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ix) The person being evaluated shall have an opportunity to respond in writing to
evaluation reports.

2) Definitions

A) Administrator: Inclusive term that applies to all Administrators covered by this article,
unless otherwise noted. Administrators may include individuals who serve in positions
involving teaching and other direct services to students.

B) Artifacts of Professional Practice: Products of an Administrator’'s work and staff and
student work samples that demonstrate the Administrator's knowledge and skills with
respect to specific performance standards.

C) Categories of Evidence: Multiple measures of student learning, growth, and
achievement, judgments based on observations and artifacts of professional practice,
including unannounced observations of practice of any duration but not less than 15
minutes; and additional evidence relevant to one or more Standards of Effective
Administrative Leadership Practice (603 CMR 35.04).

D) District-determined Measures: Measures of student learning, growth and achievement
related to the Massachusetts Curriculum Frameworks, Massachusetts Vocational
Technical Education Frameworks, or other relevant frameworks, that are comparable
across grade or subject level district-wide. These measures may include, but shall not be
limited to: portfolios approved commercial assessments and district-developed pre and
post unit and course assessments, and capstone projects. The parties shall bargain over
District-Determined measures and such measures shall include Teacher and
Administrator based assessments and testing as well as District developed student
examinations.

E) Educator Plan: The growth or improvement actions identified as part of each Educator’s
evaluation. The type of plan is determined by the Administrator's career stage, overall
performance rating, and the rating of impact on student learning, growth and
achievement. There shall be four types of Educator Plans:

i) Developing Educator Plan shall mean a plan developed by the Educator and
the Evaluator for one school year or less for an Educator without Professional
. Teacher Status (PTS); or, at the discretion of an Evaluator, for an Educator with
PTS in a new assignment.

ii) Self-Directed Growth Plan shall mean a plan developed by the Administrator for
Experienced Administrators who are rated proficient or exemplary.

iii) Directed Growth Plan shall mean a plan developed by the Administrator and the
Evaluator of one school year or less for Experienced Administrators who are
rated needs improvement.

iv) Improvement Plan shall mean a plan developed by the Evaluator for a realistic
time period sufficient to achieve the goals outlined in the Improvement Plan, but
at least 90 school days during the 2013 — 2014 school year and at least 60
school days for the 2014 — 2015 school year and beyond and no more than one
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1) Purpose of Educator Evaluation

A) This contract language is locally negotiated and based on M.G.L., c.71, § 38; M.G.L.
c.150E; the Educator Evaluation regulations, 603 CMR 35.00 et seq.; and the Model
System for Educator Evaluation developed and which may be updated from time to time
by the Department of Elementary and Secondary Education. See 603 CMR 35.02
(definition of model system). In the event of a conflict between this collective bargaining
agreement and the governing laws and regulations, the laws and regulations will prevail.

B) The regulatory purposes of evaluation are:

i)

To promote student learning, growth, and achievement by providing Educators
with feedback for improvement, enhanced opportunities for professional growth,
and clear structures for accountability, 603 CMR 35.01(2)(a);

To provide a record of facts and assessments for personnel decisions,
35.01(2)(b);

To ensure that every school committee has a system to enhance the
professionalism and accountability of teachers and administrators that will enable
them to assist all students to perform at high levels, 35.01(3); and

To assure effective teaching and administrative leadership, 35.01(3).

C) General Principles Concerning Evaluation

O )

vi)
vii)

viii)

Evaluators shall insure that whenever an aspect of an Educator’s performance is
considered unsatisfactory, that information will be given in writing (i.e. by hand-
delivery or email) to the Educator involved as soon as possible to provide an
opportunity to resolve such concerns before they appear in an Evaluation Report.

All monitoring or observation of the work performance will be conducted openly
and with the full knowledge of the Educator.

The performance standards shall be measurable.

The performance standards shall reflect and allow for significant differences in
assignments and responsibilities. These differences shall be described in
Evaluation Reports.

The perfbrmance standards shall be shared with the person being evaluated in
advance of the evaluation process.

The purpose of evaluation shall be stated clearly, in writing, to the person being
evaluated.

The evaluation process shall be free of racial, sexual, religious and other
discrimination and biases as defined in state and federal laws.

The person being evaluated shall be allowed to gather and provide additional
information on his/her performance. Such information must be provided in a
timely manner and must be considered by the Evaluator.
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F)
G)

H)

J)

school year for Experienced Administrators who are rated unsatisfactory with
goals specific to improving the Administrator's unsatisfactory performance. In
those cases where an Administrator is rated unsatisfactory near the close of a
school year, the plan may include activities during the summer preceding the
next school year.

ESE: The Massachusetts Department of Elementary and Secondary Education.

Evaluation: The ongoing process of defining goals and identifying, gathering, and using
information as part of a process to improve professional performance (the “formative
evaluation” and “formative assessment”) and to assess total job effectiveness and make
personnel decisions (the “summative evaluation”).

Evaluator: Any person designated by a superintendent who has primary or supervisory
responsibility for observation and evaluation. The superintendent is responsible for
ensuring that all Evaluators have training in the principles of supervision and evaluation.
Each Administrator will have one primary Evaluator at any one time responsible for
determining performance ratings.

i) Primary Evaluator shall be the person who determines the Administrator’s
performance ratings and evaluation.

i) Supervising Evaluator shall be the person responsible for developing the
Educator Plan, supervising the Administrator's progress through formative
assessments, evaluating the Administrator’s progress toward attaining the
Educator Plan goals, and making recommendations about the evaluation ratings
to the primary Evaluator at the end of the Educator Plan. The Supervising
Evaluator may be the primary Evaluator or his/her designee.

iii) Administrators Assigned to More Than One Building: The superintendent or
designee will determine who the primary evaluator is for each Administrator who
is assigned to more than one building.

iv) Notification: The Administrator shall be notified in writing of his/her primary
Evaluator and supervising Evaluator, if any, at the outset of each new evaluation
cycle. The Evaluator(s) may be changed upon notification in writing to the
Administrator.

v) Primary and Supervising Evaluators shall be properly licensed by the DESE and
shall also be permanent, full-time employees of the Framingham Public Schools.

Evaluation Cycle: A five-component process that all Administrators follow consisting of
1) Self-Assessment; 2) Goal-setting and Educator Plan development; 3) Implementation
of the Plan; 4) Formative Assessment/Evaluation; and 5) Summative Evaluation.

Experienced Administrator: An administrator who has completed three school years in
the same position in the district.
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K) Family: Includes students’ parents, legal guardians, foster parents, or primary caregivers.
The parties shall bargain over the utilization of family input into Educator Evaluations
upon the issuance of guidance to that effect from the DESE.

L) Formative Assessment: The process used to assess progress towards attaining goals
set forth in Educator Plans, performance on standards, or both. This process may take
place at any time(s) during the cycle of evaluation, but typically takes place at mid-cycle.

M) Formative Evaluation: An evaluation conducted at the end of Year 1 for an
Administrator on a 2-year Self-Directed Growth plan which is used to arrive at a rating on
progress towards attaining the goals set forth in the Educator Plan, performance on
Standards and Indicators of Effective Administrative Leadership Practice, or both.

N) Goal: A specific, actionable, and measurable area of improvement as set forth in an
Educator Plan. A goal may pertain to any or all of the following: Administrator practice in
relation to Performance Standards, Administrator practice in relation to indicators, or
specified improvement in student learning, growth and achievement. Goals may be
developed by individual Administrators, by the Evaluator, or by teams, departments, or
groups of Administrators who have the same role.

0) Measurable: That which can be classified or estimated in relation to a scale, rubric, or
standards.
P) Multiple Measures of Student Learning: Measures must include a combination of

classroom, school and district assessments, student growth percentiles on state
assessments, if state assessments are available, and student MEPA gain scores. This
definition may be revised as required by regulations or agreement of the parties upon
issuance of ESE guidance expected by July 2012.

Q) New Administrator: An administrator who has not completed three years in the position
in the district.

R) Observation: A data gathering process that includes notes and judgments made during
one or more school or worksite visits(s) of at least 15 minutes in duration by the
Evaluator and may include examination of artifacts of practice including student work. An
observation must occur in person and shall be done openly and with knowledge of the
Administrator. School or worksite observations conducted pursuant to this article must
result in feedback to the Administrator. Normal supervisory responsibilities of evaluators
will also cause them to drop in on other activities in the school or worksite at various
times as deemed necessary by the evaluator. Carrying out these supervisory
responsibilities, when they do not result in targeted and constructive feedback to the
Administrator, are not observations as defined in this Article.

S) Parties: The FAA and the School Committee are parties to this Agreement.

T) Performance Rating: Describes the Administrator's performance on each performance
standard and overall. There shall be four performance ratings:
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= Exemplary: the Administrator’s performance consistently and significantly
exceeds the requirements of a standard or overall. The rating of exemplary on a
standard indicates that practice significantly exceeds proficient and could serve
as a model of practice on that standard district-wide.

*  Proficient: the Administrator's performance fully and consistently meets the
requirements of a standard or overall. Proficient practice is understood to be fully
satisfactory.

= Needs Improvement: the Administrator’'s performance on a standard or overall is
below the requirements of a standard or overall, but is not considered to be
unsatisfactory at this time. Improvement is necessary and expected.

* Unsatisfactory: the Administrator's performance on a standard or overall has not
significantly improved following a rating of needs improvement, or the
Administrator’'s performance is consistently below the requirements of a standard
or overall and is considered inadequate, or both.

U) Performance Standards: Locally developed standards and indicators pursuant to M.G.L.
c. 71, § 38 and consistent with, and supplemental to 603 CMR 35.00. The parties may
agree to limit standards and indicators to those set forth in 603 CMR 35.04.

V) Professional Teacher Status: PTS is the status granted to an Educator pursuant to
M.G.L.c. 71, § 41.

W) Rating of Administrator Impact on Student Learning: A rating of high, moderate or
low based on trends and patterns on state assessments and district-determined
measures. The parties will negotiate the process for using state and district-determined
measures to arrive at an Administrator's rating of impact on student learning, growth and
achievement, using guidance and model contract language from ESE, expected by May
2013.

X) Rating of Overall Administrator Performance: The Administrator's overall
performance rating is based on the Evaluator’s professional judgment and examination
of evidence of the Administrator’s performance against the four Performance Standards
and the Administrator’s attainment of goals set forth in the Educator Plan, as follows:

i) Standard 1: Instructional Leadership

ii) Standard 2: Management and Operations

iii) Standard 3: Family and Community Engagement
iv) Standard 4: Professional Culture

V) Attainment of Professional Practice Goal(s)
Vi) Attainment of Student Learning Goal(s).

When the four Standards of Effective Administrative Leadership Practice are referenced,
it is understood that they may be supplemented or substituted in part in the Educator
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Plan by appropriate Standards of Effective Teaching Practice for those administrators
who also serve as teachers or caseload educators, at the discretion of the evaluator.

Y) Rubric: A scoring tool that describes characteristics of practice or artifacts at different
levels of performance. The rubrics for Standards and Indicators of Effective
Administrative Leadership Practice are used to rate Administrators on Performance
Standards, as are Standards and Indicators of Effective Teaching Practice in cases
where the Administrator teaches. These rubrics consist of:

i) Standards: Describes broad categories of professional practice, including those
required in 603 CMR 35.04, and, where appropriate 35.03

ii) Indicators: Describes aspects of each standard, including those required in 603
CMR 35.04, and where appropriate 35.03
iii) Elements: Defines the individual components under each indicator
iv) Descriptors: Describes practice at four levels of performance for each element
Z) Summative Evaluation: An evaluation used to arrive at a rating on each standard, an

overall rating, and as a basis to make personnel decisions. The summative evaluation
includes the Evaluator’s judgments of the Administrator’s performance against
Performance Standards and the Administrator's attainment of goals set forth in the
Educator Plan.

AA) Superintendent: The person employed by the school committee pursuant to M.G.L. c.
71 §59 and §59A. The superintendent is responsible for the implementation of 603 CMR
35.00.

BB) Trends in student learning: At least two years of data from the locally bargained district-
determined measures and state assessments used in determining the Administrator’s
rating on impact on student learning as high, moderate or low.

3) Evidence Used In Evaluation
The following categories of evidence shall be used in evaluating each Administrator:

A) Multiple measures of student learning, growth, and achievement, which shall include:

i) Measures of student progress on classroom assessments that are aligned with
the Massachusetts Curriculum Frameworks or other relevant frameworks and are
comparable within grades or subjects in a school;

i) At least two district-determined measures of student learning related to the
Massachusetts Curriculum Frameworks or the Massachusetts Vocational
Technical Education Frameworks or other relevant frameworks that are
comparable across grades and/or subjects district-wide. These measures may
include: portfolios, approved commercial assessments and district-developed
pre and post unit and course assessments, and capstone projects. One such
measure shall be the MCAS Student Growth Percentile (SGP) or Massachusetts
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B)

C)

i)

English Proficiency Assessment gain scores, if applicable, in which case at least
two years of data is required.

Measures of student progress and/or achievement toward student learning goals
set between the Administrator and Evaluator for the school year or some other
period of time established in the Educator Plan.

The appropriate measures of the Administrator’s contribution to student learning,
growth, and achievement shall be set by the district and shall be bargained by
the parties. The measures set by the district should be based on the
Administrator’s role and responsibility and such measures shall be bargained by
the parties.

Judgments based on observations and artifacts of practice including, but not limited to:

i)

ii)

Unannounced observations of practice may be in the form of partial or full-period
classroom or worksite visitations of at least 15 minutes or no more than one
class/subject period.

Announced observation(s) for non-PTS Educators in their first year of practice in
a school, Educators on Improvement Plans, Directed Growth Plan, and as
determined by the Evaluator.

Examination of Administrator work products.

(a) An Administrator shall be provided with relevant samples. Administrators
will be provided guidance and training pursuant to the development of
work products and evidence.

Examination of student and educator work samples.

(a) An Administrator shall be provided with relevant samples. Administrators
will be provided guidance and training pursuant to the development of
work products and evidence.

Evidence relevant to one or more Performance Standards, including but not limited to:

i)

i)
ii)

iv)

Evidence compiled and presented by the Administrator, including :

(a) Evidence of fulfillment of professional responsibilities and growth such as
self-assessments, peer collaboration, professional development linked to
goals in the Educator Plan, contributions to the school community and
professional culture;

(b) Evidence of active outreach to and engagement with families;
Evidence of progress towards professional practice goal(s);
Evidence of progress toward student learning outcomes goal(s).

Student and Staff Feedback — see # 23-24, below; and
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V) Any other relevant evidence from any source that the Evaluator shares with the
Administrator. Other relevant evidence could include information provided by
other administrators, principals and/or the superintendent.

4) Rubric

The rubrics are a scoring tool used for the Administrator's self-assessment, the formative
assessment, the formative evaluation and the summative evaluation. The parties have
negotiated rigorous and comprehensive rubrics and agree that the rubrics attached to this
Agreement shall be utilized to evaluate Administrators. The parties further agree that the Joint
Committee on Administrator Evaluation (JCAE) that has been established pursuant to Section
26E of this Agreement shall consider and develop additional rubrics that are specific to FAA
Bargaining Unit positions, subject to ratification by the FAA and the School Committee. The
parties agree that the following Chart shall determine the rubrics that shall be utilized to evaluate
Administrators as of the effective date of this Agreement:

Work

Position Year Rubric Primary Evaluator
Director of Curriculum
and Staff Development 228 Superintendent
Director of Special Education 228 Superintendent
High School Vice Principal 228 School-Based
Middle School Vice Principal 228 School Based
Director of Technology 228 Superintendent
Director of Academic Support 228 Superintendent
Director of Athletics 228 School Based
K-8 STEM Coordinator 228 School Based
K-8 Humanities Coordinator 228 School Based
Director of Adult ESL 228 Superintendent
Work Study Coordinator 209 School Based
Assistant Director of
Special Education 206 Superintendent
Director of Student Support Services 206 Superintendent
Director of Wellness 206 Superintendent
Coordinator of Phoenix Program
FHS 201 School Based
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Work

Position Year Rubric Primary Evaluator
Coordinator of Alternative
High School 201 School Based
Special Education
Coordinator/O0OD 201 SISP
Director of Bilingual
Education 201 Superintendent
Director of Family
Support Programs* 201 Superintendent
Assistant Director of
Bilingual Education 201 Superintendent
Director of Early
Childhood Education* 193 School Based
Director of Gifted and Talented (K-
12) 193 Superintendent
Special Education/ Evaluation
Coordinator** 193 SISP
Elementary School Vice Principal 193 School Based
Director of Title I* 193 Superintendent
Director of Title I/Grants Manager 193 Superintendent
Student Data Manager 193 School Based
Student Data Manager/FHS 193 School Based
K-8 Literacy Coordinator 193 School Based
K-8 Math Coordinator 193 School Based
Director of Equity
and Achievement* 193 SISP
Team Liaison 193 SISP
Director of Physical
Education and Health 187 School Based
Department Head of
Technology Education 187 School Based
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Work
Position Year Rubric Primary Evaluator
Part Time (.6) Coordinator/ODD 183 SISP
5) Evaluation Cycle: Training

A) Through the superintendent, in collaboration with the FAA, the district will provide a
minimum of eleven (11) hours for Supervision and Evaluation training for all Educators,
Principals, Administrators and other evaluators as follows:

1 Three (3) hours on the first full professional development day of the year to
outline the components of the new evaluation process, provide an explanation of
the evaluation process and provide a professional learning activity about self-
assessment and goal setting. Any Administrator hired after the first full day of
Professional Development shall complete a professional learning activity
provided by the district about self- assessment and goal setting within twenty (20)

school days.
2. Three (3) hours for evidence collecting as stated in Section 3.
3. Three (3) hours of training in data analysis and other building/department/team

identified needs.

4. Two (2) additional hours of training as agreed upon between the FAA and the
Superintendent.
5. This training will be provided during the normal work day.
6) Evaluation Cycle: Annual Orientation
A) At the start of each school year, the superintendent or designee shall conduct a meeting

for Administrators focused substantially on Administrator evaluation. The superintendent
or designee shall:

i) Provide an overview of the evaluation process, including goal setting and the
Educator Plan.

i) Provide all Administrators with directions for obtaining a copy of the forms used
by the district. These may be electronically provided.

iii) The meeting may be digitally recorded to facilitate orientation of Administrators
hired after the beginning of the school year. The newly hired Administrator shall
also meet with the Superintendent/Principal or his/her designee to accomplish
items in Section 6A(i) and (ii) above.

7) Evaluation Cycle: Self-Assessment

A) Completing the Self-Assessment
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i) The evaluation cycle begins with the Administrator completing and submitting to
the Primary or Supervising Evaluator a self-assessment by September 15" or
within two weeks of the start of their employment at the school.

ii) The self-assessment includes:

(a) An analysis of evidence of student learning, growth and achievement for
students under the Administrator’s responsibility.

(b) An assessment of practice against each of the four Performance
Standards of Effective Leadership practice and any relevant Standards
of Effective Teaching Practice, using the district’s rubric(s).

(c) Proposed goals to pursue:

(1st) At least one goal directly related to improving the Administrator’s
own professional practice.

(2nd) At least one goal directed related to improving student learning.
B) Proposing the goals

i) Administrators must consider goals for grade-level, subject-area, department
teams, school-level teams, district-level teams, or other groups of Administrators
who share responsibility for student leamning and results, except as provided in
(i) below. Administrators may meet with teams to consider establishing team
goals. Evaluators may participate in such meetings.

ii) For New Administrators in their first year in a position, the Evaluator or his/her
designee will meet with each Administrator by September 15" (or within two
weeks of the Administrator’s first day of employment if the Administrator begins
employment after September 15" to assist the Administrator in completing the
self-assessment and drafting the professional practice and student learning goals
which must include induction and mentoring activities.

iii) Unless the Evaluator indicates that a New Administrator in his/her second or
third years in the current position should continue to address induction and
mentoring goals pursuant to 603 CMR 7.12, they may address appropriate
shared team goals.

iv) For Experienced Administrators with ratings of proficient or exemplary, the goals
may be team goals. In addition, these Administrators may include individual
professional practice goals that address enhancing skills that enable the
Administrator to share proficient practices with colleagues or develop additional
leadership skills.

V) For Experienced Administrators with ratings of needs improvement or
unsatisfactory, the professional practice goal(s) must address specific standards
and indicators identified for improvement. In addition, the goals may address
shared team goals.
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8) Evaluation Cycle: Goal Setting and Development of the Educator Plan

A) Every Administrator has an Educator Plan that includes, but is not limited to, one goal
related to the improvement of practice; one goal for the improvement of student learning.
The Plan also outlines actions the Administrator must take to attain the goals established
in the Plan and benchmarks to assess progress. Goals may be developed by individual
Administrators, by the Evaluator, or by teams of Administrators who have the similar roles
and/or responsibilities. See Sections 15-19 for more on Educator Plans.

B) To determine the goals to be included in the Educator Plan, the Evaluator reviews the
goals the Administrator has proposed in the Self-Assessment, using evidence of
Administrator performance and impact on student learning, growth and achievement
based on the Administrator’s self-assessment and other sources that Evaluator shares
with the Administrator. The process for determining the Administrator’s impact on
student learning, growth and achievement will be determined after ESE issues guidance
on this matter. See Section 22, below.

C) Educator Plan Development Meetings shall be conducted as follows:

1. Administrators in the same school may meet with the Evaluator in teams and/or
individually at the end of the previous evaluation cycle or by the timelines
specified in Section 20 to develop their Educator Plan. Administrators shall not
be expected to meet during the summer break.

