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Directions:

This document has been provided in Microsoft Wordniair for the convenience of thestiict.

The order of the template shall not be rearranged. Each sectionspierBc directions, but does
not limit the amount of space or information that cammatheed to fit the needs of thesulict. All
submitted documentshall be titled and paginated/here documentation or evidence is required,
copies of the source docuntgs) (for example, rubrics, policies and procedures, observation
instruments) shall be providedpon completion, theistrict shall email the template and required
supporting documentation for submission to the adddegsctEvalSysEQ@fldoe.org

** Modifications to an approved evaluation systemmay be madeby the district at any
time. A revisedevaluation systemshall be submitted for approval, in accordance with
Rule 6A-5.03(3), F.A.C. The entire template shall be sent for the approval process.
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1. Performance of Students

Directions:
The dstrict shall provide:

1 Forall schooladministratorsthe percentagef theevaluationthatis basednthe
performancef studentsriterionasoutlinedin s.1012.343)(a)1, F.S.,alongwith an
explanatiorof thescoringmethod, including how it is calculated and combined [Rule
6A-5.030(2)(a)1., F.A.C.].

1 For allschooladministratorsconfirmation of including student performance data
for atleast three years, including the current year and the two years immediately
preceding the current year, when available. If less than the three most recent years
of data are available, those years for which data are available must bié osed
than thre years of student performance data are usedfysfiee years that will
be usedRule 6A-5.030(2)(a)3., F.A.C.].

1 Forschooladministratorsthe districtdetermined student performance measure(sil
for personnel evaluatioriRule 6A-5.030@)(a)7.,F.A.C.].

Evaluation of school leaders is based on observation and evidence about certain leadership behaviors AND
GKS AYLIOG 2F | fSIFRSNRa o0SKIFE@GA2NI 2y 20KSNAO® 91 C
Superintendent will evaluate the piiipals of each school in the district. The principal of each school will
evaluate the assistant principal.

The portion of evaluation that involves impact on others comes in three components:

1. Student Growth Measureso o ® 0’ 2 F | & OK 2valfiatioh IS baRe8l Ndxhe | y y dzl
performance of students in the school on specific state or district assessmé&hisstudent
performance datawill befor at least three years, including the current year and the two years
immediately preceding the current yeaxhen available

2. Leadership Practiogo 0 @0z’ 2F | aOK22f f S| Brifda&héolldagey dzZ t S ¢&
Assessmen®2 YLR YSy (i 6KAOK Aa oFaSR 2y 20aSNBLFiAz2y
impact on the actions and behaviors of others.

3. Deliberate Practiceo o ®o0:’2 2 F | a0K22f f SI RSmdedentatibry dz £ S ¢
of a Deliberate Practice program developed by the individual school leader and the
adzZLISNAYGSYRSyid (G2 AYLINRGS | OSNIdphinfipatwallLlSOG 2
FdaaA3dy || adzo2SOGA@S ANI RS G2 GKS aokzz2f fSIR

Student Growth

The Student Growth score for a school leader will be a combination of the-¥dlled Model score (50%)

FYR GKS t SNF2NXYIYyOS al (GS NIl ane/ANBscabepisnievisedfranNa (G K S
combination of all valub RRSR RI 0 F2NJ {($ckol ¥AVKSE@ ) The Perfofnar®k S NA&
Matters score isan average of the progre62 Y A G2 NAyYy 3 RFEGF F2NJ £t addzRSyd
progress moniring score is the percentage of students that are proficient on their final PM test or have

met minimum gravth as mandated by the district (percentage of students that pass their progress
monitoring tests).
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SchoolValueAdded Model
Score

Equivalent Stdent Growth| Rating

Measure Score

3.5¢4.0 96 to 120 Highly Effective
2.5¢34 61 to 95 Effective

1.5¢2.4 31to 60 Needs Improvement
1.0cl4 0to 30 Unsatisfactory

Performance Matters Scort

Equivalent Student Growt| Rating

Measure Score

80%- 100% 96 to 120 Highly Effective
60%- 79% 61 to 95 Effective
40%- 59% 31to 60 Needs Improvement
0%- 39% 0to 30 Unsatisfactory
SchooNMAM Score + PM Score = Student Growth Score
Student Growth Score Range LeadershigPractice Rating
192 to 240 Highly Effective
121 to 191 Effective
60to 120 Needs Improvement
0 to 59 Unsatisfactory

Union County School District
Administrator Evaluation System Template

Page3



2. Instructional Leadership

Directions
The dstrict shall provide:

1 Forall schooladministratorsthe percentagef the evaluationsystenthatis basedn
theinstructional leadershigriterionasoutlinedin s.1012.34(3)(a)3 F.S.,alongwith
anexplanatiorof the scoringmethod, including how it is calculated and combined
[Rule 6A-5.0302)(c)1., F.A.C.].

1 Description othe district evaluation framework fechooladministratorsand the
contemporary researdiasisin effective educational practices [Rule-&03Qq2)(c)2.,
F.A.C].

1 Forall schooladministratorsa crosswalkromthed i s t evaluatiordrameworkto
thePrincipalLeadershigstandard$Rule 6A-5.030(2)(c)3., F.A.C.].

1 Observatioror otherdatacollectioninstrument(sjhatincludeindicators,organizedy
domainspasedn eachof the PrincipalLeadershifstandardsandadditionalelements
providedin s.1012.34(3)(a)3.F.S.[Rule 6A-5.0302)(c)4., F.A.C.].

1 Procedure$or observingandcollectingdataandotherevidenceof instructional
leadershigRule 6A-5.0302)(c)5, F.A.C.].

Leadership Practiceiso ® 02 2F | a0K22f fafliviRde NeEEminedybytheForidés @ € dzl
School Leaders Assessment Systeifihe evaluation stem adopted by the district isdsed on
contemporary research that reveals educational leadersduil it isfully aligred with the Florida Principal
Leadership Standardsa State Board of Education rule that sets expectations for principal performance

(SBE Rule 63.080).

Evaluation of school leaders is based on observation and evidence @tain leadership behavioend

GKS AYLIOG 2F I tSIFRSNDa o0SKIF@AZ2N) 2y 20KSNBRO® 91 C
Superintendent will evaluate the principals of each school in the district. The principal of each school will
evaluate the assistant principalThe process of collecting data will be a combination of supervisor
observations using the rubrics in this system and a portfolio kept by the school leader being evaluated.

This evaluation system is based on contemporary research andaneigses by DDouglas Reeves, Dr.

John Hattie, Dr. Vivian Robinson, Dr. Robert Marzano and other research findings that identify school
leadership strategies or behaviors that, done correctly and in appropriate circumstances, have a positive
probability of improving stdent learning and faculty proficiency on instructional strategies that positively
impact student learning.

MULTIDIMENSIONAL LEADERSHIP FRAMEWORK: lllustrative references
A Reeves, D. (2009)ssessing Educational Leadé&wgaluating Performance for Impred Individual
and Organizational ResultEhousand Oaks, CA: Corwin Press.
A Hattie, J. (2009)Visible learning: A synthesis of over 800 rrtalyses relating to achievement.
New York: Routledge.
A Horng, E., Klasik, D., & Loeb, S. (20G)LA y O A Lilsd aRdischibdl affEctivenesStanford
University.
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Kouzes, J. M., & Posner, B. Z. (20IB¢ truth about leadershif®an Francisco, CA: JosBags.
Louis, K. S., Leithwood, K., Wahlstrom, K. L., & Anderson, S. E. ([2¢4€I)gating the links to
improved student learningrhe Wallace Foundation.

Robinson, V. M. J. (201 Btudentcentered leadershigsan Francisco, CA: JosBags.

To o o P>

science of teachingAlexandria VA: ASCD

Marzano, R. J., Frontier, T., & Livingston, D. (2@ffgctive supervision: Supporting the art and

District administrators will use multiple data elements to create an annual report of the evaluation
system. Data examined will include assessment data, VAM scatex| deader evaluation results,
climate survey results, and progress toward meeting school improvement and professional development

plan goals.

The FSLA system is divided into the following domains and proficiency areas. The rubrics for assessing

eachindicator can be found in AttachmeBt

Domain 1: Student Achievement
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to @igrent proficiency on an indicator,
assign a proficiency level by checking one of the four proficiency levels. If not being rated at this time, le
blank.
Proficiency Area 1 - Student Learning Results: Effective school leaders achieve results on the

OAET 1180 OOOAAT O 1 AAOTETC Ci Al O AT A AEOAAOG AT A(
instructional improvement, development and implementation of quality standards -based
curricula.

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 1.1 z Academic Standards () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory
Indicator 1.2 z Performance Data () Highly Effective () Effective () Needs Improvement O
Unsatisfactory
Indicator 1.3 z Planning and Goal Setting () Highly Effective X Effective () Needs Improvement 0
Unsatisfactory
Indicator 1.4 - Student Achievement Resulty ) Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Proficiency Area 2 - Student Learning as a Priority: Effective school leaders demonstrate that
student learning is their top priority through effective leadership actions that build and support a
learning organization focused on student success.

() Highly Effective () Effective () Needs Improvement () Unsatisfactory

Indicator 2.1 - Learning Organization () Highly Effective () Effective () Needs Improvement O
Unsatisfactory

Indicator 2.2 - School Climate () Highly Effective () Effective () Needs Improvement O
Unsatisfactory

Indicator 2.3 - High Expectations () Highly Effective (Effective () Needs Improvement O
Unsatisfactory

Indicator 2.4 - Student Performance Focus () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Domain 2: Instructional Leadership
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiency on an indicatg
assign a proficiency levddy checking one of the four proficiency levels. If not being rated at this time, leg

blank.
Proficiency Area 3 - Instructional Plan Implementation: Effective school leaders work
collaboratively to develop and implement an instructional framework that aligns curriculum with

state standards, effective instructional practices, student learning needs, and assessments.
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() Highly Effective () Effective () Needsmprovement 0)

Unsatisfactory

Indicator 3.1 - FEAPs () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Indicator 3.2- Standards based Instruction () Highly Effective () Effective () Needs Improvement )
Unsatisfactory

Indicator 3.3 - Learning Goals Alignments () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 3.4 - Curriculum Alignments () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Indicator 3.5 - Quality Assessments () Highly Effective () Effective ) Needs Improvement 0)
Unsatisfactory

Indicator 3.6 - Faculty Effectiveness () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Proficiency Area 4 - Faculty Development: Effective school leaders recruit, retain, and develop an
effective and diverse faculty and staff; focus on evidence, research, and classroom realities faced by
teachers; link professional practice with student achievement to demonstrate the cause and effec  t
relationship; facilitate effective professional development; monitor implementation of critical

initiatives; and secure and provide timely feedback to teachers so that feedback can be used to
increase teacher professional practice.

() Highly Effective () Effective () Needs Improvement O
Unsatisfactory
Indicator 4.1 - Recruitment and Retention () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory
Indicator 4.2- Feedback Practices () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory
Indicator 4.3 - High effect size frategies () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory
Indicator 4.4 - Instructional Initiatives () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 4.5 - Facilitating & Leading Prof. Learning () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 4.6 zFaculty Development Alignments () Highly Effective (Effective () Needs Improvement ()
Unsatisfactory

Indicator 4.7 - Actual Improvement () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Proficiency Area 5 - Learning Environment : Effective school leaders structure and monitor a school
1 AAOT ET ¢ AT OEOTTT AT O OEAO EIi DOT OAO 1 AAOT ET ¢ A&l (
() Highly Effective () Effective () Needs Improvement () Unsatisfactory

Indicator 5.1 - Student Centered () Highly Effective () Effective () Needs Improvement 0)
Unsatisfactory

Indicator 5.2 - Success Oriented () Highly Effective () Effective () Needs Improvement 0)
Unsatisfactory

Indicator 5.3- Diversity () Highly Effective () Effective Néeds Improvement ()
Unsatisfactory

Indicator 5.4 - Achievement Gaps () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Domain 3 - Organizational Leadership
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiency on an indicato
assign a proficiency level by checking one o flour proficiency levels. If not being rated at this time, leav
blank.
Proficiency Area 6 - Decision Making: Effective school leaders employ and monitor a decision -
making process that is based on vision, mission, and improvement priorities using facts and data;
manage the decision making process, but not all decisions, using the process to empower others
and distribute leadership when appropriate; establish personal deadlines for themselves and the
entire organization; and use a transparent process for making decisions and articulating who
makes which decisions.
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() Highly Effective () Effective () Needs Improvement O)

Unsatisfactory

Indicator 6.1- Prioritization Practices () Highly Effective () Effective () Needs Improvement 0O
Unsatisfactory

Indicator 6.2- Problem Solving. () Highly Effective () Effective ) Needs Improvement 0O
Unsatisfactory

Indicator 6.3 - Quality Control () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 6.4 - Distributive Leadership () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 6.5 - Technology Integration () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Proficiency Area 7 - Leadership Development: Effective school leaders actively cultivate, support,
and develop other leaders within the organization, modeling trust, competency, and integrity in
ways that positively impact and inspire growth in other potential leaders.

Indicator 7.1- Leadership Team () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Indicator 7.2 - Delegation () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Indicator 7.3 - Succession Planning () Highly Effective () Effective () Needs Immment 0
Unsatisfactory

Indicator 7.4 - Relationships () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Proficiency Area 8 - School Management: Effective school leaders manage the organization,
operations, and facilities in ways that maximize the use of resources to promote a safe, efficient,
legal, and effective learning environment; effectively manage and delegate tasks and consistently
demonstrate fiscal effici ency; and understand the benefits of going deeper with fewer initiatives as
opposed to superficial coverage of everything.

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 8.1 - Organizational Skills () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 8.2- Strategic Instructional Resourcing () Highly Effective () Effective () Needs Improvement 0
Unsatisfactory

Indicator 8.3 7 Collegial Learning Resources () Highly Effective () Effective () Neetlmprovement ()
Unsatisfactory

Proficiency Area 9 - Communication: Effective school leaders use appropriate oral, written, and
electronic communication and collaboration skills to accomplish school and system goals by
practicing two -way communicat ions, seeking to listen and learn from and building and maintaining
relationships with students, faculty, parents, and community; managing a process of regular
communications to staff and community keeping all stakeholders engaged in the work of the
school; recognizing individuals for good work; and maintaining high visibility at school and in the
community.

() Highly Effective () Effective () Needs Improvement @)
Unsatisfactory
Indicator 9.1-z Constructive Conversations () Highly Effective () Effective () Needs Improvement 0)
Unsatisfactory
Indicator 9.2 - Clear Goals and Expectations() Highly Effective () Effecte () Needs Improvement 0
Unsatisfactory
Indicator 9.3 - Accessibility () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory
Indicator 9.4 - Recognitions () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Domain 4 - Professional and Ethical Behaviors
() Highly Effective () Effective () Needs Improvenent () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiency on an indicato
assign a proficiency level by checking one of the four proficiency levels. If not being rated at this time, |
blank.
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Proficiency Area 10 - Professional and Ethical Behaviors: Effective school leaders demonstrate
personal and professional behaviors consistent with quality practices in education and as a
community leader by staying informed on current research in  education and demonstrating their
understanding of the research, engage in professional development opportunities that improve
personal professional practice and align with the needs of the school system, and generate a
professional development focus in th eir school that is clearly linked to the system -wide strategic
objectives.

() Highly Effective () Effective () Needs Improvement O

Unsatisfactory

Indicator 10.1 z Resiliency () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 10.2 - Professional Learning () Highly Effective () Effective () Needs Improvement 0O
Unsatisfactory

Indicator 10.3 - Commitment () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

Indicator 10.4 z Professional Conduct () Highly Effective () Effective () Needs Improvement ()
Unsatisfactory

FSLA Proficiency Areas with Indicators

Domain 1: The focus is on leadership practices that impact prioritizateomd results for student

achievement on priority learninggoals] Y2 6 Ay 3 g KI 1 Qa AYLERNIIy(ix
taking actions that get results.

Domain 1: Student Achievement
2 Proficiency Areas 8 Indicators
This domain contributes 20% of theSLA Score

Proficiency Area1{ 6 dzZRSy G [ SI NYyAy3a wSadzZ Gay 9FFSOGABS a0
learning goals and direct energy, influence, and resources toward data analysis for instructional
improvement, development and imfgmentation of quality standardsbased curricula.
Indicator 1.1¢ Academic Standard3he leader demonstrates understanding of student requirements and academic
standards (Common Core and NGSSS).
Indicator 1.2¢ Performance DataThe leader demonstratdie use of student and adult performance data to make
instructional leadership decisions.
Indicator 1.3¢ Planning and Goal Settinhe leader demonstrates planning and goal setting to improve student
achievement.
Indicator 1.4- Student AchievemerResults The leader demonstrates evidence of student improvement through studen
achievement results.
Proficiency Area 2 Student Learning as a Priority: Effective school leaders demonstrate that student learr
is their top priority through effectiveleadership actions that build and support a learning organization
focused on student success.
Indicator 2.1- Learning Organizatiohe leader enables faculty and staff to work as a system focused on student learr
and engages faculty and staff irfats to close learning performance gaps among student subgroups within the school

Indicator 2.2- School ClimateThe leader maintains a school climate that supports student engagement in learning.

Indicator 2.3- High ExpectationsThe leader generagehigh expectations for learning growth by all students.

Indicator 2.4- Student Performance Focuthe leader demonstrates understanding of present levels of student
performance based on routine assessment processes that reflect the current readitydeht proficiency on academic

standards.
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Domain 2: The focus is on instructional leaderslaiprhat the leader does and enables others to do that
supports teaching and learning.
Domain 2: Instructional Leadership
3 Proficiency Areag 17 Indicators

This domain contributes 40% of the FSLA Score

Proficiency Area 3 Instructional Plan Implementation: Effective school leaders work collaboratively to
develop and implement an instructional framework that aligns curriculum with state standards, effective
instructional practices, student learning needs, and assessments.

Indicator 3.1cFEAP¥ ¢ KS f SIRSNJ I fA3dya GKS alOK22ftQa AyadNUzOGAz2
Accomplished Practices (FEAPs) (RulB.685, F.A.C.),and models && Cf 2 NA Rl Qa 0O02YY2y f I
FI OdzA G FyR &GFFFQEA AYLISYSyilliAzy 2F GKS F2dzyRIGA2Yy
Indicator 3.2- Standardsbased Instructioh ¢ KS f S RSNJ RSt A@SNAE |y AyadNHzO0A
adopted academic standards (Common Core and NGSSS) in a manner that is rigorous and culturally relevant to the
by aligning academic standards, effective instruction and leadership, and student performance practices with system
objectives, improvemetrplanning, faculty proficiency needs, and appropriate instructional goals, and communicating t
faculty the cause and effect relationship between effective instruction on academic standards and student performan
Indicator 3.3 Learning Goals Alignmts: The leader implements recurring monitoring and feedback processes to insur
GKFG LINR2NRGe € SENYyAy3a 3F2rfa SadlofAaKSR F2NJ aiddzRRSy
in state course descriptions, presented in studantessible forms, and accompanied by scales or rubrics to guide track
progress toward student mastery.

Indicator 3.4- Curriculum AlignmentsThe leader implements systemic processes to insure alignment of curriculum
resources with state standardsrfthe courses taught.

Indicator 3.5 Quality Assessment3 he leader ensures the appropriate use of high quality formative and interim
assessments aligned with the adopted standards and curricula.

Indicator 3.6- Faculty Effectivenes3he leader momars the effectiveness of classroom teachers and uses contemporar
NE&SHNDK YR GKS RAAGNAROGQEA AyailiNHzOGA2y Il t SOt dz GA 2y
faculty proficiency on the FEAPSs.

Proficiency Area 4 FacultyDevelopment: Effective school leaders recruit, retain, and develop an effective
and diverse faculty and staff; focus on evidence, research, and classroom realities faced by teachers; lin}
professional practice with student achievement to demonstrate theuse and effect relationship; facilitate
effective professional development; monitor implementation of critical initiatives; and secure and provide
timely feedback to teachers so that feedback can be used to increase teacher professional practice.
Indicator 4.1- Recruitment and Retentiomhe leader employs a faculty with the instructional proficiencies needed for th
school population served.

Indicator 4.2- Feedback Practice$he leader monitors, evaluates proficiency, and secures and provdely and
actionable feedback to faculty on the effectiveness of instruction on priority instructional goals, and the cause and eff
relationships between professional practice and student achievement on those goals.

Indicator 4.3 High Effect Size @teqies Instructional personnel receive recurring feedback on their proficiency on high
effect size instructional strategies.

Indicator 4.4-Instructional InitiativesDistricksupported state initiatives focused on student growth are supported by the
leader with specific and observable actions, including monitoring of implementation and measurement of progress to
initiative goals and professional learning to improve faculty capacity to implement the initiatives.

Indicator 4.5 Facilitating and Laeding Professional Learninbhe leader manages the organization, operations, and facilit
to provide the faculty with quality resources and time for professional learning and promotes, participates in, and eng
faculty in effective individual and daborative learning on priority professional goals throughout the school year.
Indicator 4.6- Faculty Development AlignmentEhe leader implements professional learning processes that enable fac
to deliver culturally relevant and differentiated imattion by generating a focus on student and professional learning in
school that is clearly linked to the systemide objectives and the school improvement plan; identifying faculty instructio
proficiency needs (including standardased content,@searchbased pedagogy, data analysis for instructional planning
improvement); aligning faculty development practices with system objectives, improvement planning, faculty proficier
needs, and appropriate instructional goals; and using instructitetéinology as a learning tool for students and faculty.
Indicator 4.7- Actual ImprovementThe leader improves the percentage of effective and highly effective teachers on th
faculty.
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Proficiency Area 5 Learning Environment: Effective school leadetsucture and monitor a school learning
SYOGANRYYSY(d GKFG AYLINRPO®SA fSIENYyAy3a F2NI it 2F (
Indicator 5.1¢ StudentCentered The leader maintains a safe, respectful and inclusive stuckemtiered learning
environment thatis focused on equitable opportunities for learning, and building a foundation for a fulfilling life in a
democratic society and global economy by providing recurring monitoring and feedback on the quality of the learning
environment and aligning learnirenvironment practices with system objectives, improvement planning, faculty proficig
needs, and appropriate instructional goals.

Indicator 5.2¢ Succes®riented The leader initiates and supports continuous improvement processes and atiereiti
d2a0SY 2F adz2Ji2NIa F20dzaSR 2y (KSeimglidzZRSy G aQ 2 LIJ2 NI dzy
Indicator 5.3- Diversity To align diversity practices with system objectives, improvement planning, faculty proficiency
and appropriate instructional goald)e leader recognizes and uses diversity as an asset in the development and
implementation of procedures and practices that motivate all students and improve student learning, and promotes s
and classroom practices that validate and value similaritrebdifferences among students.

Indicator 5.4- Achievement GapsThe leader engages faculty in recognizing and understanding cultural and developm
issues related to student learning by identifying and addressing strategies to minimize and/oatdiadhievement gaps
associated with student subgroups within the school.

Domain 3: The focus is on school operations and leadership practices that integrate operations into an
effective system of education.

Domain 3- Operational Leadership
4 Proficiency Areag 16 Indicators
This domain contributes 20% of the FSLA Score

Proficiency Area 6 DecisionMaking: Effective school leaders employ and monitor a decisimaking process
that is based on vision, mission, and improvement priorities usfiagts and data; manage the decision
making process, but not all decisions, using the process to empower others and distribute leadership whe
appropriate; establish personal deadlines for themselves and the entire organization; and use a transpare
process for making decisions and articulating who makes which decisions.
Indicator 6.1 Prioritization PracticesThe leader gives priority attention to decisions that impact the quality of student
learning and teacher proficiency, gathering and analyzing facts and data, and assessing alignment of decisions with
vision, mission, and improvement priorities.
Indicator 6.2¢ ProblemSolving The leader uses critical thinking and probisolving techniques to define problems and
identify solutions.
Indicator 6.3- Quality ControlThe leader maintains recurring processes for evaluating decisions for effextiyesquity,
intended and actual outcome(s); implements folleyy actions revealed as appropriate by feedback and monitoring; ang
revises decisions or implements actions as needed.
Indicator 6.4- Distributive Leadershiprhe leader empowers others andtlibutes leadership when appropriate.
Indicator 6.5 Technology IntegratianThe leader employs effective technology integratiorttance decision making and
efficiency throughout the schooThe leader processes changes aagtures opportunitiesvailable through social
networking tools, accesses and processes information through a variety of online resources, incorporatkeata
decision making with effective technology integration to analyze school resultgleargdiops strategies for coaicty staff as
they integrate technology into teaching, learning, and assessment processes.
Proficiency Area 7 Leadership Development: Effective school leaders actively cultivate, support, and deve
other leaders within the organization, modeling trustompetency, and integrity in ways that positively
impact and inspire growth in other potential leaders.
Indicator 7.1- Leadership TeanThe leader identifies and cultivates potential and emerging leaders, promotes teacher
leadership functions focusechanstructional proficiency and student learning, and aligns leadership development prac
with system objectives, improvement planning, leadership proficiency needs, and appropriate instructional goals.
Indicator 7.2¢ DelegationThe leader establiges delegated areas of responsibility for subordinate leaders and manage
delegation and trust processes that enable such leaders to initiate projects or tasks, plan, implement, monitor, provid
quality control, and bring projects and tasks to closure.
Indicator 7.3- Succession Planninghe leader plans for and implements succession management in key positions.
Indicator 7.4- RelationshipsThe leader develops sustainable and supportive relationships between school leaders, pg
community, higheeducation, and business leaders.
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Proficiency Area 8 School ManagementEffective school leaders manage the organization, operations, an
facilities in ways that maximize the use of resources to promote a safe, efficient, legal, and effective learr]
environment; effectively manage and delegate tasks and consistently demonstrate fiscal efficiency; and
understand the benefits of going deeper with fewer initiatives as opposed to superficial coverage of
everything.

Indicator 8.1- Organizational Skill§ he leader organizes time, tasks, and projects effectively with clear objectives, cohg
plans, and establishes appropriate deadlines for self, faculty, and staff.

Indicator 8.2- Strategic Instructional Resourciribhe leader maximizes the impactszhool personnel, fiscal and facility
resources to provide recurring systemic support for instructional priorities and a supportive learning environment.
Indicator 8.3¢ Collegial Learning Resourc&be leader manages schedules, delegates, and allecas®urces to provide
recurring systemic support for collegial learning processes focused on school improvement and faculty development
Proficiency Area 9Communication: Effective school leaders use appropriate oral, written, and electronic
communication and collaboration skills to accomplish school and system goals by practicingxes
communications, seeking to listen and learn from and building and maintaining relationships with student
faculty, parents, and community; managing a process oju&ar communications to staff and community
keeping all stakeholders engaged in the work of the school; recognizing individuals for good work; and
maintaining high visibility at school and in the community.

Indicator 9.1- Constructive Conversation¥heleader actively listens to and learns from students, staff, parents, and
community stakeholders and creates opportunities within the school to engage students, faculty, parents, and comm
stakeholders in constructive conversations about important issue

Indicator 9.2- Clear Goals and Expectatioi$ie leader communicates goals and expectations clearly and concisely usi
Ct2NARIQ&a O2YY2y fly3dZd 3S 27F Ay ai Nadrduhitagey studeyitexpectatiahRidN
performanceinformation to students, parents, and communignd ensures faculty receive timely information about
student learning requirements, academic standards, and all other local, state, and federal administrative requirement
decisions.

Indicator 9.3 AccessibilityThe leader maintains high visibility at school and in the community, regularly engages
stakeholders in the work of the school, and utilizes appropriate technologies for communication and collaboration.
Indicator 9.4- RecognitionsThe leadr recognizes individuals, collegial work groups, and supporting organizations for
effective performance.

52YFAY nY ¢KS F20dza Aad 2y (GKS fSIRSNN&a LINRPFSaanAz22\
quality leadership.

Domain 4- Professional andethical Behaviors
1 Proficiency Areq 4 Indicators
This domain contributes 20% of the FSLA Score

Proficiency Area 10Professional and Ethical Behaviors: Effective school leaders demonstrate personal g
professional behaviors consistent with qualiyractices in education and as a community leader by staying
informed on current research in education and demonstrating their understanding of the research, engag
professional development opportunities that improve personal professional practice arigralvith the needs
of the school system, and generate a professional development focus in their school that is clearly linked
the systemwide strategic objectives.

Indicator 10.1¢ ResiliencyTheleader demonstrates resiliency in pursuit of studerarl@ng and faculty development by
staying focused on the school vision and reacting constructively to adversity and barriers to success, acknowledging
learning from errors, constructively managing disagreement and dissent with leadershipriagitigtogether people and
resources with the common belief that the organization can grow stronger when it applies knowledge, skills, and pro
attitudes in the face of adversity.

Indicator 10.2- Professional Learning he leader engages in professiolearning that improves professional practice in
alignment with the needs of the school and system and demonstrates explicit improvement in specific performance a
based on previous evaluations and formative feedback.

Indicator 10.% Commitment The éader demonstrates a commitment to the success of all students, identifying barrier:
their impact on the well being of the school, families, and local community.

Indicator 10.4 Professional ConducThe leader adheres to the Code of Ethics of thecBtion Profession in Florida (Rule
6B-1.001, F.A.C.) and to the Principles of Professional Conduct for the Education Profession-{Ri06,68A.C.).

Generating a score for the FSLA has four steps:
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Step One: Rate each Indicator

Start with judgmenton the indicators. Indicators in each Proficiency Area are rated as HE, E, NI, or U

based on accumulated evidence.

U The FSLA supports this indicator proficiency rating processuiiticsfor distinguishing between the
levels (HE, E, NI, or U) that are specific to the indicator.

U To guide the rating decisiomllustrative example®f leadership actions and illustrative examples of
impacts of leadership actions are provided.

U The rubrics fod Y RAOF i 2NB YR GKS Aff dza i NI GA @$he Balal YLX S &
/| 2f £t SOGA2Yy | YR CSSRewwddridaschtBlligalabsidia the LedenidgiLbRry, 2 v
Resources Menu: Evaltion Resources School Leaders).

U Ratings can be recorded on the long form or the short form (all FSLA forms and supporting resources
are found orwww.floridaschoolleaders.oig

Rating Labels: What dbey mean?

The principal should complete a sasessment by scoring each of the indicators. The evaluator also will
score each of the indicators. In an eofithe year conference, their respective ratings are shared and

discussed. The evaluator theletermines a final rating for each indicator and, using the procedures in

this scoring guide, calculates an FSLA score.

Indicator ratings:

When assigning ratings to indicators in the FSLA, the evaluator should begin by reviewing the indicator
rubrics. KS&S | NIOA Quigd2NSR RSAONALIGA2ya 2F fSFERSNEKAL) 0
leadership behaviard | A 3Kt & 9FFSOGADBSeés a9FFSOGAPSES abSSRa
evaluator finds the level that best describes performance reldtethe indicator.

The rating rubrics provide criteria that distinguish among the proficiency levels on the indicator. The
illustrative examples of Leadership Evidence and Impact Evidence for each indicator provide direction on

the range of evidence t® 2 y & A RS NJp ¢CKS NIGAYy3 F2NI SFOK AYRAOLF (2
LA OUGdzZNE ¢ RSAONALII2NAR NBE | LIINZLINAIFGS YR NBLINBEaSy
f SI RSNDa LIbeHiags dMithy Bdicdiors aggregate to a rgiim the Proficiency Areas based

on tables in this guide. The FSLA rubrics are designed to give principals a formative as well as a summative
assessment of where they stand in all leadership performance areas and detailed guidance on how to
improve. Whi§ (G KS@& FINB y20G OKSO{fAala F2N) aOKz22f Q@Aarda
key behaviors about which supervisors and principals should be conversing frequently throughout the

year. Moreover, these behavioral leadership descriptionsfaiith the basis for principal and supervisor

coaching and mentoring sessions.

Distinguishing between proficiency ratings

¢tKS Ga9FFSOUALOSE tSPSt RSAONROGSA £ SIRSNBKALI LISNF 2N
meets organizational need# is adequate, necessary, and clearly makes a significant contribution to the

school. The majority of the leadership workforce will be in the effective area once they have a clear
understanding of what the FPLS require and have made the adjustmentg@mth necessary to upgrade
LISNF2NXYIF yOSd ¢KS LINB@A2dza NYXdAy3a aeadsSy 27F aal GA3
guidance as to where those who repeat past performance levels will fall in the shift to research and
standardsbased assessmis. Both school leaders and evaluators should reflect on performance based

on the new FPLS and the rubrics of the FSLA.
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criteria. Performance atthis S@Sf A& RNI YIF GAOFf & adzLISNA2NJ 2 da9F
members, parents, and the school district. Highly effective leadership results from recurring engagement
GAGK GRSEAOSNIGS LINI OGAOSdé Ipsleyery othek élemént wittnShe o | A A K £
organization become as good as they are. In normal distributions, some leaders will be rated highly
effective on some indicators, but very few leaders will be rated highly effective as a summative
performance level.

