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|. PERFORMANCE OF STUDE NTS ELEMENTS

Student Learning Growth Based on Statewide Assessments Results

Gadsden County School Board Poli6id® and 6.4 Appendix A)outline procedures for
the Assessment of Employees (BP6.40) and Instructional Employee Performance Criteria (BP6.41).
In summary, these policies statettiteSuperintendent shall develop or select a personnel performance
assessment system foaat siaff he or his designee shall develop and present, for School Board approv
instructional employee performance criteria anSlamhnpeafarmeance criteria and/or measures
shall be consistent with statutory requirements, but may includeadgdéments as deemed
appropriate (Appendix@SB73% . Gadsdends Board policies are
will be revised as relevant subsequent Florida Statutes are developed and/or revised. Florida
Statutes informing the Board Policegmrding evaluation and employee performance criteria
includebut are not limited t6.S. 1001.41008.221008.36, 1012.22, 1012.23, 1012.27, and
1012.34.

The Gadsden Countgchool LeaderBfon-classroonTeacheEvaluation Model ppmsed
in this document isonsistent witlfrlorida Principal Leadership Standards (Appendtio@ila
Educator Acomplished Practices (Appendixtbe Gadsden Teacher Evaluation Model

(http://www.gcps.k12.fl.us), statdes governing instructional personnel evalu@tgpendix D-

6A-5.065Appendix E- 6A-5.030, and the Florida School Leader Assessment g=S§bgendix
G) model The focus of the School Leaders/NdassroonTeacher Evaluation Modektsident
outcomesiad professional practicetatsé assessment data and the associateatisiatied learning
growth model adopted in Rule-6M411 are used in the evaluation of school leaders and non

classroom teachers, which include academic coaches, goiudaaters, and media specialists.
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Regardless of the number of years of data, fifty percent (50%) of school leaderdassiamn

teacher evaluations is based on professional practices and 50% is based-addpeestate

learning growth modeSee Table 1below.

Table 1: Inclusion of Student Performance Data in Evaluation Process

Student Performance Component

Employee Group Year 1 Year 2 Year 3
2012/13 2013/14 2015/16
Principal/Asst. Principal | 50% Student Performan 50% Student 50% Student
(Schoolwide Gains Performand&chooiwide | Performangg&choclwide

Performancé)0%
Professional Practice

Gains Performand&p%
Professional Practice

Gains Performand&p%
Professional Practice

Reading Coach

50% Student
Performanogreading
Gain$erformancgb0%
Professional Practice

50% Student
Performand&chooiwide
Gains Performand&p%

Professional Practice

50% Student
Performand&choolwide
Gains Performand&p%

Professional Practice

Math Coach

50% Student
PerfomancéMath Gains
Performancé30%

Professional Practice

50% Student
Performand@ath Gains
Performancé}0%

Professional Practice

50% Student
PerformanagMath Gains
Performancé}0%

Professional Practice

Science Coach

50% Student
Performand&cience
GainsPerformancéj0%
Professional Practice

50% Student
Performandg&cience
Gains Performand&p%
Professional Practice

50% Student
Performand&cience
Gains Performand&p%
Professional Practice

Guidance Counselor

50% Student
Performandg&choolwide
GainsPerformancé}0%

Professional Pract

50% Student
Performandg&choolwide
Gains Performand&p%

Professional Practice

50% Student
Performandg&choolwide
Gains Performand&p%

Professional Practice

Media Specialist

50% Student
Performand&eading
GainsPerformanc&0%
Professional Practice

50% Student
Performanog&eading
Gains Performancs)%
Professional Practice

50% Student
Performand&keading
Gains Performancg)%
Professional Practice

Confirmation and Procedures for Including Current Year Studemerformance Data

Under the new evaluation process, the 2012/13 schobégee the practice of including

the current year student performance data in school leader/non classroom teacher evaluations.
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Percentage of Evaluation Based on Performanod Students

Regardless of the number of years of service as a school leader, academic coach, guidance
counselor, or media speciab§i% of the evaluation is based on student performance and 50% of

the evaluation is based on professional practices.

Number of Years of Student Learning Growth Data Applied to Evaluations

As stated previously, under the new evaluation process, the 2012/13 school year begins the
practice of including the current year of student performance data in school leader/non classroo
teacher evaluationgear two studentgsformance data component of the evaluation may be the
current year student performance data or an average of years one and two, depending on which is
higher. Year three student performance data component iaygbednt year student
performance data or an average of years one, two, and three, depending on which is higher.
Subsequent yeanrksstudent performance data component may be the current year student
performance data or an average of the three mastyeaes of student performance data,
depending on which is higher. The current year of student performance data is always included as a

component of school leaders and non classroom teacher evaluations.

[I. INSTRUCTIONAL OR LEA DERSHIP PRACTICE ELE MENTS

Research Framework that Supports Student Learning and Effective Instruction

Gadsden County has selected the Florida School Leader Assessment model as the evaluation
tool for school leaders. The ndassrom teacher evaluation tewirrorsthe FLDOE Scbol
Leader Asessment with emphasis on the responsibilities aligned to specific job deglfiptions.

evaluations are based on research that supports preferred methods and strategies for student
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learning and faculty developmemd are appropriately agdrwith the Florida Educator
Accomplished Practices (FEAPS), Rul®.685, F.A.C., or the Florida Principal Leadership
Standards (FPLS), Rule®A80, F.A.C. Evaluation models reflect contemporary research as

defined in FI ori da ustiorfoundroowavw.lldaerom/prafdeepa.ash | ns

andwww.floridaschoolleaders.oamd they reflect research that is aligned with the purpose of the

Student Success Act (Section 1012.34 (a), Apgrdix E provides a brief summary of the
contributions of research conducted by Dsone Hattie, Haystead, MarzaMdler, Reeves, and
Robinson to FLDOE evaluation model criteria.

Observation and Feedback Instrument(s)

Gadsden has adopted the Flo8dhool Leader Assessment (FSLA) model to evaluate
school leaders. FSLA model consists of four (4) domains, ten (10) proficiency areagivend forty
(45) indicators that are organized into long and short form observation and feedback tools. See

Table Zoelow.
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Table 2: Summary of FSLA Domains

Domain

Proficiency

Indicators

D1: Student Achievement

PAl-Student Learning Resul|

PA2-Student Learning as a
Priority

1.1 Academic Standards

1.2 Performance Data

1.3 Planning and Goal Setting
1.4Student Achievement Results

2.1 Learning Organization

2.2 School Climate

2.3 High Expectations

2.4 Student Performance Focus

D2: Instructional Leadersh

PA3Instructional Plan
Implementation

PA4Faculty Development

PA5Learning Environment

3.1 FEAP<lorida Educators Accomplished Practig
3.2 Standardsased Instruction
3.3 Learning Goals Alignments
3.4 Curriculum Alignments

3.5 Quality Assessments

3.6 Faculty Effectiveness

4.1 Recruitment and Retention

4.2 Feedback Practices

4.3 High Eféct Size Strategies

4.4 Instructional Initiatives

4.5 Facilitating and Leading

4.6 Faculty Development Alignments
4.7 Actual Improvement

5.1 Student Centered
5.2 Success Oriented
5.3 Diversity

5.4 Achievement Gaps

D3: Organizational
Leadership

PA6Decision Making

PAT-Leadership Developmel

PA8 School Management

PA9-Communication

6.1 Prioritization Practices
6.2 Problem Solving

6.3 Quality Control

6.4 Distributive Leadership
6.5 Technology Integration

7.1 Leadership Team
7.2Delegation

7.3 Succession Planning
7.4 Relationships

8.1 Organizationakifis
8.2 Strategic Instructional Resourcing
Collegial Learning Resources

9.1 Constructive Conversations
9.2 Clear Goals and Expectations
9.3 Accessibility

9.4 Recognitions

D4: Professional and Ethic
Behavior

PA1GProfessional and Ethic]
Behavior

10.1 Resiliency

10.2 Professional Learning
10.3 Commitment

10.4 Professional Conduct
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Rubrics for Distinguishing Among Proficiency Levels in the Practice Elements

The HoridaSchoolLeadeAssessment (FSL&)the evaluation model selected by Gadsden
County. Consequently, FStubricsare usedor distinguishing among proficiency levels. Using
these rubrigschool leaders and non classroom teachers are formatively and/slynevetiated
as highly effective, effective, needs improvement, or unsatisfactory. Individuals dekighated as
effectidemonstrate actions relevanspecific indicatsrthat exceeeffective levels and constitute
models of proficiency for otlger Individuals designatedeffiectidemonstrate actions relevant to
spedic indicators that are sufficient and appropriate reflections of quality work with only normal
variations. Individuals designatedessis improvesieembnstrate actions rele/e specific
indicators that are inconsistent with or of insufficient scope to proficient performance. Individuals
designated amsatisfactdeynonstrate actions relevant to specific indicators that are minimal, not
occurring, or are having an advargect on the learning environment.
Scoring/Weighting System
The FSLA scoring system is used to evaluate school leaders and non classroom teachers.
Summative performance is based on 50% leadership practice score and 50% student growth
measure score. bigithis system, each of the leadership practice domains has the following
weights: Domain d 20%, Domain 3 40%, Domain 8 20%, and Domai#hd 20%, which
accounts for 80%f the leadership practice score. Deliberate practice makes up the remaining 20%
of the leadership practice scorbe student growth measure score is based on the overall
performance school performance score (e.g. principals, assistant principals, counselors) or the

overall specific FCAT/EOC performance (e.g. content area coachesdzndpecialist).
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[ll. PROFESSIONAL AND JOB RESPONSIBILITY ELEME NTS

Professional Responsibility and Ethical Conduct and Behavior Indicators

Professional responsibility and ethical conduct and behavior are covered under Domain 4
indicatorof FSLA. Per FSLA, these indicators are based on the FEAPs, FuB66AF.A.C.,
and FPLS, Rule 68080, F.A.CGadsden County educators are expected to demonstrate personal
and professional behavior consistent with quality practices in education. As cteadersityhey
are expected to stay informed regarding current research in education and to demonstrate their
understanding of the research. Gadsden County educators are expected to engage in professional
development opportunities that improve persoon&gsional practices and align with the school
site and district systemde strategic student achievement objectives.
Monitoring Administrators Feedback to Instructional Personnel

School leaders and other appropriate staff (e.g. academic coaches}edd@kpplement
recurring monitoring and feedback processes to ensure priority learning goals arelli2S&d on
adopted student academic standards as defined in course destnigitaiss for monitoring
and timely feedback to instructional pereban their proficiency are embedded in the FSLA
process under Domain 2 and are also a part of the Gadsden County Classroom Teacher Evaluation

Model(http://www.gcps.k12.fl.us). Formal and informal observasooutlined in the classroom

teacher evaluation model allow leaai®isacademic coachesnonitor the effectiveness of
classroom teachers.
Weighting and Scoring of Indicators on Professional and Job Responsibilities
The Florida School Leaders Assess(R&itA) model assigns different weights to each of
the four domains. Domain 1, Student Achievement, accounts for 20% of the FSLA score. Domain

2, Instructional Leadership, accounts for 40% of the FSLA score. Domain 3, Organizational
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Leadership, accourits 20% of the FSLA score. Domain 4, Professional and Ethical Behaviors,

accounts for 20% of the FSLA score.

IV. Summative Evaluation Form(s) and Scoring and Weighting Systems that Define How
Student Growth Measures and Proficiency Levels a@alculated and Combined to Obtain a

Summative Performance Level

The percentages that each domain boités to the FSLA score equal 80%hefoverall
leadership practice scoi®eliberate practice accounts for the otherdGbie leadership practice
score; and the combined FSLA and deliberate practice scorete &jdatef the final summative
evaluation.The remainin§0% of the summative evaluation is derived from the student growth

measure scor&ee diagram below.
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Diagram 1:Percentage Breakdown of Summative Performance Score

Summative Performance

Gains Score

Student Growth
Measure (50%)
A

(100%)

Deliberate Practice (20%)

Domain 4 (20%)

v

Leadership Practice
(50%) S

Domain 3 (20%)

Domain 2 (40%)

Domain 1 (20%)

FSLA (80%) + Deliberate Practice (20%

*Although the FSLA domains add up to 100%, their tmaltodhtibeadership PrasieésSnly 80%.

Section VII provides more specific information regahdiwgo calcuhte the annual performance
score
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V. STATEMENT OF PURPOSE CONSISTENT WITH THE PURPOSE FOR
EVALUATION SYSTEMS AS EXPRESSED IN SECTION 1012.34(1#),F.S.

The intention of theggrocedures is to increase student learning growth by improving the
quality of instructional, administrative, and supervisory practices. A core belief of Gadsden County
Public School District is that public education should providewsdled learning p&riences
that obuild a brighter futuredé for all childr
Teacher Evaluation Model (BEM) and the School Leaders/Non Classroom Teactadudiion
model is effectively shaping, forming, and improving teaelséces will ensure that students
receivenighqual i ty instruction. l-based psocesshsdor Di st r i ct
improving instructional practices, strategic planning, reflection on teaching and professionalism, will
increase teacher instructional expertise from year to year, this wilbroduce sustained gains
student learning.

Student | earning outcomes aresihhe foci of
instructionaénd leadershiractices that support improving student learning outcomes are
grounded in the search of educational leaders such as Robert Marzano, Charlotte Danielson,

Douglas Reeves, John Hattie, and Vivian Robinson.

VI. MULTIPLE MEASURE S THAT INFORM IMPROV EMENT PROCESSES AND
EVALUATION DECISIONS

Multiple measures are used to inform the imprenteprocesses and evaluation decisions.
Such measures include but are not limited to evidence presented during evaluation conferences,
district formative assessment dasructional audit dat@nd individual professional development

plans and follomp. Feedback from parent, student, and teacher surveys and input from relevant
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district level administrators also inform appropriate components of the Florida School Leader

Assessment.

VII. Performance Levels and the Rubric(s) Used to Differentiate betve@ Performance
Levels

School Administrator Performance Evaluation

Gadsden Countyos school administrator p el
performance of students assignedhtrtschools1012.34(3), F]SAt least 50 percent of a
performance evaluation is based upon data indicators of student learning growth assessed annually
by statewide assessments or, for subjects and grade levels not measured by statewide assessments,
district assessments as pravides. 1008.22.

The Deliberate Practice (DP) Score constitutes 20% of the Leadership Practice Score. The
Deliberate Practice Score has two to six specific growth targets with progress points. The targets
have equal wei ght u pinassessddiascHighly Hifectivé, Effeative,rNéesls g r o
Improvemat, or Unsatisfactory. Tables 3, 4, asuhdmarize how the Deliberate Practice Score is
calculated (See Section 2 of the FSLA Scoring Guide).

Table 3DP Growth Target Rating Rubric

Scoring a DPGrowth Target Rating Rubrics

Highly Effective Target met, all progress points achieved, and verifiable improvement in
performance

Effective Target met, progress points achievedimpact not yet evident

Needs Improvement Target not met bigome progress points met

Unsatisfactory Target not met, nothing beyond 1 progress point
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Table 4 Impact of Number of Growth Targets

Number of Growth Targets

Maximum Points per Target

Maximum Point Range

Two Targets

150 (300/2)

300 (150 X 2)

ThreeTargets

100 (300/3)

300 (100 x 3)

Four Targets 75 (300/4) 300 (75 x 4)
Five Targets 60 (300/5) 300 (60 x 5)
Six Targets 50 (300/6) 300 (50/ x 6)

* A DP Score has an upper limit of 300 points with each target having an equappintsorfidredftire tbpoints for each

target will vary based on the number of targets.

Table 5 Target Values Based on Ratings

Rating | Point Values If 2 Targets | If 3 Targets | If 4 Targets | If5 Targets | If 6 Targets
HE Max Points 150 100 75 60 50

E .80 ofMax 120 80 60 48 40

NI .5 of Max 75 50 37.5 30 25

U .25 if some progresy 37.5 25 18.75 15 12.5

U .0 if 1 progress stag{ 0 0 0 0 0

* The target values are based on Rating (HE, E, NI, or U) and the Number of Growth Targets.

Tables 6 and provide an example for calculating a Deliberate Practice Score (See Section 2 of the
FSLA Scoring Guide).

Table 6 DP Points Based on Three Targets

DP Target Rating Points (based on Table 11)
DP Target 1 HE 100

DP Target 2 E 80

DP Target 3 NI 50

DP Score 230

*Points available vary based on the total number of growth targets. See Table 11.

Table 7DP Score Range

DP Score Range DP Rating

240300 Highly Effective
161239 Effective

41-160 Needs Improvement
0-40 Unsatisfactory

Based on thabove example from FLDOE Scoring Guide, a Deliberate Practice Score of 230
equates to an Effective leader. The DP score is then calculated to represent 20% of the Leadership

Practice Score, which is 50% of the overall evaluation.
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Calculating the VAM & Value Added Model See Amendment A for This Sectign

The Gadsden County evaluation model calculates the 50% student growth portion of the
principal ds evalwuation by averaging the (1)
lowest 25% learnirgains in reading, (3) percent of learning gains in math, (4) percent of the lowest
25%learning gains in math (Tabje 8

Table 8 Value Addecalculations for Administrators

Column 1 Column 3 Column 3 Column 4 Average of Columns
1-4
Reading Learning | Lowest 25% Readin Math Learning Gain{ Lowest 25% Math Columns
Gains Learning Gains Learning Gains | 1+2+3+4/4=Average
58% 88% 67% 48% 65.25%

Step 1. An administrator is given one point for each percentage point earned in learning gains
(Columns #4). The points from each column are added tofjef®188+67+48= 261 points.

Step 2:The total percentage points from the four categories (Coluhhrslivided by 4: 261/4=
65.25%.

Step 3: The averaged percent/point value is translated into a range of scoresdeiirpieed
labels for corresponditeyels of performance (Tables 9, 10

Table 9 Value Addeiodel

Performance Highly Effective Effective Needs Unsatisfactory
Category Improving/Developing
% Student Gains 76%100% 50%75% 26%49% 0%-25%
Leadership Range 240300 151239 75150 0-74
Score
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Table 10 Value Added Mod@&8reakdown

Performance Scale Percent of StudentdMaking Gains
240300 Highly Effective (76%100%)
240 76%79%
255 80%83%
265 84%87%
275 88%693%
285 93%96%
300 96%100%
151239 Effective (50% 75%)
151 50.0%53%
170 53.5%56%
180 56.5%59%
190 59.5%62%
225 62.5%65%
230 65.5%67%
235 67.5%69.5%
237 70.0%71%
238 71%72.5%
239 72.5%75%
75150 Needs Improving/Developing (26%49%)
75 26.0%28%
88 28.5%31%
98 31.5%34%
108 34.5%37%
116 37.5%40.0%
124 40.5%42.0%
132 42.5%44.5%
140 45%46.0%
145 46.5%47.5%
150 48%49%
0-74 Unsatisfactory 0%-25%)
0 0%
15 1%5%
30 6%-10%
45 11%15%
60 16%20%
74 21%25%

Following the state model for calculating annual performance levels, Gadsden utilizes a four
step process.

Step 1: Enter Leadership Practice Score rangth&d®M 0 Value Added ModeStudent
Growth Measurementut scores (Table)11
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Table 11 Value Added Model Performance Lé88& Point Scale

Performance Score Ranges

Performing Level Rating

Above 239 Highly Effective
153239 Effective
75150 Needs Improvement

074 Unsatisfactory

Step 2: Ad¥AM-Value Add ModeStudent Growth MeasQigcore

Step 3: Translate the total score (leadership practice scéPdvaadorg into a range of scores

with predetermined labels for correspondewgls of performan¢&able 1p

Table 12 Final Performance Score Ranges/Ratings: 600 Point Scale

Performance Score Ranges Performance Rating
4803600 Highly Effective
303479 Effective
150300 Needs Improvement
0 to 149 Unsatisfactory

Step 4:Enter the rating on the evaluation form.

To illustrate how the final score is calculated, a 50% Leadership Practice score @A#a 50%
scenario with the Leadership Practice Score being equivalent to 289Va&id score being
equivalent to 225 (62.5% of students making leagaingd see Table )3provides a good
example. Using this example, the steps for calculating the final score are listed below:

(1) The leadership practice score of 239 andlAlM scoreof 225 will be added together for

the final rating: 239 + 225 = 464.

Table 13 Performance Score Ranges/Ratings: 600 Point Scale

Performance Score Ranges Performance Rating
480600 Highly Effective
301479 Effective
156300 Needs Improvement
0t0149 Unsatisfactory

(2) A score of 464 is equivalent to an overall evaluation rafifgarfve.
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VIII. INPUT MECHANIS MS

Identification of Supervisory Personnel Performing Evaluations

School leaders and non classroom teachers are evaluat&ilipgrihtendent or his
designee as their immediate supervisor.

Parent Input

Annual parent surveys mayused to inform relevant components of school |&zahers
non classroom teackd@adership practice scores. Parent feedback and cortialtares
submitted to district leaderska|so inbrmthe leadership practice score.

Faculty Input

Annual faculty surveysmaywbe ed t o i nform rel evant compon
non classroom teachersodo | eade ongpluntpthapareact i ce s
submitted to district leaderslalso inform the leadership practice score.

Identification of any Persons Other than Parents, or Instructional Personnel with Input to
the Evaluation

Annual student surveys may be used to informreteeamip onent s of school
non classroom teachersd | eadership practice s
also inform the leadership practice score.

Description of Use of a Peer Assistance Process Where Used in the EvaluaRoocess

Beginning and struggling school leaders and non classroom teachers are provided qualified
peer mentors and relevant professional development to improve their professional practices.
Individuals designated as a peer mentor are required todrtiftcatmon in school leadership and a
minimum of three years effective performance as a school leader or the appropriate non

classroom teacher category.
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IX. TRAINING

Systemic Processes of Providing Information on What Administrators Should Knowdage
Able to Do Based on Evaluation System

All employeesubject to an evaluatiare annually trained on evaluation criteria and
processes. Aldividualsvith evaluation responsibilities and those who provide input toward
evaluatiosare annually trained on the proper use of the evaluation tool, criteria, and procedures.
Such trainings occur no later than the end of the first thirty days of the school year and/or
employment and may include site, district, re@gaPAEC)r stae level training opportunities.

Systemic Processes for Providing Initial Training and Continuously Improving the
Capacities of Workforce and Evaluators

To facilitate understanding and implementation of the performance expectations in
evaluation systemmdicators, systematic processes to provide initial training and continuously
i mprove the capacities of school | eaders and

language for instruction foundnatw.fldoe.org/profdev/pa.aspformsthe traimngprocesses

identified in Table 14

GCPS 2012 Pagej


http://www.fldoe.org/profdev/pa.asp

GADSDEN COUNTY SCHOOL LEADERS AND NON CLASSROOM TEWAIHER ION MODEL

Tablel4 Evaluation Models Training Schedule

Evaluation Tool

Group

Initial Training

Annual Training

GCTEM-Gadsden County
Teacher Evaluation Mode

School an®istrict
Administrators

GCPS Summer Leadersh
Workshop

Summer DLT Meeting

GCTEM-Gadsden County
Teacher Evaluation Mode

Classroom Teachers

Within the first 10 days o
the work year

Within the first 10 days o
the work year (School Sit

FSLAG®S FloridaSchool
Leaders Assessment

School and District
Administrators

GCPS Summer Leadersh
Workshop

PAEC Regional Training

Summer EMT Meeting

Non-Classroom Teacher:
Assessment

School Administrators

GCPS Summer Leadersh
Workshop

Summer DLT Meeting

Non-Classroom Teacher:
Assessment

Guidance Counselors
Academic Coaches
Media Specialist

GCPS Summer Training

Within the first 10 days o
the work year (School Sit

District Process for Providing Training Programs that are Based Upon Guidelines Provile
by the Department to Ensure that All Individuals with Evaluation Responsibilities
Understand the Proper Use of the Evaluation Criteria and Procedures

In order to ensure that all individuals with evaluation responsibilities understand the proper

use of galuation criteria and procedures, training programs are based upon the guidelines provided

by FLDOE. Training programs include the following elements:

1 Philosophy, research, and $estahat constitute the foundation of evaluation tools and

procedures.

- = = =4 =4 -2

Conference protocols.

Documentation tools and processes.

Scoring rubrics and processes.

Record keeping.

Assistance and intervention procedures.

Assessmemomponents such @melinesgomainsand indicators.
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X. CONTINUOUS IMPROV EMENT AND PROFESSION AL DEVELOPMENT

Use of Performance Evaluation Results to Develop District/School Level Improvement
Plans

The district and school improvement plans are developed through needs assessment of data:
student performance data, instructional personnel evaluaiandiatincipal evaluation data.
Results of personnel evaluations will be used to determine professional learning needs of the district,
school, and individual. School improvement plans will consider student performance achievement
and the strengths andeds of personnel in the development of action plans, with improved student
performance being the guiding goal.

Continuous Quality Improvement of Professional Skills of Instructional Personnel and
School Administrators

Continuous improvement and professional growth are the guiding philosophy of Gadsden
County Public School District evaluation systems. Feedback to personnel and professional
conversations between all stakeholders are critical to professional growtbantohtious
improvement professional learning communities. District evaluation systemscétigdentent
data, school improvement plans, disttictwi de str ategic plans all inf
development plan in ways that lead téimoous quality improvement of instructional and
leadership personnel professional skills.

Through the evaluation process, school leaders are provided with timely feedback to support
improvement of professional skills needed for effective job perforieaicators gather data on
specific elements of the Florida School Leader Assessment (FLSA), using rubrics to guide reflective
feedback. Feedback is used to improve the quality of future actions or depth of understanding on

performance expectations.
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Theprocedures for providing school leaders with feedback that supports improvement in
performance are as follows:

1 During Step 1, or the Orientation, each school leader engages in personal reflection
on the connection between his/her practice, the FPL8cacators on the FLSA.

This may be completed on the Florida School Leaders Principal Leadership
Standards Inventory, when revision to the revised FPLS is completedluateon
planning includes the use of the-asdiessment and other data or evidaate
supports an issue as an improvement priority (e.g. School Improvement Plan,
student achievement data, prior evaluations, and eviderstenoicgyrocesses that
need work At the Initial Meeting, thelsool leader and evaluatoeet to discuss
expetations. Thevaluatouses data to provide feedback on strengths and growth
needs for the leader to consider in development of the Individual Leadership
Development PlafiLDP).

1 A Mid-year Progress Revisheld between the school leader and observer. During
this review the school leadgrrepared to provide a general overview of
actions/processes that apply to domains and proficiency indicators. Strengths and
progress are recognized and priority grovetisnare recognized. The FSLA
Feedback and Protocol Foiswsed to provide feedback on all indicators for which
there is sufficient evidence to rate proficiency. Any indicators which the evaluator
has identified for a specific status update are reviedvemnspecific feedback is
provided. Throughout the year, as evidence and observations are obtained that
generate specific and actionable feedback, it is provided in a timely manner through

faceto-face contact, FSLA feedback forms, email or telephanepmranda.
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1 A yearend neeting is held between the school leader ahétor in which the
FSLA scorés explained, and growth on specific targets is reviewed. Priority growth
issues that are identified as a result of the FSLA score and that shosiddredon
as a part of the next yeards I ndividual
Practice are reviewed.

The Deliberate Practice Growth Target form, as part of the state model, is used for the
Individual Leadership Development Plan. A§liiveda Sobl Leaders William Cecil Golden Leadership
Development Program Individual Leadership Deywlogeasis Riaised to reflect the Florida
Leadership Standards and contains the framework of Deliberate Practice, the Individual Professional
Leadership Plan on this resource will be utilized.

The districimonitoisthe implementation of these processeaith documentation of
signatures on the Individual Leadership Development Plan and on¥WeaMRreview Form by
the school leader and evaluator, and through documentation of the collection of evidence and
feedback. This documentation may be compikeg@antfolio by the school leader.

The criteria for assessing the imphptafessional developmentlude analysis of evaluation

results and student growth results. Professiomahggéor school leadersdeveloped with district

and individual needs they relate to the Florida Leadership Standards and proficiency areas and
indicators of the FSLAAnalysis of specific professional development activities that relate to

specific protiiencies and indicators dome to assess the impact on leadgpsbiiigciency and to

determine if targets were obéal. Districievel staffises data from evaluation results, student
performance, and the school improvement plan to assess impact and compile a comparison report.

