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1. Performance of Students

For all school administrators, 40% percentage of the evaluation that is based on the
performance of students criterion as outlined in s. 1012.34(3)(a)1., F.S.

Three years of student performance data will be used for all school administrators, including
the current year and the two years immediately preceding the current year, when available. If
less than the three most recent years of data are available, those years for which data are
available must be used. If more than three years of student performance data are used, the
years will be specified.

For school administrators, the average of each teacher’s VAM and Proficiency Value Score
under the principal’s supervision will be used to determine the performance of students [Rule
6A-5.030(2)(a)7., F.A.C.].

Enter the Student Performance Score. This score is calculated by averaging the Student
Performance Score of all teachers under the supervision of the principal. For example, in Liberty
County, teacher’s FSA VAM Score and Proficiency Value Score is based on a 4 point score.
Once that number is calculated for each teacher, the scores will be averaged to calculate the
principal’s Annual Performance Level. The weighting of the VAM will be proportional to the
teaching assignments at the school.

Overall Final Score Annual Performance Level
4 Highly Effective 4
3 Effective 3
2 Needs Improvement 2
1 Unsatisfactory 1
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2. Instructional Leadership

For all school administrators, 50% of the final evaluation rating is based on the instructional
leadership criterion as outlined in's. 1012.34(3)(a)3., F.S. The Instructional Leadership Data
Collection Form is included in Appendix D. This form includes an explanation of how scoring is
calculated and combined to determine the instructional leadership score. [Rule 6A-5.030(2)(c)1.,
F.A.C].

The 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 improving student learning and faculty proficiency
on instructional strategies that positively impact student learning.

Contemporary research [Rule 6A-5.030(2)(c)2., F.A.C.] associated with this framework
included:

e Reeves, D. (2009). Assessing Educational Leaders: Evaluating Performance for Improved
Individual and Organizational Results. Thousand Oaks, CA: Corwin Press.

e Hattie, J. (2009). Visible learning: A synthesis of over 800 meta-analyses relating to
achievement. New York: Routledge.

e Horng, E., Klasik, D., & Loeb, S. (2010). Principal’s time use and school effectiveness.
Stanford University.

e Kouzes, J. M., & Posner, B. Z. (2010). The truth about leadership. San Francisco, CA:
Jossey-Bass.

e Louis, K. S., Leithwood, K., Wahlstrom, K. L., & Anderson, S. E. (2010). Investigating
the links to improved student learning. The Wallace Foundation.

e Robinson, V. M. J. (2011). Student-centered leadership. San Francisco, CA: Jossey-Bass.

e Marzano, R. J., Frontier, T., & Livingston, D. (2011). Effective supervision: Supporting
the art and science of teaching. Alexandria VA: ASCD

Observation or other data collection instruments that include indicators, organized by domains,
based on each of the Principal Leadership Standards, and additional elements provided in s.
1012.34(3)(a)3., F.S. [Rule 6A-5.030(2)(c)4., F.A.C.] are included in Appendices G-J.

Procedures for observing and collecting data and other evidence of instructional leadership
[Rule 6A-5.030(2)(c)5., F.A.CL].

Step 1: Orientation: The evaluation process for administrators begins each year with an annual
orientation and update of the evaluation system. This update will be conducted each summer
usually in the month of July and is attended by all school administrators.

Step 2: Initial Meeting: The school administrator will complete a self-evaluation and schedule
an initial meeting with their supervisor. The supervisor will add their initial evaluation to the
self-evaluation document and together they will arrive at a consensus evaluation. During this
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initial meeting the administrator and supervisor will decide on at least two indicators which the
administrator will focus on during the upcoming school year.

Step 3: Monitoring, Data Collection, and Application to Practice: Evidence is gathered by
the school administrator and their supervisor that provides insights on the leader’s proficiency on
the agreed upon indicators.

Step 4: Mid-year Progress Review: At a mid-year point, usually January, a progress review is
conducted. Priority growth needs are reviewed that were identified in Step 2 Initial Meeting. Any
actions or inactions which might result in an unsatisfactory rating on a domain or proficiency
area if not improved are communicated. Any indicators for which there is insufficient evidence
to rate proficiency at this stage, but which will be a priority for feedback in remainder of the
year, are noted. Data Collection and Feedback Protocol Forms and Evaluation Rubrics
(Appendices G-J) may be used to provide feedback on all indicators for which there 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 5: Prepare a consolidated performance assessment: The summative evaluation form,
Annual Instructional Leadership Performance Evaluation Form, (Appendix E) is prepared by the
evaluator and a performance rating assigned.

e Consider including relevant and appropriate evidence by any party entitled to provide
input into the leader’s evaluation.
Review evidence on leader’s proficiency on indicators.
Use accumulated evidence 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.

Step 6: Final Evaluation Meeting: The final evaluation meeting addresses the Instructional
Leadership score, the Teacher Survey score and Student Growth Measures. The summative
evaluation form is prepared by the evaluator and a performance rating assigned. During the final
meeting the evaluator reviews evidence on school administrator’s proficiency on indicators and
explains the Instructional Leadership score. All relevant and appropriate evidence by any party
entitled to provide input into the evaluation will be considered. If the Student Growth Measure
score is known, inform the leader how the Instructional Leadership score, the Teacher Survey
Score and Student Growth Measure score combine to a summative performance level of Highly
Effective, Effective, Needs Improvement, or Unsatisfactory. If Student Growth Measure score is
not known, inform the leader of possible performance levels based on known scores. If
recognitions or employment consequences are possible based on performance level, inform
leader of district process moving forward. Review priority growth issues that should be
considered at next year.
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Alignment to the Florida Principal Leadership Standards (FPLS)

Domain/Standard

Evaluation Indicators

Domain 1: Student Achievement:

1. Student Learning Results:
Effective school leaders achieve results on the school’s student learning goals.

a. The school’s learning goals are based on the state’s adopted student academic standards and the district’s 1.1
adopted curricula; and,

b. Student learning results are evidenced by the student performance and growth on statewide assessments; Student
district-determined 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. growth/achievement

2. Student Learning As a Priority:
Effective school leaders demonstrate that student learning is their top priority through leadership actions that build
focused on student success.

and support a learning organization

a. Enables faculty and staff to work as a system focused on student learning; 1.4
b. Maintains a school climate that supports student engagement in learning; 15
c. Generates high expectations for learning growth by all students; and, 1.6
d. Engages faculty and staff in efforts to close learning performance gaps among student subgroups within the 1.7

school.

Domain 2: Instructional Leadership

3. Instructional Plan Implementation:

Effective school leaders work collaboratively to develop and implement an instructional framework that aligns curriculum and state standards, effective

instructional practices, student learning needs and assessments.

a. Implements the Florida Educator Accomplished Practices as described in Rule 6A-5.065, F.A.C., through a All
common language of instruction;

b. Engages in data analysis for instructional planning and improvement; 1.2

c. Communicates the relationships among academic standards, effective instruction, and student performance; 2.1

d. Implements the district’s adopted curricula and state’s adopted academic standards in a manner that is 1.3
rigorous and culturally relevant to the students and school; and, )

e. Ensures the appropriate use of high quality formative and interim assessments aligned with the adopted 22

standards and curricula.

4. Faculty Development:

Effective school leaders recruit, retain and develop an effective and diverse faculty and staff.

a. Generates a focus on student and professional learning in the school that is clearly linked to the system-wide 25
strategic objectives and the school improvement plan;

b. Evaluates, monitors, and provides timely feedback to faculty on the effectiveness of instruction; 2.1

c. Employs a faculty with the instructional proficiencies needed for the school population served,; 2.5

d. Identifies faculty instructional proficiency needs, including standards-based content, research-based pedagogy, 25
data 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 2325
instruction; and, !

f. Provides resources and time and engages faculty in effective individual and collaborative professional learning 24

throughout the school year.

5. Learning Environment:

Effective school leaders structure and monitor a school learning environment that improves learning for all of Florida’s diverse student population.

a. Maintains a safe, respectful and inclusive student-centered learning environment that is focused on equitable 3.8
opportunities for learning and building a foundation for a fulfilling life in a democratic society and global
economy;

b. Recognizes and uses diversity as an asset in the development and implementation of procedures and practices 3.8
that motivate all students and improve student learning;

¢. Promotes school and classroom practices that validate and value similarities and differences among students; 3.8

d. Provides recurring monitoring and feedback on the quality of the learning environment; 2.1

e. Initiates and supports continuous improvement processes focused on the students’ opportunities for success 1.7
and well-being; and,

f. Engages faculty in recognizing and understanding cultural and developmental issues related to student learning 3.8

by identifying and addressing strategies to minimize and/or eliminate achievement gaps.

Domain 3: Organizational Leadership
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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.

a. Gives priority attention to decisions that impact the quality of student learning and teacher proficiency; 3.1
b. Uses critical thinking and problem solving techniques to define problems and identify solutions; 4.3
¢. Evaluates decisions for effectiveness, equity, intended and actual outcome; implements follow-up actions; and | 4 3
revises as needed; )
d. Empowers others and distributes leadership when appropriate; and, 3.2
e. Uses effective technology integration to enhance decision making and efficiency throughout the school. 2.6

7. Leadership Development:

Effective school leaders actively cultivate, support, and develop other leaders within the organization.

a. ldentifies and cultivates potential and emerging leaders; 3.2
b. Provides evidence of delegation and trust in subordinate leaders; 3.2
c. Plans for succession management in key positions; 3.2
d. Promotes teacher-leadership functions focused on instructional proficiency and student learning; and, 3.2
e. Develops sustainable and supportive relationships between school leaders, parents, community, higher 3.3

education and business leaders.

8. School Management:
Effective school leaders manage the organization, operations, and facilities in ways that maximize the use of resources
and effective learning environment.

to promote a safe, efficient, legal,

a. Organizes time, tasks and projects effectively with clear objectives and coherent plans; 34

b. Establishes appropriate deadlines for him/herself and the entire organization; 34

¢. Manages schedules, delegates, and allocates resources to promote collegial efforts in school improvementand | 3 4
faculty development; and,

d. Is fiscally responsible and maximizes the impact of fiscal resources on instructional priorities. 4.4

9. Communication:
Effective school leaders practice two-way communications and use appropriate oral, written, and electronic comm

unication and collaboration skills to

accomplish school and system goals by building and maintaining relationships with students, faculty, parents, and community.

a. Actively listens to and learns from students, staff, parents, and community stakeholders; 3.3
b. Recognizes individuals for effective performance; 3.7
¢. Communicates student expectations and performance information to students, parents, and community; 35
d. Maintains high visibility at school and in the community and regularly engages stakeholders in the work of the 3.6
school; )
e. Creates opportunities within the school to engage students, faculty, parents, and community stakeholders in 3.3
constructive conversations about important school issues.
f. Utilizes appropriate technologies for communication and collaboration; and, 2.6
g. Ensures faculty receives timely information about student learning requirements, academic standards, and all 1.1

other local state and federal administrative requirements and decisions.

Domain 4: Professional and Ethical Behavior

10. Professional and Ethical Behaviors:

Effective school leaders demonstrate personal and professional behaviors consistent with quality practices in education and as a community leader.

a. Adheres to the Code of Ethics and the Principles of Professional Conduct for the Education Profession in 4.5
Florida, pursuant to Rules 6A-10.080 and 6A-10.081, F.A.C.;

b. Demonstrates resiliency by staying focused on the school vision and reacting constructively to the barriers to 4.1
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 well- 4.3
being of the school, families, and local community;

d. Engages in professional learning that improves professional practice in alignment with the needs of the school | 4 2
system;

e. Demonstrates willingness to admit error and learn from it; and, 4.3

f. Demonstrates explicit improvement in specific performance areas based on previous evaluations and formative 4.2

feedback.
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Liberty County School District
Instructional Leadership Data Collection Form

Name:

School: School Year:
Evaluator:

Evaluator's Title: Date Completed:

Domaln 1: Student Achievement (20% of FSLA Score)
The focus |s on leadership practices that impact prioritization and results for stedent achieverment on priority
learning goals - knowing what's important, understanding what's needed, and taking actions that get results.

[ Highly Effective-Both areas rated HE ONeeds Improvement-1 area HE/E & 1 area NI/U o
baoth MI
O Effective-One area HE gr both E O Unsatisfactory-1 area Nl and 1 U ar both U

Proficlency Area 1 - Student Learning Results: Effective school leaders achieve results on the school's student
learning goals and direct energy, influence, and resources toward data anabysis for Instructional improvement,
development and Implementation of quality standards-based cuwrrloula.

CHighly Effective-3 or more indicators are HE and none are less than E

CJeffective-at least 3 are € or higher and no more than one NI, no U

OMeeds Improvement-Criteria for E not mat and no mare than 1 U

Ounsatisfactory-2 or more U
Indicator 1.1 — Academic Standards: The leader demonstrates understanding of student requirements and academic standards
[Florida Standards and MG555]).

(| Highly Effective D ffective Deleeds improvement Dnsatisfactary

Indicator 1.2 — Performance Dats: The leader demorstrates the use of stedent and adult performance data to make instructional
leadership decisions.