2. For those Administrators new to the school or the District, the meeting with the
Evaluator to establish the Educator Plan must occur by the timelines specified in
Section 20 or within six weeks of the start of their assignment in that school or
the District.

3. The Evaluator shall meet individually with Administrators with PTS and ratings of
needs improvement to develop professional practice goal(s) that must address
specific standards and indicators identified for improvement. In addition, the
goals may address shared grade level or subject matter goals.

4. The Evaluator shall meet with Administrators with PTS and ratings of
unsatisfactory and, if desired by the Administrator, a representative from the
Association, to develop professional practice goal{s)that must address specific
standards and indicators identified for improvement. In addition, the goals may
address shared grade level or subject matter goals.

B: The Evaluator completes the Educator Plan by the timelines specified in Section
20. The Administrator shall sign the Educator Plan within 5 school days of its
receipt and may include a written response. The Administrator's signature
indicates that the Administrator received the plan. The sjgnature does not
indicate agreement or disagreement with its contents. The Administrator and the
Evaluator will collaborate regarding the content of the Educator Plan. The
Evaluator retains final authority over the content of the Administrator’s Plan.
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9)

10)

11)

6. All relevant student information will be identified, agreed upon, and shared
between the Administrator and Evaluator.

Evaluation Cycle: Observation of Practice and Examination of Artifacts - New
Administrators

A) New Administrators in the first year in a position shall have at least two (2) unannounced
observations and two (2) announced observations during the work year in accordance
with the protocol described in Section 11 below.

B) In their second and third years in the position, Administrators shall have at least two (2)
unannounced observations and one (1) announced observation during the work year in
accordance with the protocol described in Section 11 below.

Evaluation Cycle: Observation of Practice and Examination of Artifacts — Experienced
Administrators

A) The Administrator whose overall rating is proficient or exemplary must have at least one
(1) unannounced observation during the evaluation cycle.

B) The Administrator whose overall rating is needs improvement must be observed
according to the Directed Growth Plan during the period of Plan which must include at
least two (2) unannounced observations and two (2) announced observations.

C) The Administrator whose overall rating is unsatisfactory must be observed according to
the Improvement Plan which must include both unannounced and announced
observation. The number and frequency of the observations shall be determined by the
Evaluator, but in no case, for improvement plans of one (1) year, shall there be fewer
than four (4) announced and four (4) unannounced observations. For Improvement Plans
of less than one (1) year, there must be no fewer than one (1) announced and two (2)
unannounced observations.

Observations

The Evaluator’s first observation of the Administrator should take place by November 15.
Observations required by the Educator Plan should be completed by April 17, or as required by
the Plan.

The Evaluator is not required nor expected to review all the indicators in a rubric during an
observation. All Observations shall last at least fifteen (15) minutes but not more than the length
of one normal teaching period.

A) Unannounced Observations

i) Unannounced observations may be in the form of a school site or work site
visitation or any other means deemed useful by the Evaluator. Visitations may
include, but are not limited to: staff meetings, team meetings, classroom visits
with supervising evaluator, walkabouts within the school or department, or
individual conferences with students or parents.
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ii) The Administrator will be provided with at least brief written feedback from the
Evaluator within three (3) school days of the observation. The written feedback
shall be delivered to the Administrator in person or by email, by the Evaluator

and signed for by the Educator which shall confirm receipt by the Educator only
and not necessarily agreement.

iii) The Educator shall have the opportunity to respond in writing to any feedback
from the Evaluator. The Educator shall sign the form and return to the Evaluator
within five (5) school days. The signature does not indicate agreement or
disagreement with its contents.

iv) Any observation resulting in one or more standards judged to be unsatisfactory
for the first time must be followed by at least one observation of a similar
administrative activity of at least thirty (30) minutes in duration within 30 school
days. Any observation resulting in one or more standards judged to be needs
improvement and at the request of the Administrator, the Evaluator will follow up
with an additional observation within 30 school days.

B) Announced Observations

i) All non-PTS Administrators in their first year and PTS Administrators on Directed
Growth Plans shall have at least two (2) Announced Observations. All
Experienced Administrators on Improvement Plans shall have at least four (4)
Announced Observations.

(a) The Evaluator shall select the date and time of the activity to be
observed and discuss with the Administrator any specific goal(s) for the
observation.

(b) Within 5 school days of the scheduled observation, upon request of

either the Evaluator or Administrator, the Evaluator and Administrator
shall meet for a pre-observation conference. In lieu of a meeting, the
Administrator may inform the Evaluator in writing of the nature of the
activity, the purpose served, the desired outcome, and any other
information that will assist the Evaluator to assess performance

(1st)  The Administrator shall provide the Evaluator a draft of the
activity plan or agenda. If the actual plan or agenda is different,
the Administrator will provide the Evaluator with a copy prior to
the observation.

(2nd) The Administrator will be notified as soon as possible if the
Evaluator will not be able to attend the scheduled observation.
The observation will be rescheduled with the Administrator as
soon as reasonably practical.

(c) Within 5 school days of the observation, the Evaluator and Administrator
shall meet for a post-observation conference. In the case of an
Administrator currently on an Improvement Plan, the post-observation
Bt S AR G G P Ao T G 5 L 5 S5 i s et e S e e e B R e e e
Framingham Administrators Association
Evaluation Procedure Contract Language
November 1, 2013
Page 16 of 27



conference will occur within 2 school days. This timeframe may be
extended due to unavailability on the part of either the Evaluator or the
Administrator, but shall be rescheduled within 24 hours if possible.

(d) The Evaluator shall provide the Administrator with written feedback
within 10 school days of the post-observation conference. In the case of
an Educator on an Improvement plan, the feedback shall be provided
within 5 days of the observation. The written feedback shall be hand-

delivered to the Educator in person or by email by the Evaluator and
signed for by the Educator which shall confirm receipt by the Educator

only and not necessarily agreement. For any standard where the
Administrator’s practice was found to be unsatisfactory or needs
improvement, the feedback must:

(1st)  Describe the basis for the Evaluator’s judgment.

(2nd) Describe actions the Administrator should take to improve
his/her performance.

(3rd)  Identify support and/or resources the Administrator may use in
his/her improvement.

(e) The Administrator shall have the opportunity to respond in writing to any
feedback from the Evaluator. The Administrator shall sign the form and
return to the Evaluator within 5 school days. The Administrator's
signature indicates receipt but does not indicate agreement to the
contents of the feedback.

12) Evaluation Cycle: Formative Assessment

A) A specific purpose for evaluation is to promote student learning, growth and achievement
by providing Administrators with feedback for improvement. Evaluators are expected to
make frequent unannounced visits to classrooms and administrative worksites.
Evaluators are expected to give targeted constructive feedback to Administrators based
on their observations of practice, examination of artifacts, and analysis of multiple
measures of student learning, growth and achievement in relation to the Standards and
Indicators of Effective Administrative Leadership Practice.

B) Formative Assessment may be ongoing throughout the evaluation cycle but typically
takes places mid-cycle when a Formative Assessment report is completed. For an
Administrator on a two-year Self-Directed Growth Plan, the mid-cycle Formative
Assessment report is replaced by the Formative Evaluation report at the end of year one.
See Section 13, below.

C) The Formative Assessment report provides written feedback and ratings to the
Administrator about his/her progress towards attaining the goals set forth in the Educator
Plan, performance on Performance Standards and overall, or both.
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D) No less than two weeks before the due date for the Formative Assessment report,-the
Administrator shall provide to the Evaluator evidence of performance in relation to the
four Performance Standards and progress on attaining professional practice and student
learning goals.

E) In the case that the Evaluator determines that the evidence is not sufficient, the Educator
and Evaluator will meet before completion of the Formative Assessment Report.

F) The Evaluator shall complete the Formative Assessment report and provide a copy to the
Administrator. The Formative Assessment shall be delivered to the Educator in person or
by email by the Evaluator and signed for by the Educator which shall confirm receipt by
the Educator only and not necessarily agreement.

G) The Administrator may reply in writing to the Formative Assessment report within 5
school days of receiving the report.

H) The Administrator shall sign the Formative Assessment report within 5 school days of
receiving the report. The signature indicates that the Administrator received the
Formative Assessment report and does not indicate agreement or disagreement with its
contents.

1) As a result of the Formative Assessment Report that indicates a decline in the
Administrator's performance on Standards | or ll, the Evaluator must conference with the
Administrator to determine if a change to the Educator Plan is warranted.

J) Any changes to an Improvement Plan require a conference with the Administrator and if
appropriate, representation from the Association.

K) If the rating in the Formative Assessment report differs from the last summative rating the
Administrator received, the Evaluator may place the Administrator on a different Educator
Plan, appropriate to the new rating.

13) Evaluation Cycle: Formative Evaluation for Two Year Self-Directed Plans Only

A) Administrators on two year Self-Directed Growth Educator Plans receive a Formative
Evaluation report before December 31 of the second year of the two year cycle. The
Administrator's performance rating for that year shall be assumed to be the same as the
previous summative rating unless a body of evidence demonstrates a significant'change
in performance in which case the rating on the performance standards may change, and
the Evaluator may place the Administrator on a Directed Growth Plan (less than one
year).

B) The Formative Evaluation report provides written feedback and ratings to the
Administrator about his/her progress towards attaining the goals set forth in the Educator
Plan, performance on each performance standard and overall, or both.

C) No less than two weeks before the due date for the Formative Evaluation report,-the
Administrator shall provide to the Evaluator evidence of performance in relation to the
four Performance Standards and progress on attaining professional practice and student
learning goals.

”
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D)

E)

F)

G)

H)

The Evaluator shall complete the Formative Evaluation report and provide a copy to the
Administrator. The Formative Assessment shall be delivered to the Administrator in
person or by email by the Evaluator and signed for by the Administrator which shall
confirm receipt by the Administrator only and not necessarily agreement.

Upon the request of either the Evaluator or the Administrator, the Evaluator and the
Administrator will meet either before or after completion of the Formative Evaluation
Report.

The Administrator may reply in writing to the Formative Evaluation report within 5 school
days of receiving the report.

The Administrator shall sign the Formative Evaluation report within 5 school days of
receiving the report. The signature indicates that the Administrator received the
Formative Evaluation report and does not indicate agreement or disagreement with its
contents.

As a result of the Formative Evaluation report that indicates a decline in the
Administrator’s performance on Standards | or I, the Evaluator must conference with the
Administrator to determine if a change to a Directed Growth Plan (less than one year) is
warranted. To make this change, the Evaluator must:

Complete a Summative Evaluation within ten (10) school days. This Summative shall be
used exclusively for the development of a Directed Growth Plan {less than one year).
Work with the Administrator to develop the Directed Growth Plan (less than one year)
within ten (10) school days of the completed Summative Evaluation.

14) Evaluation Cycle: Summative Evaluation

A)

B)

C)

D)

The evaluation cycle concludes with a summative evaluation report which must be written
and provided to the Administrator by May 1.

The Evaluator determines a rating on each standard and an overall rating based on the
Evaluator’s professional judgment, an examination of evidence against the Performance
Standards and evidence of the attainment of the Educator Plan goals.

The professional judgment of the primary evaluator shall determine the overall
summative rating that the Administrator receives. The overall summative rating that the
Educator receives shall be based primarily on Standards | and |I.

For an Administrator whose overall performance rating is exemplary or proficient and
whose impact on student learning is low, the evaluator's supervisor shall discuss and
review the rating with the evaluator and the supervisor shall confirm or revise the
Administrator’s rating. In cases where the superintendent serves as the primary
evaluator, the superintendent’s decision on the rating shall not be subject to review.
When guidance from DESE regarding impact on student learning, growth and
achievement is available, the details of a Low, Moderate or High impact on Student
Learning growth and achievement will be negotiated and implemented the following
school year.
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E) The summative evaluation rating must be based on evidence from multiple categories of
evidence. MCAS Growth scores shall not be the sole basis for a summative evaluation

rating.

F) To be rated proficient overall, the Administrator shall, at a minimum, have been rated
proficient on the Instructional Leadership Standard of Effective Administrative Leadership
Practice.

G) No less than four weeks before May 1, the Administrator will meet with the Evaluator to

provide evidence of performance in relation to the four Performance standards and
progress on attaining professional practice and student learning goals.

H) The Summative Evaluation report should recognize areas of strength as well as identify
recommendations for professional growth.

1) The Evaluator shall deliver a signed copy of the Summative Evaluation report including a
copy of the Rubrics Summary Report with ratings recorded for each element to the
Administrator face-to-face or by email no later than May 1st.

J) The Evaluator shall meet with the Administrator rated needs improvement or
unsatisfactory to discuss the summative evaluation. The meeting shall occur by May 15.

K) The Evaluator may meet with the Administrator rated proficient or exemplary to discuss
the summative evaluation, if either the Administrator or the Evaluator requests such a
meeting. The meeting shall occur by June 1.

L) During the meeting on the Summative Evaluation report and upon mutual agreement, the
Administrator who is rated proficient or exemplary and the Evaluator may review the Self-
Assessment for the following Evaluation cycle and may develop the Self-Directed Growth
Plan for the following two years.

M) The Administrator shall sign the final Summative Evaluation report by June 1. The
signature indicates that the Administrator received the Summative Evaluation report and
does not indicate agreement or disagreement with its contents.

N) Prior to the next school year, the Administrator shall have the right to respond in writing to
the summative evaluation which shall become part of the final Summative Evaluation
report.

0) A copy of the signed final Summative Evaluation report shall be filed in the

Administrator's personnel file.
15) Educator Plans — General

A) Educator Plans shall be designed to provide Administrators with feedback for
improvement, professional growth, and leadership; and to ensure Administrator
effectiveness and overall system accountability. The Plan must be aligned to the
standards and indicators and be consistent with district and school goals.

B) The Educator Plan shall include, but is not limited to:

—
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C)

i) At least one goal related to improvement of practice tied to one or more
Performance Standards;

i) At least one goal for the improvement the learning, growth and achievement of
the students under the Administrator's responsibility;

iii) An outline of actions the Administrator must take to attain the goals and
benchmarks to assess progress. Actions must include specified professional
development and learning activities that the Administrator will participate in as a
means of obtaining the goals, as well as other support that may be suggested by
the Evaluator or provided by the school or district. Examples may include but are
not limited to coursework, self-study, action research, curriculum development,
study groups with peers, and implementing new programs.

Itis the Administrator's responsibility to attain the goals in the Plan and to participate in
any trainings and professional development provided through the state, district, or other
providers in accordance with the Educator Plan.

16) Educator Plans: Developing Educator Plan

A)

B)

The Developing Educator Plan is for all New Administrators (i.e. those who have not
served in their positions in the District for three consecutive school years).

The Administrator shall be evaluated at least annually.

17) Educator Plans: Self-Directed Growth Plan

A)

B)

A Two-year Self-Directed Growth Plan is for those Experienced Administrators who have
an overall rating of proficient or exemplary, and after 2013-2014 whose impact on student
learning is moderate or high. A formative evaluation report is completed by December 31
of the second school year and a summative evaluation report by May 1 at the end of the
second school year. All Experienced Administrators shall start off the 2013 -2014
school year on a Self-Directed Growth Plan unless the Administrator is presently on an
Improvement Plan.

A One-year Self-Directed Growth Plan is for Experienced Administrators who have an
overall rating of proficient or exemplary, and after 2013-2014 whose impact on student
learning is low.

i) For Administrators whose impact on student learning is low, the Evaluator and
Administrator shall analyze the discrepancy between the summative evaluation
rating and the rating for impact on student learning to seek to determine the
cause(s) of the discrepancy.

i) When guidance from DESE regarding impact on student learning, growth and
achievement is available, the details of a one-year Self-Directed Growth Plan will
be negotiated and implemented the following school year.
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18) Educator Plans: Directed Growth Plan

A) A Directed Growth Plan is for those Experienced Administrators whose overall rating is
needs improvement.

B) The goals in the Plan must address areas identified as needing improvement as stated in
the previous Summative Evaluation.

C) The Evaluator shall complete a summative evaluation for the Administrator at the end of
the period determined by the Plan, but at least annually, and in no case later than May 1.

D) For an Administrator on a Directed Growth Plan whose overall performance rating is at
least proficient, the Evaluator will place the Administrator on a Self-Directed Growth Plan
for the next Evaluation Cycle.

E) For an Administrator on a Directed Growth Plan whose overall performance rating is not
at least proficient, the Evaluator will rate the Administrator as unsatisfactory and will place
the Administrator on an Improvement Plan for the next Evaluation Cycle.

19) Educator Plans: Improvement Plan

A) An Improvement Plan is for those Experienced Administrators whose overall rating is
unsatisfactory.
B) The parties agree that in order to provide effective leadership for students, staff and the

community and provide students with the best instruction, it may be necessary from time
to time to place an Administrator whose practice has been rated as unsatisfactory on an
Improvement Plan for a realistic time period sufficient to achieve the goals outlined in the
Improvement Plan, but no less than the time period specified in Section 2E(iv) and no
more than one school year. In the case of an Administrator receiving a rating of
unsatisfactory near the close of one school year, the Improvement Plan may include
activities that occur during the summer before the next school year begins provided the
activities are agreed to by the Evaluator, Educator and if desired by the Educator, an
Association representative.

C) The Evaluator must complete a summative evaluation for the Administrator at the end of
the period determined by the Evaluator for the Plan.

D) An Administrator on an Improvement Plan shall be assigned a Supervising Evaluator
(see definitions). The Supervising Evaluator is responsible for providing the Administrator
with guidance and assistance in accessing the resources and professional development
outlined in the Improvement Plan. The primary evaluator may be the Supervising
Evaluator.

E) The Improvement Plan shall define the problem(s) of practice identified through the
observations and evaluation and detail the improvement goals to be met, the activities
the Administrator must take to improve and the assistance to be provided to the
Administrator by the district. Any changes to an Improvement Plan require a conference
with the Administrator and, if appropriate, representation from the Association.
J
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F)

G)

H)

The Improvement Plan process shall include:

i)

ii)

Within ten school days of completion of the Summative Evaluation where the
overall rating is unsatisfactory, Administrator shall complete a Self-Assessment.
The Evaluator shall schedule a meeting with the Administrator and, if requested
by the Administrator, an Association Representative, to discuss the Summative
rating, the completed Self-Assessment and to identify specific areas for
improvement. Improvement Plan. The Evaluator will develop the Improvement
Plan, which will include the provision of specific assistance to the Administrator.

No later than three (3) days before the last school day, the Administrator shall
meet with the Evaluator to develop the goals and the Improvement Plan. If
requested by the Administrator, an Association Representative may be present at
this meeting.

The Human Resources Director will notify the President of the Association and
the Superintendent of any Administrator being placed on an Improvement Plan.
The Administrator may request that a representative of the Association attend
any meeting(s) in regards to the Improvement Plan as the Administrator's
representative.

The Improvement Plan shall:

i)

vi)

vii)

viii)

Define the problem(s) of practice identified through observations and the
Summative Evaluation.

Define the improvement goals directly related to the performance standard(s)
and/or student learning outcomes that must be improved;

Describe the activities and work products the Administrator must complete as a
means of improving performance;

Describe the assistance that the district will make available to the Administrator
and the connection to the improvement goals;

Articulate the measurable outcomes that will be accepted as evidence of
improvement;

Detail the timeline for completion of each component of the Plan, including at a
minimum four (4) formative assessment reports of the relevant standard(s) and
indicator(s);

Identify the individuals assigned to assist the Administrator which must include
minimally the Supervising Evaluator; and,

Include the signatures of the Administrator and Supervising Evaluator and, if
appropriate, an Association Representative.

A copy of the signed Plan shall be delivered to the Administrator by the Evaluator in
person or by email and signed for by the Administrator which shall confirm receipt by the
Administrator only and not necessarily agreement.
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1) Decision on the Administrator’s status at the conclusion of the Improvement Plan.

i) All determinations below must be made by no later than June 1. One of three
decisions must be made at the conclusion of the Improvement Plan:

(@) If the Evaluator determines that the Administrator has improved his/her
practice to the level of proficiency, the Administrator will be placed on a
Self-Directed Growth Plan.

(b) If the Evaluator determines that the Administrator has improved his/her
practice to the level of Needs Improvement, the Administrator will be
placed on a Directed Growth Plan.

(c) If the Evaluator determines that the Administrator’s practice remains at
the level of unsatisfactory, the Evaluator shall recommend to the
superintendent that the Administrator be dismissed.
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20) Timelines
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A) Educator Administrators on Plans of Less than One Year

i) The timeline for Administrators on Plans of less than one year will be established
in the Educator Plan.

21) Career Advancement

A) In order to attain Professional Teacher Status, the Educator should achieve ratings of
proficient or exemplary on each Performance Standard and overall. A supervisor
considering making an employment decision that would lead to PTS for any Educator
who has not been rated proficient or exemplary on each performance standard and
overall on the most recent evaluation shall confer with the superintendent by May 1. The
supervisor's decision is subject to review and approval by the superintendent.

B) In order to qualify to apply for a promotional position within the Association, the
Administrator must have had a Summative Evaluation performance rating of proficient or
exemplary for at least the previous two years.

22) Rating Impact on Student Learning Growth

DESE will provide model contract language and guidance on rating Administrator impact on
student learning growth based on state and district-determined measures of student learning by
May 15, 2013. Upon receiving this model contract language and guidance, the parties agree to
bargain with respect to this matter.

23) Using Student feedback in Administrator Evaluation

DESE will provide model contract language, direction and guidance on using student feedback in
Administrator Evaluation by June 30, 2013. Upon receiving this model contract language,
direction and guidance, the parties agree to bargain with respect to this matter.