The¢e bSSRa LYLINRPGSYSyiGé fS0St RSAONAGSE LINAYOALN f &
willing to work toward that goal, and, with coaching and support, can become proficient. Needs
improvement rating will occur where expectations have been thised standards made more focused

and specific. Professional behavior and focused professional learning will guide school leaders toward
increasingly effective performance.

t SNF2NXIYyOS i (GKS a!yalrara¥trOtz2zNeé €SSt RSaONRO
proficiency or who have demonstrated through their actions and/or inactions that they choose not to
become proficient on the strategies, knowledge basa®l skills sets needed for student learning to

improve and faculties to develop.

Step Two: Rate each Proficiency Area

Ratings on the indicators in a Proficiency Area are combined to assign a proficiency level (HE, E, NI, or U)
to a Proficiency Area: Thastribution of indicator ratings within a Proficiency Area result in a Proficiency
Area Rating. Since the number of indicators in a Proficiency Area varies, the following formulas are applied
to assign Proficiency Area ratings.

For Proficiency Areas2.5,7,9 and 10 witliour Indicators each Proficiency Area is rated:
Highly Effective (HE) if: three or more indicators are HE and none are less than E.
Examples: HE+HE+HE+HE= HE HE+HE+HE+E=HE

Effective (E) if: at least three are E or higaed no more than one arelNNone are U.
Examples: E+E+E+HE=E E+E+E+NI=E E+E+E+E=E

Needs Improvement (NI) if: Criteria for E not met and no more than one is U.
Examples: E+E+NI+NI=NIHE+HE+NI+NI =NI HE+E+U+NI=NI

Unsatisfactory (U) if: twor more are U.

Examples: HE+U+U+HE=B+NI+U+U=U E+E+U+U=U

For the Proficiency Areas with fewer or more than four indicators, use the appropriate table below:

For proficiency Area 3 witkix Indicators each Proficiency Area is rated:

Highly Effective (HE) if: four or more indicators are HE and none are less than E.
Examples: HE+HE+HE+HE+HE+HE=HE HE+HE+HE+HE+E+E=HE
Effective (E) ifat least four are E or higher and no more than two are NI. None are U.
Examples: HE+HE+E+E+E+E=E E+E+E+E+NI+NI=E

Needs Improvement (NI) if: Criteria for E not met and no more than two are U.
Examples: HE+HE+NI+NI+NI+NIBNENI+NI+NI+U+U=NIE+E+E+NI+NI+NI=NI
HE+HE+E+E+E+U=NI

Unsatisfactory (U) if: two or more are U.

Examples: HE+HE+HE+HE+U+UNUNI+NI+NI+U+U=U
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For Proficiency Area 4 wigeven Indicatorseach Proficiency Area is rated:

Highly Effective (HE) if: five or more indicators are HE and none are less than E.

Examples: HE+HE+HE+HE+HE+E+E=HE

Effedive (E) ifat least five are E or higher and no more than two are NI. None are U.

Examples: HE+HE+E+E+E+NI+NIEEE+E+E+E+NI+NI=E

Needs Improvement (NI) if: Criteria for E not met and no more than two are U.

Examples: E+E+E+E+NI+NI+NI=NHE+HE+E+E+E+U+U=NI HE+HE+HE+HE+HE+HE+U
Unsatisfactory (U) if: two or more are U.

Examples: HE+HE+HE+HE+HE+U+U=U NI+NI+NI+NI+NI+U+U=U

For Proficiency Area 6 wifive Indicators each Proficiency Area is rated:

Highly Effective (HE) if: four orore indicators are HE and none are less than E.

Examples: HE+HE+HE+HE+HE=HE HE+HE+HE+HE+E=HE

Effective (E) ifat least four are E or higher and no more than one are NI. None are U.
Examples: E+E+E+E+E=HE+HE+E+E+E=E HE+E+E+E+NI=E E+E+E+E+NI=E
Needs Improvement (NI) if: Criteria for E not met and no more than one is U.

Examples: HE+HE+NI+NI+NI=NIE+E+NI+NI+U=NI NI+NI+NI+NI+U=NI
Unsatisfactory (U) if: two or more are U.

Examples: HE+HE+HE+U+U=U NI+NI+NI+U+U=U

ForProficiency Area 8 witthree Indicators each Proficiency Area is rated:

Highly Effective (HE) if: two or more indicators are HE and none are less than E.
Examples: HE+HE+HE=HE HE+HE+E=HE

Effective (E) if: two or more are E or higher and no ntlba® one is N None are U.
Examples: E+E+E=E E+E+HE=EE+HE+NI=E HE+HE+NI=E
Needs Improvement (NI) if: Criteria for E not met and no more than one is U.
Examples: NI+NI+NI=NI NI+NI+U=NI HE+E+U=NI HE+NI+NI=NI
Unsatisfactory (U) if: twor more are U.

Examples: HE+U+U=U NI+U+U=U

When you have a rating (HE, E, NI, or U) for each Proficiency Area in a Domain, you then generate a
Domain rating.

Step Three: Ratedeh Domain
Domains are rated as HE, E, NI, or U based on the distritafti@iings on Proficiency Areas within the
Domain. The tables below provide rating criteria for each FSLA Domain.

Domain Rating Domain |: Student Achievemerffwo Proficiency Areas)

Highly Effective if: Both Proficiency Areas rated HE

Effective if: 1 OneProficiency Area rated HE and one Effective, or
1 Both rated Effective

Needs Improvement if: 1 One Proficiency Area rated HE or E and one rated NI or U
9 Both Proficiency Areas rated NI

Unsatisfactory if: 1 One Proficiency Area rated NI and the other is ratéd
 Both are rated U
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Domain Rating Domain 2: Instructional Leadershi@hree Proficiency Areas)

Highly Effective if: 1 All three Proficiency Areas are HE
1 Two Proficiency Areas rated HE and one E
Effective if: 9 Two Proficiency Area rated E and dEféective or NI
9 All three Proficiency Areas rated E
Needs Improvement if: 1 Any two Proficiency Areas rated NI
1 One Proficiency Area rated NI, one Proficiency Area rated U a
one Proficiency Area rated E or HE
Unsatisfactory if: 1 Two or more Proficiencyréas rated U
Domain Rating Domain 3: Organizational LeadershiBour Proficiency Areas)

Highly Effective if: 9 All four Proficiency Areas are HE
1 Three Proficiency Areas rated HE and one E
Effective if: 1 Two Proficiency Areas rated E and two rated HE
9 Allfour Proficiency Areas rated E
1 Three Proficiency Areas rated E and one rated either NI or HE
Needs Improvement if: 1 Two Proficiency Areas rated E and two rated NI
1 Any three Proficiency Areas rated NI
1 One Proficiency Area rated NI, one Proficiency Aaged U and
two Proficiency Area rated E or HE
Unsatisfactory if: 1 Two or more Proficiency Areas rated U
Domain Rating Domain 4: Professional Behaviai®ne Proficiency Area)
Highly Effective if: If Proficiency Area 10 rated HE
Effective if: If Proficiency Area 10 rated E
Needs Improvement if: If Proficiency Area 10 rated NI
Unsatisfactory if: If Proficiency Area 10 rated U

When you have determined Domain ratings, you then combine those ratings to generate an FSLA score.

Step 4:Calculatethe FSLA Score
1 In Step One, proficiency ratings for indicators were made based on an assessment of available
evidence and the rating rubrics.
1 In Step Two, the apportionment of Indicators ratings, using the tables provided, generated a rating
for each Proficiency Area within a Domain.
1 In Step Three, Domain ratings were generated. All of these steps were based on evidence on the
indicators andscoring tables.

Points are assigned to Domain ratings, direct weights are employed, and scores are converted to a
numerical scale. The following point model is used:

| DOMAIN RATING | POINTS ASSIGNED |
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A Domain rating of Highly Effective 3 points

A Domain rating of Effective 2 points

A Domain rating of Needs Improvement 1 point

A Domain rating of Unsatisfactory 0 points
¢tKS 52YIFAYy LRAyida NB YdzZ GALX ASR o0& GKS 52YIFAY
Oawl GAY £ 0SdMKSoLIBAYAAYAKEOZEFYR  gSAIKGISR ao0?2

Domain Rating Points | Weight Domain

Weighted Score

Domain I: Student Achievement .20

Domain 2: Instructional Leadership 40

Domain 3: Organizational Leadership .20

Domain 4Professional and Ethical Behavior .20
Example

Domain Rating Points | Weight Domain

Weighed Score

Domain I: Student Achievement HE 3 .20 .6

Domain 2:Instructional Leadership E 2 .40 .8

Domain 3:0rganizational Leadership HE 3 .20 .6

Domain 4Professional & Ethical Behavior | NI 1 .20 2

After a Domain Weighted Score is calculated, the scores are converted to an 80 point scale. This process
results in a FSLA Score range of 0 to 240 Points.

This table illustrates the conversion of a Donmiaighted value to an 80 point scale.

Z0
ET’) Q)¢

Example
Domain Rating | Points | Weight Weighed | Convert to 80 Domain
value point scale Score
Domain | HE 3 .20 .6 x 80 48
Student Achievement
Domain 2 E 2 .40 .8 x 80 64
Instructional
Leadership
Domain 3 HE 3 .20 .6 x 80 48
Organizational
Leadership
Domain 4 NI 1 .20 2 x 80 16
Professional and
Ethical Behavior
FSLA Score 176
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The Domain scores are added up and an FSLA score determined. The FSLA Score is converted to an FSLA
rating of HE, E, Noy U based on this scale:

FSLA SCORE FSLA Proficiency Rating
192 to 240 Highly Effective
121to 191 Effective
60to 120 Needs Improvement
0 to 59 Unsatisfactory
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3. Other Indicators of Performance

Directions:
The dstrict shall provide:

1 Theadditional performance indicatorstlife district choosego includesuch additional
indicatorspursuant to s1012.34(3(a)4, F.S.;

Thepercentagef thefinal evaluatiorthatis baseduponthe additional indicatorand
The scoringnethod,including how it is calcuked and combined [Rule 68.0302)(d),
F.A.C].

T
T

Deliberate Practice ihe additional performance indicat@ ¥ | aOK22f f SI R&NIDa | yyd
will also count foi33.3%0of the total evaluatiorscore. Deliberate Practicés a project that examinehé

leaders worlon specific improvements in mastery of educational leadership is a separate metric used to
determine a summative leadership score.

Deliberate Practice (DP)

Proficiency Area(s) and Target(s) for School Leader Growth
Deliberate Practice Priorities The leader and the evaluator identify 1 specific and measurable priority learning goal
related to teaching, learning, or school leadership practices that impact student learning growth.

1  The target of a deliberate practice process describe an intended resuitdd xET1 1 ET A1 OAA OOA
that guide the leader toward highly effective levels of personal mastery;

1 The leader takes actions to make discernible progress on those priority goals; monitors progress toward them,

uses the monitoring data tomake adjustments to practice, and provides measurable evidence of growth in

personal mastery of the targeted priorities.

The evaluator monitors progress and provides feedback.

4EA OAOCAOO AOA OOEEIT  protbiodd Overviéwaor @RgAefntgaeisAakirg Adas © Ol

accomplish.

= —a

AAOGEGCT AGAA OAOAI OAOEIT DiET 068 4 EnkyearG3LA valiatiok dat onfaA (
specific indicator or proficiency area, or determined by school leader and evaluator either at the end of the
preceding work year or at the start of the new work year in which the DP targets will be used for evaluation.

Relationship to other measures of professional learning 7 EAOAAO &3,! ET AEAAOI O t8vU
ET OI 1 OGAI AT 6 xEOE POI £ZAOGOGEI T Al 1 AAOT ET ¢ &£ AOGOGAA 11 £/
learning aligned with a range ofchool needs, the Deliberate Practice targets are more specific and deeper learning
related to teaching, learning, or school leadership practices that impact student learning. The DP learning processes
establish careerlong patterns of continuous improvenent and lead to high quality instructional leadership.

Selecting Growth Targets

Growth target 1: An issue that addresses a school improvement need related to student learning and either selected
OEA AEOOOEAO 1 0 ADPDOI OAdus dhdild befoh dbApieg iSsued had tAkd EnEetim® ® master/
such as providing observation and feedback of higkffect size instructional practices.

The description of a target should be modeled along the lines of learning goals.

1 A concise description(rubric) of what the leader will know or be able to do

1  Of sufficient substance to take at least 6 weeks to accomplish

1 Includes scales or progressive levels of progress that mark progress toward mastery of the goal.
Rating Scheme
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1 Unsatisfactory = no signiftant effort to work on the targets
1 Needs Improvement = evidence some of the progress points were accomplished but not all of the targets
1 Effective = target accomplished
1 Highly effective = exceeded the targets and able to share what was learned with others
Deliberate Practice Growth Target
School Leaderds Name and
Position:

Evaluators Name and Position:

Target for school year: Date Growth Targets Approved:
School Leader6s Signatwure: __ ]
Signature

Deliberate Practice Growth Target #{(Insert target identification number here, the check one category
( ) District Growth Target

Focus issue(s)Vhy is the target worth pursuing?

Growth TargeDescribe what you expect to know or be able to do as a result of this professional learning

Anticipated Gain(s)hat do you hope to learn?

1

1
Plan of ActionA generalescription of how you will go about accomplishing the target.

Progress Pointd:ist progress points or steps toward fulfilling your goal that enable you to monitor your prg
1.
2.
3

Notes

Union County School District Pagel9
Administrator Evaluation System Template



Deliberate Practice Score
1 The DP metric will have 1 specific growth target.
1 The target will have progress points (much like a learning goal for students).
9 The target will be assessed as HE, E, NI, or U.

Scoring a DP Growth Targel Rating Rubrics

Highly Effective Target met, alprogress points achieved, and verifiable improveme
in leaders performance

Effective Target met, progress points achieved....impact not yet evident

Needs Improvement Target not met, but some progress points met

Unsatisfactory Target not met, nothingpeyond 1 progress point

A DP Score has an upper limit of 240 poifitee supervisor of the school leader will decide the number
of points to award based on the rubric above. It is very subjective.

Number of growth targets Maximum points per target Maximum Point Range
One Target 240 240

Target values based on Rating (HE, E, NI, offhiks chart shows the points earned by a growth target
based on a rating Level (HE, E, NI, orAJDP score is based on ratings of the target and the peartsed
for the rating. The supervisor of the school leader will make the

DP Score Range DP Rating
192 to 240 Highly Effective
121 to 191 Effective
60to 120 Needs Improvement
0 to 59 Unsatisfactory
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4. Summative Evaluation Score

Directions:
The dstrict shall provide:

Thesummativeevaluation form(s)and
Thescoringmethod, including he it is calculated and combineaind
The performancestandardsisedto determinghe summativeevaluationrating.

Districtsshallusethefour performancdevelsprovidedin s. 1012.34(2)(eF.S.,
[Rule 6A-5.0302)(e), F.A.C.].

= =4 =

The performance standards used to determine the summative evaluation rating are described in Sections
1-3. The summative scoring system is described below.

How to Calculate an Annual Performance Level

Step 1: EnteStudent Growth score (33.3%)
Step 2: Enter Leadership Practice Score from FSLA: (33.3%)
Step 3: Enter Deliberate Practice Score: (33.3%)

Step 4: Add the three scores from Steps 1 through 3:

Performance Score ranges Performance Level Rating
576 to 720 Highly Effective
361 to 575 Effective
180 to 360 Needs Improvement
Oto 179 Unsatisfactory
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SUMMATIVE EVALUTION FORM: Annual PERFORMANCE LEVEL

This form is used to calculate a Summative Performance Level

Name:

School: School Year:
Evaluator: District:

Eval uat or Date Completed:

Step 1: Enter Student Growth Score:

(33.3%)

Student Growth Score Range Leadership Practice Rating
192 to 240 Highly Effective
121to 191 Effective
60 to 120 Needs Improvement
0 to 59 Unsatisfactory

Step 2: Enter Leadership Practice Score:

(33.3%)

FSLA SCORE FSLA Proficiency Rating
192 to 240 Highly Effective
121 to 191 Effective
60to 120 Needs Improvement
0 to 59 Unsatisfactory
Step 3: Enter Deliberate Practice Score: (33.3%)
DP Score Range DP Rating
192 to 240 Highly Effective
121 to 191 Effective
60 to 120 Needs Improvement
0 to 59 Unsatisfactory

Step 4: Add the three scores from Steps 1 through 3:

Annual PerformanceScore Performance Level Rating
ranges

576 to 720 Highly Effective

361to 575 Effective

180 to 360 Needs Improvement

0to 179 Unsatisfactory
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Annual Performance Score:

Annual Performance Level Rating:

School Leader Signature:

Date:

%OAl OAOT 060 3ECI AOBOA(

Date:
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5. Additional Requirements

Directions:
The dstrict shall provide

1 Documentatiorthatthe evaluatoris the individualwho is responsible for supervising
the employeeAn evaluator may consider input from other personnel trained in
evaluation practices. If input is provided by other personnel, identify the additional
positions or persons. Examples include assistant principals, peers, district staff,
department heads, gialevel chairpersons, team leaders [Rule 68.03(2)(f)2.,
FA.C..

1 Description oftraining programs and processes to ensure that all employees subject
to an evaluation system are informed on evaluation criteria, data sources,
methodologies, angrocedires associated with the evaluation before the evaluation
takes place, and that all individuals with evaluation responsibilities and those who
provide input toward evaluation understand the proper use of the evaluation criteria
and proceduredgrule 6A-5.03(2)(f)3., F.A.C.].

91 Description of the pcesses for providing timely feedback to itndividual being
evaluated [Rule 65%.03Q2)(f)4., F.A.C.]

1 Description of how results from the evaluation system will be used for professional
developmenfRule 6A-5.0302)(f)5., F.A.C.]

1 Confirmation that the district will require participation in specific professional
development programs ligosewho have been evaluated less than effective as
required bys. 1012.98(10), F.S. [Rule 6A.0302)(f)6., F.A.C.].

1 Documentationthat all school administrators must be evaluatedastlonce a year
[Rule 6A-5.0302)(f)7., F.A.C.]

1 Documentation that the evaluation systemsicitool administratorscludes
opportunities for parents to provide input into performance evaluations when the
district determines such input is appropriate, and a description of the criteria for
inclusion, andhe manner of inclusioaf parental inpufRule 6A-5.030(2)(f)9.,

F.AC..

T Descri pti on o fssistangroakss sfamyfor schodladmnistetors
Peer assistance may be part of the regular evaluation system, or used to assist
personnel who are placed parformance probation, or who request assistfiRoke
6A-5.0302)(H11., F.A.C.].

1 Ifincluded by a district, a description of the opportunity for instructional personnel to
provide input into a school [Raedmi ni strator 6:
5.030(2)f)12., F.A.C.].

The superintendent is the direct supervisof the principals and will be the sole person evaluating the
principals Theprincipals are the direct supervisors of the assistant principals. Each principal will be the
sole person evaluating the assistant jgijyal at his/her schoolEach school leader will be evaluated once
each year.
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The superintendent, principals and assistant principals will be trained about the School Leader Evaluation
System by the Director of PersonnelThe training will includeevaluation criteria, data sources,
methodologiesgevidence gatheringand evaluationprocedures The trainingwill be conducted prior to

the beginning of the school yea€onferences protocols regarding meetings, conference procedures, use
of forms, andrecords will also be included in the training.

The evaluators will provide specific and timely feedback to the administrators being evalddteskeven
steps of thecommunication procesare:

Step 1- Orientation: The orientation step can occur at tetart of a new work year, at the start of a new

school year, or at the start of assignment (or new assignment) as a principal. The depth and detail of

orientation may vary based on prior training and whether changes in evaluation model have occurred,

but an annual orientation or réresher orientation should occur. The orientation step should include:

9 District provided orientation and training on the Florida Principal Leadership Standards (FPLS),
Student Success Act, applicable State Board of Educates) eind district specific expectations that
are subject to the evaluation system.

1 All leaders and evaluatonsill have access to the content and processes that are subject to the
evaluation system.

i At the orientation step, each school leader is expdcte engage in personal reflection on the
connection between his/her practice and the FPLS and the indicators in the district evaluation. system

Step 2: Preevaluation Planning After orientation processes, the leader and evaluator prepare for a

formal conference to address evaluation processes and expectations. Two things occur:

[ SI RS N&sessnied ffrdm the orientation step moves to more specific identification of
improvement priorities. These may be student achievement priorities or leadenstaiptice
priorities. The leader gathers any data or evidence that supports an issue as an improvement priority.
This may include School Improvement Plan (SIP), student achievement data, prior faculty evaluations,
and evidence of systemic processes thatcha@rk.

9 The evaluator articulates a perspective on strengths and growth needs for the leader and for student
achievement issues at the school.

Step 3: Initial Meetingbetween evaluatee and evaluatorA meeting onexpectations held between

leader and supevisor to address the following:

9 Evaluation processes are reviewed and questions answered.

1 Perceptiondrom Preevaluation Planning are shared.

1 Domain, Proficiency Areas, Indicators from evaluation system that will be focus issues are identified

and discused.

Student growth measures that are of concern are discussed.

Relationship of evaluation indicators to the SIP and dissugiported initiatives are discussed.

Such a meeting is typically fatieface but may also be via tetmnference or phone. (Meetg issues

can be clarified via texts and emails as appropriate.)

1 Proposed targets foDeliberate Practicgadditional metric) are discussed and determined, or a
timeframe for selection of Deliberate Practice targets are set. While a separate meetinghangec
of information may be implemented to complete the Deliberate Practice targets, they should be
RA&20dzAaSR G GKS {GSLI o /2yFSNBYOS 3A0SYy GKSANI
evaluation.

=a =4 =4

Union County School District Page25
Administrator Evaluation System Template



Step 4: Monitoring, Data Collection, and Plcation to Practice:Evidence is gathered that provides
Ayarakiaa 2y GKS fSFRSNRA LINPFAOASYOe 2y GKS Aaadzs
f SFRSNRa S@Iftdz A2y d
1 The leader shares with supervisor evidence on practice on which aldeldeeeks feedback or wants
the evaluator to be informed.
T ¢KS S@Fftdzr i2NJ | OOdzydzt + 1Sa RIFEdGl FyR S@OARSYOS 2y f
the routine conduct of work. Such data and evidence may come from site visits, be providesl by th
leader, from formal or informal observations, or from evidence, artifacts or input provided by others.
The accumulated information is analyzed in the context of the evaluation system indicators.
1 As evidence and observations are obtained that generateciipeand actionable feedback, it is
provided to the leader in a timely manner. Feedback may be providedtéafaee, via FSLA forms,
via email or telephone, or via memoranda.
1 Collegial groups, mentors, communities of practice, professional learning ooities, and lesson
study groups in which the leader participates may provide specific and actionable feedback for
proficiency improvement.
1 These monitoring actions occur before and continue after the-yeidr Progress Check (step 5).

Step 5: Midyear Pogress Review between evaluatee and evaluatokt a midyear point, a progress
review is conducted.

1 Actions and impacts of actions taken on priorities identified in Step 3 Initial Meeting are reviewed.

1 Any indicators which the evaluator has identified a specific status update are reviewed

1 The leader is prepared to provide a general overview of actions/processes that apply to all of the
domains and proficiency areas and may include any of the indicators in the district system. Any
indicator that theevaluator or the leader wishes to address should be included.

Strengths and progress are recognized.

Priority growth needs are reviewed.

Where there is no evidence related to an indicator and no interim judgment of proficiency can be
provided, a plan oction must be made:

o If the evaluator decides that the absence of evidence indicates unsatisfactory proficiency
because actions or impacts of action should be evident if leader was proficient, the leader is
provided notice that the indicator(s) will be dibssed in a follovup meeting.

0 The absence of evidence is explained by lack of opportunity for the evaluator to note anything
relevant, and leader is asked to provide foltoy data on the indicator prior to the ye@nd
conference.

0 The lack of evidencen one indicator is balanced by substantial evidence on other indicators
in the same proficiency area. No follayp is required until evidence supporting a Needs
Improvement (NI) or Unsatisfactory (U) rating emerges.

1 Any actions or inactions which mighttdt in an unsatisfactory rating on a domain or proficiency area

if not improved are communicated.

1 Any indicators for which there is insufficient evidence to rate proficiency at this stage, but which will
be a priority for feedback in remainder of the yeare noted.

= =4 =

Step 6: Prepare a consolidated performance assessméitte summative evaluation form is prepared

by the evaluator and a performance rating assigned.

T wSOASs SOARSYOS 2y tSIFRSNRa LINPFAOASYOE& 2y AYRAC
1 Use accumulated evidence and ratimg indicators to rate each proficiency area.
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1 Consolidate the ratings aail proficiencyareas.

Step 7: Yeaend Meeting between evaluatee and evaluatorThe yearend meeting addresses the

summative scoreand rating

9 The FSLA score is explained.

f Thef SF RSNR& 3INRPgiUK 2y GKS 5StA06SNIGS tNIOGAOS il
assigned.

91 If the Student Growth Measurement (SGM) score is known, inform the leader how the Leadership
Practice Score and SGM Score combine to a summative perfice level of Highly Effective,
Effective, Needs Improvement, or Unsatisfactory.

1 If SGM score is not known, inform leader of possible performance levels based on known Leadership
Practice Score and various SGM outcomes.

9 If recognitions or employment congeences are possible based on performance level, inform leader
of district process moving forward.

T WSOASS LINA2NAGE INRPgGK AaadzsSa (KFd aKz2dAZ R 0SS 02\

Results of the school leader evaluations will dideisions about professional development needed for
each administrator. The data will be considered in the development of the school improvemenAphan.
school leader that receives a poor summative rating (Needs Improvement or Unsatisfactory) eglhived

to participate in specific professional development activities as prescribed by their supervisor to correct
deficiencies. Specific guidance and mentoring will be provided to sttt@ol leader by district
administrators.

Our district is very smadind does not have a specific peer review process for principals. We only have 3
schools, so peer review and mentoring can be difficult. However, if needed or requested, we provide peers
from the district office that were former principals to assist saulleaders. In some cases, we request peer
assistance from neighboring districts through our membership in the North East Florida Educational
Consortium (NEFEC).

All of our schools gather student and parent input via surveys throughout the schoollyear satisfaction
with their school leaders is part of the survey. The superintendent and the school leaders discuss the survey

NB & dzt G & | 26 SHSNE GKS NBadzZ Ga INB y2i AyOf dZRSR A\
Instructional personnel will not providg'iLJdziT F2 NJ I aOK22f Sk RSNRa SgI f dz
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6. District Evaluation Procedures

Directions:

Thedistrict shall provide evidence that its evaluatpmiicies andorocedures comply with
the followingstatutory requirements

1 Inaccordance with s. 1012.34(3)(c), F-tBe evaluator must:

1 submit a writtene&port of the evaluation to thésttict school superintendent for the
purpose of revi ewi nRulettA5030R2)(QA.JFAAYCd.e 6 s contract

1 submit the written report to the employee no later than 10 daysladtevaluation takes

place[Rule 6A-5.0302)(g)2., F.A.C.].

discuss the written evaluation report with the employee [Rut&.680(2)(g)3.,F.A.C.].

The employee shall have the right to initiate a written response to the evaluation and the

response shallecome a permanent attachment to his or her personn@&uike 6 A-

5.0302)(g)4., F.A.C.].

1 Documentation the district has complied with the requirertieitthe district school
superintendent shall annually notify the Departhodrany school administrators who
recevetwo consecutive unsatisfactory evaluations and shall notify the Department of
anyschool administrators who agésen written notice by the district of intent to
terminate or not renew their employment, as outliimes. 1012.34(5), F.$Rule 6A
5.03Qq2)(i), F.A.C.].

= =

The evaluator will:

1 Submit a written report of the evaluation to the district school superintendent for the purpose of
NEGASsAYyI GKS SYLX28S5SSQa O2y dNI O

1 Submit the written report to the employeao later than 10 days after the evaluation takes place

9 Discuss the written evaluation report with the employee.

The employee shall have the right to initiate a written response to the evaluation and the response
shall become a permanent attachment to bisher personnel file

While we have not had an administration in this situation, the district understands that the district
school superintendent shall annually notify the Department of Education of any school administrators
who receive two consecutivensatisfactory evaluations and shall notify the Department of any school
administrators who are given written notice by the district of intent to terminate or not renew their
employment
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7. District Self-Monitoring

Directions:

The dstrict shall provide a description of its process for annually monitasreyaluation
system.The dstrict monitoring shall determine, at a minimum, the following:

1T Evaluatorsd6 understanding of the proper us:¢
including evaluator accuracy and ind@ter eliability; [Rule 6A-5.0302)(j)1.,
F.A.C]

1 Evaluators provide necessary and timely feedbaeknployeedeingevaluated,
[Rule 6A-5.0302)()2., F.A.C.]

1 Evaluators follow district policies and procedures inithplementatiorof evaluation
system(s)[Rule 6A5.0302)(j)3., F.A.C.]

1 Useof evaluationdatato identify individual professionatlevelopmentand[Rule 6A-
5.0302)()4., F.A.C.]

1 Useof evaluationdatato inform schoolanddistrictimprovemenplans[Rule 6A-
5.0302)(j)5., F.A.C.].

The content of the district evaluation system informs those evaluated and those doing evaluations of the
issues to address and the processes to use.
1 Those being evaluated use these documents to guidersiéfction onpractices that improve
your work.
9 Evaluators provide both recurring feedback to guide growth in proficiency in district priorities and
provide summative performance ratings.
1 Those who are both evaluated by this system and evaluate others with it wibttio b

Things to know:

1. The Research Framework(s) on which the evaluation system is based. Each research framework is
associated with particular approaches to instruction or leadership. The research aligned with the
district framework(s) is a usefglource of deeper understanding of how to implement strategies
correctly and in appropriate circumstances. Evaluators can provide better feedback-todinates
when they understand the research framework

2. Inter-rater reliability: Evaluators in the distti should be able to provide swdrdinates similar
feedback and rating so that there is consistent use of the evaluation system across the district. This is
promoted by training on the following:

a. ¢ KS af 2¢avhat Khd@viedgé, skills, and impacts arendified as system priorities by
inclusion of indicators in the evaluation system.

b. The Rubricg how to distinguish proficient levels.

c. Rater reliability checks. Processes for verifying raters meet district expectations in using the
rubrics.
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3. Specific, Actinable, and Timely Feedback Processes: What evaluators observe does not promote
improvement unless it is conveyed to employees as specific, actionable and timely manner. Training
on how to do so is essential.

4. Conferences protocols and use of forms: Knaehat is required regarding meetings, conference
procedures, use of forms, and records.

5. Processes and procedures for implementing the evaluation system

a. Evidence gathering: What sources are to be used?
b. Timeframes, record keeping
c. Scoring rules

6. Student GrowthMeasures: What are the districts requirements regarding use of student growth
YSIF&adzZNBa Ay (GKS RAAGNRAOGQa SOrftdzrdAzy adaeaiSyYk

7. Sources of information about the evaluation system: Where can evaluators and employees access
manuals, forms, documents etc. rediang the evaluation process.

8. Additional metrics: Training on any additional metrics use to supplement the practice portion of
evaluation.

9. The district will provide training to the evaluators and those being evaluated in two ways. The
Northeast Florida dication Consortium (NEFEC) will provide training to the evaluators. This training
will be accomplished in 2 phases: initial training and continuous improvement training as needed.
bo9C9/ Qa 32 f A &he-fiather dmdal fri prBvidel Ktfaer at kil district level to
provide training to the school leaders. District staff will train the school leaders that are being
evaluated through sessions designed to instruct them about the plan and to give them practice using
the plan. Those that havéhe task to evaluate a school leader will have numerous opportunities to
ask questions at weekly administrative staff meetings. District staff will meet with each evaluator to
discuss various portions of the evaluation system to ensure effective evaluati

10. We will evaluate the effectiveness of our School Leader Evaluation System each year. If needed,
changes will be made annually.

Continuous Improvement

Data from school leader evaluations will impact school and district improvement plan8usncing the
planning process for the school and district. The strengths and weaknesses of the school leaders will guide
the plans for professional development by becoming the focus for developing the necessary training for
the school and district.

The professional development plan for each school leader will be developed through utilizing information
on the prioryear evaluation. Areas of concern identified in this evaluation will become the focal points
of the professional development plan for thpeoming year.

District administrators will continuously monitor the progress of school leaders in meeting school
improvement plan goals and professional development plan goals. This will be accomplished through
weekly staff meetings, observations in tBehool, and individual meetings with the school leaders for
discussion and feedback.

District administrators will use multiple data elements to create an annual report of the evaluation
system. Data examined will include assessment data, VAM scores, school leader evaluation results,
climate survey results, and progress toward meeting stiraprovement and professional development

plan goals.
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Appendix A — Checklist for Approval

Performance of Students

The dstrict has provideénd meetshe followingcriteria

For all schooladministrators

A Thepercentagef the evaluationthatis basedn the performancef students
criterion.

