
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CSDE. It is built on both research on principal evaluation and the practice of states across the
country and within Connecticut. The model meets all of the requirements for the evaluation of
practicing 092 certificate holders outlined in the Connecticut General Statutes and Connecticut
State Board of Education regulations.

Core Design Principles

The East Hartford Professional Development and Administrator Evaluation Plan contains four
core design principles that will serve as founding cornerstones for all evaluative practice
throughout the district.

1. Focus on what matters most: The plan specifies four areas of administrator performance
as important to evaluation - student learning (45%), administrator practice (40%),
stakeholder feedback (10%), and teacher effectiveness (5%). Since the first two categories
make up 85% of an administrator’s evaluation, the bulk of the model design focuses on
specifying these two categories. In addition, some aspects of administrator practice - most
notably instructional leadership - have a bigger influence on student success, and therefore,
demand increased focus and weight in the evaluation model.

2. Emphasize growth over time: The evaluation of an individual’s performance should
primarily be about their improvement from an established starting point. This applies to
their professional practice focus areas and the outcomes they are striving to reach.
Attaining high levels of performance matters - and for some administrators, maintaining
high results is a critical aspect of their work - but the model should encourage
administrators to pay attention to continually improving their practice.

3. Leave room for judgment: In the quest for accuracy of ratings, there is a tendency to focus
exclusively on the numbers. However, of equal importance to getting better results is the
professional conversation between an administrator and his/her supervisor that can be
accomplished through a well-designed and well-executed evaluation system which includes
a dispute resolution protocol (agreed upon between East Hartford Public Schools and the
EHEASU). So, the model requires evaluators to observe the practice of administrators
enough to make informed judgments about the quality and efficacy of practice.

4. Consider implementation atleast as much as design: East Hartford Public Schools will
continually review the evaluation plan and implementation to consider revisions to the
timelines, processes, and protocols based on outcomes, reports, and state
recommendations.
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SECTION II: KEY ELEMENTS OF THE MODEL

All who have accomplished great things have had a great aim, have fixed their gaze on a goal which was high, one which sometimes
seemed impossible.
- Orison Swett Marden

The East Hartford Professional Development and Administrator Evaluation Plan contains several
key elements designed to support professional growth and educator practice. These key
elements are summarized individually below while some are described in greater detail
throughout the document.

Evaluation-Based Professional Learning

Professional learning supports the growth and development of administrators and leads to
improvements in teacher effectiveness. Understanding the connection between professional
growth and administrator practice, every administrator will be identifying his/her professional
learning needs in mutual agreement between the administrator and his/her evaluator. This
professional development plan will serve as the foundation for ongoing, honest conversations
about the administrator’s practice and impact on teacher and student outcomes, allow
administrators to set clear goals for future performance, and outline the supports needed to
meet those goals. The professional learning opportunities identified for each administrator must
be based on the individual strengths and needs identified through the evaluation process. The
process may also reveal areas of common needs among administrators which can then be
addressed with district-wide professional development opportunities. The district Professional
Development/Teacher Evaluation Committee will meet to discuss the needs of administrators as
a whole and individually as described below:

Career Development and Professional Growth

Rewarding exemplary performance identified through the evaluation process with opportunities
for career development and professional growth is a critical step in both building confidence in
the evaluation system itself and in building the capacity of all administrators. East Hartford
Public Schools encourages the development of administrator leadership as a means of career
development and professional growth opportunities.

Examples of such opportunities include, but are not limited to, observation of peers; mentoring
early-career administrators; participating in development of administrator improvement and
remediation plans for peers whose performance is developing or below standard; leading
Professional Learning Communities; differentiated career pathways; and focused professional
development based on goals for continuous growth and development.

Ensuring Fairness and Accuracy: Evaluator Training, Monitoring and
Auditing

All evaluators are required to complete training on the evaluation model. East Hartford Public
Schools will provide administrators with training opportunities and tools throughout the year to
support district administrators and evaluators in implementing the Professional Development
and Educator Evaluation Plan across the schools. Initial training and on-going support training
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and calibration will be provided by a RESC, the CSDE, an outside consultant or the district to ensure
that evaluators are trained in conducting administrator evaluations.

Administrator Evaluation Process and Timeline

The annual evaluation process between an administrator and an evaluator is anchored by three
performance conversations at the beginning, middle and end of the year. The purpose of these
conversations is to clarify expectations for the evaluation process, provide comprehensive
feedback to each administrator on his/her performance, set development goals and identify
development opportunities. These conversations are collaborative and require reflection and
preparation by both the evaluator and the administrator in order to be productive and
meaningful. Fig. 1 displays the timeline below:

Please note this time cycle is subject to the release of state level data and the administrative
work calendar. If necessary, this timeline can be adjusted through mutual agreement between
the administration and the members of the EHEASU.

Figure 1: Plan implementation and evidence collection

JANUARY/
FEBRUARY APRIL/MAY MAY/JUNE

) ) . Summative
Orientation Goal-Setting Mid-Year Self- Conference

and context- and Plan e Assessment May-June

settin Development 3 by May 15
& October 15 Review

July- September March 8 Final Rating
By June 14
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Goal Setting Process/Conference

Setting ambitious, yet attainable, goals is a cornerstone process of the evaluation plan for school
administrators. As with all quality goals, these goals should be based on relevant data, include
specific measures and be actionable for staff. The goal-setting conference for identifying the
overall Student Learning Objectives (SLOs) and aligned Indicators of Academic Growth and
Development (IAGD), as well as goals for administrator practice, shall include the steps listed
below, which will apply to ALL practicing administrators. The following table provides a quick
reference guide to the category, minimum number required and brief description for each step in
the process:

Category Number Descriptor

An approach for determining student growth targets that will

SLO ZlGinlintin) be measured through IAGDs

IAGD Atleast 1 matched | The specific evidence, with a quantitative target, that will
to each SLO demonstrate if the SLO was met

Stakeholder Feedback 1 An approach for setting an improvement target related to

identified areas of need as indicated by parent feedback

1. Prior to the meeting, the administrator examines available and applicable school data, prior
year evaluation and survey results, and the Connecticut School Leadership Standards to draft
proposed goals in alignment to District Improvement Plan (DIP) and School Improvement
Plan (SIP).

2. Recognizing the importance of alignment between district, school, department and educator
goals, the evaluator and administrator will hold a goal setting meeting that will consist of a
professional and respectful collaboration regarding district, school and individual growth
goals. With respect to this understanding, one of the administrator’s goals and corresponding
IAGD(s) may be required at the discretion of the evaluator in the category of student learning
set through a mutually agreeable process. For this SLO and its corresponding IAGD, the
evidence collected and the assessment selection are set by the evaluator in accordance with
the district/school improvement plan. The targeted performance level and proportion of
students projected to achieve the targeted performance level must be individually
determined specifically to match the school/department needs through mutual agreement
between the evaluator and administrator.

In addition, the administrator and evaluator will mutually agree on the goals and on the data
set that will be used to measure student learning growth. If mutual agreement cannot be
reached, the goals will be mediated through the dispute resolution process as described in
Section VII.

3. The administrator and evaluator will mutually determine if the indicator will apply to the
individual administrator, a team of administrators, a grade level, the whole school, or a
cohort of specialists with common needs from throughout the district.
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4. The administrator and evaluator should identify the unique characteristics of the population
of students which would impact student growth (i.e. high absenteeism, highly mobile
population in school, etc.) as part of the goal-setting process. These details should also be
reviewed and discussed at the mid-year conference.

5. The administrator and evaluator should identify the assessment, data or product to be used
for measuring growth; the timeline for instruction and measurement; how baseline will be
established; how targets will be set so they are realistic yet rigorous; the strategies that will
be used; and the assistance the administrator desires.

Definition of Effectiveness and Ineffectiveness

Effectiveness or ineffectiveness is determined utilizing a pattern of observations and/or
summative ratings derived from multiple indicators in the evaluation system. This system
defines effectiveness in East Hartford Public Schools. In addition, the East Hartford Professional
Development and Administrator Evaluation Plan provides administrators with the support and
opportunity for improvement when observed practice or summative rating is deemed developing
or below standard.

Non-Tenured Administrators

Non-tenured administrators shall generally be deemed effective if said administrator receives at
least two sequential proficient ratings, at least two of which should be earned in the third and
fourth year of a non-tenured administrator’s career. See Fig. 2:

Figure 2: Non-Tenured Administrator Preferred Path Timeline

Example: Expected and preferred pattern of growth Non-Tenured Administrator

Tenure

Year 1 Year 2 Year 3 Year 4

A below standard rating may be permitted but only in the first year of a non-tenured
administrator’s career, assuming a pattern of growth of at least developing in year two and two
sequential proficient ratings in years three and four. The superintendent may offer a contract to
any administrator he/she deems effective at the end of year four. See Fig. 3.

East Hartford Professional Development and Administrator Evaluation Plan 5/1/15
Page 13



Figure 3: Non-Tenured Administrator showing growth

Example: Potential permitted pattern of growth Non-Tenured Administrator*

Potential tenure

Year 1 Year 2 Year 3 Year 4

*Please note: A non-tenured administrator is not guaranteed a continued position with a below standard rating even in the first
year. The superintendent may choose not to renew a non-tenured administrator’s contract at any point in time if said administrator
receives a rating of developing or below standard. This clause would be enacted based on the determination that the said
administrator does not possess the potential for excellence.

In the case of a “Fast-Track” formerly tenured administrator, defined as an administrator
entering East Hartford Public Schools from another Connecticut district where tenure was
previously achieved and who was employed by a Connecticut district within the previous five
years, the superintendent may non-renew the administrator should it be anticipated that a below
standard or developing rating will be assigned in the first year of service based on observed
performance. This clause would be enacted based on the determination that said administrator
does not possess the potential for excellence in East Hartford Public Schools. See Fig. 4.

Figure 4: Non-Renewal of a “Fast-Track” Tenured Administrator

Example: Potential Non-Renewal of a “Fast-Track” Tenured Administrator

Below
Standard or
Developing
Observation

Below Standard or
Developing
Observation

Informal Potential Non-

Support

Informal
Support

Renewal

Year 1

Educator Support Process
As a core principle, the East Hartford Professional Development and Administrator Evaluation

Plan provides administrators with the support and opportunity for improvement when observed
or summative rated practice is deemed developing or below standard. The following bullets
summarize these supports.
¢ Informal Support (Prior to Supervisory Review)
If an administrator's observational performance is rated as developing or below standard,
this performance may signal the need for the evaluator and administrator to create an
informal support process prior to placing the educator on Supervisory Review. The
informal support should be developed in collaboration with the administrator and
evaluator. Support may include the following:
o resources, support and other strategies to be provided to address documented,

observed deficiencies, and
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o atimeline for implementing such resources, support, and other strategies

e Supervisory Review
Based on evidence gathered during observations and the Informal Support phase, an
evaluator may determine that there is insufficient improvement in an administrator's
performance following the additional assistance given to help the administrator meet the
expectations of the district. The evaluator will notify the Superintendent of Schools that
the administrator is being recommended for Supervisory Review. Placement on
Supervisory Review will be determined by the Superintendent.

Tenured Administrators
A tenured administrator shall generally be deemed effective if said administrator maintains a
summative rating of proficient or exemplary.

A tenured administrator shall generally be deemed ineffective if said administrator receives at
least two sequential developing year end ratings. At the culmination of this process that includes
informal support and Supervisory Review, a recommendation for continued employment or
termination will be made to the superintendent. See Fig. 5.

Figure 5: Tenured Developing Administrator

Example: Potential time line for a Tenured Administrator: Developing Rating (Year End)

Developing Developing Informal Developing Su| i inati
i . pervisory Termination
Observation Observation Support (gtésell'va:mn) Review

valuators,

Year 1 Year 2

A tenured administrator shall also generally be deemed ineffective if said administrator receives
at least two sequential below standard observation ratings throughout the year or a final below
standard year end rating. At the culmination of this process that includes informal support and
Supervisory Review, a recommendation for termination will be made to the superintendent. See
Fig. 6.

Figure 6: Tenured Below Standard Administrator

Example: Potential time line for a Tenured Administrator: Below Standard Rating (Year End)*

Below

Below Informal Standard/Developing Supervisory

Standard
Observation

. Termination
Support Observation (2 Review

Evaluators)

Year 1l

*Please note that all of the situations above ending in termination of a tenured administrator presume that the said administrator
has not made adequate progress after the provision of informal and/or formal support.
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SECTION III: OVERVIEW OF THE MODEL:
THE FOUR CATEGORIES OF ADMINISTRATOR EFFECTIVENESS

Great leaders are almost always great simplifiers, who can cut through argument, debate and doubt to offer a solution everybody can
understand.
- General Colin Powell

Recognizing the complexity of school, department and team leadership, the East Hartford
Professional Development and Administrator Evaluation Plan uses multiple indicators to assess
administrative effectiveness. These multiple indicators are weighted in categories as indicated
in the graphic and as listed below. The following sections provide a detailed explanation and
operational guidelines for each of the four measures used to determine an educator’s summative
rating. The form to complete this summative rating is included in Appendix B.

The four categories of measures as previously identified are listed below:
e Leadership Practice 40%,
e Stakeholder Feedback 10%,
e Student Learning 45%, and
e Teacher Effectiveness 5%

The Model’s Four Categories

Leadership Practice
40%

Teacher
Effectiveness

-t [ Administrator Rating 5%

Feedback
10%

Student Learning
45%
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Category #1: Leadership practice (40%)

The core measurement of an administrator’s effectiveness as designed by the East Hartford
Professional Development and Administrator Evaluation Plan is based on the observational data
collected regarding leadership practice.

Leadership practice is described in the Common Core of Leading: Connecticut School Leadership
Standards, adopted by the Connecticut State Board of Education in June of 2012, which use the
national Interstate School Leaders Licensure Consortium (ISLLC) standards as their foundation
and define effective administrative practice through six performance expectations (Appendix
B). These weightings should be aligned with the roles and responsibilities for all practicing
administrators. The below figure provides a visual representation:

Figure 1: Leadership Practice - Six Performance Expectations

Teaching
and

Learning

1545 [euorye ot
ML

Performance Expectations:
1. Vision, Mission and Goals: Education leaders ensure the success and achievement of all

students by guiding the development and implementation of a shared vision of learning, a
strong organizational mission, and high expectations for student performance.

2. Teaching and Learning: Education leaders ensure the success and achievement of all
students by monitoring and continuously improving teaching and learning.
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3. Organizational Systems and Safety: Education leaders ensure the success and achievement
of all students by managing organizational systems and resources for a safe, high-performing
learning environment.

4. Families and Stakeholders: Education leaders ensure the success and achievement of all
students by collaborating with families and stakeholders to respond to diverse community
interests and needs and to mobilize community resources.

5. Ethics and Integrity: Education leaders ensure the success and achievement of all students

by being ethical and acting with integrity.

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

Weighting Determination Process Steps:

All six of these performance expectations contribute to successful schools, but research shows
that some have a bigger impact than others. In particular, improving teaching and learning is at
the core of what effective educational leaders do. As such, Performance Expectation 2
(Teaching and Learning) comprises half of the leadership practice rating and the other five
performance expectations are equally weighted for the evaluation of all administrators except
assistant principals. The weightings for assistant principals will be equally distributed among the
six Performance Expectation categories.