] Highly Effective Oeffective Clvieeds Improvement Dlunsatisfactory
Indicator 1.3 — Planning and Goal Setting: The leader demonstrates planning and goal setting to improve student achievement. [}
| Highly Effective 1 Fective [Deeds Improverment DUnsatisfactary

Indicator 1.4 - Siudent Achievement Besylts: The leader demanstrates evidence of student improvernent through student
achisvement ragulis,

] Highly Effective Dffective Oeeds Improvement Dlunsatisfactory
Proficlency Area 2 - Student Learning as a Priority: Effectlve school leaders demonstrate that student learning ks
thelr top priority through effective leadership actbons that bulld and support a learning organization focused on
student suceess.
[ Highly Effective-3 or more indicators are HE and none are less than E
DIeffective-at least 3 are E or higher and no more than one NI, no U
OMeeds Improvement-Criteria for E not mat and no mare than 1 U
Cunsatisfactory-2 or more U
Indicator 2.1 - Learning Organization: The keader enables faculty and staff to work as a system focused on student learming, and
engages faculty and staff in efforts to clese learning performance gaps ameong student subgroups within the school.
D Highly Effective O ffective Ceeds Improvement Dnsatisfactory
Indicator 2.2 - Schogl Climate- The keader maintains a school diimate that supports student engagement in learning.
O Highly Effective Offective Ctends Improwement EIJnut'u.'factnr'r
Indicator 2.3 - High Expectations: The leader generates high expectations for learning growth by all students.
(| Highly Effective D ffective Dtleeds improvement DUnsatisfactary
Indicator 2.4 - Student Performance Facus: The keader demonstrates understanding of present levels of student performance
based on routine assessment processes that reflect the current reality of student proficiency on academic standards.
O Highly Effective Oleffective Oeleeds Improvement DOlunsatisfactory
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Domain 2: Instructional Leadership (90% of FSLA Score)
The focus Is on Instructional leadership = what the leader does and enables others to do that supports teaching and

learning.
[ Highly Effective-All 3 areas rated HE pr 2 areas HE and | CIMNeeds Improvement-Any 2 areas rated Nl pe 1 area NI,
1E 1 area Uand 1 area E or HE

[ Effectiwe-3 areas rated E or 2 areas rated E and 1 HE O Unsatisfactory-2 or more areas rated U
or NI
Proficlency Area 3 - Instructhonal Plan implementathon: Effective school leaders work collaboratively to develop
and Implement an instructional framewaork that aligns eurrleulum with state standards, effective instructional
practices, student learning needs, and assessments.

CHighly Effective-4 or more Indicators are HE and none are less than E

DEffective-At least 4 are E or higher and no more than 2 Nl and no U

CIMeeds Improvement-Criteria for E not met and no more than 2 U

CUnsatisfactory-2 or more are U

Indicator 3.1 — FEAPs: The leader aligne the schoal's instructional programs and practices with the Florida Educator S&ocomplished
Practices [FEAFs) (Rule BA-5.065, F.A.C ), and models use of Florida’s common language of instruction to guide faculty and staff's
implermnentation of the foundational principles and practices.

[ Highly Effective DEffective Ceeds Improvement Dinsatisfactary

Indicator 3.2 - Standards-based Instruction: The leader delivers an instructional program that implements the state”s adopted
academic standards | Florida Standards and MGSS5) in 2 manner that is figorous and culturally relevant to the students by aligning
academic standards, effective irstruction and leadership, and student performance practices with system objectives, improvement
planning, faculty proficiency needs, and appropriate instructional goals, and communicating to faculty the cause and effect
redationship between effective instruction on academic fandards and student performance.

O Highly Effective O ffective OMeeds Improwement Dinsatisfactory

Indicator 3.3 - Learning Goals Alignrments The l=ader implements recurning monitoring and feedback processes bo insune that
priority learning goals established for students are based an the state’s adopted student academic standards as defined in state
course descriptions, presented in student accessible forms, and accompanied by scales or rubrics to guide tracking progress
towand student mastery.

L Highly Effective I frective OMeeds Improwement DMinsatisfactory

Indicator 3.4 - Curriculurn Alignments: The leader implements systemic processes to insure alignment of caurriculum resowurces with
state standards for the courses taught.

O Highly Effective X fective Cteeds Improvement CWinzatisfactary

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

L Highly Effective DIEffective Ceeds Improvement Dhinsatisfactary

Indicator 3.6 - Faculty Effectiveness: The leader monitors the effectiveness of classroom teachers and uses contemparary research
and the district’s instructional evaluation system criteria and procedures to improve student achievement and faculty proficiency
on the FEAPL.

O Highly Effective OEffective OMeeds Improswement Dinsatisfactory

Proficlency Area 4 - Faculty Development: Effective school leaders recrult, retain, and develop an effective and
diverse faculty and staff; focus on evidence, research, and elassroom realities faced by teachers; link professional
practice with student achievement to demonstrate the cawse and effect relatlonship; facilitate effective
professional development; monitor iImplementation of eritieal initlatives; and secure and provide timely feedback
o teachers so that feedback can be used to Increase teacher professional practice.

CHighly Effecthre-5 or more Indicators are HE and none are less than E

Oeffective-At least 5 are E or higher and no more than 2 Nl and no U

CiMeeds Improvement-Criteria for E not met and no more than 2 U

ClUunsatisfactory-2 or more are U

Indicator 4.1 - Recruitrment and Retention: The keader ermploys a faculty with the instructional proficiendies needed far the schoal

population served.

O Highly Effective O ffective OMeeds Improwement Dinsatisfactory

Indicator 4.2 - Fesdback Practioes: The leader manitors, evaluates proficiency, and secures and prowvides timely and actionable

feedback to faculty on the effectivensss of instruction on priority instructional goals, and the cause and effect relatiorships

betwern profewsional practice and student achievement an those En»al:..
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) Highly Effective CEtective DO#leeds improvement Dinsatisfactory

Indicator 4.3 - High Effect Size Strategies: Instructional personnel receive recurring feedback an their proficiency on high effect size
irstructional strategies.
O Highly Effective Deffective OI#ieeds iImprovement Dlunsatisfactary
Indicator 4.4 -Instructional Initiatives: District-Supported state initiatives fooused on student growth are supported by the l=ader
with specdific and observable actions, induding monitoring of implermentation and measuremeant of progress toward initiative goals
and professional kearning to imprave Faculty capacdity to implement the initiatives.

O Highly Effective DEfHfective [D#leeds improvement DUnsatisfactory
Indicator 4.5 - Faglitating and Leading Professional Learming: The leader manages the arganization, operations, and facilities to
provide the faculty with quality resources and time for profesional learning and promotes, participates in, and engages faculty in
effective individual and collaborative learning on priority professional goaks throughout the school year.
L Highly Effective I Frective [Ceeds Improvement [Minzatisfactary
Indicator 4.6 - Fatulty 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 professional learming in the schoal
that is clearly linked to the system-wide objectives and the school improvement plan; identifying faculty instructional proficiency
needs [including standards-based content, research-based pedagogy, data analysis for instructional planning and improvernenit];
aligning faculty development practices with system objectives, improvement planning, faculty proficiency needs, and appropriate
irstructional goals; and wsing instructional technology 25 a kearning tool for students and faculty.

O Highly Effective DEfHfective O#leeds improvement DUnsatisfactory
Indicator 4.7 - Actual Imgrovement- The l=ader improves the percentage of effective and highly effective teachers on the faculty.
O Highly Effective Deffective OI#ieeds Improvement Dlunsatisfactory

Proficlency Area 5 - Learning Environment: Effective school leaders structure and monltor a school learning
environment that Improves learning for all of Florida's diverse student population.

[ Highly Effective-3 or more indicators are HE and none are less than E

DIeffective-At least 3 are E or higher and no more than one NI, no U

DOMeeds iImprovement-Criteria for E not met and no more than 10

DOunsatisfactory-2 or more U

Indicator 5.1 — Student-Centered: The leader maintaing a safe, respectful and indusive student-centered leaming environment that
is focused on equitable opportunities for learning, and building a foundation for a fulfilling life in a demooratic society and global
econarmy by providing recurring monitoring and feedback on the quality of the l=aming environment and aligning learning
erviranment practices with system objectives, improvement planming, faculty profidiency needs, and appropriate instructional
goals.

O Highly Effective DEfHfective [D#leeds improvement Dnsatisfactory
Indicator 5.2 — Sugcege-Oriented- The l=ader initiates and supports continuous improvenent processes and a multi-tiered system
of supports focused on the Sstudents’ opportunities for success and well-being.
O Highly Effective Defective OItieeds iImprovement Dlunsatisfactory
Indicator 5.3 - Diversity: To align diversity practices with systermn objectives, improvernent planming, faculty proficiency needs, and
appropriate instructional goals, the leader recognizes and uses diversity a5 an asset in the development and implermentation of
procedures and practices that motivate all students and improse student learning, and promotes school and classroom practices
that validate and value similarities and differences among students.

O Highly Effective DEfHfective [Ddleeds improvement DUnsatisfactory
Indicator 5.4 - Achijevement Gaps: The leader engages faculty in recognizing and understanding cultural and developmental sswes
related to student learming by identifying and addressing strategies ta minimize andfor aliminate achievement gaps sssociated
with student subgroups within the school.
O Highly Effective Defective DOItieeds iImprovement Dlunsatisfactory
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Domain 3 - Operational Leadership [20% of FSLA Score)
The fecus Is on school operations and leadership practices that integrate operations Into an effective system of
educathon.
O Highly Effective-All 4 areas rated HE or 3 areas HE ONeeds iImprovement-2 areas rated E and two rated
and 1 E Ml or Any 3 areas rated Ml or 1 area NI, 1 area U and 2
areas Eor HE
O Effective-4 areas rated E or 2 areas rated E and 2 HE | O Unsatisfactory-2 or more areas rated U
oF 3 areas are rated E and 1 Ml or HE

Proflclency Area & - Declslon-Making: Effective school leaders employ and monitor a deckslon-making process
that ks based on vislon, misslon, and Improvement priorities using facts and data; manage the declsion-making
process, but not all declslons, using the process te empower others and distribute leadership when appropriate;
establish personal deadlines for themselves and the entire organization; and use a transparent process for
making declshons and artlculating who makes which declsbons.

O Highly Effective-4 or more Indicators are HE and none are bess than E

CEffective-aAt least 4 are E or higher and no more than one NI, no U

ONeeds Improvement-Criteria for E not met and no more than 1 U

Clunsatisfactory-2 or more U

Indicator 6.1- Prigritization Practices: The leader gives priority attention to dedsions that impact the guality of student learning
ard teacher praficency, gathering and analyzing facts and data, and asseising alignment of dedsions with schoal visian,
mission, and improsement priorities.

i) Highlly Effective ClEffective Eineeds improvement ClUrsatisfactary

Indicator 6.2 — Problem-Solving: The leader uses critical thinking and problem-solving technigues to define problems and
identify solutions. O Highly Effective I Frective Deeds Improvement Dnsatisfactary

Irdicator 6.3 - Quality Contral: The leader maintains recurring processes for evaluating decisions for effectivensss, equity,
intended and actual sutcomeq|s); implements follow-up actions revealed as appropriate by feedback and monitoring; and
rayiges decitions or implements actions a3 neaded,

i) Highlly Effective CIEffective Cineeds improvement Clursatisfactary

Irdicator 6.4 - Distributive Leadership: The leader empowers others and distributes leadership when appropriate.

LH"H]I Effective OEffective CIneeds Improvement ClUrsatisfactary

Indicator 6.5 - Technology Integration: The leader employs effective technology integration to enhance dedision making and
efficency throughout the schaal. The leader processes changes and captures oppartunities available through social netwoarking
toals, accesses and proceses information through a variety of anline resources, incorparates data-driven decigion making with
effective technalogy integration to analyze school results, and develops strategies for coaching staff as they integrate
technalogy into teaching, kearning, and assesment processes.

O Hightly Effective Oeffective  DOneeds improvement COlursatisfactory

Proficlency 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 potentlal leaders.

OHighly Effective-3 or more Indicators are HE and none are less than E

Oleffective-At least 3 are E or higher and no more than one NI, no LU

COineeds Improvement-Criteria for E not met and ne more than 1 U

Ounsatisfactory-2 or more U

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

| O Highly Effective CEffective Cineeds Improvement ClUrsatisfactory

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

O Highly Effective Oleffective  ClReeds improvement Clursatisfactory

Indicatar 7.3 - Succession Planning: The leader plans for and implements succession management in key positions.

LH"H]I Effective CEffective DINeeds Improvement DlUrsatisfactary

Liberty County School District Page 10
Administrator Evaluation System Template



Indicator 7.4 - Relationships: The leader develops sustainable and supportive relationships between school leaders, parents,
wormmunity, higher education, and business leaders.

LH"H]I Effective CEffective CIneeds improvement Clursatisfactory

Proficlency Area B - School Management: Effective school leaders manage the organization, operations, and
facilitles in ways that maximize the use of resources to prormote a safe, efficlent, legal, and effective learning
environment; effectively manage and delegate tasks and consistently demonsirate fiscal efficlency; and
understand the beneflits of going deeper with fewer Initlatives as opposed to superficlal coverage of everything.
O Highly Effective-2 or more indicators are HE and none are bess than E

Oleffective-If 2 or more are E or higher and no more than one NI, no U

COIMeeds Improverment-Criteria for Enot met and no maore than 1 U

Clunsatisfactary-2 or mare U

Indicator 8.1 - Organizational Skills: The l=ader organizes time, tasks, and projects effectively with dear objectives, coherent
plang, and establishes appropriate deadlines for s=lf, faculty, and staff.

| D) Highly Effective Oeffective Cheeds improvement CUnsatisfactory

Indicator 8.2 - Strategic Instructional Besourcing: The leader maximizes the impact of school personnel, fiscal and facility
resources to provide recurring systemic support for instructional priorities and a supportive l=arning environment.

) Highly Effective Cleffective Clheeds improvement OlUnsatisfactory

Indicator 8.3 — Collegial Learning Besources: The leader manages schedules, delegates, and allocates resources to provide
recurring systemic support for collegial l=arning processes focused on schoal improvernent and faculty development.

| D Highlly Effective Oeffective CInNeeds improvement Clursatisfactory

Proficlency 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 bullding and malntaining reladonships with students,
faculty, parents, and community; managing a process of regular comrmunications to staff and cormmunity
keeping all stakeholders engaged In the work of the school; recognizing individuals for good work; and
maintalining high visibllity at school and in the community.