An explanatiorof the scoringmethod, including how it is calculated and
combined.

At least onehird of the evaluation ibased on performance of students.

> >

p>3]

For allschool administratorsonfirmed thenclusion of student performance:

A Data for at least three years, including the current year and the two years
immediately preceding the current year, when available.

A If less than the three most recent years of data are available, those years for
which dataare available must be used.

If more than three years of student performance data are usdtiedpbe

years that will be used.

>

p]

For allschooladministrators
A The districtdetermined student performance measure(s) used for personnel
evaluations.

Instructional Leadership

The dstrict has provide@énd meetshe followingcriteria

For all schooladministrators

A Thepercentagef the evaluationsystenthatis basedn theinstructional
leadershigriterion.

At least onehird of the evaluation ibased on instructioné&adership
An explanatiorof thescoringmethod, including how it is calculated and
combined.

The district evaluigon framework for schoadministratorss based on
contemporary research in effective educational practices.

>

I >

p]

Forall schooladministrators
A A crosswalkirom thedistrict'sevaluationframeworkto thePrincipal
Leadership Standardemonstratinghatthed i st r i ct @ostailsv al uati on
indicatorsbaseduponeachof the Principal Leadership Standards

For allschooladministrators
A Proceduredor conductingobservationgndcollectingdata andtherevidence
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of instructionalleadership

Other Indicators of Performance

The dstrict has provideénd meetshe followingcriteria
Described the additional performarindicators, if any.

A
5 The percentagef thefinal evaluatiorthatis baseduponthe additional indicators
A The scoringnethod, including how it is calculated and combined

Summative Evaluation Score

The dstrict has provided and meets the follownrgeria:

Summativeevaluation form(s)

Scoringmethod, including how it is calculated and combined.
Theperformancestandardsisedto determinghe summativeevaluatiorrating
(thefour performancéevels highly effective, effective, needs
improvement/developing, unsatisfactpry

I

Additional Requirements

The dstrict has provide@énd meetshe followingcriteria
A Documentedhat the evaluar is the individual who is responsible for
_supervising the employee.
A Identified additional positionsr personsvho provideinput toward the
evaluation if any.

Description of training programs:
A Processes to ensure that all employees subject to an evalsygtemare
informed on evaluation criteria, data sources, methodologies, and procedures
associated with the evaluation before the evaluation takes place.
A Processes to ensure thhtiadividuals with evaluation responsibilities and
those who provide input towdievaluation understand the proper use of the
evaluation criteria and procedures.

Documented

A Processes for providing timely feedbdokhe individual being evaluated
Description of how results from the evaluation system will be used for
professional deslopment.

Requirement for participation in specific professional development programs
by those who have been evaluassdess than effective.

All schooladministratorsmust be evaluated at least once a year.

> >

p>]

For school administratars
A Inclusion of oppaunities for parents to provide input into performance
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evaluations when the district determines such input is appropriate.
Description ot h e d icrderia for mdludian of parental input.

Description of manner of inclusion of parental input.

Description ofhted st r i adsiStacpmeessif any.

Description of an pportunity for instructional personnel to provide input into

a school adminjifanyr at or 6s eval uati on

It > v >

District Evaluation Procedures

The dstrict has provided and meetee following criteria:

A That its evaluabn procedures comply with s. 1.34(3)(c), F.S., including:

U That the evaluator must submit a written report of the evaluation to the
di strict school superintendent for the
contract.

U That the evaluator must submit the written report to the employee no later
than 10 days after the evaluation takes place.

U That the evaluator must discuss the written evaluation report with the
employee.

U That the employee shall have the rightrtibiate a written response to the
evaluation and the response shall become a permanent attachment to his
or her personnel file

A Thatdistrict evaluation procedures requihe district school superintendeat
annually notify the Department of asghool @ministrators who receivao
consective unsatisfactory evaluations and to nottig Department of any

school administrators who are given written notice by the district of intent to

terminage or not renew their employment, as outlined in s. 1012.34, F.S

District Self-Monitoring

The dstrict selfmonitoring includes processes to determine the following:

p]

Eval uatorsdé understanding of the proper
procedures, including evaluator accuracy andratar reliability.

Evaluators provide necessary and tinfegdbacko employeedeing

evaluated.

Evaluators follow district policies and procedureswaluationsystem(s)

The useof evaluationdatato identify individual professionatlevelopment.

The useof evaluationdatato inform schoolanddistrict improvemenplans

P

It v >
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ATTACHMENB ¢ FSLA CRITERIA AND RUBRICS
Domain 1- Student Achievement

Narrative: Student achievement results in the student growth measures (SGM) segment of evaluation represent student re

Proficiency Area 1. Student Learning Results: Effective school leaders achieve
results on the schogoakandsitenterergy, influerece, anid n
resources toward data analysis for instructional improvement, development
and implementation of quality standards-based curricula.

on specific statewide or district assessmenfooerse exams. The leadership practice segment of the evaluation,

through theroficiency areas and indicators in this domain, féeadessbip behavitirat influence the desired student
results.

Narrative: This proficiency area focuses on the | eader
performanadata, planning and goal setting related to targeted student results, and capacities to understand what results are
being obtained. This proficiency area is aligned with Florida Principal Leadership Standard #1.

Indicator 1.1 - Academic Standards: The leader demonstrates understanding of student
requirements and academic standards (Common Core Standards and Next Generation
Sunshine State Standards).

Narrative: Standatdeae s ed i nstruction is an essentFhoretdemenst udent
success in a 21st century gl obal economy. Thiswindicat
and be able to do. School leaders need to know the academic standards teachers are to teado amasstndents a

Note: Every credit course has specific academic standards assigned to it. Common Core Standards and Next Generation

Sunshine State Standards (NGSSS) assigned to each courseawerdloddstéandards.org

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader 6s

i mpact aztionslekeant
to this indicator are sufficient ar
appropriate reflections of qualit)
work with only normal variation

Needs Improvement:
Leader6s actio
|l eader6s actio
indicator are evident but are
inconsistent or wsufficient scopg
or proficiency.

Unsatisfactory: eade
actions or i mp

relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

Every faculty meeting and s
development forum is focus
onstudent achievement on t|
Common Core Standards a
NGSSS, including periodic
reviews of student work.

The leader can articulate wi
Common Core Standards a
designated for implementati
in multiple courses.

The link between standards
student péormance is in
evidence from the alignmen
lesson plans of learning gog
activities and assignments t
course standards.

The leader is able to recogn
whether or not learning goa
and student activities are
related to standards in the
course dedptions.

Common Core Standards ar
NGSSS are accessible to
faculty and students. Requir
training on standabdsed
instruction has been conduc
but the link between standar
and student performance is
readily evident to many facu
or studest

Assignments and activities i
most, but not all courses rel
to the standards in the courg
descriptions.

Classroom learning goals ar
curriculum are not monitore(
alignment to standards or ar
considered a matter of indiv
discretion regiess of course
description requirements.

The leader is hesitant to intr
or is indifferent to decisions
the classroom that are at
variance from the requireme
of academic standards in thg¢
course descriptions.

Training for the faculty on
standardbased instruction
does not occur and the lead
does not demonstrate
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knowledge of how to access
standards.

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | e adlestralive b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examptdsuch evidence may
include, but are not limited to the following:

1

1

School leader extracts data on standards associated
courses in the master schedule from the course desg
and monitor for actual implementation.

Lesson plans are monitoreaiffpnment with correct
standards.

Agendas, memoranda, etc.
faculty on the role of state standards in curriculum, Ig
planning, and tracking student progress.

Common Core Standards shared by multiple course
idenified and teachers with shared Common Core St
are organized by the leader into collegial teams to cq
instruction on those shared standards.

Other leadership evidence of proficiency on this indiq

1
1

1

Lesson plans identify connections/itfesdid standards.
Teacher | eadersdé meeting
progress on state standards.

Students can articulate what they are expected to lea
course and their perceptions align with standards in tl
description.

Teachermutinely access course descriptions to maint
alignment of instruction with standards.

Other impact evidence of proficiency on this indicator

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicatogssign a proficiency level by checking one of the four proficiency levels below. |

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence LogSpecifically, what has been obsbatedflects current proficiency on this indig
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 1.1

Highly Effective:

Effective:

Needs Improvement:

Unsatisfactory:

Do you routinely share
examples of specific
leadership, teaching, and
curriculum strategies that ¢
associated with improved
student achievement on th
Common Core Standards
NGSSS?

How do you s
conversations about tosy
recognize student growth
toward mastery of the
standards assigned to thei
courses?

How do you monitor what
happens in classrooms to ing
that instruction and curriculur
are aligned to academic
standards?

Where do you find the standar
that areequired for the courses
your master schedule?
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performance data to make instructional leadership decisions.

Indicator 1.2 7 Performance Data: The leader demonstrates the use of student and adult

Narrative:

Thi s i

ndi

cator

addresses

t he |

eadenlds

prof i

leadership decisions. What does test data and other sources of student performance data related to targeyed academic go
about what is needed? What does data about teacher proficiency or professional learning needs indicate needs to be done
focus is what the leader does with data about student and adult performance to make instructional decigibns that impact st

achevement.

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader 6

i mpact of rélevamtd
to this indicator are sufficient ar
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderdés actio
|l eaderds actio
indicator are evident but are
inconsistent or of insefficscope
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The leader can specifically
document examples of
decisions in teaching,
assignment, curriculum,
assessment, and interventid
that have been made on the
basis of data analysis.

The leader has coached scf
administrators in other scho
to improve their data analys
skills and to inform instructic
decision making.

The lader uses multiple dats
sources, including state, dis
school, and classroom
assessments, and
systematically examines da
the subscale level to find
strengths and challenges.

The leader empowers teach
and administrative staff to
determine pritkes using data
on student and adult
performance. Data insights
regularly the subject of facu
meetings and professional
development sessions.

The leader is aware of state
district results and has
discussed those results with
staff, but has dimtked specifig
decisions to the data.

Data about adult performan
(e.g. evaluation feedback dg
professional learning needs
assessments) are seldom u
to inform instructional leade
decisions.

The leader is unaware of or
indifferent to the dabeut
student and adult performan
or fails to use such data as ¢
basis for making decisions.

Leadership Evidenad proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | e adlestralive b e

Impact Evidencaf leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examptésuch evidence may
include, batre not limited to the following:

1
1

improvement needs.
1

improvement needs.
1T Leader 6s
1

Data files and analyses on a wide range of student
performance assessments are in routine use by the |
Analyses of trends and patterns in student performar
time are reflected in presentations to famsgtsuotional

Analyses of trends and patterns in evaluation feedba
faculty proficiencies and professional learning needs
reflected in presentations to faculty on instructional

a g e n ddlect, recurrmgradtanti
to performance data and data analyses.
Other leadership evidence of proficiency on this indig

1
decisions.
1
studat performance data.
1
1
1

Teachers use performance data to make instructiona
Department and team meetings reflect recurring atter|

Teacher leaders identify changes in practice within th
or departments based on performance data analyses|
Teacher leaders make presentations to colleagues o
performance data to modify instructional practices.
Othermpact evidence of proficiency on this indicator.

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvemei

[ ] Unsatisfactory

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative aoireftect an exclusive list of what is expected):
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Reflection Questions for Indicator 1.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How do you aggregate dat
about teacher proficiencies
instructional practices to

stimulateialogue about wh|
changes in instruction are
needed in order to improve
student performance?

How do you verify that all

faculty have sufficient grag
of the significance of stude
performance data to formy
rational improvement planj

By what metti® do you enable
faculty to participate in usefu
discussions about the
relationship between student
performance data and the
instructional actions under th
teachersd con

How much of the discussions
district staff about student

performance datee confusing t
you and how do you correct th
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improve student achievement.

Indicator 1.3 7 Planning and Goal Setting: The leader demonstrates planning and goal setting to

Narrative: Knowing the standards and making use of pedtansamaeected to play a significant role in planning and goal

setting. Thi

achievement.

Rating Rubric

s indicator

is focused

on

the |

eader 6s

Highly Effective:e a d
actionsorimpact | ead €
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient al
appropriate reflectiohguality

work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actionsorimpaféto | eade
relevant to this indicator are mir|
or are not occurring, or are havi
an adverse impact.

The leader routinely shares
examples of specific leaders
teaching, and curriculum
strategies that are associate
with improved student
achievement.

Other leaders credit this lea|
with sharing ideas, coaching
and providing technical
assistance tmplement
successful new initiatives
supported by quality plannin
and goal setting.

Goals and strategies reflect
clear relationship between t
actions of teachers and lead
and the impact on student

achievement. Results show
steady improvements based
these leadership initiatives.

Priorities for student growth
established, understood by
and students, and plans to

achieve those priorities are
aligned with the actual actio|
of the staff and students.

Specific and measurable go
related tstudent achievemer
are established, but these
efforts have yet to result in
improved student achievemg
or planning for methods of
monitoring improvements.

Priorities for student growth
established in some areas,
understood by some staff an
studers, and plans to achiev|
those priorities are aligned v
the actual actions of some o
staff.

Planning for improvement in
student achievement is not

evident and goals are neithe
measurable nor specific.

The leader focuses more on
student characgtiés as an
explanation for student resu
than on the actions of the
teachers and leaders in the
system.

Leadership Evidenad proficiency on this indicator m
seen in
examplesf such evidence majude, but are not limite
to the following:

t he | eadlesrabve b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examptgsuch evidence may
include, but are not limited to the following:

1
1
of the adoptepbals.
T Leader 6s
T Leader 6s
for student achievement.
1

Clearly stated goals are accessible to faculty and stu
Agendas, memoranda, and other documents reflect
comprehensive planning process that resulted in forr

presentations f
the status of plan implementation and progress towa,
presentations 1

Other leadership evidence of proficietityg indicator.

1 Faculty members are able to describe their participati
planning and goal setting processes.

1 Goals relevant to
and accessible.

1  Students are able to articulate the goals for their athi
which emerged from faculty and school leader planni

I Teachers and students track their progress toward
accomplishment of the stated goals.

1  Other impact evidence of proficiency on this indicator,

studen

Scale Levelqchoose one) Where there is suffictEmoevio rate current proficiency on this
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive list of what is expec
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Reflection Questions for Indicator 1.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What methods of sharing

successful planning proces
with other school leaders g
most likely to generate dist

wide improvements?

How will you monitor prog
toward the goals so that
adjustments needed are
evident in time to make
fcourse corr

How do you engage more faq
in the planning process so th
there is a uniform faculty

understanding of the goals s¢

How are other school leaders
implementing planning and go
settng?

Union County School District
Administrator Evaluation System Template
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improvement through student achievement results.

Indicator 1.4 - Student Achievement Results: The leader demonstrates evidence of student

Narrative: Engagement with the standards, using data, making plans and setting goals are important. Tiss indicator shifts f

to the | eaderbés use of evidence of actual i mprovement
RatingRubric
Highly Effectiva: e a d| EffectiveL e ad e r 6 s| Needs Improvement:| Unsatisfactory: e ad e

actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

i mpact of | ead
to this idicator are sufficient and
appropriate reflections of qualit)
work with only normal variation

Leaderés actio
|l eader s actio
indicator are evident but are
inconsistent or of insufficient sc
or profiency.

actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

A consistent record of imprg
student achievement exists
multiple indicators of studen
success.

Student success occurs not
only on the overall averages
but in each group of historic
disadvantaged students.

Explicit use of previous datg
indicates that the leader hag
focused on improving
performance. In areas of
previous success, liader
aggressively identifies new
challenges, moving proficier
performance to the exemplg
level. Where new challenge
emerge, the leader highlight
the need, creates effective
interventions, and reports
improved results.

The leader reaches the requ
numbers, meeting performa
goals for student achieveme

Results on accomplished gq
are used to maintain gains 4
stimulate future goal setting

The average of the student
population improves, as do€
the achievement of each gr
of students whave previous
been identified as needing
improvement.

Accumulation and exhibition
student improvement results
inconsistent or untimely.

Some evidence of improven
exists, but there is insufficie
evidence of using such
improvements to initiate
changes in leadership, teact
and curriculum that will crea
the improvements necessary
achieve student performanc
goals.

The leader has taken some
decisive actions to make so
changes in time, teacher
assignment, curriculum,
leadership praetic or other
variables in order to improve
student achievement, but
additional actions are neede
generate improvements for

students.

Evidence of student
improvement is not routinely
gathered and used to promg
further growth.

Indifferent to tdata about
learning needs, the leader
blames students, families, a
external characteristics for
insufficient progress.

The leader does not believe
student achievement can
improve.

The leader has not taken
decisive action to change tin
teacher aggiment, curriculur]
leadership practices, or othe
variables in order to improve
student achievement.

seen in the

to the following:

Leadership Evidenad proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrabive b e

Impact Evidencaf leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examptésuch evidence may

include, batre not limited to the following:

have occurred.

gains.

parents.

1 The leader generates data that describes what impra
1 Agendas, memoranda, and other documents for facu
students communicate the progress made and relate
progress to teacher and studeamticam make further

1 Evidence on student improvement is routinely shareg

9  Other leadership evidence of proficiency on this indig

1  Teachers routinely inform students and parents on st
progress on instructional goals.

1 Posters and other informational signage informing of
improvements are distributed in the school and comn

depart ment
evidence of student improvements.

M  Other impact evidence of proficiency iodittator.

f§f Team and

me et

[ ] Hghly Effective

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency

indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:
[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive dispettetiat

Union County School District
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Reflection Questions for Indicator 1.4
Highly Effective Effective Needs Improvement Unsatisfactory

How do you share with oth Howdo you engage studer] How do you engage faculty i What processes should you

school leaders how to use| in sharing examples of the| routinely sharing examples o] employ to gather data on stud

student improvement resul growth with other students student improvement? improvements?

to raise expectations and

improve future results?

Union County School District Page4l
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Narrative: This proficiency area is aligned with Florida Principal Leadership Standard #2. A learning otighnization has esse

Proficiency Area 2. Student Learning as a Priority: Effective school leaders
demonstrate that student learning is their top priority through effective leadership
actions that build and support a learning organization focused on student success.

elements regarding the behavior of people in the organization. When all elements are present and interacting, productive
systenic change is possible. This proficiency area is focused on the degree to which learning organization elements exist ir
school and reflect the following priorities on student learning:

for personal ma spects relatedad studeat tedrninger sonds j ob
Team learning among faculty is focused on student learning

Processes for exploring and challenging mental models that hamper understanding and progress on student learni

A shared vision has student learrangriasity

T Supports
1
ﬂ .
are in use
1
1

Systems thinking is employed to align various aspects of school life in ways that promote learning

Indicator 2.1 1 Learning Organization: The leader enables faculty and staff to work as a system
focused on student learning and engages faculty and staff in efforts to close learning
performance gaps among student subgroups within the school.

Narrative: Are the elements of a learning organization present among the adults in the school? Are the learning organizatic
elements focused on stu@anhing? Is the system in operation at the school engaging faculty in improving-results for under
achieving subgroups? This indicator addresses the systemic processes that make gap reduction possiblet Is the leader prc
in building capacity for gk@n

Note: Indicator 5.4 from Florida Principal Leadership Standard #5 addresses actual success in reducing achievement gaps

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator exceed
effective levasid constitute
models of proficiency for other
leaders.

EffectiveLeader os

i mpact of | ead
to this indicator are sufficient a
appropriate reflections of quality
work with only normal variation

Needs Improvement:
L e adglaetion3 or impact of

|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp

relevant to this indicator are mi

or are not oarring, or are having
an adverse impact.

The essential elements of a
learning organization (i.e.
personal mastery of
competencies, team learnin
examination of mental mode
shared vision, and systemic|
thinking) are focused on
improving student learnin
results. Positive trends are
evident inlosing learning
performance gaps among a
student subgroups within th
school.

There is evidence that the
interaction among the elemg
of the learning organization
deepen the impact on stude
learning.fe lader routinely
shares with colleagues
throughout the district the
effective leadership practice
learned fronmgdicient

implementation of the esser

The | eader 0s
supported processes enablé
instructional and administra
workforce of the school to
function as a learning
organization with all faculty
having recurring opportunitig
participate in deepening
personal mastery of
competaties, team learning,
examination of mental mode
a shared vision, and system
thinking. These fully operati
capacities are focused on

i mproving al|l
andclosing learning
performance gaps among
student subgroups within th
school.

The |l eader 6s
attention to building an
organization where the esse
elements of a learning
organizatigfe. personal
mastery of competencies, te
learning, examination of me
models, shared vision, and
systemic thinking) are emer
but processes that support €
of the essential elements ar
not fully implemented, or arg
yet consistently foaisa
student learning as the prior,
or are not focusedobwsing
learning performance gaps
among student subgroups W
the school.

There is no or minimal evide
of proactive leadership that
supports emergence of a
learning organization focuse
student learning as the prior
function of the organization.

Any works in progress on
personal mastery of instruct
competencies, team learnin
processes, examinations of
mental models, a shared vis
of outcomes sought, or systg
thinking aboimstructional
practices are not aligned or
not organized in ways that
impact student achievement

gaps.

Union County School District
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elements of a learning
organization.
Leadership Evidenad proficiency on this indicator m| Impact Evidencef leadership proficiency may be see
seen in the | eadlestralive b e| thebehaviors oractions of the faculty, staff, student
examplesf such evidence maglude, but are not limit communityllustrative examptésuch evidence may
to the following: include, but are not limited tlibaving:
T Principalés support for | Teamlearning practices are evident among the facult
student learning is evident throughout the school yeg focused operformance gaps among student subgroug
T Principalds team | earnii the school.
learning. 1 Professional learning actions by faculty pddrasance
T Principalds meeting ager gaps among student subgroups within the school.
routinely taking precedence over other issues as reflf §  Performance gaps among student subgroups within t
place on the agenda and time committed to the issue show improvement trends.
1 School Improvement Plan reflects a systemic analys| §  Faculty, department, team, andarogsilar meetings
actionable causdgyaps in student performance and focuson student learning.
contains goals that support systemic improvement. | 1 Data Teams, Professional Learning Communities, an
1  The principal supports through personal action, profe Lesson Study groups show evidence of recurring me
learning by self and faculty, exploration of mental mg focus on student learning issues.
team learning, shared vision, and systemsptaokives | § Faculty and staff talk about being part of something lé
focused on improving student learning. themselves, of beingrected, of being generative of
1 Dialogues with faculty staff on professional learning d something truly
beyond learning what is needed for meeting basic | §  There is systemic evidence of celebrating student su
expectations and is focusddasning that enhances the| an emphasis on reflection on why success happened
collective capacity to createeghmutcomes for all f  Teacher or student questionnaire results address lea
students. orgah zati onos
1 Other leadership evidence of proficiency on this indiq §  Other impact evidence of proficiency on this indicator

i mportan

essenti al el

[ ] Highly Effective

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of tbiefayrievefs below. If not being
rated at this time, leave blank:
[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
Theexamples above are illustrative and do not reflect an exclusive list of what is expect

Reflection Questions for Indicator 2.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

Has your leadership result|
in people continually
expanding their capacity tg
create the results they truly
desire? Is there evidence {
new and expansive patterr
of thinking are nurtured? A
the people who make up y|
school community continug
|l earning to
pictureo (i
connections between

practices and processes)?

Where the essential eleme
of a learning organization
in place and interacting, h
do you monitor what you g
creating collectively is focy
on student learning needs
and making a difference fg
students?

What essential elements of &
learning organization have
supports in place and which 1
development?

Understanding that systemic
change does not occur unles
of the essential elements of t
learning organization are in
operation, interagtiand
focused on student learning 4
their priority function, what gg

do you need to fill in your

What happens in schools that
effective learningamizations
that does not happen in this
school?

How can you initiate work tow.
learning organization by
developing effective collaborat
work systengs.g., Data Teams
Professional Learning
Communities, Lesson Studies

Union County School District
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supporting processes and wh
leadership actions will enable
faculty and staff to get involvg

engagement in learning.

Indicator 2.2 7 School Climate: The leader maintains a school climate that supports student

Narrative:

ACl i

mateo at

a school i s

deter mi ned

by

how

leaders who promote a school climate where learning is respected, effort is valued, improvement is rectmgnized, and it is s&
adknowledge learning needs have provided students support for sustained engagement in learning.

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of praiBncy for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
| e a dafianrelevant to this
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an advese impact.

The leader ensures that the
school 6s i der
(e.g., vision, mission, valueg
beliefs, and goals) actually
drives decisions and inform
climate of the school.

Respect for g
linguistic and family backgrg
isevident in t
conduct and expectations fq
the faculty.

The leader is proactive in
guiding faculty in adapting tl
learning environment to
accommodate the differing
needs and diversity of stude

SchoeWwide values, beliefs, &
goals arsupported by
individual and class behavig
through a wegllanned
management system.

The leader systematicelly.,
has a plan, with goals,
measurable strategies, and
recurring monitoring)
establishes and maintains 4
school climate of collaborati
dstributed leadership, and
continuous improvement, wi
guides the disciplined thoug
and actions of all staff and
students.

Policies and the implementg
of those policies result in a
climate of respect for studer
learning needs andtural,
linguigc and family
background.

Classroom practices on
adapting the learning

environment to accommodd
the differing needs and dive
of students are consistently
applied throughout the scho

Some practices promote res
for student learning needs &
cultural, linguistic and family
background, but there are

discernable subgroups who
not perceive the school clim
as supportive of their needs

The school climate does not
generate a level of schadé
student engagement that lea
to improvemengids in all
student subgroups.

The leader provides school
rules and class managemen
practices that promote stude
engagement and are fairly
implemented across all

subgroups. Classroom pract
on adapting the learning

environment to accommoda
the dfering needs and divers
of students are inconsistentl

applied.

Student and/or faculty apath
regard to student achieveme
and the importance of learni
is easily discernable across
school population and there
no or minimal leadershijprst
to change school climate.

Student subgroups are evids
that do not perceive the sch
as focused on or respectful

their learning needsutural,

linguistic and family backgro
or there is no to minimal sup
for managing individual and
class behaviors through a wg
planned management syste

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | e adlestralive b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examp&such evidence may
include, but are not limited to the following:

1 The leader organizes, allocatesmanages the resourc
of time, space, and attention so that the needs of all
subgroups are recognized and addressed.

T There are recurring exal
document s, and actions {
culturallinguistic and family background.

1  The leader maintains a climate of openness and inqu
supports student and faculty access to leadership.

T The school ds vision, midf¢g

an expectation that student learning neéedkwanal,

1
expectations
activities.

1
classes.

1

Classroom rules and posted procedures stress positi
and not | us
All studnt subgroups participate in school events and

A mulitiered system of supports that accommodates t
differing needs and diversity of students is evident ac

Students in all subgroups express a belief that the sc
respondto their needs and is a positive influence on t

future welleing.

Union County School District
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linguistic and family backgrounds are respected and
rules consistent with those beliefs are routinely imple
Professional learning is provided to sustain faculty
understanding of student needs.

Procedures are in place and mondaesure students
have effective means to express concerns over any
school climate.

Other leadership evidence of proficiency on this indig

f

engagement in lessons.
f Student

in learning.
1
1

engagement in learning.
1

Walkthroughs provide recurring trends of high studen

services staff/ g
trends in student attitudes toward theascthenbagemen

Teacher/student/parent survey or questionnaire resul
a school climate that supports student engagement ir
The availability of and student participation in acaden
supports outside the classroom that sigst s

Other impact evidence of proficiency on this indicator]

[ ] Highly Effective

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of ibefayrlpvels below. If not being
rated at this time, leave blank:

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
Theexamples above are illustrative and do not reflect an exclusive list of what is expect

Reflection Questions for Indicator 2.2

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

In what ways might you furt
extend your reach witién
district to help others benefi
from your knowledge and sk
establishing and maintainin
school climate that supportg
student engagement in
learning?

What strategies have you
considered that would ensuli
that the schog
climate (g., vision, mission,
values, beliefs, and goals)
actually drives decisions an|
informs the climate of the
school?

How could you share with ys
colleagues across the distrig
the successes (or failures) ¢

your efforts?

How might you structure a p
that establishes and maintai
school climate of collaborati
distributed leadership, and
continuous improvement, wih
guides the disciplined thoug
and action of all staff and
students?

What might be the importan
developing a shared vision,
mision, values, beliefs, and
goals to establish and maint
a school climate that suppor
student engagement in
learning?

Union County School District
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Narrative: Thee ad e r

who expects

littl e

from

student s

and

by all students.

Indicator 2.3 7 High Expectations: The leader generates high expectations for learning growth

child can |

earno

takes

on

new meani

a lot...not jua minimum to get by. Expecting quality is a measure of respect.

Rating Rubric

ng

when

Highly Effectiva:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader 6
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eader s actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

The leader ioporates
community members and ot
stakeholder groups into the
establishment and support ¢
high academic expectations|

The leader benchmarks
expectations to the
performance (
nationds, ang
performing schools.

The leadereates systems al
approaches to monitor the I
of academic expectations.

The leader encourages a
culture in which students arg
able to clearly articulate thei
diverse personal academic
goals.

The leader systematicelly.,
has a plan, with goals,
measurable strategies, and
frequent monitoring schedul
creates and supports high
academic expectations by
empowering teachers and s
to set high and demanding
academic expectations for
every student.

The leader ensures that
students are consistentl
learning, respectful, and on
task.

The leader sets clear
expectations for student
academics and establishing
consistent practices across
classrooms.

The leader ensures the use
instructional practices with
proven effectiveness in creg
success fail students,
including those with diverse
characteristics and needs.

The leader creates and supy
high academic expectations
setting clear expectations fo
student academics, but is
inconsistent or occasionally
to hold all students to these
expectations.

The leader sets expectation
but fails to empower teache
set high expectations for stu
academic performance.

The leader does not create
support high academic
expectations byczpting poor
academic performance.

The leader fails to set high
expectations or sets unrealig
or unattainable goals.

Perceptions among students
faculty, or community that
academic shortcomings of
student subgroups are
explained by inadequacy of
parent involvement, commu
conditionsr student apathy
are not challenged by the sc
leader.

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrafive b e

Teacher Evidena# leadership proficiency may be se
the behaviors or status of the faculty afitustedtive
examplesf such evidence may include, but are not li

the following:

1 School Improvement Plan targets meaningful growth
what normal variation might provide.

1 Rewards and recognitions are aligned with efforts for
difficult rather than easier outcomes.

1
1
expectations.
1
processes
1

Test specification documents and state standards ar
identify levels of student performance and performan
higher levels of implementation is stressed.

Samples of written feedback provided to tegehdirsyre
student goal setting practices are focused on high

Agendas/Minutes from collaborative work systems (¢
Teams, Professional Learning Communities) addres:
for Araising {
Other leadership evidence of proficietity indicator.

1 Learning goals routinely identify performance levels g
targeted implementation level.

T Teachers can a pdrtéossetting lugh t
academic expectations.

f Students can attest to t
expectations.

f§f Parents can attest to th
expectations.

M  Other impact evidence of proficiency on this indicator|

Union County School District
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Scale Levelqchoose @) Where there is sufficient evidence to rate current proficiency on
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effective [ ] Effective [ ]Needs Improvemel  [] Unsatisfactory
Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec

ReflectiorQuestions for Indicator 2.3
Reflection Questions
Highly Effective

Needs
Improvement

Effective Unsatisfactory

What strategies have you
considered using that would
increase the professional

knowledge opportunities for
colleagues across the scho

How might you incorporate

community members and of
stakeholder groups into the
establishment and support ¢
high academic expectations

What are-2 key strategies yq
have thought abosing that

would increase your consist
in creating and supporting h
academic expectatitorsevery,

What might be some strateg
you could use to create or
support high academic
expectations of students?

districin the area of setting student?
high academic expectations

students?

Union County School District
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reality of student proficiency on academic standards.

Indicator 2.4 7 Student Performance Focus: The leader demonstrates understanding of present
levels of student performance based on routine assessment processes that reflect the current

Narrative: Lots of talk abouegdctations, goal setting, working hard, rigor, and getting results is important, but leaders neec

t o

corrections are required?

Rating Rubric

know wher e
but it is not enough. Wbat s

student so
the | eader

actual
do to

perfor mance
know whet heceoru rpsreodgr e s s

|l ev,el s

Highly Effectiva:e a d
actions or i mp
relevant to this indicator excee
effective levels amhstitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
L e a d eiandos imp@act of

|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: e ad e
actions or i mp
relevant to this indicator are mir
or are not occagij or are having
an adverse impact.

Assessment data generated
the school level provides an
going perspective of the cur,
reality of student proficiency
academic standards.

There is evidence of decisiv
changes in teacher
assignments and @uitim
based on student and adult
performance data.

Case studies of effective
decisions based on
performance data are share
widely with other leaders an
throughout the district.

Each academic standard hg
been analyzed and translat¢
into studertccessile

language and processes fo
tracking student progress af
operation.

Power (high priority) standa
are widely shared by faculty
members and are visible
throughout the building.