Rating System for Leadership Practice:

In order to arrive at these ratings, administrators are measured against the Leader Evaluation
Rubric (Appendix H) which describes leadership actions across four performance levels for each
of the six performance expectations and associated elements. The four performance levels are:

Rating Description

Exemplary(4) The Exemplary Level focuses on the concepts of developing capacity for action and
leadership beyond the individual leader. Collaboration and involvement from a wide
range of staff, students and stakeholders is prioritized as appropriate in distinguishing
Exemplary performance from Proficient performance.

Proficient (3) The rubric is anchored at the Proficient Level using the indicator language from the
Connecticut School Leadership Standards. The specific indicator language is highlighted
in bold at the Proficient level.

Developing (2) The Developing Level focuses on leaders with a general knowledge of leadership
practices but most of those practices do not necessarily lead to positive results.

Below Standard (1) | The Below Standard Level focuses on a limited understanding of leadership practices

and general inaction on the part of the leader.

)

The term “performance” in the above shall mean “progress as defined by specified indicators.’
Such indicators shall be mutually agreed upon, as applicable. Such progress shall be
demonstrated by evidence.
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Category #2: Stakeholder Feedback (10%)

In addition to observed leadership practice, stakeholder feedback or the “perceptions” of
stakeholders of administrative practice also plays a role in the evaluative process. Through the
inclusion of this indicator, the East Hartford Professional Development and Administrator
Evaluation Plan clearly emphasizes the importance of the whole school community in
administrator effectiveness.

All parent, student, and staff surveys will be administered with procedures that ensure
individuals are comfortable answering honestly, without fear of retribution.

Stakeholders Defined:

For each administrative role, the stakeholders surveyed should be those in the best position to
provide meaningful feedback. For school-based administrators, stakeholders solicited for feedback
must include administrative colleagues, teachers and/or parents, but may include other
stakeholders (e.g, other staff, community members, students, etc.). If surveyed populations
include students, they can provide valuable input on school practices and climate for inclusion in
evaluation of school-based administrative roles.

In alignment with the adaptations proposed by the Connecticut State Department of Education,
the following guidelines for stakeholder feedback are included for specific Central Office
administrators:

» Director of Pupil Personnel Services and Special Education Supervisors (Special
Education Leaders): stakeholders solicited for feedback will include parents and/or
guardians of students who have an Individualized Education Plan (IEP).

= Supervisor of Program Development and Assessment (Curriculum Leader): stakeholder
solicited for feedback will include teachers, assistant principals and/or principals. This
may be collected through the district’s Professional Development survey.

» Director of Adult and Continuing Education (Adult Education Leader): stakeholders
solicited for feedback will include teachers and students.

Category #3: Studentlearning (45%)

The Student Outcomes Related Indicators segment captures the administrator’s impact on
teachers, and thus, on students. Every administrator is in the profession to help teachers and
children learn and grow, and administrators already think carefully about what knowledge, skills
and talents they are responsible for nurturing each year. As a part of evaluation process,
administrators will document those aspirations and anchor them in data.

Student Outcomes Related Indicators includes two categories:
e performance and progress on the academic learning measures in the state’s accountability
system for schools, and
e performance and growth on locally-determined measures.
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Each of these measures will have a weight of 22.5%, and together they will account for 45% of the
administrator’s evaluation.

Descriptors of State Measures of Academic Learning:

Currently, the state’s accountability system includes four measures of student academic learning:

1. School Performance Index (SPI) progress - changes from year to year in student
achievement on Connecticut’s standardized assessments

2. SPIprogress for student subgroups - changes from year to year in student achievement
for subgroups on Connecticut’s standardized assessments

3. SPI rating - absolute measure of student achievement on Connecticut’s standardized
assessments

4. SPI rating for student subgroups - absolute measure of student achievement for
subgroups on Connecticut’s standardized assessments

See Appendix E for a complete definition of Connecticut's measures of student academic learning,
including a definition of the SPI.

Locally-Determined Measures:
In addition to accountability measures calculated through the use of SPI/DPI, the administrator
will also set locally determined goals that specifically target an area of focus or work.

Administrators establish a minimum of two student learning objectives (SLOs) on measures they
select. In selecting measures, certain parameters apply:

e SLOs and corresponding IAGDs, one of which can be set by the evaluator, should be
aligned to District, School, or Department Improvement Plans.

e All measures must align to Connecticut learning standards. In instances where there are
no such standards that apply to a subject/grade level, the administrator must provide
evidence of alignment to research-based learning standards.

e At least one of the measures must focus on student outcomes from subjects and/or
grades not assessed on state-administered assessments.

e For administrators in high school, one measure must include the cohort graduation rate
and the extended graduation rate, as defined in the State’s approved application for
flexibility under the Elementary and Secondary Education Act. All projections related to
the assignment of school accountability ratings for cohort graduation rate and extended
graduation rate shall apply to the use of graduation data for administrator evaluation.
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Role SLO 1 SLO 2 SLO 3 (optional)
Elementary or Middle Non-tested subjects or grades
School Principal
High School Principal Graduation
(meets the non-tested grades or
subjects requirement) Aligned to District Improvement Plan, School
I Pl D
Elementary or Middle Non-tested subjects or grades mproverlnent an, and Department
mprovement Plan
School AP
High School AP Graduation
(meets the non-tested grades or
subjects requirement)
Central‘Ofﬁce, Aligned to District Improvement Plan, School Improvement Plan, and Department
Supervisor, or Improvement Plan
Department Head P

Beyond these parameters, administrators have broad discretion in selecting indicators,
including, but not limited to:

Student performance or growth on state-administered assessments and/or district-
adopted assessments not included in the state accountability measures (e.g., commercial
content area assessments, Advanced Placement examinations, International
Baccalaureate examinations).

Students’ progress toward graduation in the school using strong predictive indicators,
including but not limited to 9th and/or 10th grade credit accumulation and/or the
percentage of students that pass 9th and/or 10th grade subjects most commonly
associated with graduation.

Students’ performance or growth on school-or classroom-developed assessments in
subjects and grade levels for which there are not available state assessments.

Below are a few examples of indicators, goals and SLOs:
Grade level Student Learning Objective Indicator of Academic Growth and Data
(SLO) Development (IAGD)
2nd Grade Students making at leastone Among 2nd graders who stay in my STAR
year’s worth of growth in school from September to May, 80% will
reading make at leastone year’s growth in their
reading skills.
Middle Student understanding of the 78% of students will attain at leastthe 7th grade
School science inquiry process proficient or higher level on the CFA CFA
Science section concerning science inquiry.
High Credit accumulation 95% of students complete 10th grade with Grades/
School 10 credits. Transcript
Central Students enrolled in identified By June 2014, the percentage of grade 3, 4, STAR
Office grade levels making overall and 5th students across the district
Admin. gains in reading reading at or above grade level will
improve from 78% to 85%.
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SLO Selection Process Steps:

The process for selecting measures and creating SLOs should strike a balance between alignment
to district student learning priorities and a focus on the most significant school-level student
learning needs. To do so, it is critical that the process unfold in this way (described for
administrators):

1.

The district establishes student learning priorities for a given school year based on
available data. These may be a continuation for multi-year improvement strategiesor a
new priority that emerges from achievement data.

The administrator uses available data to craft an improvement plan for the school. This is

done in collaboration with other stakeholders and includes a manageable set of clear

student learning targets.

The administrator chooses student learning priorities for her/his own evaluation that are

(a) aligned to district priorities (unless the school is already doing well against those

priorities) and (b) aligned with the school improvement plan.

The administrator chooses measures that best assess the priorities and develops clear

and measurable SLOs for the chosen assessments/indicators.

The administrator shares the SLOs with her/his evaluator, informing a conversation

designed to ensure that:

e The objectives are adequately ambitious.

e Thereisadequate data that can be collected to make a fair judgment about whether
the administrator met the established objectives.

e The objectives are based on a review of student characteristics (e.g., mobility,
attendance, demographic and learning characteristics) relevant to the assessment of
the administrator against the objective.

e The professional resources are appropriate to supporting the administrator in
meeting the performance targets.

e Please note that one SLO and corresponding IAGD may be set by the evaluator. For
more specific details see section II.

The administrator and evaluator collect interim data on the SLOs to inform a mid-year

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

and summative data to inform summative ratings.

In alignment with the adaptations proposed by the Connecticut State Department of Education,
the following guidelines for developing indicators of student learning are included for specific
Central Office administrators:

Director of Pupil Personnel Services and Special Education Supervisor (Special Education
Leaders)-
= Standardized Measures (22.5%): based on subgroup of District Performance
Index (DPI) or on special education subgroups on SPIs of schools served
» Locally Determined Measures (22.5%): goals address a significant portion of
special education students served.
Supervisor of Professional Development and Assessment (Curriculum Leader)-
» Standardized Measures (22.5%): based on subgroup of District Performance
Index (DPI) or SPIs of schools served or subjects served
= Locally Determined Measures (22.5%): goals address a significant portion of
students served.
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= Director of Adult and Continuing Education (Adult Education Leader)-
= Standardized Measures (22.5%): target related to General Education Diploma (GED)

attainment
* Locally Determined Measures (22.5%): two goals measured by standardized or non-

standardized measures

Based on this process, administrators receive a rating for this portion as follows:

2 SLOs:
Exemplary Proficient Developing Below Standard
Substantially exceeded 1 Met both SLOs Met 1 SLO and did not Met 0 SLOs
SLO and met1 SLO make substantial
Met 1 SLO and made at progress on the other
least substantial progress
onthe 2" SLO
3 SLOs:
Exemplary Proficient Developing Below Standard
Substantially exceeded on 2 Met all three SLOs Met 1 SLO and made Met 0 SLOs
SLOs and met 1 SLO substantial progress on at
Met 2 SLOs and made at least 1 other OR
** |f 2 SLOs are met, the least substantial progress
administrator will gather on the 3 Met 1 SLO and did not
additional data so that the make substantial

evaluator can make a
determination regarding
the summative rating.

progress on either of the
other 2
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To arrive at an overall student learning rating, the ratings for the state assessmentand the locally-
determined ratings in the two categories are plotted on this matrix:

State Test Portion/Standardized SLO(s)

Exemplary
h h
Exemplary Exemplary Exemplary li;}érf;{ Z:)tn*e "

~~
T 2
g 3 Exemplary
Ec®
5S
2 Z _g Gather further
Qg = information*
> = g
=235
5 § 5 Gather further Gather further
S=4 Information* information*

*Gather further Information: If the two focus areas are highly discrepant (e.g., a rating of exemplary for the State Test Portion and a
rating of below standard for Locally Determined Measures), then the administrator and evaluator should examine the data and
gather additional information in order to make a summative rating. Such information gathering may require looking at school level
data, determining if significant changes may have occurred in student population, or other such pieces of information impacting
student growth and development. If, after such review, a revision in the administrator’s SLOs or IAGDs becomes necessary, the
educator and evaluator shall meet to determine such changes incorporating the Assistant Superintendent/Superintendent and/or
Director of Human Resources in such meeting as appropriate.
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Category #4: Teacher Effectiveness (5%)

Improving teacher effectiveness is central to an administrator’s role in driving improved student
learning outcomes. The East Hartford Professional Development and Administrator Evaluation
Plan measures the actions that administrators take to increase teacher effectiveness - from hiring
and placement to ongoing professional development to feedback on performance and assesses
the outcomes of all of that work.

As part of Connecticut’s teacher evaluation state model, teachers are assessed in part on their
accomplishment of SLOs. This is the basis for assessing administrators’ contribution to teacher
effectiveness outcomes.

For assistant principals, measures of teacher effectiveness shall focus only on those teachers the
assistant principal is responsible for evaluating. If the assistant principal’s job duties do not
include teacher evaluation, then the teacher effectiveness rating for the principal of the school
shall apply to the assistant principals.

In alignment with the adaptations proposed by the Connecticut State Department of Education,
the following guidelines for determining teacher effectiveness have been included for specific
Central Office administrators:

» Director of Pupil Personnel Services and Special Education Supervisors (Special
Education Leaders): Based on student learning goal/objective attainment of composite
special education teachers.

= Supervisor of Program Development and Assessment (Curriculum Leader): Based on
student learning/goal objective attainment of principals, assistant principals, and
instructional supervisors served.

* Director of Adult and Continuing Education (Adult Education Leader): Based on student
learning goals/objective attainment of SLOs of adult education teachers.

In order to maintain a strong focus on teachers setting ambitious SLOs for their evaluation, it is
imperative that administrator evaluators discuss with the administrators their strategies in
working with teachers to set SLOs. Without attention to this issue, there is a substantial risk of
administrators not encouraging teachers to set ambitious SLOs.

Exemplary Proficient Developing Below Standard

>80% of teachers are rated
proficient or exemplary on
the student growth
portion of their evaluation

>60% of teachers are rated
proficient or exemplary on
the student growth
portion of their evaluation

>40% of teachers are rated
proficient or exemplary on
the student growth
portion of their evaluation

<40% of teachers are rated
proficient or exemplary on
the student growth
portion of their evaluation
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SECTION IV: THE ADMINISTRATOR EVALUATION PROCESS

The goal of an effective leader is to recondition your team to be solution focused rather than problem focused.
- Jim Rohn

This section describes the process by which administrators and their evaluators collect evidence
about practice and results over the course of a year, culminating with a final rating and
recommendations for continued improvement. The East Hartford Professional Development
and Administrator Evaluation Plan describes an annual cycle for administrators and evaluators
to follow, and this sequence of events lends well to a meaningful and achievable process. To
ensure a quality evaluation process, the East Hartford Professional Development and
Administrator Evaluation Plan focuses on the following principles through the plan:
e That evaluators prioritize the evaluation process, spending more and better time in
schools observing practice and giving feedback; and
e That both administrators and evaluators focus on the depth and quality of the
interactions that occur in the process, not just on completing the steps.

Overview ofthe Process

Each administrator participates in the evaluation process as a cycle of continuous improvement.
The cycle is the centerpiece of state guidelines designed to have all educators play a more active,
engaged role in their professional growth and development. For every administrator, evaluation
begins with goal-setting for the school year, setting the stage for implementation of a goal-driven
plan. The cycle continues with a Mid-Year Formative Review, followed by continued
implementation. The latter part of the process offers administrators a chance to self-assess and
reflect on progress to date, a step that informs the summative evaluation. Evidence from the
summative evaluation and self-assessment become important sources of information for the
administrator’s subsequent goal setting, as the cycle continues into the subsequent year. Below is
areview of Fig. 1 which was first introduced in section one of this document:

School year: Plan implementation and evidence collection

** If necessary, this timeline can be adjusted through mutual agreement between the administration and the members of the
EHEASU.

JULY—OCTOBER JANUARY/
FEBRUARY APRIL/MAY MAY/JUNE

Orientation .
and context- Goal-Setting Mid-Year Self Summative

setting and Plan Formative Assessment Conference

July- September Development Review May 15 May-June
October 15

March 8

Final Rating
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Step 1: Orientation and Context-Setting (July-September)

Orientation on Process-

To begin the process, evaluators meet with administrators, in a group or individually, to discuss
the evaluation process and their roles and responsibilities within it. In this meeting, they will
discuss any school or district priorities that should be reflected in administrator practice goals
and student learning objectives (SLOs), and they will commit to set time aside for the types of
collaboration required by the evaluation process.