OHighly Effective-3 or more indicators are HE and none are less than E

CJEffective-At least 3 are E or higher and no more than one NI, no U

CINeeds Improvement-Criteria for Enot met and no maore than 1 U

DOunsatisfactory-2 or more U

Imndicator 9.1 - Constructive Conversations: The leader actively listens to and l=arns from stedents, staff, parents, and
wommunity stakeholders and ereates apportunities within the school to engage students, faculty, parents, and community
stakeholders in constructive conversations about important issues,

| D) Highly Effective Ceffective Clheeds improvement ClUnsatisfactory

Indicator 9.2 - Clear Goals and Expectations: The leader commiunicates goals and expectations clearly and concisely using
Flarida’s cormmon language of instruction and appropriate written and oral skills, communicates student expectations and
performance information to students, parents, and commaunity, and ersures faculty receive timely information abouwt student
learning reguirements, academic standards, and all other local, state, and federal administrative requirements and decisions.
O] Highly Effective ClEffective Clheeds improvement ClUnsatisfactory

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.

| O Highly Effective DEffective Clheeds improvement Ounsatisfactory

Indicator 9.4 - Recognitions: The leader recognizes individuals, collegial work growps, and supporting onganizations for effective
performancs.

O Highly Effective ClEffective COheeds improvement ClUnsatisfactory

Liberty County School District Page 11
Administrator Evaluation System Template



Domain 4 - Professional and Ethical Behaviors (20% of FSLA Score)
The focus is on the leader's professkonal conduct and leadership practices that represent guality leadership.

O Highly Effective-If Proficiency Area 10 rated HE DONeeds Improvement- If Proficency Area 10 rated NI

) Effective- If Proficiency Area 10 rated E D Unsatisfactory- If Proficiency Area 10 rated U

Proficlency Area 10 - Professional and Ethical Behaviors: Effective school leaders demonstrate personal and
professional behaviors conslstent 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 thelr school that is clearly linked to the
system-wide strategic objectives.

OHighly Effective-3 or more indicators are HE and none are less than E

CJEffective-At least 3 are E or higher and no more than one NI, no U

ONeeds Improvement-Criteria for E not met and no more than 1 U

DOunsatisfactory-2 or more U

Indicator 10.1 — Besiliency: The leader demonstrates resiliency in pursuit of student leaming and faculty development by
staying focused on the school vision and reacting constructively to adversity and barriers bo sucoess, acknowledging and
learning from errors, constructively managing disagreement and dissent with leadership, and bringing together people and
resources with the common belief that the organization can grow stranger when it applies knowledge, <kills, and productive
attitudes in the face of adwversity.

) Highly Effective ClEffective Cineeds improvement OlUnsatisfactory

Indicator 10.2 - Professional Learning: The leader engages in professional learning that improwes professional practios in
alignment with the needs of the school and system and demonstrates explicit improvement in specific perfformance areas
based on previous evaluations and formative feedback.

D Highly Effective ClEffective Clheeds improvement Clursatisfactory

Indicator 10.3 — Commitment: The leader demonstrates a commitrnent to the success of all students, identifying barriers and
their impact on the well being of the school, Families, and local community.
) Highly Effective ClEffective Cineeds improvement CUnsatisfactory

Indicator 10.4 - Professional Condwct: The leader adheres to the Code of Ethics of the Education Profession in Flarida (Rule GB-
1.001, F.AC.) and to the Principles of Profestional Conduct for the Education Profession (Rule GB-1.006, FAC )
O] Highly Effective ClEffective Cheeds improvement ClUnsatisfactory

Liberty County School District Page 12
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Liberty County School District

Annual Instructional Leader Performance Evaluation Form

MName:

School: School Year:
Evaluator:

Evaluator's Title: Date Completed:

School Leader Performance Score (50% of Final Evaluation Rating)

Domain Rating Point Weight Domain Weighted Score
Domain |
Student Achievement HE 4 20
Dnmaln.l . E 3 40
Instructional Leadership
Domain 3
Organizational Leadership M 2 -
Domain 4

U 1 20
Professional and Ethical Behavior

TOTAL F5LA SCORE

Teacher Survey Score (10% of Final Evaluation Rating)

Directions: Attach a copy of the results of the teacher survey.

O MEEDS
1 HIGHLY EFFECTIVE (4) 1 EFFECTIVE (3) - e ) 1 UNSATISFACTORY (1)
4.00 to 5.00 2.75-3.99 2.00-2.74 Below 2.00
Liberty County School District Page 13
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Student Performance Growth Score (40% of Final Evaluation Rating)

or proficiency on any non-VAM
assessment

WVAM Score Conversion Categorical Score = Points
4 Highly Effective 4
3 Effective 3
. Needs .
- Improvement/Developing -
1 Unsatisfactory 1
Non-VAM Score Conversion Categorical Score = Points
{this will be used for assessments that dom’t
have a corversion chart hsted withim the
docimment)
60 — 100% growth.
achievement, or proficiency on Highly Effective 4
any non- VAM assessment
45 — 59% growth. achievement.
or proficiency on any non-VAM Effective 3
assessment
30 — 44% growth. achievement, -
o= . Needs
or proficiency on any non-VAM - i : 2
Assessment Improvement/Developing
0 — 29% growth. achievement,
Unsatisfactory 1

Liberty County School District

Administrator Evaluation System Template
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All instructional personnel will include student performance data for at least three years, including the current

vear and the two years immediately preceding the current year, when available If less than the three most

recent years of data are available, including newhy hired, thoze years for which data are available nmst be uzed.

Teachers in middle and hizh school who do not teach a subject tied to FSA or EOC and teach more than one
subject area, the teacher can choose the area of performance measure.

Teaching Assignment Performance Measure(s) for Evaluation Purposes
Pre-Kindergarten (PK) VPK Test
Kindergarten (K) SAT 10
First Grade (1) SAT 10
Second Grade (2) SAT 10
Third Grade (3) F34A
Fourth Grade (4) F3A
Fifth Grade (3) FSATFCAT
Other (K-3), including nen-classroom instructional FSA or District EOC Assessment
perzonnel,

Math Courses (6-8) FSATFCAT
Science Courses (8) FCAT20
EnglishTanmuaze Arts/Feading Courzes (6-3) FSATFCAT

Other (6-8), including non-classroom instructional District EOC Assessment
personnel

Civics EQC

Englizh |, Reading 1 F5A

Englizh 2, Reading 2 F54A

Englizh 3, Reading 3 FSA Retakes or District EOC Aszeszment
Englizh 4, Reading 4 FCAT 2.0 Eetakes or District EOC Assessment
AP Englizh Comp NA

Aloebra 1; Alpebra 1 Honors; Algebra 1B EQC
Pre-AICE Mathematics 1 N/A

IE Middle Years Program — Algebra 1 Honors NA
Geometry; Geometry Honors EQC

IE Middle Years Geotnetry Honers NA
Pre-AICE Mathematics 2 N/A

Biclogy 1; Biology 1 Honors; Biology Technology;

Biclogy 1 Pre-IB; Integrated Science 3; Integrated EQC

Science 3 Honors

Pre-AICE Biclogy N/A

IE Middle Years Program Biology Honors NA

United States History EQC

ROTC District EOC Assessment

Other (2-12), including non-classroom instroctional

Diztrict EOC Aszezzment

personnel. Earth Space and/or Physical Science,
HOPE, PE, Muszic, Dual Enrcllment. Credit
FEecovery, Werld History, Self-Contained ESE

District Non-Classroom Instructional Personnel,
Inchusion

District EQOC Azzezzment

Cuidance Counselors, Techneology,
Credit Eecovery

Bubric based on special area

Liberty County School District

Administrator Evaluation System Template
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Final Administrative Ewaluation Score
Score Weight Weighted Score
Instructional Leadership 0.50
Teacher Survey 0.10
Student Performance 0.40
Total Score
Owverall Effectivenass Level
m ] IMPROVEMENT | O UNSATISFACTORY
OJ HIGHLY EFFECTIVE (4) O EFFECTIVE (3)
2) (1)
Owerall Final Score of Crverall Final Score of Owerall Final Score of Crverall Final Score of
350=4.00 250=3.49 1.50=2.49 1.00= 149
Signatures
Evaluator's Signature: Date:
Evaluator's Comments:
School Leader's Signature: Date:
Signoture of School Leader does not necessarlly Imply ogreement
with the ewoluation, but rather acknowledges it has been
dlscussed with the Evoluator
School Leader's Comments:
Liberty County School District Page 16
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Domain 1- Student Achievement

Student achievement results in the student growth measures (SGma) segment of evaluarion represent student
results on specific statewide or district assessments or end-of-course exams. The leadership practice segment of
the evaluation, through the proficlency areas and indicators in this domain, foouses on leadership behaviors that

influence the desired student results.

Mame:
School:

Evaluator:

School Year:

Proficlency Area 1. Student Learning Results: Effective school leaders achleve results on the school's student
learning golng and direct energy, and resources toward date analysls for Instructional improverment,
developrment and implementation of quality standards-based curricula.
This praficlency areg focuses on the leader's knowledge and actions regarding acodemic standords, use af
performance data, plonning, and goal setting reloted to torgeted student results, and capacities to wnderstand
what results are being obtoimed.

Indicator 1.1 - Academiec Standards: The leader demonstrates understanding of student requirements and
acadermic standards (Florida Standards and Next Generation Sunshine State Standards).

Standords-based instruction is an essential element in the state’s plan of action for preparing Florida's students for
success fn @ 21st century global economy. This indicatar i focused on the leader’s understanding of what students
are to know and be able to do. School leaders need to know the ocodemic standards teachers are to teach and

students are o master.
Highly Effective: Leaders | Effective: Leader's actions o | Meeds Improvement: Unsatisfactory: Leaders
actors ar impact of leader’s Imipact of leader's actions Leader's actions or Impact of actions or iImpact of leader's

actiors relevant to this indicatar

relevant to this indecabar are

leader's actions rebevant o this

actions relevant to this Indecator

exceed effective kevels and suffichent and approariate I nihic atoer are evident but ane are minimal or are noft occurtng.
constitute models of profidency reflections of guality work with Incansistent ar of insuffickent or ane hawing an adherse impact.
for other keaders. by niceriad v athonis. scope or profickeEnce

Every faculty mesting and The link between standards Flarida Standards and NGS5 | Classroom learning goals and

staff development farum is
focumed an student
achievement on the Florida
Standards and HGESS,
including periodic reviews of
stusdent woark.

Thee l=ader can articulate
which Florida Standards are
designated for
implementation in maultiple
COurbes,

and student performancs is
in evidence from the
alignment in lesson plans of
learning goals, activities and
HMLignments to oourse
standards.

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

are soceigible to faculty and
students. Reguired training
on standards-based
instruction has been
conducted, but the link
beteesan standards and
student performance is not
readily evident to marny
faculty or students.

Assignments and sctiities in
mast, but not all courses
ralate to the standards in the
couris dedcriptions.

curriculurm are nat manitored
for alignment to standards or
are considered a matter of
individual discretion
regardless of courss
description reguirements.

The lesder is hasitant to
imtrude or is indifferent to
decisions im the classroom
that are at variance from the
reguirements of academic
stamdards in the courss
descriptions.

Training for the faculty an
stamdards-based instruction
does nat ocour and the
l=ader does not demonstrate
knowledge of how to acoess
stamdards.

Liberty County School District
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Leadership Evidence of proficlency on this indicator
may be seen In the leader's behaviors or actions.
llustrathee examples of such evidence may include, but
are not limited to the following:

Impact Evidence of leadership proficlency may be seen
in the behaviors or actions of the faculty, staff, students
and/or community. Ilustrative examples of such
evidence may include, but are not limited:

School leader extracts data on standards associated with

oourtes in the master schadule from the course
descriptions and manitar for actual implementation.

standards.

Lesson plans are monitored for alignment with correct

Apendas, memoranda, ete. reflect leader's

cormmunications to faculty on the role of itate standards
in curriculum, le=tan planning, and tracking student

progress.

Flarida Standards shared by multiple courses are

identified and teachers with shared Florida Standards are
organized by the leader into collegial teams to
ooardinate instrudtion on thase shared standards.

indicator.

Other leadership evidence of proficiency an thix

standards.

the course description.

Lesgon plans identify connections of activities to

Teather leaders” mesting records verify recunring review
of progress on state standards.

Students can articulate what they are expected to learn

in & course and their perceptions align with standards in

Teachers routinely aco=is course descriptions to
maintain alignment of instruction with standards.
Other impact evidence of proficiency on this indicator.

Scale Levels: ([choase anel Where there [s sufficlent evidence to rote current proficlency an this indlcator, ossign o
praficiency level by checking one of the four praficiency levels below. If not being roted at this time, leawe blank:

[ ] Highly Effective

[ ] Effective

[ | Meeds Improvement

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficency on this Indicator? The
examples above are [lustrative and do not reflect an exclusive list of what |5 expected):

Reflection Questions for Indicator 1.1

Highlly Effective:

Effective:

Meeds |rmprovement:

Unsatisfacton:

Do you reutinely share
exarmples of spedific
leadership, teaching., and
curriculum strategies that
are anocisted with
improwed student
achievement on the Florida
Stamdards or MGESS?

How do you support
teachers’ comwersations
about how they recognize
student growth toward
mastery of the standards
assigned to their courses?

How da you monitor what
happers in cladsrooms to
insure that instruction and
curriculum are aligned to
academic standards?

‘Where do you find the
standards that are required for
the courses in pour master
schedule?