Assessments on student
progress on them are a rout
event.

The linbetween standards 4
student performance is in
evidence from the posting o
proficient student work
throughout the building.

Standards have been analyz
but are not translated into
studenaccessible language.

School level assessments a
inconsistei their alignment
with the course standards.

Power (high priority) standa
are developed, but not wide
known or used by faculty, an
are not aligned with assess|
data on student progress.

Student work is posted, but
does not reflect proficiemkw
throughout the building.

There is no or minimal
coordination of assessment
practices to providegoing
data about student progress
toward academic standards,

School level assessments al
not monitored for alignment
the implementation leveleof
standards.

No processes in use to anal
standards and identify
assessment priorities.

No high priority standards ar
identified and aligned with
assessment practices.

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t dviers dr actodbestralive b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative ample®f such evidence may
include, but are not limited to the following:

1 Documents, charts, graphs, tables, and other forms
di splays reflecting stu
routinely used by the | ¢
real ities. o

1 Documents, charts, graphs, tables, and other forms
displays reflect trend lines over time on student grow
learning priorities.

1 Teacher schedule changes are based on student da

9 Curriculum materials changes are based on student

1  Other leadership evidence of proficiency on this indig

f
f
f

1

Faculty track student progress practices.

Students track their own progress on learning goals.
Current examples of student work arevtistedcher
comments reflecting how the work aligns with priority
Other impact evidence of proficiency on this indicator

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a peficy level by checking one of the four proficiency levels below. If n
rated at this time, leave blank:

[ ] Highly Effective [ ] Needs Improvemel

[ ] Unsatisfactory

Evidence Lo{Specifically, what has been observed thatuflatproficiency on this indicat
The examples above are illustrative and do not reflect an exclusive list of what is expec
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Reflection Questions for Indicator 2.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What data othtan end of
year state assessments w(
be helpful in understanding
student progress at least
every 3 weeks?

What data other than end
year state assessments w
be helpful in understandin
student progress on at lea
quarterly basis?

What datather than end of ye

state assessments would be
helpful in understanding stud
progress on at least a semi

annual basis?

What data other than end of yg¢
state assessments would be
helpful in understanding stude
progress?

Union County School District
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Domain 2- Instructional Leadership

Narrative: School leaders do many things. Domain 2 of the FSLA addresses a core of leader behaviors
that impact the quality of essential elements for student learning growth. The skill sets and knowledge
bases employed for this domain generate 40% of the FSLA Score. The success of the school leader in
providing a quality instructional framework, appropriately focused faculty development, and a student
oriented learning environment are essential to student achievement.

Narrative: Proficiency Area 3 is focused on Florida Principal Leadership Standard #3 (FPLS). Aligning the

key issues i

denti

fied in

the indicat

ors into an

ef fi

Proficiency Area 3. Instructional Plan Implementation: Effective school leaders
work collaboratively to develop and implement an instructional framework that
aligns curriculum with state standards, effective instructional practices, student
learning needs, and assessments.

the | eader 6s

p r tanfdingahe eunrentyrealiyt of what fhaulty and students know and can do
regarding priority practices and goals.

Indicator 3.17T FEAP s :
the Florida Educator Accomplished Practices (Rule 6A-5.065, F.A.C.) and models use of the
Florida common language of instruction to guide faculty and staff implementation of the
foundational principles and practices.

The | eade

r aligns

t he

school 6s i

Narrati ve: I
Accomplished

ndicator 3.
Practices

1 i s
and

focused
(FEAPs)

on

ability to

effective participants in school, district and statewide communities of practice working collegially for high
quality implementation of the FEAPs, educators at the school level must be able to communicate and
organize their efforts using the terms and concepts in the FEAPs and the Florida common language of

instruction.

This indica

of expectations (the FEAPs) and terminology (the common language) to guide and focus teacher

di scussions

on instructi

educators in Florida use the core terms in the same way and with a common understanding.

Not e: The

FEAPs, a

FEAPs

http://www.floridaschoolleaders.org.

Rating Rubric

ci e

ritlah EBducasoc h o o | [
us

e Fl o

daods

tor is about t hkyusingdcoredet | eader ¢
onal i mprovement s. Fl or i
brochure, and Floridaos

Highly Effectiva:e a d
actions or i mp
relevanto this indicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient al
appropriate reflections of qualit
work with only mal variations.

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actions or i mp
relevanbtthis indicator are minir
or are not occurring, or are havi
an adverse impact.

The instructional program ai
practices are fully aligned w|
the FEAPs. Faculty and stal
implementation of the FEAFR
consistently proficient and
professional conaigns
among school leadership ar|
faculty about instruction use
Florida common language o
instruction and the terminolg
of the FEAPs.

The | eader 6s
common language resource
results iall educators at the

school site having acdess

The | eader 6s
content and terms from the
common language is a routi
event and most instructiona
activities align with tBAPs.

Coordinated processes are
underway that link progress
student learning growth with
proficient FEAPs
implementation.

The | eader és
common language resource
results in most faculty at the
school site haviagcess to

The leader demonssaeme
use of the FEAPs and comn|
language to focus faculty on
instructional improvement, b
inconsistent in addressing th
FEAPSs.

The | eader 6s
common language resource
results in some faculty at thg
school site haviagcess tand
making use of the FEAPs ar
common language.

There are gaps in alignment
ongoing instructional practic

There is na eninimal evidend
that the principles and pract
of the FEAPs are presented
the faculty as priority
expectations.

The leader does not give
evidence of being conversar
with the FEAPs or the comm
language.

The | eader és
common langge resources
results in few faculty at the
school site haviagcess to an
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and making use of the FEAI
and common language.

Teacheleaders at the schoo
use the FEAPs and commol
language.

and making uséthe FEAPs
and common language.

The leader uses the commo
language to enable faculty t
recognize connections betw

at the school site with the
FEAPs. There is some corrg
use of terms in the common
language but errors or
omissions are evident.

making use of the FEAPSs ar
common language.

the FEAPs, tH
evaluation indicators, and
contemporary research on
effective instructional practig

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | e adlestralive b e

Impact Evidencef leadership proficiency may be see|
the behaviors or actions of the faculty, staff, student
communityllustrative examptésuch evidence may
include, lare not limited to the following:

document s,
reference to the content of the FEAPs and make cor

School improvement documents reflect concepts fror
The leader can articulate the instructional practices s
Faculty meetings focus on issues related to the FEA
monitoring

faculty on quality of alignment of instructionalyitfa.thie

communi cati
stakeholders reflect use of FEAPs and common lang

T The | eader 6s
of the common language.

1
FEAPs and common language

1
the FEAPs.

1

T The | eader 6s
FEAPs.

T The | eader 6s
references.

1

Other leadership evidence of proficiency on this indiq

1

1
using the terms and concepts in the FEAPs.

1
the leader providing access to the online resources.

1 School level support programs for newdhirds training
the FEAPs.

1
are readily accessible to faculty.

1T Faculty members
instructional evaluation system with the FEAPs.

1  Subordinate leadersgeteacher leaders, assistant
principals) use FEAPs and common language terms
in their communications.

1

Teachers are conversant with the content of the FEA
Teachersan describe their primary instructional practi

Teachers use the common language and attribute the

FEAPs brochures and excerpts from the common lan

are abl e

Other impact evidence of proficiency on this indicator

[ ] Effective

Scale Levelqdchoose one) Where there is sufficient evidence to rate ciementqordtic
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effective [ ] Needs Improvemel

[ ] Unsatisfactory

Enter data here:

Evidence LogSpecifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 3.1

Effective

Highly Effective

Needs Improvement

Unsatisfactory

How are you able to provid
specific feedback to teachg
on improving proficiency ir
FEAPs and/or common
language?

How do you recognize
practices reflected in the
FEAPs and/or common
languag as you conduct
teacher observations?

Do you review the FEAPs an
common language resources
frequently enough to be able
recall the main practices and

principles contained in them?

Do you know where to find the
of the FEAPs and common
language?

Union County School District
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Indicator 3.2 T Standards-Based Instruction: The leader delivers an instructional program that
i mpl ements the statebs adopted academic standa
that is rigorous and culturally relevant to the students by:

1 aligning academic standards, effective instruction and leadership, and student
performance practices with system objectives, improvement planning, faculty
proficiency needs, and appropriate instructional goals, and

1 communicating to faculty the cause and effect relationship between effective
instruction on academic standards and student performance.

Narrative: Fl oridabés plan of
based instruction. Course descriptions specify the standards that are to be learned in each course. All of
the course content in courses for which students receive credit toward promotion/graduation is expected to
befocusedon t he standards in the course descripti
making sure all students receive rigorous, culturally relevant standards-based instruction by aligning key
practices with the
what is necessary to make sure faculty recognize and act on the cause and effect relationship between

a c tsticentury is based erdstacdartisi n g

on.

good instruction (i.e., research-b a s e d

strategi es, ri

standards adapted based on data about student needs).
Note: Course descriptions and the standards for each course may be explored at

www.floridastandards.org.

Rating Rubric

gorous,

C U le stater a |

Highly Effectiva:e a d
actions or i mp
relevant to this indicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader 6
i mpact of | ead
to this indicator are sufficieht ar
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactorytea d e r
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

Processes exist for all courg
to ensure thatat students a
learning is aligned with state
standards for thaucse.

The leader has institutionali;
quality control monitoring to
ensure that instruction is
aligned with the standards a
is consistently delivered in g
rigorous and culturally relev;
manner for all students.

Teacher teams coordinate v
on student mastery of the
standards to promote
integration of the standards
useful skills.

The leader provides quality
assistance to other school
leaders in effective ways to
communicate the cause ang
effect relationpthetween
effective standaioizsed

instruction and student grow

Processes exist for most
courses to ensure tihat
students are learning is alig
with state standards for the
course.

Instruction aligned with the
standards is, in most courseg
delvered in a rigorous and
culturally relevant manner fq
students.

The leader routinely monito
instruction to ensure quality
maintained and intervenes ¢
necessary to improve

alignment, rigor, and/or cult
relevance for most courses.

Collegial talty teamwork is
evident in coordinating
instruction on Common Cor
standards that are addresse
more than one course.

Processes exist for some
courses to ensure tivhat
students are learning is aligf
with state standards for the
course.

Instruddn is aligned with the
standards in some courses.

Instruction is delivered in a
rigorous manner in some
courses.

Instruction is culturally relev
for some students.

The leader has implemented
processes to monitor progre
in some courses, but does n
intervene to make
improvements in a timely
manner.

There is limited or no eviden
that the leader monitors the
alignment of instruction with
state standards, or the rigor
cultural relevance of instruct]
across the grades and subje

The leader lith opportunities
for all students to meet high
expectations by allowing or
ignoring practices in curricul
and instruction that are

culturally, racially, or ethnica
insensitive and/or inappropr

The leader does not know
and/or chooses not to aater
with staff about teaching usi
researcivased instructional
strategies to obtain high levg
of achievement for all stude

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrabive b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examptdsuch evidence may

include, batre not limited to the following:
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http://www.floridastandards.org/

T The |l eader 6s f alevelingeting dg¢
agendas, minutes, and other documents focus on thg content fromww.floridastandaodg.
alignment of curriculum and instruction with state sta| §  Faculty has and makes use of the list of standards as
1 School Improvement Plan goals and actions dce linkg with their course(s).
targeted academic standards. 1 Activities and assignments are aligned with standards
T The | eaderds presentati applicable to the course and those connections are ¢
expectations include il to students.
rel evant 0 mean. T Teachers can
1  Monitoring documents indicate frequent review of res aligns curriculum and standards and provide example
based instructional practiegarding alignment, rigor an they implement that plan in their courses.
cultural relevance. T Teachers attest
1 Results of monitoring on resbasdd instruction are us time for standasdased instruction.
to increase alignment to standards, rigor,and/orcul § Teacher s
relevance. researcivased instructional practices and application
T School ds financi al docu practices in pursuit of student progress on the course|
standardbased instruction, rigor, and/or cultural relev standards.
1  Other leadership evidence of proficiency on this indiq §  Other impact evidence of proficiency on this indicator|

Faculty members routinely access or provide evideng

desacfri det iao

to the |

a t tfregeent monitoriniglofe |

Scale Levelqchoose one) Where thesafficient evidence to rate current proficiency on thi
indicator, assign a proficiency level by checking one of the four proficiency levels below,

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

ReflectiorQuestions for Indicator 3.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What procedures might yo
establish to increase your
ability to help your colleag
lead the implementation of
districtds ¢
instruction thatstandards
based, rigorous, and cultuf
relevant?

What can you share about
your leadership actions to
ensure that staff members
have adequate time and
support, and effective
monitoring and feedback o
proficiency in use of reseal

In what ways can you offe
professional learning for
individual and collegial grg
within the school or distric
that illustrate how to provig
rigor and cultural relevanc
when delivering instructior]
the standards?

How dgou engage teache
in deliberate practice focu
on mastery of standards
based instruction?

What might be3Xkey

leadership strategies that wo
help you to systematically ac
the belief that all students ca

learn at high levels?

How can yolgadership in

curriculum and instruction co

respect for the diversity of
students and staff?

How might you increase the
consistency with which you
monitor and support staff to
effectively use resedraebed

instruction to meet the learnir

needs of atudents?

Where do you go to find out w
standards are to be addressed
each course?

How might you open up
opportunities for all students
meet high expectatitmsugh
your leadership in curriculum g
instruction?

Do you have processes to mo
how students spend their learr
time?

In what ways are you monitori
teacher implementation of
effective, reseastchsed
instruction?

Union County School District
Administrator Evaluation System Template

Pageb3
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based instructiatdised on What are ways you can ensu| Inwhat ways are you monitorir]
the standards? that staff members are alignif t eacher i nstr (
their instructional practices w| academic standards?

state standards?

Union County School District Page54
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Indicator 3.3 7 Learning Goals Alignments: The leader implements recurring monitoring and
feedback processes to insure that priority learning goals established for students are based on
the stateobs adopted student academic standar d
presented in student accessible forms, and accompanied by scales or rubric to guide tracking

progress toward student mastery.

Narrative: fi L e ar reffectgizegtoatedy shat usessscabes on pragressive levels to monitor
student growth on the way to mastery of a state academic standard. Learning goals typically take 2-9 weeks
of student time to master so are more comprehensive than daily objectives. The essential issue is that the
teacher creates fiscalesodo or |l evels of progress

use those scales to track progress toward mastery of the goal(s). This indicator addr e s s e s
proficiency at monitoring and providing feedback on teacher and student use of priority learning goals with
scales. The leader is expected to go beyond low levels of monitoring that address whether the teacher
provides such goals and attends to the levels of student understanding and engagement with the learning
goals. Do the students pursue those goals? Do they track their own progress? Is celebrations of success

on learning goals focused on how success was achieved more than that is was obtained?

Note: Beginning in the 2012-13 school year, professional learning about learning goals and sample
learning goals may be explored at www.floridastandards.org, www.floridaschoolleaders.org, and

www.startwithsuccess.org.

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator excee(
effective levela@constitute
models of proficiency for other
leaders.

EffectiveLeader 6
i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
L e a daetiond & impact of

|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mi
or are not oaeing, or are having
an adverse impact.

Recurring leadership
involvement in the improvern
in quality of daily classroom
practice is evident and is
focused on student progres:
priority learning goals.

Routine and recurring practi
are evident tredpport
celebration of student succe
in accomplishing priority
learning goals and such
celebrations focus on how tl
success was obtained.

The leader routinely shares
examples of effective learnil
goals that are associated wi
improved student achiergm

Other leaders credit this lea|
with sharing ideas, coaching
and providing technical
assistance to implement
successful use of leaning gc¢
in standardsased instruction

Clearly stated learning goals
accompanied by a scale or
rubric that desath
measurable levels of
performancaligned to the
stateds adopt
academic standards, is an
instructional strategy in rout
use in courses school wide.

Standardbased instruction is
an evident priority in the sch
and student results on
incemental measures of
success, like progress on
learning goals, are routinely
monitored and acknowledgg

The formats or templates ug
to express learning goals ar|
scales are adapted to suppd
the complexity of the
expectations and the learnir
needs ohe students.

Clearly stated learning goals
aligned to state or district
initiatives in support of studg
reading skills are in use sch
wide.

Specific and measurable
learning goals with progress
scales, aliagn
adopted student academic
standards in the course
description, are in use in so
but not most of the courses.

Learning goals are
posted/provided in some
classes are not current, do 1
relate to the students curren
assignments and/or activitie
are not recognized by the
studertt as priorities for their
own effort.

Learning goals tend to be
expressed at levels of text
complexity not accessible by
targeted students and/or at
levels of complexity too
simplified to promote maste
the associated standards.

Processes that &étastudents
and teachers to track progre
toward mastery of priority

learning goals are not widely
implemented throughout the

school.

Clearly stated priority learnin
goals accompanied by a scg
or rubric that describes leve
performance relativen®
learning goal amet
systematically provided acrg
the curriculum to guide stud
learningarlearning goals,
where provided, ataligned
to state standards in the coy
description.

The leader engages in minin
to norexistent monitoringlan
feedback practices on the
quality and timeliness of
information provided to stud
on what they are expected t
know and be able to do (i.e.
alignment of learning goals
state standards for the courg

There are minimal or no
leadership praeticto monitor
faculty practices on tracking
student progress on priority
learning goals.
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Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | eadlesrabve b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examp&ésuch evidence may
include, batre not limited to the following:

1
understand and be able to do.
f The
progress.
1
struggling with use of the learning goals strategy.
1 Procedures are in place to manitopromote faculty
the associated state standards.
T Leader 6s
support of students mglkirogress on learning goals.
1
posted in high traffic areas of the school.
T Evidence of the
nmnt provide
opportunities for success.
1

Agendas, meeting minutes, and memoranda to the f3
make evident a focus on importance of learning goal
scales to engage students in focusing on what they g

| praetites ondtesacher observation and feed
routinely address learning goals and tracking studen

The leader provides coaching or other assistance to
collegial discussion on the implementation levels of |
goals to promote alignment with the implementation
communications

Progress monitoring of adult and student performang
targeted priority learning goals is documented, charté

| eader 04

|l earning goa

Other leadership evidence of proficiency on this indig

1

f
|

Clearly stated learning goals accompanied by a scale
that describes levels of performance relative rairige le
goal are posted or easily assessable to students.
Teams or departments meet regularly to discuss the
learning goals with scales being employed and adapt
based on student success rates.

Teacher lesson plans provide evidence ofé¢b&aronh
planned activities and assignments to learning goals.
Teacher documents prepared for parent information
clear the targeted learning goals for the students.
Students are able to express their learning goals duri
walkthroughs or classrocsarehtions.

Students are able to explain the relationship between
activities and assignments and priory learning goals.
Lesson study groups and other collegial learning tear|
routinely discuss learning goals and scales for progre
Methods of tioteachers and students tracking student
progress toward learning goals are evident.
Celebrations of student success include reflections by
and students on the reasons for the success
Teachers can identify the learning goals that resighin
levels of student learning.

Other impact evidence of proficiency on this indicator]

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking onembfiwdocy levels below. If not bein
rated at this time, leave blank:

[ ] Highly Effective [ ] Needs Improvemel

[ ] Unsatisfactory

Enter data here:

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 3.3

Effective

Highly Effective

Needs Improvement

Unsatisfactory

What specific strategies hg
youemployed to measure
improvements in teaching
innovations in use of learni
goals and how can you usi
such measures as predict
of improved student

achievement?

What system supports are
place to ensure that the be
ideas and thinking on learr
goals are shared with
colleagues and are a prior
of collegial professional
learning?

To what extent do learning g
presented to the students ref
a clear relationship between
course standards and the
assignments and activities
students arevgin?

What have | done to deepen nj
understanding of the connecti
between the instructional
strategies of learning goals an
tracking student progress?
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Indicator 3.4 7 Curriculum Alignments: Systemic processes are implemented to ensure
alignment of curriculum resources with state standards for the courses taught.

Narrative: Academic standards are determined at the state level and the curriculum used to enable students
to master those standards is determined at the district and school level. Curriculum must be aligned with
the standards if it is to support standards-based instruction. Curriculum resources may or may not be fully
aligned with the standards assigned to a specific course. The learning needs of students in specific classes
may require additional or adapted curriculum materials to address issues of rigor, cultural relevance, or
support for needed learning goals. School leaders maintain processes to monitor the appropriateness and
alignment of curriculum to standards and intervene to make adjustments as needed to enable students to
access curriculum that supports the standards.

Not e: Wher e

gaps

or mi

sal i

gnment s

ar e

noted by

actions relevant to Indicator 8.2 (Strategic Instructional Resourcing) should be addressed.

Rating Rubric

Highly Effective:
Leaderds actio
|l eaderds actio
indicator exceed effective level
and constitute models of profici
for other leaders.

EffectiveLeader os
i mpact of | ead
this indicator are sufficiedt an

appropriate reflections of qualit
work with only normal variationg

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactorytea d e r
actions or i mp
relevant to this indicator are mir|
or are not occurring, or are havi
an adverse impact.

The leader routinely engage
faculty in processes to impr
the quality of curriculum
resources in regard to their
alignment with standards ar
impact on student achieven
and supports replacing
resources as more effective
ones are available.

The leader is proactive in
engaging other school leads
in sharing feedback on
identification and effective U
of curriculunesources that aj
associated with improved
student achievement.

Parents and community

members credit this leader \
sharing ideas or curriculum
supports that enable home |
community to support stude
mastery of priority standard;

Specific and redng
procedures are in place to
monitor the quality of alignm
between curriculum resourc
and standards.

Procedures under the contrg
the leader for acquiring new
curriculum resources includg
assessment of alignment wi
standards.

Curriculum regrces aligned t
state standards by resource
publishers/developers are u
school wide to focus instruct
on state standards, and stat
district, or school supplemer
materials are routinely used
identify and fill gaps, and ali
instructionith the
implementation level of the
standards.

Processes to monitor alignm
of curriculum resources with
standards in the course
descriptions are untimely or
comprehensive across the
curriculum.

Efforts to align curriculum w
standards are emerding
have not yet resulted in
improved student achievem

Curriculum resources aligne
state standards by text
publishers/developers are u
school wide to focus instruct
on state standards, but therg
no to minimal use of state,
district, or bool supplementa
materials that identify and fil
gaps, and align instruction w
the implementation level of t
standards.

There are no or minimal
processes managed by the
leader to verify that curriculy
resources are aligned with t
standards ingltourse
descriptions.

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrafive b e

Impact Evidencef leadership praicy may be seen in
the behaviors or actions of the faculty, staff, student

communityllustrative exampéésuch evidence may
include, but are not limited to the following:

9 Curriculum is presented to faculty and students as th

reflead in course descriptions rather than the conten
textbook.

School procedures for acquisition of instructional mal
include assessment of t}
master state standards and include processes to adg
gaps or misgitiments.
Course descriptions play a larger role in focusing col

content than do test item specification documents.

1  Teachers can describe the strengths and weaknesse

primary texts in regard to alignmitargtandards in the st
course description.

Students are able to characterize text books and othe
provided resources tools as aids in student mastery @
standards.
Pacing guides focus assignments and activities planr
students ondming goals and state standards rather th
coverage of chapters in a text.
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1 Agendas, meeting minutes, and memoranda to the f§ 1 Documents can be presented that inform of the aligml
make evident a focus on importance of curriculum be between curriculum resources and standards for the
vehicle for enabling shid to master standards inthe | §  Teachers can identify supplementary material used tg
course description. stueént mastery of standards.

1 Media center acquisitions reflect a systematic effortt| Parent feedback/questionnaire results indicate recog
curriculum supports that support student mastery of the school is focused on stantlasdsl instruction rather
standards at various levels of implementation. than covering topics or chapters.

1 NGSSS and Common Core standeurdsitinely used to| §  Student feedback/questionnaire results indicate reco
frame discussions on the quality and sufficiency of cl that the criculum is focused on what students are to
support materials. understand and be able to do.

1 Other leadership evidence of proficiency on this indiq §  Results on student growth measures show steady

improvements in student learning.
1  Other impact evidence of proficiency on this indicato

Scale Levelqchoose one) Where thesafficient evidence to rate current proficiency on thi
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effective [ ] Effective [ ] Needs Improvemel [ ] Unsatisfactory
Evidence LogSpecifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

ReflectiorQuestions for Indicator 3.4
Highly Effective Effective Needs Improvement Unsatisfactory

What system is in place to| What specific school How can you monitor whethe Do you know which standards
ensure that your best ideaj improvement strategies hg activities and assignments | addressed in your curriculum?
and thinking on using you employed to measure| student get that involve use ¢
curriculum to enable stude| improvements in teaching| curriculum resources are alig
to master standards are | innovations in curriculum t| with learning goals and
shared with colleagues, serve as predictors of standards?
particulariyhen there is improved student
evidence at your school of| achievemd¢h
improved student
achievement?
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Indicator 3.5 Quality Assessments: The leader ensures the appropriate use of high quality
formative and interim assessments aligned with the adopted standards and curricula.

Narrative: How do we know what our students already know, what they need to know, and how they are

doinga s
guesti

we
ons.

mov e
Wher e i

Wi
cat

forward
ndi

th i

nstruct.i
or 1. 2

on?
addresses

The
t he |

indicator focuses on actions taken at the school site to generate interim assessment data and make sure
faculty use formative assessment practices to monitor and adjust instruction. Assessment of student
progress toward academic standards is an important aspect of tracking student progress. Leaders need to
make use of data on interim and formative assessments to guide goal setting and progress monitoring.
They need to provide teachers access to quality assessments and promote teacher use of formative
assessments as a routine strategy. The leader needs on-going assessment data to inform a variety of
decisions regarding such issues as resource allocations, student and teacher schedules, professional
learning impacts, and adjustments in plans.

Rating Rubric

Highly Effectiva:e a d
actions or impactoé a d e r §
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflectionsuafity

work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: ead e
actions orimpactaef ke r 6 s
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

The leader uses a variety of
creative ways to provide

professional learning for

individual and collegial grou
within the district focused of
appying the knowledge and
skills of assessment literacy
data analysis, and the use ¢
state, district, school, and
classroom assessment datg
improve student achieveme

Formative assessments are
part of the school culture an
interim assessment data is
routinely used to review ang
adapt plans and priorities.

The leader systematically
seeks, synthesizes, and apf
knowledge and skills of
assessment literacy and dat
analysis.

The leader routinely shares
knowledge with staff to incre
st udenveneldt. ach

Formative assessment
practices are employed
routinely as part of the
instructional program.

The leader uses state, distri
school, and classroom
assessment data to make
specific and observable
changes in teaching,
curriculum, and leadership
decifons. These specific an
observable changes result i
increased achievement for
students.

The leader haphazardly app
rudimentary knowledge and
skills of assessment literacy
is unsure of how to build
knowledge and develop skill
assessment liteyaand data
analysis.

The leader inconsistently sh
knowledge with staff to incre
student achievement.

There is inconsistency in ho
assessment data are used t
change schedules, instructig
curriculum, or leadership.

There is rudimentary use of
assessment data from state,
district, school, and classroqg

The leader has little knowleq
and/or skills of assessment
literacy and data analysis.

There is little or no evidence
interaction with staff concerr|
assessments.

The leader is indiffereata
and does not use data to

change schedules, instructig
curriculum or leadership.

Student achievement remair
unchanged or declines.

The leader does not use
assessment data from state
district, school, and classrog

seen in the

Leadership Evidena# proficiency on this indicator m

| e a dilesrabive b e

Impact Evidencef leadership proficiency may be see
the behaviors or statuhieffaculty and stéffistrative

school
eade

examplesf such evidence may include, but are not |

examplesf such evidence may include, but are not li

to the following: the following:

1 Documents for faculty use that set clear expectationy §  Teachers can describe interactions with the leader wi
use of formative assessments to monitor student pro effective assessment practices are promoted.
mastering coursendards T Teachersd assessments ar

1  Samples of written feedback provided to teachers re the standards of theicse.
effective assessment practices. 1T Teachers attest to the |

T Coll aborative work syst g skills of effective assessment practices.
learning communities) agendas and minutes reflect ] §  Teachers can provide assessments that are directly g

engagements with interim and ifograasessment data.

with course standard.
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E ]

Faculty meeting agendas and minutes reflect attentig
formative and interim assessment processes.
Classroom walkthrough data reveals routine use of fi
assessment practices in the classrooms.
Assessment rubrics are beingbyste school.

Other leadership evidence of proficiency on this indiq

T Teachers attest to t
assessnmd practices.

9  Student folders and progress tracking records reflect
formative data.

1 Documents are in use that informs teachers of the ali
between standards and assessments.

1  Other impact evidence of proficiency on this indicator|

he |

[ ] Highly Effectas

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Needs Improveme

[ ] Unsatisfactory

Enter data here:

Evidence Lo@Specifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 3.5

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

How might you engage othg
school leaders in sharing qu
examples of formative
assessment and use of inte
assessmenata?

What procedures might you
establish to increase your a
to help your colleagpesvide
professional learning for
individual and collegial grou
within the district focused o
applying the knowledge ang
skills of assessment literacy|
data angkis, and the use of
state, district, school, and
classroom assessment datg
improve student achieveme

How might you engage tead
leaders in sharing quality
examples of formative
assessment practices with ¢
faculty?

How can you provide omgoit
professional learning for
individual and collegial grou
within the district focused of
applying the knowledge ang
skills of assessment literacy
data analysis, and the use ¢
state, district, school, and
classroom assessment data
improve student estement?

How are you systematically
seeking, synthesizing, and
applying knowledge and skil
assessment literacy and dat
analysis? In what ways are \
sharing your knowledge with
staff to incr
achievement?

In what ways are yming
state, district, school, and
classroom assessment data
make specific and observab
changes in teaching, curricu
and leadership decisions to
increase student achieveme

How are you expanding you
knowledge and/or skills of
assessment liteyaand data
analysis?

What strategies have you
considered that would increa
your interaction with staff

concerning assessments?

How are you using your
knowledge and skills of
assessment literacy to chan
schedules, instruction, and
curriculum or leadépsh
practices to increase studen
achievement?
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Narrative: School leaders are responsible for monitoring the effectiveness of classroom teachers. This

Indicator 3.6 7 Faculty Effectiveness: The leader monitors the effectiveness of classroom
teachers and uses contemporary research and t he
criteria and procedures to improve student achievement and faculty proficiency on the FEAPs.
indicator addresses the proficiency and focus of t
of faculty effectiveness and the use of monitoring data to improve student and faculty performance. The
focus here is on monitoring teacher use of strategies supported by contemporary research, teacher

he |

proficiency on issues contained in the distriowtds teac
student achievement, and faculty proficiency on the FEAPs.

Not e: I ndicator 3.1 is focused on the | eaderds grasp
monitoring the facultiesd grasp of the FmBammingddtandi cat or

to provide timely feedback.

Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of qualit)
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The | eader 6s
generates a gteg vision with
the faculty of high expectati
for faculty proficiency in the
FEAPSs, researbhsed
instructional strategies, and
indicators in the teacher
evaluation system.

The leader shares productiv
monitoring methods with oth
school leadets support

district wide improvements.

The | eader d6s
monitoring process providey
leader and leadership team
a realistic overview of the
current reality of faculty
effectiveness on the FEAPs
indicators in the teacher
evaluatiorystem, and
researcibased instructional
strategies.

The | eader d6s
practices are consistently
implemented in a supportive
and constructive manner.

The district teacher evaluati
system is being implemente
but the process is focused o
proceduralompliance rather
than improving faculty
proficiency on instructional
strategies that impact stude
achievement.

The manner in which monitd
is conducted is not generally
perceived by faculty as
supportive of their professio
improvement.

Monitdang does not comply W
the minimum requirements ¢
the district teacher evaluatio|
system.

Monitoring is not focused on
teacher proficiency in reseal
based strategies and the
FEAPSs.

seen in the

to the following:

Leadership Evidenad proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilestrafive b e

Impact Evidencaf leadership proficiency may be see
the behaviors or actidnthe faculty, staff, students ang
communityllustrative exampdésuch evidence may

include, but are not limited to the following:

1
monitoring of faculty.

1 Records or notes indicate the frequéoreyadfand
informal observations.

1 Data from classroom walkthroughs is focused o
effect size strategies and other FEAPs impleme

1  Notes and memorandum from-fgdloanferences
regarding feedback on formal or informal observ
reflect attéion to FEAPS issues and resbasst
practices.

1  Agendas for meetings address faculty proficieng
arising from the monitoring process.

1  The leader meets with teachers to provide feedl
their growth in proficiency on instructional strate

1 Leadership team agendas or memoranda focuse
issues arising from monitoring.

T Principal©és

Schedules for classroom observation document

resource i
based on monitoring data.

1

The teachers document that the ieiidézd
professional development focused on issues arig
faculty effectiveness monitoring.

Teacheleader meeting agendas or memoranda r
followup actions based on feedback from leaders
monitoring on FEAPs, teacher evaluation indlicat
researcihased strategies.