To prepare for this meeting, the administrator needs five things to be in place:

1. Student learning data is available for review by the administrator and the state has assigned
the school a School Performance Index (SPI) rating.

2. Stakeholder survey data is available for review by the administrator.

3. Thesuperintendent has communicated his/her student learning priorities for the year.

4. The administrator has developed an improvement (school or department) plan that
includes student learning goals.

5. The evaluator has provided the administrator with this document in order to orient
her/him to the evaluation process.

Administrator Reflection & Goal Setting-
Following the initial orientation meeting, the administrator examines the student data, prior year
evaluation and survey results and the Connecticut School Leadership Standards to draft goals for
the following indicators:

e Student Learning (locally determined measures/SLOs)

e Leadership Practice

e Stakeholder Feedback

Step 2: Goal-Setting and Plan Development (by October 15th)

Setting ambitious, yet appropriate, goals is a cornerstone process of the evaluation plan for
school administrators. As with all quality goals, these goals should be based on relevant data,
include specific measures and be actionable for staff. The goal-setting conference for identifying
the overall Student Learning Objectives (SLOs) and aligned Indicators of Academic Growth and
Development (IAGD), as well as goals for administrator practice, shall include the steps listed
below, which will apply to ALL practicing administrators.

The administrator and evaluator meet to discuss the proposed three student learning
objectives and one or more survey targets, drawing on available data, the superintendent’s
priorities, their school improvement plan, and prior evaluation results (where applicable) in
order to arrive at mutual agreement about them. They also determine two areas of focus for
their practice. This is called “3-2-1 goal-setting”

The following table provides a quick reference guide to the category, minimum number required
and brief description for each step in the process:
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Figure 8: 3-2-1 Goal setting

SPI Data

Available Data

Superintendent’s
Priorities

School
Improvement

Prior Evaluation
Results

SLO1
SLO 2
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Steps for Setting Goals-
Administrators should start with the outcomes they want to achieve. This includes setting a minimum
of two student learning objectives and one or more targets related to stakeholder feedback.

Administrators will identify the areas of focus for their practice that will help them accomplish
their SLOs and survey targets, choosing from among the elements of the Connecticut School
Leadership Standards. While administrators are rated according to the six Performance
Expectations, they are not expected to focus on improving their practice in all areas in a given
year. Rather, they should identify two specific focus areas of growth to facilitate professional
conversation about their leadership practice with their evaluator. It is likely that at least one, and
perhaps both, of the practice focus areas will be in instructional leadership given its central role in
driving student achievement. What is critical is that the administrator can connect improvement
in the practice focus areas to the outcome goals and survey targets, creating a logical through-line
from practice to outcomes.

Next, the administrator and the evaluator meet to discuss and agree on the selected outcome
goals and practice focus areas. This is an opportunity to discuss the administrator’s choices and
to explore questions such as:

e Are there any assumptions about specific goals that need to be shared because of the local
school context?

e Are there any elements for which Proficient performance will depend on factors beyond
the control of the administrators? If so, how will those dependencies be accounted for in
the evaluation process?

e What are the sources of evidence to be used in assessing an administrator’s performance?

The evaluator and administrator also discuss the appropriate resources and professional
development needs to support the administrator in accomplishing the goals. Together, these
components - the goals, the practice areas and the resources and supports - comprise an
individual’s evaluation plan.

The goal-setting form is to be completed by the administrator. The focus areas, goals, activities,
outcomes, and time line will be reviewed and approved by the administrator’s evaluator prior to
the beginning work on the goals.

Here are some questions to consider in assessing whether an administrator’s evaluation plan is
likely to drive continuous improvement:

1. Are the goals clear and measurable, so that you will know whether you have achieved
them?

2. Can you see a through-line from district priorities to the school improvement plan to the
evaluation plan?

3. Do the practice focus areas address growth needs for the administrator? Is at least one of
the focus areas addressing instructional leadership?
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Step 3: Plan Implementation and Evidence Collection Observations

In coordination with the evaluator, the administrator must collect evidence about the leadership
practice throughout the course of the year. The evaluator must engage in periodic, purposeful school
visits to offer critical opportunities to observe, collect evidence, and analyze the work of the
administrator. Visits to the administrator’s work site will provide invaluable insight into the school
leader’s performance and offer opportunities for ongoing feedback and dialogue.

Unlike visiting a classroom to observe a teacher, school visits to observe administrator practice can
vary significantly in length and setting. Evaluators shall plan their visits carefully to maximize the
opportunity to gather evidence relevant to an administrator’s practice focus areas.

Besides the school visit requirement, this plan does not prescribe any evidence requirements.
Rather, the plan relies on the professional judgment of the administrator and evaluator to determine
appropriate sources of evidence and ways to collect evidence.

Observation Frequency/Assignment:

The following table documents the minimum requirements for administrator observations based
on seniority and the previous year’s performance rating. Please note that an evaluator reserves
the right to conduct an observation at any point to evaluate administrator leadership
performance.

Administrator Category Written Observations
Tenured administrator rated proficient or exemplary Two written observations
Non Tenured administrator Four written observations
Tenured administrator new to position Four written observations
Tenured administrator at developing rating or below . .
Four written observations
standard

The administrator’s evaluator may want to consult the following sources of evidence to collect
information about the administrator in relation to their focus areas and goals:

Observational Practice:
e Observations of Administrator in daily practice
Observations of Teacher Team Meetings
Observations of Administrative/Leadership Team Meetings
Observations of Classrooms where the Administrator is present
Observations of Administrator led Professional Development or Faculty meetings

Evidence Opportunities:

e School/Department Improvement Plans
Data Systems and Reports for Student Information
Artifacts of Data Analysis and Plans for Response
Professional development plans/presentations
Communications to Parents and Community
Conversations with staff
Conversations with Students
Conversations with Families
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Step 4: Feedback

Central to this process is the role of the evaluator to provide meaningful feedback based on observed
administrative practice. Feedback from the evaluator to the administrator provides the rich
interaction of professional accountability that is designed to promote individual, and thereby
system, growth. Evaluators must provide timely written feedback after each visit if the said visit
constitutes a formal observation and will be used as a piece of the summative evaluation. Formal
written feedback must be written and delivered through a post observation conference and aligned
with the six performance expectations. This feedback may capture multiple layers of observations or
evidence (listed above) and should indicate trends of practice. Please note that a single event may be
a source of feedback from the evaluator depending on the context of the situation. The formal
feedback must include a performance rating.

Step 5: Mid-Year Formative Review (March 8th)

By March 8th, the administrator and evaluator hold a Mid-Year Formative Conference with
explicit discussion of progress toward student learning targets, as well as any areas of
performance related to standards of performance and practice. The meeting is also an
opportunity to surface any changes in the context (e.g., a large influx of new students) that could
impact accomplishment of outcome goals; goals may be changed at this point. The following three
things are encompassed in the Mid-Year Formative Review process:

1. Reflection and Preparation - The administrator and evaluator collect and reflect on evidence
to date about the administrator’s practice and student learning in preparation for the check-
in.

2. Mid-Year Conference - The administrator and evaluator complete at least one mid-year check-
in conference during which they review progress on administrator practice goals, student
learning objectives (SLOs) and performance on each to date. The mid-year conference is an
important point in the year for addressing concerns and reviewing results for the first half of
the year. Evaluators can deliver mid-year formative information on components of the
evaluation framework for which evidence has been gathered and analyzed. If needed,
administrators and evaluators can mutually agree to revisions on the strategies or
approaches used and/or mid-year adjustment of SLOs to accommodate changes (e.g., student
populations, assignment). They also discuss actions that the administrator can take and
supports the evaluator can provide to promote administrator growth in his/her development
areas. This conference is critical in assuring that any issues impacting student results and
administrator success in reaching his/her goals are addressed while there is still time to
adjust the plan if appropriate.

3. Mid-Year Progress Report - By March 8%, the evaluator will complete a mid-year progress
report for non-tenured administrators that reflects the administrator’s potential status based
on evidence to date.
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Step 6: Self-Assessment (Begin to collect data in April and submit no later than May 15th)
In the spring, the administrator takes an opportunity to assess his/her practice on all 18
elements of the Connecticut Leadership Standards (Appendix B). For each element, the
administrator determines whether he/she:

e needsto grow and improve practice on this element;
has some strengths on this element but need to continue to grow and improve;
is consistently effective on this element; or
e can empower others to be effective on this element.

The administrator should also review their focus areas and determine if they consider
themselves on track or not. The administrator submits their self-assessment to their evaluator
by May 15th.

*Please note that all indicators may not directly apply to an administrator’s responsibilities, and as such, he/she may select a rating
as “non-applicable” for an indicator. This may be determined through mutual discussion between the administrator and the
evaluator.

Step 7: Summative Review and Rating (by June 14th; due June 15t to Human Resources)
The administrator and evaluator meet in April or May to discuss the administrator’s self-
assessment and all evidence collected over the course of the year. The following steps are
included during this step of the process:

1. Administrator Self-Assessment - The administrator reviews all information and data collected
during the year and completes a self-assessment for review by the evaluator. This self-
assessment may focus specifically on the areas for development established in the goal-
setting conference.

2. Scoring - The evaluator reviews submitted evidence, self-assessments and observation data
to generate category and focus area ratings. The category ratings generate the final,
summative rating which shall not be subject to change even if the state test data becomes
available later.

3. End-of-Year Conference - The administrator and evaluator meet to discuss all evidence
collected to date and to discuss category ratings by June 8th. Following the conference, the
evaluator assigns a summative rating and generates a summary report of the evaluation to
submit to Human Resources by June 15th.

*Please note that these dates set in this document have been set in accordance with best practice. The plan also acknowledges that
certain circumstances may occur for these dates to be adjusted by mutual discussion between administrator and evaluator.

While a formal rating follows this meeting, itis recommended that evaluators use the meeting as an
opportunity to convey strengths, growth areas, and their probable rating. After the meeting, the
evaluator assigns a rating based on all available evidence (see next section for rating
methodology).

The evaluator completes the summative evaluation report, shares it with the administrator, and
adds it to the administrator’s personnel file with any written comments attached that the
administrator requests to be added within two weeks of receipt of the report.

East Hartford Professional Development and Administrator Evaluation Plan 5/1/15
Page 32



Summative ratings must be completed for all administrators by June 15th ofa given school year
and submitted to Human Resources by that date. Should state standardized test data not be
available at the time of a final rating, a rating must be completed based on evidence that is
available.

SECTION V: DETERMINING THE SUMMATIVE RATING
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“In any moment of decision, the best thing you can do is the right thing.”

-Theodore Roosevelt

The summative administrative evaluation rating is derived through the process of combining
the multiple indicators of effectiveness. Each administrator shall annually receive a summative
rating in one of four levels:

Rating Descriptor

Exemplary (4) Substantially exceeding indicators of performance
Proficient (3) Meeting indicators of performance

Developing (2) Meeting some indicators of performance but not others
Below Standard (1) Not meeting indicators of performance

Proficient represents fully satisfactory performance. It is the rigorous standard expected for
most experienced administrators.

In the absence of state testing results, ratings will be based on all available data and are made in

the spring so that they can be used for any employment decisions as needed. Here are some

guidelines to use in arriving at a summative rating:

o If stakeholder survey results are not yet available, then the observation of practice rating
should count for 50% of the rating.

o If the teacher effectiveness ratings are not yet available, then the student learning objectives
should count for 50% of the rating.

o Ifthe state accountability measures are not yet available, then the student learning objectives
should count for the full assessment of student learning.

. If none of the summative student learning indicators can be assessed, then the evaluator

should examine the most recent interim assessment data to assess progress and arrive at an

assessment of the administrator’s performance on this component.Determining Summative

Ratings:

The process for determining summative evaluation ratings has three categories of steps: (a)

determining a practice rating, (b) determining an outcomes rating and (c) combining the two

into an overall rating.

A. PRACTICE: Leadership Practice (40%) + Stakeholder Feedback (10%) =50%

The practice rating derives from an administrator’s performance on the performance
expectations of the leader evaluation rubric and the one stakeholder feedback target. As shown
in the Summative Rating Form in Appendix C, evaluators record a rating for the performance
expectations that generates an overall rating for leadership practice.

Arriving at a Leadership Practice Summative Rating:

Summative ratings for this component of the evaluation are based on the preponderance of
evidence for each performance expectation in the Connecticut School Leadership Standards.
Evaluators collect written evidence about and observe the administrators’ leadership practice
across the six performance expectations described in the rubric. Specific attention is paid to
leadership performance areas identified as needing development.
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*Please note that East Hartford Public Schools intends to review the new rubric developed by the CT State Department of Education
before making a decision on which rubric (2013 or 2015) will be adopted and used by the district.

This is accomplished through the following steps, undertaken by the administrator being
evaluated and by the evaluator completing the evaluation:

1.

The administrator and evaluator meet for a Goal-Setting Conference to identify focus areas
for development of the administrator’s leadership practice by October 15th.

The administrator collects evidence about his/her practice and the evaluator collects
evidence about administrator practice with particular focus on the identified focus areas
for development. Evaluators must conduct at least two school site observations for all
administrators and must conduct at least four school site observations for administrators
who are new to the district or position, or who have received ratings of developing or
below standard the prior year. Examples would include, but are not limited to, an
observation of the administrator facilitating a data team meeting, faculty meeting, PPT,
student/parent meeting, or administrative team meeting.

The administrator and evaluator hold a mid-year check-in conference (no later than
March 8th) with a focused discussion of progress toward proficiency and/or focus areas
identified as needing development.

Near the end of the school year (May 15%), the administrator reviews all information and
data collected during the year and completes a summative self-assessment for review by
the evaluator, identifying areas of strength and continued growth as well as progress on
their focus areas.

The evaluator and the administrator meet, generally in May or early June, to discuss all
evidence collected to date. Following the conference, the evaluator uses the preponderance
of evidence to assign a summative rating of exemplary, proficient, developing, or below
standard for each performance expectation. Then the evaluator assigns a total practice
rating (from matrix) based on the criteria in the chart below and generates a summary
report of the evaluation by June 14th. (Supported by the “Summative Rating Form,’
Appendix B).

All administrator evaluations should be completed and submitted to Human Resources by
June 15th.
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Leadership Practice Indicator Evaluation Guide:

Curriculum Focused Administrative roles (Principals, Department Heads/Supervisors and
Central Office Administrators):

Exemplary

Proficient

Developing

Below Standard

Exemplary on Teaching
and Learning

Atleast Proficient on
Teaching and Learning

Atleast Developing on
Teaching and Learning

Below Standard on
Teaching and Learning

Exemplary on at least At least Proficient Developing on 3 or

2 other performance 3 other other performance

expectations performance expectations Below Standard

expectations on at least 3 other

performance

No rating below No rating below expectations

Proficient on any Developing on

performance any performance

expectation expectation

Assistant Principals:

Exemplary Proficient Developing Below Standard
Exemplary on at least At least Proficient on a At least Developing on Below Standard on at
half of measured majority of performance a majority of leasthalf of performance
performance expectations performance expectations
expectations expectations

No rating below
Proficient on any
performance
expectation

No rating below
Developing on
any performance
expectation

*Leadership Practice Indicator Evaluation Guide may be adjusted to coincide with the roles /responsibilities of the specific

administrative position.