24) Using Staff feedback in Administrator Evaluation

DESE will provide model contract language, direction and guidance on using staff feedback in
Administrator Evaluation by June 30, 2013. Upon receiving this model contract language,
direction and guidance, the parties agree to bargain with respect to this matter.

25) Transition from Existing Evaluation System

A) The parties shall agree on a process for identifying the Educator Plan that each
Administrator will be placed on during the Administrator’s first year being evaluated under
the new procedures, providing that Administrators who have received ratings of
unsatisfactory or its equivalent in the prior year will be placed on Directed Growth or
Improvement Plans at the sole discretion of the Superintendent. All Association
Members with PTS who are not on an Improvement Plan shall be evaluated on a Self-
Directed Plan at the start of the 2013 — 2014 school year.

B) The existing evaluation system will remain in effect until the provisions set forth in this
Article are implemented. The relevant timeframe for adopting and implementing new
systems is set forth in 603 CMR 35.11(1).
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26) General Provisions

A) Only Administrators who are licensed as administrators may serve as primary evaluators
of Administrators.

B) Evaluators shall not make negative comments about the Administrator's performance, or
comments of a negative evaluative nature, in the presence of students, parents or other
staff, except in the unusual circumstance where the Evaluator concludes that s/he must
immediately and directly intervene. Nothing in this paragraph is intended to limit a
supervisor’s ability to investigate a complaint, or secure assistance to support an
Administrator.

C) The superintendent shall insure that Evaluators have training in supervision and
evaluation, including the regulations and standards and indicators of effective teaching
practice promulgated by ESE (35.04), and the evaluation Standards and Procedures
established in this Agreement.

D) Should there be a serious disagreement between the Administrator and the Evaluator
regarding an overall summative performance rating of unsatisfactory, the Administrator
may meet with the Evaluator’s supervisor to discuss the disagreement. Should the
Administrator request such a meeting, the Evaluator’s supervisor must meet with the
Administrator and, if requested by the Administrator, an Association Representative. The
Evaluator may attend any such meeting at the discretion of the superintendent.

E) The parties agree to establish a joint labor-management evaluation team which shall
review the evaluation processes and procedures annually through the first five (5) years
of implementation and recommend adjustments to the parties.

F) Violations of this article are subject to the grievance and arbitration procedures. The
arbitrator shall determine whether there was substantial compliance with the totality of the
evaluation process. When the evaluation process results in the termination or non-
renewal of an Administrator, then no financial remedy or reinstatement shall issue if there
was substantial compliance.

G) Nothing in this Agreement shall detract from the rights of the School Committee, the
Association or individual Educators under the Collective Bargaining Agreement and the
applicable law.
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APPENDIX Al

35.04: Standards and Indicators of Effective Administrative Leadership Practice

School committees shall establish evaluation systems and performance standards for the evaluation of
administrators that include all of the principles of evaluation, set forth in 603 CMR 35.00-35.11. School committees
may supplement the standards and indicators in 603 CMR 35.04 with additional measurable performance
standards consistent with state law and collective bargaining agreements where applicable. The district shall adapt
the indicators based on the role of the administrator to reflect and allow for significant differences in assignment
and responsibilities. The district shall share the performance standards with all administrators.

(1) Instructional Leadership standard: Promotes the learning and growth of all students and the success of
all staff by cultivating a shared vision that makes effective teaching and learning the central focus of
schooling.

(a)

(b)

(c)

(d)

Curriculum indicator: Ensures that all teachers design effective and rigorous standards-based
units of instruction consisting of well-structured lessons with measurable outcomes.

Instruction indicator: Ensures that instructional practices in all settings reflect high expectations
regarding content and quality of effort and work, engage all students, and are personalized to
accommodate diverse learning styles, needs, interests, and levels of readiness.

Assessment indicator: Ensures that all teachers use a variety of formal and informal methods
and assessments to measure student learning, growth and understanding, and also make
necessary adjustments to their practice when students are not learning.

Evaluation indicator: Provides effective and timely supervision and evaluation in alignment with
state regulations and contract provisions, including:

1. Ensures educators pursue meaningful, actionable, and measurable professional practice and
student learning goals.

2. Makes frequent unannounced visits to classrooms and gives targeted and constructive
feedback to teachers.

3. Exercises sound judgment in assigning ratings for performance and impact on student
learning.

4. Reviews alignment between judgment about practice and data about student learning,
growth, or achievement when evaluating and rating educators and understands that the
supervisor has the responsibility to confirm the rating in cases where a discrepancy exists.

(e) Data-informed Decision-making indicator: Uses multiple sources of evidence related to student
learning, including state, district, and school assessment results and growth data, to inform
school and district goals and improve organizational performance, educator effectiveness, and
student learning.

(2) Management and Operations standard: Promotes the learning and growth of all students and the success

of all staff by ensuring a safe, efficient, and effective learning environment, using resources to implement
appropriate curriculum, staffing, and scheduling.

(a)

(b)

Environment indicator: Develops and executes effective plans, procedures, routines and
operational systems to address a full range of safety, health, emotional, and social needs of
students.

Human Resources Management and Development indicator: Implements a cohesive approach
to recruitment, hiring, induction, development, and career growth that promotes high quality
and effective practice.



3)

(4)

(c)

(d)

(e)

Scheduling and Management Information Systems indicator: Uses systems to ensure optimal
use of time for teaching, learning and collaboration.

Laws, Ethics and Policies indicator: Understands and complies with state and federal laws and
mandates, school committee policies, collective bargaining agreements, and ethical guidelines.

Fiscal Systems indicator: Develops a budget that supports the district's vision, mission and goals;
allocates and manages expenditures consistent with district/school level goals and available
resources.

Family and Community Engagement standard: Promotes the learning and growth of all students and the
success of all staff through effective partnerships with families, community organizations, and other
stakeholders that support the mission of the school and district.

(a)

(b)

(c)

(d)

Engagement indicator: Actively ensures that all families are welcome members of the classroom
and school community and can contribute to the classroom, school, and community's
effectiveness.

Sharing Responsibility indicator: Continuously collaborates with families to support student
learning and development both at home and at school.

Communication indicator: Engages in regular, two-way, culturally proficient communication with
families about student learning and performance.

Family Concerns indicator: Addresses family concerns in an equitable, effective, and efficient
manner.

Professional Culture standard: Promotes success for all students by nurturing and sustaining a school
culture of reflective practice, high expectations, and continuous learning for staff.

(a)

(b)

(c)

(d)

(e)

Commitment to High Standards indicator: Fosters a shared commitment to high standards of
teaching and learning with high expectations for achievement for all, including:

1. Mission and Core Values: Develops, promotes, and secures staff commitment to core values
that guide the development of a succinct, results-oriented mission statement and ongoing
decision-making.

2. Meetings: Plans and leads well-run and engaging meetings that have clear purpose, focus on
matters of consequence, and engage participants in a thoughtful and productive series of
conversations and deliberations about important school matters.

Cultural Proficiency indicator: Ensures that policies and practices enable staff members and
students to contribute to and interact effectively in a culturally diverse environment in which
students' backgrounds, identities, strengths, and challenges are respected.

Communications indicator: Demonstrates strong interpersonal, written, and verbal
communication skills

Continuous Learning indicator: Develops and nurtures a culture in which all staff members are
reflective about their practice and use student data, current research, best practices and theory
to continuously adapt instruction and achieve improved results. Models these behaviors in the
administrator's own practice.

Shared Vision indicator: Successfully and continuously engages all stakeholders in the creation of
a shared educational vision in which every student is prepared to succeed in postsecondary
education and careers, and can become responsible citizens and community contributors.



(f) Managing Conflict indicator: Employs strategies for responding to disagreement and dissent,
constructively resolving conflict, and building consensus throughout a district/school community.

Regulatory Authority:
603 CMR 35.00: M.G.L. c.69, §1B; c.71, §38
Amended by the Board of Elementary and Secondary Education: June 28, 2011.
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Rubrics — defined in the regulations as “scoring tool[s] that describe characteristics of practice or artifacts at different levels
of performance” (603 CMR 35.02) - are a critical component of the Massachusetts educator evaluation framework and are
required for every educator. Rubrics are designed to help educators and evaluators (1) develop a consistent, shared
understanding of what proficient performance looks like in practice, (2) develop a common terminology and structure to
organize evidence, and (3) make informed professional judgments about formative and summative performance ratings on
each Standard and overall. This appendix contains the ESE Model School-Level Administrator Rubric.

Structure of the School-Level Administrator Rubric

= Standards: Standards are the broad categories of knowledge, skills, and performance of effective practice
detailed in the regulations. There are four Standards for administrators: Instructional Leadership;
Management and Operations; Family and Community Engagement; and Professional Culture.

® Indicators: Indicators, also detailed in the regulations, describe specific knowledge, skills, and
performance for each Standard. For example, there are five Indicators in Standard | of the School
Administrator rubric, including Curriculum, Instruction, and Evaluation.

®  Elements: The elements are more specific descriptions of actions and behaviors related to each Indicator.
The elements further break down the Indicators into more specific aspects of educator practice and
provide an opportunity for evaluators to offer detailed feedback that serves as a roadmap for
improvement.

= Descriptors: Performance descriptors are observable and measurable statements of educator actions and
behaviors aligned to each element and serve as the basis for identifying the level of teaching or
administrative performance in one of four categories: Unsatisfactory, Needs Improvement, Proficient, or
Exemplary.

Use of the School-Level Administrator Rubric

This rubric describes administrative leadership practice at the school level. It is intended to be used throughout
the 5 step evaluation cycle for the evaluation of principals by the superintendent (or the superintendent’s
designee). The rubric can also be used in the evaluation of other school based leaders (such as assistant principals,
department heads, deans, etc.) by the principal or other district administrator.

The responsibilities of administrators to whom this rubric will be applied may vary. ESE encourages administrators
and evaluators to use the rubric strategically by discussing and agreeing upon certain Indicators and elements that
should be high priorities according to that administrator’s role and responsibilities as well as his/her professional
practice, student learning, and school improvement goals. There are a variety of ways to emphasize these
components throughout the evaluation cycle. For example, high priority Indicators and/or elements can be
analyzed in greater depth during self-assessment, targeted during goal setting, a focus for more comprehensive
evidence collection, or all of the above. However, the expectation is that by the end of the evaluation cycle,
administrators and evaluators have gathered and shared a reasonable amount of evidence on every Indicator to
support a rating for each Standard.
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Standard I: Standard Il: Standard llI: Standard IV:
Instructional Leadership Management & Family and Community Professional Culture
Operations Engagement

A. Curriculum Indicator

1. Standards-Based Unit
Design

2. Lesson Development
Support

A. Environment Indicator
1. Plans, Procedures, and
Routines
2. Operational Systems
3. Student Safety, Health,
and Social and
Emotional Needs

A. Engagement Indicator
1. Family Engagement
2. Community and Business
Engagement

A. Commitment to High
Standards Indicator

1. Commitment to High
Standards

2. Mission and Core Values
3. Meetings

B. Instruction Indicator

1. Instructional Practices

2. Quality of Effort & Work
3. Diverse Leamers’ Needs

B. Human Resources
Management &
Development Indicator

1. Recruitment & Hiring
Strategies

2. Induction, Professional
Development, and Career
Growth Strategies

B. Sharing Responsibility
Indicator

1. Student Support
2. Family Collaboration

B. Cultural Proficiency
Indicator

1. Policies and Practices

C. Assessment Indicator
1. Variety of Assessments
2. Adjustment to Practice

C. Scheduling & Management
Information Systems
Indicator

1. Time for Teaching and
Learning
2. Time for Collaboration

C. Communication Indicator
1. Two-Way Communication

2. Culturally Proficient
Communication

C. Communications Indicator
1. Communication Skills

D. Evaluation Indicator
1. Educator Goals
2. Observation s & Feedback
3. Ratings
4. Alignment Review

D. Law, Ethics & Policies
Indicator

1. Laws and Policies
2. Ethical Behavior

D. Family Concerns Indicator
1. Family Concerns

D. Continuous Learning
Indicator

1. Continuous Learning of
Staff

2. Continuous Learning of
Administrator

E. Data-Informed Decision
Making Indicator
1. Knowledge & Use of Data
2. School and District Goals
3. Improvement of
Performance, Effectiveness,
and Learning

E. Fiscal Systems Indicator
1. Fiscal Systems

E. Shared Vision Indicator
1. Shared Vision Development

F. Managing Conflict Indicator
1. Response to Disagreement
2. Conflict Resolution
3. Consensus Building
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Standard I: Instructional Leadership. The education leader promotes the learning and growth of all students and
the success of all staff by cultivating a shared vision that makes powerful teaching and learning the central focus

of schooling.
Indicator I-A. Curriculum Ensures that all teachers design effective and rigorous standards-based umts of lnstruction
' ' consistmg of well-structured Iessons with measurable outcomes. : ' i
1A, " Unsatisfactory Needs Improvement Proficient Exemplary
Elements
I-A-1. Does not set the Gives educators resources Provides support and Empowers staff to create
Standards- expectation that educators | on how to use a backward assistance for educators with a backward design
Based Unit plan standards-based units | design approach to and teams to use a approach rigorous
Design of instruction, provide planning standards-based backward design approach | standards-based units of
adequate resources or units and checks that to plan standards-based instruction that are aligned
support for this activity, teachers engage in units with measurable across grade levels and
and/or monitor or assess instructional planning. outcomes and challenging content areas. Continually
progress. Sometimes monitors and tasks requiring higher- monitors and assesses
assesses progress and order thinking. Frequently | progress, provides
provides feedback. monitors and assesses feedback, and connects
progress, providing educators to additional
feedback as necessary. supports as needed. Is able
to model this element.
1-A-2. Does not state Provides limited trainingto | Supports educators to Supports educators to
Lesson expectations for the educators on how to develop well-structured collaborate on developing a
Development | development of well- develop well-structured lessons with challenging, series of interconnected,
Support structured lessons, provide | lessons and/or does not measurable objectives and | well-structured lessons
support to educators, consistently address appropriate student with challenging objectives
and/or discriminate patterns of weak lesson engagement strategies, and appropriate student
between strong and weak development practices. pacing, sequence, engagement strategies,
lesson-planning practices. activities, materials, pacing, sequence,
technologies, and materials, and grouping
grouping. and identifies specific
exemplars and resources in
each area. Is able to model
this element.
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' Instruction;

Ensures that instructional practices in all settings reflect hfgﬁ'é?ﬁéct"étidn"s!‘é’gazl'fdvlhéf'c'ontént"éhdf :
personalized to accommor

Unsatisfactory Needs Improvement Proficient Exemplary
1-B-1. Does not look for evidence While observing practice and | While observing practice Ensures, through
Instructional of and/or cannot accurately reviewing unit plans, and reviewing unit plans, observation and review of
Practices identify more than a few occasionally looks for looks for and identifies a unit plans, that teachers
5 effective teaching strategies | evidence of or accurately variety of effective teaching | know and employ effective
and practices. identifies appropriate strategies and practices. teaching strategies and
teaching strategies and practices while teaching
practices. their content. Is able to
model this element.
I-B-2. Does not set high May set high expectations Sets and models high Sets and models high
Quality of Effort | expectations for the quality for the quality of content, expectations for the quality | expectations for the quality
andWork of content, student effort, student effort, and student of content, student effort, of content, student effort,
ey and/or student work work schoolwide but allows and student work and student work
schoolwide, or expectations expectations to be schoolwide and supports schoolwide and empowers
are inappropriate. inconsistently applied across | educators to uphold these educators and students to
the school. expectations consistently. uphold these expectations
consistently. Is able to model
this element.
I-B-3. Does not look for evidence While observing practice and | While observing practice Ensures, through
Diverse of and/or cannot accurately reviewing unit plans, and reviewing unit plans, observation and review of
Learners’ Needs | identify more than a few occasionally looks for looks for and identifies a unit plans, that teachers
effective teaching strategies evidence of or accurately variety of teaching know and employ teaching
and practices. identifies teaching strategies | strategies and practices that | strategies and practices that
and practices that are are effective with diverse are effective with diverse
appropriate for diverse learners. learners while teaching their
learners. content. Is able to model this
element.
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Indicator I-C.

Assessment. Ensures that all teachers use a variety of formal and informal methods and assessments to

measure student Iearnlng,

students are not learmng. ;

o I-C. Elements :

Unsatisfactory

Needs Improvement

Proficient

Exemplary

1-C-1. Does not communicate or Provides educators with Supports educator teams to Leads educator teams to
Variety of monitor a strategy for some formal assessment use a variety of formal and develop and implement a
Assessments assessments, leaving it upto | options and suggests that informal methods and comprehensive assessment
: educators to design and they coordinate their assessments, including strategy that includes
implement their own assessment practices within common interim ongoing informal assessment
assessments. their teams and include a assessments that are aligned | and common interim
variety of assessments but across grade levels and assessments that are aligned
does not monitor this subject areas. across grade levels and
practice. subject areas. Is able to
model this element.
I-C-2. Does not encourage or Suggests that teams meet to Provides planning time and Plans, facilitates, and
Adjustment to | facilitate teams to review review data and plan for effective support for teams supports team review
assessment data. adjustments and to review assessment data meetings after each round of

Practice

interventions but
inconsistently monitors this
practice.

and identify appropriate
interventions and
adjustments to practice.
Monitors educators’ efforts
and successes in this area.

assessments. Monitors
teams’ plans, adjustments to
instruction, and outcomes
and shares lessons learned
with others. Is able to model
this element.
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: learmng goals.

e Makes frequen unannounced vnsuts to classrooms andv gives targeted and con uctive feedbac to teacl
34 Exerc:ses sound Judgment in a55|gnmg ratmgs for performance and |mpact on student Iearnmg,
4. Rewews allgnment between judgment about pract|ce and data about student learmng, growth
a huevement when evaluatmg and rating educators and understands that the superwsor has the responsibility to
confirm the rating in cases in which a discrepancy exists. © sl

Unsatisfactory

Needs Improvement

Proficient

Exemplary

student learning when
evaluating and rating
educators.

learning data.

student learning data and
makes informed decisions
about educator support and
evaluation based upon this
review.

I-D-1. Does not support educators Supports educators and Supports educators and Supports educators and
Educator to develop professional educator teams to develop educator teams to develop educator teams to develop
Goals practice and/or student professional practice and and attain meaningful, and attain meaningful,
learning goals, review the student learning goals but actionable, and measurable actionable, and measurable
goals for quality, and/or does not consistently review professional practice and professional practice and
support educators in them for quality and/or student learning goals. student learning goals and
attaining goals. monitor progress. models this process through
the leader’s own evaluation
process and goals. Is able to
model this element.
-D-2.: Observes educators only in Makes infrequent Typically makes at least two Makes multiple unannounced
Observations formal observation visits unannounced visits to unannounced visits to visits to classrooms every day
and Feedback | and/or does not provide classrooms, rarely provides classrooms every day and and provides targeted
honest feedback to educators | feedback that is specific and provides targeted constructive feedback within
who are not performing constructive, and/or critiques | constructive feedback to all 48 hours. Engages with all
proficiently. struggling educators without | educators. Acknowledges educators in conversations
providing support to improve | effective practice and about improvement,
their performance. provides redirection and celebrates effective practice,
support for those whose and provides targeted
practice is less than support to educators whose
Proficient. practice is less than
Proficient. Is able to model
this element.
1-D-3. Assigns ratings for Assigns ratings for Exercises sound and reliable Exercises sound and reliable
Ratings performance, goal performance, goal judgment in assigning ratings | judgment in assigning ratings
attainment, and impact on attainment, and impact on for performance, goal for performance, goal
student learning without student learning in a way that | attainment, and impact on attainment, and impact on
collecting and analyzing is not consistently student learning and ensures | student learning. Ensures-that
sufficient and/or appropriate | transparent to educators. that educators understand educators understand in
data or does not assign why they received their detail why they received their
ratings for some educators. ratings. ratings and provides effective
support to colleagues around
this practice Is able to model
this element.
1-D-4. Does not review alignment Occasionally reviews Consistently reviews Studies alighment between
Alignment between judgment about alignment between judgment | alignhment between judgment about practice and
Review practice and data about about practice and student judgment about practice and | data about student learning

when evaluating and rating
educators and provides
effective support to
colleagues around this
practice. Is able to model this
element.

10
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Indicator I-E.-

orgamzational performance,

educator effectuveness‘, and student Iearmng s

Unsatisfactory

Needs Improvement

Proficient

Exemplary

I-E-1, Relies on few data sources May identify multiple Identifies a range of Leads educator teams to
Knowledge and that do not represent the sources of student learning appropriate data sources identify a range of
Use of Data full picture of school data but these data do not and effectively analyzes the | appropriate data sources,
performance and/or does provide multiple data for decision-making including non-traditional
not analyze the data perspectives on purposes. information that offers a
accurately. performance and/or analysis unique perspective on
of the data is sometimes school performance, and
inaccurate. models effective data
analysis for staff. Is able to
model this element.
1-E-2. Gathers limited information Assesses the school’s Uses data to accurately Involves stakeholders in a
School and on the school’s strengths strengths and weaknesses assess the school’s comprehensive diagnosis of
District Goals and weaknesses and/or does | using data that are not strengths and areas for the school’s strengths and
e not use these data to inform | carefully analyzed and/or improvement to inform the | weaknesses using
school plans or actions. writes an unfocused creation of focused, appropriate data and leads a
strategic plan. measurable school and collaborative process to
district goals. develop a focused, results-
oriented strategic plan with
annual goals. Is able to
model this element.
I-E-3. Does not share assessment Shares limited data with Uses multiple data sources Leads teams to disaggregate
Improvement of data with faculty, use data to | faculty to identify student to evaluate educator and data and identify individuals
Performance, make adjustments to school | and/or educator subgroups school performance. or groups of students who
Effectiveness, and | Plans, and/or model that need support; provides Provides educator teams need support. Empowers
Learning appropriate data analysis limited assistance to with disaggregated educators to use a range of

strategies.

educator teams in using data
to improve performance.

assessment data and assists
faculty in identifying
students who need
additional support.

data sources to pinpoint
areas for their own and
schoolwide improvement. Is
able to model this element.