Indicator 1.2 = Performance Data: The leader demonstrates the use of student and adult performance data to

make Instructional leadership declslons.

This indicator addresses the leader’s proficliency fn use of student and adult performance dote to make instructional
leadership decisions. What does test dato and ather sowrces of student performance dato reloted fo targeted
ocodemic gools soy abowt what s needed? What does doto ohout teacher praficiency or professional leaming
needs Indicote needs to be done ? The focus is what the leader does with doto about student and adwlt performance

to make instructional decisions that impact student achievement.

Highly Effective: Leader's
actions or impact of leader’s
actiors relevant to this indicatar
exceed effective levels and
constibute models of proficiency
for other keaders.

Effective: Leader's actions or
impact of leader’s actions
relevant to this indicator are
sufficient and appropriate
reflections of quality work with
ariby micarmriadl vl a thons.

Meeds Improvement:
Leader"s actions ar impact of
leader's actions relevant ta this
Imicator ane ewident but ane
Incansistent ar of insufficient
scope or profickeno.

Unsatisfactory: Leaders
actions or impact of leader's
actions relevant ta this indicator
are minimal or are not ocourtng,
of ane hawing an adverse impact.

Thee l=ader can specifically
document examples of
decitions in teaching,
aikignment, curriculum,
aisesirment, and intervention

Thee leader uses multiple data
sources, including state,
district, school, and
claseraom assesiments, and
systematically examines data

Thee leader is aware of state
and district results and has
discusted thate results with
staff, but has not linked
specific decisions to the data.

The leader it unaware of or
indifferent to the data about
gtudent and adult
perfarmance, or fails to use
such data as & basis for

Liberty County School District
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that hawe been made on the
basis of data analysis.

The leader has coached
schaal sdministrators in
other schools to improwe
their data analysis skills and
ta inform instructional
decision making.

at the subscale level to find
strengths and challenges.

The leader smpowers
teaching and administrative
staff to determine priorities
using data on student and
asdult perfarmance. Data
ingights are regularly the
subject of faculty meetings
and professional
development sesions.

Data abaut adult
perfarmance [e.g. evaluation
feadback data, professional
learning needs assessments)
are seldom used to inform
instructional leadership
decigions.

making decisions.

Leadership Evidence of proficlency on this indicator
may be seen In the leader’s behaviors or actions.
illustrathee examples of such evidence may Indude, but
are not limited to the following:

fllowing:

Impact Evidence of leadership proficlency may be sean
im the behaviors or acthons of the faculty, staff, students
andfor community. ilustrative examples of such
evidence may include, but are not limited to the

Data files and analyses on a wide range of student
performance asessments are in routine wse by the
leader.

Analyies of trends and patterns in student perfformance
aeer tirme are reflected in presentations to faculty on
instructional improvement needs.

Analyies of trends and patterns in evaluation feedback
on faculty praficiencies and professional learning needs
are reflected in presentations to faculty on instructional
improwement needs.

Leader’s agendas, memoranda, etc. reflect recurring
attention to performance data and data analyses.
iOther leadership evidence of proficiency on this

Teachers use performance data to make instructional
decisions.

Department and team mestings reflsct recurring
attention to student performance data.

Teacher leaders identify changes in practice within their
tearmns or departments based on perfformance data
analyses.

Teascher leaders make presentations to colleagues on
uses of performance data to modify instructional
practices.

Other impact evidence of proficiency on this indicatar.

indicator.

[ ] Highly Effective

[ ] Effective

[ ] Heeds Improvement

Scale Levels: [choose one) Where there is sufficient svidence to rote current proficlency an this indicator, assign o
proficency lewvel by checking ane of the four praficlency levels below. If not belng roted ot this time, lzaove blonk:

[ ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficency on this indicator? The
examples above are lllustrative and do not reflect an exclusive list of what |5 expected):

Reflection Questions for Indicator 1.2

on instructional practices to
stimulate dialogue about
what changes in instruction
are needed in order to
improwe student
performancea?

of the significance of
student performance data
ta farmulate rational
improsement plans?

useful ditcustions about the
relationship between student
performance data and the
instructional actions under the
teschers” control?

Highly Effective Effective Neads Improverment Unsatisfactory
How do you aggregate data | How do you werify that all By what methods do you How much of the discussions
about teacher proficiencies | faculty have sufficient grasp | enable faculty to participate in | with district staff about student

perfarmance data are confusing
to you and how do you correct
that?

Liberty County School District
Administrator Evaluation System Template

Page 19




achievement.

Indicator 1.3 - Planning and Goal Setting: The leader demonstrates planning and goal setting to improve student

Knowing the standards and making use of performance dato is expected to play a significant role in planning and
goaol setting. This indicator Is focused on the leader’s alignment of planning and goal setting with Improvement of

student achlevement.
Highly Effective: Leaders | Effective: Leader's actionsor | Needs Improvement: Unsatisfactory: Leader's
actions or impact of leader’s impact of leader’s actions Leader’s actions or Impact of actions or impact of leader’s
actions relevant to this indicator | relevant to this indicator are leader’s actions refevant to this actions relevant to this indicator
exceed effective levels and sufficient and appropriate Indicator are evident but are are minimal or are not occurning,
constitute models of proficiency reflections of quality work with Inconsistent or of Insufficient or are having an adverse impact.
for other lkeaders. only normal variations. scope or profickency.
The leader routinely shares Goals and strategies reflect a | Specific and measurable Planning for improvement in
examples of specific clear relationship between goals related to student student achievernent is not
leadership, teaching, and the actions of teachers and achievernent are established, | evident and goals are neither
curriculum strategies that are | leaders and the impact on but these efforts have yet to | measurable nor specific.
associated with improved student achievement. Results | result in improved student
student achievement. show steady improvements achievement or planning for The leader locuses ":'ue =
. P student characteristics as an
based on these leadership methods of monitoring explanation for student

Other leaders credit this initiatives. improvements. i

€ T results than on the actions of
leader with sharing ideas, Priorities for studen h i haicts T
coaching, and providing riarities for student growth | o ivies for student growth NRCRETS S e

5 > are established, understood 3 . the system.
technical assistance to 2 and 2t 3 are established in some
implement successful new bly mﬁo:ch'n RS, & areas, understood by some
initiatives supported by Piaa by Actiieve s staff and students, and plans
£ priorities are aligned with the 2 TR
quality planning and goal el A i s el to achieve those priorities
setting. AR o stalfand | ure sfigned with the actual
. actions of some of the staff.

Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors or actions.
lllustrative examples of such evidence may indude, but
are not limited to the following:

Impact Evidence of leadership proficiency may be seen
in the behaviors or actions of the faculty, staff, students
and/or community. Ilustrative examples of such
evidence may include, but are not limited to the

following:

o (early stated goals are accessible to faculty and

students.

e  Agendas, memoranda, and other documnents reflect a
comprehensive planning process that resulted in
formulation of the adopted goals.

*  Leader’s presentations to faculty provide recurring
updates on the status of plan implementation and

progress toward goals.

e Leader’s presentations to parents focus on the school
goals for student achievernent.
e  Other leadership evidence of proficiency on this

indicator.

e Faculty members are able to describe their participation
in planning and goal setting processes.
o Goals relevant to students and teachers’ actions are

evident and accessible.

e Students are able to articulate the goals for their
achievernent which emerged from faculty and school

leader planning.

o Teachers and students track their progress toward
accomplishment of the stated goals.
e  Other impact evidence of proficiency on this indicator.

Scale Levels: (choase one) Where there is sufficient evidence to rate current proficiency on this indicator, assign @
proficiency level by checking one of the four proficiency levels below. If not being rated ot this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvement

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current profidency on this indicator? The

examples above are |Hustrative and do not reflect an exclusive list of what is expected):

Liberty County School District
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Reflection Questions for Indicator 1.3

Highly Effective Effective
What methods of sharing Howr will you monitar
suorEssiul planning progress tovward the goals
processes with other school | so that adjustrments
leaders are mast likely to needed are evident in time
generate district-wide o make “course
improvements? cormectiong ™

Indicatar 1.4 - Stwdent Achlevement Results: The leader demonstrates evidence of student improvement

through student achievement results. Engagement with the stondards, using data, making plans and setting goals
are important. This indicator shifts focws to the leader's use af ewldence of actual improvement to bulld support for

Needs Improvemeant
How do you engage mare
faculry in the planning process
10 that there is a unifarm
faculty understanding of the
poals set?

Unsatisfactory
How are ather school leaders
Implementing planning and goal
setting?

continued effort and further improvement.

Highly Effective: Leaders
actions ar impact of leaders
actiors relesvant to this indicatar

Effective: Leader's actions or

Impact of leader’s actions
relevant to this indicator are

Meeds Improvement:
Leader’s actions ar impact of
leader’s actians relevant to this

Unsatisfactory: Leaders
actions or impact of lkeader's
actions relevant to this |ndicarbor

exreed effective levels and suffickesnt and approaniate Imiic o are evident but ane are minimal or are nof oocurmng,
constitute models of profidency reflections of ouality work with Inconsistent ar of insufficent of ane having 3n adverse impact.
for other keaders. oariby nicemriall v a thons. soope or proficleno.

A ponsistent record of The leader reachss the Accumulation and exhibition Evidence of student
improved student reguired nurmnbers, mesting of student improvement improvement is nat rautinely
achievement exists an perfarmance goals for results are inconsistent ar gathered and used ta

multiple indicators of student
LR,

Student sucoess gdrurs not
anly on the overall averages,
but in each group of
historically disadvantaged
students.

Explicit use of previous data
indicates that the leader has
focused on improving
performance. bn areas of
previous success, the leader
aggressively identifies new
challenges, maving proficent
performance to the
axemplary level Where news
challenges ermerge, the
leader highlights the need,
creates sffective
interventions, and reports
improved results.

student achievement.

Results an accomplished
goals are used to maintain
gains and stimulate futwre
goal setting.

The average of the student
population improves, as does
the achievement of each
proup of students who have
previously been identified as
needing improvernent.

urnitimedhy.

Some evidenoe of
improvement exists, but
there is ingufficient evidence
of wing sudch improvements
to initiate changes in
leadership, teaching, and
curriculum that will create
the improwements necessany
ta schiswve student
performance goals.

The leader has tak=n some
decisive actions to make
some changes in time,
teacher assignment,
curriculum, leadership
practice=s, or other variables
in arder o improve student
achieverment, but additional
sctions are needed to
generate improvements for
all students.

promote further growth.

Indifferent to the data about
learning needs, the leader
blarmes students, families,
and external charscteristics
for insufficient progress.

The leader does not believe
that student achievement
can improve.

The lesder has not taken
decisive action to change
time, teacher asignment,
curriculurn, leadership
practices, or other variables
in order to improve student
schisvernenit.

Leadership Evidence of proficlency on this indicator
may be seen in the leader’s behaviors or actions.
lllustrative exarmples of such evidence may indude, but
are not lmited to the following:

Impact Evidence of leadership proficlency may be seen
im the behavlors or acthons of the faculty, staff, students
andfor community. lustrative examples of such
eyldence may include, but are not limited to the
following:
=  The leader generates data that describes what -
improvements have accurred.
=  Apendas, memoranda, and other docurnents for faculty -
and students communicate the progress made and relate
that progress to teacher and student capacity to make
further gains. -
= Evidence on student improvement is routinely shared

Teachers rautinely inform students and parents an
student progress on instructional goals.

Posters and other informational signage informing of
student improvements are distributed in the schoal and
community.

Team and department mestings” minutes reflect
attention to evidence of student improvements.
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with parents.

=  Other leadership evidence of proficiency on this

indicator.

= Other impact evidence of proficiency on this indicatar.

Seale Levels: [choose one) Where there s sufficient evidence to rote cwrent praficiency an this indicator, ossign @
proficiency level by checking one of the four proficiency levels below. If not belng roted of this time, leove bWonk:

[ ] Highly Effective

[ ] Effecthve

[ ] Meeds Improvenmemnt

[ ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficiency on this Indicator? The
examples above are lustrative and do not reflect an exclusive list of what s expected):

Reflection Questions for Indicator 1.4

Highly Effective

Effective

Neeads Improverment

Unsatisfactory

How da you share with
other schaol leaders how to
use student improvement
results to raise expectations

ard improve fufure results?

How do you engage
students in sharing
examples of their growth
with other students?

How do you engage faculty in
routinely sharing examples of
student improvement?

‘What procesies shauld you
employ to gather data on
student improvements?

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

student sucess,

This proficlency area s aligned with Floride Princlpol Leadership Stondard 2. A learning organization has essentiol
slements regarding the behowor of people in the orgonization. When all elements are present ond interocting,
productive systemic change 5 possible. This proficlency oreo & focused on the degree fo which leaming
organization elements exist in the school and reflect the following priorities on student learning:

« Supports for personal mastery of each person’s job focws on fob aspects refated to student learning

=  Team learning among focwlty is focused on student learning

* Processes for exploving ond chollenging mentol models that homper wnderstanding and progress on

student learning are in use
« A shored wision has student learning as a priority
=  Sysiems thinking /s employed to align varlous aspects of schoaol lfe in woys that promate learning

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

Are the elements of o leaming organizotion present omong the odwls in the school? Are the leaming organization
slements focused on student learning? Is the system in operotion af the school engoging foeculty in improving
results for under-ochieving subgroups? This indicotor oddresses the systemic processes thot moke gop reduction
possible. is the leader proficlent fn bullding copocity for change ?

Note: Indicotor 5.4 from Florido Principal Leodership Standord &5 oddresses actual success in redwcing achievement

gaps.

Highly Effective: Leaders
actiors ar impact of leader’s
actions relevant to this indicatar
gaceed effective levels and
constitute models of profidency
for other leaders.