Survey Administration Process Steps:

Each year, staff, students, and parents in grades 3-12 will be surveyed across the district using a
district approved survey (Appendix D). Trends will be considered across the district and
schools. Year to year differences and response rates will be considered in the analysis. The
district will ensure confidentiality and survey responses will NOT be tied to peoples’ names.
Principals will use the baseline data from the previous year to set current year goals.

The district climate survey that has been adopted by the district data team (DDT) was developed
Panorama Education. Panorama Education works with the nation's leading schools to provide
data analytics and feedback surveys for students, teachers, and parents.

Administrators who are not building specific will still have survey results that reflect their
leadership practice. Please note that for these non-building based leaders it may be appropriate
to develop an individualized survey that best reflects their interaction and work with
appropriate stakeholders. This survey should be reviewed and approved by the evaluator prior
to implementation.
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The

survey instruments will be continually reviewed to ensure they are providing reliable and

valid data.

Stakeholder Feedback Summative Rating Process Steps:

Ratings should reflect the degree to which an administrator makes growth on feedback measures
using data from the prior year or beginning of the year as a baseline for setting a growth target.
Exceptions to this include:

Administrators with high ratings already, in which case the rating should reflect the
degree to which measures remain high

Administrators new to the role, in which case the rating should be based on a reasonable
target, using district averages or averages of schools in similar situations

This is accomplished in the following steps, undertaken by the administrator being evaluated and
reviewed by the evaluator:

Select appropriate survey measures aligned to the Connecticut Leadership Standards

1. Review baseline data on selected measures which may require a fall administration of the
survey in year one.
2. Identify and mutually agree with evaluator which stakeholder survey will be used in
alignment with district/school goals.
3. Set1 target for growth on selected measures (or performance on selected measures when
growth is not feasible to assess or performance is already high).
4. Laterin the school year,administer surveys to relevant stakeholders.
5. Aggregate data and determine whether the administrator achieved the established target.
6. Assign arating using this scale:
Exemplary (4) Proficient (3) Developing (2) Below Standard (1)
Exceeded target Met target or Made substantial Made little or no
Nearly achieved target progress but did not progress against target
meet target

Establishing what constitutes as “nearly achieved” is left to the discretion of the evaluator and the
administrator being evaluated in the context of the target being set.

Example of Survey Applications:

School #1 has mid-range student performance results and is working diligently to improve
out-comes for all students. As part of a district-wide initiative, the school administers a
climate survey to teachers, students and family members. The results of this survey are
applied broadly to inform school and district planning as well as administrator and teacher
evaluations. Baseline data from the previous year’s survey show general high performance
with a few significant gaps in areas aligned to the Connecticut Leadership Standards. The
principal, district Superintendent and the school leadership team selected one area of focus -
building expectations for student achievement - and the principal identified leadership
actions related to this focus area which are aligned with the Leadership Standards. At the
end of the year, survey results showed that, although improvement was made, the school
failed to meet its target.
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Measure and Target Results (Target met?)

Percentage of teachers and family members agreeing or No; results at the end of the year showed an increase of
strongly agreeing with the statement “Students are 3% to 74% of respondents agreeing or strongly agreeing
challenged to meet high expectations at the school” with the statement.

would increase from 71% to 77%.

Stakeholder Feedback Rating: “Developing”

B. OUTCOMES: Student Learning (45%) + Teacher Effectiveness (5%)=50%

The outcomes rating is derived from the two student learning measures - state test results and
student learning objectives - and teacher effectiveness outcomes. As shown in the Summative
Rating Form in Appendix B, state reports provide an assessment rating and evaluators record a
rating for the student learning objectives agreed to in the beginning of the year.

Student Learning Rating Calculation Process Steps:

Evaluation ratings for administrators on the aforementioned state measures are determined
through a three step process. All projections related to the assignment of school accountability
ratings (e.g., the minimum number of days a student must be enrolled in order for that student’s
scores to be included in an accountability measure) shall apply to the use of state test data for
administrator evaluation.

For any school/department that does not have tested grades/subjects (such as a K-2 school), the
entire 45% of an administrator’s rating on student learning indictors is based on the locally-
determined indicators described below.

For any administrator assigned to multiple schools throughout the district this rating should be
conducted using the District Performance Index (DPI) or the SPI in accordance with the building
of the majority of their assignment (>60%).

Step 1: SPI Ratings and Progress are applied to give the administrator a score between 1and 4,
using the table below:

Target (4) Target (3) Target (2) Target (1)
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100-125% of 50-99% of <50% of
SPI Progress >125% of target progress target target target
progress progress progress
Subgroup Meets performance targets for Meets Meets Does not meet
SPI all subgroups that have SPI <88 performance performance performance
Progress OR targets for targets for at target for any
50% or more leastone sub- subgroup that
allsubgroups have SPI>88 of sub-groups group that has has SP1<88
OR that have SPI SPI <88
The school does not have any <88
subgroups of sufficient size
SPI Rating 89-100 77-88 64-76 <64
SPI Rating for | Thegap between the “all The gap The gap The gap
Subgroups students” group and each between the between the between the
subgroup is <10 SPIpoints “all students” “all students” “all students”
OR group and group and at group and all
50% or more least one subgroups is
all subgroups have SPI>88 of sub-groups subgroup is >10 SPI
OR is<10SPI >10SPIpoints. points.
points
The school has no subgroups
Step 2: Scores are weighted to emphasize improvement in schools below the State’s SPI

target of 88 and to emphasize subgroup progress and performance in schools above the target.
The weights are presented below:

SPI >88 ggtzﬁﬂgze“ SPI <64
?::;(;}el;(;rtfgl;:::ce Index (SPI) progress 10% 50% 50%
SPIprogress for student subgroups 40% 50% 50%
SPIrating 10% 0% 0%
SPIrating for student subgroups 40% 0% 0%

*For schools with no subgroups, 50% on SPI progress, 50% on SPI rating

Step 3: The weighted scores in each category are added together, resulting in an overall state test
rating that is scored on the following scale:

Exemplary Proficient Developing Below Standard

>3.4 Between 2.5 and 3.4 Between 1.5and 2.4 Less than 1.5

See Appendix E for sample calculations of evaluation ratings for administrators in schools with different SPI ratings and levels of
progress.

C. OVERALL: Practice (50%) + Outcomes (50%) =100%
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The overall rating combines the practice and outcomes ratings using the matrix below. If the
two categories are highly discrepant (e.g., a rating of 4 for practice and a rating of 1 for
outcomes), then the superintendent should examine the data and gather additional
information in order to make a final rating.

Practice Related Indicators Rating

Summative Rating Matrix

Exemplary

Gather further
information*

Exemplary Exemplary Exemplary

Exemplary

Gather further

information*
Gather further Gather further
Information* information*

Outcomes Related
Indicators Rating

* If the two focus areas are highly discrepant (e.g., a rating of exemplary for the Practice Related Indicator and a rating of below
standard for Outcomes Related Indicator), then the evaluator and administrator should examine the data and gather additional
information in order to make a summative rating. Such information gathering may require looking at reviews of leadership
practice, school data, determining if significant changes may have occurred in student population, or other such pieces of
information impacting student growth and development. If; after such review, a revision in the administrator’s SLOs or IAGDs
becomes necessary, the educator and evaluator shall meet to determine such changes incorporating the Assistant
Superintendent/Superintendent and/or Director of Human Resources in such meeting as appropriate

** Please note that the percentage ratings assigned throughout this document are used to describe the level of influence an indicator
has on the summative rating and not a mathematical computation.
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SECTION VI: IMPROVEMENT AND REMEDIATION PLANS

A good manager is a man who isn't worried about his own career but rather the careers of those who work for him.
- Henry S. Burns

The East Hartford Professional Development and Administrator Evaluation Plan provides
tenured administrators with the support and opportunity for improvement when observed or
summative practice is deemed developing or below standard. If, after the provision of informal
support, a tenured administrator has not been rated proficient as described in previous sections,
formal support will be provided. The evaluator will notify the Superintendent of Schools that the
administrator is being recommended for Supervisory Review. Placement on Supervisory Review
will be determined by the Superintendent. This formal support is described in detail below.

Supervisory Review

The Supervisory Review Phase of the East Hartford Professional Development and Administrator
Evaluation Plan is designed for tenured administrators who have not demonstrated proficiency
as indicated by the multiple indicators described throughout this plan including leadership
practice and learning outcomes. This phase will focus on those specific areas where the
administrator has not demonstrated proficiency, recognizing that for the administrator to be
successful in meeting the expectations of the district, strong support must be provided.

For an administrator to move to Supervisory Review, the following conditions must be met:

e A pattern (more than one) of observations reveals the administrator’s observational
performance as either developing or below standard. One of these evaluations must be
conducted by a secondary evaluator to ensure calibration on the performance evaluation.
**  Please note that if an observed administrator performance identifies significant or

severe concerns pertaining to student safety or administrator ethical deficiencies, the
said administrator will move directly to supervisory review or disciplinary action
leading to termination.

Once an administrator is placed in this Supervisory Review Phase, an assistance plan will be
developed to address the specific areas of concern. Administrators who enter this phase will
need to demonstrate measurable progress in meeting the goals defined and outlined in the
assistance plan within a specified period of time. Additionally, administrators must receive an
average rating of proficient in observed performance in order to return to the regular evaluation
plan process.

Because of the serious implications of the Supervisory Review process, the East Hartford
Educational Administrative & Supervisory Unit will participate in the Supervisory Review
meetings. All phases of the Supervisory Review process will be monitored by the Assistant
Superintendent and/or Superintendent (as appropriate depending upon who is the
administrator’s evaluator) and the Director of Human Resources. The Supervisory Review
process will be limited to a single cycle. The Superintendent of Schools will be informed of all
Supervisory Review procedures. The evaluator will provide bi-weekly written reports, which
include copies of all formal observation reports, to the Superintendent as part of this process.
The Superintendent will prepare the same if he/she is the primary evaluator of the
administrator.
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The Assistant Superintendent and/or Superintendent of Schools (as appropriate depending upon
who is the administrator’s evaluator) will participate in the conference to establish the Action
Plan and will receive copies of all documents and summaries of all conferences.

The following procedures and timetables will be regarded as district guidelines:

Supervisory Review
Phase Timetable

Procedure

At any time during the
evaluation cycle
following one

Evaluator will document that the administrator is having ongoing, serious difficulty in
meeting expectations in implementing the district’'s improvement plan, instructional
practices, assessment procedures, or professional responsibilities. The evaluator will

summative below
standard rating, two
summative developing
standard ratings, or
below standard or
developing observations
(see pages 13-15 for
specific guidance)

provide documentation of support provided in response to each area of concern.

A Supervisory Review team consisting of the administrator, evaluator, EHEASU
representative and Assistant Superintendent or Superintendent, as appropriate
depending upon who is the administrator’s evaluator, will meet to review

Supervisory Review- Appropriate documentation will be reviewed and an action plan
with timeline of 60 days will be developed, which will include, but not be limited to,
assistance from other sources such as principal, department head, curriculum
supervisor, workshop, peer observation, or peer mentor. A clearly defined
improvement plan will be developed.

The Director of Human Resources and the Assistant Superintendent/Superintendent
(as appropriate) will monitor the process.

The evaluator will conduct an observation with a post conference.

By the 10" school day
By the 30" school day

The evaluator will conduct a 2" documented observation using the appropriate documents.

By the 45" school day
By the 60™ school day

The evaluator will conduct a 3" documented observation using the appropriate documents.

The Supervisory Review team will meet to address compliance with the action plan and to
determine if appropriate progress has been made. The Evaluator will submit a summary
report to the Superintendent of Schools and recommend removal from Supervisory Review
or termination if the administrator has not addressed the area(s) of deficiency or
demonstrated the needed improvement.

Administrators must receive a summative rating of proficient in order to return to the regular
evaluation plan process as outlined above. Within one calendar week of the submission of the
report to the Superintendent, the administrator will be notified in writing of the decision of the
Superintendent based on the evaluator’'s recommendations. If a decision for continued
employment is rendered, the administrator will return to the appropriate phase of the evaluation
cycle as identified by the rating on the charts above. If a decision for termination is rendered, the
Superintendent will present the name of the administrator to the Board of Education.

Under no circumstances will an administrator remain on Supervisory Review for longer than six
school months.

Copies of all written reports will be shared among the administrator, evaluator, Director of
Human Resources, Assistant Superintendent and Superintendent. Each person may attach
written comments to any reports or other written materials.
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SECTION VII: DISPUTE-RESOLUTION PROCESS

“Seek first to understand, then to be understood”
- Stephen R. Covey

In the course of determining SLOs, IAGDs and administrator practice goals, it is possible that an
evaluator and an administrator being evaluated may not agree on one or more of the following:

Mutually acceptable professional growth goals (SLOs) including percentage growth
measures;

the evaluative measures (IAGDs) including baseline, selection of students, data to be used;
or

the final summative evaluation rating.

A panel of four, composed of the Superintendent, Human Resources Director, and two union
representatives, shall resolve disputes where the evaluator and administrator cannot agree on
objectives/goals, the evaluation period, feedback on performance and practice, or final
summative rating. No member of the panel shall be involved in the preceding evaluative process
with the exception of the Superintendent or Assistant Superintendent. The dispute resolution
process shall not apply to the Supervisory Review process.

Resolutions must be topic-specific and timely.
The following procedural guidelines apply to the dispute resolution process:

Dispute Resolution Process:

If an administrator and evaluator cannot agree, they will present the following materials to

the Superintendent and/or Human Resources Director within 7 school days after the

declaration of the conflict:

1. A mutually written, signed and dated statement outlining the areas of agreement and
disagreement signed by both parties; or

2. Two separately written, signed and dated statements presenting the individual
positions of agreement and disagreement by each party.

The recipient of the statement(s) will request that the Dispute Resolution Panel meet

within 5 school days after receipt of the materials.

The panel may request additional information in writing or by interview for the purpose of

clarifying the issues presented in the written documentation.

The panel may resolve the issue by selecting either position or by creating a compromise

settlement.

The panel will render a decision and rationale in writing within 5 school days of its initial

meeting. The decision is final and binding on both parties. If the panel cannot reach a

unanimous resolution, the conflict will be submitted to the Superintendent of Schools for a

final, binding resolution.

In the event the designated committee does not reach a unanimous decision, the issue shall be
considered by the superintendent whose decision shall be binding.
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SECTION VIII: CONCLUSION

“The leaders who work most effectively, it seems to me, never say ‘. And that’s not because they have trained themselves not to say
‘I’ They don’t think ‘I'. They think ‘we’; they think ‘team’. They understand their job to be to make the team function. They accept
responsibility and don'’t sidestep it, but ‘we’ gets the credit.... This is what creates trust, what enables you to get the task done.”