Thisdata isused to plan for future prafgonal learning activities.
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Use of Performance Evaluation Results to Develop Professional Development Plans

The district uses approved performance evaluation instruments to identify professional
development needs of district educators, which also include school leaders. The district leadership
evaluation process is based upon the Florida Staff Developmerm Btatodards and utilizes
elements from thElorida Principal Leadership Stestddests performance data and other relevant
data. Results from summative evaluations are analyzed to identify professional development needs

andindividual LeadershiprRégnbe developed to target identified needs.

At the District level, in planning the content for profedsitava&lopment activities systerde

the following norexhaustive list of things may be included but not limited to:

District wide student perfoance data
District grade and ranking

District wide graduation rate

District Improvement and Assistance Plan
District Master Inservice Plan

District Strategic Plan

Florida Principal Leadership Standards

= =4 4 -4 -4 -5 -9

At the school levgh planning the content for pesfsionldevelopment activities systerde the

following norexhaustive list of contemiay be included but not limited to:

Research proven instructional strategies
Core content curriculum

Graduation rates

Promotion rates

Learning gains

Performance aisaggregated sgboups
Participation in accelerated courses
School grade

School Improvementdh

Summative teacher evaluation results

= =4 4 -4 -8 -8 _9_95_°9_-2°
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At the educator leyeh planning the content for professiahevelopment activities systerde
thefollowingadditionahon-exhaustive list girofessional development conteraty be included

but not limited to:

Summative teacher evaluation results
Schoolwide VAM score
Selfassessment

Identified priority growth issues

= =4 -4 A

Coordination of Evaluations, Schoolmprovement and Professional Development Planning,
Data Collection and Analysis, and Impact Monitoring

The District uses data from the evaluation systems, School Improvement Plssispptofe
development activitiesd other relevant data sources tuatathe impacton student
achievement. An analysis of this dathother relevant informatigused to assist in the
development ahe District Improvement Plamdto develoge d u ¢ @rbfessiand learning
activities.

Evaluation System Feedbdcand Continuous Improvement Processes

Using student data and evaluation results from the previous year to develop goals and
objectives for prossional development and impreutedent achieveant for the current school
year, Leadership Professidaelopment Plans (LPDP) are created during the first four weeks of
the school year. LPDPs discussed and decided upon by the administrator arsligesvisor.
This collaboration determirthe amount of professional developmentiitegeded to asst the
administrator in improvirntgeir professional practick a growth areisidentifiedat anytime
during the school year, the evaluator and the administrator establish formal and informal
conferences to clarify expectations, discuss and idepptyt strategies, and to establish
benchmarks for improvementhe purpose of this type of feedback and continuous improvement

process is to ensure tigadbwth areas are promptly identified and administrators are supported in
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ways that result in thentmued and/or improved academic achievement of all students. Annual
trainigshave been established to ensure all district evaluation systems are effectively implemented.
Monitoring and Evaluating the Evaluation System

As required in 1012.34{9)and subsection (6) of this rule, processes are established for
monitoring and evaluating the effectivenedswictevaluation systems. Respective evaluation
committees wikknnuallyeviewevaluation system#nnual reviews will consider recomraénds
from relevant stakeholders (e.g. evaluators, individuals evaluated, district administrators, negotiation
teamslegislative changes, et revise evaluation systems as ne@&imdsions to district
evaluation models are to be submitted to apptep-lorida Department of Education (FLDOE)
personnel by FLDOE specified deadlines (e.g. May 1 for 2012 revisions to teacher evaluation
models). Revisions to evaluation models are disallowed without appropriate district and FLDOE
approval.

All schoolleader, non classroom teacher, and abasteacher evaluations eoenpleted
no later than two weeks after the receipt of school performance data. District administrators
desigated by the Superintend@nty. Assistant Superintendent, Peedddinectes, K12 Director,
etc) monitor the timely completiari evaluation per the timelines outlimedach model. District
administrators designated by the Superintendent also morpenstnel file documentation of

all district evaluation§ee Tabl&5for the FSLA Seven Step Timeline.
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Table 15FSLA Seven Step Timeline

Step Description Occurrence
Step 1 Orientation Summer 2012
(June, July)
Step 2 Preevaluation Planning No Later Than
September 30
Step 3 Initial Meeting between Evaluadeel Evaluator No Later Than
October 30
Step 4 Monitoring, Data Collection, and Application to Practice On-going
Step 5 Mid-year Progress Review between Evaluatee and Evaluator No Later Than
February 28
Step 6 Consolidated Performance Assessment No Later Than
10 Days After Receipt of
Performance Data
Step 7 Yearend Meeting between Evaluatee and Evaluator No Later Than 20 Days
After Receipt of
Performance Data

XI. ANNUAL EVALUATION

School leaders and non classroom teachers are ewaoagdly. Should areas of
i mprovement become appar entinitiate & confeeence dyae thatv a |l u a
results in increased monitoring, collaborative development of training and support strategies,

revisions of individual profemsal plans, and peer assistance where appropriate.

Xll. REPORTING PROCE SSES THAT MEET THE R EQUIREMENTS OF
SUBSECTION (7) OF THIS RULE

All FloridaDepartment oEducatiorapproved district evaluation documents are pasted

http://www.gcps.k12.fl.us/ This website posting provides access to approved evaluation

components, including the FSLA evaluation model and the district narrative documenting
compliance with FLDOReview and Approval Checklist fomalsBertmnnel and School Administrator

Evaluation Systems

GCPS 2012 Pagel


http://www.gcps.k12.fl.us/

GADSDEN COUNTY SCHOOL LEADERS AND NON CLASSROOM TEWAIHER ION MODEL

Annual reports regarding the status of the district evaluation system implementation are
provided to the Superintendent and Governing School Board. These reports will entail an analysis
of evaliation systemddata as it relates tosthool leader/teachperformance and student
achievement data at each schooRitargeted professional development needs; 3) focus of district
resources including personnel and monetary; 4) revision of evaluation models; and 5) revision of key
district plans that directly or indireatiypactstudent achievement (e.g. District mepment Plan,

District Professional Development, and District Strategic Plan).

XIlI. SPECIAL PROCEDURES

Special evaluation procedures and criteria are necessary for the non classroom teacher
positions which include academic coaches, guidance cowarstlmeslia specialists. These
instructional positions consist of individuals classified as classroom teashessiobt
descriptiordoes not involve a substantial amount of direct classroom instruction nor does the level
of instructional leadershipeito the level @ school leadsuch as a school principal or an
assistant principaicademic coaches, guidance counselors, and media specialists are subject to the
criteria established under SB736 and therefore, their evaluation processes iate lgEdigmed
with the Florida Educator Accomplished Practices (FEAPS), Rbl@8RAF.A.C., or the Florida
Principal Leadership Standards (FPLS), ReBe088, F.A.C. The evaluation models for these
instructional categories also reflect contemporarg e ar ch as defined in Flo

Language of Instruction (found www.fldoe.org/profdev/pa.asmnd

www.floridaschoolleaders.Joamd they reflect research that is aligned with the purpose of the

Student Success Act (Section 1012.34 (a), At8gugh each evaluation model contains its

specific four domains, proficiencies, and indicators based on the current performaatepapprais
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SB736 and RTTT requirements, each evaluation tool will @dekotuing evaluatiqrerformance
leves:
1 Highly Effectived performance exceeds the criteria
1 Effectived performance meets the criteria
1 Needs Improvemerdperformance requires additb attention to assure an accepted level
of proficiency
1 Unsatisfactorg performance does not meet the criteria established.
Guidance Counselor
The foundation of services provided by Gad
belief trh@atanmd ogimiskednce promotes readiness for

Counseling and Guidance Framewaitkp://www.fldoe.org/workforce/programs/cd_guide.asp

Effective compiieensive guidance and counseling programs ajrssistegies that address
readiness for student achievement by focusing on readiness to learn, learning in the curriculum, and
measures of student achieveménn t hi s cont ext , uwidaree coundelorgi® al o0
to provide students with educational, personal and vocational counseling and to identify and
coordinate all available resources to empower students to reach their full potential.

As with the school | eddabsdGavdhoati €Gonuhnee
tool consists of four domair3omain 1- Student Achievemempmain 2- Instructional Suppart
Domain 3- Organizational Leadership, &wmain 4- Professional and Ethical Behavidrable
16summarizes how the Guidance Counselor evaluation domangsuaied into the following

proficiency and indicators.
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Table 16Summary of Guidance Counselor Evaluation Domains

Domain

Proficiency Areas

Indicators

Domain 1: Student
Achievement
(20%)

PA 16 Planning/Preparation

PA 20 Intervention/Direct Service

PA 306 Student
Growth/Achievement

1.1 Development of Guidance Programs

1.2 Establishment of Short and Long Range
Plans

1.3 Communication of Goals and Services

1.4 Establishment of Priorities fBtudent
Services

2.1 Provide Counseling

2.2 Recognition of Cultural Differences

2.3 Recognition of Student Distress

2.4 Student and Parent Orientation

2.5 Provision of Interventions for Aisk
Students

2.6 Implementation of Programs for Career
Awareness

3.1 Review of StudefRecords and Indicators
3.2 Collaboration with Others

Domain 2: Instructional
Support
(40%)

PA 40 Collaboration

PA 50 Staff Development

4.1Consult with Students, Parefitsachers
and Others

4.2Work Effectively with Parents

4.3Serve as Advocate fBtudents

5.1Establish Effective Working Relationship
5.2Conference with Others

Domain 3: Organizational
Leadership
(20%)

PA 606 Administrative/Managemel,

PA 73 Assessment/Evaluation

6.1 Review, Evaluate, and Select Support
Materials

6.2 Implement Schoakide Counseling Servic
and Activities

6.3 Establish an Environment for Effective
Counseling

6.4 Establish and Follow Intervention
Procedures

6.5 Maintain Student Records

6.6 Participate in Schewide Events

6.7 Use Technology Resourgéfectively

7.1Demonstrate Assessment Knowledge
7.2Coordinate Testing

7.3Communicate Regarding Assessment
7.4Exercise Confidentiality

7.5Use Relevant Assessment Data
7.6Evaluate Counseling Program Objective

Domain 4: Professional and
EthicalBehaviors
(20%)

PA 80 Professional Responsibiliti

8.1 Model and Maintain High Professional
Standards

8.2 Identify Student/School Issues

8.3 Use Positive Interpersonal Skills

8.4 Prepare Reports and Maintain Records

8.5 Perform Other Duties as Assigned
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The above domains, proficiency areas, and indicators constitute the Gadsden Guidance
Counselor Assessment (GGCA) score and 80% of the Guidance Professional Practice score. As
with the Florida School Leaders Assessment (FSLA) model, guidance caerzssigrsea a
Deliberate Practice (DR)ose(calculated the same as the FSLA matieth represents 20% of
the Guidance Professional Practice s¢are.i d a n ¢ e StudantrGsoe/th Measui@ score is
alsocalculated using the same methodalbgghod leaders ithe FSLA modelDiagram 2
summarizes the Gadsden Guidance Counselor Assessment Model scoring categories.

Diagram 2:Gadsden Guidance Counselor Assessment Mod&toring Summary

Guidance Counselor Deliberate SchoolwideLearningains
Assessment Score PracticeScore (100%)
(80%) (20%)
Guidance Professional Practice Score Guidance Student Growth Measure Scor:
(50%) 50%

l

Overall Gadsden Guidance Counselor Evaluation Score

See section VII for more sgacinformation regardin@e cut scores and calculation of the overall
evaluation.
Media Specialist

The core belief of GCPSD is that public education should provideumdid learning
experiences for all children. Thus, the rationale driving the Gadsden County Library Media Specialist
Evaluation Model is to shape, form, and improve library mediegsrémensure that studesutsi
staff are provided access to highly effective library media programs that ensure that students become

effective users of ideas and information.
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Following the three core principles of the Florida Educator Accomplrsictides,
Gadsden County School District library media specialists create a culture of high expectations for all
students by promoting the i mportance of educa
achievement. Library media specialists will ussHitie to design and align library media curricula
to the State and Common Core Standards. Media specialists are responsible for planning,
organizing, and administering a highly effective library media program and for supporting school
wide efforts tamprove reading proficiency. Consequently, the Media Specialists Growth Measure
Score is based on schaade reading gains.

As with the school | eadersd evaluation too
consists of four domains: DomainStudent Achievement, DomainlBstructional Support,
Domain 3- Organizational Leadership, and DomaiR¢bfessional and Ethical Behavidrable
l17summari zes how the Media Specialistsd evalua

proficiencyand indicators.

GCPS 2012 Pageq



GADSDEN COUNTY SCHOOL LEADERS AND NON CLASSROOM TEWAIHER ION MODEL

Table 17Summary of Media Specialist Evaluation Domains

Domain Proficiency Areas Indicators
Domain 1: Student PA 106 Planning/Preparation 1.1 Development of short and long range goals
Achievement objectives

(20%)

PA 26 Intervention/Direct Service

PA 306 Student
Growth/Achievement

1.2 Plan with teachers and instructional leaders
1.3 Develop schedules and organize resources
1.4 Review and support the School Improvemer

Plan

2.1 Teach library media skills

2.2 Provide instructionn the use of media
resources, services, and equipment

2.3 Provide reference assistance

2.4 Enhance the application of critical, creative,
evaluative thinking capabilities

2.5 Apply principles of learning and effective
teaching

2.6 Recognize overt indicators of studgistress of
abuse

3.1 Conduct effective media services program
3.2 Provide appropriate educational opportunitie

Domain 2: Instructional

PA 40 Collaboration

4.1 Collaborate with teachers

Support 4.2 Participate iourriculum planning and
(40%) development
4.3 Implement an effective public relations progn
4.4 Developelationships with other library,
education, and information agencies
PA 50 Staff Development 5.1Establish a collection of current professional
resources
5.2Train faculty in usef media resources
5.3Update professional skills and knowledge
Domain 3: PA 608 Administrative/Managemel 6.1 Develop and implement policies and proced
Organizational 6.2 Administer the medignter budget
Leadership 6.3 Maintain complete and accurate records
(20%) 6.4 Assign, instruct, and supervise support staff

PA 73 Assessment/Evaluation

6.5 Coordinate the acquisition of media resource

6.6 Provide for use of current technologies

6.7 Facilitate the use and maintenance of media
centemmaterials and equipment

7.1Solicit ongoing feedback

7.2Establish a system of records for evaluating
media materials and equipment

7.3Assist with testing responsibilities

Domain 4: Professional
and Ethical Behaviors
(20%)

PA 80 ProfessiondResponsibilities

8.1 Model and maintain high professional standd

8.2 Complete required reports

8.3 Set high standards and expectations

8.4 Support school improvement initiatives, servi
and programs

8.5 Contribute to the overall mission of the scho

8.6 Perform duties as assigned

GCPS 2012 Page



GADSDEN COUNTY SCHOOL LEADERS AND NON CLASSROOM TEWAIHER ION MODEL

The above domains, proficiency areas, and indicators constitute the Kedsden
Specialists Assessment (@lYiI§&ore and 80% of tivedia Specialiggsofessional Practice score.
As with the Florida School Leaders Assessment (FSLA) medial specialisise assigned a
Deliberate Practice (DP) score (calculated the same as the FSLA model, which represents 20% of
theMedia Specialig&actice scoreMe d i a S ftadent GrowthdMieasuie score is also
calculated using the same methodology of school leaders in the FSLRiagrdeh 3

summarizes the Gadsddre d i a S Assessmarit Mosldl sdring categories.

Diagram 3 GadsdenMedia Specialsts Assessment Model Scoring Summary

Media Specialistssessment Deliberate SchoolwideReading>ains
Score Practice Scort (100%)
(80%) (20%)

' v

Media Specialigsofessional Practice Scor Media Specialisiudent Growth Measure Sci
(50%) 50%

l

Overall GadsdenMedia SpecialistEvaluation Score

See section VII for more specific information regarding the cut scores and calculation of the overall
evaluation.
Academic Coach

The core belief of Gadsden County Public School District puthiet education should
provide wetrounded learning experiences for all children. Consequently, the rationale driving the
Gadsden County Academic Coach Evaluation Model is to improve and sustain student achievement
by promoting a culture for learningrtolude all stakeholders, by enhancing and refining instruction
and intervention, providing targeted instructional coaching using the gradual release model, and

building capacity for instructional practices across the curriculum.
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Research indicates thaaches are effective when their role is clearly defined as primarily
working with teachers to provide embedded professional development, when that role is supported
by the administration of the school and ongoing professional development pertainialg tofthe
the coach, and the coach carries out the responsibilities with exfestis®ach is a stable
resource for Professional Development throughout the school to generate improvement in all
content areas thus impacting student achievement.

Gadsden rathree categories of academic coaches: reading, mathematics, and science. The
job goals of academic coaches include but are not limited to the following:

1 Providing expertise and support in the planning, implementation, and evaluation of assigned
curricuh, program, or service areas i n accorda
objectives.

1 Assisting teachers by modeling best practices and/or lessons.

1 Assisting teachers with the implementation of grants and school site or district plan
requiremets (e.g. District Reading Plan, District Improvement Plan, School Improvement
Plan, etc.).

1 Assisting teachers with the implementation of new curricula.

1 Providing staff development and resources to teachers.

T Evaluating student sdorhaocedatat i ve and summat i

1 Facilitating the development and implementation of instructional calendars.

1 Facilitating the development of intervention and support programs for students.

As with the school | e a dAxadenic Coach&&daluaiani on t oo
tool consists ahefour domains: Domain-I1Student Achievement, DomainIgstructional

Support, Domain 30rganizational Leadership, and DomaiRrbfessional and Ethical
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Behaviors.Table 1&ummarizes how theademic Coachesaluation domaimse organized into
the following proficiency and indicators.

Table 18: Summary of Academic Coaches Evaluation Domains

Domain Proficiency Areas Indicators

Domain 1: Student | PA 10 Student Growth/Achievemen 1.1 Conduct Curricula, program, or service area
Achievement ways that ensure student growth and

(20%) achievement

1.2 Coach teachers to facilitate changes in
instructional practices

PA 2 8 Assessment/Evaluation 2.1 Develop and assist teacher use of assessme
strategies

2.2 Interpret and uséata

2.3 Assist school personnel in the collection, ang
and use of data

2.4 Evaluate assigned area of responsibility

2.5 Communicate evaluation results

2.6 Solicit evaluation of curricula, programs, or

services
2.7 Use evaluation results to improve programs (¢
services
Domain 2: PA 308 Planning/Preparation 3.1 Develop short and long range plans
Instructional Suppor 3.2 Definegoals and objectives
(40%) 3.3 Plan with teachers and administrators

3.4 Identify specific intended outcomes

3.5 Revise curricula, programs, and services

3.6 Plan and prepare programs and activities

3.7 Serve on school/district committees

3.8 Plan and prepare strategies and support

3.9 Select, develop, modify, and/or adapt materig
and resources

3.10 Participate in planning use of educational
facilities

PA 48 Administrative/Management | 4.1Establish and maintain positive, organized, ar|
safe environment

4.2Establish andhaintain effective and efficient
record keeping procedures

4.3Use technology effectively

4.4Manage time effectively

4 5Assist teachers in establishing routines and
procedures for working with students

4.6Develop routines and efficient techniques

4.7Manage materials and equipment effectively

4.8Assist in identifying program or service needs

PA 58 Intervention/Direct Services | 5.1Demonstrate knowledge and understanding o
assigned curricula, program or service area
5.2Provide assistance and coordination in curricy
development, aligrent, implementation, and

evaluation
5.3Model principles of learning and effective teag
5.4Assist school administrators and teachers in
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PA 60 Staff Development

understanding programs and implications for
instructional practice

5.5Model use of a variety of instructionaltstyies
appropriate for teaching

5.6Disseminate and interpret current trends and
research related to curricula and instruction

5.7Use appropriate materials, technology, and
resources to help teachers

5.8Assist teachers in providing appropriate
instructon and modifications for students

5.9Provide support and assistance to teachers

5.10Facilitate the implementation of programs,
activities, and strategies

6.1Plan, implement, and evaluatedrvice

6.2Engage in continuous improvement of
professionaknowledge and skills

6.3Assist others in acquiring knowledge and
understanding

6.4Keep abreast of development in instructional
methodology, learning theory, curricula trendg
and content

6.5Conduct a personal assessment periodically t
determine profesmal development needs

Domain 3:
Organizational
Leadership
(20%)

PA 76 Collaboration

PA 806 Decision Making

7.1 Communicate effectively

7.2 Interact with others to support school and Dis
priorities

7.3 Provide accurate and timely information

7.4 Work with teachers and other professional
educators

8.1Gives priority attention to decisions that impad
the quality of student learning and teacher
proficiency

8.2Uses critical thinking and problem solving
techniques

8.3Employs effective technaglp integration

Domain 4:
Professional and
Ethical Behaviors
(20%)

PA 90 Professional Responsibilities|

PA 108 Assessment and Other
Services

9.1 Act in a professional and ethical manner

9.2 Perform all assigned duties

9.3 Demonstrate attention poinctuality, attendance
records, and reports

9.4 Maintain confidentiality

9.5 Comply with policies, procedures, and progra

9.6 Support school improvement initiatives

9.7 Perform other incidental tasks

10.1Use adopted performance appraisal systems

10.2Accurate and timely completion of reports

10.3Completion of required professional
development services

10.4Analyzing and reporting results of the Schoo
| mprovement Teamsd ef
performance

10.5Assist in establishing and maintainirsitive
collaborative relationships
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The above domains, proficiency areas, and indicators constitute the Gadsden Academic
Coaches Assessment (GACA) score and 80% of the Academic Coaches Professional Practice score.
As with the Florida School Lead&ssessment (FSLA) model, academic coaches are assigned a
Deliberate Practice (DP) score (calculated the same as the FSLA model, which represents 20% of
the Academic Coaches Practice score. Academi
calculatedsing the same methodology of school leaders in the FSLA model. Diagram 4
summarizes the Gadsden Academic Coaches Assessment Model scoring categories.

Diagram 4: GadsderAcademic CoachesAssessment Model Scoring Summary
Academic Coaches Assessn  Deliberate Schoolwide Content Specific Gains (Readir

Score Practice Scort Math or Science)
(80%) (20%) (100%)

v v

Academic Coaches Professional Practice € Academic Coaches Student Growth Measi
(50%) Score
50%

Overall Gadsden Academic Coachdsvaluation Score

See section VII for more specific information regarding the cut scores and calculation of the overall

evaluation.
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APPENDIX A

CHAPTER 6.00 T HUMAN RESOURCES

ASSESSMENT OF EMPLOYEES 6.40

Pursuant to Senate Bill 736 the Superintendent shall develop or select personnel performance
assessment systems for all staff.

Each member of the staff shall receive an annual evaluation by his immediate administrative
supervisor. The purpose of the evaluation shall be to improve the services of personnel in all
departments. The administrative supervisors and department heads shall use the evaluation
form provided by the Superintendent.

QA copy of each employeebs evaluation report
office.

2)The assessment of all employees shall be based
by his/her immediate supervisor and shall be made at least once each year prior to re-
appointment.

(3) The Superintendent shall arrange for the assessment of all principals, supervisors and
administrative personnel as required by law.

9 Differentiation among four levels of performance i (1) highly effective, (2) effective, (3)
needs improvement/developing, and (4) unsatisfactory.

1 At least 50% of the evaluation will be based on student learning growth assessed
annually and measured by statewide assessments or for subjects not measured by
statewide assessments, by district assessments in s.1008.22(8), F.S.

1 The student learning growth portion of the evaluation for administrators will include
growth data for students assigned to the school over the course of at least three years. If
less than three years of data are available, the years for which data are available will be
used and the percentage of the evaluation based upon student learning growth will be
reduced to not less than 40 percent.

(4) The principal and/or administrator supervising personnel shall arrange for the assessment of
all employees under his supervision as required by law.

9 Differentiation among four levels of performance i (1) highly effective, (2) effective, (3)
needs improvement/developing, and (4) unsatisfactory.

1 At least 50% of the evaluation will be based on student learning growth assessed
annually and measured by statewide assessments or for subjects not measured by
statewide assessments, by district assessments in s.1008.22(8), F.S.
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1 The student learning growth portion of the evaluation for classroom teachers will include
growth data for students assigned to them over the course of at least three years. If less
than three years of data are available, the years for which data are available will be used
and the percentage of the evaluation based upon student learning growth will be
reduced to not less than 40 percent.

i Statewide assessment data for three years of students assigned to instructional non-
classroom personnel wild/ account for 30
three years of data are available; and 20 percent of the evaluation if less than three
years of data is available. Other measurable student outcomes and professional
practices will account for the remainder of non-classroom personnel evaluations.

(5) Prior to preparing the written report of the assessment, the individual being assessed shall
be informed as to the criteria and the procedure to be used.

(6) The written report of the assessment shall be reviewed with the employee and discussed
with him/her by the person who made the assessment.

(7) An employee may respond to an assessment in the manner provided by law or other
approved procedures.

STATUTORY AUTHORITY: 1001.41, 1012.22, 1012.23, F. S.

LAWS IMPLEMENTED: 1001.43, 1008.36, 1012.22,
1012.27,1012.34, F. S.

HISTORY: ADOPTED:

REVISION DATE(S): 9/15/02
FORMERLY: 4.120; 5.105
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APPENDIX B

THE FLORIDA SENATE
2011 $YIMMARY OF LEGISLATION PASSED

Committee on Education Prek i 12

CS/CS/SB 736 0 Educational Personnel
by Budget Committee; Education Pke12 Committee; and Senators Wise, Lynn, Gaetz, and
Hays

This bill (Chapter 2011, L.O.F.) revises the evaluation, compensation, and employment

practices for classroom teachers, other instructional personnel, and stingosaators to
refocus the education system on what is best
successful Race to the Top application to which 62 of the 67 school districts and 53 local unions
have supported and agreed to implement.

Performane Evaluations

The current evaluation system for classroom teachers, other instructional personnel, and school
administrators relies on a completely subjective review and does not sufficiently, if at all, take

the performance of students into consideraitiotletermining the effectiveness of instructional

staff and school leaders. The bill revises the evaluation system to focus on student performance.
For instructional personnel who are not classroom teachers, a school district may include specific
job-performance expectations related to student support and use growth data and other
measurable student outcomes specific to the i
accounts for at least 30 percent of the evaluation.

Performance of Students

The bill reinforces Race to the Top, which requires 50 percent of the evaluation for classroom
teachers and other instructional personnel to be based on student performance for students
assigned to them over ay8ar period. The bill specifies that 50 percent stlaool
administratords evaluation is based upon the
over a 3year period.

If less than 3 years of student growth data is available for an evaluation, the district must include
the years for which data @&vailable and may reduce the percentage of the evaluation based on
student growth to not less than 40 percent for classroom teachers and school administrators and
not less than 20 percent for other instructional personnel.

Learning Growth Model

TheCommissioner of Education would establish a learning growth model for the Florida
Comprehensive Assessment (FCAT) and other statewide assessments to measure the

effectiveness of a classroom teacher or school administrator based on what a student &earns. Th
model would use the studentds prior performan
a teacherds control, such as a studentbés atte
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However, the model may n o tsgenhderkrace,iethnicity,oc onsi der
socioeconomic status.

School districts are required to measure student learning growth based on the performance of
students on the statequired assessments for classroom teachers, other instructional personnel,

and schooldmi ni strator evalwuations. School di stric
learning growth model for FCATelated courses beginning in the 28012 school year.

School districts must use comparable measures of student growth for other gradeseatsl subj

with the departmentds assistance, if needed.
alternatives to the growth measure if justified.

Evaluation Criteria

The remainder of a classroom teacdeaendds eval ua
professional responsibilities. School districts may use peer review as part of the evaluation. The
evaluation system must differentiate among four levels: highly effective; effective; needs
improvement or, for instructional personnel in the fisee years of employment who need
improvement, developing; and unsatisfactory. The Commissioner of Education would be

required to consult with instructional personnel, school administrators, education stakeholders,

and experts in developing the performalaels for the evaluation system.