Effective: Leader's actions or
Imipact of leader’s acticns
relevant to this indicator are
suffickent and appropriate
reflections of ouality work with
oinily nicemrial v a thons.

Needs Improvement:
Leaders actions or impact of
leader's actions rebevant ta this
Imithicatoir ane evident but ane
Incansistent ar of insufficent
scope or proficknoy.

Unsatisfactory: Leaders
actions or impact of kader's
actions relevant to this indicator
are minimal or are not ooCurmng.
o are hasing an adverse impact.

The eszantial slemants of a
learning organization [i.e.
perional mastery of
ompetencies, team learning,
axamination of mental
models, shared vision, and

Thee leader's actions and
supported processes enable
the instructional and
sdministrative workforce of
the schaal ta function as a
learning organization with all

The leaders actions reflect
attention to building an
arganization where the
esgential elements of a
learning organization [iLe.
personal mastery of

There is no ar minimal
evidenos of prosctive
l=adership that supports
emergence af a learning
organization focused on
student learning as the
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systemic thinking) are
focused an improving
student learning results.
Pasitive trends are evident in
dasing learning performance
gaps among all student
subgroups within the schoal.

There is evidence that the

faculty having recunring
opportunities to participate
in deepening personal
mastery of competendies,
tearn learming, exarmination
of mental modals, a shared
wision, and systemic thinking.
These fully aperational

competendes, tearn leaming,
examination of mental
rmadels, shared vision, and
sysbemic thinking) are
emenging, but processes that
support each of the essential
elements are not fully
implemented, or are not yet

priarity function of the
organizatian.

Any works in progress on
personal mastery of
instructional competencies,
team learning processes,
examinations of mental
madels, a shared vigion of

capacities are focused an
improving all Students”
learming and closing learming

interaction among the
elements of the l=arming
organization deepen the

. X perfarmances gaps among

impact an student learning. o
tudent ithin the

The leader routinely shares :I:|1I:|=I:|| subgroups within

with colleagues throughaut
the district the efective
leadership practices learmed
from proficient
implementation of the
essential elements of a
learning arganization.

corsistently fooused on
student learning a5 the
priarity, ar are not focused
on clesing l=arning

outcarmes sought, or
gystemic thinking about
instructional practices ane
not aligned or are not

perfarmances gaps among o
student subgroups within the Frpnuﬂl 1 e l_hart
schaal impact student achievement

gaps.

Leadership Evidence of proficlency on this indicator
may be seen In the leader's behaviors or actions.
llustrathee examples of such avidence may indude, but
are not Hrmited to the following:

Impact Evidence of leadership proficlency may be seen
im the behaviors or acthons of the faculty, staff, students
andfor community. lustrative exarmples of such
evidence may include, but are not imited to:

=  Principal™s suppart for teamn learming processes focused
an student leaming is evident throughout the schoal
AT

=  Principal’s team learning processes are focused on
student learning.

#  Principal™s mesting agendas reflect student leaming
topics routinely taking precedence over ather Bsues as
reflected by place on the agenda and time committed to
the isswes.

=  School Improvement Plan reflects a systemic analysis of
the actionable causes of gaps in student performance
and contaire goals that support systemic improverment.

#  The printipal supports through personal action,
professional learning by self and faculty, exploration of
mental madels, team kearning, shared vigion, and
systermns thinking practices focused an improving student
learning.

= Diadogues with faculty and staff on professional learning
goes beyond learning what i nesded for meeting basic
expectations and is focuted an learning that enhances
the collective capacity to create improved owtcomes for
all students.

=  Other leadership evidence of proficiency an this
indicatar.

s Team learning practices are evident among the faoulty
and focused on performance gaps among student
subgroups within the school.

= Professional learning actions by faculty address
perfarmance gaps amang student subgroups within the
schoal.

s Performance gaps amaong student subgroups within the
sthioal show improvement trends.

= Facoulty, departrment, team, and cross-curricular meetings
focus on student learning.

= [Data Teams, Professional Learning Communities, and/ar
Lessan Study groups show evidence of recurring
meetings and focus on student learning issoes.

= Faoulty and staff talk about being part of something
larger than themselves, of being connected, of being
generative of something truly important in students’
lives.

- There is systemic evidente of ce=lebrating student sucoess
with an emphasis on reflection on why Success
happened.

s Teacher or student guestionnaire results sddress
learning organization's esential elements.

s Other impact evidence of proficiency on this indicator.

[ 1 Highly Effective [ ] Effective

Scale Levels: [choose one) Where there Is sufficlent evidence fo rote current proficiency on this Indicotor, assign o
praficiency level by checking one af the four praficiency levels below. if not belng rated ot this time, leove Blank:
[ ] Meeds Improve ment

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficdency on this Indicator? The
examples above are [llustrative and do not reflect an exclusive list of what s expected):
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Reflection Questions for Indicator 2.1

Highly Effective

Effective

Neeads Improvement

Unsatisfactory

Has your lesdership
resulted in people
cantinually expanding their
capadity to oreate the
results they truly desire? |5
there evidence that new
and expansive patterns of
thinking are nurtured? Are
the people who make up
wour school community
continually learning to see
the “hig picture” [iLe. the
systemic connections
betwesn practices and
processes) ¥

‘Where the essential
elements of a learming
arganization are in place
and interacting, how do
wou rmanitor what you are
creating collectively is
focused on student learning
needs and making a
difference for all students?

What essential slements of a
learming organization have
supparts in place and which
mneed development?

Understanding that systemic
change daes not ooour unless
all of the essential elements of
the learming organization are
in aperation, interacting, and
focused on student learming as
their priority function, what
gaps do you need to fill in your
supparting processes and
what leadership actions will
enable all faculty and staff to
get invalwed?

‘What happens in schaols that
are effective learning
arganizations that does not
happen in this schoal?

How can you indtiate work
toward a learming organization
by develaping effective
oollabarative waork systemns
|e.g.. Data Tearns, Professional
Learning Communities, Lesson
Studies)?

Indicator 2.2 = School Climate: The leader maintains a school climate that supports student engagement in

learning.

“Climate” at a school [s determined by how people treat one anather and what s respected and what & not. Schoaol

leaders who promate a school cimate where leaming is respected, effort Is valued, improvement (s recogmized, and
it Is sofe to ocknowledge learning needs have provided students suppor for sustained engagement n leaming.

Highly Effective: Leaders
acticrs ar impact of leader's
actions relevant to this indicatar
eaceed effective levels and
constitute models of profidency
for other keaders.

Effective: Leader's actions or
Impact of leader’s actions
relevant to this indicator are
suffichent and apprapriate
reflections: of ouality work with
by micemried v 3 thans.

Needs Improvement:
Leader's actions or Impact of
leader's actions relevant ta this
It arioe ane Svident but ane
Incansistent ar of insuffickent
scope of profickno

Unsatisfactory: Leaders
actions or iImpact of keader's
actions relevanit to this indicator
are minimal or are not ooCurring,
o are haring an adverse impact.

Thee l=ader arsures that the
schaal™s identity and dimate
&g, vision, mission, values,
beliefs, and goals] actually
drives deciions and infarms
the climate of the schoal.

Respect for students’
cultural, linguistic and family
background is evident in the
leader’s conduct and
expectations for the faculty.

Thee l=ader & proactive in
guiding faculty in adapting
the learning environment to
acoommadate the differing
neseds and diversity of
students.

School-wide valuwes, beliefs,
and goals are supported by
individual and dass beharviors
thraugh a well-planned
management System.

The leader systematically
(=g has a plan, with goals,
measurable strategies, and
recurring monitoring)
etablishies and maintains a
schooal climate of
collabaration, distributed
leadership, and continuous
improsement, which guides
the disciplined thoughts and
sctions of all staff and
students,

Policies and the
implementation of those
policies result ina climate of
respect for student learning
needs and cultwral, inguistic
and family background.

Classraom practic=s an
adapting the learning
environment to
soommadate the differing
needs and diversity of
students are consistently
applied throughout the
school.

Some practices promote
respect for student learning
needs and cultwral, linguistic
and farily background, but
there are discernable
subgroups whea do mot
perceive the sichool dimate
a5 supportive of their needs.

The school climate does not
generate a bevel of schoal-
wide student engagement
that leads to improsvement
trends inall student
subgroups.

The leader provides schiool
rules. and class management
practices that promote
student engagement and are
fairly implernented acrass all
subgroups. Classroom
practices on adapting the
learning environment ba
socommaoadate the differing
needs and diversity of
students are inoconsistently
applied.

Srudent andfar faculty
apathy in regard to student
achievenent and the
impartance of learning is
eagily discernable across the
school population and there
are no or minimal leadership
actions bo change school
climate.

Student subgroups ane
evident that do nat percefve
the schoal a focused an ar
respectiul of their learning
needs or cultural, linguistic
and family background or
there is na to minimal
support far managing
individual and class behaviors
through a well-planned
management system.
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Leadership Evidence of proficlency on this indicator
may be seen In the leader’s behaviors or actions.

lustrative examples of such evidence may indude, but

are not limited to the following:

Impact Evidence of leadership proficlency may be seen
im thie behavlors or acthons of the faculty, staff, students

andfor community. Mustrative examples of such

evidence may Include, but are not limited to:

*  The leader organizes, allocates, and manages the

resources of time, space, and attention $o that the needs

of all student subgroups are recognized and addressed.
#  There are recurring examples of the leaders

préasentations, docurnents, and actions that reflect
resperct for students” cultural, linguistic and family

background.

= The leader maintaing a dimate of openness and inguiry
and supports student and faculty aocess to leadership.

#  The school's vision, mission, values, beliefs, and goals
reflect an expectation that student l=arning needs and

cultural, linguistic and family backgrounds are respected

and schoal rules consistent with those belisfs are

rautinely implemented.

- Professicnal learning is provided to sustain faculty
understanding of student nesds.

=  Procedures are in place and monitored to ensure
students hawe effective means to express concerns owver
any aspect of school dimate.

- Other leadership evidenoe of proficiency on this

indicatar.

*  Classroom rules and posted procedures stress positive
expectations and mot just “do nots.”
+ Al student subgroups participate in school events and

metivities.

= A multi-tiered system of supports that sccommodates
the differing n=eds and diversity of students is evident

worgds all classes.

= Students inall subgroups express a belief that the schaoal
respands to their needs and is a positive influence on

their future well-being.

s ‘Walkthroughs provide recurring trends of high student

Engagement in lessons.

s Student services stafffcounselors’ anecdatal evidencs
shows trends in student attitudes toward the ichool and

engagement in learning.

»  Teacher/student)parent Survey or guestionnaine results
reflect a school climate that supports student

Engagement in learning.

s The availability of and student participation in academic
supports outside the clasiroom that assist student

engagement in learning.

= (Other impact evidence of proficiency on this indicatar.

Scale Levels: [choase one) Where there is sufficlent evidence fo rate current proficlency on this indicator, assign o
praficlency level by checking ane of the four praficlency lewvels below. If not being roted ot this time, leove Bonk:

[] Highly Effective

[ | Effective

[ ] Needs Improverment

[ ] Unsatisfactary

Evidence Log (Specifically, what has been observed that reflects current proficency on this Indicator? The

examples above are lustrative and do not reflect an exclusive list of what |s expected):

Reflection Questions for indicator 2.2

Highly Effective Effective Meeds Improvement Unsatisfactory
I what ways might you What strategies have you How might you structure a W'hat might be the
further extend your reach considered that would plan that establishes and importance of developing a
within the district ta help ensure that the school™ maintairs & school dimate of | shared vision, mission,

athers benefit from your
bnowdedpe and skill in
establiching and maintaining
a wchool dimate that
supports student
engagement in l=arning?

identity and climate (eg.,
vigion, mission, values,
beliefs, and goals] actually
drives decigions and infarms
the climate af the school?

HMow could you share with
your colleagues scrass the
district the sucoesses (or
failures) of your efforts?

caollabaration, distributed
leadership, and continwous
improsement, which guides
the disciplined thought and
wction af all staff and
students?

values, befiefs, and goals to
establish and maintain a
school climate that supports
student engagement in
learning?

indicator 2.3 = High Expectations: The leader penerates high expectations for learning growth by all students.
The leader wha expects little from students and facwlty will get less than they ore copable of accomplishing. “Every
chitd can learn™ tokes on new meaning when supported by foculty and school leader expectations that students can
and will legrn o ot mot just o minimum to get by, Expecting quallty is o meoswre of respect.
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Highly Effective: Leader's
actions or impact of leader’s
actions relevant to this indicator
eaceed effective levels and
constibute models of proficlency
for other leaders.

Effective: Leader's actions or
impact of leader’s actiorns
relevant to this indicator are
sufficksnt and apprapriate
reflections of ouality work with
only nowmal variations.

Needs Improvement:
Leader’s actions or impact of
leader's actions rebevant to this
Imlicatoer are ewident but ane
Incansistent ar of insufficent
scope or profickenoy.

Unsatisfactory: Leader's
actions or impact of leader's
actions relevant to this indicatar
are minimal of ane not ooCurting,
o are harding ain adhverse impadct.

Thee l=ader incorparates
carmmunity members and
other stakeholder groups
into the establishment and
support of high academic
expectations.

The leader benchmarks
expectations to the
performance of the state's,
nation's, and world's highest
performing schools.

The l=ader creates systems
and approaches to monitar
the level of academic
expectations.

The l=ader entourages a
culture in which students are
able to cleardy articulate thair
diverse personal academic
goals.

The leader systematically
[eg., has a plan, with goals,
measurable strategies, and a
frequent manitaring
sthedule) creates and
supports high academic
expectations by smpowering
teachers and staff to s=t high
and demanding academic
expectations for every
student.