— Peter Drucker

When administrators and evaluators work together with the interests of students in mind, the
result is a fair, comprehensive plan that will provide the tools and support needed for all
students to succeed. The mission of the East Hartford Public Schools focuses on partnerships to
support the growth potential of students. This plan promotes a partnership between
administrators and evaluators that was evidenced in the positive collaboration among the
committee members who developed this document. Administrators from all levels share the
common goal of promoting excellence through professional development and professional
accountability.
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SECTION IX: APPENDICES

APPENDIX A: EVALUATION-BASED PROFESSIONAL LEARNING

Professional learning supports the continuous growth and development of educators and leads
to improvements in student achievement. Understanding the connection between professional
growth and educator practice, every educator will identify his/her professional learning needs in
mutual agreement between the educator and his/her evaluator. This professional development
plan will serve as the foundation for ongoing, honest conversations about the educator’s practice
and impact on student outcomes, allow educators to set clear goals for future performance, and
outline the supports needed to meet those goals. The professional learning opportunities
identified for each educator must be based on the individual strengths and needs identified
through the evaluation process. The process may also reveal areas of common needs among
educators which can then be addressed with school-wide professional development
opportunities.

The district Professional Development (PD) Committee, which serves in conjunction with the
Teacher Evaluation (TEVAL) Committee and shares members in common, is intended to ensure
the alignment of professional development to educator practice needs and district, school and
department goals. Membership in the committee includes district and school level
administrators and educators, as well as representatives from the appropriate exclusive
bargaining unit, as required by statute. The committee will meet to discuss the needs of
educators as a whole and individually as described below:

1. The PD Committee will explore professional learning opportunities to target district
level, school level, and individual/team level professional development needs. Based
on data collected, the PD Committee will make recommendations regarding
distribution of available professional development time and resources to address all 3
tiers of professional development needs:

e District level professional development
e School level professional development
e Individual/team level professional development

The PD Committee will identify evaluation and development needs, taking into
account hours needed for educators to work on goals directly related to their
evaluation plan. The committee will develop an annual plan based on input from
building principals, department heads/supervisors certified staff, and central
administration that takes into account school-based, district-based and individual
educator professional growth needs. This plan also takes career growth and teacher
leadership opportunities into account. See Fig. 1 below:
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Timeline/Cycle of the Professional Development Annual Process

March/April

Administer/Collect/Interpret Professional Development
Assessment Survey (certified staff)

January/February May

Review mid-year progress and support additional Collect and review administrator feedback on
needs professional development needs

November/December June

Review PD proposals for Day of Choice to address individual
needs and post opportunities for selection

Based on identified needs, map a draft of the district PD
opportunities; including 1/2 day review of TEVAL process and
changes

August/September
Draft newsletter highlighting identified areas of selected PD topics;

promote/recruit exemplary and proficient certified staff to present

2. Based on the allocated hours for school and individual needs, administrators will work
with the Professional Development/Teacher Evaluation Committee to determine how
to distribute the time required for educators to participate in both school and
individual professional learning opportunities. Administrators can also use data from
the growth plans and school improvement plans to develop school-wide professional
development opportunities to address areas of common need. Part of the professional
development schedule will also include sharing educator evaluation materials,
discussion of the evaluation process and an opportunity to discuss the materials and
expectations in order to ensure understanding as educators seek to develop their
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Student Learning Objectives (SLOs) and their Indicators of Academic Growth and
Development (IAGDs).

Exemplary and proficient educators, as determined by the East Hartford Professional
Development and Evaluation Plan, may be invited to create proposals for approval by
the Professional Development/Teacher Evaluation (PD/TEVAL) Committee to
implement for peers at district or school-based professional development sessions on
a designated “Day of Choice” or for other opportunities as appropriate. Furthermore,
such teachers may be invited to serve as coaches or mentors for other educators for
implementation or improvement support. Such opportunities enhance career growth
opportunities for teacher leaders in alignment with district and school improvement
plans.
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APPENDIX B: CONNECTICUT SCHOOL LEADERSHIP STANDARDS
PERFORMANCE EXPECTATION 1: Vision, Mission, and Goals

Education leaders ensure the success and achievement of all students by guiding the development
and implementation of a shared vision of learning, a strong organizational mission, and high
expectations for student performance.

Element A. High Expectations for All: Leaders ensure that the creation of the vision, mission
and goals establish high expectations for all students and staff.

Element B. Shared Commitments to Implement the Vision, Mission, and Goals:
Leaders ensure that the process of implementing and sustaining the vision, mission, and
goals is inclusive, building common understandings and commitment among all
stakeholders.

Element C. Continuous Improvement toward the Vision, Mission, and Goals: Leaders ensure
the success and achievement of all students by consistently monitoring and refining the
implementation of the vision, mission and goals.

PERFORMANCE EXPECTATION 2: Teaching and Learning

Education leaders ensure the success and achievement of all students by monitoring and
continuously improving teaching and learning.

Element A. Strong Professional Culture: Leaders develop a strong professional culture which
leads to quality instruction focused on student learning and the strengthening of
professional competencies.

Element B. Curriculum and Instruction: Leaders understand and expect faculty to plan,
implement, and evaluate standards-based curriculum and challenging instruction aligned
with Connecticut and national standards.

Element C. Assessment and Accountability:

Leaders use assessments, data systems, and accountability strategies to improve
achievement, monitor and evaluate progress, and close achievement gaps.

PERFORMANCE EXPECTATION 3: Organizational Systems and Safety

Education leaders ensure the success and achievement of all students by managing organizational
systems and resources for a safe, high-performing learning environment.

Element A. Welfare and Safety of Students, Faculty and Staff: Leaders ensure a safe
environment by addressing real and potential challenges to the physical and emotional
safety and security of students, faculty and staff.

Element B. Operational Systems: Leaders distribute responsibilities and supervise
management structures and practices to improve teaching and learning.

Element C. Fiscal and Human Resources: Leaders establish an infrastructure for finance and
personnel that operates in support of teaching and learning.
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PERFORMANCE EXPECTATION 4: Families and Stakeholders

Education leaders ensure the success and achievement of all students by collaborating with families
and other stakeholders to respond to diverse community interests and needs and to mobilize
community resources.

Element A. Collaboration with Families and Community Members: Leaders ensure the
success of all students by collaborating with families and other stakeholders.

Element B. Community Interests and Needs: Leaders respond and contribute to community
interests and needs to provide high quality education for students and their families.

Element C. Community Resources: Leaders access resources shared among schools, districts,
and communities in conjunction with other organizations and agencies that provide critical
resources for children and families.

PERFORMANCE EXPECTATION 5: Ethics and Integrity

Education leaders ensure the success and achievement of all students and staff by modeling ethical
behavior and integrity.

Element A. Ethical and Legal Standards of the Profession: Leaders demonstrate ethical and
legal behavior.

Element B. Personal Values and Beliefs: Leaders demonstrate a commitment to values, beliefs,
and practices aligned with the vision, mission and goals for student learning.

Element C. High Standards for Self and Others: Leaders model and expect exemplary practices
for personal and organizational performance, ensuring accountability for high standards of
student learning.

PERFORMANCE EXPECTATION 6: The Education System

Education leaders ensure the success and achievement of all students and advocate for their
student, faculty and staff needs by influencing social, cultural, economic, legal, and political contexts
affecting education.

Element A. Professional Influence: Leaders improve the broader social, cultural economic,
legal, and political, contexts of education for all students and families.

Element B. The Educational Policy Environment: Leaders uphold and contribute to policies
and political support for excellence and equity in education.

Element C. Policy Engagement: Leaders engage policymakers to inform and improve education

policy.

http://www.sde.ct.gov/sde/cwp/view.asp?a=2641&0=333900&pp=12&n=1
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APPENDIX C: CONNECTICUT ADMINISTRATOR EVALUATION/

SAMPLE SUMMATIVE RATING FORM

This summary rating form isto be completed by the evaluator after the final conference with the administrator. The evaluator will use the
preponderance of evidence to assign a rating for each Performance Expectation. The evaluator will also determine progress against the three
student learning outcomes and the stakeholder feedback target and assign ratings for each. All other elements are calculated based on these

ratings and other relevant data.

Administrator Name Evaluator’s Name

School

LEADERSHIP PRACTICE RATING- 40%

Performance Expectations

and Elements Exemplary (4) | Proficient (3) Developing (2)

Below Standard (1)

Performance Expectation 1:
Vision, Mission and Goals

Performance Expectation 2:
Teaching and Learning

Performance Expectation 3:
Organizational Systems
and Safety

Performance Expectation 4:
Families and Stakeholders

Performance Expectation 5:
Ethics and Integrity

Performance Expectation 6:
Leadership Practice Rating

Exemplary (4) Proficient (3) Developing (2)

Below Standard (1)

Overall Leadership Practice

Rating
OVERALL STAKEHOLDER RATING - 10%
Exemplary (4) Proficient (3) Developing (2) | Below Standard (1)
. Made Did Not Make
Substantially Met Substantial Substantial
Exceeded
Progress Progress
Stakeholder Feedback
Rating
COMPLETE THE OVERALL PRACTICE RATING BELOW - 50%

Exemplary (4) Proficient (3) Developing (2) | Below Standard (1)
OVERALL PRACTICE
RATING
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OUTCOME RATING—45%

Student Learning >3.5 2.5-3.5 1.5-2.4 <1.5
Exemplary (4) Proficient (3) Developing (2) Below Standard (1)
State Assessment
Rating (SPI)-
0% or 22.5%
Stu.den.t Learning Substantially Made Substantial | Did Not Make
Objectives- Exceeded Met Progress Substantial Progress
22.5% or 45% 8 &
SLO1
SLO 2
SLO 3 (optional)
Exemplary (4) Proficient (3) Developing (2) Below Standard (1)
Student Learning
Objectives Rating
STUDENT LEARNING RATING
Exemplary (4) Proficient (3) Developing (2) Below Standard (1)
Overall Student
Learning Rating
TEACHER EFFECTIVENESS RATING- 5%
Exemplary (4) Proficient (3) Developing (2) Below Standard (1)
Teacher
Effectiveness
COMPLETE THE OVERALL OUTCOMES RATING BELOW—50%
Exemplary (4) Proficient (3) Developing (2) Below Standard (1)
OVERALL
OUTCOMES
RATING
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SUMMATIVE RATING SCORING GUIDES

Stakeholder Feedback Guide (10%):

Exemplary (4) Proficient (3) Developing (2) Below Standard (1)
Substantial exceeding Met target Made substantial Made little or no progress
target progress but did against target

Teacher Effectiveness Guide (5%):

Exemplary

Proficient

Developing

Below Standard

>80% of teachers are rated
proficient or exemplary on
the student growth portion
of their evaluation

>60% of teachers are rated
proficient or exemplary on
the student growth portion
of their evaluation

>40% of teachers are rated
proficient or exemplary on
the student growth portion
of their evaluation

<40% of teachers are rated
proficient or exemplary on
the student growth portion
of their evaluation

SLO Ratings Guide (22.5% or 0%):

2 SLOs:
Exemplary Proficient Developing Below Standard
Substantially exceeded 1 Met both SLOs Met 1 SLO and did not Met 0 SLOs
SLO and met1 SLO make substantial
Met 1 SLO and made at progress on the other
least substantial progress
on the 2" SLO
3 SLOs:
Exemplary Proficient Developing Below Standard
Substantially exceeded on 2 Met all three SLOs Met 1 SLO and made Met 0 SLOs
SLOs and met 1 SLO substantial progress on at
Met 2 SLOs and made at least 1 other OR
** |f 2 SLOs are met, the least substantial progress
administrator will gather on the 3" Met 1 SLO and did not
additional data so that the make substantial

evaluator can make a
determination regarding
the summative rating.

progress on either of the
other 2
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Overall Student Learning Rating Matrix (22.5% or 45%):

State Test Portion/Standardized SLO(s)

Exemplary

Gather further
Exemplary Exemplary Exemplary information®

Exemplary

Gather further
information*

Gather further Gather further
Information™ information™

Measures/Non-Standardized

Locally Determined
SLO(s)

SUMMATIVE RATING MATRIX

Summative Rating Matrix

Practice Related Indicators Rating

Exemplary

Outcomes Related Indicators Rating

Gather further

Exemplary Exemplary Exemplary e —

Exemplary

Gather further
information*

Gather further Gather further
Information* information*
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APPENDIX D: SURVEY SELECTION FORSTAKEHOLDER FEEDBACK

1. How is your child get to and from school?
Bus Walks Parent Drop off/pick up

2. In my child's school, there are clear rules against physically hurting other people (for
example, hitting, pushing, or tripping).
Yes Sometimes No

3. The adults at my child's school care about the students.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

4. This school has a positive and motivating culture/atmosphere.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

5. Students in my child's school respect each other's differences (for example, gender, race,
culture, disability, sexual orientation, learning differences, etc.).
Strongly Agree Agree Disagree Strongly Disagree  Neutral

6. Parents/guardians feel welcome at my child's school.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

7. My child's teachers treat me with respect.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

8. 1 am well informed about the progress my child is making in his/her classes.
Yes Sometimes No

9. | feel comfortable discussing my child's needs with his/her teachers and/or other school
staff.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

10. The school environment supports learning.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

11. How often do you interact with the teachers at this school?
Daily Weekly Monthly 12 times this year  Never

12. I know how my child is doing in school before | get my child's report card.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

13. My child receives the attention he/she needs in the classroom.
Strongly Agree Agree Disagree Strongly Disagree  Neutral
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14. My child is learning what he/she needs to know in order to succeed in later grades and after
high school.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

15. My child receives a quality education at their school.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

16. This school holds my child to high academic standards.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

17. The principal or assistant principal is available to parents and is willing to listen.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

18. Administrators (principal, assistant principal, department supervisors, etc.) have high
expectations for students at this school.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

19. Administrators exhibit respect and professionalism among all members of the school
community.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

20. This school is a safe place for my child.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

21. | have seen students in my child's school being physically hurt by other students more than
once (for example, pushed, slapped, punched, or beaten up).
Strongly Agree Agree Disagree Strongly Disagree  Neutral

22. There are groups of students in this school who exclude others and make them feel bad for
not being a part of the group.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

23. Students in my child's school will try to stop students from insulting or making fun of other
students.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

24. | would recommend this school to a friend.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

25. At this school, facilities are clean and well-maintained.
Strongly Agree Agree Disagree Strongly Disagree  Neutral

26. At least one adult at this school knows my child well.
Strongly Agree Agree Disagree Strongly Disagree  Neutral
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27.
Place any additional comments/feedback for your child's school in the box below.

Panorama Education
https://surveys.panoramaed.com/easthartford/demo/383/
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APPENDIX E: CONNECTICUT’S MEASURES OF STUDENT ACADEMIC LEARNING

Measure

Definition

School Performance Index (SPI)

The SPI is a measure of student achievement on
Connecticut’s standardized assessments - the CMT
and CAPT. For each subject tested — mathematics,
reading, writing and science — Connecticut reports
performance for five achievement levels: Below Basic
(BB), Basic (B), Proficient (P), Goal (G) and Advanced
(A). For each student, the state calculates an
Individual Performance Index (IPI), which represents
performance across all tested subjects. The SPI is a
compilation of the IPIs for all students in a school.
The result is an index score ranging from 0 to 100,
where 0 indicates that all students scored at the
Below Basic level across all subjects and 100 indicates
that all students scored at the Goal or Advanced level.