Lesson study, PLC, or teacher team work is initig
address issues arising from monitoring process.
Teachers can describe thedffghbt size instructiong
strategies employed across the grades and curri
andhowtye are adapted in
meet student needs.

Data and feedback from school leader(s) genera
walkthroughs and observations are used by teac
revise instructional practices.

Other impact evidence of proficiency on thds.indig
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1  Other leadership evidence of proficiency on this
indicator.

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] HighlyEffective [ ] Effective [ ] Needs Improvemel [ ] Unsatisfactory
Evidence LogSpecifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclusive lipeofed)at is ex

Enter data here:

Reflection Questions for Indicator 3.6
Highly Effective Effective Needs Improvement Unsatisfactory

How do you convey to higll How do you improve your | How do you restructure your | How do you improve your own|
effective teachers specific| conferencing skills so your of time so that you spend end grasp of what the FEAPSs requ

feedback that would move| feedback to teachers is bg time on monitoring the so that your monitoring has a
them toward even higher | speific enough to be helpf| proficiency of instructional useful focus?
levels gbroficiency? and perceived as support | practices and giving feedbacl
rather than negative critici{ be an effective supgor the
How do you engage highly faculty?

effective teachers in sharir]
vision of high quality teach
with their colleagues so th
there is no
enougho?

Union County School District Page63
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to increase teacher professional practice.

Proficiency Area 4: Faculty Development: Effective school leaders recruit, retain,
and develop an effective and diverse faculty and staff; focus on evidence,
research, and classroom realities faced by teachers; link professional practice
with student achievement to demonstrate the cause and effect relationship;
facilitate effective professional development; monitor implementation of critical
initiatives; and provide timely feedback to teachers so that feedback can be used

Narrative:
realityo of
focus.

Thi s

faculty

proficiency
proficiency to

area i s

cont i

aligned wi
nuous

t h

proficiencies needed for the school population served.

Indicator 4.1 17 Recruitment and Retention: The leader employs a faculty with the instructional

Narrative: Thef oc u s

of this i

ndi

cator i s on

t he |

possible for the needs of the school population. It addresses actions taken to anticipate staffing needs,

seek out quality applicants, and efforts to retain quality staff once on the faculty.

Rating Rubric

eader 0s

Highly Effectiva:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader 6
i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicatoare evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The leader tracks thecass
of her or his recruitment ang
hiring strategies, learns fron
past experience, and revisitj
the process annually to
continually improve the prod

The leader engages in a vai
of traditional and scaditional
recruitment strategies and ti
proritizes based on where tf
find their most effective
teachers.

Effective recruiting and hirin
practices are frequently sha|
with other administrators an
colleagues throughout the
system.

The leader works collaborat
with the staff in the human
resources office to define th
ideal teacher based upon th
school population served.

The leader is sensitive to th
various legal guidelines abo
the kind of data that can be
sought in interviews.

A hiring selection tool that h
interviewers focus on ke
instructional proficiencies th
are aligned with the teacher|
evaluation criteria is develoy
and effectively utilized.

A hiring process is clearly
communicated including ho
staff is involved.

The leader relies on the dist
office to post notices of

vacancies and identify poter|
applicants.

Efforts to identify replaceme
tend to be slow and come af
other schools have made
selections.

Interview processes are
disorganized, not focused o
the schools needs, and do n
improve from year to year.

The leader approaches the
recruitment and hiring proce
from a reactive rather than g
proactive standpoint.
Consequently, the process
not be well thought out, is
disjointed, and not aligned w
key success criteria embedg
within the teacher easibn
documents essential to
organizational success.

No coherent plan or process
employed to encourage qua
staff to remain on the faculty

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilegratives b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty amitustedtive
examplesf such evidence may include, but &neitedttc

the following:

1 The leader maintains an updated assessment of the
instructional capacities needed to improve faculty
effectiveness and uses that assessment in filling vac

1 Samples of hiring documents (e.g., posting notices, i
questions with look/listen fors) that identify highly des
instructional proficiencies needed in teacher applicarn

1  Teachers can describe a hiring process that incorpor
specific focus on essential instructional proficiencies
for the school population served.

1  Teachers confirm that a critical part of th@digsg
includes an evaluation of the effectiveness of the pro

1  Teacher leaders are involved in monitoring staffing ne
providing input to the leader.
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1 Documentation that the recruitment and select proce| 1  Teachers new to the school can describe effective in

subjected to andapth review and evaluation for contix processes that had a positive timpaleeir adjustment to
improvement poises. school.
1 The leader has an established record of retaining efff §  Teacher leaders (e.g. department heads, team leade
and highly effective teachers on the staff. describe the instructional capacities needed in finding
1 The leader has a systematic process for selecting ne candidates to fill vacancies on the faculty.
and reviews that process for its impact on faculty 1  Other impact evidence of proficiency on this indicato
effectiveness.

1 Programs for newddransfer teachers that promote
adjustment to the school culture and instructional
responsibilities is provided.

1  Evidence that the leader has shared successful hirin
practices with other administrators and colleagues w|
district.

1  Other leadeiiphevidence of proficiency on this indicat

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effectey [ ] Effective [ ] Needs Improvemel [ ] Unsatisfactory
Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

Reflection Questions for Indicator 4.1

Highly Effective Effective Needs Improvement Unsatisfactory

What can be done to What connections do you | Have you gathered data abo{ At what point in the school yez

encourage quality teacher{ have to reach potential why teachers choose to leavg you check on staff retention a

stay with your school and | applicants other that the | your faculty? estimate future staffing needs’

quality applicants to seek 1 districts personnel office? | What strategies have you In what ways are professional

join the faculty? employed to meet the learnin learning opportunities linked tg
needs of your facuitym individual faculty needs?
novice to veteran to expert?

Union County School District Page65
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Indicator 4.2 i Feedback Practices: The leader monitors, evaluates proficiency, and provides
timely and actionable feedback to faculty on the effectiveness of instruction on priority
instructional goals and the cause and effect relationships between professional practice and
student achievement on those goals.

Narrative: Where indicator 3.6 focuses on monitoring to maintain awareness of faculty effectiveness, this
indicator focuses on the use of the monitoring process to provide quality and timely feedback to teachers.
The feedback processes need to deepen teacher understanding of the impact of their practices on student

learning.

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of quality
work with only normal variation

Needs Improvement:
Leader 6 smpactot i o
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring,rerfeaving
an adverse impact.

The leader uses a variety of
creative ways to provide
positive and corrective
feedback. The entire
organization reflects the

| eader ds f ocly
timely, and specific recognit
of proficiency and improvenmn
in profiency.

The focus and specificity of
feedback creates a clear vis
of what the priority instructig
goals are for the school and
cause and effective relation
between practice and stude
achievement on those priori
goals.

The leader balanéegividual
recognition with team and
organizatienide recognition.

The leader provides formal
feedback consistent with thg
district personnel policies, a
provides informal feedback
reinforce proficient performe
and highlight the strengths ¢
collegues and staff.

The leader has effectively
implemented a system for
collecting feedback from
teachers as to what they kn
what they understand, wher
they make errors, and when
they have misconceptions a
use of instructional practice

Correctivera positive
feedback inked to
organizational goals and bo
the leader and employees ¢
cite examples of where
feedback is used to improve
individual and organizationag
performance.

The leader adheres to the
personnel policies in providi
formal fedshck, although the
feedback is just beginning tq
provide details that improve
teaching or organizational
performance, or there are
faculty to whom feedback Is
timely or not focused on prig
improvement needs.

The leader tends to view
feedback aslimear process;
something they provide
teachers rather than a colleg
exchange of perspectives of
proficiency.

There is no or only minimal
monitoring that results in
feedback on proficiency.

Formal feedback, when
provided, is nonspecific.

Informal feedtais rare,
nonspecific, and not
constructive.

seen in the

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrafive b e

Impact Evidereof leadership proficiency may be see
the behaviors or status of the faculty anustadtive
examples sfich evidence may include, but are not i

to the following: the following:
1 Rubrics that distinguish among proficiency levels on| §  Teachers can attest to regularly scheduled formal an
evaluatiomdicators are used by the leader to focus fe observations.
needed improvements in instructional practice. 1 Teachers report recognition as team members and a
1  Samples of written feedback provided teachers regal individuals.
prioritized instructional practices. 1  Teachers describe feedback from the leaderah terms
1 Documentation of an instructional monitoring schedu recognizing instructional strengths and suggestions t
suppot s frequent instruct their teaching to a new level.
administrative staff. 1 Teachers report that leader uses a combination of clg
1  The leader implements a schedule that results in freg observation and teagdaf assessment data as part of t
walkthroughs and observation of teaching and learni feedback.
1  School improvement plan reflects monitoring data anf § Feedback to teachers, ovardhese of the year, is base

multiple sources of information (e.g. observations,

Union County School District
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1

Evidencthe leader has a system for securing feedba
teachers specific to prioritized instructional practices

The | eaderds use of t i mg
spent on monitoring i nst
game 0) a spdcifipandactiordblerfepdback o

instructional practices.
The leader provides feedback that describes ways tq

walkthroughs, videos;redliéctions, lesson studies, PLC
assessment data,) and from more than one person.
Teacher leaders have opportunities to observe collea|
teathing practices and provide feedback.
Feedback and evaluation data is used by teachers to
growth plans.
Other impact evidence of proficiency on this indicator|

performance and reach the next level of proficiency.
T Feedback reflects | udameg
checklist approach
1  Other leadership evidence of proficiency on this indi

Scale Levelqchoose one) Where there is sufficient evidence to ratefatimecy on this
indicator, assign a proficiency level by checking one of the four proficiency levels below,
rated at this time, leave blank:

[ ] Highly Effective [ ] Effective [ ] Needs Improveme  [] Unsatisfactory
Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

Reflection Questions for Indicator 4.2
Highly Effective Effective

Needs

Improvement
How frequently do teachers| What are some examples o| In what ways do you currenf How can frequent, focused,
recognize that your feedbag focused, constructive, and | recognize faculty in providin{ constructive feedback suppa

Unsatisfactory

directly linked to improving
their personal performance
that of the school?

meaningful feedback that yc
provide to your staff? How ¢
this support their learning?

feedback and affirmation to
them?

teachers in improving their
instructional practice?

To vhat extent do you
acknowledge the efforts of
teams, as well as that of
individuals?

What might you do to ensur
that they see this important
connection?
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Narrative:

Teachi

ng i s a

compl ex

process.

The

Indicator 4.3 1 High effect size strategies: Instructional personnel receive recurring feedback on
their proficiency on high effect size strategies.

However, teachers need proficiency on a core repertoire of high importance strategies. These are strategies

teachers
focusing

al |
i n

ar e
facul ty

expected
attenti

be
on

to
on

abl e

to us e

probabilities of causing student growth when done correctly and in appropriate circumstances.
Note: Department lists of high-effect size strategies are posted at www.fldoe.org and
www.floridaschoolleaders.org

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os

i mpact of | ead
to this indicator are sufficient a
appropriate reflections of quality
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The leader usa variety of
creative ways to provide
positive and corrective feed
on the implementation of hig
effect size strategies. As a
result, the correct and
appropriate implementation
high effect size instructional
strategies across the curricy
and gades is a routine part @
the learning environment fo
students.

The entire organization reflg
the | eaderds
timely, and specific recognit
of correct and appropriate
implementation of high effeg
size strategies.

The leader tznces individua
recognition on high effect si
strategies with team and

organizatiemide recognition.

In addition to the formal
feedback consistent with thg
district evaluation system
indictors, the leader provide
recurring informal feedback
high #ect size strategies to
reinforce proficient performe
and highlight the strengths ¢
colleagues and staff.

The leader has effectively
implemented a system for
collecting feedback from
teachers as to what they kn
what they understand, wher
they makerrors, and when
they have misconceptions a|
use of high effect size
strategies.

Corrective and positive
feedback on high effect size
strategies lmked to
organizational goals.

Both the leader and employ
can cite examples of where
feedback ongi effect size

strategies is used to improv:
individual and organizationag
performance.

The leader adheres to the
district evaluation system
requirements for providing
formal feedback on high effe
size strategies, but the feed
is general rather thmaviding
details that improve teachin
organizational performance
related to high effect size
strategies.

The leader tends to view
feedback as a linear proces
something they provide
teachers rather than two wa
communications where the
leader alsedrns from the
teacher so exq

The leader is not aware of th
high effect size strategies
expected to be used in distri
schools or fails to communig
them to faculty.

Feedback on high effect siz¢
strategies is rare, nonspecifi
and not construeti

effecti
i mgieas & vhesm aiith thigherf

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrafive b e

Impact Evidencef leadership proficiency may be see|
the behaviors or status of the faculty afitustedtive
examplesf such evidence may include, but are not li

the following:

1 Professional learning supports on the high effective g
strategies areadily available to faculty.

1  Samples of written feedback provided teachers high
size instructional strategies.

1  Walkthrough and observation practices are designed
emphasize feedback on use of high effective size str

1  Teachersan attest to regularly scheduled formal and
observations with feedback on high effect strategies.

1  Teachers report recognition as team members and a
individuals for quality work on high effect strategies.

I Teachers describe feedback from theitems of
recognizing instructional strengths and suggestions t
their teaching to a new level.
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http://www.fldoe.org/
http://www.floridaschoolleaders.org/

1  School improvemenhpiecludes actions to improve 1
proficiency in high effect size strategies.

1 Evidence the leader has a system for securing speci
feedback from teachers on their implementation of hi 1
size strategies correctly and in appropriate circumsta

1 Docurantation of an instructional monitoring schedulg
supports frequent (every other week) instructional mq
of high effect size strategies.

1 The leader provides feedback that describes ways tq 1
performance on high effect size strategieschritie nex{
level on same. Ll

1  The leader manages schedules that enable teachers
observational rounds or view video examples of othe|
teachers using the high effect size strategies.

9  Other leadership evidence of proficiency on this indig

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at thigme, leave blank:

[ ] Highly Effective [ ] Effective [ ] Needs Improveme  [] Unsatisfactory
Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do rent esftdasive list of what is expected):

Teachers report that leader uses a combination of clg
observation and teaedsf assessment data as part of t
feedback on high effect drategjies.
High effect size strategies provided through various s
district initiatives are employed by teachers to whom
initiatives apply.

Departments routinely discuss their capacity to imple
high effect strategies applicable teuthjeict area.
Teachers are afforded opportunities to observe ment
teachers using the high effect size strategies.
Lesson study teams use the process to improve appl
high effect strategies to the content of targeted lessol
Other impact eviderof proficiency on this indicator.

Enter data here:

Reflection Questions for Indicator 4.3
Reflection Questions
Highly Effective

Needs
Improvement

Effective Unsatisfactory

How frequently do teachers
recognize that your feedbag
directlyinked to improving bq
their personal performance
high effect size strategies a
as well as the organizationa
performance?

What might you do to ensur
that they see this important

connection?

What are some examples 0
focused, constructive, and
meaningful feedback on hig
effect size strategies that yg
provide to your staff? How ¢
this support their learning?

In what ways do you current
recognize faculty in providin
feedback and affirmation to
them on high effect size
strategies?

To whaéxtent do you
acknowledge the efforts of
teams, as well as that of
individuals?

How can frequent, focused,
constructive feedback suppg
teachers in improving their
instructional practice?
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Narrative: The Department of Education and/or district-supported initiatives focused on improving student

to improve faculty capacity to implement the initiatives.

Indicator 4.4 - Instructional Initiatives: District supported state initiatives focused on student
growth are supported by the leader with specific and observable actions including monitoring of
implementation and measurement of progress toward initiative goals and professional learning

performance require school leader support to be successful at the school site. This indicator addresses the

|l eader 6s

proficiency 1in

needed to implement priority initiatives.
Note: District and FLDOE websites provide support and information about priority initiatives.

Rating Rubric

supporting

such initi

ati

Highly Effective:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicatare sufficient and
appropriate reflections of quality
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

All initiatives are implementg
across the grades and subje
as appropriate with full fideli
the components of each
initiative.

The | eader mg
implementation of the initiat
tracks the impact of the initi
on student growth, and shatr
effective practices and impa
with other school leaders.

Most of the district and state
initiatives are implemented
across the grades and subje
as appropriate with full fideli
the components of each
initiative.

The leader is conversant wi
the impact the initiative is
expected to have and monit
teacher and student
implementatiof the element
of the initiative.

Some initiatives are
implemented across the son
of the grades and subjects g
appropriate with work in
progress to implement the
components of each initiativ

The leader relies on teache
implement the initiatiaed is
seldom involved in monitorin
providing feedback on the

i mpact of t heg
implementation on student
growth.

District and state supported
initiatives are not supported
the leader with any specific

plans, actions, feedback or

monitong.

The leader is unaware of wh
state and district initiatives
expected to be implemented
the school.

Leadership Evidenad proficiency on this indicator m
seen in
examples of such evidenag include, but are not limit
to the following:

the | eader 6s be

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
community. lllustrative examples of such evidence n
include, but are not limitettie following:

1
1
1

1
1
1

The initiatives being pursued are explicitly identified
access to supporting resources is provided.
Leaderdés agendas, me mo r §
faculty on the targeted initiatives.

A Multiiered System of Supp@ifESS) and Response t
Intervention (Rti) is fully implemented and the leader
regularly to sustain implementation.

The leader monitors practices in areas where subjec
strategies are expected and provides feedback on th
effective sue sifich strategies (e.g. ESOL strategies)
Reading Strategies from Just Read, Florida! are impl
The leader can identify all of the initiatives in use ang
how progress is monitored for each.

Other leadership evidence of proficiency oicahds.ind

1
initiatives.
1
routinely used by faculty.
1
1
1
learned.
1

Classroom teachers describe how they implement the
Video exemplars that support implementing the initiat

Online resources and technology supports that deepe
understanding of the initiagireessed by faculty.

State or district wedsed resources aligned with the
initiatives are regularly accessed by faculty,
Teachers have participated in professional developm
associated with the initiative and implemented the str

Otheimpact evidence of proficiency on this indicator.

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
raed at this time, leave blank:

[ ] Highly Effective [ ] Needs Improvemel

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative aoidreftect an exclusive list of what is expected):
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Enter data here:

Reflection Questions for Indicator 4.4

Highly Effective Effective

Needs Improvement

Unsatisfactory

How do you engage your | How do you use monitorin
faculty in communities of | these initiatives to identify
practice where practices | faculty professional

related to the initiatives are

How do yatommunicate with
district and state resources tq
learn more about what these
initiatives can contribute to m

How do you find out what
initiatives should be implemen

shared with faculty in othe
schools or districts?

development needs that, if
addressed, would improve
quality of implementation?

school?

Indicator 4.5 1

Facilitating and Leading Professional Learning: The leader manages the
organization, operations, and facilities to provide the faculty with quality resources and time for
professional learning and promotes, participates in, and engages faculty in effective individual
and collaborative learning on priority professional goals throughout the school year.

Narrative: Indicator 4.5 is focused on what the leader does to engage faculty in meaningful professional
learning (which includes being involved in what the faculty is learning).Professional learning on-the-job is
an essential aspect of effective schools. School leaders who manage the school in ways that support both

individual

and

collegial

professional I

earning

personal participation in professional learning plays a major role in making professional learning efforts pay

of f This i

Rating Rubric

ndi

cator addr

esses the |

eader 6s

rol e

Highly Effective:e a d
actions or i mp
relevant to thimdicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os

i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of qualit)
work with only normal tiaria.

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to thiglioator are minim
or are not occurring, or are havi
an adverse impact.

The leader uses a variety of
creative ways to provide
professional learning for
individual and collegial grou
focused on deepening subje
matter knowledge and
proficiency at higffect size
strategies.

The leader is personally
involved in the learning
activities of the faculty in wa
that both show support and
deepen understanding of wi
to monitor.

The entire organization reflg
the | eaderds
timely, and specific professi

learning that targets improvg

The leader provides recurrir
opportunities for professiong
learning for individual and
collegial groups focused on
issues directly related to fag
proficiency at high effext si
strategies and student learn
needs.

The leader removes barriers
time for professional learnin
and provides needed resou
as a priority.

Participation in specific
professional learning that ta|
improved instruction and
student learningésognized
by the faculty as a school

priority.

Less than a majority of the
faculty can verify participatiq
professional learniagused o
student needs or faculty
proficiency at high effect siz
strategies.

Time for professional learnin
provided but is not a consist

priority.

Minimal effort expended to
assess the impact of
professional learning on
instructional proficign

Leadership monitoring of
professional learning is focu
primarily participation with

minimal attention given to th

Focused professional
development on priority lear
needs is not operagion

Few faculty members have
opportunities to engage in
collegial professional
development processes on {
campus.

Individual professional learn
is not monitored and is not
connected to the school
improvement plan or studen
learning needs.
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instruction and student learr]
on the standards in the couf
descriptions.

Leadership monitoring of

professional learnis@ocused
on the impact of instructiong
proficiency on student learn

Leadership monitoring of
professional learning is focu
on the impact of instructiong
proficiency on student learn

impact of instructional
proficiency on student learni

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |

t he | e adlestralive b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty afitlstedtive
examplesf such evidence may include, but are not li

to the following: the following:

1 Documents generated by or at the direction of the leg §  Faculty members describe an organizational climate
establish a clgaattern of attention to individual profes supportive of professional learning and can provide e
development. of personal involvement.

1 Documents generated by or at the direction of the leg §  Mhutes and/or summary records of lesson study tean
establish a clear pattern of attention to collegial profe study groups, and/or PLCs provide evidence that the
development. collegial opportunities are active on the campus.

1  Schedules provide evidence of recurring time allocatl  Agendas, documents, or anecdotal records of teams
professional learning. department meetings reflect reemgagement in

1  Technology is used to provide easy and recurring ac professional learning.
professional learning. 1 Information on the availability of professional learning

1 Budget records verify resources allocated to support accessible for faculty.
prioritized professional learning. 1  Other impact evidence of proficiency on this indicator

1 Documents generated provide evidence that adminis
are maitoring faculty participation in professional lear

1  Other leadership evidence of proficiency on this indig

[ ] Highly Effective

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidencar@nafgroficiency on this
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Needs Improveme

[ ] Unsatisfactory

Enter data here:

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions fordicator 4.5

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What strategies have you
implemented so that you sp
your learning about providin
professional learning for
individual and collegial grou
within your school to your
colleagueacross the school
system?

What might be some creativ
ways to provide professiong
learning for individual and

collegial groups focused on
deepening subject matter

knowledge and proficiency ¢
high effect size strategjies

As you think about your
leadership in providing
professional learning, what &
key strategies for you to
consider that would help you
provide recurring opportuniti
for professional learning for
individual and collegial grou
focused on issues directly
related to faculty proficiency|

How would you describe yol
efforts to make certain that y
professional learning is focu
on student needs or faculty
proficiency at high effect siz
strategies?
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high effect size strategies ar
student learning needs?
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Narrative:

Facul

ty

devel

opment has

many

aspects.

Indicator 4.6 i Faculty Development Alignments: The leader implements professional learning
processes that enable faculty to deliver culturally relevant and differentiated instruction by:
1 generating afocus on student and professional learning in the school that is clearly
linked to the system-wide objectives and the school improvement plan,
9 identifying faculty instructional proficiency needs (including standards-based content,
research-based pedagogy, data analysis for instructional planning and improvement),
9 aligning faculty development practices with system objectives, improvement planning,
faculty proficiency needs, and appropriate instructional goals,
I and using instructional technology as a learning tool for students and faculty.

developing faculty capacity to implement culturally relevant differentiated instruction by aligning the various
faculty developments processes and practices with certain key issues (Standards-based content, research-
based methods, data for planning, etc. as specified in the text of the standard.)

Rating Rubric

Highly Effectiva:e a d
actionsdr mpact of
relevant to this indicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient ar
appropriate reft®ns of quality
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actionsompact of |
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

The leader has demonstrate
record of differentiated
professional learning for fac
based on student needs.

The leader hdsveloped a
system of jedmbedded
professional learning that
differentiates training and
implementation of instructio
priorities based on teacher
needs, which help retain
proficient and highly exemp
staff.

The leader routinely shares
professionaddrning
opportunities with other sch
departments, districts, and
organizations.

Professional learning includ
plan for the implementation
the prioritized instructional
needs (e.g., reseabased
instruction, data analysis,
instructional tectom,
culturally relevant) aligned t
school improvement plan ar
some effort has been made
differentiate (coaching,
mentoring, collaborative tea|
coaching) and embed
professional development tg
meet the needs of all faculty
members. The leader is tablg¢
use data from evaluation of
instructional personnel to
assess proficiencies and
identify priority needs to sug
and retain proficient and
exemplary faculty members

The leader attempts to
implement all of the priority
instructional needs without &
plan for doing so.

The leader is aware of the
differentiated needs of facul
and staff members, but
professional development is
only embedded in faculty
meetings at this time, rather
than incorporating the use o
collaboration, study teams, ¢
in ordemtmeet the unique
needs of staff.

Professional learning is typic
fflone size filt
little or no evidence of
recognition of individual facu
needs or matching of faculty
needs to student achieveme
needs. Consequently, retain
proftient and exemplary staf
problematic.

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |

t he | e adlestralive b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty atitustedtive
example of such evidence may include, but are not |

professional learning.

to the following: the following:
1 Documentation that professional learning is determin §  Staff describes ways that professional learning is cult

basis of stlent achievement and teacher competency relevant tthe population served and differentiated to n
1  Evidence that professional learning includes culturall their unique instructional needs.

instructional practices. 1 Lesson study groups and PLCs have explicitly stated
1  Faculty meetings focus on professional learning relat and a focus for their collegial learning.

schools instructional priorities. 1 Teachers can articulate a process that helps them de
1  The leader examines data on teacher proficiencies a| individualizédarning plans.

identifies needs that are subsequently addressed by| §  Faculty requests for professional learning are filtered

ensure that they relate to identified needs within the

improvement plan.

Union County School District
Administrator Evaluation System Template

Page74

Thi



1

quality instctional practices.
1

priorities.
1

supports, and differentiated instruction.
T The | eader 6s

improve student engagement in learning.
1

Technology resources are provided to maximize facy
access to online learning and sharing video exempla|

Individualized professional development plans appro|
the principal are clearly aligned with school improven

Meeting agendas and memorandum to faculty provid
evidence of going monitoring of the implementation

ciitical initiatives (e.g., data analysis, text complexity)
standardbased instructional program;tiexdtl system o

document s &
guiding faculty toward deeper umibngf@f the cultures
students in the school and how instruction is adapteq

Other leadership evidence of proficiency on this indig

Teachers can identify their learning needs as they rel
student learning needs.

Faculty can dmnstrate their use of course description
the source of learning goals and objectives.

Faculty can provide evidence of culturally relevant an
differentiated instruction.
Other impact evidence of proficiency on this indicator]

Scale Levelqchoose @) Where there is sufficient evidence to rate current proficiency on
indicator, assign a proficiency level by checking one of the four proficiency levels below,

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ]Needs Improveme!

[ ] Unsatisfactory

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

Reflection Questions for Indicator 4.6

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What procedures have you
established to increase
professional knowledge
opportunities for colleagues
across the school system?

What system do y@e to
prioritize learning needs and
empower faculty to create
individual learning plans?

What strategies have you
employed to meet the learni
needs of your faculty, from
novice to veteran to expert?

In what ways are profession
learning opportunities linked
individual faculty needs?
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Narrative: An indicator required by 1012.34 F.S., the focus is on whether the accumulated impact of the

Indicator 4.7 i Actual Improvement: The leader improves the percentage of effective and highly
effective teachers on the faculty.

|l eader 6s

student
occurring.

Rating Rubric

acti
area #3 provide a base line that, along with teacher ratinginthedi st ri ct 6 s

growth measures,

ons result

in positive

enabl e

trend | ines
teacher
assessment of

Highly Effective:e a d
actions or i mp
relevant to thimdicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os

i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of quality
work with only normal tiaria.

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actions or i mp
relevant to thiglioator are minim
or are not occurring, or are havi
an adverse impact.

The percentage of teachers
rated effective or highly
effective increases while the
percentage rated needs
improvement for two
consecutive years declines.

Student growth measure an
instructional practice ratingg
in substantial agreement fo
least 75 percent of the facul

The percentage of teachers
rated effective or highly
effective increases or remai
stable within five percentage
points of the prior year, but
there is edence of specific
improvements in student grg
measures or proficiency in h
effect size strategies.

There is no evidence of
improvement in student gro
measures for the majority of]
teachers rated as effective,
needs improvement, or
unsatisfaaty.

There is significant variation
bet ween t each
growth measur
assessment of instructional

The percentage of teachers
rated effective or highly effe
declines and cannot be
explained by changes in stal
membersp.

There is no evidence of
improvement in student grov
measures for the majority of
teachers rated as needs
improvement or unsatisfacto

practices.

Leadership Evidena# proficiency on this indicator m
seen in
examples of such evidence may include, but are no

t he | eadlesrabve b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty atitustedtive
examplesf such evidence may include, tdmmited t

to the following: the following:

1 Documents generated by or at the direction of the leq §  The percentage of teachers rated highly effective incr
establish that the leader tracks the progress of facult) The percentage of teachers effctive increases.
members on student growth measures and identifies| §  The percentage of teachers previously rated as need
making demonstrable progress. improvement (developing) or unsatisfactory decrease

. Documents generatedrst the direction of the leader | §  The percentage of teachers ranking at or above the d
establish that the leader tracks the progress of facult] average on student growth measures increases.
members on high effect size strategies and identifieg §  The percentage afdbers with highly effective rating or
making demonstrable progress. effect size instructional strategies increases.

I Documents generated by or at the direction of the leg §  Lesson studies produce revised lessons with improve
establish that tteader tracks the progress of faculty outcomes.
members rated as needs improvement or unsatisfac{ q  Tracking of learning goals produces data and trend |i
can identify specific areas of improvement. showing improvement in teacheiveffiess.

I The leader tracks student growth data and teacher | ¢ State and district tests show improved student perfor
assessment data aligned to learning goals to track & ¢ yvAM scores in teacher assessment show improveme
improvenme in teacher performance and maintains re trend lines show improvement in percentage of result
the percentage of staff showing growth over time. on VAM scores.

1  Other leadership evidence of proficiency on this indig §  Other impact evidence of proficiency on this indicator

[ ] Effective

Scale Levelqrchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] HighlyEffective [ ] Needs Improveme

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive lipeofedat is ex
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Enter data here:

Reflection Questions for Indicator 4.7

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How well aligned are your
assessments of instructiond
practice with the results of
student growth measures?

In what wayse you assisting
the better performing teachg
to improve as much as you
assisting the lower performe

How would you describe yo
efforts to improve instructior

In what ways are you provid
feedback on instructional
practice that resuliniproved
student learning for those
teachers most in need of
growth?

How would you describe yot
efforts to understand what
instructional improvements &
needed and then communic
that in useful ways?

What information are you
collecting to help ymow what
is or is not happening in the
classrooms where teachers
need improvement?

How are you making a
difference in the quality of
teaching in your school?

What are some of the strate
you are employing that help
be aware of where the great
problems are in terms of
instructional proficiency?
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Proficiency Area 5:_Learning Environment: Effective school leaders structure
and monitor a school learning environment that improves learning for all of

Fl oridabés diverse student popul ati on.

Narrative: This proficiency area is aligned wi
school is a result of decisions and actions by the adults in the school. Learning environments that are
success oriented, student centered, treat diversity as an asset, and focus on eliminating achievement gaps
support students preparation for fulfilling lives.

t h

Indicator 5.1 1 Student Centered: The leader maintains a safe, respectful and inclusive student-
centered learning environment that is focused on equitable opportunities for learning and
building a foundation for a fulfilling life in a democratic society and global economy by providing
recurring monitoring and feedback on the quality of the learning environment and aligning
learning environment practices with system objectives, improvement planning, faculty

proficiency needs, and appropriate instructional goals.

Narrative: School |l eaders who monitor what
have better insights on how to make the system work than those who do not monitor impact of policies and

student s

practices on

student s. |

and supportive of engagement in learning.

Rating Rubric

t is the |

eader 6s

Highly Effective:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicatare sufficient and
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: ead e
actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

The leader provides clear,
convincing, and consistent
evidence that they ensure tf
creation andaimtenance of a
learning environment condu
to successful teaching and
learning for all and shares tk
practices with others throug
the district.

Involves the school and
community to collect data ol
curricular and extuarricular
student involvent to assure
equal opportunity for studen
participation.

The leader provides clear

evidence that they create a
maintain a learning environ
that is generally conducive {
ensuring effective teaching
practices and learning, althg
there may be soeeptions.

Collects data on curricular 4
extracurricular student
involvement to assure equa
opportunity for student
participation.

The leader provides limited
evidence that they create a
school either in planning or
actions.

Collects data onrcular and
extracurricular student
involvement.

The leader provides little to
evidence that s/he make pla|
for a safe and respectful
environment to ensure

successful teaching and
learning or addresses safety
concerns as they arise.