The leader ensures that
students are consistenthy

leamning, respectful, and on
Rash

The leader sets dear
expectations for fudent
academics and establishing
consistent practices across
classraoms.

The leader ensures the use of
instructional practices with
proven effectiveness in
creating success for all
students, including those
with diverse charascteristics
and needs.

The leader creates and
supports high academic
expectations by setting clear
expectations for sfudent
academics, but is
inconsistent or accasionally
fails to hald all students to
these expectations.

The leader sets expectations,
bt fails to empower
teachers to 5=t high
expectations for student
scademic performance.

The leader does not create ar
support high academic
expectations by accepting
podr acadernic performance.

The leader fails to set high
expectations or Loty
unrealistic or unattainable

poals.

Perceptions among students,
faculty, ar community that
scademic shortcomings of
student subgroups are
explained by inadeguacy of
parenl inwolvement,
community conditions, or
student apathy are not
challenged by the school
le=adher.

Leadership Evidence of proficlency on this indicator
may be seen In the leader's behaviors or actions.
lllustrathve examples of such evidence may indude, but
are not Hrnited to the following:

Teacher Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.
Nlustrative examples of such evidence may include, but
are not limited to the following:

=  School Improvement Plan targets meaningful growth

beyond what normal variation might provide.

Test specification docurnents and state standards are
used to identify levels of student performance and
performance at the higher levels of implementation is
stressed.

Samples of written feedback provided to teachers
regarding student goal setting practices are focused on
high expectations.

Apendas/Minutes from collabarative work Systems (2.3,
Data Teams, Professional Learning Communities) address

=  Rewards and recognitions are aligred with efforts for the

mare difficult rather than easier outcomes.

Learning goals rowtinely identify performance levels
ahoye the targeted implementation level

Teachers can attest to the leader's support for setting
high academic expectations.

Students can attest to the teacher's high academic
expactations.

Parents can attest to the teacher’s high academic
expactations.

Other impact evidence of proficiency on this indicator.

processes for “raising the bar.™
= ther leadership evidence of proficiency on this
indicatar.

Scale Levels: [chogse one) Where there Is suffident evidence to rate current proficlency on this Indlcoter, assign o
proficiency level by checking one of the four praficiency levels below. If not belng roted ot this time, legve blank:
[ ] Highly Effective [ ] Effective [ ] Needs Improvement [ ] Unsatisfactory
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Evidence Log (Specifically, what has been observed that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what s expected):

Reflection Questions for Indicator 2.3
Highly Effective
‘What strategies hawve you
onsidered wsing that would
increase the profesional
knowledge opportunities for
wolleagues across the schoal
digtrict in the area of s=tting
high academic expectations
for students?
Indicator 2.4 = Student Performance Focus: The leader dermonsirates understanding of present levels of student
performance based on routine assessment processes that reflect the current reality of student proficlency on
acadermibc standards.
Lots of talk obout Mgh expectations, goal setting, working hard, Aigor, and getting results is important, but leaders
need to know where students’ octual performance levels are fo be able to track real progress. Knowimg annwal test
reswlis is vsefld, but It s not enowgh. What does the leoder do to know whether progress is being made or not and

Effective
How rmight you incorparate
comrmunity members and
other stakeholder groups
into the establishment and
support of high academic
expactations ¥

Needs Improvement
What are 2-3 key strategies
yaou have thought about
using that would increase
WOUr consistency in creating
and supporting high
academic expactations for
every student?

Unsatisfactory
What might be some
strategies you oould wse to
create or support high
academic expectations of
students?

whether “mid-cowrse” corrections are required #

Highly Effective: Leaders
actiors ar imoact of leader’s
actiore relevant to this indicatar
gareed effective levels and
constitute models of proficency
for other leaders.

Effective: Leader's actions or
Impact of leader’s acticns
relevant to this indicator are
sufficknt and appropriate
reflections of ouality work with
ooniby nioamriad v a thans.

Needs Improvement:
Leader's actions ar impact of
leader's actians relevant ta this
Imificatoer ane evident but ane
Incansistent ar of insufficent
scope o proficieno.

Unsatisfactory: Leaders
actions or iImpact of keader's
actions relevant to this indecartor
are minimal or ane not DOCUrTENE.
o are hawing an adverse impact.

Assesirment data generated
at the school level provides
an an-going perspective of
the current reality of student
proficiency on academic
standards.

There it evidence of decitive
changes in teacher
assignments and ourriculum
based an student and aduwlt
performance data.

Came studies of effective
decimions basad on
performance data are shared
widely with other leaders and
throughout the district.

Each academic standard has
been analyzed and translated
into student-accessible
language and processes for
tracking student progress are
in operation.

Power [high priarity)
standards are widely shared
by faculty members and are
wisible throughout the
building. Assesiments on
student progress on them are
a routine event.

The link between standards
and student performance is
in evidence from the posting
of proficient student wark
throughaut the building.

Standards have been
analyzed, but are not
trarslated into student-
aoceigible language.

School level asssisments are
inconsistent in thair
alignment with the course
standards.

Power [high priarity)
standards are developed, but
not widely known or used by
faculty, and/for are nat
aligned with assesment data
on student progress.

Student waork is posted, but
does mot reflect proficient
work throughouwt the
building.

There is no ar minimal
coordination of awsescmeant
practices to provide on-gaing
data about student progress
toward acadernic standards.

School level assessments are
not monitored for alignment
with the implementation
lewed of the stamdards.

Mo processes inuse to
analyze standards and
identify asseisment
prigrities.

Mo high priority standards
are identified and aligred

with assessment practices.

Leadership Evidence of proficlency on this indicator
may be seen In the leader’s behaviors or actions.
lllustrathve examples of such evidence may indude, but

Impact Evidence of leadership proficlency may be sean
im the behaviors or actbons of the faculty, staff, students

andfor community. [lustrative examples of such
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are not lmited to the following:

evidence may include, but are not limited to:

Documents, charts, graphs, tables, and other forms of
graphic displays reflecting students” current levels of
performance are routinely used by the leader to
communicate “current realites”

Dacuments, charts, graphs, tables, and other forms of
graphic displays reflect trend lines over time on student
growth on kearning priorities.

Teacher schedule changes are based on student data.

Curriculum materials changes are bated an student data.

Other leadershio evidenos of proficiency on this
indicatar.

priority goals.

= Faculty track student progress practices.
Students track their own progress on learning goals.
Current examples of student wark are pasted with
teacher comments reflecting how the waork aligns with

= (Otherimpact evidence of proficiency on this indicatar.

Scale Levels: (choose one) Where there s sufficient evidence to rate current proficlency an this indicator, assign @
praficiency level by checking one of the four praficiency levels below. if not belng roted ot this time, leave blonk:

[ 1 Highly Effective [ ] Effective

[ ] Meeds Improvenment

[ 1 Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficiency on this Indicator? The
examples above are lllustrative and do not reflect an exclusive list of what |s expected):

Reflection Questions for Indicator 2.4

Highly Effective Effective

Needs Improvement

Unsatisfactory

‘What data other than end
of year state assesiments
would be helpful in

understanding student understanding student
progress at keast every 3-4 progress on at least a
wpsky? guarterly basis?

‘Wihat data other than end
of year state assesiments
would be helpful in

What data other than end of
yedr ifate adieisments would
b helpfull in understanding
student progress on at keast a
semi-annual basis?

‘What data other than end of
year state assessments would
be helpful in understanding
student progress?
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Domain 2 — Instructional Leadership

School leaders do many things. Domaln 2 of the FSLA addresses a core of leader behaviors that impact the quality
of essentlal elements for student learning growth. The skill sets and knowledge bases employed for this domain
generate 40% of the F5LA Score. The success of the school leader in providing a guality instructional framework,
appropriately focused faculty developrment, and a student orented learning environment are essentlal to student
achlevement.

Mame:
School:

Evaluator: School Year:

Proficlency Area 3. Instructional Plan Implementation: Effective school leaders work collaborathvely to develop
and implerment an Instructional framewaork that aligns curroulum with state standards, effective instructional
practices, student learning needs and assessments.

Aligning the key Exwes identified in the mndicotors nto an efficient spitem 5 the leader’'s responsibility. This oreg stresses the
lepders proficiency ot wndevstanding the current reclity of wivat foculty and students know and con do regarding prioty
proctices and goais.

Indicator 3.1 = FEAPs: The leader aligns the school’s Instructional programs and practices with the Florida
Educator Accomplished Practices (Rule 6A-5.065, F.A.LC) and models use of the Florida common language of
Iinstruction to gulde faculty and staff implementation of the foundational principles and practices.

Indicatar 3.1 is focused on the schaal leader's understanding of the Flarida Educator Accomplished Practices [FEAPs) and ability
o wse Flaride's comman lenguage of instruction. To be effective porticiponts in school, district and stotewide commumities of
proctice warking collegially for high quolity implementation of the FEAPs, educotors of the schoal level must he able fo
communicate ond organize their efforts using the terms ond concepts in the FEAPs and the Florida comman longuage of
instruction. This indicator is about the schaol leader’s praficiency in meking that happen by using o core set of expactations [the
FEAPs) and terminalogy (the common lnguoge) fo guide ond focus teocher discussions on instructional improvements. Flarida’s
common languege of inftruction i wied so that edecators in Flarido use the core terms in the same way ond with 0 comman

understonding.

Highly Effective: Leader's
acticrs or impact of leader’s
actions relevant to this indicatar
enreed effective evels and
constitute models of proficency
for other keaders.

Effective: Leader's actions or
Imipact of leader's actiors
relevant to ths indicabor are
saffichent amd appronriate
reflections of guality work with
oaniby ncarmrad vairl atkons.

Needs Improvement:
Leader's actions ar impact of
leader's actions rebesant ta this
it st ane ewident but ane
Imcansistent ar of insuffickent
scope or profickeno.

Unsatisfactory: Leader's
actions or impact of leader's
actions refevanit to this indicator
are minimal or are not DOCUFTERE
o are hawing an adherse impact.

Thee instructional program
and practices are fully
aligned with the FEAPs.
Faculty and staff
implementation of the FEAPs
is consistently proficent and
professional comversations
among school leadership and
faculty about instruction use
the Florida common
language of instruction and
the terrinalogy of the FEAPs.

Thee l=ader's use of FEAP: and
cammon [anguage resources
results in all educators at the
schoal site having acoess to
and making use of the FEAPL
and comman language.

Teacher-leaders at the wchool
use the FEAPL and comman

The leader's use of FEAPS
content and terms from the
commaon language is a
routine event and most
instrusctional activities align
with the FEAP,

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

The leader™s wse of FEAPs and
commaon language resources
rasults inmost faculty at the
school site having aco=is to
and making wse of the FEAP
and comman language.

The leader uses the common
language to enable faculty to
recognize connections

The leader dermaonstrates
some use of the FEAPs: and
comman language to focus
faculty on instructiaonal
improsvement, but is
inconsistent in addressing
the FEAPs.

Thee leader's uwse of FEAPs and
comman language resournces
results in some faculty at the
school site having aocess to
and rmalking wee of the FEAPS
and commaon language.

There are gaps in alignment
of ongoing instructional
practic=s at the schoal site
with the FEAPs, There is
some correct use of terms in
the comman language but

There i no ar minimal
evidence that the principles
and practices of the FEAPs
are presented to the faculty
a5 priority expectations.

The leader does not give
evidence of being oonversant
with the FEAPS ar the
commoaon language.

The leader's uwse of FEAPS and
comman language resounces
results in few faculty at the
school site having scress to
and making use of the FEAPS
and eommon language.
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langage.

betwesn the FEAPS, the
district’s evaluation
indicators, and contermparary
ressarch on effective
instructional practice.

Errors oF Gmistions are
Evidert.

Leadership Evidence of proficlency on this indicator
may be seen In the leader's behaviors or actlons.
llustrathee exarmples of such evidence may indude, but
are not lmited to the following:

Impact Evidence of leadership proficlency may be sean
in the behaviors or actions of the faculty, staff,
students, andfor community. [Hustrative examples of
such evidence may include, but are not limited to:

#  The leader's docurnents, agendas, memorandum, efc.
miake reference ta the content of the FEAP: and make
correct use of the commaon language.

=  School improvermnent documents reflect concepts fram
the FEAP: and commeon language.
#  The leader can articulate the instructional practices set

farth in the FEAPs.

Faculty meetings focus on Bswes related to the FEAPS.
The leader’s manitoring practices result in written
feedback to faculty on guality of alignment of
instructional practic= with the FEAPs.

#  The leader's communications to parents and other
stakeholders reflect use of FEAPS and commaon language

rafEranon.,

=  iOther leadership evidence of proficiency on this

indicatar.

= Teachers are conversant with the content of the FEAPS.

»  Teachers can describe their primary instructional
practices using the terms and concepts in the FEAPs.

= Teachers use the comman language and attribute their
use to the leader providing access to the online
reSources.

=  School level support programs for new hires include
training on the FEAPL.

=  FEAPs brochures and excerpts from the commaon
language are readily aco=isible to faculty.

=  Faculty members are able to connect indicators in the
digtrict’s instructional evaluation system with the FEAP.

- Sub-ordinate |=aders [e.g. teacher leaders, assistant
principals] use FEAPs and common language terms
aocurately in their communications.

= Other impact evidence of proficiency on this indicatar.

Scale Levels: [choose one) Where there is sufficient evidence to rote cwrent proficlency an this indlcotor, ossign o
proflclency leved by checking one af the four proficlency levels below. if not belng rated at this time, leave blonk:

[ ] Highly Effective

[ ] Effective

[ ] Heeds Improwvement

[ ] Un=atisfactory

Evidence Log (Specifically, what has been observed that reflects current proficlency on this Indicator? The
examples above are [lustrative and do not reflect an exclusive list of what s expected):

Reflection Questions for Indicator 3.1

Highly Effective

Effective

Meeds Improverment Unsatisfactory

How are yau able to
provide specific feedback to
teachers on improving
praficiency in the FEAPs
and/far common language?