For instructional personnel who are not classroom teachers, the remainder of the evaluation

would consist of instructional practice and professional responsibilities, and may include specific

job expectations related ttuslent support.

The remainder of a school administratorodos eva
of effective or highly effective teachers, improvement in the percentage of classroom teachers
evaluated at the effective or highly effectlegel, other leadership practices that result in

improved student outcomes, and professional responsibilities.

School districts, beginning with the 202815 school year, must administer local assessments
that are aligned to the standards and measurerstuthstery of the content. The school district
can use statewide assessments, other standardized assessments, industry certification
examinations, or distriadeveloped or selected enflcourse assessments.

Until July 1, 2015, a district that has notglamented an assessment for a course or has not

adopted a comparable measure of student growth may use two alternative growth measures to
determine a classroom teacheroés student perfo
or measurable learningrtgets in the school improvement plan. Additionally, a district school
superintendent may assign to an instructional
students on statewide assessments.

The bill requires newly hired teachers to be evaluatéehat twice in the first year of teaching.
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Performance Pay

The current salary system is divorced from the effectiveness of the classroom teacher, other
instructional personnel, or school administrators. Instead, salary decisions are made on the basi
of longevity. The bill comports with Race to the Top by tying the most significant gains in salary
to effectiveness demonstrated under the evaluation.

Beginning with instructional personnel or school administrdioesi on or after July 1, 2014,
theeval uation will det er mi ralaryiacrease.lkisalariedafal 0 s
guality teachers, other instructional personnel, and s@ubninistrators would grow more

quickly, while those of poor performing employees would not.

The new skary schedule would require a base salary scleefdulclassroom teachers, other
instructional personnel, and school administrators with the following salary increases:

1 An employee who is highly effective, as determined by his or her evaluation, would
reeive a salary increase that must be greater than the highest annual salary adjustment
available to that individual through any other salary schedule adopted by the school
district.

1 An employee who is effective, as determined by his or her evaluation, vezelide a
salary increase between 50 and 75 percent of the annual salary increase provided to a
highly effective employee.

1 An employee under any other performance rating would not be eligible for a salary
increase.

Current instructional personnel and sshadministrators could remain on their existing salary
schedule, as long as they remain employed by the school disthiatve an authorized leave of
absence. They may also opt to participate in the new performsalasyg schedule, but the option
is irrevocable. Current instructional personnel who want toentoxthe new performance salary
schedule would relinquish their professional service contract.

The bill is consistent with Race to the Top by requiring school districts to provide opportunities
for instructional personnel and school administrators to earn additional salary supplements for
assignment to a high priority location (e.g., an eligible Titlehbst or lowperforming school),
certification and teaching in critical teacher shortage areassignment of additional academic
responsibilities.

Beginning with instructional personnel hired on or after July 1, 2011, a district school board may
not use advanced degrees in setting the salary schedule unladsaheed degree is held in the
indvi dual 6s areas of <certification.

el

When budget constraints |imit a school boardbo

the bill prohibits the school board from disproportionately reducing performance pay schedules.
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Employment

The currensystem requires school districts to award tenure to a teacher after as little as three
years of teaching. This employment i s automat
with unsatisfactory performance. It takes two or more years to terminateféective teacher.

Tenure protects ineffective instructional personnel at the expéssadents. The bill furthers

the goals of Race to the Top by basing employment decisiotie @valuation of instructional

personnel.

The bill eliminates tenure witthe exception for those instructional personnel who already
possess a professional service contract or continuing contrsietadl, instructional personnel
without tenure would be employed on an annual contrageauio renewal by the district
schoolboard. This provision is designed to give school districts greater flexibility in meeting
student instructional needs by retaining effective employees and quickly removing poor
performing employees.

The probationary contract is extended from 97 daysm&year An employee on a probationary
contract may resign or be dismissed without creating a breach of the contract.

Upon successful completion of a probationary contract, a classroom teacher may receive an
annual contract. This includes instructionatgpnnel who move from another state or district.
Instructional personnel may receive an annual contract if he or she:

1 Holds a temporary or professional certificate as prescribed by s. 1012.56, F.S., and State
Board of Education rules; and

1 Is recommendely the superintendent for the contract and approved by the district
school board.

A school district may renew an annual contract; however, a district would be prohibited from
renewing an annual contract if the individual receives:

1 Two consecutiveinsatisfactory evaluations;

1 Two unsatisfactory evaluations within ay8ar period; or

1 Three consecutive needs improvement or a combination of unsatisfactory and needs
improvement evaluations.

Instructional personnel with an annual contract may be suspendémissed for just cause. If
charges against an employee are not sustained, he or she would be immediately reinstated with
back pay.

Instructional personnel who are currently on professional goricontinuing contracts would
retain their statusniess the individual receives two consecutimsatisfactory evaluations, two
unsatisfactory evaluations within ayBar period, or theeconsecutive needs improvement
evaluations or a combination of unsatisfactory and neegsivement evaluations. In tha
situation, a school district is not required to automatically renevptbfessional service contract
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or continuing contract. Likewise, the above evaluation resudtdd constitute just cause for
terminating a professional service or continuing contract

Performance evaluation results would also be used in making decisions related to the transfer and
placement of employees and workforce reductions. Spaltyfj the bill repeals last ifirst out

(LIFO) policies that basestention decisionson senigtit nst ead, the individua
wi || i nform the school districtdés retention d

Finally, each school district must annually report to the parent of a student who is assigned to a
classroom teacher or school administrator with ¢éeaesecutive unsatisfactory evaluations, two
unsatisfactory evaluations within ay8ar period, or three consecutive needs improvement or a
combination of unsatisfactory or needs improvement.

Other

The bill holds charter schools to the same standarchas ptiblic schools with respect to
performance evaluations for instructional personnel and school administrators, assessments,
performance pay and salary schedules, and workforce reductions.

For school districts that received an exemption under Race fooin, the bill grants an annual
renewable exemption to the requirements for performance pay and the weight given to student
growth in performance evaluations, provided specific criteria are met. The exemption sunsets
August 1, 2017, unless reenacted kg ltlegislature.

I n conformance with the billdés new contractin
general laws of local application regarding contracting provisions for instructional personnel and
school administrators in public schools.

These provisions were approved by the Governor and take effect July 1, 2011, except as
otherwise provided.

Vote: Senate 262; House 889
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APPENDIX C
Florida Principal Leadership Standards

Purpose and Structure of the Standards

Purpose The Standards are set forth in rule as F
administrators. The Standards are based on contemporary research @imewisional school

leadership, and represent skill sets and knowledge bases needed iveestduiols. The

Standards form the foundation for school leader personnel evaluations and professional

development systems, school leadership preparation programs, and educator certification
requirements.

Structure There are ten Standards grouped a#tegories, which can be considered domains of
effective leadershipEach Standard has a title and includes, as necessary, descriptors that further
clarify or define the Standard, so that the Standards may be developed further into leadership
curricula anl proficiency assessments in fulfillment of their purposes.

Domain 1: Student Achievement:

Standard 1: Student Learning Results

Effective school | eaders achieve results on t
a. The school 6s | ear rei /g ag eadlss aarog tleas esd ualre ntt
and the districtés adopted curricula; and

b. Student learning results are evidenced by the student performance and growth on
statewide assessments; distdetermined assessments that are implemented by the
district under Section 1008.22, F.S.; international assessments; and other indicators of
student success adopted by the district and state.

Standard 2: Student Learning as a Priority.

Effective school leaders demonstrate that student learning is their top pnity through
leadership actions that build and support a learning organization focused on student
successThe leader:

Enables faculty and staff to work as a system focused on student learning;

Maintains a school climate that supports student engagemieirning;

Generates high expectations for learning growth by all students; and

Engages faculty and staff in efforts to close learning performance gaps among student
subgroups within the school.

oo op

Domain 2: Instructional Leadership:

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

a. Implements the Florida Educator Accomplished Practices as described in Rbl@6&A\
F.A.C. through a common language of instruction;

b. Engages in data analysis for instructional planning and improvement;

c. Communicates the relationships among academic standards, effective instruction, and
student performance;

d I mpl ements the districtos adopted curricul
manner that is rigorous and culturally relevant to the stedemd school; and

e. Ensures the appropriate use of high quality formative and interim assessments aligned
with the adopted standards and curricula.

Standard 4: Faculty Development
Effective school leaders recruit, retain and develop an effective and drge faculty and
staff. The leader:

a. Generates a focus on student and professional learning in the school that is clearly linked
to the systenrwide strategic objectives and the school improvement plan;

b. Evaluates, monitors, and provides timely feedbadladcalty on the effectiveness of
instruction;

c. Employs a faculty with the instructional proficiencies needed for the school population
served,;

d. Identifies faculty instructional proficiency needs, including standbesg®d content,
researckbased pedagogyath analysis for instructional planning and improvement, and
the use of instructional technology;

e. Implements professional learning that enables faculty to deliver culturally relevant and
differentiated instruction; and

f. Provides resources and time andages faculty in effective individual and collaborative
professional learning throughout the school year.

Standard 5: Learning Environment.
Effective school leaders structure and monitor a school learning environment that
improves learning forallof Flor i daés di ver se . Bheleadlessnt popul ati o

a. Maintains a safe, respectful and inclusive stuadentered learning environment that is
focused on equitable opportunities for learning and building a foundation for a fulfilling
life in a democratic societgnd global economy;
b. Recognizes and uses diversity as an asset in the development and implementation of
procedures and practices that motivate all students and improve student learning;
c. Promotes school and classroom practices that validate and vallsgiseaiand
differences among students;
d. Provides recurring monitoring and feedback on the quality of the learning environment;
e.lnitiates and supports continuous i mprovem
opportunities for success and wiéing.
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f.

Engages faculty in recognizing and understanding cultural and developmental issues
related to student learning by identifying and addressing strategies to minimize and/or
eliminate achievement gaps.

Domain 3: Organizational Leadership

Standard 6: DecisionMaking .
Effective school leaders employ and monitor a decisiemaking process that is based on
vision, mission and improvement priorities using facts and datal' he leader:

a.

Gives priority attention to decisions that impact the quality of student |gganich

teacher proficiency;

Uses critical thinking and problem solving techniques to define problems and identify
solutions;

Evaluates decisions for effectiveness, equity, intended and actual outcome; implements
follow-up actions; and revises as needed;

Empowers others and distributes leadership when appropriate; and

Uses effective technology integration to enhance decision making and efficiency
throughout the school.

Standard 7: Leadership Development
Effective school leaders actively cultivate, symrt, and develop other leaders within the
organization. The leader:

apop

Identifies and cultivates potential and emerging leaders;

Provides evidence of delegation and trust in subordinate leaders;

Plans for succession management in key positions;

Promotesedacherleadership functions focused on instructional proficiency and student
learning; and

Develops sustainable and supportive relationships between school leaders, parents,
community, higher education and business leaders.

Standard 8: School Management

Effective school leaders manage the organization, operations, and facilities in ways that
maximize the use of resources to promote a safe, efficient, legal, and effective learning
environment. The leader:

a.
b.
C.

Organizes time, tasks and projects effectivelhwiear objectives and coherent plans;
Establishes appropriate deadlines for him/herself and the entire organization;
Manages schedules, delegates, and allocates resources to promote collegial efforts in
school improvement and faculty development; and

Is fiscally responsible and maximizes the impact of fiscal resources on instructional
priorities.
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Standard 9: Communication.

Effective school leaders practice twavay communications and use appropriate oral,
written, and electronic communication and cdlboration skills to accomplish school and
system goals by building and maintaining relationships with students, faculty, parents, and
community. The leader:

a. Actively listens to and learns from students, staff, parents, and community stakeholders;

b. Recognizes individuals for effective performance;

c. Communicates student expectations and performance information to students, parents,
and community;

d. Maintains high visibility at school and in the community and regularly engages
stakeholders in the work the school;

e. Creates opportunities within the school to engage students, faculty, parents, and
community stakeholders in constructive conversations about important school issues.

f. Utilizes appropriate technologies for communication and collaboration; and

g. Ensures faculty receives timely information about student learning requirements,
academic standards, and all other local state and federal administrative requirements and
decisions.

Domain 4: Professional and Ethical Behavior:

Standard 10: Professionaland Ethical Behaviors
Effective school leaders demonstrate personal and professional behaviors consistent with
guality practices in education and as a community leaderThe leader:

a. Adheres to the Code of Ethics and the Principles of Professional Cdodtrat
Education Profession in Florida, pursuant to Rulesl6®1 and 6BL.006, F.A.C.

b. Demonstrates resiliency by staying focused on the school vision and reacting
constructively to the barriers to success that include disagreement and dissent with
leadership;

c. Demonstrates a commitment to the success of all students, identifying barriers and their
impact on the welbeing of the school, families, and local community;

d. Engages in professional learning that improves professional practice in alignnient wit
the needs of the school system; and

e. Demonstrates willingness to admit error and learn from it;

Demonstrates explicit improvement in specific performance areas based on previous

evaluations and formative feedback.

-

SBE Rule 6A5.080 Revised November 12011
Rulemaking Authority 1001.02, 1012.34, 1012.55, 1012.986 FS.
Law Implemented 1012.55, 1012.986, 1012384 History New 524-05, Formerly 6B5.0012, Amended
11-1511.
https://www.flordaschoolleaders.org/fpls.aspx
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APPENDIX D

6A-5.065 The Educator Accomplished Practices.
The twelve essential practices of effective teaching are:
(1) Accomplished Practice OrieAssessment.

(a) Accomplished level. The accomplished teacher asesssment strategies (traditional and alternate) to assist
the continuous development of the learner.

(b) Professional level. The professional teacher continually reviews and assesses data gathered from a variety of
sources. These sources can include,dhatl not be limited to, pretests, standardized tests, portfolios, anecdotal
records, case studies, subject area inventories, cumulative records, and student services information. The
professional teacher devel ops tg dognitivs, tsacidle limguidtis, culturtag t r uc t i
emotional, and physical needs.

(c) Preprofessional level. The preprofessional teacher collects and uses data gathered from a variety of sources.
These sources will include both traditional and alternative stestegurthermore, the teacher can identify and
match the studentdés instructional plan with their cogni

(2) Accomplished Practice TwioCommunication.

(a) Accomplished level. The accomplishiedcher uses effective communication techniques with students and
all other stakeholders.

(b) Professional level. The professional teacher constantly seeks to create a classroom that is accepting, yet
businesslike, on task, and produces results. Shefhenaaicates to all students high expectations for learning, and
supports, encourages and gives positive and fair feedback about their learning efforts. This teacher models good
communication skills and creates an atmosphere in the classroom that encowrtagésespect and appreciation of
different cultures, linguistic backgrounds, learning styles, and abilities.

(c) Preprofessional level. The preprofessional teacher recognizes the need for effective communication in the
classroom and is in the processofjuiring techniques which she/he will use in the classroom.

(3) Accomplished Practice ThréeContinuous Improvement.

(a) Accomplished level. The accomplished teacher engages in continuous professional quality improvement for
self and school.

(b) Professional level. The professional teacher recognizes the need to strengthen her/his teaching through self
reflection and commitment to If®ng learning. The teacher becomes aware of and is familiar with the School
| mprovement Pl annuedprofessidna anprovemerit & characterizéd by participation in inservice,
participation in school/community committees, and designing and meeting the goals of a professional development
plan.

(c) Preprofessional level. The preprofessional teacherzesathat she/he is in the initial stages of albfeg
learning process and that self reflection is one of the key components of that process. While her/his concentration is,
of necessity, inward and personal, the role of colleagues and dudsr impreement activities increase as time
passes. The teacherds continued professional i mpr oveme
colleagues and teammates, and meeting the goals of a personal professional development plan.

(4) Accomplisted Practice Fouir Critical Thinking.
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(a) Accomplished level. The accomplished teacher uses appropriate techniques and strategies which promote
and enhance critical, creative, and evaluative thinking capabilities of students.

(b) Professional level. The giessional teacher will use a variety of performance assessment techniques and
strategies that measure higher order thinking skills in students and can provide realistic projects and problem solving
activities which will enable all students to demonstthgdr ability to think creatively.

(c) Preprofessional level. The preprofessional teacher is acquiring performance assessment techniques and
strategies that measure higher order thinking skills in students and is building a repertoire of realisticamabjects
problem solving activities designed to assist all students in demonstrating their ability to think creatively.

(5) Accomplished Practice FiveDiversity.

(a) Accomplished level. The accomplished teacher uses teaching and learning strategiesecthagacdf
studentbés culture, | ear reconanmicbackgrbueds, speci al needs, and

(b) Professional level. The professional teacher establishes-takiak environment which accepts and fosters
diversity. The teacher must demonstrate knowledggaoied cultures by practices such as conflict resolution,
mediation, creating a climate of openness, inquiry and support.

(c) Preprofessional level. The preprofessional teacher establishes a comfortable environment which accepts and
fosters diversity. Té teacher must demonstrate knowledge and awareness of varied cultures. The teacher creates a
climate of openness, inquiry, and support by practicing strategies as acceptance, tolerance, resolution, and
mediation.

(6) Accomplished Practice SixEthics.

(a) Accomplished level. The accomplished teacher adheres to the Code of Ethics and Principles of Professional
Conduct of the Education Profession in Florida.

(b) Professional level. The professional teacher adheres to the Code of Ethics and PrinciplesssioRabf
Conduct of the Education Profession in Florida.

(c) Preprofessional level. The preprofessional teacher adheres to the Code of Ethics and Principles of
Professional Conduct of the Education Profession in Florida.

(7) Accomplished Practice SeverHuman Development and Learning.

(a) Accomplished level. The accomplished teacher uses an understanding of learning and human development
to provide a positive learning environment which supports the intellectual, personal, and social development of all
stucents.

(b) Professional level. Drawing upon well established human development/learning theories and concepts and a
variety of information about students, the professional teacher provides learning opportunities appropriate to student
learning style, lingwstic and cultural heritage, experiential background and developmental level.

(c) Preprofessional level. Drawing upon well established human development/learning theories and concepts
and a variety of information about students, the preprofessional tgdahsrinstructional activities.

(8) Accomplished Practice EightKnowledge of Subject Matter.

(a) Accomplished level. The accomplished teacher demonstrates knowledge and understanding of the subject
matter.
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(b) Professional level. The professional teadies a basic understanding of the subjects she/he teaches and is
beginning to understand that her/his subject is linked to other disciplines and can be applied in real world integrated
settings. The teacher seeks out ways/sources to expand her/his kiowleeg@ommitment to learning about new
knowl edge includes keeping abreast of sources which wi
skills includes a variety of means to assist student acquisition of new knowledge.

(c) Preprofessionadevel. The preprofessional teacher has a basic understanding of the subject field and is
beginning to understand that the subject is linked to other disciplines and can be applied to real world integrated
settings. The t eachelsihdudes & ety bfaneaneto assist studeat @dyuisitign ofsnkw |
knowledge and skills using that knowledge.

(9) Accomplished Practice NirieLearning Environments.

(a) Accomplished level. The accomplished teacher creates and maintains positive leauftiogments in
which students are actively engaged in learning, social interaction, cooperative learning-arafigation.

(b) Professional level. The professional teacher understands the importance of setting up effective learning
environments and bats to experiment with a variety of them, seeking to identify those which work best in a
particular situation. The teacher provides the opportunities for student input into behavioral expectations by helping
students develop a set of shared values andfseby encouraging them to envision the environment in which they
like to learn, by providing occasions for reflection upon the rules and consequences which would create such an
environment, and by honoring dissent.

(c) Preprofessional level. The prepred®onal teacher understands the importance of setting up effective
learning environments and has techniques and strategies to use to do so, including some that provide opportunities
for student input into the processes. The teacher understands thatwitlefieed a variety of techniques and is
working to increase her/his knowledge and skills.

(10) Accomplished Practice TérPlanning.

(a) Accomplished level. The accomplished teacher plans, implements, and evaluates effective instruction in a
variety of learning environments.

(b) Professional level. The professional teacher sets high expectations for all students and uses concepts from a
variety of concept areas, and plans individually with students and with other teachers to design learning experiences
tha meet studentsd needs and interests. The teacher cor
including feedback, interprets the information, and modifies plans. Comprehensible instruction is implemented in a
creative environment using #ed and motivating strategies and multiple resources. Outcomes are assessed using
traditional and alternative approaches. Upon reflection, the teacher continuously refines learning experiences.

(c) Preprofessional level. The preprofessional teacher rezasgtihe importance of setting high expectations for
al | students and works with other professionals to deé
interests. The teacher candidate continually seeks advice/information from appropriatesasciuding feedback,
interprets the information, and modifies her/ his plans appropriately. Planned instruction will incorporate a creative
environment and utilize varied and motivational strategies and multiple resources for providing comprehensible
instruction for all students. Upon reflection, the teacher continuously refines outcome assessment and learning
experiences.

(11) Accomplished Practice ElevérRole of the Teacher.

(&) Accomplished level. The accomplished teacher works with various edupatifassionals, parents, and
other stakeholders in the continuous improvement of the educational experiences of students.
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(b) Professional level. The professional teacher establishes open lines of communication and works
cooperatively with families, edugato n a | professionals and other members of
continuous improvement of the educational experience.

(c) Preprofessional level. The preprofessional teacher communicates and works cooperatively with families and
colleaguedgo improve the educational experiences at the school.

(12) Accomplished Practice TwelveTechnology.

(&) Accomplished level. The accomplished teacher uses appropriate technology in teaching and learning
processes.

(b) Professional level. The professiomahcher uses technology (as appropriate) to establish an atmosphere of
active learning with existing and emerging technologies available at the school site. She/he provides students with
opportunities to use technology to gather and share informationotiths, and facilitates access to the use of
electronic resources.

(c) Preprofessional level. The preprofessional teacher uses technology as available at the school site and as
appropriate to the learner. She/he provides students with opportunitiesvielyaase technology and facilitates
access to the use of electronic resources. The teacher also uses technology to manage, evaluate, and improve
instruction.

Specific Authority 1004.04, 1004.85, 1012.56 FS. Law Implemented 1004.04, 1004.85, 101RiS®RBNew 7
2-98.
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APPENDIX E

Amendment to Rule 6/4.030
http://www.fldoe.org/board/meetings/2012_ 03 27/5030.pdf

STATE BOARD OF EDUCATION
Action Item
March 27, 2012

SUBJECT: Amendment to Rule 6A -5.030, Instructional Personnel and School
Administrator Evaluation Systems

PROPOSED BOARD ACTION
For Approval

AUTHORITY FOR STATE BOARD ACTION

Sections 1012.34, 1012.98, 1001.42 and 1006.281, Florida Statutes
EXECUTIVE SUMMARY.

The Student Success Act (2011) altered requirements for instructional personnel and school
administrator evaluation systems as required in Section 1012.34, Florida Statutes. As a
result, substantial changes are being proposed to procedures for the  review, approval and
monitoring of school district systems for personnel evaluations that incorporate

contemporary research in effective educational practices and student learning growth. Many

of the proposed changes were implemented during the 2011 -12 school year by districts
participating in the sdgrant vehitlshaspevwded atbasis fohessoiso p
learned in successful implementation of the Student Success Act going forward.

This rule amendment establishes procedure s for the Depart memdviewf Educati o
approval and monitoring of school district systems for personnel evaluations for instructional

staff and school administrators and aligns these systems with professional development to

support continuous improvem ent of effective instruction and student achievement. These

procedures implement Sections 1012.34 (Assessment Procedures and Criteria), and

1012.98 (School Community Professional Development Act), Florida Statutes, and support

associated efforts by school districts in implementing school improvement plans (Section

1001.42, Florida Statutes) and instructional improvement data systems (Section 1006.281,

Florida Statutes).

Supporting Documentation Included: Proposed Rule 6A -5.030, Instructional
Personnel and School Administrator Evaluation Systems and Form No. EQEVAL -2012,
Review and Approval Checklist for Instructional Personnel and School Administrator

Evaluation Systems

Facilitator/Presenter: Pam Stewart, Chancellor, Division of Public Schools

Rule 6B4.010 is substantially rewritten as Rule &30 to read (see Florida Administrative Cdate
present text):

6A-5.030. Instructional Personnel and School Administrator Evaluation Systems.

GCPS 2012 Pagsq


http://www.fldoe.org/board/meetings/2012_03_27/5030.pdf

GADSDEN COUNTY SCHOOL LEADERS AND NON CLASSROOM TEWAIHER ION MODEL

Evaluation systems are to be designed and implemented to so@piimious improvement of student
learning growth by improving the quality of instructional, administrative, and supervisory services in the
public schools of the state. This rule provides implementing procedures and criteria for the submission,
review andapproval of district evaluation systems, as well as monitoring of implementation and reporting
on the impact of implementation of evaluation systems and associated professional development on
student learning growth and instructional, administrative apérsisory services. This rule applies to all
evaluation systems for instructional personnel and school administrators in the public school system.

(1) Submission Process.

(a) Evaluation systems shall be suhbligltyfot ed t o t h
review and approval accompanied by the document entitled Review and Approval Checklist for
Instructional Personnel and School Administrator Evaluation Systems, Form No. EQEMAL
(http://www.flrules.org/Gateway/reference.asp?No=RED23 effective March 2012The form and
documentation required by the form shall be submitted electronically to
EdQualityEvalSystems@fldoe.orfhis form is incorporated by reference and can be obtained on the
Department és website at www.fl doe.org/ profdev/ pa.

(b) The time period for submission shall be posted on www.fldoe.org/profdev/palesp
Department will notify districts of the due date of the submission no later than 60 days prior to the date
the submission is daedshall allow a district a minimum of 60 days notice to submit the evaluation
system

(c) Districts shall submit an evaluation system for review and approval when an existing evaluation
system is amended to address changes in statute or rule, or wheioasprepproved system is
substantially modified as defined in subsection (5) of this rule.

(d) When an evaluation system is modified less than substantially, the district shall inform the
Division of Educator Quality within 30 calendar days. The distvittsubmit such modifications to
EdQualityEvalSystems@fldoe.org

(2) Content of Approved Evaluation Systems. In order to be approved by the Department, an
evaluation system shall:

(a) Contain evidence of each of the elements as described in the Revidppaodal Checklist for

Instructional Personnel and School Administrator Evaluation Systems, Form No. EQFEMAL

(b) Comply with the requirements for an evaluation system found in Section 1012.34, F.S.; and

(c) Demonstrate that the evaluation systenesighed to promote continuous improvement of
studentiearning growth and faculty and leadership development through feedback processes. The system
shallinclude procedures to ensure rater accuracy and reliability, training of employees on proficiency
expedations, and monitoring of improvement results in student learning growth and instructional
personnel and school leader proficiency on evaluation indicators.

(3) Initial Review Process.

(a)The Department shall review the documentation submitted by thietdisirsuant to paragraph

(1)(a) of this rule to determine whether the district has submitted a complete evaluation system that
can beconsidered for approval.

(b) The Department shall provide each school district a written notice that identifies omitted
elementghat must be submitted before review of the complete evaluation system can begin.

(c) The Department shall provide written notice to the district within 14 days of receipt of a
completed application, that the application is complete. This ndtalete provided electronically to the
address noted on the Review and Approval Checklist for Instructional Personnel and School
Administrator Evaluation Systems, Form No. EQEVVA012.

(4) Approval Process. The Department shall provide written notificafitime approval status to the
school district superintendent within 90 days of the date the written notice provided in paragraph (3)(c) is
provided to the district. The approval status designations and the effect of these designations are as
follows:

(a) Approved. An approved system meets all criteria found in paragraph (2). A district may
implement the evaluation system(s) after receiving notification of Department approval.
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(b) Conditionally Approved. Evaluation systems shall be designated conditiapallgved if the
school di strictés evaluation system meets the reqg

Approval Checklist for Instructional Personnel and School Administrator Evaluation Systems, but
fails to satisfy one or more of the otheguirements for the evaluation systems found on the Review and
Approval Checklistpr Section 1012.34, F.Sor paragraph (2)(b) of thisrul€h e s ch o osystedi st r i ¢
designated as conditionally approved shall be revised so that it is @orfytlliance with alfequirements
for evaluation systems, and resubmitted to the Department for review and approvaloNaticditional
approval shall contain the time period when the revised evaluation system shdihtided and shall
allow a distri¢ a minimum of 14 calendar days to submit. Upon receiving noticerafitional approval,
the district may implement all approved portions of the evaluation system.