Does not collaetdta on
curricular and exttarricular
student involvement.

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrabive b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty atitlstedtive
examplesf such evidence may include, but are not li

the following:

student needs.
f The |

1 Documents that establish safe, respectful, and inclus
schooelvide common expectations for students and st
1 Agendas, meeting minutes, etc., show recurring atte

eader 6s
opportunities for achieving success

1 Leader has proceduresttatents to express needs ang
concerns direct to the leader.

documents |

1 Teachers can describe a specific policies, practices,
procedures that result in a safe, respectful, and inclug
studententered learning environment.

1  Student questionnaire results reflect satisfaction with
attentioto student needs and interests.

1 Counseling services and safe school programs (e.g.

ar e

1  Tutorial processes are provided and easily accessiblg

bullyingo)

students.

i mpl ement
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1  The leader provides programs and supports for stud¢ §  Teachers receive training on adapting instruction to s

making adequate progress. needs.
1 School policies, practices, procedures are designed | § Exteded day or weekend programs focused on stude
address student needs. academic needs are operational and monitored

1  Other leadership evidence ofipnaiy on this indicator. | 1  Parent questionnaire results reflect satisfaction with s
attention to student needs and interests.
9  Other impact evidence of proficiency on this indicator|

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below,
rated at this time, leave blank:

[ ] Highly Effectas [ ] Effective [ ] Needs Improvemel [ ] Unsatisfactory
Evidence LogSpecifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

Reflection Questions for Indicator 5.1

Highly Effective Effective Needs Improvement Unsatisfactory
What practices have you | What evidence would you| How would you describe you| What strategies are you
engaged in to increase accept you were ensuring| efforts to provide clear evider intentionally implementing to
professional knowledge creation and maintenance| that you create and maintain| create and maintain a safe an
opportunities for colleague| a learning environment learning environment that is | respectful environment to ensy
across the school system | conducive successful generally conducive to ensur{ successful teaching and learni
regarding your efforts to | teaching and learning for g effective teaching and learnir] or addresses safety concerns
ensure the creation and although there maysbene they arise
maintenance of a learning exceptions?
environment conducive to
successful teaching and
learning for all?
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Indicator 5.2 - Success Oriented: Initiates and supports continuous improvement processes
andamulti-t i ered system of supports focused on the
well-being.

Narrative: The issues in 5.1 focus on monitoring how school policy and practice affect the quality of student
lives. This indicator shifts focus from those broad issues to what happens at the school that creates
opportunities for student success and studentso
good for them. School should be rigorous and demanding but also implemented in ways that create

recurring opportunities for success.

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
model®f proficiency for other
leaders.

EffectiveLeader 6
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

Through all grades and
subjects a mdigred system
of supports is operational
providing core universal
supportgésearcibased,
highguality, general educati
instruction and support;
screening and benchmark
assessments forstilldents,
and continuous data collecti
continues to inform
instruction).

Where student are not
successful on core instructic
problem solving is employe(
to identify and implement
targeted supplemental
supports (data based
interventions and progress
manitoring).

Where targeted supplement
supports are not successful
intensive individual supportg
employed based on individy
student needs.

Skillful problem solving to
ensure staff have adequate
time and support, and
effectively monitoring a c I
effective use of resedrabed
instruction.

Problem solves skillfully (e.g
conceptualizing, applying,
analyzing, synthesizing, andg
evaluating informaitm

provide adequate time,

resources, and support to
teachers tos(
curriculum to all students.

Celebrations of student suc
are common events and are
focused on recognition of th
methods and effort expendg
so students understand whg
behaviors led to the succes

Most grades and subject tra
student learning giowh
priority instructional targets.

MTSS operational across th
grades and subjects.

Problem solving efforts are
unskillfully used to provide
adequate time, resources, a
support to teachers to delive
the districtd
stat eds taderdsn ¢

Celebrations of student sucg
are provided but are

inconsistent in focusing on
how/why students succeede

MTSS operational in some
classes.

No actions other than use of
slogans and exhortations to
succeed are taken by the le
to address gtices and
process that actually enable
success.

MTSS not operational.

Leadership Evidena# proficiency on this indicator m
seen in the | eadlestrafive be
examplesf such evidence may include, but are not |
to the following:

Impact Evidencef leadership proficiency may be see|
the behaviors or actions of the faculty, staff, student
communityllustrative examptésuch evidence may
include, batre not limited to the following:

1 Agendas, memorandum, and other documents provi
direction on implementation of MTSS.

T Teacher s 6 databased intbrsentiores anel a |
progress monitoring.

1 Teachedirected celebrations of student success ident
causes of success.
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1 Agendas, memorandum, and other documents refleq §  Supplemental supports are providadsesc
recurring discussion with faculty on continuous progr| §  Faculty and student describe the leader as one who i
monitoring practices. genuinely committed to student success in school an
1 Theleader recognizes the accomplishments of indiviq §  Faculty teams, departments, grade levels or collegial
teachers, student, groups and the whole school via teams who have worked together on student succesg
newsletters , announcements, websites, social medig recognized.
facetoface exchanges) 1 Teacheand student tracking of progress results in dal
1 Leader solicits student input on processes that supp student success.
hamper thesuccess. 9  Other impact evidence of proficiency on this indicator,

1 Leader does surveys and other data collections that
school conditions that impact studemingll

1 Data collection processes are employed to collect st
parent, and stakeholder perception data on the scho
supports for student sssc

i Other leadership evidence of proficiency on this indiqg

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assigmmoficiency level by checking one of the four proficiency levels below. If
rated at this time, leave blank:

[ ] Highly Effective [ ] Effective [ ] Needs Improvemel [ ] Unsatisfactory
Evidence Lo{Specifically, what has been observeflduas current proficiency on this indic
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

Reflection Questions for Indicator 5.2

Highly Effective Effective Needs Improvement Unsatisfactory

What supports do you nee| How do you enable teach¢ How do you monitor instructi¢ How do you obtain training on
provide to deepen the proficient M TSS to share | practice to assess the quality] the MTSS model requires and
facul tyds c altheprocess with other implementation of MTSS? do you convey the expectation
intensive individual suppor| teachers? inherent in the model to your
How do you monitor the impg faculty?

How do you share effectivy What continuous progress| targeted supplemental suppo
continuous progress practi practices should be share

with oth4r school leaders?| with the entire faculty? What barriers to student sucq
are not being addressed in y
school?
Union County School District Page81
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Narrative:

ADi versity

p rofaeadheérscaadsschoot leaflees tosecagroze théhmeanyc apaci t )

Indicator 5.3 i Diversity: To align diversity practices with system objectives, improvement
planning, faculty proficiency needs, and appropriate instructional goals, the leader recognizes
and uses diversity as an asset in the development and implementation of procedures and
practices that motivate all students and improve student learning, and promotes school and
classroom practices that validate and value similarities and differences among students.

variations in students that impact learning growth (e.g. learning processes, prior learning experiences,
family and cultural backgrounds); implement practices that respect diversity in learning needs (e.g. multi-
tiered system of supports) and make adjustments at the classroom level that make use of student strengths

and promote growth needs.

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of quality
work with only normal variation

Needs Immvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: ead e
actions or i mp
relevant to this indicator are air
or are not occurring, or are havi
an adverse impact.

The leader shares with othe
throughout the district strate
thathelp them put into action
their belief that all students

learn at high levels by leadir
curriculum, instruction, and

assessment that reflect and
respect the diversity of stud
and staff.

The leader provides an
instructional program where
recurring adaptations in
instructional to address
variations in student learnin
needs, styles, and learning
strengths are routivers in
all classes.

The leadeystematically acts
on the belief that all student;
can learn at high levels by
leading curriculum, instructi
and assessment that reflect]
respect the diversity of stud
and staff.

Classroom practices
consistenthgflect appropriate
adjustments based on cultu
racial, ethnic backgrounds ¢
students.

The | eader 0s

teachers adapt instructional
strategies to meet individua
student needs are an accep
part of the shared vision of t
leader ancdulty.

The leadénconsistently acts
on the belief that all student
can learn at high levels by
sometimes leading curriculu
instruction, and assessment
reflect and respect the diver
of students and staff.

The leader has taken some
actionshiat set expectations f
teachers adapting instructio
strategies to meet individual
student needs and such
individualization is evident ir
some but not most classes.

The leader limits opportuniti
for all students to meet high
expectations kifowing or
ignoring practices in curricul
instruction, and assessment
are culturally, racially, or
ethnically insensitive and/or
inappropriate.

Takes no actions that set
expectations for teachers
adapting instructional strate
to meet individwudent
needs.

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |

t he | eadlesrabve b e

Impact Evidencef leadership proficiencylmageen in
the behaviors or status of the faculty atitlstedtive
examplesf such evidence may include, but are not li

to the following: the following:

1 Documents that support the use of diversity as anag § Teachers can describpecsic policies, practices, and
development and implementatiwacgdures and procedures that validate and value similarities and dif
practices. among students.

1 Agendas, memorandum, etc., reflecting recurring att{ §  Professional development opportunities are provided
faculty meetings to capacity to recognize diversity isg teachers regarding ways to adapt instruction to addre
adapt instruction accordingly. diversity issues in siedent body and community.

T Leaderds actions in pro\Yf Studentquestionnaire results reflect belief that their i
that deeparunderstanding of a range of diversity issu characteristics are respected by school leader and fa
evidence of monitoring for implementation in the clag § Parent questionnaire results reflect belief that their in
appropriate diversity practices. characteristics are respectednopieader and faculty.

1 School policies, practices, procedures that validate g § A mulitiered system of supports (MTSS) is implement
similarities and differences among students. the classrooms in ways that respect and make adjust

1  The school leader collects and reviews agenda and n diversity factors.
from departmental or team meetings to monitor atter] §  The school provides an interactive website for stude
diversity issues in pursuit of student learning growth. parents, and the community désigneo b e fiu s

9  Other leadership evidence of proficiency on this indiq sensitive to diversity issues in the community, providi
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information of interest to various segments of the sch
community
1  Other impact evidence of proficiency on this indicator

Scale Levelqchoose one) Where thesafficient evidence to rate current proficiency on thi
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effective [ ] Effective [ ] Needs Improveme [ ]Unsatisfactory
Evidence LogSpecifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclusive list of what is expec

Enter data here:

ReflectiorQuestions for Indicator 5.3

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

What procedures might you
establish to increase your a
to help your colleagues dev
curriculum, instruction, and
assessment that reflect and
respect the digéy of student
and staff?

What strategies might you
employ so that you could sh
with others throughout the
district practices thatp them
put into action your belief th
all students can learn at hig|
levels by leading curriculum
instruction, amdsessment
that reflect and respect the

diversity of students and stg

How might you increase the
consistency with which you
on the belief that all student
can learn at high levels by
sometimes leading curriculu
instruction, and assessment|
reflect and respect the diver
of students and staff?

How might you expand the
opportunities for all students
meet high expectatibys
leading curriculum, instructig
and assessment that reflect
respect the diversity of stude
and staff?
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Narrative: Where indicator 5.3 is focused on the broad array of diversity factors that impact success of

within the school.

Indicator 5.41 Achievement Gaps: The leader engages faculty in recognizing and understanding
cultural and developmental issues related to student learning by identifying and addressing
strategies to minimize and/or eliminate achievement gaps associated with student subgroups

individual students and student sub-groups, indicator 5.4 focuses on academic growth of specific sub-
groups whose academic performance lags behind what they are capable of achieving. The leader is
expected to prepare the faculty to do what is needed to meet the academic improvement needs of the sub-

group(s).

Rating Rubric

Highly Effect®.L e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are suffieietht

appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

The leader has created a se
regulating system based on
data that guarantees regula
and predictable successlof
subgroups, even if condition
change from one year to
another.

Achievements gaps have be
eliminated or substantially
minimized with trend lines
consistently moving toward
elimination of such gaps.

Processes to minimize
achievement gaps within all
impacted sulggoups are
employed for all syloups
with positive trend lines sho
reduction of gaps for all
subgroups.

The leader consistently app
the process of inquiry and/o|
has enabled development o
processes that generate gre
understandig of t h
current systems and their

impact on stgyoup academig
achievement.

Subgroups within the school
and associated with
achievement gaps have bee
identified and some process|
are underway to understand
root causes.

Some actionsronimize the
gaps have been implemente
but either do not reach al su
group students or have
inconsistent or minimal resu

The leader inconsistently
applies the process of inquir
and/or has enabled only limi
efforts to develop of process
that gnerate greater
understandingd
current systems and their
impact on stgroup academig

achievement.

The leader does not identify
implement strategies to

understand the causes of su
group achievement gaps.

No changes in practices or
procsses have been

i mpl ement ed U
direction that is designed to
address achievement gaps.

The leader does not apply t
process of inquiry and/or
develop processes that
generate greater understang
of the school
and their ipact on sufproup
academic achievement.

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |

t he | e adlestralive b e

Impact Evidencef leaership proficiency may be seen
the behaviors or status of the faculty afitustedtive
examplesf such evidence may include, but are not li

to the following: the following:

1  The leader uses statistical analyses identifying acadq §  Faculty and staff can describe the-aét@aichievement
needs of sufroupmembers. goals focused on narrowing acléet/gaps and relate hg

1  Written goals are developed and provided to faculty that implement those goals to impact individual stude
on reducing or eliminating achievement gaps for stu¢ 1 Undesachieving sidyoup students are enrolled in adval
undeiperforming sypoups and for students with classes and presented with high expectations.
disabilities. 1  Teachers can describe specific policies, practices, an

T Documents reflecting t hg procedurethat help them use culture and developmen
understanding of cultural and development issues re issues to improve student learning.
improvement of academic learning growtigtmupub 1  Faculty and staff can explain how goals eliminate diff
students. in achievement for students at different socioeconom

1 The leader develops school policies, practices, procg §  English language learners, and students vifitiedisab
that validate and value similarities and differences arl §  Teacher records reflecting trackisggaibstudent progre

students.

on targeted learning goals related to academic achie
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Lea@ r 6s actions
selfhelp processes and goal setting related to acade
achievement.

The leader personally engages students-petiodering
subgroups with support, encouragement, and high

i Fyrowp stpdpnosti

Student questionnaire results (fregnaybstudents)
reflecting recognition of school efforts to improve thei
academiperformance.

Parent questionnaire results frograu parents reflecti
recognition of school efforts to improve student achie

expectations. i
f Leades¥F s take actions in al
resources with efforts to reduce achievement gaps. |
1  Other leadership evidence of proficiency on this indiq

Lesson study groups focused on improving lessons t(
achievement gap.
Other impact evidence of proficiendy ioditator.

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ 1 Highly Effective [ ] Effective [ 1 Needs Improveme [ ] Unsatisfactory
Evidence LogSpecifically, what has been observed that reflects current proficiency on tH
The examples above are illustrative and do not reflect an exclhaivis kstpafored):

Enter data here:

Reflection Questions for Indicator 5.4
Reflection Questions

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

What strategies might you
employ to increase your abi
to help your colleagues
understand how the elemen
culture are impacted by the
current systems (e.g.,
curriculum, instruction,
assessment, etc.) in order t
improve student achieveme

What are one or two critical
steps you could take that w
shift your examination ofic|
to a point that they become
selfregulating system based
data that guarantees regula
and predictable success ev
conditions change?

How might you systematical
apply the process of inquiry
develop methods of generat
greater undeastding of the
cultures of individuals within
building and how the elemer
of culture are impacted by th
current systems (e.g.,
curriculum, instruction,
assessment) to improve stu

achievement?

Why do su@roups students li
those in your school perform
as well as similar groups in ¢
schools?

In what ways might you
demonstrate greater
understanding of cultures an
their impact on the current
systems in your school to
improve student learning?
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Domain 3: Organizational Leadership

Narrative: This domain addresses proficiencies that impact the quality of a broad array of school operations. The focus is
applying these proficiencies to improve student achievement, instructional leadership, and professional conduct.

Narrative: Thisoficiency area is aligned to FPLS standard #6. How decisions are made can be as important as what decisi

are made.

The |

eader 6s

pr of i c-makimgigthedotus of this@eac i n g

priorities.

Indicator 6.1 1 Prioritization Practices: The leader gives priority attention to decisions that
impact the quality of student learning and teacher proficiency, gathering and analyzing facts
and data, and assessing alignment of decisions with school vision, mission, and improvement

Narrative: Leaders make many decisions. Those that impact student learning and teacher proficiency require priority atten
make anangthe t hat

The focus is

the |

eader 6s

ability

t o

lower priority issues or given inadequate attention because of all the other things leaders do.

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leader 6s aatoft i o
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or i mp
relevant to this indicator are mir
or are not occurring, ohargng
an adverse impact.

The leader produces clear,
convincing, and consistent
evidence that demonstrates|
understanding of learning,
teaching, and student
development to inform all
decisions and continuously
uses this information to
enhance teachiagd learning

The leader produces clear,
convincing, and consistent
evidence that, on an ongoin
basis, all decisions are mad
a way that promotes the
school 6s vi si

Effective decisioraking
practices are frequently sha|
with other agnistrators and
colleagues throughout the

system.

The |l eader 6s
consistently demonstrate an
understanding of learning,
teaching, and student
development.

The leader produces clear
evidence of making most

decisions in a way that supg
theschool 6s vi
regarding student learning g
faculty proficiency.

The leader provides limited
evidence that demonstrates
understanding of learning,
teaching, and student
development to inform decis
or is inconsistent in using th
infomation to enhance
decisions about teaching an
learning.

The leader produces limited
evidence that
and mission impacts decisio
making.

The leader provides little or
evidence that demonstrate
awareness of learning, teacl
and stdent development to
inform decisions.

The leader produces little to
evidence of making decisiorn
that are | ink
vision and mission.

Decisions adverse to studen
growth and/or faculty
development are made.

seen in the

to the following:

Leadership Evidenad proéiiency on this indicator ma

examplesf such evidence may include, but are not |

| e a dilesrafive b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of thétyfastaff, students and
communityllustrative examptésuch evidence may

include, but are not limited to the following:

T The

proficiency.

school 6s
this leader is focused on student growth and improvi

9  Staff evaluations and professional development doct
emphasize student learning or faculty proficiency grg

vision and

1  Teachers can describe a degsaking process that reflg
an emphasis on vision, mission, student learning, and
proficiency requirements.

1  Teachers can recall decisions that were médg nesul
changes to their teaching schedule to support studen
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1 Documents showing the development and modificatii  Team and department meeting minutes reflect studer
teacher and student schedules are based on data ah and faculty proficiency as priority issues.
student needs. 1  Subordinate leaders give priority attention to issues i
T Leade6s meeting schedul es student leang and teacher proficiency.
student learning and faculty proficiency issues. T Principalbés secretary pr
1 Artifacts substantiating school improvement and curr student learning and faculty growth.
review/revision are based on student learningneeds| § Of f i ce st aff handles rou
assessments of teacher proficiency. instructional and faculty development issues.
1  Othe leadership evidence of proficiency on this indici §  Other impact evidemd proficiency on this indicator.

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below,

rated at thiime, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do rent esftdasive list of what is expected):

Reflection Questions for Indicator 6.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What procedures have you
established to increase
professional knowledge
opportunities for colleague|
across thechool system?

How do you promote and
foster continuous
improvement with new staf
What changes might you
make to your decisioaking
process for further

improvement?

What system do you use
prioritize learning needs al
empower faculty to create
indvidual learning plans?

How might you reinforce &
establish your efforts so th
direct reports and your ent
school community underst
the link between decisions
and your priorities?

What strategies have you

employed to meet the learnin

needs ofaur faculty, from
novice to veteran to expert?

Why is it necessary to explici
reference your vision and
mission, even though they ar|
visibly posted in high traffic a
of your school?

How should your awareness 0
learning, teaching, and studen
development inform deci8ions

How might you better align yo
decisions with the vision and
mission of your school?
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Narrati ve:

Probl

em sol

Vi

ng i s an

essenti

al

Indicator 6.2 7 Problem Solving: The leader uses critical thinking and data-based problem
solving techniques to define problems and identify solutions.

problems and identify solutions is the focus here.

Rating Rubric

Highly Effectiva:e a d
action®r | mpact o]
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader 6
i mpact of | ead
to this indicator are sufficient a
appropriateftections of quality

work with only normal variation

Needs Improvement:
Leaderés actio
|l eader s actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: ead e
actionso i mpact of
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The leader demonstrates thg
ability to construct a clear ar,
insightful problem statement
with evidence of relevant
contextual facso

The leader identifies multiple
approaches for solving a
problem and proposes one (¢
more solutions/hypotheses t
indicate a deep comprehensg
of the problem. The solution
are sensitive to contextual
factors as well as all of the
following: ethichdgical, and
cultural dimensions of the
problem.

The | eader 6s
solutions is comprehensive i
includes all of the following:
history of the problem,
logic/reasoning, feasibility al
impact of the solution.

The solution is implemented
manner that addresses each
the contextual factors of the
problem. A thorough review
the results is conducted to

determine need for further w

The leader demonstrates th
ability to construct a problern
statement with evidence of
most relevant contextfactors
and the problem statement
adequately detailed.

The leader identifies multipl
approaches for solving a
problem.

The | eader 6s
sensitive to contextual facto
as well as at least one of th
following: ethical, logical, or
cultwal dimensions of the
problem.

Evaluation of solutions is
adequate and includes: hist
of the problem, reviews logi
and reasoning, examines
feasibility of solution, and
weighs impact.

The solution is implementeq
and the results reviewed wit
some considation for further|
work.

The leader is beginning to
demonstrate the ability to
construct a problem statemg
with evidence of most releva
contextual factors, but the
problem statements are
superficial or inconsistent in
quality.

Typical lfy,t hae
solution is identified rather tf
designing a solution to addr
the contextual factors.

The solution is implemented
manner that addresses the
problem statement but ignor
relevant factors. Results are
reviewed with little, if any,
consideration for further wor

The leader demonstrates a
limited ability to identify a
problem statement or relate
contextual factors.

Solutions are vague or only
indirectly address the proble
statement.

Solutions are implemented i
manner that doest directly
address the problem statem
and are reviewed superficial
with no consideration for fur
work.

tedefinpor t

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | eadlesrabve b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examptésuch evidence may
include, batre not limited to the following:

1  Samples of problem statements, contextual factors,
recommended approaches, proposed solutions, eval
and review with consideration for further work are pre

1 A welkstablished problsolving process can bsaiibed
by the leader.

1 Data records reveal the range of problems addresse
afteAimplementation data collections.

1 Reports and newsletters to stakeholders inform of pr
addressed and the impact of solutions implemented.

1  Other leadership evidesfqaroficiency on this indicator.

1
the leader.

1
solving process established by the leader

1  Teacher and/or students describepp#rticin problem
solving led by the school leader.

1
classrooms.

1  Subordinate leaders are engaged Hbatsed problem
solving.

1

Teachers can personally attest to the galviamskills o

Teachers report a high degree of satisfaction with the

Multitiered System of Supports (MTSS) is fully operat|

Other impact evidence of proficiency on this indicato
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[ ] Effective

ScalelLevels:(choose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effective [ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 6.2

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

What might be some of the
things you learned about
problem solving that will
influence your leadership
practice in the future?

What can you do to enatle |
subordinate leaders to be m
effective in problem solving’]

What are some specific
recollections (data) that com
mind that define your thinkin
about effective problem solv

How would you describe you
problem solving process?
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Narrative: Decisions are made....but there isip folb@mess. What was the impact of the decisions? The focus here is the

Indicator 6.37 Quality Control: The leader maintains recurring processes for evaluating
decisions for effectiveness, equity, intended and actual outcome(s); implements follow-up
actions revealed as appropriate by feedback and monitoring; and revises decisions or
implementing actions as needed.

| e ad e rup en décisibns andvcapacity to make revisions where needed.

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicatare sufficient and
appropriate reflections of qualit]
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The leader can provide cleal
and consistent evidence of
decisions that have been
changed based oew data.

The leader has a regular pa
of decision reviews and
isunsettingo
decisions are reevaluated in
light of the most current datg

There is a culture of open
acknowledgement of undesi
outcomes in which the leadg
and everyorie the
organization can discuss wh
not working without fear of

embarrassment or reprisal.

The leader has a record of
evaluating and revising
decisions based on new dat

Review of decision and fellg
up actions are consistently
timely.

The leader haome processe
for acquiring new informatio
impact of decisions and app
to be willing to reconsider
previous decisions, but doeg
have a clear or consistent
record of making changes
where needed or as soon as
needed.

There is little or no enick of
reflection and reevaluation g
previous decisions.

Subordinate leaders are not
encouraged to evaluate prio
decisions.

Leadership Evidenad proficiency on this indicator m
seen in the | eadlestrabve be
examplesf such evidence may include, but are not I| communityllustrative examptdsuch evidence may
to the following: include, batre not limited to the following:

1 Examples of documents related to previous decision{  Teachers can attest to haantcipated in aeealuation o
indicate revaluation in light of emerging data or trend a decision based on emerging trends and data.

1 Evidence thetevaluations in light of emerging data of §  Teachers report confidence in the decisions being mg

trends resulted in changes or adjustnaatitsnis. leader.

A wethrticulated problewiving process can be produc| 1 Subor di nat e | eadersdé reco

Principalds work schedul gathering data and following up on impactemenitagion

implementation of priority decisions. of | eaderds decisions.

1  Other leadership evidence of proficiency on thisindid § Subor di nate | eadersdé reco
gathering data and following up on impact and impler|
ofthesubr di nate | eadersd de

1  Other impact evidence of proficiency on this indicator,

Impact Evidencaf leadership proficiency may be see
the behaviors or actions of the faculty, staff, student

f
1

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effectev [ ] Effective [ ] Needs Improveme  [] Unsatisfactory
Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive list of what is expec
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Reflection Questions for Indicator 6.3

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

How do you continue to claf
the decisiamaking process i
a dynamic, changing
environment?

Why is it necessary for you |
school leader to reevaluate
prior decisions and program
light of emerging research,
personal experience, and
changing situations?

What will you do from now o
ensure previous decisions a
programs are revisited an

evaluated on a routine basis|

When do you take time with
leadership team to reflect on
decisions that have been mg
In what ways do you evaluat
decisions on the basis of stu
achievement?
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when appropriate.

Indicator 6.4 1 Distributive Leadership: The leader empowers others and distributes leadership

Narrative: A school is too complex for one person to make all decisions. Some of the functions of leadership must be shar

with others. Developing capacity for success in a wqtkfescerrabling other people to be responsible for meaningful
The | eader 6s

deci si ons.
focus here.

Rating Rubric

capacity to

share

t hlee Airight

Highly Effective:e a d
actonsarmpact of
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reftons of quality

work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actonsompact of |
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

Innovation and improvemen
instructional processes, fact
development, or school
operations have resulted frg
distributive leadhip.

The leader encourages stafi
members to accept leadersk
responsibilities outside of th
school building.

The leader incorporates tea
and support staff into leader
and decisiemaking roles in
the school in ways that fostg
the careatevelopment of
participating teachers.

The leader creates
opportunities for staff to
demonstrate leadership skil
allowing them to assume
leadership and decisiaking
roles.

The leader supports the
decisions made as part of th
collective decisimaking
process.

Decisioimaking delegations
are clear: Swirdinates know
what decisions are made by
leader, which by the leader
input from others, and whicl
are delegated to sardinates
to decide.

Some wellnderstood
leadership roles ottiem the
school principal are function
and contributing to effective
timely decisions on some sc
priorities, but there are recu
delays in reaching decisions
other issues.

Decisions are often rushed
made without appropriate in
due o lack of planning and
implementation of developm
activities by staff members.

There is no or only minimal
evidence that anyone other
the principal has a meaningf
role in making timely decisio

The leader rarely seeks inpy
significant ises from a variety
of stakeholder groups (e.g.
faculty leaders, teachers,

student, parents, community
business leaders).

Leadership Evidena# proficiency on this indicator m
seen in
examples sfich evidence may include, but are not li
to the following:

the | eaderodés be

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examptgsuch evidence may
include, but anet limited to the following:

1
1
variety of parties.
1
|l eadership is
other communications.
f Leader 6s
were distributed.
1

Organizational charts or other documents reveal how
leadership is distributed and informs who is involved
School improvement plan process reflects involveme

Evidence of shametisioimaking and distributed
p r e s emaits, andr

communicati on 1
recognizes the role of those to whom leadership fung

Other leaderghévidence of proficiency on this indicat

1

roles in decision making.
1

making.
1
1

access only toet principal.
1

Subordinate leaders and teacher leaders report mear

Minutes, agendas, and other records of meetings hel
ordinate leaders reflect their involvement in significan

Teachers are able to identify which colleagues have &
leadership or decision making role in any given issue
Teacher and or parent surveys reflect satisfaction wit
to sukordinate and teacher leaders rather than requiri

Other impact evidence of proficiency on this indicator

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four profelencyliexelbeing
rated at this time, leave blank:

[ ] Highly Effective [ ] Needs Improveme

[ ] Unsatisfactory

Union County School District
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Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples abawve illustrative and do not reflect an exclusive list of what is expected)

Reflection Questions for Indicator 6.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

To what extent do you have
systematic process in place
delegating authority to
subordinates?

How might you increase the
range and scope of tasks an
responsibilities you delegate
key individuals or teams?

In what areas do faculty ang
staff bring expertise that will
improve the quality of decisi

atyour school?

Under what circumstances
would you be willing to relea
increased decisimraking
authority to your staff and
faculty?

How might you use the func
of delegation to empower st
and faculty at your school?

What factors prevent you frg
releasing responsibilities to
staff?

Union County School District
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Indicator 6.5 Technology Integration: The leader employs effective technology integration to
enhance decision making and efficiency throughout the school. The leader processes changes
and captures opportunities available through social networking tools, accesses and processes
information through a variety of online resources, incorporates data-driven decision making
with effective technology integration to analyze school results, and develops strategies for
coaching staff as they integrate technology into teaching, learning, and assessment processes.

Narrative: Technology was a separate standard in the 2005 Florida Principal Leadership Standards (FPLS). By 2011 the st
had made great strides toward accepting technology into the schools. In the 2011 FPLS, technology moved from a separat

gener-tadc Hipaloogy o
ogy

on technol

Rating Rubric

i ntegration

Highly Effectivet e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicatare sufficient and
appropriate reflections of qualit)
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt ead e
actions or i mp

relevant to this indicator are mir|
or are not occurring, or are havi
an adverse impact.

The leader mentors other
school leaders on effective
means of acquiring technolq
and integratiftgnto the
decisiormaking process.

The leader provides direct
mentoring and coaching
supports so that new staff a
new suordinate leaders are
quickly engaged in effective
of technology supports neeg
to enhance decisioaking
quality.

Technolyy support for
decisiormaking processes i
provided for all of the staff
involved in decision making
school instructional and facl
improvement efforts.

Technology integration supg
all of the following processe
decisiomaking prioritization
problem solving, decision
evaluation and distributed
leadership.

Engages sdirdinate leaders
in developing strategies for
coaching staff on integratior
technology.

Technology support for

decisioimaking processes is
provided for some, but not a
the staff involved in decision
making on school instructior]
and faculty improvement eff

Technology integration supp
some, but not all of the follo
processes: decisioaking
prioritization, problem solvin
decision evaluation and
distribui leadership.

There is no or only minimal
evidence that decisioaking
prioritization, problem solvin
decision evaluation or
distributed leadership proce
are supported by technology
integration.

Decision making is not
supported byeehunderstood
system of procedures to ide
problems and generate
solutions.

Technology integration doesg
support data exchanges, prg
management, and feedback|
processes.

Leadership Evidenad proficiency on this indicator m

seenintheeader 6s

behaviors

examples of such evidence may include, but are no
to the following:

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examplefssuch evidence may
include, but are not limited to the following:

1  School improvement plan reflects technology integra
support in improvement plans.

1 Leader has a technology integration plan used to prd
technology suppotd the degree possible with availab
resources.

1  School website provides stakeholders with informatig
and access to the leader.

1  Technology tools are used to aid in data collection a
analyses and distribution of data findings.

1 Evidence that shaecisionmaking and distributed
leadership is supported by technology.

1 Technology used to enhance coaching and mentorin
functions.

1  Other leadership evidence of proficiency on this indiq

1 Subordinate leaders integrate technology into their w
functions and use technology to streamline the proce

1 Data from faculty that supports decision making and
monitoring impact of decisions are shared via techno

1 PowerPoint presentatiomsais, and web pages of facu
members support involvemetddision making and
dissemination of decisions made.

1  Faculty use social network methods to involve studen
parents in data collection that supports decision maki
inform stakeholders of decisions made.

1  Other impact evidence of proficiettug oricator.

Union County School District
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Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exolnsives lestpected):

Reflection Questions for Indicator 6.5

Highly Effective

Effective

Needs Improvement

Unsatisfactory

To what extent do you have
systematic process in place
delegating authority to
subordinates?

How might you increase the
range and scope of tasks a
responsibilities you delegate
key individuals or teams? In
what areas do faculty and si
bring expertise that will impr
the quality of decisions at yq
school?