How do you recognize
practices reflected in the
FEAP: andlor common

language as you conduct
teacher observations?

Da you review the FEAPS
and)'or common language
respurces frequently emnough
to be able to recall the main
practices and principles
contained in themn?

Do you know where ta find the
text of the FEAPS and common

language?
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the students by:

Indlcator 3.2 = Standards-Based Instruction: The leader delivers an Instructional program that Implements the
state's adopted academic standards (Florida and NG5S55) in a manner that is rigorous and culturally relevant to

#« aligning academic standards, effective instruction and leadership, and student performance practices
with system objectives, improvement planning, faculty proficlency needs, and appropriate
Instructional goals, and

« communbcating to faculty the cause and effect relationship between effective Instruction on academlc
standards and student performance.

Florida’s plan of action for educoting our children for the 21% century is based on stondords-bosed Instruction.
Course descrptions specify the standards that are to be learned in each course. AN of the course content in cowrses
for which students receive credit toward promotion/grodwation [s expected to be focused on the stondards in the
course description. This Indicotor oddresses the leader's proficiency af making swre all students recelve nigorous,
cufturally refewant stondords-bosed instruction by aligning key proctices with the staote's acodemic standards
(Flonde Stondards, NG5SS, Access Points). The leader does what is necessary o moke sure foculty recognize ond act
on the couse and effect relotionship betwesn good instruction [Le., research-bosed strotegies, ngorous, culfurally
relevant, ] an the “right stuff™ (the state stondords odopted based on doto abowt student needs).

Highly Effective: Leaders
actiors or impact of leader's
aictions relevant to this indicatar
emreed effectiee levels and
constitute models of proficency
for other leaders.

Effective: Leader's actions or
Impact of leader’s actions
relevant o this indicator are
saffickent and appropriate
reflections of guality work with
ooriby noamriad var atkons.

Needs Improvement:
Leaders actions ar impact of
leader's actions relevant ta this
Indicator are evident but ane
Incansistent ar of insufficient
scope or proficieno.

Unsatisfactory: Leacers
actions or impact of keader's
actions relevant to this indicator
are minimal or are not oocurtng,
of are hawing an adverse impact.

Processes mxist for all courses
o E=nsure that what students
are learning is aligned with
state standards for the
Cours,

The l=ader has
institutionalized quality
cantrol manitoring to enrsure
that instruction is aligned
with the standards and is
consistently delivered in a
rigorous and culturally
relevant manner for all
students.

Teacher teams coordinate
work on student mastery of
the standards to promote
integration of the standards
inta useful <kills.

The leader provides guality
asistance to other whool
leaders in effective ways to
communicate the cause and
effect relationship betwesn
affective standardi-based
instruction and student

| growth.

Procesiss sxist for mast
coursss o ensune that what
students are learning is
aligned with state standards
far the course.

Instrusction aligned with the
standards i, in most oourses,
delivered in a rigorows and
culturally relevant manner
fior all students.

Thee leader rautinely
manitars instruction to
ensure quality & maintained
and intEreenes a5 necesLary
to improve alignment, rigar,
andfor cultural relevance for
st Courses.

Collegial faculty teamwaork i
evident in coardinating
ingtruction on Florida
standards that are addrassed
in mare than one courss,

Procesiess sxist for wome
coursss to Ensune that what
students are learning is
aligred with state standards
far the course.

Instrusction is aligned with the
standards in Soome courses,

Instrusction is delivered in a
FigONGUS MAanner in Some
COurses.

Instrusction is culturally
ralevant for some students.

The leader has implemented
processes o manitor
Progress in Some oourses,
but does not intervens to
make improsvements in a
timely manner.

There is limited ar no
evidemos that the kader
maonitors the alignment of
instruction with state
standards, or the rigar and
cultural relevance of
instruction across the grades
and subjects,

The lesder limits
oppartunities for all students
to meet high expectations by
allorwing or ignoring practioes
in curriculum ard instrection
that are culturally, racially, or
ethnically insensitive andfar
inappropriate.

The leader does nat know
andfor chooses ot bo
interact with staff about
teaching using research-
based instructional strategies
to obtain high levels of
achievernent for all students.

Leadership Evidence of proficlency an this indicator
may be seen In the leader's behaviors or actions.
lustrathie examples of such evidence may include, but
are not lmited to the followling:

Impact Evidence of leadership proficlency may be sean
in the behaviors or actbons of the faculty, staff, students
andfor community. Ilustrative examples of such
evidence may include, but are not limited to the

fllowing:
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®  The leader™s faculty, departmient, grade-level mesting
agendas, minutes, and other docurmnents focus on the
alignment af curriculurn and instrection with state
standards.

=  School Improvement Plan goals and actions are linked to
targeted academic standards.

#  The leader's presentations to faculty on proficiency
expectations include illustrations of what “rigor™ and
“culturally relevant™ mean.

= | Monitoring documents indicate frequent review of
research-baved instructional practices regarding
alignment, rigor and cultural relevance.

#=  Results of monitoring on research-based irstruction are
used to increase alignment to standards, rigor, and/ or

Faculty members rautinely acteis or provide evidence of
uging content from wew Foridastandards org

Faculty has and makes use of the list of standards
arsociated with their course(g).

Activities and assignments are aligned with standands
applicable to the course and those connections are
conveyed to students.

Teachers can describe a schoal wide “plan of sction”™ that
aligrs curriculum and standards and pravide examples of
how they implernent that plan in their courses.

Teachers attest to the leader's efforts to preserve
ingtructional tirme for standards-based instructian.
Teachers attest to the leader's frequent monitoring of
research-based instructional practices and application of

cultural relevancs,

cultural relevancs,

indicatar.

=  School's financial documents reflect expendituras
supporting standards-baged instruction, ri,gnr,and.l'nr

=  {Ither leadership evidence of proficiency on this

couris tandands,

thote practices in pursuit of student progress on the

= (Other impact evidence of proficiency on this indicator.

[ 1 Highly Effective

[ ] Effective

[ ] Meeds Improwvement

Scale Levels: [choose one) Where there Is suffflcient evidence to rote cwrrent proficiency on this indicotor, ossign a
proficiency lewel by checking one of the four praficiency lewels below. if not belng roted ot this time, love blonk:

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current profidency on this indicatar? The
examples above are (Nustrative and do not reflect an exclusive list of what |5 expected):

Reflection Questions for Indicator 3.2

Highly Effective

Effective

Needs Improverment

Unsatisfactory

What procedures might yau
eitablish to increase your
ability to help your
colleagues |l=ad the
implementation af the
digtrict’s curriculum ta
provide instruction that is
standards-based, rigorous,
ard culturally relevant?

‘What can you share abaut
wour leadership actions to
ensure that staff members
hawe adequate time and
suppart, and effective
monitaring and feedback
on proficency in use of
research-based instruction
focused on the standards?

In what ways can you affer
professional learning for
individual and collegial
groups within the school or
district that illustrate how
to provide rigor and
cultural relevance when
delivering instruction an
the standards?

How do you engage
teschers in deliberate
practice focused on
mastery of standards-baged
instruction?

Liberty County School District
Administrator Evaluation System Template

What might be 2-3 key
leadership strategies that
wauld help you to
systematically act on the
belief that all students can
learn at high lewvels?

Haovw can your keadership in
curriculum and instruction
convey respect for the
diversity of students amd
staff?

How might you increase the
consistency with which you
maonitor and support staff to
effectively use reseanch-based
irstruction to meet the
learning needs of all students?

What are ways you can &nsure
that staff members are
aligning their instructional
practices with state
standards?

Where do you go ta find out

what standards are to be
addressad in each cowrse?

How might you open up
oppartunities for all students to
meet high expectations through
your leadership in curriculum
and instruction®

Do you have proo=sses to
maonitar haw students spend
their learning time?

In what ways are you
manitoring teacher
implementation of effective,
research-based instruction?

In what ways are you
manitoring teacher instruction
in the state’s academic
standards?
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Indicator 3.3 = Laarning Goals Alignmeants: Tha laader implemants recurring monitering and feadback procassas
to Insure that prliority learning goals established for students are based on the state's adopted student academic
standards as defined In state course deseriptions, presented In student accessible forms, and accompanied by

scales or rubrc to gulde tracking progress toward student masteny.
“Learming goals” s o high-effect size strategy that uses scales oF progressive levels o monftor student growth on
the wiay fo mastery of o stote acodemic stondard. Leaming goals typically take 2-9 weeks of student time fo master
s are more comprehensive than dally objectives. The essential lsswe is that the teacher creates “scoles” or levels of
progress taward mastery of the learning goal. Teocher and stwdents use those scales to trock progress foward
mastery of the goafs). This indicator oddresses the leader’s proficlency aof monitoring ond prowiding feedbock on
teacher and student wse of priority learning goals with scoles. The leader is expected to go beyond low levels of
monitorng that oddress whether the teacher prowides such gools ond ottends to the kevels of stwdent
uwnderstanding and engagement with the learning goals. Do the students pursue those goois? Do they trock thelr
own progress? [s celebrations of success on leaming gools focused on how success was achleved maore than that is

was obioined ?
Highly Effective: Leader's | Effective: weader's actions or | Needs Improvement: Unsatisfactory: Leaders
actions or impact of leader’s Impact of leader’s actions Leader's actions or impact of actions or impact of keader's

actiors relevant to this indicatar

relevant to this indicabor are

leader's actkons relevant ta this

actions relevant bo this Indicartor

eaceed effective kevels and sufficient and appropriate Indicaior are ewident but ane are minimal or ane not oocurtng,
constitute models of profidency | reflections of ouality work with Incansistent ar of insufficient of are having an adverse impact.
for other kaders. o by nicarmradl vairia tions. scope o proficiency.

Recurring lesdership Cle=arly stated bearning goals Specific and measurable Clearly stated priority

invalrement in the
improvement in quality of
daily dlassroom practice is
evident and is focused on
student progress on pricrity
learning goals.

Routine and recurring
practicas are avident that
support celebration of
student sucoess in
accomplishing priority

learning goals and such
celebrations focus an how

the sucoess was obtained.

Thee l=ader routinely shares
exarmples. of effective
learning goals that are
aisociated with improwed
student achievement.

Other leaders cradit this
leader with sharing ideas,
coaching, and providing
terhnical assistance to
implement supcessful use af
leaning goals in standards-
hased ingtrusction.

socampanied by & scale ar
rubric that describes
measurable levels of
performance, aligned to the
state’s adopted student
scademic standards, is an
instructional strategy in
rauting e in courses school
wide,

Starmdards-based instruction
i% an evident priority in the
schoal and student results an
incremental measures of
sweress, like progress on
learning goals, are routinely
manitored and
acknowledged.

The formats or ternplates
used to express karning
poals and scales are adapted
to support the complexity of
the expectations and the
learning nesds of the
students.

Clearly stated kearning goals
aligreed to state or district
initiatives in suppart of
student reading skills are in
use school wide.

learning goals with progress
scales, aligned to the state’s
sdopted student academic
standards in the course
description, are in ute in
some but ot mast of the
COursss.

Learning goals are
posted/provided in some
clagiag are not current, da
not relate to the students
current assignments and/'or
activitieg, or are ol
recognized by the students as
priorities for their own effart.

Learning goals tend to be
expredted at levels of tead
complexity not accessible by
the targeted students and)/or
at levels of complexity too
simplified to promote
mastery of the asociated
standards.

Processes that enabile
students and teachers to
track progress toward
mastery of priority leaming
paals are not widely
implemented throughout the
schaal.

l=arning goals accompanied
by a scale ar rubric that
describes levels of
performance refative to the
learning goal are ot
systematically provided
across the curriculum to
guide student learning, or
l=arning goals, where
provided, are oot aligned to
state standards in the course
description.

The lesder engages in
minimal to non-existent
manitoring and feedback
practices on the guality and
timeliness of information
provided to students on what
they are sxpected to know
and be able to do (i.e. no
alignment of learning goals
with state standards for the
courie].

There are minimal or g
leadership practico=s o
maonitor faculty practices an
tracking student progress on
priarity l=arning goals.

Leadership Evidence of proficlency on this indicator
may be seen in the leader’s behaviors or actions.
llustrative examples of such evidence may include, but
are not lmited to the following:

Impact Evidence of leadership proficlency may be seen
in the behaviors or actbons of the faculty, staff, students
andfor community. [lustrative examples of such
evidence may include, but are not limited to:
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Agendas, mesling onules, and memeranda Lo Lhe
faculty make evident a focus on importance of kearning
goals with scales to engage students in focusing on what
they are to understand and be able to do.

Thee l=ader”s practices on teacher observation and
feedback routinely address leaming goals and tracking
student progress.

Thee l=ader provides coaching or other assistance to
teachers struggling with use of the learning goals
strategy.

Procedures are in place to manitor and promote faculty
oollegial disoutsion on the implermentation levels of
learning goals to promote alignment with the
implementation level of the siociated state standards.
Leader”s commurications to students provide evidence
of suppart of students making progress on learning goals.
Progress monitoring of adult and student performance
on targeted priority learning goals is documented,
charted, and posted in high traffic areas of the schoal.
Evidence of the leader's intervention]s] with teachers
who do not provide learning goals that increase students’
opportunities for Success.

Other leadership evidenoe of proficiency on thiz
indicataor.

Cleaily atated kearnivgg, gossls aocompanied by @ scale o
rubric that describes bevels of performance relative to
the kearning goal are posted or easily assessable to
students.