(c) Denied. A school di strict eval ualtatioon system
system does not meet the requirements of paragrap
as conditionally approved shall be denied, if the requirements for evaluation systems are not met within

60 days of t he rotegpgantingilie canditisnallyapprovedestatus. A district may
seekan extension of time if the district demonstrates that unforeseeable or uncontrollable circumstances
caused a delay. The Commissioner may grant an extension of 30 days. A distnict ingylement a
denied evaluation system until the system is approved or conditionally approved.

(d) Approval Rescinded. A districtds evalwuati on
monitoring conducted under paragraph (6)(c) of this rulsygtem requiring modifications to
implementation of elements | through VII of the Review and Approval Checklist for Instructional
Personnel and School Administrator Evaluation Systems, Form No. EQRUA?P, shall result in an
approval status of denied. A&stem requiring modifications to implementation of elements VIl through
XlI of the Review and Approval CheckKlist for Instructional Personnel and School Administrator
Evaluation Systems, Form No. EQEVAI012, shall result in an approval status of conditilgn
approved.

(5) Madifications to an Approved Evaluation System. Maodifications to an approved evaluation
system may be made pursuant to the following:

a) An evaluation system is fAsubstantially modi
. A different research framework is adopéedthe basis for the system;
. Scoring and weighting methods are changed;
. Rubrics defining performance levels or proficiency level expectations are changed;
. Evaluation measures or metrics are added or deleted from the system;
. Processes fabservation or feedback are changed;
. There are changes in processes for informing employees of performance expectations expressed in
evaluation system or in training and maintain
. There are charg in the personnel who may contribute evidence to be used in evaluations.

(b) A substantially modified evaluation system shall be submitted to the Department for approval
using Form EQEVAL2012 and shall not be implemented prior to Department approval.

(c) An evaluation system that has been modified less than substantially shall be submitted to the
Department in writing. These modifications shall not be implemented prior to receipt of written notice
from the Department confirming that the evaluation systamnot been substantially modified. The
Depart ment shal | provide the district written not
modified system.

(6) Implementation Monitoring: Districts and the Department shall implement quality control
monitoring that identifies the impact of evaluation systems on quality improvements in instructional,
administrative, and supervisory services.

(a) The use of data from quality control monitoring shall be used by districts to review and revise
organizationapolicies, infrastructure, practices, procedures, and resource allocations to promote effective
implementation and to remove barriers to success. The district monitoring elements shall include:

1. The effectiveness of evaluation system on improvement@ést learning growth and faculty
andleadership development;

~+
=y
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2. The i mpact of professional devel opment on in
proficiency;

3. Procedures to establish, monitor and sustainiater accuracy and reliability;

4 . Procedures to establish, monitor and sustain

5. Frequency and effectiveness of feedback on proficiency on the indicators;

6. Implementation of evaluation system(s) at school and district levels;

7. Use ofevaluation data to inform individual, school, and district improvement plamoingjstent
with the requirements of Section 1001.42(18), ;F.S.

8. Use of evaluation data to identify professional development priorities consistent with the
requirements of Séion 1012.98, F.S., and Rule 6A071, F.A.C.;

9. Implementation of assessments that are used to measure student growth and performance for
evaluation purposes; and

10. Alignment of evaluation indicators with contemporary resebagled practices associtgith
improving student learning growth and the quality of instructional, administrative, and supervisory
service$

(b)) The Departmentés monitoring elements are fo

1. Coordination of Data Analysis. In order taigsthe Department in monitoring implementation of
district evaluation systems and their impact on student learning growth and the quality of instructional,
administrative, and supervisory services, a district shall submit the following information Spraay
the districtés scheduled review of its district e

a. Professional development provided on high effect size instructional and leadership strategies;

b. Data collection processes used to gathereewde of impact of professional development on high
effect size instructional and leadership strategies;

C. Evidence of alignment of professional devel

d. Data el ement s i ndistwudiendl Improvermheht&ystedm (&IKSYpursuané s L o
to Section 1006.281 F.S., that align professional development proficiencies with evaluation indicators;

e. Data collection processes used to gather evidence on the quality of school level implementation of
state approved initiatives related to student learning growth on Common Core and Next Generation
Sunshine State Standards as incorporated by reference in RUI6%BH1, FAC.;

f. District data collection processes that track the impact of evaluation syspé@mentation on
student learning growth and instructional and administrative proficiency on evaluation indicators; and

g. District use of impact data to modify and improve instructional and administrative evaluation
systems.

2. Five Year Continuous Impvement Cycle.

a. The Department shall publish a schedule for review of district evaluation systems for instructional
personnel and school administratorsinfive ar cycl es on the Departmentds
www.fldoe.org/profdev/pa.asp. The cycle of revidwalscommence in the 20966 school year.

b. Such reviews shall include the results of annual gquality control monitarihgyatemic change
actions taken based on those results, the issues in subparagraph (6)(b)1. of this rule, and the
implementation staks of the requirements for evaluation systems specified in subsection (2) of this rule.

c. Such reviews shall include a joint Department and district assessment of the alignment of district
evaluation practices for instructional personnel and school astnaittirs on student growth, faculty and
leadership development, and professional development on the core standards and expectations.

d. Where a review identifies barriers to implementation of the evaluation system the district shall
develop an action plaw eliminate or mitigate any identified barriers.

(@]

o

e. The reviews shall result in continued approv
to the system based on the monitoring criteria.
(7) Reporting.

(a) All evaluation systems approved pwsuto this rule shall be posted online by the submitting
organization on a district website within 30 days of approval of the evaluation system. The current URL
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of the districtbs posted documentati oftRLstdhall be p
EdQualityEvalSystems@fldoe.qrg and i t wi | | be included on the De|j
www.fldoe.org/profdev/pa.asprhe district website postings shall provide access to the approved
evaluation cteria, including rating rubrics, cut scores, and weighting formulas, evaluation system
indicators, feedback processes and forms, and summative evaluation performance levels.

(b) The Districtds annua lstemimgpementatiocequiredbye st at us
Section1012.34(1)(a), F.S., shall address the monitoring results listed in subsection (6) of this rule.

Rulemaking Authority006.2811012.341012.98001.02 FS Law Implemented001.42(18)1006.281,
1012.12(1) (c)1012.34, 1012.98 F&listoryi New 619-01
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APPENDIX F

GADSDEN COUNTY PUBLIC SCHOOLS
SCHOOL LEADER EVALUATION SYSTEM
Observation and Evaluation Forms and
Procedures for Leadershidractice

Effective July 1, 2012

A Comprehensive System for Professional Development and Annual
Evaluation of School Administators

Aligned with the Florida Principal Leadeship Standards SBE Rule 6A.080
Reviewed and Approved by the Florida Department of Education

Submitted for Review and Approval
Florida Department of Education
5/1/2012
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About Evaluation

For the purpose ofincreasing student learning growthby improving the quality of instructional,
administrative, and supervisory services in the public schoolsf the state, the district school
superintendent shall establish procedures for evaluating the performance of duties and
responsibilities of all instructional, administrative, and supervisory personnel employed by the
school district. Florida Statutes Sdimn 1012.34 (1) (a).

What does this mean?

47 AAAT i Pl EOE OEA pPOODPI OA AAEZET AA ET 1 Axh A AEOO
must:

1. Be focused on school leadership actions that impact student learning , and;
2. Support professional learning onperformance of duties and responsibilities that matter
most for student learning, faculty and leadership development.

The evaluation system adopted by the district is:

V Based on contemporary research that reveals educational leadership behaviors thathen
done correctly and in appropriate circumstances, have a positive impact on student learning
and faculty development.

V  Fully aligned with the Florida Principal Leadership Standardg a State Board of Education
rule that sets expectations for principal grformance (SBE Rule 6/.080).

A New Approach to Evaluation:This evaluation system is designed to support three processes:

U Self-reflection by the leader on current proficiencies and growth needs (What am | good
at? What can | do better?)

U Feedback from the evaluator and others on what needs improvement.

U0 An annual summative evaluation that assigns one of the four performance levels required
by law (i.e., Highly Effective, Effective, Needs Improvement, or Unsatisfactory.

What is evaluated?

Evaluation of school leaders is based on observation and evidence about certain leadership

AAEAOET OO ' . $ OEA EIi PAAO T &£# A 1 AAAAOBO AAEAOEI O 1
4EA PI OOGEIT T &£ AOAI BAGETI 1T OEAO ET O 1 OAO OEIi PAAO i
1. Student Growth Measures: Atleast tb T £ A OAET T 1 1 AAAAO8O AT T

on the performance of students in the school on specific state or district assessments
(e.g. FCAT, EOC exams).
2. The Leadership Practice: This component contributes the remaining percentage of the

school AAAO8 O AOAI OAOET T 8 , AAAAOOEED O0OAAOEAA
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Leader Assessment (FSLA) and an additional Metric Deliberate Practice. The FSLA
Ai 1T OOEAOOETT OiF AOAI OAOGETT EO AAQAWMthd 1
1 A A Apad éh thE actions and behaviors of others

The processes and forms described in the following pages are focused on the Leadership Practice
component of evaluation.

Training and Reflection

The content of the district evaluation system informs those ealuated and those doing evaluations
of the issues to address and the processes to use.

1 Those being evaluated use these documents to guide sedflection on practices that
improve your work.

9 Evaluators provide both recurring feedback to guide growth in proficiency in district
priorities and provide summative performance ratings.

1 Those who are both evaluated by this system and evaluate other with it will do both.

Things to know:

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

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

a. 4 EA Ol 1zwBat kabwledyé, skills, and impacts are identified as system
priorities by inclusion of indicators in the evaluation system.

b. The Rubricsz how to distinguish proficient levels.

c. Rater reliability checks. Processes for verifying raters meet district expectations in
using the rubrics.

3. Specific, Actionable, and Timely Feedback Processé/Nhat evaluators observe does not

promote improvement unless it is conveyed to employees as specific, actionable and timely
manner. Training on how to do so is essential.

4. Conferences protocols and use of forms: Know what is required regarding meets)g
conference procedures, use of forms, and records.
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5. Processes and procedures for implementing the evaluation system
a. Evidence gathering: What sources are to be used?
b. Timeframes, record keeping
c. Scoring rules

6. Student Growth Measures: What are thdistricts requirements regarding use of student )
COl xOE | AAOOOAO ET OEA AEOOOEAOBO AOAI OAOGETT O

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

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

Framework: Leadership Evaluation

A Multi-Dimensional Framework This evaluation system is based on contemporary research and
meta-analyses by Dr. Douglas Reeves, Dr. John Hattie, Dr. Vivian Robinson, Dr. Robert Marzano and
other research findings that identify school leadership strategies or behaviors that, done correctly
and in appropriate circumstances, have a positive probability of immving student learning and

faculty proficiency on instructional strategies that positively impact student learning.

REFERENCE LIST

lllustrative reference lists of works associated with this framework are provided below

MULTI-DIMENSIONAL LEADERSHIP FRAMERIO lllustrative references

A Reeves, D. (2009)Assessing Educational LeadeBvaluating Performance for Improved
Individual and Organizational Resultd. housand Oaks, CA: Corwin Press.

Hattie, J. (2009)Visible learning: A synthesis of over 800 metaalyses relating to

achievementNew York: Routledge.

Horng, E., Klasik, D., & Loeb, S. (2010)0ET AEDAI 6 0 OEI A OOStantdrl A OAET |
University.

Kouzes, J. M., & Posner, B. Z. (20I)e truth about leadershipSan Francisco, CA: Jossey

Bass.

Louis, K. S., Leithwood, K., Wahlstrom, K. L., & Anderson, S. E. (20a@g¢stigating the links
to improved student learningThe Wallace Foundation.

Robinson, V. M. J. (2011%tudentcentered leadershipSan Francisco, CA: Joss8ass.
Marzano, R. J., Frontier, T., & Livingston, D. (201&jfective supervision: Supporting the art
and science of teachinglexandria VA: ASCD

oo o Do Io e
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Conference/Proficiency Status Short Form

Florida School Leader Assessment (FSLA)
Conference Summary/Proficien cy Status Update - Short Form

Leader:

Supervisor:

This form summarizes feedback about proficiency on the indicators, standards, and domains marked
below based on consideration of evidence encountered during this
timeframe:

Domain 1: Student Achievement
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidenceai® current proficiency on an indicator, assign
a proficiency level by checking one of the four proficiency levels. If not being rated at this time, leave blank

Proficiency Area 1 - Student Learning Results: Effective school leaders achieve resultson OE A OABH
student learning goals and direct energy, influence, and resources toward data analysis for

instructional improvement, development and implementation of quality standards -based curricula.

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 1.1 z Academic Standards () Highly Effective () Effective () Needs Improvement  Unghtisfactory
Indicator 1.2 z Performance Data () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 1.3 z Planning and Goal Setting () Highly Effective X Effective () Needs Improvement () Unsatisfacto|
Indicator 1.4 - Student Achievement Resulty ) Highly Effective () Effective () Needs Improvement () Unsatisfac

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

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 2.1 - Learning Organization () Highly Effective () Effective () Needs Improvement () Unsatisfac
Indicator 2.2 - School Climate () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 2.3 - High Expectations () Highly Effective () Efféive () Needs Improvement () Unsatisfacto
Indicator 2.4 - Student Performance Focus () Highly Effective () Effective () Needs Improvement () Unsatisfaq

Domain 2: Instructional Leadership
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiency on an indicator, as
a proficiency level by checkinone of the four proficiency levels. If not being rated at this time, leave blank

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

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 3.1 - FEAPs () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 3.2- Standards based Instruction () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 3.3 - Learning Goals Alignments () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 3.4 - Curriculum Alignments () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 3.5 - Quality Assessments () Highly Effective () Effective () Nedohprovement () Unsatisfactony
Indicator 3.6 - Faculty Effectiveness () Highly Effective () Effective () Needs Improvement () Unsatisfad

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

increase teacher professional practice.
() Highly Effective () Effective () Needs Improvement () Unsatisfactory

Indicator 4.1 - Recruitment and Retention () Highly Effective () Effective () Needs Improvement () Unsatisfactory
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Indicator 4.2- Feedback Practices () Highly Effective () Effective () Needs Improvement () Unsatisfaq
Indicator 4.3 - High effect size strategies () Highly Effective () Effective () Needs Improvement () Unsatisfaq
Indicator 4.4 - Instructional Initiatives () Highly Effective () Effective () Needs Improvement  Unhtisfactory
Indicator 4.5 - Facilitating & Leading Prof. Learning () Highly Effective () Effective () Needs Improvement () Unsatisfacto
Indicator 4.6 zFaculty Development Alignments () Highly Effective () Effective () Needs Improvement () Unsatisfactory|
Indicator 4.7 - Actual Improvement () Highly Effective () Effective () Needs Improvement () Unsatisfact
Proficiency Area 5 - Learning Environment: Effective s chool leaders structure and monitor a school

1 AAOT ET ¢ AT OEOT 11 AT O OEAO Ei POT OAO 1 AAOTEI C A& O
() Highly Effective () Effective () Needs Improvement () Unsatisfactory

Indicator 5.1 - Student Centered () Highly Effective () Effective () Needs Improvement () Unsatisfac
Indicator 5.2 - Succesriented () Highly Effective () Effective () Needs Improvement () Unsatisfac
Indicator 5.3- Diversity () Highly Effective () Effective () Neehpiovement () Unsatisfactory
Indicator 5.4 - Achievement Gaps () Highly Effective () Effective () Needs Improvement () Unsatisfag

Domain 3 - Organizational Leadership
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiency on an indicator, ag
a proficiency level by checkinone of the four proficiency levels. If not being rated at this time, leave blank

Proficiency Area 6 - Decision Making: Effective school leaders employ and monitor a decision -making
process that is based on vision, mission, and improvement priorities  using facts and data; manage the
decision making process, but not all decisions, using the process to empower others and distribute
leadership when appropriate; establish personal deadlines for themselves and the entire

organization; and use a transparent process for making decisions and articulating who makes which
decisions.

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 6.1- Prioritization Practices () Highly Effective () Effective () Needs Improvement () Unsatisfact
Indicator 6.2- Problem Solving. () Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 6.3 - Quality Control () Highly Effective () Effective () Needs Improvement () Unsatisfac
Indicator 6.4 - Distributive Leadership () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 6.5 - Technology Integration () Highly Effective () Effective () Needs Improvement () Unsatisfactor]
Proficiency Area 7 - Leadership Development: Effective school leaders actively cultivate, support, and
develop other leaders within the organization, modeling trust, competency, and integrity in ways that
positively impact and inspire growth in other potential leaders.
Indicator 7.1- Leadership Team () Highly Effective () Effective () Needs Improvement () Unsatisfact
Indicator 7.2 - Delegation () Highly Effective () Effective () Needs Improvement () Unsatisfact
Indicator 7.3 - Succession Planning () Highly Effective () Effective () Needs Immment () Unsatisfactory
Indicator 7.4 - Relationships () Highly Effective () Effective () Needs Improvement () Unsatisfact

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

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 8.1 - Organizational Skills () Highly Effective () Effective () Needs Improvement () Unsatisfact
Indicator 8.2- Strategic Instructional Resourcirg () Highly Effective () Effective () Needs Improvement () Unsatisfactol

Indicator 8.3 7 Collegial Learning Resources () Highly Effective () Effective () Needs Improvement () Unsatisfactq

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

community.
() Highly Effective () Effective () Needs Improvement () Unsatisfactory

Indicator 9.1-z Constructive Conversations () Highly Effective () Effective () Needs Improvement () Unsatisfac
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Indicator 9.2 - Clear Goals and Expectations() Highly Effective () Effective (@edis Improvement () Unsatisfactor
Indicator 9.3 - Accessibility () Highly Effective () Effective () Needs Improvement () Unsatisfac
Indicator 9.4 - Recognitions () Highly Effective () Effective () Needs Improvement () Unsatisfact

Domain 4- Professional and Ethical Behaviors

() Highly Effective () Effective () Needs Improvement )(Unsatisfactory
Scale Levelgchoose one) Where there is sufficient evidence to rate current proficiency on an indicator, as

proficiency level by checking one of the four proficiency levels. If not being rated at this time, leave bla

Proficien cy Area 10 - Professional and Ethical Behaviors: Effective school leaders demonstrate
personal and professional behaviors consistent with quality practices in education and as a
community leader by staying informed on current research in education and dem  onstrating their
understanding of the research, engage in professional development opportunities that improve
personal professional practice and align with the needs of the school system, and generate a
professional development focus in their school thati s clearly linked to the system -wide strategic
objectives.

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 10.1 z Resiliency () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 10.2 - Professional Learning () Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 10.3 - Commitment () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 10.4 z Professional Conduct () Highly Effective () Effective () Needs Improvement () Unsatisfaq
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Additional Metric: Deliberate Practice Guidelines

Deliberate Practice: The leaders work on specific improvements in mastery of educational
leadership . Thisis a separate metric and is combined with the FSLA Domain Scores to
determine a summative leadership score.

Deliberate Practice (DP)
Proficiency Area(s) and Target(s) for School Le ader Growth

Deliberate Practice Priorities The leader and the evaluator identify 1 to 4 specific and measurable priority learning goals
related to teaching, learning, or school leadership practices that impact student learning growth. One or two targate
recommended.

T 4EA OAOCAO T &£# A AAI EAAOAOA DPOAAGEAA DPOT AAOO AAOAOQOEA
that guide the leader toward highly effective levels of personal mastery;

1 The leader takes actions to make discerniblerpgress on those priority goals; monitors progress toward them, uses
the monitoring data to make adjustments to practice, and provides measurable evidence of growth in personal
mastery of the targeted priorities.

1  The evaluator monitors progress and provigés feedback.

T 4EA OAOCAOG AOA OOEEIT  griothAddOervitwEor @agAchtg@islaki@idarks © O g
accomplish.

T $A1 EAAOAOA POAAOEAAO OAOETI CO AOA AAOGAA 11 AiiIPAOEOI
OAOAI OAOGEI T DI ET 068 4EA OOAOO DI ET O AAOA AAT AA AAQ
or proficiency area, or determined by school leader and evaluator either at the end of the preceding work year or at
the start of the newv work year in which the DP targets will be used for evaluation.

Relationship to other measures of professional learnirdy 7 EAOAAO &3,! ET AEAAOT O 18vu

xEQOE POl £ZAOGOEI T Al 1 AAOTET ¢ & ABOGAA 11 EAADOI OGU TAAAO A

with a range of school needs, the Deliberate Practice targets are re@pecific and deeper learningelated to teaching,
learning, or school leadership practices that impact student learning. The DP learning processes establish cateeg
patterns of continuous improvement and lead to high quality instructional leadership

Selecting Growth Targets
Growth target 1: An issue that addresses a school improvement need related to student learning and either selected by
OEA AEOOOEAO 1O APPOI OAA AU 1 AAAAOBO OOPAOOEOIT Omaster Eudh
as providing observation and feedback of higleffect size instructional practices.
Growth target 2: An issue related to a knowledge base or skill set relevant to instructional leadership selected by leadern
Growth target 3-4: Optional: addiional issues as appropriate.

1  The addition of more targets should involve estimates of the time needed to accomplish targets 1 and 2. Wher

targets 1 and 2 are projected for mastery in less than half of a school year, identify additional target(s).

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

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

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

1 Includes scales or progressive levels @frogress that mark progress toward mastery of the goal.
Rating Scheme

1  Unsatisfactory = no significant effort to work on the targets

1 Needs Improvement = evidence some of the progress points were accomplished but not all of the targets

1 Effective = target acomplished

9 Highly effective = exceeded the targets and able to share what was learned with others

Sample:

Target: Leader will be able to provide feedback to classroom teachers on the effectiveness of learning goals
with scales in focusing studenengagement on mastery of state standards.

Scales:

Level 3: Leader develops and implements a process for monitoring the alignment of classroom assessments
to track trends in student success on learning goals.
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Level 2: Leader develops and |mplements a procesor routinely visits classes and engaglng students in

AEOAOOOEIT 11 xEAO OEAU AOA 1 AAOTEITC AT A Aiil PAOAO

Level 1: Leader can locate standards in the state course description for each course taught atgbhool and
completes the online module on Learning Goals (both atvww.floridastandards.org) and engages teachers in
discussion on how they align instruction and learning goals with course standards.

Deliberate Practice Growth Target

School Leaderds Name and
Position:

Evaluators Name and Position:

Target for school yeaR01213 Date Growth Targets Approved:

School Leaderds Signatur e:
Signature

Deliberate Practice Growth Target #{(Insert target identification number hedheble one category below)

( ) District Growth Target

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

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

Anticipated Gain(s)}Vhat do you hope to learn?

f
|

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

Progress Pointd:ist progress points or steps toward fulfilling your goal thatemattétgoyour progress.

1.
2.
3

Notes
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FSLA Proficiency Areas with Indicators

Florida School Leader Assessment

A Multidimensional Leadership Assessment
4 Domains - 10 Proficiency Areas - 45 Indicators

A summative performance level is based 50% on Student Growth Measures (SGM) that
conform to the requirements of s. 1012.34, F.S., and 50% on a Leadership Practice Score. In
the Florida State Model, the Leadership Practice Score is obtained from two metrics:

9 Florida School Leader Assessment (FSLA)

1 Deliberate Practice Score

M
(@}
m;

A4EA OAETTT 1T AAAAOGO &3,! 3ATOA EO ATl AET AA| x
Leadership Practice Score. The tables below list the school leader performance proficiencies
addressed in the four domains o fthe FSLA and the Deliberate Practice Metric.

Domain 1: The focus is on leadership practices that impact prioritization and results for S
student achievement on priority learninggoals -ET 1T xET ¢ xEAO6 O EI Bl OOAT Oh C
xEAOS6 O 1 AAAA Adiiondthatiget@AulisE T C

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

Proficiency Areal -3 OOAAT O , AAOT ET ¢ 2A001 009 wAEEAAAOEOA OA
student learn ing goals and direct energy, influence, and resources toward data analysis for
instructional improvement, development and implementation of quality standards -based curricula.

Indicator 1.1 z Academic StandardsThe leader demonstrates understanding of stient requirements and academic
standards (Common Core and NGSSS).

Indicator 1.2 7 Performance Data The leader demonstrates the use of student and adult performance data to make
instructional leadership decisions.

Indicator 1.3 z Planning and Goabetting: The leader demonstrates planning and goal setting to improve student
achievement.

Indicator 1.4 - Student Achievement ResultsThe leader demonstrates evidence of student improvement through student
achievement results.

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

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

Indicator 2.2 - School Climate The leadr maintains a school climate that supports student engagement in learning.

Indicator 2.3 - High Expectations The leader generates high expectations for learning growth by all students.

Indicator 2.4- Student Performance Focughe leader demonstratasderstanding of present levels of student performance
based on routine assessment processes that reflect the current reality of student proficiency on academic standards.

Domain 2: The focus is on instructional leadership z what the leader does and enab les others
to do that supports teaching and learning.

Domain 2: Instructional Leadership
3 Proficiency Areas z 17 Indicators
This domain contributes 40% of the FSLA Score

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

Indicator 3.1z FEAPs, 4EA 1 AAAAO Al ECI O OEA OAEI 1160 EI OOOOAOQEIT I
Accomplished Practices (FEAPs) (RuleeA8 mou h &8! 8#8Qqh AT A 11 AAT O OOA 1T E

&
COEAA AEAADI OU AT A OOAZAAS8O EI bl Al AT OGAGET1T 1T £ OEA £ O1 A

Indicator 3.2 - Standardsbased Instructiond, 4 EA 1 AAAAO AAT EOGAOO Al ET OOOOAOEI]
adopted academic standards (Common Core and NGHBS manner that is rigorous and culturally relevant to the
students by aligning academic standards, effective instruction and leadership, and student performance practices with
system objectives, improvement planning, faculty proficiency needs, and ampriate instructional goals, and
communicating to faculty the cause and effect relationship between effective instruction on academic standards and
student performance.

Indicator 3.3 - Learning Goals AlignmentsThe leader implements recurring monitoringand feedback processes to insure
OEAO DPOET OEOU 1 AAOTETC CiI A1 O AOOAAT EOGEAA &£ O O000AAT O¢
defined in state course descriptions, presented in student accessible forms, and accompanied by scaleslmics to guide
tracking progress toward student mastery.

Indicator 3.4 - Curriculum Alignments: The leader implements systemic processes to insure alignment of curriculum
resources with state standards for the courses taught.

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

Indicator 3.6 - Faculty Effectiveness The leader monitors the effectiveness of classroom teachersdinses contemporary
OAOAAOAE AT A OEA AEOOOEAOGS8O ET OOOOAOGEITAI AOAI OAOQEITI
faculty proficiency on the FEAPs.

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

Indicator 4.1 - Recruitment and Retention The leaderemploys a faculty with the instructional proficiencies needed for
the school population served.

Indicator 4.2 - Feedback PracticesThe leader monitors, evaluates proficiency, and secures and provides timely and
actionable feedback to faculty on the efféiveness of instruction on priority instructional goals, and the cause and effect
relationships between professional practice and student achievement on those goals.

Indicator 4.3 - High Effect Size Strategiednstructional personnel receive recurring feedback on their proficiency on high
effect size instructional strategies.

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

Indicator 4.5 - Facilitating and Leading Professional Learningrhe leader manages the @anization, operations, and
facilities to provide the faculty with quality resources and time for professional learning and promotes, participates in,
and engages faculty in effective individual and collaborative learning on priority professional goals tmghout the school
year.

Indicator 4.6 - Faculty Development Alignments The leader implements professional learning processes that enable
faculty to deliver culturally relevant and differentiated instruction by generating a focus on student and professial
learning in the school that is clearly linked to the systerwide objectives and the school improvement plan; identifying
faculty instructional proficiency needs (including standardsbased content, researctbased pedagogy, data analysis for
instructional planning and improvement); aligning faculty development practices with system objectives, improvement
planning, faculty proficiency needs, and appropriate instructional goals; and using instructional technology as a learning
tool for students and faculty.