Connecticut Mastery Test (CMT)

The CMT is the standard assessment administered to
students in the content area of science in grades 5
and 8.

Connecticut Academic Performance Test
(CAPT)

The CAPT is the standard assessment administered to
students in grade 10 in the content area of science.

Smarter Balanced Assessment

The Smarter Balanced Assessment is administered to
students in grades 3 through 8 and grade 11.
Students are assessed in the content areas of English
Language Arts and mathematics.

Subgroups

ELLs, students with disabilities, black students,
Hispanic students and students eligible for free or
reduced price lunch.
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APPENDIX F: SAMPLE STATE ASSESSMENT RATINGS

A SCHOOL WITH AN SPI OF 88 OR GREATER:

Measure Score Description Score Weight Summary
Score
School Performance Index No target because of high
(SPI) progress from year to 4 0.1 0.4
performance
year
SPIprogress for student Meets target for 3 of 4
3 0.4 1.2
subgroups subgroups
SPIrating 90 4 0.1 0.4
. Gap between the “all
glljll)rarglrllgsfor student students” group and one 2 0.4 0.8
sroup subgroup is 12
Score: 2.8
Rating Proficient
A SCHOOL WITH AN SPI BETWEEN 88 AND 64:
Measure Raw Score G Weight Summary
Score Score
School Performance Index
(SPI) progress from year to Meets target 3 0.5 1.5
year
SPI progress for student Meets target for 4 out of 5
3 0.5 1.5
subgroups subgroups
SPIrating 75 2 0 0
SPIrating for student Gap betV\'/'een the “all
subgroups students” group and all 4 0 0
subgroups is <10
Score: 3
Rating Proficient
A SCHOOL WITH AN SPI < 64:
Measure Raw Score I Weight Summary
Score Score
School Performance Index
(SPI) progress from year to Meets target 3 0.5 1.5
year
SPI progress for student Meets target for 2 of 3
3 0.5 1.5
subgroups subgroups
SPIrating 60 1 0 0
SPIrating for student Gap bet\/\‘/'een the “all
subgroups students” group and one 1 0 0
subgroup is 11
Score: 3
Rating Proficient
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APPENDIX G: THE RELATIONSHIP BETWEEN SPI AND SLO
(FORTESTED GRADESAND SUBJECTS)

The table below provides an example of how to increase percent proficiency and SPIfor a school

with 100 students.

Desired Outcome

Necessary Achievement
Results

Sample Aligned SLO

Increase percent Proficiency

by 9%

9 students move from Basic or
Below Basic to Proficient.

Increase reading proficiency in
English Language Learners
subgroup* by a minimum of
9% annually as measured by
CMT.

Increase SPI by 3 points

9 students move from a lower
performance level to a higher
performance level.

Increase mathematics
proficiency for every student
in the Economically
Disadvantaged students
subgroup* by one or more
proficiency levels as measured
by CMT.

*This sample assumes the cohorts contain no fewer than 9 students.
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APPENDIX H: LEADER EVALUATION RUBRIC

Performance Expectation 1: Vision, Mission and Goals:
Education leader! ensure the success and achievement of all students by guiding the development
and implementation of a shared vision of learning, a strong organizational mission and staff? and high expectations for student

performance.

Element A: High Expectations for All
Leaders ensure that the creation of the vision, mission, and goals establishes high expectations for all students and staff.

The Leader...

Indicator

Below Standard

Developing

Proficient

Exemplary

1. Information &
analysis shape
vision, mission and
goals

relies on their own knowledge
and assumptions to shape
school-wide vision, mission and
goals.

uses data to set goals for
students shapes a vision and

mission based on basic data and

analysis.

uses varied sources of
information and analyzes
data about current
practices and outcomes to
shape a vision, mission and
goals.

uses a wide-range of data to
inform the development of
and to collaboratively track
progress toward achieving the
vision, mission and goals.

2. Alignment to
policies

does not align the school’s
vision, mission and goals to

district, state or federal policies.

establishes school vision, mission

and goals that are partially
aligned to district priorities.

aligns the vision, mission
and goals of the school to
district, state and federal
policies.

builds the capacity of all staff
to ensure the vision, mission
and goals are aligned to
district, state and federal
policies.

3. Diverse
perspectives,
collaboration, and
effective learning

provides limited opportunities

for stakeholder involvement in
developing and implementing,

the school’s vision, mission and
goals.

creates a vision, mission and
goals that set low expectations
for students.

offers staff and other

stakeholders some opportunities
to participate in the development

of the vision, mission and goals.

develops a vision, mission and
goals that set high expectations
for most students.

incorporates diverse
perspectives and
collaborates with all
stakeholders3 to develop a
shared vision, mission and
goals so that all students
have equitable and
effective learning
opportunities.

collaboratively creates a
shared vision of high
expectations with all
stakeholders3 and builds staff
capacity to implement a
shared vision for high student
achievement.

1Leader: Connecticut School leaders who are employed under their intermediate administrator 092 certificate (e.g., curriculum coordinator, principal, assistant principal,
department head and other educational supervisory positions)
2Staff: all educators and non-certified staff

3Stakeholders: a person, group or organization with an interest in education
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Element B: Shared Commitments to Implement and Sustain the Vision, Mission and Goals

Leaders ensure that the process of implementing and sustaining the vision, mission and goals is inclusive, building common
understandings and commitments among all stakeholders.

Exemplary

The Leader...
Indicator Below Standard Developing
1. Shared tells selected staff and develops understanding of
understandings stakeholders about decision- the vision, mission and

guide decisions &
evaluation of

making processes related to
implementing and sustaining the

goals with staff and
stakeholders.

engages and empowers staff
and other stakeholders to
take responsibility for
selecting and implementing
effective improvement
strategies and sustaining
progress toward the vision,
mission and goals.

outcomes. vision, mission and goals. . .
provides increased
involvement for staff and
other stakeholders in
selecting and
implementing effective
improvement strategies
and sustaining the vision,
mission and goals.

2and 3 Is unaware of the need to builds stakeholders’

combined- communicate or advocate for the | understanding and

, school’s vision, mission and support for the vision,
Communicates . . o
o goals or for effective learning for | mission and goals.

vision; Advocates all.

for effective generates some support

learning for all for equitable and effective

learning opportunities for
all students.

effectively articulates
urgency to stakeholders to
reach student goals and
achieve the vision and
mission.

persuasively communicates
the importance of equitable
learning opportunities for
all students and the impact
on students and the
community if these
opportunities are not
available.
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Element C: Continuous Improvement toward the Vision, Mission and Goals

Leaders ensure the success and achievement of all students by consistently monitoring and refining the implementation of the
vision, mission and goals.

The Leader...

Indicator

Below Standard

Developing

1. Analyzes data

is unaware of the need to

uses data to identify

Uses data and
collaborates to
design, assess
and change
programs

practice to inform and
shape programs and
activities.

to identify analyze data and gaps between current
needs and information to assess outcomes and goals for
gaps between progress toward student some areas of school
outcomes and | achievement goals and the improvement.
goals vision and mission.

2and 3 is unaware of the need to uses some systems and
combined— use data, research or best processes for planning,

prioritizing and
managing change and
inquires about the use of
research and best
practices to design
programs to achieve the
school’s vision, mission

school’s vision, mission and
goals.

and goals.

3. Identifies and | does not proactively manages barriers to the
addresses identify barriers to achievement of the
barriers to achieving the vision, school’s vision, mission
achieving mission and goals, or does and goals on a
goals not address identified situational level.

barriers.

4. Seeks and is unaware of the need to aligns resources to
aligns seek or align resources some initiatives related
resources necessary to sustain the to the school’s vision,

mission and goals.

Exemplary

collaboratively reviews and analyzes data and other
information with staff and stakeholders to identify
individual student needs and gaps to goals.

works with faculty to collectively identify specific
areas for improvement at the school, classroom and
student level.

collaboratively develops and promotes
comprehensive systems and processes to monitor
progress and drive planning and prioritizing using
data, research and best practices.

engages all stakeholders in building and leading a
school-wide continuous improvement cycle.

focuses conversations, initiatives and plans on
minimizing barriers to improving student
achievement and is unwavering in urging staff to
maintain and improve their focus on student
outcomes.

uses challenges or barriers as opportunities to
learn and to develop staff.

builds capacity of the school and its staff to provide
services that sustain the school’s vision, mission and
goals.

prioritizes the allocation of resources to be
consistent with the school’s vision, mission and
goals.
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LEADER EVALUATION RUBRIC

Performance Expectation 2: Teaching and Learning
Education leaders ensure the success and achievement of all students by monitoring and continuously improving teaching and learning.

Element A: Strong Professional Culture

Leaders develop a strong professional culture which leads to quality instruction focused on student learning and the strengthening of professional

competencies.
The Leader...
Indicator Below Standard Developing Proficient Exemplary
1. Closes is unaware of the uses student outcome develops shared regularly shares ongoing data on

achievement gaps

achievement gap.

is working toward
improvement for only some
students.

data to build their own
awareness of
achievement gaps.

is developing a
personal commitment
to improvement for all
students.

understanding and
commitment to close
achievement gaps! so that all
students achieve at their
highest levels.

achievement gaps and works with
faculty to identify and implement
solutions.

establishes a culture in which
faculty members create classroom
and student goals aligned with
ensuring all students achieve at
high levels.

2. Supports and
Evaluates
Professional
Development

provides professional
development that is
misaligned with faculty and
student needs.

does not monitor classroom
instruction for the
implementation of
professional development
content.

provides professional
development for staff
that addresses some
but not all needs for
improvement.

supports and evaluates
professional development to
broaden faculty? teaching
skills to meet the needs of all
students

works with staff to provide job-
embedded professional
development and follow-up
supports aligned to specific
learning needs.

collaborates with staff to monitor
and evaluate the effectiveness of

professional development based

on student outcomes.

1Achievement gap (attainment gap) refers to the disparity on a number of educational measures between performance groups of students, especially groups defined by gender,
race/ethnicity and socioeconomic status. The gap can be observed on a variety of measures, including standardized test scores, grade point average, dropout rates, and college
enrollment and completion rates.

2Faculty: certified school faculty
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3 and 4 combined —
Fosters Inquiry
and

establishes most strategies
and directions without staff
collaboration and is rarely

models learning and
seeks opportunities for
personal growth.

develops processes for
continuous inquiry with all staff
and inspires others to seek
opportunities for personal and
professional growth.

builds a culture of candor,
openness to new ideas, and
collaboration to improve
instruction with all staff.

Collaboration open to new ideas and

for strategies. encourages staff

Improvement collaboration and
is uninvolved in faculty growth to improve
conversations to resolve teaching and learning.
student learning challenges.

5. Supports provides insufficient time recognizes the

Teacher and resources for teachers to importance of teacher

Reflection and work together on reflection and provides

Leadership instructional improvement. some opportunities for

provides few roles for
teacher leadership and rarely
encourages teachers to seek
leadership opportunities.

teachers to reflect on
classroom practices and
their leadership
interests.

provides time and resources for
teacher collaboration and builds
the capacity.

of teachers to lead meetings
focused on improving
instruction.

builds a strong instructional
leadership team, builds the
leadership capacity of promising
staff, and distributes leadership
opportunities among staff.

6. Provides Feedback
to Improve
Instruction

ineffectively uses data,
assessments or evaluation
methods to support
feedback.

does not consistently
provide specific and
constructive feedback or
effectively monitor for
changes in practice.

provides sporadic
feedback based on data,
assessments or
evaluations.

monitors some
teachers’ practice
for improvements
based on feedback.

provides regular, timely and
constructive feedback to all staff
and monitors for implementation
and improved practice.

creates a culture of candid
feedback and opportunities for
staff to review each other’s data
and instructional practice and
provide feedback to each other.
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Element B: Curriculum and Instruction
Leaders understand and expectfaculty to plan, implement and evaluate standards-based curriculum and challenging instruction aligned with
Connecticut and national standards.

The Leader...

Indicator

Below Standard

Developing

1 and 2 combined - Aligns
Curriculum, Instruction and
Assessment to Standards

is unaware of how to
align curriculum with
standards, instruction
and assessments.

builds their own
understanding of state
and national standards.

develops curriculum,
instruction and
assessment methods
that are loosely aligned
to standards.

Exemplary

3. Improves Instruction for the
Diverse Needs of All
Students

supports the use of
instructional strategies that
do not meet the diverse
learning needs of students.

uses evidence-based

instructional strategies and

instructional practices that
address the learning needs
of some but not all student

populations.

builds the capacity of all
staff to collaboratively
develop, implement and
evaluate curriculum and
instruction that meet or
exceed state and national
standards.

monitors and evaluates
the alignment of all
instructional processes.

builds the capacity of
staff to collaboratively
identify differentiated
learning needs for
student groups.

works with staff to
continuously adjust
instructional practices
and strategies to meet the
needs of every student.

1Diverse student needs: students with disabilities, cultural and linguistic differences, characteristics of gifted and talented, varied socio-economic backgrounds, varied school
readiness, or other factors affecting learning.
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Indicator

Below Standard

Developing

4. Collaboratively Monitors
and Adjusts Curriculum
and Instruction

is unaware of how to
analyze student
progress using student
work.

supports the use of
curriculum and
instruction that fail to
consistently meet the
needs of all students.

analyzes student work
and monitors student
progress with
occasional collaboration
from staff.

facilitates adjustments to
curriculum and instruction
that meet the needs of
some but not all students.

Exemplary

5. Provides Resources and
Training for Extended
Learning

identifies only limited
resources and supports
for extending learning
beyond the classroom.

promotes learning beyond
the classroom provides
inconsistent support and
resources to faculty around
extending learning
opportunities.

empowers faculty
members to continuously
monitor student progress
and improve curriculum
and instruction to meet the
learning needs of every
student.

6. Supports the Success of
Faculty and Students as
Global Citizens!

focuses only on
established academic
standards as goals for
student and staff skills.

provides limited support
or development for staff or
students associated with
the dispositions for a
global citizen.

supports some staff and
students in developing their
understanding of the
knowledge, skills and
dispositions needed for
success as global citizens.

builds strong faculty
commitment to extending
learning beyond the
classroom.

collaborates with faculty to
attain necessary resources
and provide ongoing
training and support for
extended learning.

establishes structures for
staff to continuously
discuss the skill, knowledge
and dispositions necessary
for success as global
citizens.

faculty and students
have multiple
opportunities to
develop global
knowledge, skills and
dispositions.

1A Global Citizen uses 21st century knowledge, skills and dispositions to communicate effectively, think creatively, respect diversity, gain an awareness and understandings of the
wider world, appreciate different cultures and points of view and work to make the world a better place.
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Element C: Assessmentand Accountability
Leaders use assessments, data systems and accountability strategies to improve achievement, monitor and evaluate progress and close

is learning to use
multiple sources of
information to identify
areas for improvement.