11
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Standard Il: Management and Operations. Promotes the learning and growth of all students and the success
of all staff by ensuring a safe, efficient, and effective learning environment, using resources to implement
appropriate curriculum, staffing, and scheduling

lndlcator II-A. e

Environment: Develops and executes effective plans, procedures, routines, and operational systems to ’
~ address a full range of safety, health and emotional and social needs of students. o

and Routines

students.

meals, class transitions,
assemblies, and recess are
not consistently orderly
and/or efficient.

ensure orderly and efficient
student entry, dismissal,
meals, class transitions,
assemblies, and recess.

kA Elements o Unsatisfactory Needs Improvement Proficient Exemplary
11-A-1. Does not organize the school | Establishes plans, Establishes and implements Establishes systems, plans,
Plans, effectively for orderly and procedures, and routines but | plans, procedures, and procedures, and routines
Procedures, efficient movement of student entry, dismissal, routines that generally that empower students and

staff to implement orderly
and efficient student entry,
dismissal, meals, class
transitions, assemblies, and
recess. Is able to model this
element.

II-A-2. Inadequately supervises or Provides inconsistent Supervises and supports Creates and maintains a

Operational supports custodial and/or supervision and/or support custodial, clerical, food school environment in which

Systems other staff so that the of custodial and other staff, services, and other staff custodial and other staff take
campus is not generally resulting in a campus that is effectively so that the personal responsibility for
clean, attractive, welcoming, not consistently clean, campus is clean, attractive, keeping the campus clean,
and/or safe. attractive, welcoming, or welcoming, and safe. attractive, welcoming, and

safe. safe. Is able to model this
element.

1I-A-3, Leaves student discipline Urges staff to demand good Demonstrates high Consistently showcases high

Student Safety, | largely up to teachers to student behavior but allows expectations for student expectations for student

Health, and address on their own or varying standards to exist in behavior and provides behavior and invests staff

Social and totally delegates to an different classrooms and appropriate training for staff | and students in upholding

Emotional assistant. Often tolerates common areas. Addresses to uphold these these expectations.

Needs discipline violations and student discipline and expectations. Establishes Successfully implements

enforces the rules
inconsistently.

bullying matters on a case-
by-case basis.

schoolwide routines and
consequences, including
policies and systems to
prevent and address bullying
and other behaviors that
threaten students’ social and
emotional well-being.

schoolwide routines and
consequences such that
students take ownership over
addressing bullying and other
behaviors that threaten
students’ social and
emotional well-being. Is able
to model this element.

12
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- Human Resources Management and Development.
" hiring, mduction, d elop ner

Implements a cohesrve approach to recrultment,
d car er growth that promotes hrgh-quahty and”effectlve Filin

}

Indicator 1I-C.

teaching, learning, and collaboration.

o practlce.
- II-B. Elements Unsatisfactory Needs Improvement Proficient Exemplary
11-B-1. Does not successfully lead Leads the recruitment and Leads the school’s Consistently identifies
Recruitment the recruitment and hiring hiring process but does not recruitment and hiring effective educators who
and Hiring process. consistently identify effective | process and, through it, share the school’s mission.
Strategies educators. consistently identifies Empowers faculty members
effective educators who to share in a structured,
share the school’s mission. consistent interview process.
Is able to model this element.
11-B-2. Does not support new Develops only a limited Develops school-based Facilitates the educator-led
Induction, teachers, organize high- school-based induction induction support for new design and implementation
Professional quality job-embedded program for new teachers teachers and/or faithfully of induction support, job-
Development, professional development, and/or inconsistently implements the district’s embedded professional
and Career and/or support the career implements the district’s induction strategy; organizes | development, and career
Growth growth of effective induction strategy; organizes | high-quality job-embedded growth support all of which
Strategies educators. job-embedded professional professional development are aligned with school and
development that is not aligned with school and educator goals, and are
consistently high quality or educator goals; and supports | consistently viewed by
aligned with goals; and/or the career growth of educators as effective and
does not consistently support | effective educators by helpful. Is able to model this
effective educators’ career distributing leadership tasks | element.
growth. and monitoring progress and
development.
Scheduling and Management Information Systems: Uses systems to ensure optimal use of time for

N-C. Elements

Unsatisfactory

Needs Improvement

Proficient

Exemplary

11-C-1, Does not create a master Creates a master schedule Creates a master schedule Creates, implements, and
Time for schedule and/or related and related systems that set and related systems to regularly adjusts a master
Teaching and systems to maximize blocks aside instructional time but maximize blocks of schedule and related systems
Learning of uninterrupted does not effectively eliminate | uninterrupted instructional to maximize blocks of
instructional time. unnecessary interruptions to | time and eliminate uninterrupted instructional
instruction. unnecessary interruptions to | time and eliminate
instruction. unnecessary interruptions to
instruction. Empowers staff
to do the same. Is able to
model this element.
n-c-2. Sets unrealistic expectations Sets inconsistent Sets expectations for team Is transparent and
Time for for team meetings if at all expectations for team meetings and creates a forthcoming about

Collaboration

and/or does not create a
schedule that provides
adequate meeting time for
teams. Does not work to
prevent or deflect time-
wasting activities.

meetings and/or creates a
schedule that only provides
adequate meeting time for
some teams. Works to
prevent or deflect activities
with limited success.

schedule that provides
sufficient meeting time for
all teams. Prevents or
deflects activities that
prevent staff from focusing
on student learning during
team time.

expectations for all team
meetings. Creates and
implements a schedule that
maximizes meeting time for
all teams. Effectively
prevents time-wasting
activities. Is able to model
this element.

13




APPENDIX A2 SCHOOL LEVEL ADMINISTRATOR RUBRIC

! Indicator II-D,

Laws, Ethucs, and Policnes- Understz nds and cpmplies with state and.fe.deral law
commlttee pohcnes, collective bargaining agreements and ethical guldelmes._ s

Unsatisfactory

Needs Improvement

Proficient

Exemplary

1I-D-1.
Laws and
Policies

Demonstrates lack of
awareness or consistent non-
compliance with some or all
state and federal laws and
mandates, school committee
policies, or collective
bargaining agreements.

May know state and federal
laws and mandates, school
committee policies, and
collective bargaining
agreements but inconsistently
complies with some laws or
policies.

Understands and complies
with state and federal laws
and mandates, school
committee policies, and
collective bargaining
agreements.

Invests staff in understanding
and complying with state and
federal laws and mandates,
school committee policies,
and collective bargaining
agreements. Is able to model
this element.

1D-2.
Ethical
Behavior

Demonstrates lack of sound
judgment reflecting integrity
and fairness and/or does not

| adequately protect student,

family, and/or staff
confidentiality.

Generally demonstrates sound
judgment reflecting integrity
and fairness with occasional
lapses in judgment and/or
does not always protect
student, family, and staff
confidentiality appropriately.

Reliably demonstrates sound
judgment reflecting integrity
and fairness; protects
student, family, and staff
confidentiality appropriately;
and expects staff to do both
as well.

Reliably demonstrates sound
judgment reflecting integrity
and fairness; protects student,
family, and staff
confidentiality appropriately.
Effectively supports all staff to
do both as well. Is able to
model this element.

Indicator _ll_-Ei v

~ Fiscal Systems: Develops a budget that supports the dtstnct’s vusnon, mission, and goals' allocates and manages'
_expenditures consistent with distnctlschool-level goals and available resources. 5 ‘

resources.

goals or inconsistently
manages expenditures and
available resources.

and manages expenditures
consistent with
district/school-level goals and
available resources.

e .

J i e Unsatisfacto Needs Improvement P i Exempla
. Eleraents: ry P roficient plary
1I-E-1. Builds a budget that does not Develops a budget that Develops a budget that aligns | Leads a team to develop a
Fiscal align with the district’s goals loosely aligns with the with the district’s vision, budget that aligns with the
Systems or mismanages available district’s vision, mission, and mission, and goals. Allocates district’s vision, mission, and

goals with supporting
rationale; allocates and
manages expenditures
consistent with
district/school-level goals; and
seeks alternate funding
sources as needed. Is able to
model this element.

14
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Standard Ill: Family and Community Engagement. Promotes the learning and growth of all students and the
success of all staff through effective partnerships with families, community organizations, and other
stakeholders that support the mission of the school and district.

Indicator Ill-A.

Engagement- Actlvely ensures that all famllles are welcome members of the classroom and school
commumty and can contribute to the classroom, school, and community's effectiveness.’

Hombnte o Unsatisfactory Needs Improvement Proficient Exemplary
1-A-1, Does little to welcome Makes some attempts to Uses culturally sensitive Uses culturally sensitive
Family families as members of the welcome families as members | practices to ensure that all practices and successfully
Engagement | classroom or school of the classroom and school families are welcome and can | engages most families,
community or tolerates an community but does not contribute to the classroom, ensuring that all families are
environment that is consistently use culturally school and community’s welcome and can contribute
unwelcoming to some sensitive practices and/or effectiveness. Works with to classroom, school, and
families. work to identify and remove staff to identify and remove community effectiveness.
barriers to family barriers to families’ Works with staff, families, and
involvement. involvement, including organizations to identify and
families whose home remove barriers to family
language is not English. involvement, including
families whose home
language is not English. Is able
to model this element.
111-A-2. Limits work to the immediate | Engages some community Establishes ongoing Establishes strategic
Cbﬁ’tmunity context of the school. Does organizations, community relationships with partnerships with community
and Business | not make efforts to reach out | members, and/or businesses community organizations, organizations, community
Engagement | to community organizations, in annual school events but community members, and members, and businesses

community members, or
businesses that could
otherwise contribute to
school effectiveness.

does not make efforts to
increase their involvement to
maximize community
contributions for school
effectiveness.

businesses. Engages them to
increase their involvement to
maximize community
contributions for school
effectiveness.

that improve school
effectiveness. Works to
increase the types and
number of organizations with
whom the school partners in
order to deepen relationships
and increase partner
contributions. Is able to
model this element.
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oth at home and at s

Sharing Responsibility: Conti

ing and development:

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Collaboration

support to educators to
regularly communicate with
families on ways to support
their children’s learning at
home and at school.

to educators to engage
families in supporting their
children’s learning at school
and at home and/or
supporting their children with
disabilities or limited English
proficiency.

1l-B-1. Does not work with Asks educators to identify Supports educators to Models for educators how to
Student educators to identify student | students struggling identify each student’s identify each student’s
Support needs, does not work with academically or behaviorally academic, social, emotional, academic, social, emotional,
families to address student and/or works with a limited and behavioral needs, and behavioral needs,
needs, and/or does not draw | number of families to address | including students with including students with
upon internal or external student needs, utilizing a disabilities and English disabilities and English
resources. limited set of resources. learners. Collaborates with learners. Collaborates with
families to address student families to effectively address
needs, utilizing resources student needs and prevent
within and outside of the further challenges,
school. connecting students with a
network of resources within
and outside the school. Is
able to model this element.
111-B-2, Does not set clear Sets general expectations and | Sets clear expectations for Sets clear expectations and
Family expectations for or provide provides occasional support and supports educators to provides differentiated

regularly engage families in
supporting learning at school
and home, including
appropriate adaptation for
students with disabilities or
limited English proficiency.

support to educators to
ensure that they regularly
engage all families in
supporting their children’s
learning at school and home,
including families and
children with limited English
proficiency and/or children
with disabilities. Is able to
model this element.
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Indicator IlI-C

. Communication: Engages in regular,
_ student learning and performance.

two-way, culturally proficient communication with families about

|||.(_;'f Elements Unsatisfactory Needs Improvement Proficient Exemplary
11I-C-1. Does not set clear May set expectations for and | Sets clear expectations for Sets clear expectations for
Two-Way expectations for or provide provide limited support to and provides support to and provides differentiated

Communication

support to educator to
communicate with families.
School and classroom
communication regarding
student learning and
performance primarily
occurs through report cards.

educators to communicate
with families but does not
stress the importance of
two-way communication
channels. School and
classroom communication
regarding student learning
and performance primarily
occurs through newsletters
and other one-way media.

educators to communicate
regularly with families using
two-way communication
channels, including careful
and prompt response to
communications from
families. Supports educators
to maximize the number of
face-to-face family/teacher
interactions.

support to ensure that all
educators design and
implement frequent
personalized
communications, respond
carefully and promptly to
communications from
families, and solicit feedback
from families that informs
improvement to
communication plans. Is able
to model this element.

1-C-2. Does not set clear May set expectations for Sets clear expectations for Sets clear expectations for,
Culturally expectations for or provide educators regarding and provides support to models, and provides
Proficient support to educators culturally sensitive educators regarding differentiated support
Communication regarding culturally sensitive | communication but does not culturally sensitive regarding culturally sensitive
communication and/or provide support to educators | communication. Ensures communication. Ensures that
allows inappropriate and/or occasionally that school and classroom school and classroom
disrespectful communication | communicates in ways that communication with communication with families
with families that ignores are culturally insensitive to families is always respectful is always respectful and
different family cultural some families’ home and demonstrates demonstrates understanding
norms. language, culture, and understanding of and and appreciation of different
values. sensitivity to different families’ home language,
families’ home language, culture, and values. Is able to
culture, and values. model this element.
Indicator IlI-D. Family Concerns; Addresses family concerns in an equitable, effective, and efficient manner.
1I1-D. Elements Unsatisfactory Needs Improvement Proficient Exemplary
11I-D-1. Inconsistently contacts May address concerns with Reaches out to families as Reaches out to families

Family Concerns

families in response to
concerns, and agreed-upon
solutions are often not in the
best interest of students.

families as they arise, but
agreed-upon solutions are
not always in the best
interest of students.

concerns arise and works to
reach equitable solutions in
the best interest of
students.

proactively and as soon as
concerns arise and
effectively reaches equitable
solutions that satisfy
families, faculty, and staff
and are in the best interest
of students. Is able to model
this element.
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Standard IV: Professional Culture. Promotes success for all students by nurturing and sustaining a school
culture of reflective practice, high expectations, and continuous learning for staff.

: !ndic’ator IV-A,

) with high ¢ expe

1 stswn and core valu
development ofa succinct results-

consequence, and engage partac:pants in

~ Commitment to High Standards: Fosters : a shared commit ent to hlgh standards of tez
ations for achlévement' for all, lncludmg' - . -
S ofes, and secures staff commitment to core values that guide the o
oriented mission statement and ongoing dEClSI_Q ma_kmg :
-run and. gagmg meetmgs that have clear purpose,

ughtful and productlve serles of con

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-A-1.
Commitment
to High
Standards

Does not encourage high
standards of teaching and
learning or high expectations
for achievement and/or may
demonstrate low
expectations for staff.

May ask for a commitment to
high standards of teaching
and learning with high
expectations for achievement
for all but does not support
and/or model it.

Fosters a shared
commitment to high
standards of teaching and
learning with high
expectations for
achievement for all.

Leads faculty in developing a
shared commitment to high
standards of teaching and
learning with high
expectations for
achievement for all. Revisits
and renews commitment
with faculty regularly. Is able
to model this element.

IV-A-2,
Mission and
Core Values

Does not develop core values
and mission statements for
the school.

May develop core values and
mission statements but rarely
uses them to guide decision
making.

Develops, promotes, and
models commitment to core
values that guides the
development of a succinct,
results-oriented mission
statement and ongoing
decision making.

Leads faculty to develop
core values and mission
statements, shares these
statements with families
and the school community,
and uses them to guide
decision making. Is able to
model this element.

IV-A-3.
Meetings

Leads meetings that lack clear
purpose and/or are primarily
used for one-way
informational updates.

Leads meetings that include
both one-way informational
updates and participatory
activities focused on matters
of consequence.

Plans and leads well-run and
engaging meetings that have
clear purpose, focus on
matters of consequence, and
engage participants in a
thoughtful and productive
series of conversations and
deliberations about
important school matters.

Plans and facilitates staff-
led, engaging meetings in
which small groups of
educators learn together
and create solutions to
instructional issues. Is able
to model this element.
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’Indieat’q“r‘ lV—B :

~ Cultural Proﬁdenc_y. Ensures that

. effectively in
__challenges are respected.

policies and practnces enable staff members and students to interact
ulturallv diverse environm nt in which students backgrounds, ldentities, strengths, and

Communication
Skills

interpersonal, written, or
verbal communication skills
at times.

interpersonal, written, and
verbal communication skills
but sometimes makes
grammatical errors or has
difficulty expressing ideas to
stakeholders.

interpersonal, written, and

verbal communication skills.

;\!-5“, '§|ement; 3 Unsatisfactory Needs Improvement Proficient Exemplary
IV-B-1. Develops and implements Takes pride in having a Develops and implements Leads stakeholders to
Policies and culturally insensitive or diverse faculty and/or culturally sensitive policies develop and implement
Practices inappropriate policies, does student body, but some that acknowledge the culturally sensitive policies
not support staff in building policies are not culturally diverse backgrounds, that acknowledge the
cultural proficiency, and/or sensitive and/or provides identities, strengths, and diverse backgrounds,
creates a culture that limited resources for challenges of students and identities, strengths, and
minimizes the importance of | educators to support the staff. Provides staff with challenges of students and
individual differences. development of cultural relevant resources to staff. Empowers staff with
proficiency. support them in building time, resources, and support
cultural proficiency and to build cultural proficiency
promotes a culture that and collaborates with
affirms individual community members to
differences. create a culture that affirms
individual differences. Is able
to model this element.
Indicator IV-C.  Communications: Demonstrates strong interpersonal, written and verbal communication skills.
IV-C, Elements Unsatisfactory Needs Improvement Proficient Exemplary
IV-C-1. Demonstrates ineffectual May demonstrate adequate Demonstrates strong Demonstrates strong

context- and audience-
specific interpersonal,
written, and verbal
communication skills. Is able
to model this element.
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Indicator IV-D,

afnd_acbieve improved results.

i Conti uous Lea ning. Develops and nurtures a_ culture ln which staff members are reﬂecrive about theil ;
€ ent research, best practlces and theory to continuoudy adapt instruction :f
Models these behaviors in the admlmstrator's own practice

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-D-1,

Continuous
Learning of
Staff

Accepts the practice of
educators working largely in
isolation, without
consideration of data and
best practices, or discourages
reflection among staff.

May encourage educators
and teams to reflect on the
effectiveness of instruction
and interactions with
students and to use data and
best practices to adapt
instruction but does not
support educators in these
practices.

Leads all educators and
teams to reflect on the
effectiveness of lessons,
units, and interactions with
students. Ensures that staff
use data, research, and best
practices to adapt instruction
to achieve improved results.

Models for educators how to
reflect on the effectiveness of
lessons, units, and
interactions with students
and uses data, research, and
best practices to adapt
instruction to achieve
improved results. Supports all
educators to work in teams
as often as is feasible and
appropriate. Is able to model
this element.

IV-D-2.
Continuous
Learning of
Administrator

Does not reflect on personal
practice or demonstrate new
ways of thinking about
administration and
leadership.

Occasionally reflects on
personal practice, sets
meaningful goals, and/or
researches ways to improve
efficiency and practice.

Reflects on and improves
personal practice, sets
meaningful goals, and
develops new approaches in
order to improve the
efficiency and practices of
the school.

Demonstrates openness and
commitment to learning;
reflects on personal practice;
and relies on student data,
current research, and best
practice to improve own
leadership. Is able to model
this element.

'hd‘@t‘"ﬂ IV-E. Shared Vision: Continuously engages all stakeholders in the creation of a shared educational vision in which
it every student is prepared to succeed inp vtsecondary education and become responsrble cltizens and -
community contributors. :
IV-E..Ejements Unsatisfactory Needs Improvement Proficient Exemplary
IV-E-1. Does not engage Engages staff, students, At all grade levels, Leads staff, students of all
Shared Vision | stakeholders in the creation families, and community continuously engages staff, ages, families, and

Development

of a shared educational
vision, or the vision is
disconnected from college
and career readiness, civic
engagement, and/or
community contributions.

members in developing a
vision focused on some
aspects of student
preparation for college and
career readiness, civic
engagement, and community
contributions.

students, families, and
community members in
developing a vision focused
on student preparation for
college and career readiness,
civic engagement, and
community contributions.

community members to
develop and internalize a
shared educational vision
around preparation for
college and careers and
responsible citizenship. Is
able to model this element.
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“Tndicator N-F.