Indicator 4.7 - Actual Improvement The leader improves the percentage of effective and highly effective teachers on the
faculty.
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Proficiency Area 5 - Learning Environment; Effective school leaders structure and monitor a school

learning environmentt EAO EI POl OAO 1 AAOTET C A1 O All 1 £ &110

Indicator 5.1 z StudentCentered The leader maintains a safe, respectful and inclusive studeoéntered learning
environment that is focused on equitable opportunities for learning, ad building a foundation for a fulfilling life in a
democratic society and global economy by providing recurring monitoring and feedback on the quality of the learning
environment and aligning learning environment practices with system objectives, improveent planning, faculty
proficiency needs, and appropriate instructional goals.

Indicator 5.2 z SuccessOriented: The leader initiates and supports continuous improvement processes and a mdligred
OUOOAI 1T &£ OODPDPI 000 AI AOOAiorsuccessardiwellid® AAT 008 1 pPi 0001 H

Indicator 5.3 - Diversity: To align diversity practices with system objectives, improvement planning, faculty proficiency
needs, and appropriate instructional goals, the leader recognizes and uses diversity as an asset in the development an
implementation of procedures and practces that motivate all students and improve student learning, and promotes
school and classroom practices that validate and value similarities and differences among students.

Indicator 5.4 - Achievement GapsThe leader engages faculty in recognizing andhderstanding cultural and
developmental issues related to student learning by identifying and addressing strategies to minimize and/or eliminate
achievement gaps associated with student subgroups within the school.

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

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

Proficiency Area 6 - Decision-Making: Effective school leaders employ and monitor a decision -making
process that is based on vision, mission, and improvement priorities using facts and data; manage the
decision -making process, but not all decisions, using the process to empower others and dist ribute
leadership when appropriate; establish personal deadlines for themselves and the entire

organization; and use a transparent process for making decisions and articulating who makes which
decisions.

Indicator 6.1- Prioritization Practices: The leadergives priority attention to decisions that impact the quality of student
learning and teacher proficiency, gathering and analyzing facts and data, and assessing alignment of decisions with sck
vision, mission, and improvement priorities.

Indicator 6.2 Z Problem-Solving The leader uses critical thinking and problensolving techniques to define problems and
identify solutions.

Indicator 6.3 - Quality Control: The leader maintains recurring processes for evaluating decisions for effectiveness, equit
intended and actual outcome(s); implements followup actions revealed as appropriate by feedback and monitoring; and
revises decisions or implements actions as needed.

Indicator 6.4 - Distributive Leadership: The leader empowers others and distributesdadership when appropriate.

Indicator 6.5 - Technology Integrationt The leader employs effective technology integration tenhance decision making
and efficiency throughout the schoolThe leaderprocesses changes andaptures opportunities available thraugh social
networking tools, accesses and processes information through a variety of online resources, incorporates ddtaven
decision making with effective technology integration to analyze school results, antkvelops strategies for coaching staff
asthey integrate technology into teaching, learning, and assessment processes.

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

Indicator 7.1 - Leadership Team The leader identifies and cultivates potential and emerging leaders, promotes teacher
leadership functions focused on instructiorl proficiency and student learning, and aligns leadership development
practices with system objectives, improvement planning, leadership proficiency needs, and appropriate instructional
goals.

Indicator 7.2 z Delegation:The leader establishes delegatedreas of responsibility for subordinate leaders and manages
delegation and trust processes that enable such leaders to initiate projects or tasks, plan, implement, monitor, provide
quality control, and bring projects and tasks to closure.

Indicator 7.3 - Succession PlanningThe leader plans for and implements succession management in key positions.

Indicator 7.4 - Relationships The leader develops sustainable and supportive relationships between school leaders,
parents, community, higher education, ad business leaders.
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Proficiency Area 8 - School Management: Effective school leaders manage the organization,
operations, and facilities in ways that maximize the use of resources to promote a safe, efficient, legal,
and effective learning environment; effectively manage and delegate tasks and consistently
demonstrate fiscal efficiency; and understand the benefits of going deeper with fewer initiatives as
opposed to superficial coverage of everything.

Indicator 8.1 - Organizational Skills The leaderorganizes time, tasks, and projects effectively with clear objectives,
coherent plans, and establishes appropriate deadlines for self, faculty, and staff.

Indicator 8.2 - Strategic Instructional Resourcing The leader maximizes the impact of school persael, fiscal and facility
resources to provide recurring systemic support for instructional priorities and a supportive learning environment.

Indicator 8.3 z Collegial Learning ResourcesThe leader manages schedules, delegates, and allocates resoutogwovide
recurring systemic support for collegial learning processes focused on school improvement and faculty development.

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

Indicator 9.1 - Constructive Conversations The leader actiely listens to and learns from students, staff, parents, and
community stakeholders and creates opportunities within the school to engage students, faculty, parents, and communi
stakeholders in constructive conversations about important issues.

Indicator 9.2 - Clear Goals and Expectationd he leader communicates goals and expectations clearly and concisely usin
&1 1T OEAABO AiT11T1T 1ATCOACA T £ EIT 0000 hdkunitatedstudent Apeaatatibrd O B
and performance informationto students, parents, and communityand ensures faculty receive timely information about
student learning requirements, academic standards, and all other local, state, and federal administrative requirements
and decisions.

Indicator 9.3 - Accessibility: The leader maintains high visibility at school and in the community, regularly engages
stakeholders in the work of the school, and utilizes appropriate technologies for communication and collaboration.

Indicator 9.4 - Recognitions The leader recognize individuals, collegial work groups, and supporting organizations for
effective performance.

$1 1T AET td 4EA &£ AOO EO 11 OEA 1 AAAAOS6O POI £AAOOEIT I

represent quality leadership.

Domain 4- Professional and Ethic&8ehaviors
1 Proficiency Area 4 Indicators
This domain contributes 20% of the FSLA Score

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

Indicator 10.1 7 Resiliency. Theleader demonstrates resiliency in pursuit of student learning and faculty development by
staying focused on the school vision and reacting constructively to adversity and barriers to success, acknowledging an
learning from errors, constructively managingdisagreement and dissent with leadership, aniringing together people
and resources with the common belief that the organization can grow stronger when it applies knowledge, skills, and
productive attitudes in the face of adversity.

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

Indicator 10.3 z Commitment: The leader demonstrates a commitment to the success of all students, identifying barriers|
and their impact on the well being of the school, families, and local community.

Indicator 10.4 - Professional @nduct: The leader adheres to the Code of Ethics of the Education Profession in Florida
(Rule 6B-1.001, F.A.C.) and to the Principles of Professional Conduct for the Education Profession (Ruld &B6, F.A.C.).
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FSLA Process

The Florida School Leader Assment

Districts implement the Florida School Leader Assessment (FSLA) processes listed

below to provide:

i Guides to self-reflection 1T 1

xEAOS6O EI BT OOAT O Ol

OOAAAQGO

U Criteria for making judgments about proficiency that are consistent amag raters

U Specific and actionable feedback from colleagues and supervisors focused on

improving proficiency

U Summative evaluations of proficiency and determination of performance levels

p
Meetlng Between
Evaluatee and
Evaluator

Consolidated
Performance

Step 6: Prepare a
Assessment

" Step 5: Mid-Year
Progress Review

and Evaluator

Between Evaluatee

Step 3: Initial Meeting
Between Evaluatee
and Evaluator

tep4 Momtonng,
Data Collection, and
pllcatlon to Practlce
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The seversteps of the FSLA are describbdlow:

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

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

The depth and detail of orientation may vary based on prior training and wheer changes
in evaluation model have occurred, but an annual orientation or Hresher orientation
should occur. The orientation step should include:

T

District provided orientation and training on the Horida Principal Leadership
Sandards (FPLS) StudentSuccess Act, applicablet&e Board of Education rules,
Raceto the Top (RTTT)requirements, and district specific expectations that are
subject to the evaluation system.

All leaders and evaluators should have access to the content and processes that are

subject to the evaluation system. All leaders and evaluators should have access to

OEA OAI A ET &£ OI AOETT AT A AoPbAAOAOEIT 1T 08 4EE

of district evaluation documents, online modules, mentor sessions, or fate-face
trainin g where awareness of district pr@aesses and expectations are identified.

At the orientation step, each shool leaderis expected to engage ipersonal
reflection on the connection between his/her practice and the FPLS and the
indicators in the district evaluation system4 EEO EO A OxEAQO Al
T AAA OI1 f£Hedk alignedwhth tHE FPLS and the district evaluation system
indicators.

Step 2: Pre-evaluation Planning : After orientation processes, the leader and evaluator
prepare for a famal conference to address evaluation processes and expectations. Two
things occur:

T

, A A A A Gas98ssoehtifrgk the orientation step moves to more specific
identification of improvement priorities. These may be student achievement
priorities or leadership practice priorities. The leader gathers any data or evidence
that supports an issue as an improvement priority. This may include School
Improvement Plan (SIP), student achievement data, prior faculty evaluations, and
evidence of systemic processes thaiteed work.

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

Step 3: Initial Meeting between evaluatee and evaluator ¢, ! [ AAOET ¢ 11
held between leader andsupervisor to address the following:

il
1
T

= =

Evaluation processes are reviewed and questions answered.

Perceptions (of both) from Preevaluation Planning are shared.

Domain, Proficiency Areas, Indicators from evaluation system that will be focus
issues are identfied and discussed.

Student growth measures that are of concern are discussed.

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

Such a meeting is typically facéo-face but may also be via tekeonference @ phone.
(Meeting issues can be clarified via texts and emails as appropriate.)
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1 Proposed targets forDeliberate Practice(additional metric) are discussed and
determined, or a timeframe for selection of Deliberate Practice targets are set. While
a separate meeting or exchange of information may be implemented to complete the
Deliberate Practice targets, they should be disssed at the Step 3 Conference given

OEAEO EIi Pi OOAT AA O1 OEA 1 AAAAOS8O ¢OI xOE Al

Step 4: Monitoring, Data Collection, and Application to Practice : Evidence is gathered

QEAO DOTQEAAQ EtOEQEOOATTu@Eﬁe@ﬂ@@%@&@W@O[EEA
OEl OA xEOE ET DPDOO ET O OEA 1 AAAAOBO AOAI DAOEIT 1

1 The leader shares with supervisor evidence on practice on which the leader seeks
feedback or wants the evaluator to be informed.

f The evaluator accumulates data and evidence SnAAAAO6 O AAOE
I AAAAOG6O AAOET T O AOOET ¢ OEA 01 O0EI
come from site visits, be provided by the leader, from formal or informal
observations, or from evidence, artifacts or input provided by othersThe
accumulated information is analyzed in the context of the evaluation system
indicators.

1 As evidence and observations are obtained that generagpecific and actionable
feedback it is provided to the leader in a timely manner. Feedback may be provided
faceto-face, via FSLA forms, via email or telephone, or via memoranda.

1 Collegial groups, mentors, communities of practice (CoPs), professional learning
communities (PLCs), and lesson study groups in wdh the leader participates may
provide specific and actionable feedback for proficiency improvement.

1 These monitoring actions occur before and continue after the miglear Progress
Check (step 5).

TTQ
A Al

Step 5: Mid-year Progress Review between evaluatee and evaluator : At a mid-year
point, a progress review is conducted.

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

1 Any indicators which the evaluator has identified for a specific status update are
reviewed. (The leader is given notice of these indicators prior to the Progress Check,
as the feedback expected is more specific than that for the general indicator
overview.)

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

Strengths and progress are recognized.

Priority growth needs arereviewed.

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

o If the evaluator decides that the absence of evidence indicates unsatisfactory

proficiency because action®r impacts of action should be evident if leader

E
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was proficient, the leader is provided notice that the indicator(s) will be
addressed in a followup meeting.

0 The absence of evidence is explained by lack of opportunity for the evaluator
to note anything relevant, and leader is asked to provide follovup data on
the indicator prior to the year-end conference.

o0 The lack of evidence on one indicator is balanced by substantial evidence on
other indicators in the same proficiency area. No follovup is required until
evidence supporting a Needs Improvement (NI) or Unsatisfactory (U) rating
emerges.

1 Any actions or inactions which might result in an unsatisfactory rating on a domain
or proficiency area if not improved are communicated.

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

1 FSIA Feedback and Protocol For(or district equivalent) is used to provide
feedback on all indicators for which tkere is sufficient evidence to rate proficiency.
Notes or memorandums may be attached to the forms as appropriate to reflect what
is communicated in the Progress Check.

Step 6: Prepare a consolidated performance assessment : The summative evaluation
form is prepared by the evaluator and a performance rating assigned.

1 Consider including relevant and appropriate evidence by any party entitled to
DOl OEAA ET BDOO ET O OEA 1 AAAAOGO AOAI OAOQEI
2AOEAx AOGEAAT AA 11 1AAAAOSGO DPOI £ZEAEAT AU |
Use accumulatecevidence and rating on indicators to rate each proficiency area.
Consolidate the ratings on proficiency areas into domain ratings.
Consolidate Domain ratings, using FSLA weights, to calculate a FSLA score.

E ]

Step 7: Year-end Meeting between evaluate e and evaluator : Theyear-end meeting
addresses the FSLA score, th2eliberate Practice Score and Student Growth Measures.

1 The FSLA score is explained.

T 4EA 1 AAARAOSJ ODelpe&ate<PirEticetaigetsisieiewed and a Deliberate
Practice Score assigged.

1 The FSLA Score and Deliberate Practice Score are combined (as per weighting
formula) to generate a Leadership Practice Score.

1 If the Student Growth Measurement (SGM) score is known, inform the leader how
the Leadership Practice Score and SGM Score ¢one to a summative performance
level of Highly Effective, Hfective, Needs Improvement, or Unsatisfactory.

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

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

1 2A0EAx DOEIi OEOU CcOi xOE EOOOAO OEAO OEI 61 A
step 3 processes.
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Scoring Guide for State Model Metrics

Directions for use of this Guide

MAKING NO CHANGES

-

4EEO GCOEAA 1 Au AA OOAA OAO

m\
O
(@]
m\
M
(@]

Deliberate Practice metric.

ALL DISTRICTS WILL NEED TO ADD DISTRICT DECISIONS ON CUT

SCORES FOR SCHOOL LEADERS IN SECTION FOHUE SEORING

GUIDE

MAKING CHANGES IN SCORING, FSLA OR DELIBERATE PRACTICE?

1. Districts may modify the scoring process described in this guide or use a district
developed scoring process (which will be described and included in documentation
submitted with Review and Approval Checklist)

2. If any aspects of the FSLA or Deliberate Practice metrics are modified by the district,
the district should review scoring processes to determine if any of the scoring
processes need adjustment based on district changesttte metrics. Submit a
scoring process that works with your modified metrics.

3. If a district employs a phasein option on the FSLA and/or Deliberate Practice
metric, the district will need to amend the scoring process to reflect the phasa
decisions.
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Sooring Guide for State Model Metrics

An evaluation system that is aligned with the purpose of Section 1012.34, F.S. and applicable State
Board rules (e.g., 6/.065, 6A5.080) has two functions:
1 Providing quality feedback during a work year that focuses impvement effort on essential
proficiencies.
1 Generating an annual summative performance level based on the proficiency exhibited
during the work year.

For Florida School Leaders being evaluated using the FSLA, the Florida state model for principal
evaluation, the summative annual performance level is based on two factors:
f Student Growth Measures Score (SGN)) 4 EA DPAOA&I Oi AT AA T £ OOOAAT OO
supervision represents 50% of the annual performance level. The specific growth measures
OOAA ATIAETOONGNO APl EAA 1 60606 ATT &£ O0f 01 &lI1T OEAA
§ Leadership Practice Scod ! 1T AOOAOOI AT O T £# OEA 1 AAAAOGSEO POI
Principal Leadership Standards (FPLS). This is based on two metrics:
0 The Florida School Leader Assement (FSLA): A system for feedback and growth
AAGAA 11 OEA 1 AAAAOCGBO x1 OE AT A Ei DPAAO 1 £ OEF
80% of the Leadership Practice Score.
o Deliberate Practice (DP): Deep learning and growth on a few very specific aspects of
educational leadership. The DP Score contributes 20% of the Leadership Practice
Score.

Summary of Scoring Processes

1. Score Indicators "AOAA 11 OOAOEAO EI Ol

2. Score Proficiency Areas Based on tables in this guide

3. Score Domains Based on tablesn this guide

4. Score FSLA Based on formula in this guide

5. Score Deliberate Practice Metric Based on directions in this guide

6. Calculate Leadership Practice Score Combine FSLA and Deliberate Practice Scores
Based on formula in this guide

7. Calculate StudentGrowth Measure Score Use district cut points for SGM

8. Assign Proficiency Level rating label Combine Leadership and SGM scores

What this FSLA Scoring Guide Covers:

3AAGETT /1TAqg (i1 x OI OOAI OA6 OEA &3,!
SAAQEI T 4xi1d (1T x O OOAI OA6 3$A1I EAAOAOA
Section Three: Leadership Practice Score

Section Four: Annual Performance Rating
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Section One: How to Score the FSLA

District Options : The scoring process for the FSLA is one of a number of alternatis@oring

methods. Districts using the FSLA may ughbis scoring processor design a district system for
scoringthe FSLA. Use of the FSLA and use of the FSLA Scoring system are separate decisions. If

using the FSLA scoring process, reference this scoring guide in elemer$ || ET _~OEA
Approval Checklist for Instructional Personnel and School AdministratotoO A1 OAOET |

submitting for review and approval. IfU T O $c@iAg model is adapted or is a districtleveloped
scoring process, include your document(s) that describe your scoring process when you submit for

review.

About the FSLA Scoring Process

The state scoring model has these features:

1 The performance labels used ifsection1012.34, F.Sfor summative performance levels are

also used in the FSLA to summarize feedback on domains, proficiency areas, and indicators:

O O 0O

Highly Effective (HE)
Effective (E)

Needs Improvement(NI)
Unsatisfactory (U)

91 Direct Weighting: TheFSLA score is based on ratings for each of fadmmains, but the
system specifically gives added weight to Domain 2: Instructional Leadership: The weights

are:

(ol lNelNe]

Domain 1: StudentAchievement: 20%

Domain 2: Instructional Leadership: 40%

Domain 3:OrganizationalLeadership: 20%

Domain 4: Professional and Ethical Behavior: 20%

1 Embedded Weighting: The use of Domain scores to generate FSLAscore results in
embedded weighting aghe Domains have different numbers of indicators-or example:
Domain 1 haseight indicators, Domain 3 has 16 indiators and Domain 4 has four
indicators, but each Domain contributes 20% to the FLSA score. The result of this is:

(0]

Domain 2 indicators have tle most impact onthe FSLA results due to direct
weighing.There are 17 indicators but the Domain is weighted at 40%, thus
magnifying the impact of that domain on the final rating.

Domain 4 has the next highest level of impact due to embedded weightinghere

are only four indicators in this Domain, but the Domain contributes 20% of the FSLA
score.

Domain 1 has more impact thn Domain 3 since Domain 1 has eightdicators and
Domain 3 has 16 indicatorsbut each Domain contributes 20% of the FSLA score

1 Proficiency on Indicators leads to an FSLA Score.

(0]

(0]

(0]

Ratings on indicators (using rubrics in the FSLA) are combined to generate a rating
(HE, E, NI, or U) on each Proficiency Area.

Ratings on Proficiency Areas are combined (using the tables in this scoring del) to
generate a Domain Rating.

Ratings on Domains are combined (using tables in this scoring guide) to generate a
FLSA Score.
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How to determine an FSLA Score?

Generating a score for the FSLA has four steps:

Step One: Rate each Indicator.
Start with judgments on the ndicators. Indicators in each Proficiency Areare rated as HE, E, Ny
U based on accumulated evidence.

U The FSLA supports thisndicator proficiency rating process with rubrics for distinguishing
between the levels(HE, E, NI, or Udhat are specific to the indicator

U Toguide the ratingdecision,illustrative examples of leadership actions and illustrative
examples of impacts of leadership actionare provided.

U The rubrics for indicators and the illustrative examples are foundintA  O1 1 T QtheEl Oi 0d
$AOA #1111 AAOGETT AT A &AdAAdidaEchodlieddedd.ofylintiiedo BT OOA A
Learning Library, Resources Menu: Evaluation Resourcgsschool Leaders).

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

Rating Labels: What do they mean?

The principal should complete a selassessnent by scoring each of the indicators. The evaluator
also will score each of the indicators. In an endf the year conference, their respective ratings are
shared and discussed. The evaluator then determines a final rating for each indicator and, using t
procedures in this scoring guide, calculates an FSLA score.

Indicator ratings:

When assigning ratings to indicators in the FSLAhe evaluator should begin by reviewing the

indicator rubrics. These areOx I -DEAOOOA 6 A A OA OE Befavidrd irheadh gEthe AUh AAOOEE
levels of leadership behavior O ( ECEI U o @%AEAADEDAAGHh O. AAAS )i DOT OAI
051 OA O Edasielaiiatdd fihdsthe level that best describes performanceelated to the

indicator.

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

x EEAE OBk ADAIOARAS AAOA OE badd réptesehtddiviedeAcBidds obviha: ivad A
I AGAOOGAA AAT OO OEA 1 AAAAOGO DPAOAEN Oi AT AAs8

The ratings on the indicators aggregate to a rating on the Proficiency Arebased on tables in this
guide. The ratings on the Proficiency Areas within a Domain aggregate to a domain ratjnging
tables and formulas in this scoring guide.

The FSLA rubrics are designed to give principals a formative as well as a summative assessment of

where they stand n all leadership performance areas and detailed guidance on how to improve.

7EEI A OEAU AOA 110 AEAAEI EOOO A& O OAEIT1T OEOEOO A
behaviors about which supervisors and principals should be conversing frequély throughout the

year. Moreover, these behavioral leadership descriptions will form the basis for principal and

supervisor coaching and mentoring sessions.

Distinguishing between proficiency ratings

GCPS 2012 Pageq


http://www.floridaschoolleaders.org/
http://www.floridaschoolleaders.org/

GADSDEN COUNTY SCHOOL LEADERS AND NON CLASSROOM TEWAIHER ION MODEL

4ERA OwEAAAOEOAG 1 Agedormarkdiiafhadtdl idpatt A&, Avfnid D& dEHDOI)

and meets organizational needs. It is adequate, necessary, and clearly makes a significant

contribution to the school. The majority of the leadership workforce will be in the effective area

once tey have a clear understanding of what the FPLS require and have made the adjustments and

COl xOE T AAAOGOAOU O1 ODPCOAAA DPAOAEI Oi ATAA8 4EA POAO
001 OACEOEAAODT OUO AT AO 11T 0 DPOIT OE fadpashdettbrmarGeO E AAT A A
levels will fall in the shift to research and standardsbased assessments. Both school leaders and

evaluators should reflect on performance based on the new FPLS and the rubrics of the FSLA.

4EA O(ECEI U %AAAA O hdyhdstahdh@ldaderskias dedcbkdbd vedy Al O

AAI AT AET ¢ AOEOAOEA8 0AO& oOoi ATAA AO OEEO 1 AGAI EO
students, staff members, parents, and the school district. Highly effective leadership results from
recurringengagd AT O xEOE OAAI FRADABAAPOAREAREARABGEI U %AEAALD
other element within the organization become as good as they are. In normal distributions, some

leaders will be rated highly effective on some indicatorsut very few leaders will be rated highly

effective as a summative performance level.

A4EA 6. AAAOG )i boOl OAI AT 606 1 AGAT AAOAOEAAO DOET AEDPAI
are willing to work toward that goal, and, with coaching and support, candzome proficient. Needs

improvement rating will occur where expectations have been raised and standards made more

focused and specific. Professional behavior and focused professional learning will guide school

leaders toward increasingly effective perfornance.

oAOA&I Of ATAA AO OEA O51 OAGEOZAAOI OUo6 1 AGAT AAOGAOEA
for proficiency or who have demonstrated through their actiors and/or inactions that they choose

not to become proficient on the strategies, knowledgbases, and skills sets needed for student

learning to improve and faculties to develop

Step Two: Rate each Proficiency Area.

Ratings on the indicators in a Proficiency Area are combinetb assign a proficiencylevel (HE, E, NI,

or U) to a Proficiency Aea:The distribution of indicator ratings within a Proficiency Area result in a

Proficiency Area Rating. Since the number of indicators in a Proficiency Area varies, the following
formulas are applied to assign Proficiency Area ratinggor each Proficierty Area, use the

appropriate table.

Table 1

For Proficiency Areas 1,2,5,7,9 and 10 witfour Indicators , each Proficiency Area is rated:

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

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

Effective (E) if: at least three are E or higher and no more than one aré None are U.

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

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

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

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

Examples: HE+U+U+HE=U E+NI+U+U=U E+E+U+U=U
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For the Proficiency Areas with fewer or more than four indicators, use the appropriate table below:

Table 2

For proficiency Area 3 withsix Indicators , each Proficiency Area is rated:

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

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

Effective (E) if:at least four are E otigher and no more than two are NI. None are U.

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

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

Examples: HE+HE+NI+NI+NI+NI=NI NI+NI+NI+NI+U+U=NI E+E+E+N+NI+NI=NI ~ HE+HE+E+E+E+U=N

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

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

Table 3

For Proficiency Area 4 withseven Indicators , each Proficiency Area is rated:

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

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

Effective (E) if:at least five are E or higher and no more than two are NI. None are U.

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

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

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

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

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

Table 4

For Proficiency Area 6 withfive Indicators , each Proficiency Area is rated:

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

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

Effective (E) if:at least four areE or higher and no more than one are NI. None are U.

Examples: E+E+E+E+E=E HE+HE+E+E+E=HE+E+E+E+NI=EE+E+E+E+NI=E

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

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

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

Examples: HE+HE+HE+U+U=U NI+NI+NI+U+U=U
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Table 5

For Proficiency Area 8 withthree Indicators , each Proficiency Area is rated:

Highly Effective (HE) if: two or more indicators are HE andone are less than E.

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

Effective (E) if: two or more are E or higher and no more than one id.NNone are U.

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

Needs Improvement (NI) if: Criteria for E noimet and no more than one is U.

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

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

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

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

Step Three: Rate Each Domain.
Domains are rated as HE, E, NI, or U based on the distribution of ratings on Proficiency Areas within
the Domain. The tables below provide rating criteria for each FSLA Domain.

Table 6
Domain Rating Domain |: Student Achievement (Two Proficiency Areas)
Highly Effective if: Both Proficiency Areas rated HE
Effective if: 1 One Proficiency Area rated HE and one Effective, or
1 Both rated Effective
Needs Improvement if: 1 One Proficiency Area rated H6r E and one rated NI or U
1 Both Proficiency Areas rated NI
Unsatisfactory if: 1 One Proficiency Area rated NI and the other is rated U
1 Both are rated U
Table 7
Domain Rating Domain 2: Instructional Leadership (Three Proficiency Areas)
Highly Effective if: 1 All three Proficiency Areas are HE
1 Two Proficiency Areas rated HE and one E
Effective if: 1 Two Proficiency Area rated E and one Effective or NI
1 All three Proficiency Areas rated E
Needs Improvement if: 1 Any two Proficiency Areas rated NI
1 OneProficiency Area rated NI, one Proficiency Area rated U and
one Proficiency Area rated E or HE
Unsatisfactory if: 1 Two or more Proficiency Areas rated U
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Table 8

Domain Rating

Domain 3: Organizational Leadership (Four Proficiency Areas)

Highly Effective if:

All four Proficiency Areas are HE
Three Proficiency Areas rated HE and one E

Effective if:

Two Proficiency Areas rated E and two rated HE
All four Proficiency Areas rated E
Three Proficiency Areas rated E and one rated either NI or HE

Needs Improvement if:

Two Proficiency Areas rated E and two rated NI

Any three Proficiency Areas rated NI

One Proficiency Area rated NI, one Proficiency Area rated U an
two Proficiency Area rated E or HE

=A =8 =8 |- -a-a-a="

Unsatisfactory if:

==

Two or more Proficiency Area rated U

Table 9

Domain Rating

Domain 4: Professional Behaviors (One Proficiency Area)

Highly Effective if:

If Proficiency Area 10 rated HE

Effective if;

If Proficiency Area 10 rated E

Needs Improvement if:

If Proficiency Area 10 rated NI

Unsatisfactory if:

If Proficiency Area 10 rated U

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

score.