3. Staff Evaluation

conducts occasional
classroom observations for
some staff.

does not connect evaluation
results to professional
development or school
improvement goals.

completes evaluations
for all staff according to
stated requirements.

uses some evaluation
results to inform
professional
development.

achievement gaps.
The Leader...
Indicator Below Standard Developing Exemplary
land2 monitors limited sources develops awareness and builds the capacity and
combined- Uses of student information understanding among accountability of staff to monitor
Multiple Sources and staff evaluation data. staff of a variety of multiple sources of information and
of assessments and sources arange of assessments for each
. does not connect . .
Information? to . . of information on student.
information to school goals
Improve and/or instruction student progress and taff bers t
Instruction ) instruction. €mpOwers stall members to

continuously use multiple sources of
information to adjust instructional
strategies and improve teaching and
learning.

4. Communicates
Progress

provides limited
information about student
progress to faculty and
families.

provides updates on
student progress to
faculty and families.

sets and monitors meaningful goals
with each staff member, accurately
differentiates ratings and provides
additional evaluation activity and
feedback for Developing or Below
Standard teachers.

develops and supports individual
staff learning plans and school
improvement goals based on
evaluations.

builds the capacity of all staff to
share ongoing progress updates
with families and other staff
members.

consistently connects results to
the vision, mission and goals of
the school and frequently updates
staff and families around progress
and needs for improvement.

1Multiple sources of information: Including but not limited to test scores, work samples, school climate data, teacher/family conferences and observations. Multiple assessments
would include local, state, national, and international assessments.
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LEADER EVALUATION RUBRIC

Performance Expectation 3: Organizational Systems and Safety
Education leaders ensure the success and achievement of all students by managing organizational systems and resources for a safe, high-performing

learning environment.

Element A: Welfare and Safety of Students, Faculty and Staff
Leaders ensure a safe environment by addressing real and potential challenges to the physical and emotional safety and security of students,

faculty and staff.
The Leader...

Indicator

Below Standard

Developing

Proficient

Exemplary

1. Safety and security
plan

insufficiently plans for
school safety.

develops a safety and
security plan and
monitors its
implementation.

creates minimal
engagement with the
community around
safety plan.

develops, implements and
evaluates a
comprehensive safety and
security plan in
collaboration with
district, community and
public safety responders.

continuously engages the school
community in the development,
implementation and evaluation of a
comprehensive safety and security
plan.

2. Positive school
climate for learning

is unaware of the link
between school climate and
student learning.

acts alone in addressing
school climate issues.

seeks input and
discussion from school
community members to
build his/her own
understanding of
school climate.

plans to develop a
school climate
focused on learning
and social/
emotional safety.

advocates for, creates and
supports collaboration
that fosters a positive
school climate which
promotes the learning and
well-being of the school
community.

supports ongoing collaboration
from staff and community to
review and strengthen a positive
school climate.

develops a school climate that
supports and sustains learning,
social/emotional safety and success
for every member of the school
community.

3. Community norms
for learning

uses his/her own judgment
to develop norms for
behavior.

does not consistently
implement or monitor
norms for accountable
behavior.

develops and
informs staff about
community norms
for accountable
behavior.

monitors for
implementation of
established norms.

involves families and the
community in developing,
implementing and
monitoring guidelines and
community norms for
accountable behavior to
ensure student learning.

builds ownership for all staff,
community and students to
develop and review community
norms for accountable behavior.

students, staff and parents all hold
themselves and each other
accountable for following the
established norms.

East Hartford Professional Development and Administrator Evaluation Plan 5/1/15

Page 68




Element B: Operational Systems
Leaders distribute responsibilities and supervise management structures and practices to improve teaching and learning.

The Leader...

Indicator

Below Standard

Developing

Proficient

Exemplary

1 and 4 combined —
Evaluate and
Improve
operational
systems

ineffectively monitors
operational processes.
makes minimal
improvements to the
operational system.

reviews existing
processes and plans
improvements to
operational systems.

uses problem-solving
skills and knowledge of
operational planning to
continuously evaluate
and revise.

processes to improve
the operational system.

continuously evaluates and
revises school processes.

plans ahead for learning needs
and proactively creates
improved operational systems
to support new instructional
strategies.

2. Safe physical
plant

maintains a physical
plant that does not
consistently meet
guidelines and legal
requirements for safety.

Approaching ensuring a
safe physical plant
according to local, state
and federal guidelines
and legal requirements
for safety

ensures a safe physical
plant according to local,
state and federal
guidelines and legal
requirements for safety.

develops systems to maintain
and improve the physical plant
and rapidly resolve any
identified safety.

3. Data systems to
inform practice

uses existing data
systems that provide
inadequate information
to inform practice.

monitors
communication and data
systems to provide
support to practice.

facilitates the
development of
communication and
data systems that assure
the accurate and timely
exchange of information
to inform practice.

gathers regular input from
faculty on new communications
or data systems that could
improve practice.

seeks new capabilities and
resources based on school
community input.

5.Equipment and
technology for
learning

uses existing equipment
and technology or
technology that
ineffectively supports
teaching and learning.

identifies new
equipment and
technologies and/or
maintains existing
technology.

is learning about how
technology can support
the learning
environment.

oversees acquisition,
maintenance and
security of equipment
and technologies that
support the teaching
and learning
environment.

develops capacity among the
school community to acquire,
maintain and ensure security of
equipment and technology and
to use technology to improve
instructional practices and
enhance communication.
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Element C: Fiscal and Human Resources
Leaders establish an infrastructure for finance and personnel that operates in support of teaching and learning.

The Leader...

Indicator

Below Standard

Developing

Exemplary

1and 2 combined -
Aligns resources to
goals

operates a budget that does
not align with district or
state guidelines.

allocates resources that are
not aligned to school goals.

develops and operates a
budget within fiscal
guidelines.

aligns resources to school
goals and to strengthening
professional practice.

works with community to secure
necessary funds to support
school goals.

aligns and reviews budgets on a
regular basis to meet evolving
needs for professional practice
and to improve student learning.

3. Recruits and
retains staff

uses hiring processes that
involve few recruiting
sources.

provides limited support
for early career teachers
and has few strategies to
retain teachers.

reviews and improves
processes for recruiting
and selecting staff.

provides support to early
career teachers but has
limited strategies to
develop and retain
effective teachers.

involves all stakeholders in
processes to recruit, select and
support effective new staff.

implements strategies and
practices that successfully retain
and develop effective staff in the
school and district.

4. Conducts staff
evaluations

does not consistently
implement district/state
evaluation processes.

evaluation results are not
used to improve teaching
and learning.

prioritizes and completes
staff evaluation processes.

is beginning to connect
evaluation process and
results to professional
learning.

coordinates staff to conduct staff
evaluation processes and
differentiate evaluation process
based on individual teacher
performance.

works with staff to connect
evaluation processes to
professional learning and
instructional improvement.
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LEADER EVALUATION RUBRIC

Performance Expectation 4: Families and Stakeholders
Education leaders ensure the success and achievement of all students by collaborating with families and other stakeholders to respond to diverse
community interests and needs and to mobilize community resources.

Element A: Collaboration with Families and Community Members

Leaders ensure the success of all students by collaborating with families and stakeholders.

The Leader...

Indicator

Below Standard

Developing

1. Accesses
family and
community
resources

is unaware of how to access
resources or support from
families and the community.

reaches out to the broader
community to access
resources and support.

secures community
resources that are not
consistently aligned to
student learning.

Exemplary

2. Engages families
in decisions

provides limited
opportunities for
families to engage in
educational decisions.

does not ensure that
families feel welcome in
the school environment.

welcomes family
involvement in some school
decisions and events that
support their children’s
education.

consistently seeks and mobilizes
family and community resources
and support aligned to
improving achievement for all
students.

3. Communicates
with families and
community

uses limited strategies to
communicate with families
and community members.

limits opportunities for
families and community
members to share input or
concerns with the school.

shares information and
progress with families.

provides opportunities for
families and community
members to share input
and concerns with the
school.

engages families consistently
in understanding and
contributing to decisions
about school-wide and
student-specific learning
needs.
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facilitate open and regular
communication between the
school and families and
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Element B: Community Interests and Needs
Leaders respond and contribute to community interests and needs to provide the best possible education for students and their families.

The Leader...
Indicator Below Standard Developing Exemplary
1. Communicates ineffectively communicates communicates clearly with communicates and interacts effectively
effectively with members of the school most people. with a wide range of stakeholders.

community.

seeks more opportunities to
interact with stakeholders.

builds the skills of staff to ensure clear
two-way communication and
understanding with all stakeholders.

Understands and uses limited resources to collects information to uses assessment strategies and research
accommodates understand diverse student understand diverse student with all staff to build understanding of
diverse! student needs. and community conditions. diverse student and community

and community conditions.

conditions demonstrates limited provides some

knowledge of community
conditions and dynamics.

accommodations for diverse
student and community
conditions.

Capitalizes on

demonstrates limited

values community diversity.

collaborates with staff to meet the
diverse needs of students and the
community.

integrates community diversity into

diversity awareness of community multiple aspects of the educational
diversity as an educational develops some connections program to meet the learning needs of
asset. between community diversity all students.
and educational programs.
Collaborates with | establishes limited collaborates with community builds and regularly reviews and
community collaboration with programs to meet some strengthens partnerships with
programs community programs. student learning needs. community programs to meet the
diverse needs of all students.
community programs
address few student
learning needs.
Involves all provides limited elicits some stakeholder builds a culture of ongoing open
stakeholders opportunities for involvement and input. discussion for all stakeholders.

stakeholder input.

occasionally excludes or
ignores competing
perspectives.

seeks occasional input from
competing educational
perspectives.

actively seeks and values alternate
viewpoints.

1Diversity: including, but not limited to cultural, ethnic, racial, economic, linguistic, generational
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Element C: Community Resources
Leaders maximize shared resources among schools, districts and communities in conjunction with other organizations and agencies that pro-
vide critical resources for children and families.

The Leader...
Indicator Below Standard Developing
1. Collaborates with works with community collaborates with

Exemplary

community partnerships
inconsistently meet the
needs of the school
community.

community agencies when needed. some community
agencies agencies for health,
provides limited access to social or other
community resources and services.
services to children and
families. provides some access to
resources and services
to children and families.
2. Develops develops limited develops relationships
relationships relationships with with community
with community community agencies. organizations and
agencies agencies.

evaluates some
partnerships to ensure
benefit to agencies and
school community.

proactively identifies and
prioritizes essential resources
and services for children and
families.

collaborates with community
agencies to provide prioritized
services and consistently
evaluates service quality.

3. Applies resources
to meet the needs
of children and
families

does not consistently align
resources to the educational
needs of the school.

aligns resources to
the educational
needs of students.

supports the
educational needs of
most families.

develops ongoing relationships
with community agencies aligned
to school needs.

assesses partnerships on a
regular basis to ensure mutual
benefitand shared resources for
school and agency.

identifies educational needs of
students and families and aligns
all resources to specific needs.
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LEADER EVALUATION RUBRIC

Performance Expectation 5: Ethics and Integrity
Education leaders ensure the success and well-being of all student and staff’by modeling ethical behavior and integrity.

Element A: Ethical and Legal Standards of the Profession
Leaders demonstrate ethical and legal behavior.

The Leader...

Indicator

Below Standard

Developing

Proficient

Exemplary

1. Professional

does not consistently

Approaching exhibiting and

exhibits and promotes

continuously communicates,

demonstrate personal and
professional ethical

personal and professional
ethics, integrity, justice, and

professional ethics,
integrity, justice, and

Responsibility exhibit or promote promoting professional professional conduct in clarifies and collaborates to
professional responsibility conduct in accordance with accordance with ensure professional
in accordance with the Connecticut’s Code of Connecticut’s Code of responsibilities for all
Connecticut Code of Professional Responsibility Professional educators.
Professional Responsibility for Educators. Responsibility for
for Educators. Educators.
2. Ethics does not consistently Approaching modeling models personal and holds high expectations of

themselves and staff to ensure
educational professionalism,

Justice?

promote educational equity

and social justice for
students.

building professional
influence to foster
educational equity and
social justice for all
stakeholders.

influence and authority
to foster and sustain
educational equity and
social justice for all
students and staff.

practices. fairness and hold others to fairness and holds ethics, integrity, justice, and
the same standards. others to the same fairness.
standards.
3. Equity and Social does not consistently earns respect and is uses professional removes barriers to high-

quality education that derive

from all sources of educational

disadvantage or
discrimination.

e promotes social justice by
ensuring all students have
access to educational
opportunities.

4. Rights and
Confidentiality

does not consistently
protect the rights of

students, families and staff

and/or maintain

appropriate confidentiality.

Protects the rights of some but
not all students, families, and
staff and maintains
confidentiality.

protects the rights of
students, families and
staff and maintains
confidentiality.

e Dbuilds a shared

commitment to protecting
the rights of all students
and stakeholders.

e maintains confidentiality,

as appropriate.

1Social Justice: recognizing the potential of all students and providing them with the opportunity to reach that potential regardless of ethnic origin, economic level, gender, sexual

orientation, race, religion, etc. to ensure fairness and equity for all students.
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Element B: Personal Values and Beliefs
Leaders demonstrate a commitment to values, beliefs and practices aligned with the vision, mission and goals for student learning.

The Leader...
Indicator Below Standard Developing Exemplary
Respects the Dignity and does not consistently | approaching consistent promotes the recognition of
Worth of Each Individual treat everyone with demonstration of the dignity and worth of
respect. respect for dignity and everyone.

worth of others

. Models Respect for Diversity
and Equitable Practices

does not consistently
demonstrate respect
for diversity and
equitable practices
for all stakeholders.

approaching respect for

the diversity and
equitable practices for
all stakeholders

Advocates for Mission, Vision
and Goals

does not consistently
advocate for or act on
commitments stated
in the mission, vision
and goals.

advocates for the vision,

mission and goals.

builds a shared commitment
to diversity and equitable
practices for all stakeholders.

Ensures a Positive Learning
Environment

does not consistently
address challenges or
contribute to a
positive learning
environment.

addresses some
challenges or engages
others to ensure values

and beliefs promote the

school vision, mission
and goals.

advocates and actively
engages the participation
and support of all
stakeholders towards the
vision, mission and goals to
provide equitable,
appropriate and effective
learning opportunities.
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Element C: High Standards for Self and Others

Leaders model and expect exemplary practices for personal and organizational performance, ensuring accountability for high standards of

student learning.

The Leader...
Indicator Below Standard Developing
1. Lifelong Learning does not consistently recognizes the

engage in or seek
personal professional
learning opportunities.

importance of
personal learning
needs.

uses some research
and best practices for
professional growth.

Exemplary

2. Supportof
Professional
Learning

does not consistently
support and use
professional development
to strengthen curriculum,
instruction and
assessment.

supports professional
development that is
primarily related to
curriculum and
instructional needs.

models reflection and continuous
growth by publicly sharing their
own learning process based on
research and best practices and its
relationship to organizational
improvement.

3. Allocates Resources
Equitably

does not equitably use
resources to sustain and
strengthen organizational
performance.

allocates resources
which address some
organizational needs.

supports and collaboratively uses
differentiated professional
development strategies to
strengthen curriculum, instruction
and assessment.