Under what circumstances
would you be willing to relea
increased decisioraking
authority to your staff and
faculty? How might you use
function of delegation to
empower staff and faculty at
your school?

What factors prevent you frg
releasing responsibilities to
staff?
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Proficiency Area 7. Leadership Development: Effective school leaders actively

cultivate, support, and develop other leaders within the organization, modeling
trust, competency, and integrity in ways that positively impact and inspire
growth in other potential leaders.

Narrative: Thisoficiency area aligns to Standard 7. Leaders are developed by other leaders. This is a process critical to an

organi zationés

develop leadeighin others.

capacity

to i mprove

over

ti me atmd

Indicator 7.1 7 Leadership Team: The leader identifies and cultivates potential and emerging
leaders, promotes teacher-leadership functions focused on instructional proficiency and
student learning, and aligns leadership development practices with system objectives,
improvement planning, leadership proficiency needs, and appropriate instructional goals.

sust al

Narrative: The FPLS are based on a presumption that the school leader works with and through a team of other people to
coordinaticand focus of school operations and improvements. Leadership teams get things done!

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator exceed
effective levels and constitute
models of proficiency foern
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflections of qualit)
work with only normal variation

Needs Improvement:
Leaderds actio
| eader devanatcthis o
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The participsé
leadership team function
independently with clear an(
efficient implementation of tl
role(s) and work in a collegij
partnership with other
leadership team participants
coordinate operations on
student growth and fgcu
development.

Leadership development
processes employed by the
school leader are shared wi
other school leaders as am
for developing quality
leadership teams.

The leader has specifically
identified at least two emerg
leaders in the past yaad
has entered them into the rg
of leadership training or
provided personal mentoring
site.

Other school leaders cite thi
leader as a mentor in identif
and cultivating emergent
leaders.

Those who are assigned or
have accepted leadership
functios have consistent
support from the school lea
in focusing their efforts on
instructional improvement a
faculty development.

The leader has specifically
identified and cultivated
potential and emerging lead
for the major functions of th
school.

The leader has personally
mentored at least one emer
leader to assume leadershiy
responsibility in instructiona
leadership or at an
administrative level, with
positive results.

The leader has identified st3
for leadership functions, foll
district @rsonnel guidelines f
accepting applications for ne
leaders, but has not
implemented any systemic
process for identifying emer
leaders, or is inconsistent in
application of such a proces

The leader provides some

training to some of the peop
assgned leadership function
but does not involve staff ot
than those in the designateg
roles.

The leader does not recogni
the need for leadership by o
people. Staff with leadership
titles (e.g., department head
team leaders, deans, assisté
pricipals) has little or no

involvement in processes th
build leadership capacities.

Persons wunder
direction are unable or unwi
to assume added
responsibilities.

There is no or only minimal
evidence of effort to develop
leadership potettin others.

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examples of such evidence may include, but are no

| eader 6s be

Impact Evidencef leadership proficiency magdmin
the behaviors or actions of the faculty, staff, student
communityllustrative examptdsuch evidence may

include, but are not limited to the following:
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Teachers at the school can describe informal and for
opportunities to demonstrate and develop leadership

Teachers at the school report that leadership develop

Current leadship team members can describe training
mentoring they receive from the school leader regard

Teachers can describe processes that encourage the
involved in school improvement and prepare for leade

1 Organizational charts identify the leadership roles an
members.

1  The leader has a system for identifying and mentorin competencies.
potential leaders. i

1  The leader can cite examples in which s/he coached supported and encouraged.
emerging leaders to assume greater levels of respon
within the organization.

1  Minutes,-mails, and memorandumectafy exchanges leadership.
among leadership team members are focused on scl
improvement goals, student growth, and faculty deve

T The | eaderds communi cat. roles.
reflect recognition of the leadership team.

1  Other leadership evidetfigeaficiency on this indicator.

9 Other impact evidenéproficiency on this indicator.

[ ] Highly Effective

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at thigme, leave blank:

[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do remt esftdasive list of what is expected):

Reflection Questions for Indicator 7.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How do you provide guidat
and mentorship to emergir,
leaders outside of your

personal job description ar|
leadership responsibilities?

How would you describe t
system you use to ensure |
emerging leaders pursue jq
opportunities when they ar
available? How might you
embed this preparation intg
their job duties, and what
changes will you need to
make todip build such
leadership capacity at youl
school?

How have you designed th
school improvement proce
to develop leadership capi
from existing faculty?

What strategies and lesso|
might you impart to your d
reports to better prepare tf
for epanded leadership
opportunities?

What process do you employ
encourage participation in
leadership development?

When do you release
responsibility to your assistar
to own key decisions? How d
you leverage school

improvement activities to buil
leadeship capacity for assistg
and emerging teacher leader|

What process is available to y
that help you screen and deve
potential leaders?

How might you spend time
explicitly preparing your assist
to assume your role as princip
What stepsould you take to
spend more time in preparing
assistants to assume your rolg
principal?
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Narrative: Leadership teams engage other skilled people in the business of the school. efovemes rovivisamn

Indicator 7.2 — Delegation: The leader establishes delegated areas of responsibility for soitalinate leaders
and manages delegation and trust process#sat enable such leaders to initiate projects or tasks, plan,
implement, monitor, provide quality control, and bring projects and tasks to closure.
effective organizations. This indicator focuses on the distribution of responsibility-ardinatestbadstbhhave been
delegated all that is needed to succeed.

Rating Rubric

Highly Effective:e a d
actions orimpactoé ader g
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient al
appropriate reflectionsuafity

work with only normal variation

Needs Improvement:
Leaderds actio
|l eader s actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actions orimpactefke r 6 s
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

Staff throughout the
organization is empowered
formal and informal ways.

Faculty members participate
the facilitation of meetings 3
exercise leadership in
committees and task forces|
other employees, including
noncertified staff, exercise
appropriate authority and
assume leadership roles wh

There is a clear pattern of
delegated decisions, with
authority to match responsik
at every level in the
organization.

The relationship of authority
and responsibility and
delegtion of authority is cleg
in personnel documents, su
as evaluations, and also in
daily conduct of meetings a

The leader sometimes

delegates, but also maintain
decisiomaking authority tha
could be delegated to others

Clarity of the scope of deleg
authority is inconsistent fron
one delegation to another.

Actions taken by those to wi
tasks are delegated are
sometimes overruled withou

The leader does not afford
subordinateéke opportunity o
supporto develop tw
exercise independent judgm

If delegation has occurred th
is a lack of clarify on what w
to be accomplished or what
resources were available to
carry out delegated tasks.

appropriate. organizational business.

explanation.
The climate of trust and
delegation in this organizati
contributes directlyhte
identification and empowern
of the next generation of
leadership.

Leadership Evidena# proficiency on this indicatoben

seen in the | eadlestrafive be

examplesf such evidence may include, but are not |

to the following: the following:

T A Responsibility Matri x |9 Teachersreportthatareas of delegated responsibility
evidence that the leader trust others within the schog authority to make decisions and take action within de
identifying how leadership responsiitittedegated to parameters.

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty afitustedtive
examplesf such evidence may include, but are not li

other faculty members on his or her staff. 1 Faculty and staff can cite examples of delegation whe
T The | eade edppeogerfrontperfosnng | |l eader supported the st 4
redundant activities. 1 Faculty report that building leaders express high leve
T The |l eader has cr adrdnatda confidence in their capacity to fulfill obligations releva
|l eadersd6 roles that <cl a shared &k of educating children.
ddegated authority to do. 1  Staff to whom responsibility has been delegated in tu
1 Communications to delegated leaders provide prede delegates appropriate aspects of their tasks to other
decisiommaking responsibility. expanding engagement.
1 Documents initiating projects and tasks identify persq §  Other impact evidence of proficiency on this indicator
responsibility for success at the beginning of the proj
1 Delegation and tras evident in personnel evaluation
1 Delegation and trust are evident in the school improy
plan as a variety of school staff are identified as bein|
responsible for various components of the planning ¢
1 Meeting minutes provide evidérmegation and trust
being extended to select members of the faculty.
9  Other leadership evidence of proficiency on this indiq
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Scale Levelqchoose on#&yhere there is sufficient evidence to rate current proficiency on
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needdmprovemen

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive list of what is expec

ReflectiorQuestions for Indicator 7.2

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

To what extent do you have
systematic process in place
delegating authority to
subordinates?

How might you increase the
range and scope of tasks ar
responsibilities you delegate
key individuals or teams?

In what areas do faculty ang
staff bring expertise that will
improve the quality of decisi

at your school?

Under what circumstances
woud you be willing to releag
increased decisimaking
authority to your staff and
faculty?

How might you use the func
of delegation to empower st

and faculty at your school?

What factors prevent you frg
releasing responsibilities to
staff?
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Indicator 7.3 7 Succession Planning: The leader plans for and implements succession
management in key positions.

Narrative: When the leader is off camvpass in charge? When the leader changes jobs or retires, who is prepared to take
over? Whatabd t h e socdimaieddaders? VEho fakes over for them? Succession planning is building relationships
and preparation processes for involving others in ways that prepare them to move into key positions as they become vacar

Rating Rubric

HighlyEffectivel e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader 6
i mpact of | ead
to this indicator axdficient and

appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eader s actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsaisfactory:L eade
actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

In addition to the practices &
the effective levtble leader
systematically evaluates the
success @he succession
program, making adjustmen
as needed and engaging su
ordinate leaders in successi
management processes in t
own areas of responsibility.

Central office personnel rely
upon this leader to share hig
successful succession plani
practices with other leaders
throughout the district.

The leader proficiently
implements a plan for
succession management in
positions that includes
identification of key and-t@r
fill positions for which critica
competencies have been
identified.

In conjunction with central o
staff, the leader identifies ar|
evaluates applicant pools,
collects information on
competency levels of
employees in identified
applicant pools and identifig
competency gaps.

Based on an analysis of the
gaps, the lear develops and
uses programs and strategi
for smooth succession inclu
temporary strategies for get
work done during vacancy
periods.

Inasmuch as the leader
understands the need to
establish a plan for success
management, the plan rema
simply thata plan as
thoughts about the plan and
component parts have yet tg
implemented.

The leader primarily relies o
central office staff to identify|
evaluate applicant pools, the
competency levels of
employees in identified
applicant jpds, and the
competency gaps.

Little to no effort on the part
the leader is made to increa
the competency level of the
potential successor leaders
within the faculty or such eff
are limited in scope.

The leader takes little or no
actions to edtlsh a plan for
succession management.

Staff are hired to fill vacanci
key positions who do not
possess the critical instructic
capabilities required of the
school, which compromises
school 6s eff g
student academic achievem
and no processes to remedy
trend are taken.

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |

t he | e adlestralive b e

Impact Evideze of leadership proficiency may be see
the behaviors or status of the faculty afitustedtive
examplesf such evidence may include, but are not li

to the following: the following:

1 Documents generated by or at the direction of the leg §  Select teachers can attest to having been identified ir]
establish elear pattern of attention to individual profe applicant pools for leadership in key atwfifigydsitions
development that addresses succession manageme that may develop in the future.
priorities. 1  Select teachers report that the principal has identified

1 The leader has processes to monitor potential staff competendgvels needed for key or-teeitl leadership
departures. positions.

1 The leader accesses district applicant pools to reviey §  Select teachers describe providing the leader feedba
as soon as dikt processes permit. gaps in their personal competency for which the lead

1 Informal dialogues with faculty routinely explore their developed professional learning experiences.
in expanded involvement and future leadership roles| § Teachers can describe transpprecesses for being

1 Leader has documents or processes to inform poten considered for leadership positions within the school.
leaders of the tasks and qualifications involved intoag §  Subordinate leaders engage other faculty in compete
leadership roles. building tasks that prepare them for future leadership

1 A succession managementipdidentifies succession| §  Other impact evidence of proficiency on this indicator

problems, key and Haxfill positions for which critical
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competencies have been identified, and key contacts

the school community.

9 Other leadership evidence of @nafiain this indicator.

Scde Levels(choose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 7.3

Reflection Questions

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

In what ways might you furt
extend your reach within theg
district to help others
throughout the district bene
from youtnowledge and skil
succession management
practices?

What have you prepared to
assist your successor when

time comes?

In what ways are you
interacting with central officg
personal to share highly
effective succession plannir]
practices with otreaders
throughout the district?

What are some of your
strategies you have employ
that help your school get wg

done during vacancy period

What are the key componen
within your succession
management plan?

What might be the one or tw
personal élership practices
which you will pay particular
attention as you implement \
succession management plg

In what ways woulplan for
succession management be
helpful to you as you move t
replace key and hawdill
positions at your school?
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Narrative: This is a fundamentally important skill set. Lepaaléysvgetk done through other people. The skill set of

Indicator 7.4 7 Relationships: The leader develops sustainable and supportive relationships
between school leaders, parents, community, higher education, and business leaders.

relationship building, including networking and engaging others in a shared vision, are hallmarks of quality leaders.

Rating Rubric

Highly Effective:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient al
appropriate reflections of qualit
work witbnly normal variations.

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actions or i mp
relevant to this indicator are min
or are not occurring, or are havi
an adverse impact.

While maintainingsite work
relationships with faculty an|
students as a priority, the le|
finds ways to develop, supp|
and sustain key stakeholder
relationships with parent
organizations, community
leaders, and businesses, an
mentors other school leadel
quality relationship building.

The leader has effective
relationships throughout all
stakeholder groups and mo(
effective relationship mglébr
other school leaders.

The leader systematicelly.,
has a plan, with goals,
measurable strategies, and
frequentonthinonitoring
schedula)etworks with all ke
stakeholder groups (e.g., sG
leaders, parents, community
members, highetucation,
and business leaders) in org
to cultivate, support, and
develop potential and emerg
leaders.

Leader has effective collegi
relationships with most facu
and subordinates.

The leader is inconsistent in
planning and taking action t
netvak with stakeholder gro
(e.g., school leaders, parent
community members, highe
education, and business
leaders) to support leadersh
development.

Relationship skills are emplg
inconsistently.

The leader makes no attemy|
or has difficultyprking with a
diverse group of people.
Consequently, the leader do
not network with individuals
groups in other organization
build collaborative partnersh
in support of leadership
development.

Leadership Evidenad proficiency on this indicaay be
seen in
examplesf such evidence may include, but are not |

t he | eadlesrabve b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty atitustafive
examplesf such evidence may include, but are not li

to the following: the following:
1T Documentation can be plp@ ¢ § Parentsreportthatthe leader has developed sustainz
with goals, measurable strategies, and a-fremiklyt supportive relations with them in support of potential
monitoring schedute develop sustainablesamportive emerging leaders at the school.
relationships with key stakeholder groups in support| §  Community members report that the leader has deve
potential and emerging leaders. sustainablkend supportive relations with them in suppdg
1 Documentation can be providiedtls relationships with potential and emerging leaders at the school.
other building leaders the leader has established ing §  Higher education members within the area report tha
potential and emerging leadéiis wie school. leader has developed sustainable and supportive relg
1 Documentation can be providiedths relationships with them in support of potential and enleagies at the
parents, community members, higher education, and school.
leaders the leader has established in support of pote| §  Business leaders within the area report that the leade
emerging leaders within the school. developed sustainable and supportive relations with t
i  Other leadership evimeof proficiency on this indicator support of potential and emerging leaders at the schg
1  Other impact evidence of proficiency on this indicator|

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] HighlyEffective

[ ] Effective

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive lipeofed)at is ex
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Reflection Questions for Indicator 7.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

In what ways might you furt
extend your reach within thg
district to help others
throughout the district benef
from your knowledge skilll in
establishing relationships

among key stakeholder gro

What strategies are you
employing so you can share
your experiences relative to
establishing relationships wi
key stakeholders to support
potential and emerging lead

In what ways ayeu working t
establish networks with key
stakeholder groups to cultivg
and support potential and
emerging leaders in your
school?

How might your relationship
with faculty and key stakeho
groups help to cultivate and
support potential and emerg
leaders in your school?

Union County School District
Administrator Evaluation System Template
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Proficiency Area 8. School Management: Effective school leaders manage the
organization, operations, and facilities in ways that maximize the use of
resources to promote a safe, efficient, legal, and effective learning
environment; effectively manage and delegate tasks and consistently
demonstrate fiscal efficiency; and understand the benefits of going deeper with

fewer initiatives as opposed to superficial coverage of everything.

Narrative: This proficiency area alig8stwighn d a r d

many rul es,

regul ations,

8. A
and

school i s
policies.

an
Ho we v eents.

What leaders do to manage those people &nvironment in which they work is the focus of this area.

and staff.

Indicator 8.1 1 Organizational Skills: The leader organizes time, tasks, and projects effectively
with clear objectives, coherent plans, and establishes appropriate deadlines for self, faculty,

t he

forgani zat:i

fi Ol

Narrative: Time, tasks, and projects all need organization to have the desired impact. This indicator foctises on the key asy
of organization essential to school success.

Rating Rubric

Highly Effective:e a d
actionsorimpact | ead g
relevant to this indicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropriate reflectiohgquality

work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or impactoé a d e r 9
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The leader uses project
management as a teaching
device, helping others
understand the interrelation
of complex project milestong
throughat the organization.

The leader uses complex
project management to builg
system thinking throughout
organization.

Project plans are visible in
heavily trafficked areas, so 1
accomplishments are public
celebrated and project
challenges are openiriput
from a wide variety of sourc

Successful project results ci

be documented.

Project management
documents are revised and
updated as milestones are
achieved or deadlines are
changed.

The leader understands the
impact of a change in a
milestone oeddline on the
entire project, and
communicates those chang
to the appropriate people in
organization.

Task and project managem
and tracking of deadlines ar|
routinely monitored with an
emphasis of issues related {
instruction and faculty
develoment.

Project management
methodologies are vague or]
unclear how proposed proje
management tools will work
together in order to help kee
tasks and projects on time a
within budget.

The impact of changes in an
action plan or deadline is
inconsistaly documented an
communicated to people wit
the organization.

There is little or no evidence
time, task or project
management focused on go
resources, timelines, and
results.

Leadership Evidena# proficiency on this indicator m
seen n
examplesf such evidence may include, but are not |

the | eader dlgstratve h a v

Impact Evidencef leadership proficiency may be see|
the behaviors or status of the faculty amitustedtive
examplesf such evidence may include, but are not li

leader by strategically delegating time, resources, an

responsibilities.

to the following: the following:

1 Examples of projects that have been adjusted based| 1 Reports that require teacher input are submitted on ti
input from a variety of sources. compliance with expectations.

1  Examples of timely completion of learning environmg § Subor di nat e | eadersé reco
improvement projects focused on likeusafety, efficien support to projects delegated to tliepraresses for
effectiveness, or legal compliance. tracking the expenses are implemented.

1  Examples of multiple projects and timelines manage{ 1 Random sampling (informal interviews) with teachers

consistent capacity of staff to describe ongoing proje

tasks.

Union County School District
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1
1

School Improvement Plan implementation records re
planningf tasks with clear stages of progress and tim
to measure progress.

Leadership responsibility matrix or chart describes h
management of tasks and projects are allocated and
monitoring tasks.

School financial information showing meediiged and
procedures and processes for assessing the adequal
fiscal resources budgeted to tasks. (Is there a way tq
recognize when funds will run short or if there will be
excess which can be repurposed?)

Exampl es of fAsys,treedagram,l 4
matrix diagram, flowchart, PERT Chart, Gant Chart)
that display the chronological interdependence of the
events that unfold over time.

Tasks and reports for parties outside the school are
for timely completion.

Other leadership evidence of proficiency on this indig

Random sampling (informal interviews) with teachers
consisterttapacity of staff to describe how school lead
monitors work in progress and due dates.

Minutes, agendas, records and/or anecdotal informat|
teachers reveal the preponderance of teacher meetin
clear objectives or purposes focusedemn mytuctional
goal, professional learning, or improvement planning.
SchooeWide teacher questionnaire results related to s¢
management issues reflect awareness of a positive ir
organization on school operations.

Teachers are aware of tirdgask management process
and contribute data to them.

Other impact evidence of proficiency on this indicator

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency lestedtiking one of the four proficiency levels below. If not
rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflegsafigiearty on this indicato
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 8.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How much of your work on
organization of time and
projects is reactive to
establish conformity with
deadlines and short term
situations and how much i
proactive focused on creat
capacity for continuous
improvement.?

Are you able to identify an
articlate to others the
systemic connections betw
the various projects and ta
you manage?

To what extent are tasks g
major tasks delineated in y
overall project design? WH
might you do to emphasiz¢
the most important
components over minor
tasks?

How do you distinguish
between the support need
for high priority projects ar
tasks that impact student
achievement or faculty
development and compliaf
with projects that have fixe
due dates for parties outsi

the building?

How do you ensure ucgrated
changes do not derail or prey
completion of key projects at
your school?

How do you monitor whether
work needed to meet deadlin
is proceeding at a necessary
pace?

What changes in your practic
are needed to ensure necess
projects arndentified, realistica
designed, carefully implemen
and supported with sufficient
and resources?

How to you distribute worklog
so the appropriate people are
involved and with sufficient cl
on goals and timeframes to g
work done?

Union County School District
Administrator Evaluation System Template
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Indicator 8.2 Strategic Instructional Resourcing: The leader maximizes the impact of school
personnel, fiscal and facility resources to provide recurring systemic support for instructional
priorities and a supportive learning environment.

Narrative:d&ources are always limited. How well a leader does at putting resources where they are needed and when they
needed to support instructional goals is the focus here. Do teachers and students get what they need when they need it?

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicatare sufficient and
appropriate reflections of qualit)
work with only normal variation

Needs Improvement:
Leaderds actio
|l eader6s actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

The leader regularly saves
resources of time and mone
for the organization, and
proactively redeps those
resources to help the
organization achieve its
strategic prioriti@esults
indicate the positive impact
redeployed resources in
achieving strategic priorities

The leader has established
processes to leverage existi
limited funds and @ase
capacity through grants,
donations, and community
resourcefulness.

The leader leverages
knowledge of the budgeting
process, categories, and
funding sources to maximiz
available dollars to achieve
strategic priorities.

The leader has a document
history of managing comple
projects, meeting deadlines
and keeping budget
commitments.

The leader documents a
process to direct funds to
increase student achievemeg
that is based on best practiq
and leveraging of antecedel
of excellence in resources
time, and instructional
strategies.

The leader sometimes meet
deadlines, but only at the
expense of breaking the bug
or, the leader meets budget
but fails to meet deadlines.

The leader lacks proficiency
using the budget to focus
resources omlsool
improvement priorities.

Resources are not committe
used until late in the year or
carried over to another year
to lack of planning and
coordination.

The leader makes minimal
attempts to secure added
resources.

The leader has no clean fbr
focusing resources on
instructional priorities and lit
or no record of keeping
commitments for schedules
budgets.

seen in the

Leadership Evidena# proficiency on this indicator m

| e a dilesrafive b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty atitustedtive

examplesfsuch evidence may include, but are not li

examplesf such evidence may include, but are not li

to the following: the following:
1 School financial information shows alignment of sperf 1  Schoelide teacher questionnaire results reveal satisi
instructional needs. with resources provided for instructional and faculty
1 Documents are provided to faculty that indicate cleal development.
protocols for accessing school resources. 1 Staff receipt books, activity agreements, ssidéund
1  Schoolmprovement Plan and spending plans are alig requests reflect priority attention to instructional need
1T Leaderds documents revegdgf Teacherscan describe the process for accessing ang
time, facility use, and human resources with priority § spending money in support of instructional priorities.
needs. 1  Teachers can provide examples of resource problem
1 Schedules and calendars for use of the facility reflec taken on by school lealdip as a priority issue to be
to instructi@l priorities. resolved.
1  Other leadership evidence of proficiency on this indid §  Other impact evidence of proficiency on this indicator

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checkittgedoeoproficiency levels below. If not bei

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficregicgtonth
The examples above are illustrative and do not reflect an exclusive list of what is expec
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Reflection Questions for Indicator 8.2

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

How would you describe the
systematic methfod pursuing
grants, partnerships, and
combining community
resources you have
implemented to support
increases to student

achievement?

To what extent are faculty a
staff aware of your budgetin
expectations? How are youl
budgeting expectations
delineat, published, and
communicated?

Have there been instances i
which you failed to meet
deadlines or where expendit
resulted in budget overruns?
What did you learn from that
experience and how did you
apply lessons from it?

When resources are limited,
what actions do you take as
school leader to allocate the
most efficiently?

Union County School District
Administrator Evaluation System Template
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Narrative: Team learning is an essential element in a learning organization. Does the leader provide negidéd supports to cc

focused on school improvement and faculty development.

Indicator 8.3 7 Collegial Learning Resources: The leader manages schedules, delegates, and
allocates resources to provide recurring systemic support for collegial learning processes

learning? Are barriers to success removed? Bragkyiogén isolation reduces the probability of improvements. Collegial

processes

Rating Rubric

need

resour ce

support

Thi

s indicator

Highly Effectiva:e a d
actions or actiong
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of qualit]
wak with only normal variationg

Needs Improvement:
Leaderés actio
|l eader6s actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory e ad e
actions or itiong
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

The leader leverages
knowledge of the budgeting
process, categories, and
funding sources to maximizg
the impact of available dolla
on collegial procesaesl
faculty development.

Results indicate the positive]
impact of deployed resource
achieving a culture of delibe
practice focused on school
improvement needs.

The leader has established
processes to support colleg
processes and faculty
developent through grants,
business or higher educatio
partnerships, and/or commuy

resourcefulness.

The leader has established
routines regarding allocatior
time and facility resources t
result in wide faculty
participation in collegial
processes affidculty
development.

School fiscal resources are
allocated to support collegig
processes and faculty
development.

Clear delegations of
responsibility are evident th
involve highly effective facu
sustaining collegial process
and faculty developme

The leader lacks proficiency
using budget, work schedulg
and/ or delegation of
involvement to focus time a
resources on collegial
processes and faculty
development.

There is a lack of sustained
focused resource allocation
these issues.

The leader has little or no re
of making plans or keeping
commitments to provide
resources or build schedules
events that support collegial
processes and faculty
development.

Leadership Evidenad proficiency on this indicator m
seenintneeader 6s
examplesf such evidence may include, but are not |

b e hustiaiive r s

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty atitustedtive
examplesf such evidence may include, but are not li

to the following: the following:

1  School financial information identifies resources empg §  Teachers routinely recount examples of eall&gialam
support of collegial learning. learning or problem solving focused on student achie

1  Procedures for collegial groups to reserve roomsfor| § Lesson study groups, PL(
are provided to all faculty. learning teams are operational.

1  Protocol for accessing school resources to support c| 1  Schoelide teacher questionnaire results reflect teach
learning needs. participation in collegial learronggr

1 School Improvement Plan reflects role(s) of collegial| 1 Teachersé professional I
teams. in collegial learning.

T Leader 6s maais and otteerudotsmenterg Department, team, or grade level meetings devote a
support for team learning processesathmmnd via of their time to collegial learning processes.
digital participation on communities of practice. 1  Other impact evidence of proficiency on this indicator

1  Master schedules are modified to promote collegial y
through common planning times.

1  Other leadership evidence of proficiency on this indid

Union County School District
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[ ] HighlyEffective

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusivedigiexitedjat is

Reflection Questions for Indicator 8.3

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

How would you describe thg
systematic method for pursy
grants, partnerships, and
combining community
resources you have
implemented topgort
increases in the quality of
collegial processes?

To what extent are faculty al
staff aware of your focus on
collegial processes?

How are faculty given
opportunities to request or
recommend time or resourci
allocations that support collé¢
processes and faculty
development?

Have there been instances i
which you failed to act on
opportunities to support collg
processes faculty
development?

What did you learn from that
experience and how did you
apply lessons from it?

When resources are limited,
what actions do you take as
school leader to reallocate th
to the high impact functions

collegial processes anditiacu
development?

Union County School District
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Narrati ve:

The

fivoice of

t he

school o

represent si

a

community;

Proficiency Area 9. Communication: Effective school leaders use appropriate
oral, written, and electronic communication and collaboration skills to
accomplish school and system goals by:
i1 Practicing two-way communications, seeking to listen and learn from and
building and maintaining relationships with students, faculty, parents, and

1 Managing a process of regular communications to staff and community
keeping all stakeholders engaged in the work of the school; and

1 Recognizing individuals for good work; and maintaining high visibility at
school and in the community.

t he

| eader 6cse rctormariu na nmeaart g otntse m.

The |

eader mu st

cor e

manage t

accurate information flows to faculty, students, and stakeholders. The perceptions of those involved iohihel success of the ¢
need to be heard, acknowledgddjraderstood.

Indicator 9.1 1 Constructive Conversations: The leader actively listens to and learns from
students, staff, parents, and community stakeholders and creates opportunities within the
school to engage students, faculty, parents, and community stakeholders in constructive
conversations about important issues.

Narrati ve:

Skill

ful

Aspeakingo is

i mportant .tsom8o

S

s K |

things are more important to school improvemgrgrhaviaking sure speaking and listening occurs on the important issues

is a |

Rating Rubric

eader 6s

t ask.

Highly Effective:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models gdroficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient ar]
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderdés actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

In addition to the practices &
the effective level, the highly
effective leader routinely
mentors others within the
district to effectively employ
active listening skills (e.g. w|
time, paraphrasing, asking
clarifying questiong)en
interacting with diverse
stakeholder groups about hi
achievement for all students

There is evidence of the lea|
making use of what was lea|
in constructive conversation
with others i
subsequent actions,
presentations, and atfjiients
to actions.

The leader systematidally.,
has a plan, with goals,
measurable strategies, and
frequentonthimonitoring
schedule) and reciprocally
listens to and communicate
with students, parents, staff
and community using multip
methosd (i.e., oral, written, al
electronic) to seek input/
feedback and to inform
instructional and leadership
practices.

The leader systematically
communicates with diverse
stakeholders about high
achievement for all students

Union County School District
Administrator Evaluation System Template

The | eader 6s
reard tdistening to and
communicating with student
parents, staff, and communi
primarily unplanned and/or
initiated by others rather tha
the | eader fr

The leader has only a few
methods to seek input/feedh
with the intent to inform
instructional and leadership
practices.

The | eader 6s
with stakeholders about high
achievement for all students
not carefully planned and
implemented.

The | eader 6s
community is virtually-non
existent; conductidito no
interactions with stakeholde
regarding the work of the
school.

The leader is isolated from
students, parents, staff, and
community and engages in I
or minimal listening to and
communicating with them to
seek input/feedback and infq
instrutional and leadership
practices.

The leader avoids engaging
faculty and/or stakeholders i
conversations on controvers
issues that need to be
addressed in the interest of
school improvement.
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Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |

t he | e adlestralive b e

Impact Evidencef leadership proficiency may be see
the behaviors or statuheffaculty and stéffistrative
examplesf such evidence may include, but are not li

to the following: the following:

1  Samples of communication methods used by the lea| §  Students confirm that the leader is a good listener an
1 A School Improvement Plan that demonstrates know effectigly uses a wide variety of methods of communi
the specific school commumityhee impact of communit describe expectations and seek input/feedback.

factors on learning needs of students and faculty. 1 Faculty members confirm that the leader is a good lis
1 A schoeklide plan to engage families and community effectively uses a wide variety of methods of commur
understanding student needs and participating in sch describe expectations ae# ggput/feedback.
improvement efforts. 1 Parents and community members confirm that the leg
1 Evidence of opportunities for familiesde feedback good listener and effectively uses a wide variety of m
about studentsd educati communication to describe expectations and seek
1 Logs of community interaction (e.g., number of volun input/feedback.
community members in the school, telephone convel 1  Local newspaper articles report involvementldéader
and community presence at school activities). and faculty in school improvement actions.
1  Leader writes articles for school oty newspapers.| 1  Letters andreails from stakeholders reflect exchangeg
1 Leader makes presentations at PTSA or community important issues.
organizations. 1  Other impact evidence of proficiency on this indicator|
T Leader hosts infor mal fi
and/or business leaders to share perceptions about {
and pertinent educational issues.
1 Theleadercandent i fy influentdi
school community and has processes for engaging t
school improvement efforts.
1  Other leadership evidence of proficiency on this indid

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidateceutwent proficiency on this
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effective [ ] Needs Improvemel

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 9.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How might you further exp
your influence over your
colleagues within the distri
relative to the implementat
of effective listening and
communication techniques

What support might you
provideour colleagues witl
the school that would help
them become as capable i
the area of listening and
communicating as you?

How would you describe you
efforts to implement a plan tg
communicate with various
stakeholders within your sch
community?

What might be some of the th
you are taking away from thig
experience that will influence|
your communication practice
the future?

How might listening with the in
to learn from students, staff,
parents, and community
stakeholders be beneficiakto t
successful operation of the
school?