Step 4: Calculate the FSLA Score.

1 In Step One, proficiency ratings for indicators were made based on assessment of
available evidence and the rating rubrics.

1 In Step Two, the apportionment of Indicators ratings, using the tables provided, generated a
rating for each Proficiency Area within a Domain.

1 In Step Three, Domain ratings were generated. |AIf these steps were based on evidence on
the indicators and scoring tables.

At the FSLA scoring stage the model shifts torseighted point system. Points are assigned to

Domain ratings, direct weights are employed, and scores are converted to a numetisaale. The

following point model is used:

Table 10

DOMAIN RATING POINTS ASSIGNED

A Domain rating of Highly Effective 3 points

A Domain rating of Effective 2 points

A Domain rating of Needs Improvement 1 point

A Domain rating of Unsatisfactory 0 points

The Domain points are multiplied by the Domaid O AEOAAO xAECEO( 4EA O
j 0O2A0ET coqh OEA PIET OO ET Ai1 01T o jO01 ETO0006(Q
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Table 11

Domain Rating Points | Weight Domain
Weighted Score

Domain I: Student Achievement .20

Domain 2: Instructional Leadership .40

Domain 3: Organizational Leadership .20

Domain 4: Professional and Ethical Behavior .20

Example

Table 12

Domain Rating Points | Weight Domain
Weighed Score

Domain I: Student Achievement HE 3 .20 .6

Domain 2:Instructional Leadership E 2 40 -8

Domain 3:0rganizational Leadership HE 3 .20 6

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

After a Domain Weighted Score is calculated, the scores a@verted to a 100 point scale. This
process results in a FSLA Score range of 0 to 300 Points.

This table illustrates the conversion of a Domain Weighted value to a 100 point scale.

Example

Table 13

Domain Rating | Points | Weight Weighed | Convertto 100 Domain
value point scale Score

Domain | HE 3 .20 .6 x 100 60

Student Achievement

Domain 2 E 2 .40 .8 x 100 80

Instructional Leadership

Domain 3 HE 3 .20 .6 x 100 60

Organizational

Leadership

Domain 4 NI 1 20 2 x 100 20

Professional and Ethical

Behavior

FSLA Score 220

The Domain scores are added up and an FSLA score determinéiche FSLA Score is converted to an
FSLA rating of HE, E, NI, or U based on this scale:
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Table 14
FSLA SCORE FSLA Proficiency Rating
241to 300 Highly Effective
151 to 240 Effective
75to 150 Needs Improvement
0to 74 Unsatisfactory

The FSLA score is combined with a Deliberate Practice Score to generate a Leadership Practice
Score. Section Three provides scoring processes for Deliberate Practice.

The FSLA score will be 80% of the Leadership Score.

The Deliberate Practice Score will be 20% of the Leadership Practice.

(Note: If there is no Deliberate Practice or other additional metric at this time, then the FSLA score
is the Leadership Practice Swre.)
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Section Two: How to Score Deliberate Practice

NOTE: This section applies IF the district is using the state model deliberate practice

metric. If deliberate practice is not in use at this time, skip to Section Three.

Deliberate Practice Score

1 TheDP score is 20% of the Leadership Practice Score.

The DP metric will have 1 to 4specificgrowth targets.

1
1 Each target will have progress points (much like a learning goal for students)
f The targets will have equal weight and the lead& growth on each vill be assessed as HE

E, NI, or U.

Table 15

Scoring a DP Growth
Target

Rating Rubrics

Highly Effective

Target met, all progress points achieved, and verifiable
improvement in leaders performance

Effective Target met, progress points achieves....impagbt yet evident
Needs Improvement Target not met, but some progress points met
Unsatisfactory Target not met, nothing beyond 1 progress point

A DP Score has an upper limit of 300 points. Each target is assigned an equal proportion of the total

points. Therefore the points for each target will vary based on the number of targets.

Table 16

Number of growth targets

Maximum points per target

Maximum Point Range

One Target

300

300

Two Targets

150 (300/2)

300 (150 x 2)

Three Targets

100 (300/3)

300 (100 x 3)

Four Targets

75 (300/4)

300 (75 x 4)

Target values based on Rating (HE, E, NI, or U) and Number of Targets.

This chart shows the points earned by a growth target based on a rating Level (HE, E, NI, card)
the total number of targets in the DP plan.

Table 17

Rating | Point values If 1 target | If 2 targets | If 3 targets | If 4 targets
HE max points 300 150 100 75

E .80 of max 240 120 80 60

NI .5 of max 150 75 50 37.5

U .25 if some progress 75 37.5 25 18.75

U .0 if 1 progress stage 0 0 0 0

A DP score is based on ratings of the targets and the points earned for each rating.
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Examples

If Three Growth Targets:

Table 18

DP Target Rating Points (based on table 1%
columnb5) *

DP TARGET 1 HE 100

DP TARGET 2 E 80

DP TARGET 3 NI 50

DP Score (target score added 230

together)

* Points available vary based on total number of growth targets. Use T able 17 to select point
values.

Deliberate Practice rating

Table 19

DP Score Range DP Rating

241to 300 Highly Effective

151 to 240 Effective

75t0 150 Needs Improvement
0to 74 Unsatisfactory

Summary

80% of the Leadership Practice Score is based on the Florida School Leader Assessment Proficiency
Score.

20% of the Leadership Practice Score is based on the Deliberate Practice Growth Score.
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Section Three How to Calculate a Leadership Practice Scor e

A. FLSA SCORE:
X .80 =

B. Deliberate Practice Score:

x .20 =

C. Add scores from calculations A and B above to obtain Leadership Practice
Score

Example:

FLSA score of 220 x. 80 =176
DP score of 230 x .20 = 46

Leadership Practice Score is 222.

Leadership Score Range Leadership Practice Rating
241to 300 Highly Effective
151to 240 Effective
75t0 150 Needs Improvement
0to 74 Unsatisfactory
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Section Four How to Calculate an Annual Performance Level
1: Enter Cut scores for Student Growth Measures using a 300 point scale:

Above XXX= Highly effective
XXX to XXX Effective

XXX to XXX Needs Improvement
Below XXX= Unsatisfactory

Step 2: Enter Leadership Practice Score:

Step 3: Add SGM score and Leadership Practice Score

Example: SGM score of 212 + Leadership Practice score of 222 = 432 performance score

Performance score of 432 = rating of effective

Performance Score ranges Performance Level Rating
480 to 600 Highly Effective
301 to 479 Effective

150 to 300 Needs Improvement

0 to 149 Unsatisfactory

Step 4: Enter rating on Evaluation form

GCPS 2012 Pageq
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Data Collection and Feedback Protocol Forms and Evaluation Rubrics

Florida School Leader Assessment
Data Collection and Feedback Protocol Forms for

Domains 1, 2, 3and 4

These forms provide guidance to school leaders and evaluators on what is expected regarding each
indicator.

The forms provide:

1 The text of all Proficiency Areas and FSLiAdicators
1 Rubrics to distinguish among proficiency levels
0 A generic rubric that applies to each indicator and
0 An indicator specific rubric that applies to the individual indicator
1 Narratives to assist in understanding the focus and priorities embedded ithe FSLA
1 llustrative examples of Leadership Actions and Impacts on Others of Leadership Action that
AOOEOO ET O1T AARAOOOAT AET C EIl x OEA EOOOAj; 6q EI
1 Reflection questions to guide personal growth
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Domain 1 - Student Achievement

Narrative: Student achievement results in the student growth measures (SGM) segment of evaluation
represent student results on specific statewide or district assessments or eraf-course exams. The
leadership practice segment of the evaluation, tiough the proficiency areas and indicators in this domain,
focuses onleadership behaviorsthat influence the desired student results.

Proficiency Area 1. Student Learning Results : Effective school leaders achieve results on the
OAET T1 80 00O Adsiat diredt dnerbyEinfl@nc€, and resources toward data
analysis for instructional improvement, development and implementation of quality

standards -based curricula.

use of performance data, planning and goal setting related to targeted student results, and capacities to
understand what results are being obtained. This proficiency area is aligned with Florida Principal

Leadership Standard#1.

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

Narrative: Standardsbased instruction is an essentiafh 1 Ai AT & E1

&1 1T OEAA8O OOOAAT OO &£ O OOAAAOGO EIT A
understanding of what students are to know and be able to do. School leaders need to know thedaraic
standards teachers are to teach and students are to master.

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

OEA OOAOAGO bi Al

/E

¢pOO AAT OOOU ¢CI T AA

Generation Sunshine State Standards (NGSSS) assigned to each course are found at

www.floridastandards.org.

Rating Rubric

Highly Effective:e ad e
actions or i mp{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderds actio
actions relevant to thiicator are
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp
relevant to this indicator are min
or are not occurring, or are havi
adverse impact.

Every facultgeeting and staff
development forum is focuse
student achievement on the
Common Core Standards an
NGSSS, including periodic

The link between standards
student performance is in
evidence from the alignment
lesson plans of learning goal
activities and assignments tq

Common Core Standards an
NGSSS are accessible to fag
and students. Required train
on standardsased instrtion

has been conducted, but the

Classroomdening goals and

curriculum are not monitored
alignment to standards or ar¢
considered a matter of indivi
discretion regardless of cour:
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reviews of student work. course standards.

The leader can articulate whi
Common Core Standards ar
designated for implementatig
multipleaurses.

The leader is able to recogni
whether or not learning goals
and student activities are reld
to standards in the course
descriptions.

between standards and stud
performance is not readily
evident to many faculty or
students.

description requirements.

The leader is hesitant to intry
or is indifferent to decisions i
the classroothat are at

variance from the requireme
of academic standards in the

Assignments and activities ir] course descriptions.

most, but not all courses relg
the standards in the course
descriptions.

Training for the faculty on
standardbased instruction dg
not occur and the leader doe|
not demonstrate knowledge
how to access standards.

Leadership Evidee of proficiency on this indicator ma
seen in the | ea dlestrabive exaneph
of such evidence may include, but are not limited to t
following:

Impact Evidencef leadership proficiency may be seen
behaviors or actaof the faculty, staff, students and/or
communityllustrative examptdsuch evidence may
include, but are not limited to the following:

1 School leader extracts data on standards associated w
courses in the master schedule from the coursemescri
and monitor for actual implementation.

1 Lesson plans are monitored for alignment with correct
standards.

T Agendas, me mor anda, et c.
faculty on the role of state standards in curriculum, les:
planning, and trackinget progress.

1 Common Core Standards shared by multiple courses
identified and teachers with shared Common Core Stal
are organized by the leader into collegial teams to coo|
instruction on those shared standards.

1  Other leadership evidengedficiency on this indicator.

Lesson plans identify connections of activities to stand
Teacher | eadersd meeting
progress on state standards.

1  Students can articulate what they are expected to lear
course antheir perceptions align with standards in the
description.

1  Teachers routinely access course descriptions to main
alignment of instruction with standards.

1  Other impact evidence of proficiency on this indicator.

1
1

Scale Levelgchoose one) Whererghis sufficient evidence to rate current proficiency on this indicatg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ] Highly Effective [ ] Effective

[ ] Needdmprovement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):
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ReflectiorQuestions for Indicator 1.1
Highly Effective: Effective: Needs Improvement: Unsatisfactory:
Do you routinely share How do you s| Howdoyou monitor what Where do you find the standarg

examples of specific
leadership, teaching, and
curriculum strategies that a
associated with improved
student achievement on thg
Common Core Standards g
NGSSS?

conversations about how tk
recognizewilent growth
toward mastery of the
standards assigned to their
courses?

happens in classrooms to ins

that instruction and curriculun
aligned to academic standard

that are required for thesasuin
your master schedule?

GCPS 2012 Pageq
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Indicator 1.2 z Performance Data: The leader demonstrates the use of student and adult performance
data to make instructional leadership decisions.

AOOAOEOAd 4EEO ET AEAAOT O AAAOAOOAO OEA 1 AAAAOGO DOI A£E,
make instructional leadership decisions. What does test data and other sources of student performance data

related to targeted academic goals saybaut what is needed? What does data about teacher proficiency or
professional learning needs indicate needs to be done? The focus is what the leader does with data about
student and adult performance to make instructional decisions that impact student actvement.

Rating Rubric

Highly Effectiva:e ad e
actions or i mpj{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of rélewamtdo
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insuffieint scope or proficiency.

Unsatisfactory: eade r
actions or i mp

relevant to this indicator are min
or are not occurring, or are hawvir
adverse impact.

The leader can specifically
document examples of decis|
in teachingssignment,
curriculum, assessment, and
intervention that have been
made on the basis of data
analysis.

The leader has coached schi
administrators in other schog
improve their data analysis s
and to inform instructional
decision making.

The lader uses multiple data
sources, including state, dist
school, and classroom
assessments, and systemati
examines data at the subsca
level to find strengths and
challenges.

The leader empowers teachi
and administrative staff to
determine prities using data
on student and adult
performance. Data insights 4
regularly the subject of facult
meetings and professional
development sessions.

The leader is aware of state
district results and has discu
those results with staff, but h
not linked specific decisions
the data.

Data about adult performanc
(e.g. evaluation feedback da
professional learning needs
assessments) aredegh used
to inform instructional leader
decisions.

The leader is unaware of or
indifferent to the data about
student and adult performan
or fails to use such data as 4
basis for making decisions.

Leadership Evidenad proficiency on this indicaégrbe
seen in the | ea dlestrabve exaneph
of such evidence may include, but are not limited to t

Impact Evidencef leadership proficiency may be seen
behaviors or actions of the faculty, staff, shdfents a
communityllustrative examptdsuch evidence may

following: include, but are not limited to the following:

1 Data files and analyses on a wide range of student pef §  Teachers use performance data to make instrecitooras.
assessments are in routine use by the leader. 1 Department and team meetings reflect recurring attent

1 Analyses of trends and pattestgdant performance over student performance data.
time are reflected in presentations to faculty on instruc| §  Teacher leaders identify changes in practice within the
improvement needs. or departments based on performance data analyses.

1 Analyses of trends and patterns in evaluation feedbacl § Teacher leaders make presentations taesli@agses of
faculty proficiencies and professional learning needs & performance data to modify instructional practices.
refledcted in presentationsctdtfaon instructional improve| ¢  Other impact evidence of proficiency on this indicator.
needs.

T Leaderds agendas, memor a
performance data and data analyses.

9 Other leadership evidence of proficiency on this indical

Scale Levelgchoose one) Where there is sufficient evidence to rate current proficiency on this ind
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proficiendgvel by checking one of the four proficiency levels below. If not being rated at this time,

[ ] Highly Effective

[ ] Effective

[ 1 Needs Improvement

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that refleqisofigiesmdy on this indicator? The exg
above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 1.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How do you aggregddéa
about teacher proficiencies
instructional practices to
stimulate dialogue about wi
changes in instruction are
needed in order to improve
student performance?

How do you verify that all
faculty have sufficient grasj
the significance of studen
performance data to formul
rational improvement plans

By what methods do you enal
faculty to participate in useful
discussions about the relation
between student performance
data and the instructional acti
under the tea

How rach of the discussions wi
district staff about student

performance data are confusin
you and how do you correct thg
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Indicator 1.3 z Planning and Goal Setting: The leader demonstrates planning and goal setting to

improve student achievement.

Narrative: Knowing the standards and making use of performance data is expected to play a significant role in

DI ATTEI C AT A CI Al

improvement of student achievement.

Rating Rubric

OAOOET ¢8 4EEO ET AEAAOI O EO &I AOOAA

Highly Effective:e ad e
actions or i mp{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact autionskek\amt §
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderés actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: e ade r
actions or i mp
relevant to this indicator are min
or are not occurring, or are havi
adverse impact.

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

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

Goals and strategies reflect §
clear relationship between th
actions of teachers and lead
and the impact on student
achievement. Results show
steady improvements based
these leadership initiatives.

Priorities for student growth ¢
established, understood by g
and students, and plans to
achieve those priorities are
aligned with the actual action
the staff and students.

Specific and measurable gog
related tetudent achievemen
are established, but these efi
have yet to result in improve
student achievement or plan
for methods of monitoring
improvements.

Priorities for student growth ¢
established in some areas,

understood by some staff an
studers, and plans to achieve
those priorities are aligned W
the actual actions of some of
staff.

Planning for improvement in
student achievement is not
evident and goals are neithe
measurable nor specific.

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

Leadership Evidena# proficiency on this indicator may be s

the | eader 6s llbsadiie exampdsucho r

evidence mayclude, but are not limited to the following:

Impact Evidencef leadership proficiency may be seen in thg
behaviors or actions of the faculty, staff, students and/or cq
lllustrative examptésuch evidence may include, but are no
to tte following:

1 Clearly stated goals are accessible to faculty and stud

1 Agendas, memoranda, and other documents reflect a
comprehensive planning process that resulted in formt
the adopted goals.

T Leader ds pr es e n teatringapdates bn
the status of plan implementation and progress toward

1T Leaderds presentations t
student achievement.

1  Other leadership evidence of proficiency on this indical

1 Faculty members are abledoribe their participation in
planning and goal setting processes.

f Goals relevant to
accessible.

9  Students are able to articulate the goals for their achie|
which emerged from faculty and school adegpl

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

1  Other impact evidence of proficiency on this indicator.

studen

Scale Levelgchoose one) Where there is sufficient evidence to rate current proficiency on this indicator, as
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level by checking one of the four proficiency levels below. If not being rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicator? The ¢

are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 1.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What methods of sharing
successful planning proces

How will you monfiargress
toward the goals so that

How do you engage more fac
in the planning process so thg

How are other school leaders
implementing planning and gog

with other school leaders a| adjustments needed are | there is a uniform faculty setting?
most likely to generate disti evident in time to make understanding of the goals se
wide improvements? ficourse corr
GCPS 2012 PagkQ2



GADSDEN COUNTY SCHOOL LEADERS AND NON CLASSROOM TEWAIHER ION MODEL

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

improvement through student achievement results.

Narrative: Engagement with the standards, using data, making plans and setting goals are important. This

ET AEAAOT O OEEAOO &I AOO Oi

effort and further improvement.

RatingRubric

OEA

I AAAAOG O OOA

Highly Effective:e ad e
actions or i mp{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | ead¢g
thisindicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leader s actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope oripierficy.

Unsatisfactory: e ade r
actions or i mp
relevant to this indicator are min
or are not occurring, or are havi
adverse impact.

A consistent record of improy
student achievement exists ¢
multiple indicators of etud
success.

Student success occurs not ¢
on the overall averages, but
each group of historically
disadvantaged students.

Explicit use of previous data
indicates that the leader has
focused on improving
performance. In areas of
previous success thader
aggressively identifies new
challenges, moving proficien
performance to the exemplar
level. Where new challenges
emerge, the leader highlightg
need, creates effective
interventions, and reports
improved results.

The leader reaches the redju
numbers, meeting performan
goals for student achieveme

Results on accomplished go
are used to maintain gains al
stimulate future goal setting.

The average of the student
population improves, as doe
achievement of each group ¢
students wehhave previously
been identified as needing
improvement.

Accumulation and exhibition
student improvement results
inconsistent or untimely.

Some evidence of improvem
exists, but there is insufficien
evidence of using such
improvements to itétiehanges
in leadership, teaching, and
curriculum that will create the
improvements necessary to
achieve student performance
goals.

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

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

Indifferent to thata about
learning needs, the leader
blames students, families, ar|
external characteristics for
insufficient progress.

The leader does not believe
student achievement can
improve.

The leader has not taken
decisive action to change tim
teacheassignment, curriculu
leadership practices, or othe
variables in order to improve
student achievement.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestrafive exbneph

Impact Evidencef leadership proficiency may be seen
behaviors or actions of the faculty, staff, students ang
communityllustrative examptdsuch evidence may

include, batre not limited to the following:

1 The leader generates data that describes what improv

have occurred.

1 Agendas, memoranda, and other documents for facult
students communicate the progress made and relate t
progress to teacher and studestica make further gai

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

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

depart ment

f§f Team and

me et

GCPS 2012 Pagkd3
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1  Evidence on student improvement is routinely shared evidence of student improvements.
parents. 9  Other impact evidence of proficiency iodittitor.
1  Other leadership evidence of proficiency on this indical

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ]Highly Effective [ ] Effective [ 1 Needs Improvement [ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive isegpedttad):

Reflection Questions for Indicator 1.4

Highly Effective Effective Needs Improvement Unsatisfactory

How do you share with oth¢ How do you engage studer] How do you engage faculty inl What processes should you en
school leaders how to use | in sharing examples of thei| routinely sharing examples of| to gather data on student
student improvement resulff growth with other students? student improvement? improvements?

raise expectations and impj
future results?

GCPS 2012 Pagkl4
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Proficiency Area 2. Student Learning as a Priority : Effective school leaders demonstrate that

student learning is their top priority through effective leadership actions that build and
support a learning organization focused on student success.

Narrative: This proficiency area is aligned with Florida Principal Leadership Standard #2. A learning
organization has essential elements regarding the behavior of people in the organization. When all elements
are present and interacting, productive systemic charggis possible. This proficiency area is focused on the
degree to which learning organization elements exist in the school and reflect the following priorities on

student learning:

1 30DDI 06O £ O PAOOI T Al

i AGOAOU

1 Team learning among faculty is focused on student learning
1 Processes for exploring and challenging mental models that hamper understanding and progress on

student learning are in use
1 A shared vision has student learning as a pofity
1 Systems thinking is employed to align various aspects of school life in ways that promote learning

| rétatell fo Atéderbldathind 1 8 O

Indicator 2.1 z Learning Organization: The leader enables faculty and staff to work as a system focused
on student learning and engages faculty and st aff in efforts to close learning performance gaps among

student subgroups within the school.

Narrative: Are the elements of a learning organization present among the adults in the school? Are the
learning organization elements focused on student learnirigjls the system in operation at the school engaging
faculty in improving results for under-achieving subgroups? This indicator addresses the systemic processes
that make gap reduction possible. Is the leader proficient in building capacity for change?

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

achievement gaps.

Rating Rubric

Highly Effectiva:e ad e
actions or i mpj{
relevant to this indicator exceed
effective levels azmhstitute mode|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:

Leaderoonss aocrt i m
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp
relevant to this indicator are min
or are not occagj or are having &
adverse impact.

The essential elements of a
learning organization (i.e.
personal mastery of
competencies, team learning
examinatioof mental models,
shared vision, and systemic
thinking) are focused on
improving student learning
results. Positive trends are
evident iolosing learning

The | eader ds
supported processes enable
instructional and administrati
workforce of the school to
function as a learning
organization with all faculty
having recurring opportunitie
participate in deepenpersong
mastery of competencies, te
learning, examination of men

The | eader 6s
attention to building an
organization where the esse
elements of a learning
organizatigine. personal
mastery of competencies, te
learning, examination of men
models, shared visiond a
systemic thinking) are emerg
but processes that support e

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

Any works in progress on

personal nséery of instruction
competencies, team learning
processes, examinations of
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performance gaps among all
student subgroups within the
school.

There is evidence that the
interaébn among the elemen|
of the learning organization
deepen the impact on studer

models, a shared vision, and
systemic thinking. These full
operational capacities are
focused on improving all

st udentadlosing a
learning performance gaps
among studestibgroups withi
the school.

of the essential elements are
fully implemented, or are not
consistently focused on stud
learning as the priority, or arg
focused odosing learning
performance gaps among
student subgroups within the
school.

mental models, a shared visi
of outcomes sought, or syste
thinking about instructional
practices are not aligned or g
not organized in ways that
impact student achievement

gaps.

learning.tie leader routinely
shares with colleagues
throughout the district the
effective leadership practices
learned frontgdicient
implementation of the essent
elemets of a learning
organization.

Leadership Evidenad proficiency on this indicator ma:
seen in the | ea dlestrafive exaneph
of such evidence may include, but are not limited to t
following:

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

T Principalds support for
student learning is evident throughout the school year.

T Principalbés team |l earnin
learning.
T Principal 6s meeting agen

routinelyaking precedence over other issues as reflectg
place on the agenda and time committed to the issues|

1 School Improvement Plan reflects a systemic analysis
actionable causes of gaps in student performance and
goals that support systémpcovement.

1  The principal supports through personal action, profes
learning by self and faculty, exploration of mental mod
learning, shared vision, and systems thinking practiceg
on improving student learning.

1 Dialogues with fagundstaff on professional learning go
beyond learning what is needed for meeting basic exp
and is focused l@arning that enhances the collective ca
to create improved outcomes for all students.

1  Other leadership evidence of proficietidy indicator.

1 Team learning practices are evident among the faculty
focused operformance gaps among student subgroups
the school.

1 Professional learning actions by faculty pddmrssance
gaps among student subgroups within the school

1 Performance gaps among student subgroups within th
show improvement trends.

1 Faculty, department, team, andatogsilar meetings foc
on student learning.

1 Data Teams, Professional Learning Communities, and
Lesson Study groups show eeidémecurring meetings a|
focus on student learning issues.

1 Faculty and staff talk about being part of something lar
themselves, of being connected, of being generative o
something truly importan

1 There is systemic evidemoelebrating student success
an emphasis on reflection on why success happened.

1  Teacher or student questionnaire results address learr
organi zationds essenti al

9  Other impact evidence of proficiency on this indicator.

Scale Levelgchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ] Highly Effective [ ] Effective

[ ] Needs Improvement

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 2.1
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Highly Effective Effective Needs Improvement Unsatisfactory

Has your leadership resultg Where the essential elemel What essential elements of a
people continually expandirf of a learning orgatizaare | learning organization have
their capacity to create the in place and_ interacting, ho| supports in place and which n
results they truly desire? Is do you monitor what you ar development?

. creating collectively is focut
there eyldence that new_an. on student learning needs «
expansive patterns of thinki making a difference for all
are nurtured? Are the peop,

What happens in schools that ¢
effective learning organizations
does not happen in this school

How can you initiate work towa

Understanding that systemic ) e
learning organization by develq

students?
who make up your school
community continually learr
to see the i
systemic connections betws
practices and processes)?

change does not occur unless
of the essential elements of th
learning organization are in
operation, interacting, and
focused on student learning a|
their priority function, what ga
do you need to fill aury
supporting processes and wh
leadership actions will enable
faculty and staff to get involve

effective collaborative work
systemsge.g., Data Teams,
Professional Learning
Communities, Lesson Studies)

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

engagement in learning.

AOOAOEOAG O#1 EI AOAS

A0

A OAETTI EO

AROAOI ET AA AU EIT x

what is not. School leaders who promote a school climate where learning is respected, effort is valued,
improvement is recognized, and it is safe to acknowledge learning needs have provided students support for
sustained engagement in learning.

Rating Rubric

Highly Effective:e ad e
actions or i mpi{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Immvement:
Leaderds actio

actions relevant to this indicator
evident but are inconsistent or o

insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp
relevant to this indicator are atin
or are not occurring, or are havi
adverse impact.

The | eader ens|
identity and climate (e.g., vision,
mission, values, beliefs, and gog
actually drives decisions and inff
the climate of the school.

Respect for st
linguistic and family background
evident in the
expectations for the faculty.

The leader is proactive in guidini
faculty in adapting the learning
environment to accommodate th
differing needs andedsity of

The leader systematidelly., has &
plan, with goals, measurable
strategies, and recurring monjto
establishes and maintains a sch
climate of collaboration, distribut
leadership, and continuous
improvement, which guides the
disciplined thoughts and actions
staff and students.

Policies and the implementation
those policies result inraate of
respect for student learning nee:
and cultural, linguistic and family
background.

Some practices promote respec
student learning needs and culty
linguistic and family background
there are discernable subgroupsg
do not perceive the school clima
supportive of their needs.