4. Promotes
Appropriate Use of
Technology

demonstrates a limited
understanding of

technology and ethical
implications for its use.

promotes the use of
technology and has
addressed some legal,
social and ethical
issues.

actively seeks and provides
resources to equitably build, sustain
and strengthen organizational
performance.

5. Inspires Student
Success

ineffectively builds trust,
respect and
communication to
achieve expected levels of
performance and student
success.

promotes
communication and is
building trust and
respect to strengthen
school performance
and student learning.

is highly skilled at understanding,
modeling and guiding the legal,
social and ethical use of technology
among all members of the school
community.

creates a collaborative learning
community which inspires and
instills trust, mutual respect and
honest communication to sustain
optimal levels of performance and
student success.
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LEADER EVALUATION RUBRIC

Performance Expectation 6: The Education System
Education leaders ensure the success and achievement of all students and advocate for their student, faculty and staffneeds by influencing social,

cultural, economic, legal and political contexts affecting education.

Element A: Professional Influence
Leaders improve the broader, social, cultural, economic, legal and political contexts of education for all students and families.

The Leader...

Indicator

Below Standard

Developing

Exemplary

1. Promotes public
discussion about
educational laws,
policies and
regulations

does not consistently
follow current federal,
state and local education
laws, policies and
regulations and has
limited conversations
about how they impact
education.

follows current
education legislation,
seeks opportunities to
engage in professional
learning activities to
understand issuesand
implications, and
shares information
with the school
community.

engages the entire school
community in dialogue about
educational issues that may lead to
proactive change within and
beyond his/her own school and
district as appropriate.

2. Builds relationships
with stakeholders
and policymakers

takes few opportunities
to engage stakeholders in
educational issues.

identifies some issues
that affect education
and maintains a
professional
relationship with
stakeholders and
policymakers.

actively engages local, regional
and/or national stakeholders and
policymakers through local
community meetings and state or
national organizations, using
various modes of communication.

3. Advocates for
equity, access
and adequacy of
student and
family resources

has limited
understanding and/or
ineffectively uses
resources for family
services and support
through community
agencies.

islearning how to
help students and
families locate,
acquire and access
programs, services
or resources to
create equity.

empowers the school community to
successfully and appropriately
advocate for equal and adequate
access to services and resources for
all.
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Element B: The Educational Policy Environment

Leaders uphold and contribute to policies and political support for excellence and equity in education.

The Leader...

Indicator

Below Standard

Developing

1. Accurately
communicates
educational
performance

ineffectively communicates
with members of the school
community.

does not fully understand
growth, trends and
implications for
improvement.

reviews school growth
measures and student
data.

conducts basic data
analyses and
communicates data
about educational
performance.

2. Improves public
understanding of
legislation, policy
and laws

provides incomplete information
to the public to understand
school or student results, legal
issues, practices and
implications.

shares information about
federal, state and local
laws, policies and
regulations.

provides information
to decision-makers
and the community.

3. Upholds laws and
influences
educational policies
and regulations

does not consistently uphold
laws, regulations.

upholds federal, state and
local laws and seeks to
engage in public
discourse about policies
and regulations to
support education.
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Exemplary

engages the school community
and stakeholders in analysis of
school and student data that
leads to identifying important
indicators of school progress,
greater understandings and
implications for growth and
refinements to the school or
district’s mission, vision and
goals.

actively communicates and
clarifies federal, state and local
laws, policies and regulations
with stakeholders and decision
makers to improve public
understanding and input.

works with district, state
and/or national leaders to
advocate for/or provide
feedback about the
implementation
effectiveness of policies or
regulations.




Element C: Policy Engagement
Leaders engage policymakers to inform and improve education policy.

The Leader...

1. Advocates for public
policies to support
the present and
future needs of
children and
families

does not advocate
for policies and
procedures to
meet the needs of
all students and
their families.

identifies some policies
and procedures that can
support equity and seeks
to communicate with the
community about these
policies.

2. Promotes public
policies to ensure
appropriate,
adequate and
equitable human
and fiscal
resources

is unaware of
policies that result in
equitable resources
to meets the needs
of all students.

does not allocate
resources
appropriately,
adequately or
equitably.

supports fiscal
guidelines to use
resources that are
aligned to meet
school goals and
student needs.

allocates and
distributes school
resources among
faculty, staff and
students.

works with students, families and
caregivers to successfully advocate for
equitable and appropriate policies and
procedures to close the achievement
gap by ensuring all children have an
equal opportunity to learn.

3. Collaborates with
leaders to inform
planning, policies
and programs

demonstrates limited
understanding or
involvement with
others to influence
decisions affecting
student learning
inside or outside of
own school or
district.

is learning to collect
analyze and share data
with others to raise
awareness of its impact
on decisions affecting
student learning on local,
district, state and
national levels.

aligns with state and national
professional organizations that
promote public policy and advocate
for appropriate, adequate and
equitable resources to ensure
quality educational opportunities
that are equal and fair for all
students.

actively engages all stakeholders
through conversations and
collaboration to proactively change
local, district, state and national
decisions affecting the improvement of
teaching and learning.

is involved with local, state and
national professional organizations in
order to influence and advocate for
legislation, policies and programs that
improve education.
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APPENDIX I: EXAMPLES OF EVIDENCE FOR LEADER EVALUATION RUBRIC (TIED
TO CONNECTICUT SCHOOL LEADERSHIP STANDARDS)

Performance Expectation 1: Vision, Mission and Goals

Education leaders! ensure the success and achievement of all students by guiding the development and
implementation of a shared vision of learning, a strong organizational mission and high expectations for student
performance.

ELEMENT A: High Expectations for All
Leaders ensure that the creation of the vision, mission and goals establishes high expectations for all
students and staffz.
The vision, mission and goals are supported by current, relevant data
Written values and beliefs reflect high expectations for all students
The vision focuses on student academic excellence and healthy social/ emotional development
Goals and the instructional program are clearly aligned to the vision
The vision, mission and goals are collaboratively developed by and shared with stakeholder groups
The school’s goals and vision are shared and widely known within the school community
e Parents, staff and other stakeholders are clear about academic expectations
e School priorities are public-with a common understanding of short and long term
milestones and goals
e Results of the school assessment are publicly shared with the staff and with members of the
community

ELEMENT B: Shared Commitments to Implement and Sustain the Vision, Mission and Goals
Leaders ensure that the process ofimplementing and sustaining the vision, mission and goals is
inclusive, building common understandings and commitments among all stakeholders.
e Theschool’s goals and vision are shared and widely known within the school community
o Parents, staff and other stakeholders are clear about academic expectations
e School priorities are public-with a common understanding of short- and-long term milestones
and goals
e Results of the school assessment are publicly shared with the staff and with members of the
community

1Leader: Connecticut School Leaders who are employed under their intermediate administrator 092 certificate (e.g., curriculum
coordinator, principal, assistant principal, department head and other educational supervisory positions)
2Staff: All educators and non-certified staff

ELEMENT C: Continuous Improvement toward the Vision, Mission and Goals
Leaders ensure the success and achievement of all students by consistently monitoring and
refining the implementation of the vision, mission and goals.
e Disaggregated student data is continually monitored and analyzed to determine the current state
of the school
e Progress toward goals is collaboratively reviewed to make necessary adjustments that keep the
focus on student outcomes
e Fiscal and human resources are aligned with and support priority areas and goals

Performance Expectation 2: Teaching and Learning
Education leaders ensure the success and achievement of all students by monitoring and continuously
improving teaching and learning.
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ELEMENT A: Strong Professional Culture
Leaders develop a strong professional culture which leads to quality instruction focused on
student learning and the strengthening of professional competencies.

e Stakeholders are focused on closing achievement gaps between subgroups of students and
use data to determine appropriate interventions for students or subgroups not making
progress

o Effective instructional practices are being implemented across multiple classrooms

e Staff are actively engaged in job-embedded collaborative learning including observations of
other teachers

o Teachers are frequently observed by peers and the principal who provide actionable feedback
for reflection and improved instruction

e Teacher leadership opportunities are available and designed to support improved instruction
and student outcomes

ELEMENT B: Curriculum and Instruction
Leaders understand and expectfaculty to plan, implement and evaluate standards-based
curriculum and challenging instruction aligned with Connecticut and national standards.

e Theschool instructional framework aligns curriculum with standards, instruction,
assessment and learning

e Arigorous, relevant and standards-based curriculum that meets the unique needs of each
student is being implemented

o Stakeholders collaboratively review and analyze the effectiveness of the curriculum to make
real-time and necessary adjustments

e Facultyand students are offered diverse and innovative learning opportunities that extend
beyond the classroom

ELEMENT C: Assessmentand Accountability
Leaders use assessments, data systems and accountability strategies to improve achievement,
monitor and evaluate progress and close achievement gaps.
e Systems to access real-time data and purposefully monitor progress toward goals are in place and
operational
e Information from multiple sources - qualitative and quantitative, formative and
summative - is collaboratively collected and analyzed
o Teachers and staff are evaluated and receive targeted support and guidance through on-going
classroom visits and dialogue
o Stakeholders are routinely updated on the progress toward meeting goals and realizing the vision

Performance Expectation 3: Organizational Systems and Safety
Education leaders ensure the success and achievement of all students by managing organizational
systems and resources for a safe, high-performing learning environment.

Element A: Welfare and Safety of Students, Faculty and Staff
Leaders ensure a safe environment by addressing real and potential challenges to the
physical and emotional safety and security of students, faculty and staff.
o Theschool building is clean and safe in accordance with the school safety plan and any legal
regulations
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o Theschoolisapositive learning environment that supports the success of all students by
meeting their physical, emotional, social and academic needs

Element B: Operational Systems
Leaders distribute responsibilities and supervise management structures and practices to
improve teaching and learning.

e School building is clean and safe in accordance with the school safety plan and any legal regulations

e Operational responsibilities are distributed among the individuals responsible for the

students’ education and well-being
e Up-to-date data systems are used to inform operational, instructional and safety procedures
e Technology equipment is functional and supports the success of all students and adults

Element C: Fiscal and Human Resources
Leaders establish an infrastructure for finance and personnel that operates in support of
teaching and learning.
e Instructional funds are transparently and equitably distributed to accomplish the organizational
goals
e Teachers who have the expertise to deliverinstruction that maximizes student learning are
recruited and retained
e Teachers and staff are evaluated and receive targeted support and guidance as required by
district and state evaluation requirements

Performance Expectation 4: Families and Stakeholders

Education leaders ensure the success and achievement of all students by collaborating with families
and other stakeholders to respond to diverse community interests and needs and to mobilize
community resources.

Element A: Collaboration with Families and Community Members
Leaders ensure the success of all students by collaborating with families and stakeholders.
e School staff, families and community members interact and communicate regularly to share
ownership for the success of the school
e Theschool meaningfully engages families in the learning process

Element B: Community Interests and Needs
Leaders respond and contribute to community interests and needs to provide the best possible
education for students and their families.
o Thesuccess of all students is promoted through collaboration among family and community
partners
e School leadership welcomes and responds to diverse community interests and needs and
mobilizes community resources
e Families and community members from a diversity of cultures and backgrounds are engaged
as partners in the learning process
e Structures are in place to ensure all stakeholders, regardless of position or viewpoint, are
engaged in the learning community
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Element C: Community Resources
Leaders maximize shared resources among schools, districts and communities in conjunction
with other organizations and agencies that provide critical resources for children and families.

e Community resources are leveraged to meet student needs such as after-school food sources,
health care services, employment opportunities, social services and additional educational
services

e School resources are used to support the needs of students and their families

Performance Expectation 5: Ethics and Integrity
Education leaders ensure the success and well-being of all student and staff by modeling ethical
behavior and integrity.

Element A: Ethical and Legal Standards of the Profession
Leaders demonstrate ethical and legal behavior.
e Expectations for professional and ethical behavior are clearly communicated and modeled
by school personnel
e Program implementation and outcome data are monitored to ensure equity and guarantee that
all students are justly served
e Thereare audits of student and adult data to ensure privacy and confidentiality are maintained

Element B: Personal Values and Beliefs:
Leaders demonstrate a commitment to values, beliefs and practices aligned with the vision,
mission and goals for student learning.
e Eachperson in the learning community is known, valued and respected
o Influential educational, political and community leaders are mobilized to advocate for the
vision, mission and goals of the school
o Theschoolis a positive learning environment that supports the success of all students by
meeting their physical, emotional, social and academic needs

Element C: High Standards for Self and Others.
Leaders model and expect exemplary practices for personal and organizational performance,
ensuring accountability for high standards of student learning.
o Life-longlearning is modeled by staff through engagingin professional learning that is aligned with
the vision, goals and objectives of the school
e Current educational research and best practices are reflected in all facets of the school
e Resources are equitably allocated to the core components of student academic, social,
emotional, behavioral and physical development as well as to educator quality
o Technology is appropriately used for learning and communication purposes
Thelearning community is inspired to work together toward high levels of student
performance.

Performance Expectation 6: The Education System

Education leaders ensure the success and achievement of all students and advocate for their student,
faculty and staffneeds by influencing social, cultural, economic, legal and political contexts affecting
education.
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Element A: Professional Influence
Leaders improve the broader, social, cultural, economic, legal and political contexts of
education for all students and families.
o Thegoals of the school and education more broadly are promoted and advocated for
throughout the school community
o Internal stakeholders are equipped with talking points and advocacy plans so they can
influence key external groups with a consistent voice

Element B: The Educational Policy Environment
Leaders uphold and contribute to policies and political support for excellence and equity in
education.
e Stakeholders are routinely updated on the progress toward meeting goals and realizing the vision
e Theschool complies with legal and ethical requirements in relationships with all stakeholders
and clearly communicates all applicable state, federal and district policies, procedures and
guidelines
e Structures and systems are in place to review compliance with all laws

Element C: Policy Engagement
Leaders engage policymakers to inform and improve education policy.
e Theschoolleaderis a visible ambassador for education in the learning community and in the
district, city, state or nation
e Deliberate relationships with policy makers are developed to influence policy and advocate
for programs that improve education
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ADDENDUM: 2013-14, 2014-15, 2015-16 SCHOOL YEAR

The U.S. Department of Education has approved the Connecticut State Department of Education’s
(CSDE) application for Field Test Flexibility for 2013-14. This choice has been extended into
2015-16 (pending federal approval). Given the timing of data’s likely arrival next year and other
factors, the CSDE has noted that it is impractical to expect to use results from the SB-FT for
educator evaluation in 2013-14, 2014-15 and 2015-16. As a result, East Hartford Public Schools
will not be able to use student achievement data to help determine summative ratings for its
teachers and administrators. As such, the district has is adding the following addendum into its
Professional Development and Administrator Evaluation Plan for the 2013-2014, the 2014-2015,
and the 2015-16 academic years:

Category # 3- 45% Student Learning
* Pending U.S. Department of Education’s approval of CT’s request for flexibility on the use
of student test data in 2015-16, East Hartford Public Schools will not require that 22.5%
of the administrator’s student learning component incorporate SPI progress. Given this
adjustment, the entire 45% of an administrator’s rating on student learning indicators
shall be based on the locally-determined indicators. These locally-determined indicators
would also comprise the 5% Whole-School Student Learning Indicator rating for teachers.
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