Union County School District
Administrator Evaluation System Template
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clearly and

concisely

us i

Indicator 9.27 Clear Goals and Expectations: The leader communicates goals and expectations
dads
and oral skills, communicates student expectations and performance information to students,
parents, and community, and ensures faculty receives timely information about student
learning requirements, academic standards, and all other local, state, and federal administrative
requirements and decisions.

FIl or i

ng

([

cCommon

Narrative: Proficiency in the competencies addressed in this indicator impacts success on many other indicators. The most
successful school leaders are able to provide clear goals and expectations on everyoaspetos scitbimistructional

|l eader shi p.

You need

so others can act on them is step two.

Rating Rubric

to

do the

fischool |

eader dms

Highly Effectiva:e a d
actionsorimpact | e ad ¢
relevant to this indicator exceed
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient ar
appropriate reflectiohguality

work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actionsorimpaéto | ea de
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

Clear evidence communicat
on goals and expectations i
present, including open foru
focus groups, surveys, pers
visits, and use afdable
technology.

Ensures that all community
stakeholders and educators
aware of the school goals fg
instruction, student
achievement, and strategies
and progress toward meetin
these goals.

The leader coaches others
within the districeféectively
employ the Florida common|
language of instruction in
communicating school goals
and expectations.

The leader conducts freque
interactions with students,
faculty, and stakeholders to
communicate and enforce ¢
expectations, structures, an
fair rules and procedures.

Utilizes a system of open
communication that provide
the timely, responsible shar
of information with the scho
community using a variety d
formats in multiple ways
through different media in o
to ensure commurimatvith
all members of the school
community.

Is proficient in use of the FIg
common language of instrug
to align school goals with di
and state initiatives.

Expectations and goals are
provided and communicated
a timely, comprehensibte an
actionable form regarding sq
student and faculty performa
issues.

Designs a system of open
communication that provide
the timely, responsible shari
of information to, from, and
the school community on go
and expectations, but it is
inconsistently implemented.

Has a limited capacity to em
Fl oridads con
instruction in aligning schoo
goals and expectations with
district and state initiatives.

Expectations and goals
regarding student and facult
performance are naivted or
are not communicated in a
timely, comprehensible and
actionable form.

The | eader ds
demonstrate a lack of
understanding of the importe
of establishing clear
expectations, structures, rulg
and procedures for students
staff.

Usegerms in the Florida
common language of instrug
incorrectly thus misguiding
others.

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrabive b e

Impact Evidencef leadership proficiency may be see
the behaviors or status of the faculty atitlstedtive
examplesf such evidence may include, but are not li

thefollowing:

book, etc.) is provided.

accomplish the goals.

all.

1 Evidence of visibility and accessibility (e.g., agendas
meetings, newslettermal correspondence, appointm

1 Evidence of formal and informal systems of commun
that include a variety of formatsagtten, oral) in multip
ways through different media (e.g., newsletter, electr|
used to communicate goals and expectations for hoy

1  School safety and behavioral expectations are acces

1 Faculty routinely accessv.floriodastandards@igign

course content with state standards.

1  Staff survey results reflect awareness and natidgrsefa
priority goals and expectations.

1  Parent survey results reflect understanding of the prig
academic improvement goals of the school.

communi
the goals and expectations that apply tdltmeir.ch

1 PTSA/Booster club operations and participation addr
support for school academic goals.

1  Student survey results reflect understanding of goals
expectations that apply to the students.

T Parentsbo

cations

Union County School District
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http://www.floriodastandards.org/

1 Dissemination of clear namasground rules for standa
based instruction and Meitd System of Supports (M7

is provided.

School Improvement Plan is based on clear actionah

1
f Leader i s

abl e

to acces§g

instruction via online resources.
1  Other leadership evidence of proficiency on this indic

f Subor di nat e
indruction.

1  Other impact evidence of proficiency on this indicator|

|l eaders use F

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four profielencylfexelbeing

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on th
The examples abawe illustrative and do not reflect an exclusive list of what is expected)

Reflection Questions for Indicator 9.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What additional strategies h
you established to diffuse y
practicesn goals and
expectations among your
colleagues across the scho
system?

How does feedback from ke
stakeholder groups inform t
work of the school?

How might you articulate to
faculty the benefits that coul
gained by the school if pare
and commmity members
understood the rationale for
most decisions on goals anq
expectations?

How might you improve you
consistency of interactions v
stakeholders regarding the V
of the school?

Knowing that some teachers
and parents are reluctant to
initiate conversations with
school leaders, what strateg
have you employed or
considered in whichd/as the
leaded would initiate
communication on priority g

and expectations?

What are your priority goals
school improvement?

How do you knewkether
others find them clear and
comprehensible?
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Narrative: Leaders need to be seen by those they are to lead...and those who are asked to engage in rigorous effort on the

communication and collaboration.

Indicator 9.3 7 Accessibility: Maintains high visibility at school and in the community, regularly
engages stakeholders in the work of the school, and utilizes appropriate technologies for

|l eader 6s

goal s

need

access

to the |

eader

.se whaviheed

e

eade.]

access can get it in reasonable ways and timeframésemtuay2tchnological society use of social networking and other
technologies to promote accessibility is a valuable leadership competency.

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator excee(
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficieht a
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: e ad e
actions or i mp
relevant to this indicator are mir
or are not occurring, or are havi
an adverse impact.

In addition to the practices &
the effective level, the leade
initiates processes that prorn
subordinate leads access to
all through a variety of meth
stressing the need for
engagement with stakeholdj
groups.

The | eader se¢
of the school
stakeholders and advocatiny
school needs.

The leader mentors other
school leadeos quality
processes for accessibility,
engaging stakeholders, and
using technologies to expan
impact.

Leader provides timely acce
to all through a variety of
methods using staff and
scheduling practices to
preserve time on instruction
priorities wihiproviding
processes to enable access
parents and community.

Leader is consistently visibl
within the school and

community focusing attentig
and involvement on school
improvement and recognitio
success.

Stakeholders have access \
technologpols (e.g.®mails,
phone texts, video

conferencing, websites) so {
access is provided in ways 1
do not mini mi
time for instructional leaders
and faculty development.

Leader 6s acti
and accessible are inconsist
or limited in scope.

Limited use of technology to
expand access and
involvement.

Leadership is focused within
school with minimal outreac
stakeholders.

Leader is not accessible to
staff, student, or stakeholde
and does not engage
stakeholdens the work of the
school.

Leader has low visibility to
students, staff, and commun

Leadership Evidena# proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | e adlestralive b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examp&ésuch evidence may
include, baire not limited to the following:

1T Leaderds work schedul e 11 Schooloffice staff have effective procedures for routi
week in classrooms and interacting with students an parents and stakeholders to appropriate parties for ag
teachers on instructional issues. and informing the leader when direct involvement of t
1  Meeting schedules reflect frequency of access by val is necessary.
stakeholders. 1 Subordinateleadérs i nvol vement i n
1 Executive business partnerships engaging local busi school issues may be addressed.
leaders in ongoing support of school improvement. | § fiUser friendlyo processe
1 Email exchanges with parents and other stakeholde of visitors.
1  Websites or weblogs provide school messaginginto| 1 Newspaper accounts refl ¢
community. 1  Teacher and student anecdotal evidence of eass of a
T Leader ds parntjeeentpati on i § Parentsurveys reflect belief that access is welcomed
1 Leader has established policies that inform students, §  Office staff handles routine requests for access in wa
and parents on how to get access to the leader. sati sfy mdeadkse hwil tdheawstd d i
1 Leader monitors office staff implementation of acces instructional issues, but gives school leader timely ng
to insure timely and responsive accessibility. his/hepersonal involvement should occur without delg
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1  Other leadership ewicke of proficiency on this indicatoﬂ 1 Other impact evidence of proficiency on this indicator|
Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by cbeelohthe four proficiency levels below. If not b¢
rated at this time, leave blank:

[ ] Highly Effective [ ] Effective [ ] Needs Improvemel [ ] Unsatisfactory
Evidence LogSpecifically, what has been observed that reflects current prbiEiecoyator?
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 9.3

Highly Effective Effective Needs Improvement Unsatisfactory
How can you involve-sub | What uses can you make { How can you assess what What work habits would you n
ordinatéeaders as high modern technology to dee| students, faculty, and to change to be more visible tg
visibility assets of the schg community engagement a| stakeholders think of your le\ students, faculty, and
expand your accessibility { accessihiji? stakeholders?
all?
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supporting organizations for effective performance.

Indicator 9.4 7 Recognitions: The leader recognizes individuals, collegial work groups, and

Narrative: Leading is about enabling others to succeed. Recognition of the successes and contributions of others is a key

|l eader ship

functi

on.

Recognition

fr

om the |

ealder

S

m

idertifies what people did to generate the success being recognized. Recognizing the way in which people succeed encour

them to

Rating Rubric

cont i

nue t hose

practices

and

infor ms

Highly Effective:e a d
ad i ons or i mpa
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os
i mpact of | ead
to this indicator are sufficient a
appropria reflections of quality
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: eade
actons or i mpact
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

In addition to meeting effect
level criteria, the leader utili
recognition reward, and
advancement as a way to
promote thaccomplishments
of the school.

Shares the methods that leg
success with other leaders.

Engages community groups
supporting and recognizing
rigorous efforts to overcome
past failures.

The leader systematicelly.,
has a plan, with goals,
measurale strategies, and a
frequentonthiynonitoring
schedule) recognizes
individuals for praise, and
where appropriate rewards
promotes based on establis
criteria.

Recognizes individual and
collective contributions towg
attainment of strategic goalg
focusing on what was done
generate the success being
celebrated.

The leader uses established
criteria for performance as t
primary basis for recognitior
and reward, but is inconsistg
or untimely in doing so, with
some people deserving of

recogition not receiving it.

The leader does not celebral
accomplishments of the sch
and staff, or has minimal
participation is such
recognitions.

seen in the

to the following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilesrabive b e

Impact Evidencef leadership proficiency may be see|
the behaviors or status of the faculty atitustedtive
examplesf such evidence may include, tdmmited t

the following:

1 Faculty meeting agendas routinely include recognitio
progress and success on goals.

f§f Teachers

attest to t
individuals and as team members.
Teachers describe feedback from the leader that

he |

1
1
utilized.
1
based on established criteria.
1
1

Rigorous effort and progress points of collegial work
are recognized and the methods they employed sha
Samples of recognitiviteria and reward structures are

Documents (e.g. written correspondence, awards, ag
minutes, etc.) supporting the recognition of individua

Communications to community groups are arranged
recognizingtudent, faculty, and school accomplishme|
Other leadership evidence of proficiency on this indig

1
improvements.
1
1
their growth.
1
growth.
1

acknowledges specific instructional strengths or
Teachers report that the leader uses a combination o
to promote the accomplishments of the school.
Students report both formal amoh&ifacknowledgement

Bulletin boards or other media display evidence of stt

Other impact evidence of proficiency on this indicator

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate currentptitiiciency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ ] Highly Effective [ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, whets been observed that reflects current proficiency on this i
The examples above are illustrative and do not reflect an exclusive list of what is expec

Administrator Evaluation System Template

Union County School District

Pagell6

ot her s

b



Reflection Questions for Indicator 9.4

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

What might be some of the
potential benefits that would
come from you sharing you
talents in this area with you
colleagues in the district?

In what ways are you utilizir|
the recognition of failure as
opportunity to improve?

How dogu enable those tha
make progress:s
what met hodo

How might you compare yol
beliefs about the importance
providing individual and
collective praise to your actu
practice?

What do you want to be mog
aware of as you make future
plans in this area?

As you assess the importan
acknowledging failures and
celebrating accomplishment
what assumptions are guidir]
you?

Union County School District
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Domain 4- Professional and Ethical Behavior

Narrative: This domain is focused on the professional integrity and dedication to excellence of the school
leader. The indicators in this domain focus on behaviors essential to success as a school leader.

Narrative: There are two broad proficiency areas that are the focus of evaluation of behavior and ethics.
One is approached as Proficiency Area 10 of the FSLA which is focused on Florida Principal Leadership
Standard #10 (FPLS). The indicators in proficiency area 10 address resiliency, professional learning,
commitment, and conduct. The other major professional behavior area, Deliberate Practice, is a separate
metric, scored separately and, when combined with the overall FLSA score, generates the Leadership

Practice Score.

f
f
f
f

I productive attitudes in the face of adversity.

Indicator 10.17 Resiliency: The leader demonstrates resiliency in pursuit of student learning and
faculty development by:

i staying focused on the school vision,
reacting constructively to adversity and barriers to success,
acknowledging and learning from errors,
constructively managing disagreement and dissent with leadership,
bringing together people and resources with the common belief that the organization can
grow stronger when it applies knowledge, skills, and

Narrative: The lead indicator in this FSLA domain is focused on resiliency. Leadership takes strength of

character

and a

and sticking with it until you get it right.

Rating Rubric

capacity

to

fweat her

t he

s t mistakdss ) O

Highly Effective:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os

i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of qualit|
work with only normal variation|

Needs Improvement:
Leaderds actio
|l eaderds actio
indicatorra evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: ead e
actions or i mp
relevant to this indicator are mi
or are not occurring, or are havi
an adverse impact.

The leader builds resiein
colleagues and throughout t
organization by habitually
highlighting
mi st akeso whe
taken, mistakes were made|
lessons were learned, and 4
the individual and the
organization learned for the
future.

The leader engages
constructive dissent in whicl
multiple voices are encouray
and heard; the final decisior|
made better and more broa
supported as a result.

The leader is ablébtunce
back quickly from adversity
while remaining focused on
vision of therganization.

The leader readily
acknowledges personal and
organizational failures and
offers clear suggestions for
personal learning.

The leader uses dissent to
inform final decisions, impro
the quality of decismaking,
and braden support for his ¢
her final decision.

The leader admits failures
quickly, honestly, and openl
with direct supervisor and
immediate colleagues.

Nondefensive attitude exists
accepting feedback and
discussing errors and failurg

There is evidenof learning
from past errors. Defined

The leader is able to accept
evidace of personal and
organizational failures or
mistakes when offered by
others, but does not initiate
support the evidence gather|

Some evidence of learning f
mistakes is present.

The leader tolerates dissent
there is very little of it islipu

The leader sometimes
implements unpopular polici
unenthusiastically or in a
perfunctory manner.

The leader tolerates dissent
there are minimal to no syst
processes to enable revisior
levels of engagement, ment
models, and/aiisconceptions

The leader is unwilling to
acknowledge errors.

When confronted with evide
of mistakes, the leader is
defensive amdsistant to
learning from mistakes.

The leader ignores or subve
policy decisions or initiatives
focused on student learning
faculty development that arg
unpopular or difficult.

Dissent or dialogue about th
need for improvements is

absent due tacimate of fear
and intimidation and/or apat

No evidence or reference to
previous leadership evaluati
is present in
choices of tasks and prioritie

Union County School District
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The leader offers frank
acknowledgement of prior
personal and organizational
failures and clear suggestiol

structures and processes ar
place for eliciting input.

Improvement needs noted il

The leader is aware of
improvement needs noted ir|
previous evaluations, but ha
not translated them into an

for systerwide learning
resulting from those lessons

The influence of previous
evaluations has a positive
impact not only on theléea
but on the entire organizatio

the | eaderds
evaluations are explicitly
reflected in projects, tasks, i
priorities.

action plan.

Leadership Evidena# proficiency on this indicator m

seen in

t Iviers or actiodestralive b e

examplesf such evidence may include, but are not |
to the following:

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative eample®f such evidence may
include, but are not limited to the following:

1

= —a

1

The leader offers frank acknowledgement of prior pe
and organizational failures and clear suggestions for
wide learning resulting from those lessons.

The leaddauilds resilience in colleagues and throughg
organi zation by habitual
mi stakesodo where risks wg
lessons were learned, and both the individual and th¢
organization learned for the future.

The leader demonstrates willingness to question disti
authority and policy leaders appropriately with evider
constructive criticism, but once a district decision is n
fully supports, and professionally implements organiz
policy and leagéip decisions.

The leader recognizes and rewards thoughtful disser
The | eaderds previous e\
projects, tasks, and priorities.

The leader offers evidence of learning from dissentin
Improvement plans retthanges in leadership practice|
(either from one year to the next or amending of curr
based on new insights).

The leader accepts and implements leadership and f
fidelity and district and state initiatives are represente
leadem a thorough way citing the student data, reses
base, and performance goals relevant to these initiat
Other leadership evidence of proficiency on this indig

1
implemented.
1
organization.
1T The principalés
understanding.
1
impémented with fidelity.
1
the |l eaderods
1
1
1

Faculty, staff, parents, and community members exp
perceptions that their con@rdglissent receive fair
consideration and are welcome input from the leader
when they disagree with policies or practices being

Faculty or students share anecdotes of practices/poli
previously challenged or resistedlbutp r i nci p
resilience, they have changed ways of working witho
in dysfunctional or harmful ways to others within the

resil i en
has generated a school climate where faculty feetl sta
comfortable voicing concerns and disagreements and
that their concerns are treated as a basis for deepeni

Previously resisted policies and practices are now pe
by faculty or students as appropriate and are being

Results of staff, student, or community questionnaire
vision and
Changes advocated by the leader and implemented (¢
resistance have had a positive impact on stugéant gr
Faculty and staff describe the school leader as unwa
commitment to raising student achievement.

Other impact evidence of proficiency on this. indicator|

Scale Levelqchoose one) Where there is sufficient evidence to ratefatieecy on this
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on th
The examples above are illustrative and do not reflect an exclusive list of what is expec

Union County School District
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Reflection Questions for Indicator 10.1

Reflection Questions

Highly effective

Effective

Needs
Improvement

Unsatisfactory

What additional insights are
gaining about the challenge
reconciling points of view
disagreements and fully
supporting and executing
organizational policy and
leadership decisions?

What dditional insights have
you gained about the value
supporting processes that

enable faculty to reflect on g
modify their own mental mo
based on evidence rather th
assumptions?

How might you reconcile yo
opinions with final decisions
suppoimhg and implementing
organizational policy and
leadership decisions?

How can you help your staff
grow to acknowledge and
implement systems for gain
multiple perspectives in
decisiomaking?

When or how is it appropriat
challenge policy deddership
decisions, if at all?

What leadership practices,
structures, and processes ¢
you put in place that would
staff know that dissent is
welcomed as part of an
informed decistoraking
process?

How do you deal with decisi
with which yaue
uncomfortable? Do you thin
about the impact when
unpopular or difficult policy
decisions are undermined,
ignored, or executed with pu
disagreement or lack of
enthusiasm from yourself or
your staff?

What needs to be done to
establish enough trhst t
faculty and staff feel free to
present opposing views with
in an open, sharing way?

Union County School District
Administrator Evaluation System Template
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Indicator 10.21 Professional Learning: The leader engages in professional learning that improves
professional practice in alignment with the needs of the school and system and demonstrates
explicit improvement in specific performance areas based on previous evaluations and formative
feedback.

Narrative: Professional learning is addressed in several FSLA indicators, each from a different perspective.
Indicator 4.5 is focused on what the leader does to engage faculty in meaningful professional learning
(which includes being involved in what the faculty is learning). Indicator 4.4 focuses on professional learning
needed to implement priority initiatives. Indicator 4.6 addresses alignment of faculty professional learning
with improvement of instruction. The Deliberate Practice metric concentrates on a very few issues where

the [ eader drives for deep | earning &atalORéfosusedanl mast el
t he i mpact of t he | eadérdiose sprtohfeesilse acherd 6 sl elae aii migng r
performance?

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator exceeq
effetive levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os

i mpact of | ead
to this indicator are sufficient ar
appropriate reflections of qualit)
work with only normal variation

Needs Improvement:
Leaderds actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactoryt e ad e
actions or i mp
relevant to this indicaterminimal
or are not occurring, or are havi
an adverse impact.

Performance improvements
linked to professional learnir
are shared with other leade
thus expanding impact.

The leader approaches eve
professional learning
opportunity with a vievatdw
multidimensional impact.

Knowledge and skills are
shared throughout the
organization and with other
departments, schools, and
districts.

Rather than merely adopting
tools of external professiong
learning, this leader creates
specific adaptaticusthat
learning tools become part ¢
the culture of the organizatiq
and arger oivhnodng
than externally generated.

The leader provides evidend
leverage, applying each
learning opportunity through
the organization. This leade
creates forsnchecklists, self
assessments, and other too
so that concepts learned in
professional development a
applied in the daily lives of
teachers and leaders
throughout the organization

The leader routinely shows
improvement in areas wherg
professionaldming was
implemented.

The leader engages in
professional learning that is
directly linked to organizatio
needs.

The priority is given to build
on personal leadership
strengths.

The leader personally atten
and actively participates in
professional learning that is
required of other leaders in

organization.

The leader personally atten
and actively participates in {
professional learning requirg
of teachers.

There islear evidence of the
actual application of person
learning in the organization.
Where learning has not beg|
applied within the organizat
this leader rigorously analyz
the cause for this and does
continue investing time and
money in professblearning
programs that lack clear
evidence of success when
applied in the organization.

The leader demonstrates so
growth in some areas baseg
professional learning.

The leader actively participd
in professional learning, but
reflective af personal agendg
rather than addressing the
strategic needs of the
organization.

The leader attends professiq
learning for colleagues, but
does not fully engage in it af
set an example of active
participation.

The leader has given intelle
assento some important
learning experiences, but cq
give only a few specific
examples of application to t
organization.

There is no or only minimal
impact of professional learni
on the | eader

The leader might introduce ¢
professional leargiprogram,
but does not participate in th
learning activities along with
staff.

The leader is not strategic in
planning a personal profess
learning focus aligned with t
school or district goals.

Even on those rare occasio
when the leademages in
professional learning, the
purpose appears to be mere
collecting information rather
than reflecting on it and app
it to the organization.
Professional learning is an
expense, not an investment
constructive improvements.

seen in the

Leadership Evi&hceof proficiency on this indicator m

| e a dilesrabive b e

Impact Evidencef leadership proficiency may be see|
the behaviors or anti of the faculty, staff, students, a
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to the following:

examplesf such evidence may include, but are not |

communityllustrative examptésuch evidence may
include, but are not limited to the following:

provided for faculty.
f The

school or district.

and/or colleagues.

leaders.

1  The leader is an active participant in professional leal

| e ad e rgfowth gan indudes rdfessior |
learning topics that are directly linked to the needs of

1  Evidence the leader has applied lessons learned fro
research to enhance personal leadership practices.
1 Case studies of action reseaaried with subordinates

1 Forms, checklists,-ssessments, and other learning 1
the leader has created that help the leader apply con
learned in professional development.

1  Membership and participation in professional learnin
provided by professional organizations.

1  The leader shares professional learning with other sq

9 Other leadership evidence of proficiency on this indig

T Teachersbd

|l eader6s pr

9 Teachers can articulate professionalgedraied by the
after

|l eader
implemented.

1  Other impact evidence of proficiency on this indicato

anecdot al
participation in professile@ahing.
The frequency with which faculty members are engag
professional learning with the school leader.
1  Changes in student growth data, discipline data, etc.,

evid

of essional d ¢

the | eader §

[ ] Highly Effective

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicatogssign a proficiency level by checking one of the four proficiency levels below. |
rated at this time, leave blank:

[ ] Needs Improveme

[ ] Unsatisfactory

Evidence LogSpecifically, what has been obsbatedflects current proficiency on this indig
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicator 10.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What has been most effecti
creating a focus on professi
learning? How might you leg
this effort across the district

How have you synthesized
professional learning into
existing learning for more
sophisticated application? H
have you applied this learni
to support and encourage th
growth of other leaders? Ho
will you leverage your
professional learning
throughout the school, distri

and beyond?

To what degree do you expl
identify the focus areas for
professiondevelopment in
faculty and grade
level/department meetings?

How will you determine whe
application of your own
professional learning is
impacting student achievem
and the school as a whole?

How are you adjusting
application when clear evidg
ofsuccess is not apparent?

How are you investing your
professional learning and
applying it to your school on
daily basis? How do you apy
this learning in multiple
leadership venues?

What steps can you take to
participate in professional
learning focus®n school ang
district goals with your staff?

What steps can you take to
begin to apply professional
learning to your daily work?

Union County School District
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Indicator 10.3 1

community.

Commitment: The leader demonstrates a commitment to the success of all
students, identifying barriers and their impact on the well-being of the school, families, and local

Narrative: Leaders are committed to carrying out the role of school leader in ways that benefit others:
Students 1 faculty i community. Barriers to having that impact are not seen as reasons to give up but as

problems to be solved.

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator exceeq
effective levels and constitute
models of proficiency for other
leaders.

EffectiveLeader os

i mpact of | ead
to this indicator are sufficient al
appropriate reflections of qualit)
work with only normal variation

Needs Improvement:
Leaderbés actio
|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: e ad e
actions or i mp

relevant to this indicator are mir|
or are not occurring, or are havi
an adverse impact.

The messagiagd support
systems of the effective
principal are expanded to
engage parents and the
community at large in
participating in actions that
promote student success ar
mitigate or eliminate multipl
barriers to success. The
principal 6s ¢
students form a foundation ¢
mutual respect between
students, faculty and the
community.

There are programs and
processes within the school
focus all students on the
importance of success in sc
and multiple tiers of support
assist them in overcoming
barriers to success.
Positive slogans and
exhortations to succeed are
supported thispecific and
realistic guidance and supp
on how to succeed and
overcome barriers. The sch
vision of success for all
students is shared with the
community at large.

The leader demonstrates
professional concern for
students and for the
developmenf the student's
potential but implementation
processes to identify barriers
student success have limite
scope and have resulted in
actions to mitigate those
barriers and provide support
for success only for some
students. There are gaps in
proceses that engage all
faculty in understanding the
student population and the
community in which they live
Some student sgitoups do
not perceive the school as
focused on their best intereg

Other than slogans and
exhortations to do better, the
is mimmal or no evidence of
principal leadership being
employed to implement the
FEAPs and FPLS for the be
of students in the school, an
the leader is not perceived b
staff, students, or communit
a sincere and effective advo
for the students.

Leadership Evidenaaf proficiency on this indicator m
seen in
examplesf such evidence may include, but are not |
to the following:

t he | e a.dlastrdivee b e

Impact Evidencef leadership proficiency may be see
the behdors or actions of the faculty, staff, students
communityllustrative examptésuch evidence may
include, but are not limited to the following:

1
remove barriers to success.
1
1
studers®d | i ves
undertaken to support student success.
1
address them.
1

Agenda, memorandum, and other documents show ¢
recurring emphasis on student success witteffpesific

Agenda, memorandum, and other documents show §
recurring emphasis on deepening faculty understand
students and the community in which they live.

The leader can describe the challenges present in th
and provide

Barriers to student achievement or faculty developm
identified in the SIP, and strategies are implemented

Other leadership evidence of projiga this indicator.

1
1T Faculty
1
1
community.
1
of students and school.
1

Student results show growth in -@lfcuts.

member sé anecdot
focused on and committed to student success.
Parent and community involvement in student suppo
plentiful and addressrtbeds of a wide range of studen
Student work is commonly displayed throughout the

News reports in local media draw attention to positive

Other impact evidence of proficiency on this indicator|

[ ] Effective

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency
indicator, assign a proficiency level by checking one of the four proficiency levels below
rated at this time, leave blank:

[ 1 Highly Effective [ ] Needs Improveme

[ ] Unsatisfactory

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec
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Reflection Questions for Indicator 10.3

Highly Effective

Effective

Needs
Improvement

Unsatisfactory

What actions are needed to
sustain the role of the schoq
generating a community wid
effort to insure students
succeed?

What outreach can you initii
to expand the involvement
parents and community leac
in supporting student succe;
and deepening understandil
of the barriers and actions tl

mitigate them?

Have you presented an effe
challenge to perceptions tha
student apathy or lack ofma
involvement are acceptable
explanations for lack of sucg
by some students or-sub

groups?

Do you know enough about
students and the community
which they live to recognize
barriers that prevent succes
all of the students?
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Indicator 10.4 7 Professional Conduct. The leader Adheres to the Code of Ethics (Rules 6B-1.001)
of the Education Profession in Florida and to the Principles of Professional Conduct for the
education profession (Rules 6B-1.006, F.A.C.).

Narrative: State Board Rules define specific expectations for the conduct and ethical behaviors for Florida

educators.

Rating Rubric

Highly Effectiva:e a d
actions or i mp
relevant to this indicator excee(
effective levels amhstitute
models of proficiency for other
leaders.

EffectiveLeader 6s
i mpact of | ead
to this indicator are sufficient al
appropriate reflections of qualit
work with only normal variation

Needs Improvement:
L e a d eangos impact of i

|l eaderds actio
indicator are evident but are
inconsistent or of insufficient sc
or proficiency.

Unsatisfactory: e ad e
actions or i mp
relevant to this indicator are mir|
or are not occugirr are having
an adverse impact.

There is clear, convincing, &
consistent evidence that the
school leader abides by the
spirit, as well as the intent, ¢
policies, laws, and regulatio
that govern the school and t
education profession in the
stateof Florida, and inspires
others within the organizatid
abide by that same behavio

The leader clearly demonstt
the importance of maintainir
the respect and confidence
his or her colleagues, of
students, of parents, and of
other members of the
community, as a result the
leader achieves and sustain
the highest degree of ethica
conduct and serves as a mq
for others within the district.

There is clear evidence that
leader values the worth and
dignity of all people, the pur
of truth, devotion to exceller
(i.e.sets high expectations ¢
goals for all learners, then tf
in every way possible to hel
students reach them)
acquigion of knowledge, ang
the nurture of democratic
citizenship.

The leader's primary
professional concern is for t
student and for the
development of the student'
potential. Therefore, the lea
acquires the knowledge ang
skills to exercise the best
prdessional judgment and
integrity.

The leader demonstrates th
importance of maintaining t
respect and confidence of h
her colleagues, of students,
parents, and of other memb
of the community. As a resuy
the leader adheres to the
prescribedldtal conduct.

The | eader 6s
recurring misunderstanding
misperceptions about the
eader 06s cond
expressed in the Code and
Principles.

There are segments of the
school community whose
developmental needs are ng
addressednd leadership
efforts to understand and
address those needs is not
evident.

The leader has only a gene
recollection of issues addreg
in the Code and Principles 4
there is limited evidence tha
school leader abides by the
spirit, as well agtimtent, of
policies, laws, and regulatio
that govern the school and t
education profession in the §
of Florida.

The | eader 6s

behavior are inconsistent wi
the Code of Ethics, Rule 6B
1.001, or disciplinary action
been initiatdzhsed on violatig
of the Principles of Professiq
Conduct, Rule-6B06.

seen in the

tothe following:

Leadership Evidena# proficiency on this indicator m

examplesf such evidence may include, but are not |

| e a dilestrabive b e

Impact Evidencef leadership proficiency may be see
the behaviors or actions of the faculty, staff, student
communityllustrative examp&such evidence may

include, but are not limited to the following:

|l eader 6s
organization.
t he

organization.
T School i mpr

1 Samples eiritten feedback from teachers regarding t
judgment
learning environment, instructional improvement or s

1  Samples of written feedback provided by parents reg
| e a d and/6rntegrity dngssuesrelated t
learning environment, instructional improvement or g

and/ of

ovement plan

1

1

evidence of actions taken to accomplish such plans.
School safety and behavioral etioes promoted by the
leader for the benefit of students.

Other leadership evidence of proficiency on this indig

1 Teacher, student, parent anecdotal evidence reflectin

for the

pri

1 Recognition by community andtpaganizations of the

principal ds
community.

1 Parent or student questionnaire results.
1 Other impact evidence of proficiency on this indicator|

ncipal 6s et hi

i mpact as a
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Scale Levelqchoose one) Where there is suiigigemce to rate current proficiency on this
indicator, assign a proficiency level by checking one of the four proficiency levels below

rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvemel

[ ] Unsatisfactory

Evidence Lo{Specifically, what has been observed that reflects current proficiency on t
The examples above are illustrative and do not reflect an exclusive list of what is expec

Reflection Questions for Indicatfr4

Highly Effective:
Leaders actio
|l eaderds acti
indicator exceed effective levg
and constitute models of
proficiency for other leaders.

{ relevant to this icator are

EffectiveLeader o
or i mpact of

sufficient and appropriate
reflections of quality work witl
only normal variations.

Needs Improvement:
Leaderds actio

actions relevant to this indicator
evident but are inconsistent or of
insufficient scope or peofay.

Unsatisfactory: eade r
actions or i mpa
relevant to this indicator are minin
are not occurring, or are having a
adverse impact.

How might you expand yol
influence within the district
that others achieve and
sustaityour high degree of
ethical conduct?

What might be some
strategies you could pursu
that would inspire others

within the organization to
demonstrate your level of
ethical behavior?

How might you be more over|
demonstrating that you abide
the spirigs well as the intent,
policies, laws, and regulation
that govern the school and th
education profession in the s
of Florida

In what ways are you
demonstrating that you abide |
the spirit, as well as the intent,
policies, laws, and reguiatibat
govern the school and the

education profession in the stg
Florida
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