The school climate does not
generate avel of schoolide
student engagement that leads {
improvement trends in all studer]
subgroups.

Student and/or faculty apathy in
regard to student achievement g
the importance of learning is eag
discernable acrdbhe school
population and there are no or
minimal leadership actions to ch
school climate.

Student subgroups are evident t
do not perceive the school as

focused on or respectful of their
learning needs or cultural, lingui
and family background or there |
to minimal support for managing
individual and class behaviors
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students. Classroom practices on adaptin
learning environment to
accommodate the differing need
and diversity of students are
consistently applied throughout

schob

SchoeWwide values, beliefs, and
goals are supported by individug
class behaviors through a well
planned management system.

The leader provides school ruleg
class management practices thg
promote student engagement ar
are fairly implemented across al
subgroups. Classroonttmas on
adapting the learning environme|
accommodate the differing need
and diversity of students are
inconsistently applied.

through a wedlanned manageme
system.

Leadership Evidenad proficiency on this indicator ma
seen in the | ea dlestrafive exaneph
of such evidence may include, but are not limited to t
following:

Impact Evidencef leadership proficg may be seen in {
behaviors or actions of the faculty, staff, students ang
communityllustrative exampédsuch evidence may

include, but are not limited to the following:

1  The leader organizes, allocates, and manages the resources

space, and attention so that the needs of all student subgrouy
recognized and addressed.

T There are recurring exampl e
and actions that reflect re
background.

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

T The school s vision, mi ssi o
expectation that student learning needs and cultural, linguisti
family bekgrounds are respected and school rules consistent
those beliefs are routinely implemented.

1 Professional learning is provided to sustain faculty understan
student needs.

1 Procedures are in place and monitored to ensure students hg

1  Classroom rules and posted procedures stress positive expe

and not just
1
1
1
1
lessons.
T Student
1

fido nots. o

All student subgroups participate inesgdrtsland activities.

A mulitiered system of supports that accommodates the diffe
and diversity of students is evident across all classes.
Students in all subgroups express a belief that the school res|
their needs and is a positikeitce on their future-lestig.
Walkthroughs provide recurring trends of high student engag

services staff/coun

student attitudes toward the school and engagement in learn
Teachertadent/parent survey or questionnaire results reflect

climate that supports student engagement in learning.

The availability of and student participation in academic supp
outside the classroom that assist student engagement in lear|

effective eans to express concerns over any aspect of school
1  Other leadership evidence of proficiency on this indicator.

1  Otheimpact evidence of proficiency on this indicator.

Scale Levelgchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels belovatéfichat thesntime, leave blank:

[ ] Highly Effective [ ] Effective

[ 1 Needs Improvemen

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq

above are illustrative dachot reflect an exclusive list of what is expected):

Reflection Questions for Indicator 2.2

Highly Effective Effective

Needs Improvement

Unsatisfactory

In what ways might you furth
extend your reach within the

What strategies have you
considered that would ensurg
t hat the scho

How might you structure a pl
that establishes and maintai

What might be the importang
developing a shared vision,
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district to help others benefit
fromyour knowledge and skill
establishing and maintaining
school climate that supports
student engagement in learn

climate (e.g., vision, mission,
values, beliefsychgoals)
actually drives decisions and
informs the climate of the
school?

How could you share with yo
colleagues across the distric
successes (or failures) of yol
efforts?

school chate of collaboration

distributed leadership, and

continuous improvement, wh
guides the disciplined though

and action of all staff and
students?

mission, values, beliefs, and
goals to estedii and maintain
school climate that supports
student engagement in learn

GCPS 2012
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Narrative: The leader who expects little from students and faculty will get less than they are capable of

Indicator 2.3 z High Expectations: The leader generates high expectations for learning growth by all

students.

AAAT I PI EOEEI

C8

0%OAOU AEEI A AAIl

I AAOT o

OAEAO 11

expectations that students can and will learra lot...not just a minimum to get by. Expecting quality is a

measure of respect.

Rating Rubric

Highly Effectiva:e ad e
actions or i mp:
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for atleaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderds actio
actions relewmtito this indicator ar
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp
relevant to this indicator are min
or are not occurring, or are havi
adverse impact.

Theleader incorporates commun
members and other stakeholder
groups into the establishment ar|
support of high academic
expectations.

The leader benchmarks expecta
to the perfor mi
nationbés, and |\
performing schools.

The leader creates systems and
approaches to monitor the level
academic expectations.

The leader encourages a culturg
which students are able to clearl
articulate their diverse personal
academic goals.

The leader systematicelly., has @
plan, with goals, measurable
strategies, and a frequent monit
schedulg)reates and supports hi
academic expectations by
empowering teachers and staff
high and demanding academic
expectations for every student.

The leader ensarhat students al
consistently learning, respectful,
on task.

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

The leader ensures the use of

instructional practices with prove
effectieness in creating success
all students, including those with
diverse characteristics and need

The leader creates and supports
academic expectationsdityrg)
clear expectations for student
academics, but is inconsistent o
occasionally faitshold all student]
to these expectations.

The leader sets expectations, b
fails to empower teachers to set
expectations for student acaden
performance.

The leader does not create or
support high academic expectat
by a&cepting poor academic
performance.

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

Perceptions among students, fa
or community that academic
shortcomings of student subgrou
are explained by inadequacy of
parent involvement, conityiun
conditions, or student apathy are
challenged by the school leader

Leadership Evidenad proficiency on this indicator ma

Impact Evidenaaf leadership proficiency may be seer

seen in the | ea dlestrabive exanepl the behaviors or status of the faculty atitistedtive

of such evidence may include, but are not liheted to | examplesf such evidence may include, but are not lin
following: the following:

1 School Improvement Plan targets meamnavgtiulbeyond what 1  Rewards and recognitions are aligned with efforts for the mor|

1
implementation is stressed.
1
1
Professional
bar . o
1

normal variation might provide.
Test specification documents and state standards are used ft
levels of student performance and performance at the higher

Samples of written feedback prawitEathers regarding student|
goal setting practices are focused on high expectations.

Agendas/Minutes from collaborative work systems (e.g., Data
Learning Commu

Other leadership evidesfgaroficiency on this indicator.

rather than easier outcomes.

1 Learning goals routinely identify performance levels above th
implementation level.

1 Teacherscanattestitbe | eader és suppor
expectations.

f Students can attest to the

1 Parents can attest to the t

1  Other impact evidence of proficiency on this indicator.

Scale Leels:(choose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
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[ 1 Highly Effective

[ ] Effective

[ 1 Needs Improvemen

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 2.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What strategies have you
considered using that would
increase the professional
knowledge opportunities for
colleagues across the schoo
district in therea of setting hig
academic expectations for
students?

How might you incorporate
community members and oth
stakeholder groups into the
establishment and support o
high academic expectations?

What are-2 key strategies yo
have thought about usiag th

would increase your consiste
in creating and supporting hi
academic expectatitorsevery
student?

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

Indicator 2.4 z Student Performance Focus: The leader demonstrates understanding of present levels
of student performance based on routine assessment processes that reflect the current reality of
student proficiency on academic standards.

Narrative: Lots of talk about high expectations, goal setting, working hard, rigor, and getting results is

Ei I OOAT Oh

AbO
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progress. Knowing annual test results is seful, but it is not enough. What does the leader do to know

xEAOEAO POI COAOO EO AAET GAIl B@ABAd OAT ODOAADRAT @ ADEA OO0 DN GH(

Rating Rubric

Highly Effective:e ad e
actions or i mp{
relevant to this indicatareed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | ead¢g
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderés actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: e ade r
actions or i mp

relevant to this indicaterminimal
or are not occurring, or are havi
adverse impact.

Assessment data generated at t
school level provides agang
perspective of the current reality|
student proficiency on academid
standards.

There is evidence of decisive
changesiiteacher assignments &g
curriculum based on student ang
adult performance data.

Case studies of effective decisio
based on performance data are
shared widely with other leaders
throughout the district.

Each academic standard has be|
analyzed anchnslated into stude
accessible language and proceg
for tracking student progress are
operation.

Power (high priority) standards ¢
widely shared by faculty membe|
and are visible throughout the
building. Assessments on stude
progress on there a routine
event.

The link between standards and
student performance is in evider|
from the posting of proficient stu
work throughout the building.

Standards have been analyzed,
are not translated into student
accessible language.

School levaksessments are
inconsistent in their alignment w|
the course standards.

Power (high priority) standards @
developed, but not widely knowr|
used by faculty, and/or are not
aligned with assessment data o
student progress.

Student work is posteddbat not
reflect proficient work throughou
building.

There is no or minimal coordinat
of assessment practices to provi
ongoing data about student
progress toward academic
standards.

School level assessments are n
monitored for alignmentthéth
implementation level of the
standards.

No processes in use to analyze
standards and identify assessmé
priorities.

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

Leadership Evidena# proficiency on this indicatgr@
| e a dllestrafive exbneph

seen in the
of such evidence may incl
following:

ude, but are not limited to t

Impact Evidencef leadership proficiency may be seen
behaviors or actions of the faculty, staff, students ang
communityllustrative examptésuch evidence may

include, but are not limited to the following:

1  Documents, cha}rts, graphs, tables, and othef goaphic displayy §  Faculty track student progress practices.
reflecting studentsd curren|q sydents tradheir own progress on leamning goals.
the leader to communicate " ¢  current examples of student work are posted with teacher co|
T Documents, (_:harts, graphs, tables, and other fo_rms O.f g_r_aphl reflecting how the work aligns with priority goals.
reflect trend lines over time on studlstit gn learning priorities. 1 Other impact evidence of proficiency on this indicator
1 Teacher schedule changes are based on student data. ’
1 Curriculum materials changes are based on student data.
1 Other leadership evidence of proficiency on this indicator.

Scale Levelgchoose one) Where thereffegnt evidence to rate current proficiency on this indicator, assign
level by checking one of the four proficiency levels below. If not being rated at this time, leave blank:

[ ] Highly Effective [ ] Effective [ ] Needs Improvement [ ]Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicator? The ¢
are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 2.4

Highly Effective Effective Needs Improvement Unsatisfactory

What data other than end ¢
year state assessments wo

What data other than end o
year state assessments wo

What data other than end of y
state assessments would be

What data other than end of ye
state assessments wdig helpfu
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be helpful in understanding

student progress at least e\
34 weeks?

be helpfih understanding
student progress on at leas
quarterly basis?

helpful in understanding stude
progress on at least a semi
annual basis?

in understanding student progr

GCPS 2012 Pagell3
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Domain 2 - Instructional Leadership

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

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

with state standards, effective instructional practices, student learning needs, and
assessments.

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

issues identified in the indicators into an efficient systemisthée AAAAOS8 O OAODPI 1 OEAEI EOQU8 4E
1 AAAAOGO bpOT ZEAEAT AU AO O1 ARAOOOAT AET ¢ OEA AOOOAT O OAA
regarding priority practices and goals.

Indicator 3.1 7& %! 009d 4EA 1 AAAAO Al E G haDprogrends ard bradtides vaitld thek 1
Florida Educator Accomplished Practices (Rule 6A -5.065, F.A.C.) and models use of the Florida
common language of instruction to guide faculty and staff implementation of the foundational
principles and practices.

NarraOEOAd )1 AEAAOT O o8p EO A AOOGAA 11 OEA OAEITI1T 1AAAAOS
00OAAOEAADO j &w! 00q AT A AAEI EOU O OOA &I 1T OEAA8O AiTii111
school, district and statewide communites of practice working collegially for high quality implementation of

the FEAPs, educators at the school level must be able to communicate and organize their efforts using the

terms and concepts in the FEAPs and the Florida common language of instructidhis indicator is about the

OAETT1 1AAAROGO DPOT ZEAEAT AU ET 1 AEET ¢ OEAO EAPPAT AU
terminology (the common language) to guide and focus teacher discussions on instructional improvements.

&1 1T OEAABS O AgelofirstructibnAsiuge®so that educators in Florida use the core terms in the same

way and with a common understanding.

O AT T 117

Qu

. 1T 0Ag 4EA &% 00h A &%' 00 AOI AEOOAR AT A &l 1T OEAA
http://lwww.floridaschoolleaders.org.
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RatingRubric

Highly Effective:e ad e
actions or i mpi{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s
i mpact of | eadg¢g
this idicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderés actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or pmfiy.

Unsatisfactory: e ade r
actions or i mp
relevant to this indicator are min
or are not occurring, or are havi
adverse impact.

The instructional program and
practices are fully aligned with th
FEAPs. Faculty and staff
implementation of the FEAPs is
consistently proficient and
professional conversations amol
school leadership and faculty ab|
instruction use the Florida comm|
language of instruction and the
terminology of the FEAPSs.

The | eader 6s uj{
common language resources res
inall educators at the school site
having access to and making us|
the FEAPs and common langua

Teacheleaders at the schod us
the FEAPs and common langua

The | eaderés u
and terms from the common
language is a routine event and
instructional activities align with
FEAPs.

Coordinated processes are
underway that link progress on
student learning gitowith
proficient FEAPs implementatiol

The | eaderds wu

common language resources re
in most faculty at the school site
havingccess to and making use
the FEAPs and common langua

The leader uses the common
language to enable fgcio
recognize connections between
FEAPs, the di st
indicators, and contemporary
research on effective instruction
practice.

The leader demonstrates some
of the FEAPs and common lang
to focus faculty on instructional

improvment, but is inconsistent i
addressing the FEAPs.

The | eaderdés u

common language resources re
in some faculty at the school site
havingccess to and making use
the FEAPs and common langua

There are gaps in alignment of
ongoing instructional practices g
school site with the FEAPs. The
some correct use of terms in the|
common language but errors or
omissions are evident.

There is no or minimal evidence
the principles and pcastiof the

FEAPs are presented to the facy
as priority expectations.

The leader does not give eviden
being conversant with the FEAP
the common language.

The | eaderés u
common language resources re
in few faculty at the sttsite
havingccess to and making use
the FEAPs and common langua

Leadership Evidené proficiency on this indicator may be
| e ader dlgstrabive xanyidsuchs

evidence may include, but are not limitgfdltowieg:

in the

Impact Evidenosf leadership proficiency may be seen in t
behaviors or actions of the faculty, staff, students, and/or ¢
lllustrative examptésuch evidence may include, but are no

to the following:

T The | eader o6s

to the content of the FEAPs and make correct use of the com

quality of alignment of instructional practice with the FEAPs.
| enamdi@icatidrs to pasents and other stakeholders|
use of FEAPs and common language references.

Other leadership evidence of proficiency on this indicator.

language.
1
common language.
1
FEAPs.
1
T The | eader 6s
T The

School improvement documents reflect concepts from the FH
The leader can articulaténtsteuctional practices set forth in the

Faculty meetings focus on issues related to the FEAPs.

documents, age

monitoring pra

FEAPS.

accessible to faculty.
Facul ty

= =4 =4 -4 -a -a-2

communications.

Other impact evidence of proficiency on this indicator.

Teachers are conversant with the content of the FEAPs.

Teachers can describe their primargtiostil practices using the
terms and concepts in the FEAPs.

Teachers use the common language and attribute their use t
providing access to the online resources.

School level support programs for new hires include training
FEAP®$rochures and excerpts from the common language ar

me mber s
instructional evaluation system with the FEAPs.
Subordinate leaders (e.g. teacher leaders, assistzaisptisei
FEAPs and common language terms accurately in their

are able to

Scale Levelgthoose one) Where there is sufficient evidence to rate current proficiency on this iptdifaienaskigaldy
checking one of the four proficiency levels below. If not being rated at this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ 1 Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observesflétas current proficiency on this indicator? The example

are illustrative and do not reflect an exclusive list of what is expected):

GCPS 2012
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Reflection Questions for Indicator 3.1

Highly Effective Effective Needs Improvement Unsatisfactory
How are yaable to provide | How do you recognize Do you review the FEAPs ang Do you know where to find the
specific feedback to teache| practices reflected in the | conmon language resources | of the FEAPs and common
on improving proficiency in| FEAPs and/or common frequently enough to be able { language?
FEAPs and/or common language as you conduct | recall the main practices and
language? teacher observations? principles contained in them?

GCPS 2012 Pagel6
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Indicator 3.2 z Standards-Based Instruction: The leader delivers an

instructional program that

Ei b1 AT AT OO0 OEA OOAOA5O AAI POAA AAAAAI EA OOAT AAO
rigorous and culturally relevant to the students by:

9 aligning academic standards, effective instruction and leadership, and student per

formance

practices with system objectives, improvement planning, faculty proficiency needs, and
appropriate instructional goals, and
1 communicating to faculty the cause and effect relationship between effective instruction on
academic standards and student performance.

AOOAOEOAY &I T OEAA8O bl Al
instruction. Course descriptions specify the standards that are to be learned in each course. All of the course
content in courses for which students receive credit toward promotion/graduation is expected to be focused

iT OEA OOAT AAOAO ET OEA AT OOOA AAOAOEDPOEIT 8

I £ A Aédbtiry is basedon AtdnGafdda3Ed]

all students receive rigorous, culturally relevant standardsbased instruction by aligning key practices with

OEA OOAOGAB8 O AAAAAIhEdHe NB38Y, AckeSsAPOINty). Atiellebder does what is necessary to
make sure faculty recognize and act on the cause and effect relationship between good instruction (i.e.,
researcchAAOAA OOOAOACEAOR

based on data about student needs).

OECI O1 60h

Note: Course descriptions and the standards for each course may be exploredvatw.floridastandards.org.

Rating Rubric

Highly Effectiva:e ad e
actions or i mpj{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactoryteae r 6 s
actions or i mp
relevant to this indicator are min
or are not occurring, or are hawvir
adverse impact.

Processes exist for all coursg
ensure thathat students are
learning is aligned with state
standards for theurse.

The leader has institutionaliz
quality control monitoring to
ensure that instruction is alig
with the standards and is
consistently delivered in a
rigorous and culturally releva
manner for all students.

Teacher teams coordinate w|
on studet mastery of the

standards to promote integra
of the standards into useful g

The leader provides quality
assistance to other school
leaders in effective ways to

Processes exist for most cou
to ensure thathat students ar
learning is aligned with state
standards for the course.

Instruction aligned with the
standards is, in most courses
delivered in a rigorous and
culturally m¥ant manner for a
students.

The leader routinely monitors
instruction to ensure quality i
maintained and intervenes a
necessary to improve alignm
rigor, and/or cultural relevan
for most courses.

Collegial faculty teamwork is
evident in coordingt
instruction on Common Core|
standards that are addresse
more than one course.

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

Instruction is aligned with the
standards irome courses.

Instruction is delivered in a
rigorous manner in some
courses.

Instruction is culturally releva
for some students.

The leader has implemented
processes to monitor progres
some courses, but does not

intervene to make improvem
in a tiraly manner.

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

The leader limits opportunitig
for all studentsrteeet high
expectations by allowing or
ignoring practices in curriculy
and instruction that are cultu
racially, or ethnically insensit
and/or inappropriate.

The leader does not know ar
chooses not to interact with g
about teaching usingegech
based instructional strategieg
obtain high levels of
achievement for all students.,

GCPS 2012  Pagell7
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communicate the cause and
effect relationship between
effective standastzsed
instruction and student growt

Leadership Evidenad proficiency on this indicator ma
seen in the | ea dlestrafive exaneph
of such evidence may include, but are not limited to t
following:

Impact Evidencef leadership proficiency may be seen
behaviors or actions of the faculty, staff, students ang
communityllustrative exampédsuch evidence may
include, baire not limited to the following:

T The | eader 6 s f alevel ndeting agenda
minutes, and other documents focus on the alignment
curriculum and instruction with state standards.

1 School Improvement Plan goals and actions dee linked
targeted academic standards.

T The | eaderés presentatio
include illustrations of
mean.

1  Monitoring documents indicate frequent review of rese|
based instructional practiegarding alignment, rigor and
cultural relevance.

1 Results of monitoring on resbéasdd instruction are use
increase alignment to standards, rigor, and/ or cultural
relevance.

T School s financi al docum
standardbased instruction, rigor, and/or cultural releva

1  Other leadership evidence of proficiency on this indical

1 Faculty members routinely access or provide evidence
content fromww.floridastandaodg.

1 Faculty has and makes use of the list of standards ass
with their course(s).

1 Activities and assignments are aligned with standards
to the course and those connections are conveyed to §

f Teachers can desacfridet iao
curriculum and standards and provide examples of ho
implement that plan in their courses.

T Teachers attest to t
time for standasddased instruction.

1T Teacher s at tfregegent mbnitoring lofeesdar
based instructional practices and application of those |
in pursuit of student progress on the course standards

1  Other impact evidence of proficiency on this indicator.

he |

Scale Levelgchoose one) Where therefisisuat evidence to rate current proficiency on this indicator
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢

[ ] Highly Effective [ ] Effective

[ ] Needs Improvement

[ ]Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:
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ReflectiorQuestions for Indicator 3.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What procedures might you
establish to increase your
ability to help your colleagul
lead the implementation of
districtds c
instruction thiatstandards
based, rigorous, and culturi

relevant?

What can you share about |
leadership actions to ensur;
that staff members have

adequate time and support|
and effective monitoring an

In what ways can you offer
professional learning for
individual and collegial grot
within the school or district
illustrate how to provide rig
and cultural relevance whe
delivering instruction on the
standards?

How dgou engage teacher;
in deliberate practice focus
on mastery of standdrdsed
instruction?

What might be3Xey leadershi
strategies that would help yoy
systematically act on the belig

that all students can learn at
levels?

How can your leaiship in

curriculum and instruction cor|

respect for the diversity of
students and staff?

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

instruction to meet the learnin

needs of atudents?

Where do you go to find out wh
standards are to be addressed

each course?

How might you open up
opportunities for all students
meet high expectatitmsugh

your leadership in curriculum a

instruction?

Do you have processes to mor
how students spend their learn

time?

In what ways are you monitorin

teacher implementation of effe
researcibased instruction?

feedback on proficiency in {
of researebased instruction
focused on the standards?

In vhat ways are you monitorin
teacher instru

What are ways you can ensull gcademic standards?

that staff members are alignin
their instructional practices wi
state standards?
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Indicator 3.3 z Learning Goals Alignments: The leader implements recurring monitoring and feedback
processes to insure that priority learning goals established for stude T OO0 AOA AAOAA
adopted student academic standards as defined in state course descriptions, presented in student
accessible forms, and accompanied by scales or rubric to guide tracking progress toward student
mastery.

AOOAOGEOAG O, AAOlefett Gize Gtratedy Ghat useOscales & BrQgEessive levels to monitor
student growth on the way to mastery of a state academic standard. Learning goals typically tak® 2veeks
of student time to master so are more amprehensive than daily objectives. The essential issue is that the
OAAAEAO AOAAOAOG OOCAAIT AGd 10O 1 AGAT O T £ POI COAOO OF xAOA
those scales to track progress toward mastery of the goal(s). This indicator a@dd OOA O OEA 1 AAAAOS O |
at monitoring and providing feedback on teacher and student use of priority learning goals with scales. The
leader is expected to go beyond low levels of monitoring that address whether the teacher provides such
goals and atends to the levels of student understanding and engagement with the learning goals. Do the
students pursue those goals? Do they track their own progress? Is celebrations of success on learning goals
focused on how success was achieved more than that is svabtained?

Note: Beginning in the 201213 school year, professional learning about learning goals and sample learning

goals may be explored atvww.floridastandards.org, www.floridaschoolleaders.org, and
www.startwithsuccess.org

Rating Rubric

Highly Effective:e ad e
actions or i mpi{
relevant to this indicator exceed
effective levelschoonstitute mode
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:

Leadetridens or i
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp

relevant to this indicator are min
or are not oceing, or are having
adverse impact.

Recurring leadership involvemer
the improvement in quality of da
classroom practice is evident an
focused on student progress on
priority learning goals.

Routine and recurring practices |
evident thaupport celebration of
student success in accomplishin
priority learning goals and such
celebrations focus on how the
success was obtained.

The leader routinely shares
examples of effective learning g¢
that are associated with improve
student achievemn.

Other leaders credit this leader \
sharing ideas, coaching, and

providing technical assistance tq
implement successful use of lea

Clearly stated learning goals
accompanied by a scale or rubri
that descrds measurable levels ¢
performance al i gned
adopted student academic
standards, is an instructional str
in routine use in courses school
wide.

Standardbased instruction is an
evident priority in the school and
student results on émeental
measures of success, like progr
on learning goals, are routinely
monitored and acknowledged.

The formats or templates used t
express learning goals and scalg
are adapted to support the
complexity of the expectations a
the learning needshef students.

Clearly stated learning galidsmied

Specific and measurable learnin
goals with progress scales, aligr]
to the stateobs
academicandards in the course
description, are in use in some K
not most of the courses.

Learning goals are posted/provi
in some classes are not current,
not relate to the students curren
assignments and/or activities, o
not recognized by the stsdent
priorities for their own effort.

Learning goals tend to be expre
at levels of text complexity not
accessible by the targeted stude
and/or at levels of complexity to
simplified to promote mastery of
associated standards.

Processes that & students and
teachers to track progress towar

Clearly stated priority learning gq
accompanied by a scale or rubri
that describes levels of performg
relative tthe learning goal ac#
systematically provided across tl
curriculum to guide student lear
orlearning goals, where provide:
arenotaligned to state standards
the course description.

The leader engages in minimal t
nonexistent monitoringlan

feedback practices on the quality
timeliness of information provide
students on what they are exped
to know and be able to do (i.e. n
alignment of learning goals with
standards for the course).

There are minimal or no leaders
practies to monitor faculty practi
on tracking student progress on
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to state or district initiatives in
support of student reading skills
in use school wide.

goals in standatiigsed instructior|

mastery of priority learning goalg
not widely implemented through
the school.

priority learning goals.

Leadership Evidenad proficiency on this indicator ma
seen in the | ea dlestrabive exaneph
of such evidence may include, but éireiteal to the
following:

Impact Evidencef leadership proficiency may be seen
behaviors or actions of the faculty, staff, students ang
communityllustrative exampédsuch evidence may
include, but are not limited to the following:

1  Agendas, meeting minutes, and memoranda to the faculty m
a focus on importance of learning goals with scales to engag
in focusing on what they are to understand and be able to do

T The | eader6s pract i c easkrootimelyt
address learning goals and tracking student progress.

1  The leader provides coaching or other assistance to teacherg
with use of the learning goals strategy.

1 Procedures are in place to monitor and promote faculty colleg
discussioan the implementation levels of learning goals to prq
alignment with the implementation level of the associated sta|
standards.

T Leaderds communications to
students making progress on learning goals.

1  Progress mdoring of adult and student performance on targe
priority learning goals is documented, charted, and posted in
areas of the school.

1T Evidence of the | eaderés in
provide learning goals that increaseestnt s 6 oppor

1 Other leadership evidence of proficiency on this indicator.

I  Clearly stated learning goals accompanied by a scale or rubri
describes levels of performance relative to the learning goal &
or easily assessataestudents.

I Teams or departments meet regularly to discuss the quality g

goals with scales being employed and adapt them based on

success rates.

Teacher lesson plans provide evidence of the connection of

activities and assigntaeea learning goals.

Teacher documents prepared for parent information make clg

targeted learning goals for the students.

Students are able to express their learning goals during walk

classroom observations.

Students are able to exgeimelationship between current activ|

and assignments and priory learning goals.

Lesson study groups and other collegial learning teams routi

discuss learning goals and scales for progression

Methods of both teachers and students trackingreggrésattowar

learning goals are evident.

Celebrations of student success include reflections by teache

students on the reasons for the success

Teachers can identify the learning goals that result in the high

student learning.

9 Otheimpact evidence of proficiency on this indicator

= == - -4 -4 -a -2

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below.draittbitignatleave blank:

[ ] Highly Effective [ ] Effective

[ ] Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative andadweflect an exclusive list of what is expected):

Enter data here:
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Reflection Questions for Indicator 3.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What specific strategies haj
you employed to measure
improvements in teachimd
innovations in use of learnil
goals and how can you use
such measures as predicto
improved student
achievement?

What system supports are
place to ensure that the bet
ideas and thinking on learn
goals are shared with

colleagues and arerianity of
collegial professional learni

To what extent do learning go
presented to the students refl
clear relationship between the

course standards and the
assignments and activities
students are given?