: Managing Conﬂict. Employs strategies for responding to dlsagreement and dissent, constructively resolvmg
: confhct and hunldmg cdnsensus throughout a distnct/scitool commumty

IV-F. E"Iemeﬁt:s‘ Unsatisfactory Needs Improvement Proficient Exemplary
IV-F-1, Does not respond to May respond respectfully to Employs a non- Models a variety of strategies
Respbnse to disagreement or dissent disagreement and dissent, confrontational approach for | for responding respectfully
Disagreement and/or does not use but responds inconsistently responding respectfully and and effectively to
appropriate, respectful, non- and does not always employ appropriately to disagreement and dissent,
confrontational approaches. a non-confrontational disagreement and dissent, using both as opportunities
approach using both as opportunities for learning. Is able to model
for learning this element.
IV-F-2. Does not address conflicts in May attempt to respectfully Consistently employs a Consistently employs a
Conflict a solution-oriented and/or resolve conflicts as they arise, | variety of strategies to variety of strategies to
Resolution - respectful manner. but employs only a limited resolve conflicts in a resolve conflicts in a
range of strategies. constructive and respectful constructive and respectful
manner. manner and empowers staff
to use these approaches. Is
able to model this element.
1V-F-3. Does not attempt to build Employs a limited number of Builds consensus within the Employs a variety of
Consensus consensus within the school strategies to build consensus | school community around strategies to build consensus
Bui!ding' community, or attempts at within the school community, | critical school decisions, within the school community

consensus-building around
critical school decisions are
unsuccessful.

with varying degrees of
success.

employing a variety of
strategies.

around critical school
decisions while encouraging
dialogue and different points
of view. Is able to model this
element.
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Rubrics — defined in the regulations as “scoring tool[s] that describe characteristics of practice or artifacts at different levels
of performance” (603 CMR 35.02) - are a critical component of the Massachusetts educator evaluation framework and are
required for every educator. Rubrics are designed to help educators and evaluators (1) develop a consistent, shared
understanding of what proficient performance looks like in practice, (2) develop a common terminology and structure to
organize evidence, and (3) make informed professional judgments about formative and summative performance ratings on
each Standard and overall. This appendix contains the ESE Model “SISP” Rubric,

Structure of the Specialized Instructional Support Personnel (SISP) Rubric

® Standards: Standards are the broad categories of knowledge, skills, and performance of effective practice
detailed in the regulations. There are four Standards for teachers: Curriculum, Planning, and Assessment;
Teaching All Students; Family and Community Engagement; and Professional Culture.

® Indicators: Indicators, also detailed in the regulations, describe specific knowledge, skills, and
performance for each Standard. For example, there are three Indicators in Standard | of the SISP rubric:
Curriculum and Planning; Assessment; and Analysis.

* Elements: The elements are more specific descriptions of actions and behaviors related to each Indicator.
The elements further break down the Indicators into more specific aspects of educator practice and
provide an opportunity for evaluators to offer detailed feedback that serves as a roadmap for
improvement.

*  Descriptors: Performance descriptors are observable and measurable statements of educator actions and
behaviors aligned to each element and serve as the basis for identifying the level of teaching or
administrative performance in one of four categories: Unsatisfactory, Needs Improvement, Proficient, or
Exemplary.

Use of the Specialized Instructional Support Personnel (SISP) Rubric

This rubric describes practice that is common across educators in professional support roles such as school
counselors, school psychologists, school nurses, and others defined in the recognition clause of the appropriate
collective bargaining agreement. It is intended to be used throughout the 5 step evaluation cycle for educators
who provide direct services such as education, therapy, counseling, assessment, and diagnosis to a caseload of
students, as well as educators who may provide indirect support to students through consultation to and
collaboration with teachers, administrators, and other colleagues.

The roles and responsibilities of educators to whom this rubric will be applied will vary. ESE encourages educators
and evaluators to use the rubric strategically by discussing and agreeing upon certain Indicators and Elements that
should be high priorities according to that educator’s role and responsibilities as well as his/her professional
practice and student learning needs. There are a variety of ways to emphasize these components throughout the
evaluation cycle. For example, high priority Indicators and/or elements can be analyzed in greater depth during
self-assessment, targeted during goal setting, a focus for more comprehensive evidence collection, or all of the
above. However, the expectation is that by the end of the evaluation cycle, educators and evaluators have
gathered and shared a reasonable amount of evidence on every Indicator to support a rating for each Standard.
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Standard I: Standard Il: Standard Il Standard IV:
Curriculum, Planning, and Teaching All Students Family and Community Professional Culture
Assessment Engagement
A. Curriculum and Planning A. Instruction Indicator A. Engagement Indicator A. Reflection Indicator
Indicator 1. Quality of Effort and 1. Parent/Family 1. Reflective Practice
1. Professional Knowledge Work Engagement 2. Goal Setting
2. Child and Adolescent 2. Student Engagement
Development 3. Meeting Diverse Needs

3. Plan Development
4. Well-Structured Lessons

B. Assessment Indicator B. Learning Environment B. Collaboration Indicator B. Professional Growth
1. Variety of Assessment Indicator 1. Learning Expectations Indicator
Methods 1. Safe Learning 2. Student Support 1. Professional Learning
2. Adjustments to Practice Environment and Growth

2. Collaborative Learning
Environment

3. Student Motivation

C. Analysis Indicator C. Cultural Proficiency C. Communication Indicator C. Collaboration Indicator

1. Analysis and Conclusions | Indicator 1. Two-Way 1. Professional

2. Sharing Conclusions With 1. Respects Differences Communication Collaboration
Colleagues 2. Maintains Respectful 2. Culturally Proficient 2. Consultation

3. Sharing Conclusions Environment Communication
With Students and
Families

D. Expectations Indicator D. Decision-Making Indicator
1. Clear Expectations 1. Decision-making

2. High Expectations
3. Access to Knowledge

E. Shared Responsibility
Indicator

1. Shared Responsibility

F. Professional Responsibilities
Indicator

1. Judgment
2. Reliability and
Responsibility

Note: The SISP rubric is designed to have close alignment with the teacher rubric to emphasize commonalities across educators.
Please see Appendix E addressing “Role-Specific Indicators” for additional guidance and samples of how to strategically supplement
this rubric to further differentiate by role.

How to reference parts of the rubric:

Indicator terminology: under the “Teaching All Students” standard (1), the” Instruction Indicator” (A) can be referred to as
Indicator II-A

Element terminology: under the Instruction Indicator (A), the Student Engagement Element (2) can be referred to as
Element II-A-2
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Standard I: Curriculum, Planning, and Assessment. promotes the learning and growth of all students by
providing high-quality and coherent instruction, designing and administering authentic and meaningful student
assessments, analyzing student performance and growth data, using this data to improve instruction, providing
students with constructive feedback on an ongoing basis, and continuously refining learning objectives.

i:ndicétor I-A.

Cumculum and Planmng Has strong kn
has a good grasp of chlld de : elc

support consisting of well-structured lessons with measurable outcomes.

' ledge specuﬁc to subject matter and/or professuonal responsabillty,
ent and how students le rn, and designs effective and rlgorous plans for

Unsatisfactory

Needs Improvement

Proficient

Exemplary

-A-1.

learning experience, and/or
type of support or assistance
for all students that does not
adequately address intended
outcomes.

knowledge when providing
differentiated learning
experiences, support, and/or
assistance that would enable
all students—as opposed to
just some—to move toward
meeting intended outcomes.

behave by providing
differentiated learning
experiences, support, and/or
assistance that enable all
students to progress toward
meeting intended outcomes.

Demonstrates limited Demonstrates factual Demonstrates sound Demonstrates mastery of
Professional professional knowledge; relies | knowledge of the professional knowledge and professional content and its
Knowledge - heavily on outdated practices | content and delivery and understanding of delivery by engaging all
as opposed to current sometimes applies it to professional content and students in academic,
practices supported by engage students in academic, | delivery by consistently behavioral, and
research. Rarely engages behavioral, and engaging students in social/emotional learning
students in academic, social/emotional learning academic, behavioral, and experiences, through the use
behavioral, and experiences through the use social/emotional learning of educational and/or clinical
social/emotional learning of educational and/or clinical experiences through the use practices, that enable
experiences through the use practices. of educational and/or clinical | students to synthesize
of educational and/or clinical practices that enable knowledge and skills. Is able
practices. students to acquire to model this element.
knowledge and skills.
-A-2. | Demonstrates little or no Demonstrates general Demonstrates knowledge of Demonstrates expert
child and knowledge of child and knowledge of child and students’ developmental knowledge of the
Adolescent adolescent development; adolescent development but levels and the different ways | developmental levels of
Development | typically develops one does not apply this these students learn or individual students and

students in the grade or
subject more generally and
uses this knowledge to
differentiate and expand
learning experiences,
supports, and/or types of
assistance, enabling all
students to make significant
progress toward meeting
stated outcomes. Is able to
model this element.
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Develo’pment1

that are not timely and/or not
tailored to the needs of
individual students; or, plans
do not include appropriate
supports or measurable
outcomes that would enable
students to meet the goals
and objectives of the plan.

plans that respond to some
but not all relevant individual
student needs, and/or plans
that lack sufficient
measurable outcomes or
supports that enable students
to meet all goals and
objectives of the plan.

well-structured plans with
measurable outcomes that
respond to all relevant
individual student needs,
and include supports that
enable students to meet the
goals or objectives of the
plan.

A i Unsatisfactor Needs Improvement Proficient Exempla
v';:vﬁluem‘ents; y P plary
Develops or contributes to Develops or contributes to Develops or contributes to Develops or contributes to
1-A-3 Plan the development of plans the timely development of the timely development of the timely development of

comprehensive, well-
structured plans with
measurable outcomes that
respond to all relevant
individual student needs, are
coordinated with other plans
relevant to those students,
and include supports that
enable students to meet all
goals or objectives of the
plan. Is able to model this
element.

I-A-4.
Well-,¢ ;
Structured
Lessons

Develops lessons (which may
include individual and group
activities or sessions) with
inappropriate student
engagement strategies,
pacing, sequence, activities,
materials, resources, and/or
grouping.

Develops lessons (which may
include individual and group
activities or sessions) with
only some elements of
appropriate student
engagement strategies,
pacing, sequence, activities,
materials, resources, and
grouping.

Develops well-structured
lessons (which may include
individual and group
activities or sessions) with
challenging, measurable
objectives and appropriate
student engagement
strategies, pacing, sequence,
activities, materials,
resources, technologies, and
grouping.

Develops well-structured and
highly engaging lessons
(which may include individual
and group activities and
sessions) with challenging,
measurable objectives and
appropriate student
engagement strategies,
pacing, sequence, activities,
materials, resources,
technologies, and grouping to
attend to every student’s
needs. Is able to model this
element.

1 uplan” is used throughout this document to refer to a variety of plans, including but not limited to: lesson plans, unit plans,
Individualized Education Programs (IEPs), Individualized Health Care Plans (IHCPs), Career Plans, and 504 Plans. The type of plan that
an educator is responsible for depends on the educator being evaluated; both the educator and evaluator should understand and
agree upon the definition relevant to the educator’s role.
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o Assessment Uses o variety of informal and, formal methods of assessments to measure student le mlng,

_ instruction,

£lements i

Unsatisfactory

Needs Improvement

Proficient

Exemplary

1-B-1.
Variety of
Assessment
Methods

Administers assessments
and/or collects only the data
required by the school and/or
measures only point-in-time
student achievement or
development.

May design and administer
assessments and/or collect
some data to measure
student learning, growth, or
development, but uses a
limited range of methods.

Designs and administers
assessments and/or collects
data to measure student
learning, growth, and/or
development through a
variety of methods, including
informal and formal
assessments and common
interim assessments where
applicable.

Uses an integrated,
comprehensive assessment
system, including informal
and formal assessment
methods and common interim
assessments where
applicable, to measure
student learning, growth, and
development. Is able to model
this element.

-B-2,
Adjustment
to Practice -

Makes few adjustments to
practice by identifying and/or
implementing appropriate
differentiated interventions,
supports, and programs based
on formal and informal
assessments.

May organize and analyze
some assessment results but
only occasionally adjusts
practice and identifies and/or
implements appropriate
differentiated interventions,
supports, and programs for
students.

Organizes and analyzes
results from a variety of
assessments to determine
progress toward intended
outcomes and uses these
findings to adjust practice
and identify and/or
implement appropriate
differentiated interventions,
supports, and programs for
students.

Organizes and analyzes results
from a comprehensive system
of assessments to determine
progress toward intended
outcomes and frequently uses
these findings to adjust
practice and identify and/or
implement appropriate
differentiated interventions,
supports, or programs for
individuals and groups of
students and appropriate
modifications of plans. Is able
to model this element.
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‘Indicator I-C.

Analysis; Analyzes data from assessments,

d shares them appropriately. .

Tair
Elements

Unsatisfactory

Needs Improvement

Proficient

Exemplary

I-C-1.
Analysis and
Conclusions

Does not analyze data and/or
draw conclusions from data
beyond completing minimal
requirements.

Draws conclusions from a
limited analysis of data to
inform student learning,
growth, and development.

Individually and with
colleagues, draws
appropriate conclusions
about programs, plans, and
practices from a thorough
analysis of a wide range of
data to improve student
learning, growth, and
development.

Individually and with
colleagues, draws
appropriate, actionable
conclusions about programs,
plans, and practices from a
thorough analysis of a wide
range of data that improve
short- and long-term planning
decisions. Is able to model
this element.

1-C-2.
Sharing
Conclusions
With
Colleagues

Rarely shares with colleagues
conclusions about student
progress and/or rarely seeks
feedback from them about
practices that will support
improved student learning
and/or development.

Only occasionally shares with
colleagues conclusions about
student progress and/or seeks
feedback from them about
practices that will support
improved student learning
and/or development.

Regularly shares with
appropriate colleagues (e.g.,
classroom teachers,
administrators, and
professional support
personnel) conclusions about
student progress and seeks
feedback from them about
practices that will support
improved student learning
and/or development.

Establishes and implements a
schedule and plan for
regularly sharing with all
appropriate colleagues (e.g.,
classroom teachers,
administrators, and
professional support
personnel) conclusions and
insights about student
progress. Seeks and applies
feedback from them about
practices that will support
improved student learning
and/or development. Is able
to model this element.

I-C-3.
Sharing
Conclusions
With
Students
and Families

Provides little or no feedback
on student growth or progress
except through minimally
required reporting or provides
inappropriate feedback that
does not support students to
grow and improve.

Provides some feedback
about student growth or
progress beyond required
reports but rarely shares
strategies for students to
grow and improve.

Based on assessment results
and/or other data, provides
descriptive feedback and
engages students and
families in constructive
conversation that focuses on
student growth and
improvement.

Establishes early, constructive
feedback loops with students
and families that create a
dialogue about student
growth, progress, and
improvement. Is able to
model this element.
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Standard II: Teaching All Students. Promotes the learning and growth of all students through instructional
practices that establish high expectations, create a safe and effective classroom environment, and

demonstrate cultural proficiency.

Indicator II-A.

lnstructron* Uses mstructlonal and clinical practices that reflect hlgh expectatrons regardmg content and i
qualrty of effort and work engage all students, and are personallzed to accommodate diver: '
: needs, Interests, and levels of readiness. i 2t L

Unsatisfactory Needs Improvement Proficient Exemplary
11-A-1." Establishes no or low May state high expectations Consistently defines high Consistently defines high
Quality of expectations for student work | for student work and expectations for student expectations for student work
Effort and and behavior and/or offers behavior, but provides few work and behavior, and the and behavior and effectively
Work few supports to help students | exemplars and rubrics, or perseverance and effort supports students to set high
know what is expected of limited guided practice, required to produce it; often expectations for each other to
them. and/or few other supports to provides exemplars, rubrics, persevere and produce high-
help students know what is or guided practice, and/or quality work. Is able to model
expected of them. models appropriate this element.
behaviors.
1I-A-2, Uses instructional and/or Uses instructional and/or Consistently uses Consistently uses instructional
Student clinical practices that leave clinical practices that instructional and clinical and clinical practices that
Engagement. | Most students uninvolved motivate and engage some practices that are likely to typically motivate and engage
| and/or passive. students but leave others motivate and engage most most students during the
uninvolved and/or passive. students during the lesson, lesson, activity, or session,
activity, or session. and during independent work.
Is able to model this element.
11-A-3. Uses limited and/or May use some appropriate Uses appropriate practices, Uses a varied repertoire of
Meeting inappropriate practices practices and/or supports to including tiered instruction, practices and/or supports to
Diverse and/or supports to accommodate differences, scaffolds, and other supports, | create structured
Needs accommodate differences. but fails to address an to accommodate differences opportunities for each
adequate range of in learning styles, needs, student to meet or exceed
differences. interests, and levels of expectations for growth and
readiness, including those of development. Is able to model
students with disabilities and | this element.
English learners.
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Indicator II-B..

: Leaming Environment: Creates and mair a safe : .
students to take ‘academic rlsks, challenge themselves, and claim ownership of thelr learning

nvironment that motlvates e

e
Elements.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

11-B-1.

Safe
Learning
Environment

Maintains a physical
environment that is unsafe or
does not support student
learning. Uses inappropriate
or ineffective rituals, routines,
and/or responses to reinforce
positive behavior or respond
to behaviors that interfere
with students’ learning.

May create and maintain a
safe physical environment but
inconsistently maintains
rituals, routines, and
responses needed to prevent
and/or stop behaviors that
interfere with all students’
learning.

Uses rituals, routines, and
appropriate responses that
create and maintain a safe
physical and intellectual
environment where students
take academic risks and most
behaviors that interfere with
learning are prevented.

Uses rituals, routines, and
proactive responses that
create and maintain a safe
physical and intellectual
environment where students
take academic risks and play
an active role—individually
and collectively—in
preventing behaviors that
interfere with learning. Is able
to model this element.

11-B-2. Makes little effort to teach Teaches some interpersonal, Develops students’ Teaches and reinforces
Collaborative | interpersonal, group, and group, and communication interpersonal, group, and interpersonal, group, and
Learning communication skills or skills and provides some communication skills and communication skills so that
Environment | facilitate student work in opportunities for students to provides opportunities for students seek out their peers
groups, or such attempts are work in groups. students to learn in groups as resources. Is able to model
ineffective. with diverse peers. this practice.
11-B-2. Directs all learning Creates some learning Consistently creates learning | Consistently supports
Student experiences, providing few, if | experiences that guide experiences that guide students to identify their
Motivation any, opportunities for students to identify needs, students to identify their strengths, interests, and

students to take risks or
challenge themselves.

ask for support, and challenge
themselves to take risks.

strengths, interests, and
needs; ask for support when
appropriate; take risks; and
challenge themselves to
succeed.

needs; ask for support; take
risks; challenge themselves;
set learning goals; and
monitor their own progress. Is
able to model this element.

J
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Indicator IC:: Cuﬂl_ig‘fd_l Profici 1cy: Acti el ins an environment in which students’ diverse b‘ai}:kgfounqs*,::;"
i ; _ identities, strengths, and challenges are respected S
Unsatisfactory Needs Improvement Proficient Exemplary

1I-C-1.

Establishes an environment in | Establishes an environment in Consistently uses strategies Establishes an environment in
Respects which students demonstrate which students generally and practices that are likely which students respect and
Differences limited respect for individual demonstrate respect for to enable students to affirm their own and others’
differences. individual differences. demonstrate respect for and differences and are supported
affirm their own and others’ to share and explore
differences related to differences and similarities
background, identity, related to background,
language, strengths, and identity, language, strengths,
challenges. and challenges. Is able to
model this element.
1-C-2. Minimizes or ignores conflicts | Anticipates and responds Anticipates and responds Anticipates and responds
Ma;’ntai,},’. and/or responds in appropriately to some appropriately to conflicts or appropriately to conflicts or
Respectful inappropriate ways. conflicts or misunderstandings arising misunderstandings arising
misunderstandings but from differences in from differences in

Environment

ignores and/or minimizes
others.

backgrounds, languages, and
identities.

backgrounds, languages, and
identities in ways that lead
students to be able to do the
same independently. Is able
to model this element.
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~ Expectation

- make knowledge, information,

Unsatisfactory

Needs Improvement

Proficient

Exemplary

11-D-1. Does not make specific May communicate specific Clearly communicates and Clearly communicates and
Clear standards for student work, standards for student work, consistently enforces specific | consistently enforces specific
Expectations | effort, interactions, and effort, interactions, and standards for student work, standards for student work,
behavior clear to students. behavior, but inconsistently or | effort, and behavior. effort, interactions, and
ineffectively enforces them. behavior so that most
students are able to describe
them and take ownership of
meeting them. Is able to
model this element.
1I-D-2. Gives up on some students or | May tell students that a goal Effectively models and Effectively models and
High communicates that some is challenging and that they reinforces ways that students | reinforces ways that students
Expectations | cannot accomplish need to work hard but does can set and accomplish can consistently accomplish
challenging goals. . not model ways students can challenging goals through challenging goals through
accomplish the goal through effective effort, rather than effective effort. Successfully
effective effort. . having to depend on innate challenges students’
ability. misconceptions about innate
ability. Is able to model this
element.
11-D-3. Rarely adapts instruction, Occasionally adapts Consistently adapts Individually and with
Access to services, plans, instruction, services, plans, instruction, services, plans, colleagues, consistently
Knowledge communication, and/or communication, and/or communication, and/or adapts instruction, services,

assessments to make
curriculum/supports
accessible to all students for
whom the educator has
responsibility.

assessments to make
curriculum/supports
accessible to all students for
whom the educator has
responsibility.

assessments to make
curriculum/ supports
accessible to all students for
whom the educator has
responsibility, including
English learners and students
with disabilities.

plans, communication, and/or
assessments to make
curriculum/supports
accessible to all students for
whom the educator has
responsibility, including
English learners and students
with disabilities. Is able to
model this element.
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Standard Ill: Family and Community Engagement. Promotes the learning and growth of all students through
effective partnerships with families, caregivers, community members, and organizations.

Parent/Family
Engagement

become participants in the
classroom and school
community or actively
discourages their
participation.

involve families in school
and/or classroom activities,
meetings, and planning.

support families to
participate actively and
appropriately in the
classroom and school
community.

Indicator lil-A.  Engagement: Welcomes and encourages ev ry family to become active participants in the classroomand
WA o, Unsatisfactory Needs Improvement Proficient Exemplary

| Elements. _’
1I-A-1. Does not welcome familiesto | Makes limited attempts to Uses a variety of strategies to | Successfully engages most

families and sustains their
active and appropriate
participation in the classroom
and school community. Is
able to model this element.

strategies for supporting student learning

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Does not inform parents Sends home only a list of Consistently provides parents | Successfully conveys to most
Learning about learning, behavior, rules/expectations and an with clear, user-friendly parents clear, user-friendly
Expectations | and/or wellness expectations. | outline of the student expectations for student student learning, behavior,
learning, behavior, or learning, behavior, and/or and wellness expectations. Is
wellness plan for the year. wellness. able to model this element.
111-B-2. Rarely, if ever, communicates | Sends home occasional Regularly communicates with | Regularly communicates with
Student with parents on ways to suggestions on how parents parents to create, share, parents to share and/or
Support support learning and can support learning and and/or identify strategies for | identify strategies for

development at home or at
school.

development at home or at
school.

supporting learning and
development at school and
home.

supporting learning and
development at school and
home, successfully
encourages most families to
use at least one of these
strategies, and seeks out
evidence of their impact. Is
able to model this element.
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TndiGtor e

Commumcation Engages in regular, two-way, and culturally proﬂcient communicatlon wlth famili
student Iearmng, behavior and weﬂness. ' , b

Communication

required reports; rarely
solicits or responds promptly
to communications from
families.

announcements with families
through one-way media and
usually responds promptly to
communications from
families.

about student learning,
behavior, and wellness;
responds promptly and
carefully to communications
from families.

T Unsatisfactory Needs Improvement Proficient Exemplary
Elements
11-C-1. Rarely communicates with Relies primarily on sharing Regularly uses two-way Regularly uses a two-way
Two-Way families except through general information and communication with families | system that supports

frequent, proactive, and
personalized communication
with families about individual
student learning, behavior,
and wellness. Is able to
model this element.

11-C-2.
Culturally

Proficient
Communication

Makes few attempts to
respond to different family
cultural norms and/or
responds inappropriately or
disrespectfully.

May communicate
respectfully and make efforts
to take into account different
families’ home language,
culture, and values, but does
so inconsistently or does not
demonstrate understanding
and sensitivity to the
differences.

Always communicates
respectfully with families
and demonstrates
understanding of and
sensitivity to different
families’ home language,
culture, and values.

Always communicates
respectfully with families and
demonstrates understanding
and appreciation of different
families’ home language,
culture, and values. Is able to
model this element.
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Standard IV: Professional Culture. Promotes the learning and growth of all students through ethical, culturally
proficient, skilled, and collaborative practice.

Professional
Learning and
Growth

professional development and
learning opportunities to
improve practice and/or
applies little new learning to
practice.

professional development and
learning activities and/or
inconsistently or
inappropriately applies new
learning to improve practice.

applies, when appropriate,
ideas for improving practice
from supervisors, colleagues,
professional development
activities, and other
resources to gain expertise
and/or assume different
instruction and leadership
responsibilities.

 Indicator IV-A, Reﬂection. Demonstrates the | capacity to reflect on and improve the educator’s own practice, using informal
B : means as w Il as meetmgs wrth teams and work groups' 0 gather mformation, analyze data, examine issues,
. set meamngful goals, and develop new approaches in order to improve teaching and Iearmng. :
NAL i _
i s Unsatisfactory Needs Improvement Proficient Exemplary
Elements
IV-A-1. Demonstrates limited May reflect on the Regularly reflects on the Regularly reflects on the
Reflective reflection on practice and/or effectiveness of instruction, effectiveness of instruction, effectiveness of instruction,
Practice use of insights gained to supports, and interactions supports, and interactions supports, and interactions
improve practice. with students but not with with students, both with students, both
colleagues and/or rarely uses individually and with individually and with
insights gained to improve colleagues, and uses insights colleagues; and uses and
practice. gained to improve practice shares with colleagues
and student outcomes. insights gained to improve
practice and student
outcomes. Is able to model
v this element.
IV-A-2. Participates passively in the Proposes one goal that is Proposes challenging, Individually and with
Goal Setting | goal-setting process and/or vague or easy to achieve measurable professional colleagues builds capacity to
; proposes goals that are vague | and/or bases goals on a practice, team, and student propose and monitor
or easy to reach. limited self-assessment and learning goals that are based challenging, measurable goals
analysis of student data. on thorough self-assessment based on thorough self-
and analysis of student data. assessment and analysis of
student data. Is able to model
this element.
Indicator IV-B. Professional Growth: Actively pursues professional development and learning opportumties to improve
s it quality of practice or build the expertise and experience to assume drfferent instructlonal and leadership
roles. : pa - i : : : o !
“"8,- L Unsatisfactory Needs Improvement Proficient Exemplary
Elements
IV-B-1. Participates in few, if any, Participates only in required Consistently seeks out and Consistently seeks out

professional development and
learning opportunities that
improve practice and build
expertise of self and other
educators in instruction,
academic support, and
leadership. Is able to model
this element.
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Indicator IV-C. - Collaboration: Collaborates effectively with colleagues on a wide range of tasks.

_Elements

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-C-1.
Professional
Collaboration

Rarely and/or ineffectively
collaborates with colleagues;
conversations often lack focus
on student performance
and/or development.

Does not consistently
collaborate with colleagues in
ways that support productive
team effort.

Consistently and effectively
collaborates with colleagues
through shared planning
and/or informal conversation
in such work as: analyzing
student performance and
development and planning
appropriate interventions at

the classroom or school level.

Facilitates effective
collaboration among
colleagues through shared
planning and/or informal
conversation in such work as
analyzing student
performance and
development and planning
appropriate, comprehensive
interventions at the
classroom and school level. Is
able to model this element.

IV-C-2.
Consultation

Regularly provides
inappropriate advice; does
not provide advice and
expertise to general
education teachers or other
colleagues unless prompted
to do so; and/or fails to offer
advice when appropriate.

Provides advice and expertise
to support general education
teachers and other colleagues
to create appropriate and
effective academic,
behavioral, and
social/emotional learning
experiences for only some
students for whom
responsibility is shared, or
sometimes provides advice
that is inappropriate or poorly
customized.

Regularly provides
appropriate advice and
expertise that is customized
to support general education
teachers and other
colleagues to create
appropriate and effective
academic, behavioral, and
social/emotional learning
experiences for students for
whom responsibility is
shared.

Utilizes a variety of means to
regularly provide advice and
expertise that is customized
to support general education
teachers and other colleagues
to successfully create
appropriate and effective
academic, behavioral, and
social/emotional learning
experiences for students. Is
able to model this element.
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/ A Fiskih A o3 855y e GO < T AR R i gt T D B R o 530 s 3
{ { Indicator IV-D. . Decision-Making: Becomes invol ide decision making, and takes an active role in schoo
i 1. ibrovement planning o e e

N';D; Unsatisfactory Needs Improvement Proficient Exemplary

Elements

IV-D-1. Participates in planning and May participate in planning Consistently contributes In planning and decision-

Decision- decision making at the school, | and decision making at the relevant ideas and expertise making at the school,

Making department, and/or grade school, department, and/or to planning and decision department, and/or grade
level only when asked and grade level but rarely making at the school, level, consistently contributes
rarely contributes relevant contributes relevant ideas or department, and/or grade ideas and expertise that are
ideas or expertise. expertise. level. critical to school improvement

efforts. Is able to model this
element.
Indicator IV-E.  Shared Responsibility: Shares responsibility for the performance of all students within the school.
: 'V i Unsatisfactory Needs Improvement Proficient Exemplary
 Elements

IV-E-1. Rarely reinforces schoolwide Within and beyond the Within and beyond the Individually and with

Shared behavior and learning classroom, inconsistently classroom, consistently colleagues, develops

Responsibility | expectations for all students reinforces schoolwide reinforces school-wide strategies and actions that

and/or makes a limited behavior and learning behavior and learning contribute to the learning and
contribution to their learning expectations for all students, expectations for all students, | productive behavior of all
by rarely sharing and/or makes a limited and contributes to their students at the school. Is able
responsibility for meeting contribution to their learning learning by sharing to model this element.
/ their needs. by inconsistently sharing responsibility for meeting
( responsibility for meeting their needs.
; their needs.
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; Professlo_nal Respon

 routine responsibilities consistently.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-F-1.
Judgment

Demonstrates poor judgment
and/or discloses confidential
student information
inappropriately.

Sometimes demonstrates
questionable judgment
and/or inadvertently shares
confidential information.

Demonstrates sound
judgment reflecting integrity,
honesty, fairness, and
trustworthiness and protects
student confidentiality
appropriately.

Demonstrates sound
judgment and acts
appropriately to protect
student confidentiality, rights
and safety. Is able to model
this element.

IV-F-2. ;
Reliability &
Responsibility

Frequently misses or is late to
assignments, makes errors in
records, and/or misses
paperwork deadlines;
frequently late or absent.

Occasionally misses or is late
to assignments, completes
work late, and/or makes
errors in records.

Consistently fulfills
professional responsibilities;
is consistently punctual and
reliable with paperwork,
duties, and assignments; and
is rarely late or absent from
school.

Consistently fulfills all
professional responsibilities
to high standards. Is able to
model this element.
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Rubrics — defined in the regulations as “scoring tool[s] that describe characteristics of practice
or artifacts at different levels of performance” (603 CMR 35.02) - are a critical component of
the Massachusetts educator evaluation framework and are required for every educator. Rubrics
are designed to help educators and evaluators (1) develop a consistent, shared understanding
of what proficient performance looks like in practice, (2) develop a common terminology and
structure to organize evidence, and (3) make informed professional judgments about formative
and summative performance ratings on each Standard and overall. This appendix contains the
ESE Model Superintendent Rubric.

Structure of the Superintendent Rubric

* Standards: Standards are the broad categories of knowledge, skills, and performance of
effective practice detailed in the regulations. There are four Standards for all
administrators: Instructional Leadership; Management and Operations; Family and
Community Engagement; and Professional Culture.

* Indicators: Indicators, also detailed in the regulations, describe specific knowledge,
skills, and performance for each Standard. For example, there are five Indicators in
Standard | of the Superintendent rubric including  Curriculum, Instruction, and
Evaluation.

* Elements: The elements are more specific descriptions of actions and behaviors related
to each Indicator. The elements further break down the Indicators into more specific
aspects of educator practice and provide an opportunity for evaluators to offer detailed
feedback that serves as a roadmap for improvement.

* Descriptors: Performance descriptors are observable and measurable statements of
educator actions and behaviors aligned to each element and serve as the basis for
identifying the level of teaching or administrative performance in one of four categories:
Unsatisfactory, Needs Improvement, Proficient, or Exemplary.

Use of the Superintendent Rubric

This rubric describes administrative leadership practice at the district level. It is intended to be
used throughout the 5 step evaluation cycle for the evaluation of the superintendent by the
school committee. This rubric can also be used by the superintendent for the evaluation of
other district level administrators, such as assistant superintendents, directors of curriculum
and instruction, school business administrators, and directors of special education.

The responsibilities of administrators to whom this rubric will be applied may vary. ESE
encourages administrators and evaluators to use the rubric strategically by discussing and
agreeing upon certain Indicators and elements that should be high priorities according to that
administrator’s role and responsibilities as well as his/her professional practice, student
learning, and district and/or school improvement goals. There are a variety of ways to
emphasize these components throughout the evaluation cycle. For example, high priority
Indicators and/or elements can be analyzed in greater depth during self-assessment, targeted
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during goal setting, a focus for more comprehensive evidence collection, or all of the above.
However, the expectation is that by the end of the evaluation cycle, administrators and
evaluators have gathered and shared a reasonable amount of evidence on every Indicator to
support a rating for each Standard.

39



APPENDIX A6 SUPERINTENDENT RUBRIC FOR CENTRAL OFFICE OR NON-SCHOOL BASED ADMINISTRATORS

A. Curriculum Indicator
1. Standards-Based Unit Design
2. Lesson Development Support

B. Instruction Indicator
1. Instructional Practices
2. Quality of Effort & Work
3. Diverse Learners’ Needs

C. Assessment Indicator
1. Variety of Assessments
2. Adjustment to Practice

D. Evaluation Indicator
1. Educator Goals
2. Observation s & Feedback
3. Ratings
4. Alignment Review

E. Data-Informed Decision Making
Indicator

1. Knowledge & Use of Data

2. School and District Goals

3. Improvement of Performance
Effectiveness, and Learning

t]

A. Environment Indicator
1. Plans, Procedures, and
Routines
2. Operational Systems
3. Student Safety, Health,
and Social and Emotional
Needs

B. Human Resources
Management &
Development Indicator

1. Recruitment & Hiring
Strategies ’

2. Induction, Professional
Development, and Career
Growth Strategies

C. Scheduling & Management
Information Systems
Indicator

1. Time for Teaching and
Learning
2. Time for Collaboration

D. Law, Ethics & Policies
Indicator

1. Laws and Policies
2. Ethical Behavior

E. Fiscal Systems Indicator
1. Fiscal Systems

A. Engagement Indicator
1. Family Engagement
2. Community and Business
Engagement

B. Sharing Responsibility
Indicator
1. Student Support
2. Family Collaboration

C. Communication Indicator
1. Two-Way Communication
2. Culturally Proficient
Communication

D. Family Concerns Indicator
1. Family Concerns

A. Commitment to High
Standards Indicator

1. Commitment to High
Standards

2. Mission and Core Values
3. Meetings

B. Cultural Proficiency Indicator
1. Policies and Practices

C. Communications Indicator
1. Communication Skills

D. Continuous Learning Indicator
1. Continuous Learning of Staff
2. Continuous Learning of
Administrator

E. Shared Vision Indicator
1. Shared Vision Development

F. Managing Conflict Indicator
1. Response to Disagreement
2. Conflict Resolution
3. Consensus Building
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Standard I: Instructional Leadership. The education leader promotes the learning and growth of all students and the success of all
staff by cultlvatmg a shared vision that makes powerful teaching and learning the central focus of schooling.

Indicator I-A.

Curriculum: Ensures that all instructional staff design effective and rigorous standards based units of mstruction

. consisting of well-structured lessons with measurable outcomes.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

1-A-1. Does not set the expectation Provides limited training Provides support and Empowers administrators to
Standards- that administrators use and/or support to assistance for administrators | employ strategies that
Based Unit effective strategies for administrators to employ to learn and employ effective | empower staff to create
Design ensuring development of effective strategies for strategies for ensuring that rigorous standards-based
well-designed standards- ensuring well-designed educators and educator units of instruction that are
based units, provide adequate | standards-based units. May teams design standards- aligned across grade levels
resources or support for this sometimes monitor and based units with measurable | and content areas.
activity, and/or monitor or assess progress and provide outcomes and challenging Continually monitors and
assess Progress. feedback. tasks requiring higher-order assesses progress, provides
thinking. Frequently feedback, and connects
monitors and assesses administrators to additional
progress, providing feedback | supports as needed. Is able to
as necessary. model this element.
1-A-2, Does not state expectations Provides limited training to Supports administrators to Supports administrators to
Lesson for administrators that they administrators on how to learn and establish effective collaborate on developing
Development establish effective strategies establish effective strategies strategies for ensuring that strategies that enable
Support to ensure development of for ensuring that educators educators develop well- educators to consistently

well-structured lessons, does
not provide training or
support, and/or does not
discriminate between strong
and weak strategies for
ensuring effective lesson-
planning practices.

develop well-structured
lessons and/or does not
consistently identify and/or
address patterns when there
is evidence of a weak strategy
being employed.

structured lessons with
challenging, measurable
objectives and appropriate
student engagement
strategies, pacing, sequence,
activities, materials,
technologies, and grouping.

develop series of
interconnected, well-
structured lessons with
challenging objectives and
appropriate student
engagement strategies,
pacing, sequence, materials,
and grouping and identifies
specific exemplars and
resources in each area. Is able
to model this element.
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Indicator I-B.

_ and levels of readiness.

Instruction: Ensures that practi' es in all settlngs reﬂect h
and work, engage all studen

Unsatisfactory

Needs Improvement

Proficient

Exemplary

I-B-1. Does not look for evidence of | While the superintendent may | While observing principal While observing principal
Instructional | and/or cannot accurately observe principal practice and | practice and artifacts, practice and artifacts, ensures
Practices identify ways that principals artifacts, s/he only ensures that principals that principals know and
identify effective teaching occasionally looks for identify a variety of effective employ effective strategies
strategies when the principals | evidence that principals are teaching strategies and and practices for helping
observe practice and review identifying effective teaching practices when they observe educators improve
unit plans.. strategies and practices when | practice and review unit instructional practice. Is able
they observe practice and plans. to model this element.
review unit plans.
I-B-2. Does not set high May set high expectations for | Sets and models high Sets and models high
Quality of expectations for the quality of | the quality of content, student expectations for the quality expectations for the quality of
Effort and- content, student effort, effort, and student work of content, student effort, content, student effort, and
Work and/or student work district- district-wide, but allows and student work district- student work district-wide
: wide, or expectations are expectations to be wide and supports and empowers
inappropriate. inconsistently applied across administrators to uphold administrators, educators and
the district. these expectations students to uphold these
consistently. expectations consistently. Is
able to model this element.
1-B-3. Does not look for evidence of While the superintendent may | While observing principal Employs strategies that
Diverse and/or cannot accurately observe principal practice, practice, ensures that ensure that principals know
Learners’ identify ways that principals s/he only occasionally looks principals look for and and consistently identify
Needs identify effective teaching for evidence that principals identify a variety of teaching teaching strategies and

strategies and practices that
are appropriate for diverse
learners.

are identifying effective
teaching strategies and
practices that are appropriate
for diverse learners when they
observe practices and review
unit plans.

strategies and practices that
are effective with diverse
learners when they observe
practices and review unit
plans.

practices that are meeting the
needs of diverse learners
while teaching their content.
Is able to model this element.
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Unsatisfactory

Needs Improvement

Proficient

Exemplary

1-C-1.
Variety of
Assessments

Does not communicate or
monitor a strategy for
assessments, leaving it up to
administrators to design and
implement their own
strategies.

Provides administrators with
some formal assessment
options and suggests that they
coordinate their assessment
practices within their teams
and include a variety of
assessments but does not
monitor this practice.

Supports administrator teams
to use a variety of formal and
informal methods and
assessments, including
common interim assessments
that are aligned across grade
levels and subject areas.

Leads administrator teams to
develop and implement a
comprehensive assessment
strategy that includes ongoing
informal assessment and
common interim assessments
that are aligned across grade
levels and subject areas. Is
able to model this element.

|-C-2.
Adjustment
to Practice

Does not encourage or
facilitate administrator teams
to review assessment data.

Suggests that administrator
teams meet to review data
and plan for adjustments and
interventions but
inconsistently monitors this
practice.

Provides the resources for
planning time and effective
support for administrator
teams to review assessment
data and identify appropriate
interventions and
adjustments to practice.
Monitors administrators’
efforts and successes in this
area.

Leads, plans, facilitates, and
supports administrator team
review meetings after each
round of assessments.
Monitors teams’ plans,
adjustments to instruction,
and outcomes and shares
lessons learned with others. Is
able to model this element.
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Evaluation' Provides effective and timel
regulatlons and contract provisions.

y supervision and evaluation of all staff in alignment with state

Unsatisfactory

Needs Improvement

Proficient

Exemplary

1-D-1. Does not support Supports administrators and Supports administrators and Supports administrators and
Educator administrators to develop administrator teams to administrator teams to administrator teams to
Goals professional practice, student develop professional practice, develop and attain develop and attain
learning and/or district/school | student learning and, where meaningful, actionable, and meaningful, actionable, and
improvement goals, review appropriate, district/school measurable professional measurable professional
the goals for quality, and/or improvement goals but does practice, student learning, practice, student learning and
support administrators in not consistently review them and where appropriate, district/school improvement
attaining goals. for quality and/or monitor district/school improvement goals and models this process
progress. goals. through the superintendent’s
own evaluation process and
goals. Is able to model this
element.
I-D-2. Rarely conducts visits to Makes infrequent Typically makes at least three | Makes unannounced visits to
Observations | observe principal practice unannounced visits to schools | unannounced visits to each schools throughout the year
and " and/or does not provide to observe principal practice, school to observe principal to observe administrator
Feedback honest feedback to rarely provides feedback that practice every year and practice and provides targeted
administrators who are not is specific and constructive for | provides targeted constructive feedback to all
performing proficiently. administrators, and/or constructive feedback to all administrators. Engages with
critiques struggling administrators. all in conversations with all
administrators without Acknowledges effective administrators about
providing support to improve practice and provides improvement, celebrates
their performance. redirection and support for effective practice, and
those whose practice is less provides targeted support to
than Proficient. administrators whose practice
is less than Proficient. Is able
to model this element.
1-D-3. Assigns ratings for Assigns ratings for Exercises sound and reliable Exercises sound and reliable
Ratings performance, goal attainment, performance, goal attainment, | judgment in assigning ratings | judgment in assigning ratings
and impact on student and impact on student for performance, goal for performance, goal
learning without collecting learning in a way that is not attainment, and impact on attainment, and impact on
and analyzing sufficient consistently transparent to student learning and ensures | student learning. Ensures that
and/or appropriate data or administrators. that administrators administrators understand in
does not assign ratings for understand why they detail why they received their
some administrators. received their ratings. ratings and provides effective
support around this practice Is
able to model this element.
1-D-4. Does not review alignment Occasionally reviews Consistently reviews Studies alignment between
Alignment between judgment about alignment between judgment | alignment between judgment | judgment about practice and
Review practice and data about about practice and student about practice and student data about student learning

student learning when
evaluating and rating
administrators.

learning data.

learning data and provides
guidance to administrators to
make informed decisions
about educator support and
evaluation based upon this
review.

when evaluating and rating
administrators and provides
effective support around this
practice. Is able to model this
element.
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“indicator |

- district, and school ass

~ - Data-Informed Decision Making: Uses multiple sources of evidence r :
1C growth dat a, to inform school anq dlst
“organizational performance, educator effectiveness, and student learning.

rlct éoals and improve

n ing, including state,

: l'é- &
Elements.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

I-E-1.
Knowledge

and Use of
Data

Relies on too few data sources
to represent the full picture of
school or district
performance, and/or does not
analyze the data accurately.