What have | done to deepen m
understating of the connection
between the instructional strate
of learning goals and tracking
student progress?
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Indicator 3.4 z Curriculum Alignments: Systemic processes are implemented to ensure alignment of
curriculum resources with state standards for  the courses taught.

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

access curriculum that supports the standards.

i OAg 7EAOQA

CADO i 0

i EOAT ECT T AT OO0 AOA

TTO0AA AU

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

Rating Rubric

Highly Effectiva:e ad e
actions or i mpj{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicatare sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp
relevant to this indicator are min
or are not occurring, or are hawvir
adverse impact.

The leader routinely engages
faculty in processes to impro
the quality of curriculum
resourcesiiregard to their
alignment with standards anc
impact on student achievemg
and supports replacing
resources as more effective {
are available.

The leader is proactive in
engaging other school leade|
sharing feedback on
identification and effectse=of
curriculum resources that are
associated with improved
student achievement.

Parents and community
members credit this leader w
sharing ideas or curriculum
supports that enable home a
community to support studer
mastery of priority standards

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

Procedures under the contro
the leader for acquiring new
curriculum resources include
assessment of alignment wit
standarsl

Curriculum resources aligne
state standards by resource
publishers/developers are ug
school wide to focus instructi
on state standards, and state
district, or school supplemen
materials are routinely used
identify and fill gaps, digha
instruction with the
implementation level of the
standards.

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

Efforts to align curriculum wit
stamards are emerging but h
not yet resulted in improved
student achievement.

Curriculum resources aligne
state standards by text
publishers/developers are ug
school wide to focus instructi
on state standards, but there|
no to minimal use ofestat
district, or school supplemen
materials that identify and fill
gaps, and align instruction w
the implementation level of tf
standards.

There are no or minimal
processes managed by the
leader to verify that curriculu
resources are aligned Wvith t
standards in the course
descriptions.

Leadership Evidenad proficiency on this indicator ma

Impact Evidenacef leadership proficiency may be seen
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seen in the | ea dlestralive exaneph
of such evidence may include, but are not limited to t
following:

behaviors or actions of the faculty, staff, students ang
communityllustrative exampédsuch evidence may
include, but are not limited to the following:

1 Curriculum is presented to faculty and stsideatsomtent
reflected in course descriptions rather than the conten
textbook.

1 School procedures for acquisition of instructional mate
include assessment of th
master state standards and include procedsess® gaps
or misalignments.

1  Course descriptions play a larger role in focusing cour
than do test item specification documents.

1 Agendas, meeting minutes, and memoranda to the fag
evident a focus on importance of curriculum beitegfarve
enabling students to master standards in the course ds

1 Media center acquisitions reflect a systematic effort to
curriculum supports that support student mastery of cg
standards at various levels of implementation.

1 NGSSS and Coman Core standards are routinely used
frame discussions on the quality and sufficiency of cur
support materials.

1  Other leadership evidence of proficiency on this indical

1 Teachers can describe the strengths and weaknesses
primary textsriegard to alignment with standards in the
course description.

1  Students are able to characterize text books and othe
provided resources tools as aids in student mastery of
standards.

1 Pacing guides focus assignments and activitidfqlanne
students on learning goals and state standards rather
coverage of chapters in a text.

1 Documents can be presented that inform of the alignm
between curriculum resources and standards for the c

1 Teachers can identify supplementary mseerial deepen
student mastery of standards.

1 Parent feedback/questionnaire results indicate recogn
the school is focused on stantasgsl instruction rather t
covering topics or chapters.

1  Student feedback/questionnaire results indigattoretioat
the curriculum is focused on what students are to undg
and be able to do.

1 Results on student growth measures show steady
improvements in student learning.

1  Other impact evidence of proficiency on this indicator.

Scale Levelqchoosere) Where there is sufficient evidence to rate current proficiency on this indic
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ] Highly Effective [ ] Effective

[ ]Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:
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Reflection Questions for Indicator 3.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What system is in place to
ensure that your best ideas
and thinking on using
curriculum to enable studer
to master standards are shs
withcolleagues, particularly
when there is evidence at y
school of improved student
achievement?

What specific school
improvement strategies hay
you employed to measure
improvements in teaching &
innovations in curriculum th
serve as predictors of
impoved student
achievement?

How can you monitor whethet
activities and assignments sty
get that involve use of curricu

resources are aligned with

learning goals and standards?

Do you know which standards
addressed in your curriculum?

GCPS 2012 Page2s
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Indicator 3.5 z Quality Assessments: The leader ensures the appropriate use of high quality formative
and interim assessments aligned with the adopted standards and curricula.

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

ATETC AO xA 11 06A &£ OxAOA 4EA OAET T I
NOAOOET 108 7EAOA ET AEAAOI O p8¢ AAAOAOOAO OEA 1 AAAAOGGO
indicator focuses on ations taken at the school site to generate interim assessment data and make sure

faculty use formative assessment practices to monitor and adjust instruction. Assessment of student progress

toward academic standards is an important aspect of tracking stwht progress. Leaders need to make use of

data on interim and formative assessments to guide goal setting and progress monitoring. They need to

provide teachers access to quality assessments and promote teacher use of formative assessments as a

routine strategy. The leader needs ogoing assessment data to inform a variety of decisions regarding such

issues as resource allocations, student and teacher schedules, professional learning impacts, and adjustments

in plans.

Rating Rubric

Highly Effectiva:e ad e
actions or i mpj{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s
i mpact of | eadg¢
this indicator are sufficiedt an
appropriate reflections of quality
with only normal variations.

Needs Improvement:
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactorytea d e r 6
actions or i mp
relevant to this indicator are min
or are not occurring, or are havi
adverse impact.

The leader uses a variety of
creative ways to provide
professional learning for
individual and collegial groug
witlin the district focused on
applying the knowledge and
skills of assessment literacy,
data analysis, and the use of
state, district, school, and
classroom assessment data
improve student achievemen

Formative assessments are |
of the school cultarel interim
assessment data is routinely
used to review and adapt plg
and priorities.

The leader systematically se
synthesizes, and applies
knowledge and skills of
assessment literacy and data
analysis.

The leader routinely shares
knowledge withf§t® increase
studentsd ach

Formative assessment pract
are employed routinely as pa
the instructional program.

The leader uses state, distrig
school, and classroom
assessment data to make
specific and observable char
in teaching, wiculum, and
leadership decisions. These
specific and observable charn
result in increased achievem
for students.

The leader haphazardly appl
rudimentary knowledge and
of assessment literacy and is
unsure of how to build
knowledge anievelop skills o
assessment literacy and data
analysis.

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

There is inconsistency in ho
assessment data are used td
change schedules, instructio
curriculum, or lead@rsh

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

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

There is little or no evidence
interaction with staff concern
assessients.

The leader is indifferent to da
and does not use data to ché
schedules, instruction,

curriculum or leadership.

Student achievement remain
unchanged or declines.

The leader does not use
assessment data from state,
district, school, azidssroom.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

| e a dllestrafive exbneph

Impact Evidencef leadership proficiency mayedveiséhe
behaviors or status of the faculty anidlsafitive
examplesf such evidence may include, but are not lin
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following: the following:

1  Documents for faculty use that set clear expectations ff 1  Teachers can describe interactions with the leader wh
of formative assessments to monitor ptodeass on effective assessment practices are promoted.
mastering course standards T Teachersod6 assess mepogress onth

1  Samples of written feedback provided to teachers regg standards of the course.
effective assessment practices. f Teachers attest to the |

f Collaborative work syste skills of effective assessment practices.
learning communities) agendas and minutes reflectre{  Teachers can provide assessments that are directly al
engagments with interim and formative assessment da course standard.

1  Faculty meeting agendas and minutes reflect attention| § Teachers attestto the ldader f r equent mo
formative and interim assessment processes. assessment practices.

71 Classroom walkthrough data reveals routine use of for| §  Student folders and progress tracking records reflect u
assessment practices in the classrooms. formative data.

1  Assessment rubrics are being used by the school. 1 Documents are in use that informs teachers of the alig

1  Other leadership evidence of proficiency on this indica between standards and assessments.

9  Other impact evidence of proficenthis indicator.

Scale Levelgchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below. If not being ratedtaauttkis timg

[ ] Highly Effective

[ ] Effective

[ 1 Needs Improvemen

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an distlabivhat is expected):

Enter data here:
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Reflection Questions for Indicator 3.5

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How might you engage other
school leaders in sharing qua
examples of formative
assessment ande of interim
assessment data?

What procedures might you
establish to increase your ab
to help your colleagpesvide
professional learning for
individual and collegial groug
within the district focused on
applying the knowledge and
skills of agssment literacy,
data analysis, and the use of
state, district, school, and
classroom assessment data
improve student achievemen

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

How can you provide ongoin
professional learning for
individual and collegial groug
within the district focused on
applying the knowledge and
skills of assessment literacy,
data analysis, and the use of
state, district, school, and
classroom assessagia to
improve student achievemen

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

In what ways are you using
state, district, school, and
classroom assessment data
make specific and observabl
changes in teaching, curricul
and leadership decisions to
increase student achievemer

How are you expanding your
knowledge and/or slafl
assessment literacy and data
analysis?

What strategies have you
considered that would incred
your interaction with staff
concerning assessments?

How are you using your
knowledge and skills of
assessment literacy to chang
schedules, instruction, and
curriculum or leadership
practices to increase student
achievement?
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Indicator 3.6 Z Faculty Effectiveness: The leader monitors the effectiveness of classroom teachers and
OOAO AT 1 OAi T OAOU OAOAAOAE AT A OEA AEi@MardA060 EI
procedures to improve student achievement and faculty proficiency on the FEAPs.

Narrative: School leaders are responsible for monitoring the effectiveness of classroom teachers. This
indicator addresses the proficiency and focus of the lea@d O
faculty effectiveness and the use of monitoring data to improve student and faculty performance. The focus

i TTEOI OET ¢ POl AAOGOGAO Oi

here is on monitoring teacher use of strategies supported by contemporary research, teacher proiecy on

EOOOGAO

AT 1T OAET AA

ET

achievement, and faculty proficiency on the FEAPSs.

I OAq

OEA ~ZAAOI OEAOS

timely feedback.

Rubric

)T AEAAOI O o8p

COAODP 1 E

OEA

EO & ABOAA 11

OEA &%!' 008

OEA
) 1

OAAAEAO AOAI OAOEI

I
AEAAOT O 18¢

Highly Effective:e ad e
actions or i mpi{
relevant to this indicator exceed
effectivéevels and constitute mo(
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations

Needs Improvement:
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency

Unsatisfactory: eade r
actions or i mp
relevant to this indicator are min
or arenot occurring, or are having
adverse impact.

The | eader és
generates a shared vision wi
the faculty of high expectatio
for faculty proficiency in the
FEAPSs, researbhsed
instructional strategies, and t
indicators in the teache
evaluation system.

The leader shares productive
monitoring methods with oth¢
school leaders to support dis
wide improvements.

The | eader 6s
monitoring process provides
leader and leadership team
a realistic overview of tireent
reality of faculty effectivenes
the FEAPs, the indicators in
teacher evaluation system, &
researcibased instructional
strategies.

The | eader ds
are consistently implemented
a supportive and constructive
manner.

Thedistrict teacher evaluatio
system is being implemented
the process is focused on
procedural compliance rathe
than improving faculty
proficiency on instructional
strategies that impact studen
achievement.

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

Monitoring does not comply
the minimum requirements o
district teacher evaluation
system.

Monitoring is not focused on
teacher proficiency in resear
basedstrategies and the FEA

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dilestrafive exbneph

Impact Evidencef leadershjgroficiency may be seen in
behaviors or actions of the faculty, staff, students ang
communityllustrative exampdésuch evidence may

include, but are not limited to the following:

1 Schedules for classroom observation document m

of faclty.

1  Records or notes indicate the frequency of formal

1 The teachers document that the leader initiated
professional development focused on issues arisi
faculty effectiveness monitoring.
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1
1

informal observations.

Data from classroom walkthroughs is focused on
effect size strategies and other FEAPs implement
Notes and memorandum from-fgdloanferences
regarding feedbamkformal or informal observation
reflect attention to FEAPs issues and réssaath
practices.

Agendas for meetings address faculty proficiency
arising from the monitoring process.

The leader meets with teachers to provide feedba
their groth in proficiency on instructional strategieg
Leadership team agendas or memoranda focuseqd
issues arising from monitoring.
Principal 8s resource a
on monitoring data.

Other leadership evidence of proficiencynulicttisr.

1

Teacheleader meeting agendas or memoranda re
followup actions based on feedback from leadersh
moritoring on FEAPS, teacher evaluation indicator
researcihased strategies.

Lesson study, PLC, or teacher team work is initiat
address issues arising from monitoring process.
Teachers can describe thedifghbt size instructional
strategieemployed across the grades and curricul
how they are adapted i
student needs.

Data and feedback from school leader(s) generatg
walkthroughs and observations are used by teach
revise instructional practices

Other impact evidence of proficiency on this indicd

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levelstmtmralfenioat this time, leave blank|

[ ] Highly Effective

[ ] Effective

[ 1 Needs Improvement

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustratarel do not reflect an exclusive list of what is expected):

Enter data here:
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Reflection Questions for Indicator 3.6

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How do you convey to high
effective teachers specific
feedbacthat would move
them toward even higher le
of proficiency?

How do you engage highly
effective teachers in sharing
vision of high quality teachi
with their colleagues so thal
there is no
enougho?

How do you improve your
conferering skills so your
feedback to teachers is bot
specific enough to be helpf
and perceived as support
rather than negative criticis|

How do you restructure your (
of time so that you spend eno
time on monitoring the profici¢
of instructional piees and

giving feedback to be an effeq
support for the faculty?

How do you improve your own
grasp of what the FEAPS requi
that your monitoring has a usef
focus?
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Proficiency Area 4: _Faculty Development : Effective school leaders recruit, retain, and
develop an effective and diverse faculty and staff; focus on evidence, research, and
classroom realities faced by teachers; link professional practice with student achievement to
demonstrate the cause and effect relationship; facilitate effecti  ve professional development;
monitor implementation of critical initiatives; and provide timely feedback to teachers so

that feedback can be used to increase teacher professional practice.

Narrative: This proficiency area is aligned with FPLS standard .0 11 OAO OEA & AOO &£OT 1 Ox
OAAI EOUG T £ EAAOI OU DPOiI ZEAEAT AU OiF AT 1 OET O1T 6O DPOT COAO«
focus.

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

proficiencies needed for the school population served.

Narrative: The £l AOO 1T £ OEEO ET AEAAOT O EO 11 OEA 1 AAAAOCSO AAOQEI

for the needs of the school population. It addresses actions taken to anticipataffing needs, seek out quality

applicants, and efforts to retain quality staff once on the faculty.

Rating Rubric

Highly Effectiva:e ad e
actions or i mpj{
relevant to this indicator exceed
effective levels and constitute m|
ofproficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement:

Leader 6 s actaide
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp
relevant to this indicator are min
or are not occurring, or are hawvir
adverse impact.

The leader tracks the succes
her or his recruitment and hir
strategies, learns from past
experience, and revisits the
process annually to continua|
improve the process.

The leader engages in a vari
of traditional andntraditional

recruitment strategies and th
prioritizes based on where th
find their most effective teacl

Effective recruiting and hiring
practices are frequently shari
with other administrators ang
colleagues throughout the
system.

The leadevorks collaborative
with the staff in the human
resources office to define the
ideal teacher based upon the
school population served.

The leader is sensitive to the
various legal guidelines abol
the kind of data that can be
sought in interviews.

A hirig selection tool that hel
interviewers focus on key
instructional proficiencies thg
are aligned with the teacher
evaluation criteria is develop
and effectively utilized.

A hiring process is clearly
communicated including how

The leder relies on the distrig
office to post notices of
vacancies and identify poten
applicants.

Efforts to identify replaceme
tend to be slow and come aft
other schools have made
selections.

Interview processes are
disorganized, not focused on
schools needs, and do not
improve from year to year.

The leader approaches the
recruitment and hiring proceg
from a reactive rather than a
proactive standpoint.
Consequently, the process n
not be well thought out, is
disjointed, and not aligned w
key success criteria embedd
within the teacher evaluation
documents essential to
organizational success.

No coherent plan or process
employed to encourage qual
staff to remain on the faculty
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staff is involved.

Leadership Evidenad proficiency on this indicatobena

Impact Evidencef leadership proficiency may be seen

seen in the | eadlesralive exanepll behaviors or status of the faculty andssafitive

of such evidence may include, but are not limited to t| examplesf such evidence may include, but are not lin

following: the following:

1 The leader maintains an updated assessment of the | § Teachers can describe a hiring process that incorpora
instructional capacities needed to improve faculty effeq specific focus on essential instructional proficiencies n
and uses that assessment in filling vacancies. the school populatserved.

1  Samples of hiring documents (e.g., posting notices, int §  Teachers confirm that a critical part of the hiring proce
questions with look/listen fors) that identify highly desir includes an evaluation of the effectiveness of the proc
instructional proficiencies needed in teacher applicanty § Teacher leaders are involved in monitoring staffing neg

1  Documentation that the recruitment and select process providing input to the leader.
subjected to amdepth review and evaluation for continy Teachers new to the school camible effective induction
improvement purposes. processes that had a positive impact on their adjustme

1 The leader has an established record of retaining effeg school.
highly effective teachers on the staff. 1 Teacher leaders (e.g. department heads, team leaders

1 The leader has a systematic process for selecting new describe the instructional capacities needed in finding
reviews that prosdsr its impact on faculty effectiveness candidates to fill vacancies dacdhiy.

1  Programs for new and transfer teachers that promote | 1  Other impact evidence of proficiency on this indicator.
adjustment to the school culture and instructional resp
is provided.

1  Evidence that the leader has shared successful hiring
with other admstrators and colleagues within the distrig

1  Other leadership evidence of proficiency on this indicg

Scale Levelgchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency ldvelstlirow rated at this time, leave blan

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above ard#lustrative and do not reflect an exclusive list of what is expected):

Enter data here:
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Reflection Questions for Indicator 4.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What can be done to
encourage quality teachers
staywith your school and
quality applicants to seek tc
join the faculty?

What connections do you h
to reach potential applicant]
other that the districts
personnel office?

Have you gathered data abou
why teachers choose to leave]
your faculty?

What stratégs have you
employed to meet the learnin
needs of your faculty, from ng
to veteran to expert?

At what point in the school yea
you check on staff retention an
estimate future staffing needs?

In what ways are professional
learning opportunitiekdd to
individual faculty needs?
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Narrative: Where indicator 3.6 focuses on monitoring to maintain awareness of faculty effectiveness, this

Indicator 4.2 7z Feedback Practices: The leader monitors, evaluates proficiency, and provides timely
and actionable feedback to faculty on the effectiveness of instruction on priority instructional goals
and the cause and effect relationships between professional practice and student achievement on

those goals.

indicator focuses on the use of the monitoring procesto provide quality and timely feedback to teachers. The

feedback processes need to deepen teacher understanding of the impact of their practices on student

learning.

Rating Rubric

Highly Effectiva:e ad e
actions or i mp:
relevanto this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only noahvariations.

Needs Improvement:
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mp
relevant tthis indicator are minim
or are not occurring, or are hawvir
adverse impact.

The leader uses a variety of
creative ways to provide pos
and corrective feedback. The
entire organization reflects th
|l eaderds focu
timely, and specifecognition ¢
proficiency and improvement
proficiency.

The focus and specificity of
feedback creates a clear visi
of what the priority instructiof
goals are for the school and |
cause and effective relations|
between practice and studen
achevement on those priority
goals.

The leader balances individu
recognition with team and
organizatiemide recognition.

The leader provides formal
feedback consistent with the
district personnel policies, an
provides informal feedback t
reinforceroficient performang
and highlight the strengths o
colleagues and staff.

The leader has effectively
implemented a system for
collecting feedback from

teachers as to what they knog
what they understand, wherg
they make errors, and when
have miscaeptions about usg
of instructional practices.

Corrective and positive feedl
islinked to organizational god
and both the leader and
employees can cite example
where feedback is used to
improve individual and
organizational performance.

The leadexdheres to the
personnel policies in providin]
formal feedback, although th
feedback is just beginning to
provide details that improve
teaching or organizational
performance, or there are fa
to whom feedback Is not timé
or not focused on priority
improvement needs.

The leader tends to view
feedback as a linear process
something they provide teac
rather than a collegial excha
of perspectives on proficienc

There is no or only minimal
monitoring that results in
feedback on proficiency.

Fornal feedback, when
provided, is nonspecific.

Informal feedback is rare,
nonspecific, and not
constructive.

Leadership Evidenad proficiency on this indicator ma:

seen in the

| e a dilestrafive exbneply

Impact Evidencef leadership proficiency may be seen
behaviors or status of the faculty antlssafative

of such evidence may include, but are not limited to t
following:

examples gfich evidence may include, but are not lim
the bllowing:

1

Rubrics that distinguish among proficiency levels on e
indicators are used by the leader to focus feedback ne
improvements in instructional practice.

Samples of written feedback provided teachers regard
prioritized instructiguralctices.

Documentation of an instructional monitoring schedule
supports frequent instru

1
1

Teachers can attest to regularly scheduled formal and
observations.

Teachers report recognition as teaberseand as
individuals.

Teachers describe feedback from the leader in terms ¢
recognizing instructional strengths and suggestions to
teaching to a new level.
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Indicator 4.3 z High effect size strategies: Instructional personnel receive recurring feedback on their

proficiency on high effect size strategies.

administrative staff.

Teachers report that leader uses a combination of clag

1  The leader implements a schedule that results in frequ observation and teaedstfr assessment data as part of th
walkthroughs and observation of teachiragrang le feedback.
1  School improvement plan reflects monitoring data ana Feedback to teachers, over the course of the year, is K
1  Evidence the leader has a system for securing feedba multiple sources of information (e.g. observations, wal
teachers specific to prioritized instructional practices. videos, seféflections, lesson studies, PLCs, assessme
f The |l eaderds use of ti me and from moreathone person.
spenbn monitoring instruct Teacher leaders have opportunities to observe colleag
gameo) and providing spe teaching practices and provide feedback.

Feedback and evaluation data is used by teachers to f
growth plans.
Other impact evidence of proficiency on this indicator.

instructional practices. i
1 The leader provides feedback that describes ways to g
performance and reach the next level of proficiency. | 1
1T Feedbck reflects judgmemoo
checklist approach.
9  Other leadership evidence of proficiency on this indicg

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ] Highly Effecter [ ] Effective [ 1 Needs Improvemen [ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 4.2

Highly Effective Effective Needs Improvement Unsatisfactory

How frequently do teachers
recognize that your feedback
directly linked to improving b
their personal performance 8
that of the school?

What might you do to ensure
they see this important
connection?

What are some examples of
focused, consttive, and
meaningful feedback that yo
provide to your staff? How d
this support their learning?

In what ways do you currentl
recognize faculty in providing
feedback and affirmation to
them?

To what extent do you
acknowledge the efforts of
teams, awell as that of
individuals?

How can frequent, focused, §
constructive feedback suppo|
teachers in improving their
instructional practice?

4AAAEET C EO A Al ipiAg pPOI AAOO8 4EA OOECEOD
However, teachers need proficiency on a core repertoire of high importance strategies. These are strategies
all teachers are expected to be able towA A AEAAOEOAI U8 4EEO EIT AEAAOT O EO A&I A
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Al AGOET ¢ AEAAOI OU

AOOAT OET T T1

Ei DOIT OXkithhde QuithihigherOET OA O

probabilities of causing student growth when done correctly and in appropriate coumstances.

Note: Department lists of higheffect size strategies are posted atww.fldoe.org and
www.floridaschoolleaders.org

Rating Rubric

Highly Effectiva:e ad e
actions or i mpi{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders.

EffectiveLeader 6s

i mpact of | eadg¢g
this indicator are sufficient and
appropate reflections of quality
with only normal variations.

Needs Improvement:
Leader s actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: eade r
actions or i mpa
relevant to this indicator are min
or are not occurring, or are havi
adverse impact.

The leader uses a variety of creg
ways to provide positive and
corrective feedback on the
implementation of high effect siz
strategies. As a result, the corre|
and appropriate implementation
high effect size instructional
strategies across theiculum and
grades is a routine part of the
learning environment for all stud

The entire organization reflects {
|l eader6s focus

and specific recognition of corref
and appropriate implementation

high effect size strategies.

The leader balances individual
recognition on high effect size
strategies with team and
organizatienide recognition.

In addition to the formal feedbag
consistent with the district evalu
system indictors, the leader proy
recurring infornfieédback on high
effect size strategies to reinforcg
proficient performance and highl
the strengths of colleagues and

The leader has effectively
implemented a system for colleg
feedback from teachers as to wh
they know, what they undwsta
where they make errors, and wh
they have misconceptions about
of high effect size strategies.

Corrective and positive feedbac
high effect size strategiésked to
organizational goals.

Both the leader and employees

cite examples ofemh feedback on
high effect size strategies is use
improve individual and organiza
performance.

The leader adheres to the distrig
evaluation system requirements
providing formal feedback on hig
effect size strategies, but the
feedback is geral rather than
providing details that improve
teaching or organizational
performance related to high effe
size strategies.

The leader tends to view feedbal
a linear process; something they
provide teachers rather than twq
communications whbeleader
al so | earns fr
expertise.

The leader is not aware of the hi
effect size strategies expected ti
used in district schools or fails tq
communicate them to faculty.

Feedback on high effect size
strategies is rare, nonspeaifit,
not constructive.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestradive exbneph

Impact Evidencef leadership proficieny be seen in t
behaviors or status of the faculty anidlsafitive
examplesf such evidence may include, but are not lin

the following:

1

1

instructional strategies.
1

feedback on use of high effective size strategies.
1

effect size strategies.
1

and in appropriate circumstances.
1

strategies.
Al

Professional learning supports on the high effective size straf]
readily availablefaoulty.
Samples of written feedback provided teachers high effect siz

Walkthrough and observation practices are designed to empt
School improvement plan includes adiiomtee proficiency in h

Evidence the leader has a system for securing specific feedb
teachers on their implementation of high effect size strategies

Documentation of an inttrmal monitoring schedule that suppo
frequent (every other week) instructional monitoring of high e

The leader provides feedback that describes ways to enhanc
performance on high effect size strategies and reach themex
same.

Teachers can attest to relgidaheduled formal and informal
observations with feedback on high effect strategies.
Teachers report recognition as team members and as individ
quality work on high effect strategies.

Teachers describe feedback from the leader in termiziofyreco
instructional strengths and suggestions to take their teaching
level.

Teachers report that leader uses a combination of classroom
observation and teaedef assessment data as part of the feed
on high effect size strategies.

High effdcize strategies provided through various state and ¢
initiatives are employed by teachers to whom the initiatives a
Departments routinely discuss their capacity to implement thq
effect strategies applicable to their subject area.

Teacherare afforded opportunities to observe mentor teache
the high effect size strategies.

Lesson study teams use the process to improve application g
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1 The leader manages schedules that enable teachers to make
observational rounds or view video examples of other teache

high effect size strategies.

9 Other leadership evidence of proficiency on this indicator.

effect strategies to the content of targeted lessons.
1  Other impact evidence of proficietiig orlicator.

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ] Highly Effective

[ ] Effective

[ 1 Needs Improvemen

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusihatlist efpected):

Enter data here:

Reflection Questions for Indicator 4.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How frequently do teachers
recognize that your feedback
directly linked to improving b
their personpérformance on
high effect size strategies an
well as the organizational
performance?

What might you do to ensure
they see this important
connection?

What are some examples of
focused, constructive, and
meaningful feedback on high
effect sizersitegies that you
provide to your staff? How d
this support their learning?

In what ways do you currentl
recognize faculty in providing
feedback and affirmation to t
on high effect size strategies

To what extent do you
acknowledge the efforts of
teams, as well as that of
individuals?

How can frequent, focused, §
constructive feedback suppo|
teachers in improving their
instructional practice?
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