May work with administrators
to identify multiple sources of
student learning data, but
these data do not provide
multiple perspectives on
performance, and/or analysis
of the data is sometimes
inaccurate.

Guides administrators and
supports them in identifying a
range of appropriate data
sources and effectively
analyze the data for decision-
making purposes.

Leads administrator teams to
identify a range of appropriate
data sources, including non-
traditional information that
offers a unique perspective on
school and district
performance, and models
effective data analysis for
staff. Is able to model this
element.

1-E-2.
School and
District
Goals '

Gathers limited information
on school and district
strengths and weaknesses
and/or does not use these
data to inform district plans or
actions.

Assesses school and district
strengths and weaknesses
using data that are not
carefully analyzed and/or
writes an unfocused strategic
plan.

Uses data to accurately assess
school and district strengths
and areas for improvement to
inform the creation of
focused, measurable district
goals. Provides support to
principals in their efforts to
create focused, measurable
school goals.

Involves stakeholders in a
comprehensive diagnosis of
school and district strengths
and weaknesses using
appropriate data, and leads a
collaborative process to
develop a focused, results-
oriented strategic plan with
annual goals. Is able to model
this element.

1-E-3.
Improvemen
tof

Performance,

Effectiveness,
and Learning

Does not share assessment
data with administrators or
provide them with resources
and support to use data to
make adjustments to school
or district plans, and/or model
appropriate data analysis
strategies.

Shares limited data with
administrators to identify
student and/or educator
subgroups that need support;
provides limited assistance to
administrator teams in using
data to improve performance.

Uses multiple data sources to
evaluate administrator and
district performance.
Provides administrators and
administrator teams with the
resources and support to
disaggregate assessment data
and assists them in
identifying students who
need additional support.

Uses multiple data sources to
evaluate administrator and
district performance. Provides
administrators and
administrator teams with the
resources and support to
disaggregate assessment data
and assists them in identifying
students who need additional
support. Empowers educators
to use a range of data sources
to pinpoint areas for their
own and schoolwide
improvement. Is able to
model this element.
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Standard Il: Management and Operations. Promotes the learning and growth of all students and the success of all staff by ensuring
a safe, efficient, and effective learning environment, using resources to implement appropriate curriculum, staffing, and scheduling

Indicator II-A.

Environment: Develops and executes effective plans, procedures, routines,
_ address a full range of safety, health, and emotional and social needs.

and operational systems to

procedures inconsistently.

and bullying matters on a
case-by-case basis in the
absence of a system of
procedures and
consequences.

administrators to uphold
these expectations.
Establishes district-wide
routines and consequences,
including policies and systems
to prevent and address
bullying and other behaviors
that threaten students’ social
and emotional well-being.

Ele ments Unsatisfactory Needs Improvement Proficient Exemplary
11-A-1. Does not organize the district May establish plans, Develops systems, plans, Establishes systems, plans,
Plans, effectively for orderly and procedures, and routines to procedures, and routines for procedures, and routines that
Procedures, | efficient movement of guide administrators, but administrators to implement empower administrators,
and students. student entry, dismissal, that generally ensure orderly | students and staff to
Routines meals, class transitions, and efficient student entry, implement orderly and
; assemblies, and recess are not | dismissal, meals, class efficient student entry,
consistently orderly and/or transitions, assemblies, and dismissal, meals, class
efficient. recess. transitions, assemblies, and
recess. Is able to model this
element.
IFA-2. ] Fails to establish systems and Develops systems and Develops systems and Creates and maintains a
OpErafidnél procedures to support procedures that result in procedures for the effective district environment in which
Systems custodial and/or other staff, inconsistent supervision supervision and support of custodial and other staff take
/ so that the campus is not and/or support of custodial custodial, clerical, food personal responsibility for
generally clean, attractive, and other staff, resulting in a services, and other staff keeping the campus clean,
welcoming, and/or safe. campus that is not effectively so that the attractive, welcoming, and
consistently clean, attractive, campus is clean, attractive, safe. Is able to model this
welcoming, or safe. welcoming, and safe. element.
11-A-3. Does not develop consistent May urge administrators to Supports administrator teams | Guides administrators and
Sfudént procedures for student demand good student in developing systems and teams to develop practices
Safety, discipline; district disciplinary behavior but allows varying procedures for positive that consistently showcase
Health, and | Practice varies from school to standards to exist in different student behavior; models high expectations for student
Social and school; often tolerates schools. Supervises and high expectations for student | behavior and invest staff and
Emotional discipline violations and/or supports administrators in behavior and provides students in upholding these
Needs enforces district policies or addressing student discipline appropriate training for expectations. Successfully

implements district-wide
routines and consequences
such that students take
ownership over addressing
bullying and other behaviors
that threaten students’ social
and emotional well-being. Is
able to model this element.
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Indicator II-B.

induction, development, and career gr

© Human Resources Management and Development: Implements a cohesive approach to recruitment, hiring,

owth that promotes high-quality and effective practice. -

SRR

and/or support the career

growth of effective educators.

induction strategy; organizes
job-embedded professional
development that is not
consistently high quality or
aligned with goals; and/or
does not consistently support
effective administrators’ and
educators’ career growth.
Does not establish criteria for
the awarding of professional
status.

quality job-embedded
professional development
aligned with district goals;
and supports the career
growth of effective
professional personnel by
distributing leadership tasks,
developing criteria for the
awarding of professional
status, and monitoring
progress and development.

e Unsatisfactory Needs Improvement Proficient Exemplary
- Elements
11-B-1, Does not successfully lead the | Leads the recruitment and Leads the district’s Consistently identifies
Recruitment | recruitment and hiring hiring process but does not recruitment and hiring effective administrators and
and Hiring process. consistently identify effective process and, through it, educators who share the
Strategies administrators and educators. | consistently identifies district’s mission. Empowers
effective administrators and administrators and faculty
educators who share the members to share in a
district’s mission. structured, consistent
interview process. Is able to
model this element.
11-B-2. Does not support new Develops only a limited Develops district-wide Facilitates the administrator-
Induction, administrators, provide district-wide induction induction support for new led design and
Professional guidance to them to support program for new administrators and teachers implementation of induction
Development, | educators, organize high- administrators and teachers and/or faithfully implements | support, job-embedded
Z’::;:g,eer quality job-embedded and/or inconsistently the district’s induction professional development,
strategles professional development, implements the district’s strategy; organizes high- and career growth support all

of which are aligned with
district goals; are consistently
viewed by professional
personnel as effective and
helpful, and provide multiple
opportunities for
administrator and educator
growth and learning. Leads
the administrator team in
developing district criteria for
the awarding of professional
status. Is able to model this
element.
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| Indicator

v Scheduling and Management Information Systems' Uses systems to ensure optimal use of data and tim“ 3 for
~ teaching, learning, and collaboration, minimizing disruptions and distractions for school-level staff.

e

. E|éme_bt£.

Unsatisfactory

Needs Improvement

Proficient

Exemplary

11-C-1.
Time for
Teaching
and
Learning

Does little to minimize
disruptions to instructional
time and minimize disruptions
and distractions for school-

level staff, including principals.

Generally acts to minimize
disruptions to instructional
time and minimize disruptions
and distractions for school-

level staff, including principals.

Creates schedules,
procedures and related
systems that maximize
instructional time and
minimize school day
disruptions and distractions
for school-level staff,
including principals; and
consistently monitors the
extent to which these
systems are effective

Empowers administrators and
teams to contribute to the
design and monitoring of
district systems that maximize
instructional time and
minimize disruptions and
distractions for all school-level
staff. Is able to model this
element.

11-C-2.
Time for

Collaboration

Sets unrealistic expectations
for administrator team
meetings if at all and/or does
not create a schedule that
provides adequate meeting
time for teams. Does not work
to prevent or deflect time-
wasting activities. Does not
establish norms for the
administrator team meetings.

Sets inconsistent expectations
for administrator team
meetings and/or creates a
schedule that only provides
adequate meeting time for
some team meetings. Works
to prevent or deflect activities
with limited success. Norms
for team behavior are unclear
and/or not consistently
practiced.

Sets expectations for
administrator team meetings
and creates a schedule that
provides sufficient meeting
time for all team meetings.
Prevents or deflects activities
that interfere with
administrators’ ability to
focus on the agenda during
team time. Establishes norms
for effective team behavior.

Is transparent and
forthcoming about
expectations for all
administrator team meetings;
creates and implements a
schedule that maximizes
meeting time for all team
members. Collaborates with
team members to develop
team norms. Is able to model
this element.

48




APPENDIX A6 SUPERINTENDENT RUBRIC FOR CENTRAL OFFICE OR NON-SCHOOL BASED ADMINISTRATORS

Indicator II-D.

" Laws, Ethics, and Policies: Understands and c¢

plie

thics, and Policies: L s and complies with state and federal laws and mandates, school
" committee policies, collective bargaining agreements, and ethical guidelines. .

resources.

goals or inconsistently
manages expenditures and
available resources.

0. x Unsatisfactory Needs Improvement Proficient Exemplary
Elements
11-D-1. Demonstrates lack of May know state and federal Understands and complies Provides the resources and
Laws and awareness or consistent non- | laws and mandates, school with state and federal laws support for all school
Policies compliance with some or all committee policies, and and mandates, school personnel to understand and
state and federal laws and collective bargaining committee policies, and comply with state and federal
mandates, school committee agreements, but collective bargaining laws and mandates, school
policies, or collective inconsistently complies with agreements. Provides the committee policies, and
bargaining agreements. some laws or policies. resources and support to collective bargaining
ensure district-wide agreements. Is able to model
compliance. this element.
1I-D-2. Demonstrates lack of sound Generally demonstrates sound | Reliably demonstrates sound | Reliably demonstrates sound
Ethical judgment reflecting integrity judgment reflecting integrity judgment reflecting integrity judgment reflecting integrity
Behavior and fairness and/or does not and fairness with occasional and fairness; protects and fairness; protects
adequately protect lapses in judgment and/or administrator, student, administrator, student, family,
administrator, student, family, | does not always protect family, and staff and staff confidentiality
and/or staff confidentiality. administrator, student, family, | confidentiality appropriately; appropriately. Effectively
and staff confidentiality and expects all district supports all staff to do both as
appropriately. personnel to reflect this well. Is able to model this
practice. element.
Indicator II-E. Fiscal Systems: Develops a budget that supports the district’s vision, mission, and goals; allocates and manages
e expenditures consistent with district- and school-level goals and available resources. e R T
I-E. Unsatisfactory Needs Improvement Proficient Exemplary
Elements
1-E-1. Builds a budget that does not Develops a budget that Develops a budget that aligns | Leads the administrator team
Fiscal align with the district’s goals loosely aligns with the with the district’s vision, to develop a district budget
Systems or mismanages available district’s vision, mission, and mission, and goals. Allocates | that aligns with the district’s

and manages expenditures
consistent with
district/school-level goals and
available resources.

vision, mission, and goals with
supporting rationale; uses
budget limitations to create
new opportunities for
improvement, when possible;
allocates and manages
expenditures consistent with
district/school-level goals; and
seeks alternate funding
sources as needed. Is able to
model this element.
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Standard Ill: Family and Community Engagement. Promotes the learnin
through effective partnerships with families, community o
and district.

g and growth of all students and the success of all staff
rganizations, and other stakeholders that support the mission of the school

Indicator lll-A. En

gagement: Actively ensures th

at all families are welcome members of the classroom

can contribute to the effectiveness of the classroom, school, district and communi

and school community and

A

Unsatisfactory

Needs Improvement

Proficient

Exemplary

Hl-A-1.
Family !
Engagement

Does little to welcome
families as members of the
district, classroom or school
community or tolerates an
environment that is
unwelcoming to some
families.

May provide some resources
and support and make some
attempts to welcome families
as members of the district,
classroom and school
community but does not
consistently use culturally
sensitive practices and/or
work to identify and remove
barriers to family
involvement.

Provides resources and
support for all personnel to
use culturally sensitive
practices to ensure that all
families are welcome and can
contribute to the district,
classroom, school and
community’s effectiveness.
Works with administrators to
identify and remove barriers
to families’ involvement,
including families whose
home language is not English.

Provides resources and
support for all personnel to
use culturally sensitive
practices and successfully
engages most families,
ensuring that all families are
welcome and can contribute
to district, classroom, school,
and community effectiveness.
Works with administrators,
families, and organizations to
identify and remove barriers
to family involvement,
including families whose
home language is not English.
Is able to model this element.

1I-A-2,
Community
and Business
Engagement

Limits work to the immediate
context of the schools. Does
not make efforts to reach out
to community organizations,
community members, or
businesses that could
otherwise contribute to
district effectiveness.

Engages some community
organizations, community
members, and/or businesses
in annual district events but
does not make efforts to
increase their involvement to
maximize community
contributions for district
effectiveness.

Establishes ongoing
relationships with community
organizations, community
members, and businesses.
Engages them to increase
their involvement to
maximize community
contributions for district
effectiveness.

Establishes strategic
partnerships with community
organizations, community
members, and businesses that
improve district effectiveness.
Works to increase the types
and number of organizations
with whom the district
partners in order to deepen
relationships and increase
partner contribution. Is able
to model this element.
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Indicator -B. ! Sharing Responsibility: Continuously cojf
learn Md ‘development at home,

orates with families ar
chool, and in the community.

ort student

v

Elements

Unsatisfactory

Needs Improvement

Proficient

Exemplary

|

111-B-1.
Student
Support

Does not work with
administrators to support
educators to identify student
needs, does not work with
administrators to support
families to address student
needs, and/or does not draw
upon internal or external
resources.

Asks administrators to identify
students struggling
academically or behaviorally
and/or work with a limited
number of families to address
student needs, utilizing a
limited set of resources.

Provides resources and
support to enable
administrators and educators
to identify each student’s
academic, social, emotional,
and behavioral needs,
including students with
disabilities and English
learners. Collaborates with
administrators to support
families to address student
needs, utilizing resources
within and outside of the
district.

Provides resources and
support to enable
administrators and educators
to identify each student’s
academic, social, emotional,
and behavioral needs,
including students with
disabilities and English
learners. Collaborates with
administrators to support
families to effectively address
student needs and prevent
further challenges, connecting
students with a network of
resources within and outside
the district. Is able to model
this element.

11-B-2,

Family
Collaboration

Does not set clear
expectations or provide
support for administrators to
regularly communicate with
families on ways to support
their children’s learning at
home and at school.

Sets general expectations and
provides occasional support
for administrators to engage
families in supporting their
children’s learning at school
and at home and/or
supporting their children with
disabilities or limited English
proficiency.

Sets clear expectations for
and supports administrators
to regularly engage families
in supporting learning at
school and home, including
appropriate adaptation for
students with disabilities or
limited English proficiency.

Sets clear expectations and
provides differentiated
resources to support
administrators to consistently
and regularly engage all
families in supporting their
children’s learning at school
and home, including families
and children with limited
English proficiency and/or
children with disabilities. Is
able to model this element.
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Indicator l1-C.

_ Communication: Engages in regular, two-way,
__community stakeholders about student learni

culturally proﬁcient commumcation with_ famllies an
ng and performance. . :

:': E! él ::fnts Unsatisfactory Needs Improvement Proficient Exemplary
n-c-1. Does not set clear May set expectations for and Sets clear expectations for Sets clear expectations for and
Two-Way expectations for or provide provide limited support to and provides support to provides differentiated
Communica | support to administrators to administrators to administrators to support to ensure that all
-tion communicate with families. communicate with families communicate regularly with administrators design and
District communication but does not stress the families using two-way implement frequent
regarding student learning importance of two-way communication channels, personalized communications,
and performance primarily communication channels. including careful and prompt respond carefully and
occurs through school report District communication response to communications promptly to communications
cards. regarding student learning from families. Supports from families, and solicit
and performance primarily administrators to maximize feedback from families that
occurs through school the number of face-to-face informs improvement to
newsletters and other one- family/teacher interactions. communication plans. Is able
way media. to model this element.
m-c-2. Does not set clear May set expectations for Sets clear expectations for Sets clear expectations for,
Culturélly : expectations for or provide administrators regarding and provides support to models, and provides
Proficient support to administrators culturally sensitive administrators regarding differentiated support
Communica | regarding culturally sensitive communication but does not culturally sensitive regarding culturally sensitive
-tion communication and/or allows | provide support to them; communication. Ensures that | communication. Ensures that
inappropriate disrespectful and/or occasionally district-wide communication district-wide communication
communication with families communicates in ways that with families is always with families is always
that ignores different family are culturally insensitive to respectful and demonstrates respectful and demonstrates
cultural norms. some families’ home understanding of and understanding and
language, culture, and values. sensitivity to different appreciation of different
families’ home language, families’ home language,
culture, and values. culture, and values. Is able to
model this element.
Indicator lI-D.  Family Concerns: Addresses family and community concerns in an equitable, effective, and efficient manner.
s D, ; Unsatisfactory Needs Improvement Proficient Exemplary
Elements .
111-D-1. Fails to provide systems and May systems and support to Provides systems, and Provides system and support
Family support for personnel to address concerns with families | support for administratorsto | for all school personnel to
Concerns consistently reach out to as they arise, but agreed-upon | reach out to families as reach out to families
families in response to solutions are not always in the | concerns arise and works to proactively, as soon as
concerns, and agreed-upon best interest of students. reach equitable solutions in concerns arise. Effectively
solutions are often not in the the best interest of students. reaches equitable solutions
best interest of students. that satisfy families, faculty,
and staff and are in the best
interest of students. Is able to
model this element.
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Standard IV: Professional Culture. Promotes success for all students by nurturing and sustaining a school culture of reflective
practice, high expectations, and continuous learning for staff.

lnd‘icator IV-A. Commitment to High Standards: Fosters a shared commltment to hlgh standards of servlce, teaching and Iearmng
with high expectations for achievement for all. . : ik L ;

VA
Eieipgijts’»

Unsatisfactory

Needs Improvement

Proficient

Exemplary

IV-A-1.
Commitment
to High
Standards

Does not encourage high
standards of teaching and
learning or high expectations
for achievement with the
administrator team, and/or
may demonstrate low
expectations for faculty and
staff.

May ask administrators for
commitment to high
standards of teaching and
learning with high
expectations for achievement
for all but does not support
and/or model it.

Fosters a shared commitment
to high standards of teaching
and learning, for all
administrators, with high
expectations for achievement
for all.

Leads administrators in
developing a shared
commitment to high
standards of teaching and
learning with high
expectations for achievement
for all. Revisits and renews
commitment with
administrator team regularly.
Is able to model this element.

1V-A-2.
Mission and
Core Values

Does not develop core values
and mission statements for
the school.

May develop core values and
mission statements but rarely
uses them to guide decision
making.

Develops, promotes, and
models commitment to core
values that guide the
development of a succinct,
results-oriented mission
statement and ongoing
decision making.

Leads administrators to
develop core values and
mission statements, share
these statements with families
and the school district
community, and use them to
guide decision making. Is able
to model this element.

1V-A-3.
Meetings

Leads administrator meetings
that lack clear purpose and/or
are primarily used for one-
way informational updates.

May lead administrator
meetings that include both
one-way informational
updates and participatory
activities focused on matters
of consequence, but does not
clearly establish norms.

Plans and leads well-run and
engaging administrator
meetings that have clear
purpose, focus on matters of
consequence, and engage
participants in a thoughtful
and productive series of
conversations and
deliberations. Establishes
clear norms for administrator
team behavior.

Plans and facilitates engaging
administrator team meetings
in which small groups of
administrators learn together
and create solutions to
instructional leadership issues.
Team has established norms
for behavior and consistently
adheres to them. Consistently
evaluates the effectiveness of
the administrator team
meetings. Is able to model this
element.
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not support administrators
and staff in building cultural
proficiency, and/or creates a
culture that minimizes the
importance of individual
differences.

policies are not culturally
sensitive; and/or provides
limited resources for
administrators to support the
development of cultural
proficiency.

backgrounds, identities,
strengths, and challenges of
administrators, students and
staff. Provides administrators
with relevant resources to
support them in building
cultural proficiency and
promotes a culture that
affirms individual differences.

" | Indicator V8. Cultural Proficiency: Ensures that policies and practices enable staff members and students to iteract
i o effectivelyin a culturally diverse environment in which students’ backgrounds, identities, strengths, and
P challenges are respected. S o o i S iy
i i 'V;B' : Unsatisfactory Needs Improvement Proficient Exemplary
Elements
IV-B-1. Develops and implements Takes pride in having a diverse | Develops and implements Leads stakeholders to develop
Policies and | culturally insensitive or administration, faculty and/or | culturally sensitive policies and implement culturally
Practices inappropriate policies, does student body, but some that acknowledge the diverse | sensitive policies that

acknowledge the diverse
backgrounds, identities,
strengths, and challenges of
administrators, students and
staff. Empowers
administrators with time,
resources, and support to
build cultural proficiency and
collaborates with community
members to create a culture
that affirms individual
differences. Is able to model
this element.

Indicator IV-C. Communications: Demonstrates strong interpersonal, written and verbal communication skills.

times.

but sometimes makes
grammatical errors or has
difficulty expressing ideas to
stakeholders.

- N,’F’, : Unsatisfactory Needs Improvement Proficient Exemplary

. Elements

IV-C-1. Demonstrates ineffectual May demonstrate adequate Demonstrates strong Demonstrates strong context-
Communica | interpersonal, written, or interpersonal, written, and interpersonal, written, and and audience-specific

-tion Skills verbal communication skills at | verbal communication skills verbal communication skills. interpersonal, written, and

verbal communication skills. Is
able to model this element.
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'practli:e and use student d: t v
‘achieve |mproved results. Models these behaviors in the administrator’s own practice. -

' res a culture i m whlch staff members are reflectwe about their
' tneory to contlnuously adapt practice and

IV-D

Unsatisfactory Needs Improvement Proficient Exemplary
E!ements'
IV-D-1. Accepts the practice of May encourage administrators | Leads all administrators and Models for administrators
Continuous | administrators working largely | to reflect on the effectiveness | teams to reflect on the how to reflect on the
Learning of in isolation, without of interactions with faculty effectiveness of interactions effectiveness of interactions
Staff - consideration of data and best | and students and to use data with faculty and students. with faculty and students and
practices, and/or discourages and best practices to adapt Ensures that administrators uses data, research, and best
reflection among practice but does not support | use data, research, and best practices to adapt practice to
administrators, faculty and administrators in these practices to adapt practice to achieve improved results.
staff. practices. achieve improved results. Supports all educators to work
in teams as often as is feasible
and appropriate. Is able to
model this element.
IV-D-2. Does not reflect on personal Occasionally reflects on Reflects on and improves Demonstrates openness and
Continuous: ' | practice or demonstrate new personal practice, sets personal practice, sets commitment to learning;
Learning of ways of thinking about meaningful goals, and/or meaningful goals, and reflects on personal practice;

Administrato
r

administration and leadership.

researches ways to improve
efficiency and practice.

develops new approaches in
order to improve efficiency
and practice.

and relies on student data,
current research, and best
practice to improve own
leadership. Is able to model
this element.

Indicator IV-E. Shared Vision: Continuously engages all stakeholders in the creation of a shared educational vision in which every
student is prepared to succeed in postsecondary education and become a responsible citizen and global

contributor.
IV-E.
Unsatisfactory Needs Improvement Proficient Exemplary
Elements

IV-E-1. Does little to engage Engages administrators, staff, At all grade levels, Leads administrators, staff,
Shared stakeholders in the creation of | students, families, and continuously engages students of all ages, families,
Vision a shared educational vision, or | community members in administrators, staff, and community members to
Developme | thevisionis disconnected developing a vision focused on | students, families, and develop and internalize a

nt

from college and career
readiness, civic engagement,
and/or community
contributions.

some aspects of student
preparation for college and
career readiness, civic
engagement, and community
contributions.

community members in
developing a vision focused
on student preparation for
college and career readiness,
civic engagement, and
community contributions.

shared educational vision
around preparation for college
and careers and responsible
citizenship. Is able to model
this element.
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indicator V.

Managmg Conflict: Employs strategies forr resp
_conflict and building consensus through

onding to disagreement and dissent constructively resolving
out a district or school community. i

Unsatisfactory Needs Improvement Proficient Exemplary
IV-F-1. Does not respond to May respond respectfully to Employs a non- Models a variety of strategies
Responseto | disagreement or dissent disagreement and dissent, but | confrontational approach for | for responding respectfully
Disagreement | and/or does not use responds inconsistently and responding respectfully and and effectively to
. appropriate, respectful, non- does not always employ a appropriately to disagreement and dissent,
confrontational approaches. non-confrontational approach | disagreement and dissent, using both as opportunities
using both as opportunities for learning. Provides
for learning. Models this professional development for
practice for the administrator | the administrator team to
team. build these conflict resolution
strategies. Is able to model
this element.
IV-F-2. Does not address conflictsina | May attempt to respectfully Consistently employs a Consistently employs a variety
Conflict solution-oriented and/or resolve conflicts as they arise, | variety of strategies to of strategies to resolve
Resolution respectful manner. but employs only a limited resolve conflicts in a conflicts in a constructive and
' range of strategies. constructive and respectful respectful manner and
manner. Models this behavior | empowers and supports
for the administrator team. administrators to use these
approaches. Is able to model
this element.
IV-F-3. Does not attempt to build Employs a limited number of Builds consensus within the Employs a variety of strategies
Consensus consensus within the district strategies to build consensus school district community to build consensus within the
Building community, or attempts at within the school district around critical school school district community
consensus-building around community, with varying decisions, employing a around critical school
critical school decisions are degrees of success. variety of strategies. decisions, while encouraging
unsuccessful. dialogue and different points
of view. Is able to model this
element.
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SELF-ASSESSMENT SUMMARY FORM APPENDIX B1

Educator:

Position:

Supervising Evaluator:

Date of Summit/Team Goal Setting Meeting:

Part I: Analysis of Student Learning, Growth, and Achievement

After analyzing available data during your summit, briefly summarize areas of strength and high-priority concerns for your students for this school

year. Cite evidence from your analysis of data. This form must be individually submitted by each educator, but the results of Part | can be used by

all individuals on a team who jointly analyzed data.

" Areas of Student Strengths Evidence
[ ] L]
o [ ]
[ ] [ ]

Areas of High-Priority Concerns Evidence
[ ] [ ]
[ ] [ ]
[ ] [ ]

Part Il: Assessment of Practice Using Performance Rubrics

After reviewing the appropriate rubric, briefly summarize your areas of strength and your priority areas for professional growth. Please cite the
standard(s), indicator(s), or element(s). This form must be individually submitted by each educator, but Part Il can be used by all individuals who

are preparing to develop team goals.

Areas of Professional Strengths

Standard, Indicator, or Element

[ ] ®
® ®
e [ ]
Areas for Professional Growth Standard, Indicator, or Element
e [ ]
[} [ ]
. .

Educator’s Signature:

Date:

Evaluator’s Signature:

Date:

57



8S

:21eQ :31njeusis s,J03eanp3
:91eQ :94njeusis s,Jolenjeay
Payoenie asuodsal uajlIm Jojeanp3 O Paydeny Jo/pue panoiddy ueld 13 |e0S pasinay O panoiddy ue|d g |eo pasodouy O

‘Juawaasde Ajessadau Jou d|adal saealpu) ainjeusis s Joyeanp3 “Aue ji ‘asuodsal uayum e apiroud o3 pue uis o3 shep g sey Jojeanpa 3yl "Sunaaw ayy Jo shep g ulyum 1a3ys
leuidLio ayy oy padeys aq PINOYS Yd1ym 3133ys mau e uo paplodal aq Aew |eoS pasiaal e 1o 193ys |eu(d110 ay) uo Aj30a.11p papiodal aq Aew sagueyd ‘Jojenjena ayy yum Sunsaw Sumas |eod ay) Suunp aSueyd sjeos pasodoud §|
Sunaspy Jo |enocaddy Juawdojanaq ue|d pue uonezijeul [eon :|| Med

é8unonuow ssasgoud ¢é1eo3 anoA anapyde noA é1eo3 anoA anaiyoe
Suipnpui ‘auiawyy anoA si yeym djay o3 3jqejiene ase spioddns yeym 03} @€} noA |j1m sdajs/suoide Jeym
Suppes) pay)oeu] pue pawiy Pasndo4-s3insay ‘nsijeay ‘snososiy :y pajuaup-uondy vy
éleod unoA

PaAaiyde aney noA mouy noA |jim moH

3|qeanseay A

é|eo3 pajasiey ‘ayads inoA st jeym

d13a3ens pue oynads :g

3J110VYd TYNOISSII0¥d HO4 NV1d Pue 1¥0D LYVINS

“Jojen|eaa Jay/siy yum 3unaaw uawdolaaap ued pue Sumas 1208 34} 10} wiio§ S1Y3 333[dWO IsNW J03eINPa IENPIAIPUL YoeD Inq “S1y3 dOjaASp 0} SaNFe3)|0 JO Wea) e Y3IM YIom 0] padesnooua
ale noj “ieah siy3 yimous jeuoissajold Jnok 4o} uejd SuiAuedwodse yum [eo3 | Yy NS e asodosd asea|d ‘Ww.oj Alewwns Juawissasse-4as oA 3uisn "1 Jaqwianop Aq Jojenjena 0y sjwqgns pue s333|dwod 103eanp3 :) Jed

| :J01en|eA3 01 paniwgns [esodoid aeq
Ue|d jJuawanoidw) Ue|d Jojeanp3 uidojanag ueld yimoug paypaig ] (134 T) ueld Yymoun payaug-yjas O (4e3A ) ueld yimoso Pa13alIg-y|3s [  :uejd 103ednp3
:l01enjeA3 3uisiaiadng

-uollisod .lojeanp3

29 XION3ddv WYO04 LNIWJOT3IAIA NV1d ANV TVSOdO¥d TVO9D 3D11IVHd TVNOISS3104d

{ { \
,//..r: // o’ /k



6S

:31eQ :a4njeudis s, o1eonp3
:21eQ :a4n1eudis s, JoienjeAl
payoeie asuodsal usnlim Joieanpl [ payoeny Jo/pue panoiddy uejd '3 [eOD pasiAeY [] panoiddy ue|d 3 |e0D pasodoid ]

Juawaaige AjLiessadau jJou 1d1adal sa1edipul aimeusis s,103eanp3 Aue ji ‘@suodsal UM € apinoud o) pue uis 03 shep g sey 101eINP3 YL -Sunaaw ay) Jo sAep G ulyIM 133Yys
Jeui8io ay1 03 pajdels 3 p|NOYs YdIym 133ys mau e uo papiodal aq Aew |03 pasiAal e 10 333Ys |eui8i10 3y uo Aj3d3.11p papiodal 3q Aew sagueyp ‘Jojen|eAa ay: yum Sunasw gumas (eod ay) Suunp a8ueyd sjeod pasodoud |
Sunaa 10 [enocaddy jJuawdojaa3q ueld pue uonezijeuld |eoo :jj Med

¢Supoyuow ssaidoud 203 1noA anaiyde noA ¢|e08 anoA anaiyoe
Suipnpui ‘auijawi} 1noA si Jeym djay 03 a|qejieae ase spoddns 1eyMm 03 @)e3 NOA ||im sdajs/suoide 1eyMm
Suppes) payoea) pue pawiy :i pasnd04-s3|nsay “dnsijeay ‘sno1os8iy :Y pajuauQ-uoldy v
é|eo8 unoA

panaiyde aney noA mouwy noA |jIm MOH

ajqenseaN N

¢|eo3 pa1adie} ‘aypads anoA st 1eym

2189345 pue 2yads s

ONINYV31 LN3ANLS 04 NV1d Pue V0D LYVINS
*101BN|BAS J3Y/SIYy Yyum Sunnaaw
juawdojanap uejd pue Suinias (o3 a3y} Joj W04 SIYY 319|dw0d SN 101e2NP3 |[ENPIAIPUL YOS INq ‘s1yy dojanap 01 sangea||03 JO Wesa} B YiM I10M 0} pageinooua ale noj “Jedh syl
ymoJ3 |euoissajoud noA 1oy ue|d SuiAuedwodoe yum |eo 1Y¥VIAS e @sodoud asea|d ‘wJioy Alewwins JUaWISSISSE-}|3S InoA Suisn "1031en|eAs 0} sywqns pue sa39|dwod Jojeanp] | Hed

ﬁ :101eN[EA7 0} pa1Iwgns |esodold 31ed
ue|d uawanoidw| ] ue|d Joyeanp3 BuidojAea O ue|d Yyimouo paadia (4824 T) UB|d Ymodn paraua-yes O (1834 7) UE|d YIMOID PRGBS OO “Ueld J03e2np3
.JoljenjeAnj mc_m_?hwa:m

:U0I3SOd :101e0Nnp3

€8 XION3ddV IN¥04 LNIWJO13IAIA NV1d ANV 1vSOdOdd V0D ONINYV3IT IN3aNLs



APPENDIX B4

() ORID Protocol

Name: S .

Objective
» What are the facts?
Level > What factual
statements can you
» Examine the data make based on the
> Identify factual data?
information
Reflective
Level » What questions or
concerns do you
( , > Make connections have?
» > Free flow of
ideas/imagination
Interpretive
Level » What does the data
tell us?
> Identify patterns » What doesn’t it tell us
and determine and what else might
their significance we need to know?
or meaning
> Articulate
underlying insights
Decisional
Level > What is our action
plan (instructional,
> Propose Next student support, etc.)
Steps for improving student
: » Develop an action progress?
k“f plan
» Make decisions
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Appendix C1

FRAMINGHAM PUBLIC SCHOOLS
Formative Assessment Report

Educator: Position:

Primary Evaluator:

Contributing/Supervising Evaluator:

Meeting Dates:

Characterization of Performance to Date

Needs Improvement (NI) to meet the standard
Adequate Progress (A) toward meeting the standard
Sufficient Progress (S) toward meeting the standard

Meeting (M) the standard

PERFOMANCE ON EACH STANDARD (Describe performance and feedback for improvement.)

| Instructional Leadership or Curriculum, Planning, and Assessment) CHARACTERIZATION:

Il Management and Operations or Teaching All Students CHARACTERIZATION:
Il Family and Community Engagement CHARACTERIZATION:

IV Professional Culture CHARACTERIZATION:

The educator shall have the opportunity to respond in writing to this assessment. Signature of educator indicates
receipt, not necessarily agreement with the assessment.

Educator’s Signature: Date:

Evaluator’s Signature: Date:
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Appendix C2
FRAMINGHAM PUBLIC SCHOOLS
Summative Evaluation Report

Educator:

School: Position:

Primary Evaluator:

Contributing/Supervising Evaluator:

Meeting Dates:

The employee will be rated using one of the following ratings:

Exemplary (E)—The employee’s performance exceeds professional standards and position requirements.

Proficient (P)—The employee’s performance meets professional standards and position requirements.

Needs Improvement (NI)—The employee’s performance is approaching professional standards and position
requirements.

Unsatisfactory (U)—The employee’s performance does not meet professional standards and position requirements.

The evaluator will rate progress towards the educator’s professional growth goal and mark the rating for each of the four standards. Evidence
must be provided for each for rating. Comments must include the data which formed the factual basis for any Needs Improvement or
Unsatisfactory rating and the evaluator’s specific expectation with regard to improvement. An Improvement Plan (Appendix BS) must be
completed for each item which is rated as Unsatisfactory.

Data-gathering procedures followed during the evaluation are as per Appendix D, which is attached.

Progress Towards Professional Growth Goal

AttainedD Substantial 0 Progressing o No evidence of progress o

Evidence and Suggestions for Further Growth:

Standards and Indicators of Effective Administrative Practice
The Standards and Indicators, listed in Appendix A, apply to all educators where applicable. The comprehensive list is intended to guide the
evaluator and the educator in setting forth those general areas which will be the focus of the supervisory and evaluation process.

I Instructional Leadership or Curriculum, Planning, and Assessment RATING:

Evidence and Suggestions for Further Growth:
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Il. Management and Operations or Teaching All Students RATING:

Evidence and Suggestions for Further Growth:

lll. Family and Community Engagement RATING:

Evidence and Suggestions for Further Growth:

IV. Professional Culture RATING:

Evidence and Suggestions for Further Growth:

SUMMATIVE PERFORMANCE RATING:

Summary Statement: (Additional sheets may be attached.)

Next Evaluation Cycle:

Development Plan (Educator without PTS)
Self-Directed Growth Plan (1 year)
Self-Directed Growth Plan (2 year cycle)
Directed Growth Plan (up to 1 year)
Improvement Plan (up to 1 year)

opoooao

The educator’s signature represents receipt only. If the educator wishes to attach a written
statement, it must be submitted to the primary evaluator before the start of the following
school year.

ATTACHMENTS: Yes No
Signatures:
Educator: Date:
Primary Evaluator: Date:
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Appendix C3
FRAMINGHAM PUBLIC SCHOOLS

Two-Year Self-Directed Growth Plan
(PTS Educators with Proficient or Exemplary Summative Rating Only)

Formative Evaluation Report—Year 1 of 2-Year Cycle

Educator: Position:

Primary Evaluator:

Contributing/Supervising Evaluator:

Meeting Dates:

Assessing:
[ Progress towards attaining goals O Performance on Standards [ Both

EVALUATING PROGRESS TOWARDS GOALS SECTION (additional sheets may be added)

Progress Towards Professional Growth Goal
Achievedo Substantial o Progressing o No evidence of progress o

Evidence and Suggestions for Further Growth:

EVALUATING PERFORMANCE ON STANDARDS SECTION (additional sheets may be added)

O Evaluator is assigning same ratings as prior Summative Evaluation (no comments needed)

O Evaluator is assigning ratings that differ from prior Summative Evaluation (comments required)

I Instructional Leadership or Curriculum, Planning, and Assessment Feedback
Exemplary o Proficient o Needs Improvement O Unsatisfactory o
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Il. Management and Operations or Teaching All Students Feedback
Exemplary O Proficient o Needs Improvement O

Unsatisfactory o

11l. Family and Community Engagement Feedback
Exemplary O Proficient o Needs Improvement O

Unsatisfactory o

IV. Professional Culture Feedback
Exemplary O Proficient o Needs Improvement O

Unsatisfactory o

Overall Rating, Strengths, and Feedback for Further Growth
Exemplary O Proficient o Needs Improvement O

Unsatisfactory o

EDUCATOR PLAN MOVING FORWARD:
[0 Continue to Year 2 of Self-Directed Growth Plan
O Developing Educator Plan

O Directed Growth Plan
O Improvement Plan

The educator shall have the opportunity to respond in writing to this evalu
receipt, not necessarily agreement with the assessment.

ation. Signature of educator indicates

Educator: Date:

Primary Evaluator: Date:
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Appendix D

EVALUATION DATA-GATHERING TRACKING STATEMENT
Section A: to be completed on the first day of employment of the school year

Employee: Date:
Position/Department: School:

Primary Evaluator:
(Principal or Headmaster)

Contributing/Supervising Evaluator (if any):

(Assistant Principal or Department Chairperson) Use an asterisk (*) to denote if the contributing
evaluator is also to serve as the supervising evaluator

Educator Plan: [0 Self-Directed Growth Plan (2 year) [ Self-Directed Growth Plan (1 year)
O Directed Growth Plan O Developing Educator Plan
O Improvement Plan

Primary Evaluator’s Signature: Date:

Educator’s Signature: Date:

Section B: to record ongoing parts of the evaluation cycle

Evaluation Step Date(s) Educator’s Primary
Initials Evaluator’s
Initials

Self-Assessment completed during Summit

Self-Assessment and Goal Proposal Form
submitted to evaluator

Educator Goal(s) agreed upon and recorded
in Section A of the appropriate evaluation
reporting form

CFormative Assessment Conference, if any
(Developing Educator, Directed Growth, or Improvement Plans only)

OFormative Evaluation Conference, if any
(Self-Directed Growth Plan, 2 year cycle only)

CJFormative Assessment Report completed
(Developing Educator, Directed Growth, or Improvement Plans only)

OFormative Evaluation Report completed
(Self-Directed Growth Plan, 2 year cycle only)

Educator response to Formative Report
submitted to evaluator, if any

Summative Evaluation Conference

Summative Evaluation Report Completed

Educator response to Summative Report
submitted to evaluator, if any
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Educator’s Name:

Evidence Log Entry Form

APPENDIX E

Date of Evidence Collection:

Evaluator’s Name:

O Announced Observation

Source of Evidence

O Unannounced Observation

O Educator-Submitted [0 Other (Please specify.):

Evidence Collected/Submitted

Characterization of Evidence

Feedback
(Attach additional pages as needed)

(If Evaluator collects evidence, the
Evaluator should describe the evidence
in this column. If the Educator submits
evidence, the Educator should describe
the evidence in this column for the
Evaluator to characterize in subsequent
columns.)

) Proceed to
a Effectlve Feedback
practice Section =>
or (Feedback must be
. rovided within 5
O Developlng ls)chool days of date of
practice evidence collection.)
OR
Schedule a Meeting to Talk in
Person

(Evaluator: Make this request within 2 school days
of the date of evidence collection.)

(Evaluator and Educator: Work together to find a
mutually agreeable date and time within 3 school
days. The meeting must be held separately from
any communication conducted to schedule the
meeting.)

Evaluator’s Questions for Meeting:

After the Meeting Takes Place,
Proceed to Page 2.

(Evaluator: After writing feedback, proceed
to bottom of Page 2. Check appropriate box,

initial, and date.)

(Educator: After reading feedback, proceed
to Page 2. Write a response, if desired. Then,
initial and date, and return form to evaluator

within 5 school days of receipt.)
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~ ! Meeting Notes (to be completed by Evaluator after a meeting, if requested
{ ¥y the Evaluator, is held)

Date of Meeting:
Highlights:

Characterization Following
Meeting

O Effective practice
or
O Developing practice

Evaluator: Return to page one and
complete Feedback section. Feedback
must be provided within 2 school
days of meeting.

O Needs improvement

¥

Evaluator: Proceed to Detailed
Feedback section below. Feedback
must be provided within 2 school
days of meeting.

Detailed Feedback (Attach additional pages as needed)

1. Standards/Indicators in question 2.

Supporting evidence for concerns

3. Suggested actions for correcting the problem(s)

4. Supports and resources available to the
Educator

5. Timeline to implement expected changes

Educator Response (Optional; attach additional pages as needed)

Delivered to Educator via [Jmailbox (in envelope) [Jinperson or

Date:

Educator must initial to acknowledge receipt and return within 5 school days.
Date:
An Educator response (see above) is optional.

Oemail

Evaluator’s initials:

Educator’s initials:
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