Teams or departments mest regularly to discuss the
guality of learning goals with scales being employed and
adapt them based on student success rates.

Teacher le<ion plans provide evidenoe of the connection
of planmed activities and assignments to learning goalks.
Teacher documents prepared far parent information
make dear the targeted |learning goals for the students.
Students are able to express their learning goals during
walkthroughs or clasiroom observations.

Students are able to explain the relationship betwesn
current activities and assignments and priory learning
goals.

Lesson study groups and other collegial l=arning teams
routinely discuss learning goaks and scales for
progression

Methods of bath teachers and students tracking student
progress towand learning goaks are evident.
Cedebrations of student success include reflections by
teachers and students on the reasons for the success
Teachers can identify the learning goalks that result in the

high levels of student leaming.
= Other impact evidence of proficiency on this indicatar

Scale Levels: [choose one) Where there Is sufficlent evidence to rote current proficiency on this indicator, assign o
proficiency lewvel by checking one of the four praficiency levels below. if not belng roted ot this time, eove bonk:
[ ] Heeds Improvement

[ ] Highly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current profidency on this indicator? The
examples above are [Hustrative and do not reflect an exclusive list of what s expected):

Reflection Questions for Indicator 3.3

Highly Effective

Effective

Neads Improvement

Unsatisfactory

‘What specific strategies
hawe you employed to
miedsure improvements in
teaching and innovations in
uge of learning goals and
how can you wuse such
mexsures as predictors of
improwed student
achievement?

What system supparts are
in place to ensure that the
best ideas and thinking on
learning goals are shared
with colleagues and are a
priarity of collegial
professional learning?

To what extent do learning
goals presented to the
students reflect a clear
relationship betwesn the
courss standards and the
assignments and activities
students are given?

‘What hawe | done to deepen my
understanding of the
connection betwesn the
instructional strategies of
learning goals and tracking
student progress?

Indicator 3.4 = Curriculurn Allgnments: Systemlc processes are implemented to ensure alignment of curmoulum

resources with state standards for the courses taught.

Academic standords are determined of the state level and the currlculum wsed to enable students to master those
standards is determined af the district and school level. Curmicwum must be aligned with the standards If it Is fo
support stondards-based instruction. Curricwlum resowrces may o may nof be fully oilgned with the standards
assigned to @ speclfic cowrse. The learning needs of stwdents In specific classes may require additional or adapted
curriculum matenals to oddress ssues of rigor, culturgl relevonce, or support for needed learning goals. School
leaders maintoln processes to monitor the opproprioteness and allgrment of curnicelum o standards ond Intervene
to make adjustments as needed to enable students to occess curmicwlum that supports the stondords.
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Highly Effective: Leader's
actiors ar impact of leader’s
actiors relevant to this indicatar
enreed effective levels and
constitute models of profidency
for other keaders.

Effective: Leader's actions or
Imipact of leader’s actions
relevant to this indicator are
sufficient and approoriate
reflections of ouality work with
by nicemriad vair atkons.

Meeds Improvement:
Leader's actions ar Impact of
leader’s actions rebevant ta this
Imidicatoe ane ewident but ane
Inconsistent ar of insufficient
scope or proficienoy.

Unsatisfactory: Leader's
actions or iImpact of ksder's
actions relevant to this |ndecator
are minimal or are not ocourtng,
o ane havsing an adverse impact.

Thee l=ader routinely engages
faculty in processes to
imprawe the quality of
curriculum resouncaes in
regard to their alignment
with standards and impact on
student achisvement and
supparts replacing resources
a5 rgre effective ones are
available.

Thee l=ader is proactive in
engaging other schiool
leaders in sharing fesdback
an identification amd
effective use of curriculum
resources that are associated
with improved student
achisvement.

Parents and community
miernbers credit this leader
with sharing ideas ar
curriculum supparts that
enable home and community
to support student mastery
of priority standards.

Specific and recurring
procedures are in place to
manitar the quality of
alignment betwesn
curriculum resources and
standards.

Procedures under the contral
of the l=ader far acquiring
new curriculum resources
include asisisment of
alignment with standards.

Curriculum resources aligned
to state standards by
FEsouUrce
publishersfdevelopers are
used school wide to focus
instrusction on state
standards, ard state, district,
or school supplementary
materials are routinely used
that identify and fill gaps, and
align instruction with the
implementation level of the
standards.

Processes to manitor
alignment of curriculum
regources with standards in
the course descriptions are
untimely ar naot
comprehensive across the
curriculum.

Effarts to align curriculumn
with standards are ermerging
but have not yet resulted in
improsved student
achisvement.

Curriculum resources aligned
to state standards by text
publishers/developers are
used school wide to focus
instruction on state
standards, but there is no to
rminirnal wie of state, district,
or schoal supplementary
materials that identify and fill
gaps, and align instruction
with the implernentation
level of the standards.

There are no or minimal
processes managed by the
leader to werify that
curriculum resources ane
aligned with the standards in
thi cowrss descriptions.

Leadership Evidence of proficlency on this indicator

Impact Evidence of leadership proficiency may be seen

may be seen in the leader's behaviors or actions.
lllustrative exarnples of such evidence may Indude, but
are not lirmited to the following:

im the behavlors or actions of the faculty, staff, students

andfor commundty. lustrative examples of such
evidence may Include, but are not limited to:

Curriculum is presented to faculty and students as the
wontent reflected in course descriptions rather than the
oontent in a textboak.

Sthool procedures for acquisition of instructional
materials indude ssessment of their usefulness in
helping students” master state standards and indude
procesues o addreis gaps or misalignments.

Course desoriptions play a larger role in focusing course
content than do test itern specification documents.
Agendas, meeting minutes, and memoranda to the
faculty make evident a focus on importance of
curriculum being a vehicle for enabling students to
master standards in the cowrse description.

Media center apguisitions reflect a systematic effort to
build curriculum Supports that suppart Student mastery
of content standards at varnious levels of implementation.
MNG555 and Florida standards are routinely used to frame
ditoustions on the quality and sufficiency of curriculum
suppart materials.

Other leadership evidence of proficiency on this
indicatar.

Teachers can describe the strengths and weaknesses of
primary texts in regard to alignment with standards in
the state course description.

Students are able to characterize text books and other
schoaol provided resources tools a5 aids in student
mastery of course standards.

Pacing guides focus assignments and activities planned
for students on learning goalks and state standards rather
than coverage of chapters ina text.

Docurnents can be presented that infarm of the
alignment between curriculum resources and standards
for the courie.

Teachers can identify supplementary material uied to
deepen student mastery of standards.

Parent feedbackfquestionnaire results indicate
recognition that the schoal is focused an standards-
based instruction rather than covering topics or chapters.
Student feedback/questionnaire results indicate
recognition that the curriculum is focused on what
students are to understand and be able to do.
Results on student growth measures show steady
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improvements in student learning.
= Other impact evidence of proficiency on this indicator.

Scale Levels: [choose one) Where there is suffficient evidence to rate current proficlency an this indicatar, ossign o
proficiency level by checking ane af the four praficiency lewvels below. if not being roted ot this time, leove bonk:

[ 1 Highly Effective

[ ] Effective

[ ] Meeds improvenment

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficlency on this Iindicatar? The
examples above are (Mustrative and do not reflect an exclusive list of what [s expected):

Reflection Questions for Indicator 3.4

Highly Effective

Effective

Needs Improverment

Unsatisfactory

‘What systern i in place to
ersure that your best ideas
ardd thinking on using
curriculum to enable
students o master
standards are shared with
coll=agues, particularky
when there is avidence at
yaur schoaol of improwved
student achievement?

‘What specific schoal
improvement strategies
hawe you ermployed to

M asure improvements in
teaching and innavations in
curriculum that sere as
predictors of improved
student achievement?

How can you manitor whether
thee activities and assignments
student get that invobee use of
curriculum resources are
aligned with learning goals
and standards?

Do you know which standards
are sddressed in your
curriculum?

Indlcator 3.5 = Quality Assessments: The leader ensures the appropriate use of high gquality formative amd
interim assessments allgned with the adopted standards and curricula.

How do we know what owr students already know, what they need fo know, and how they are dodng as we move
forward with fnstruction? The school leader needs “nssessment literocy™ o oddress these guestions. Where
indlcotar 1.2 oddresses the leader’s proficlency in wse af stwdent performance dota, thi Indicotor focuses on
actlons foken of the school site to generote infenim assessment doto ond moke sure focwly use formative
assessment proctices to monitor ond odiust instruction. Assessment of student progress toword ocodenmic
standards /5 an Important espect of trocking student progress. Leoders need to moke wse of doto on interim and
formative ossessments o gwde gool setting and progress monitorng. They nesd fo provide teachers ocoess to
quality assessments and promate teacher wse of formative assessments as o rowutine strategy. The leader needs on-
going assessment date to inform o variety of decisions regarding such Bswes o5 resowrce allocations, student and

teacher schedules, professional leaming impacts, ond adjustments in plans.

Highly Effective: Leader's
actions ar impact of leader's
actiors relevant to this indicator
enreed effective levels and
constitute models of profidency
for other leaders.

Effective: Leader's actions or
Impact of leader’s actions
relevanit to this indicator are
sarfficient and appragriate
reflections of ouality work with
oonily nioerial vaarathons.

MNeeds Improvement:
Leader's actions or impact of
leader's actions relevant to this
| it o ane ewident but ane
Imcansistent ar of insufficent
soope or profickeno

Unsatisfactory: Leaders
actions or impact of leader's
actions relevant ta ths indicator
are minimal or are niot DOCUFTENE.
o are hawing an adverse impact.

Thee leader uses a variety of
creative ways o provide
professional learming for
individusal and collegial
groups within the district
focused an applying the
bnowledge and skills of
assessment literacy, data
analysis, and the use of state,
district, school, and
datsroom assesement data
b improse student
achievemant.

Farmative assessments are

The leader systematically
seeks, synthesizes, and
applies knowledge and skills
of ass=ssment literacy and
data analysis.

Thee leader rautinely shares
knowledge with staff to
increase students”
achievement.

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

The leader haphazardhy
applies rudimentary
knowledge and skills of
mmsessment literacy and s
umsure of how to build
knowledge and develop skills
of ass=ssment literacy and
data analysis.

Thee leader inconsistenthy
shares knowledge with staff
to increase student
schievernent.

There i inconsistency in how
asessment data are used to

The leader has little
knowledge andfor skills of
amsegsment literacy and data
analysis.

There i little ar no evidemnoe
of interaction with staff
COMCErning assessments.

The lesder is indifferent to
data and does mot use data
to change schedules,
instruction, curriculurn ar
leadership.

Student achievement
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part of the schoal culture and
intErim amsedsment data is
rautinely used to review and
adapt plans and priorities.

Thee leader uses state,
district, school, and
classraom assesoment data
to make specific and
obs=rvable changes in
teaching, curriculumn, amd

change schedules,
instruction, curriculurn, or
leadership.

There i rudimentary wse of
amsessment data from state,
district, school, and

remains unchanged ar
declines.

The leader does nat use
amseisment data from state,
district, school, and
classroam.

l=adership dedisions. These
specific and observable
changes result in increased
achievernent for students.

classnoam.

Leadership Evidence of proficlency on this indicator
may be seen in the leader's behaviors or actions.
llustrathve examples of such evidence may incdude, but
are not lmited to the following:

Impact Evidence of leadership proficlency may be sean
im the behaviors or status of the faculty and staff.
llustrative examples of such evidence may include, but
are not limited to the following:

Documents for faculty use that s=t dear expectations for
the wse of formative assessments to monitor student
progress on mastering course standards

Samples of written feedback provided to teachers
regarding effective assessment practices.

Collabarative work systems’ (eg., data teams,
professional learming communities) agendas and minutes
reflect recurring engagements with interirm and
farmative assesiment data.

Faculty meeting agendas and minutes reflect attention to
farmative and interim assessment proceses.

Clasiroom walkthrough data reveals routine use of
farmative assessment practioss in the dassrooms.

Teachers can describe interactions with the leader whers
effective asessment practioes are promofed.

Teachers” astessments are focused on student progress
an the standards of the course.

Teachers attest bo the leader's efforts to apply
knowledge and skills of effective assessment practioss.
Teachers can provide aiessments that are directly
aligned with course standard.

Teachers attest to the leader's frequent monitaring of
amsesiment practioes.

Student folders and progress tracking records reflect uwse
of formative data.

Diosourmsents ane in wies that informe teachers of the

Asgessrnent rubrics are being used by the ichool.
Other leadership evidence of proficiency on this

indicator.

alignment betwesn standards and assessments.

= Other impact evidence of proficiency on this indicator.

Scale Levels: [choose one) Where there s sufficent evidence o rete cwrent proficlency an this indicotor, assign o
proficiency level by checking one of the four proficiency levels below. If not belng roted ot this time, leove bonk:

[ ] Highly Effective

[] Effective

[ ] Needs Improvemeant

[ ) Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficiency on this indicator? The

examples above are lustrative and do not reflect an exclusive list of what s expected):

Reflection Questions for Indicator 3.5

Highly Effective

Effective

Needs Improvement

Unsatlsfactory

How might you engage other
schoal l=aders in sharing
quality examples of
farmative assessment and
use af imterim assessment
data?

‘What procedures. might you
establish to increase yaur
ability to help your
mll=agues prowide
professional learning for
individual and collegial
groups within the district
focused an applying the

How might you engage
teacher l=aders in sharing
guality examples of
formative assessment
practices with other faculty?

How can you provide angaing
professional learming for
individual and collegial
groups within the district
focused an applying the
knowledge and skills of
amsessment literacy, data
analysis, and the use of state,
district, school, and

How are you systematically
seeking, Symthesizing, and
applying knowledge and skills
of assessment literacy and
data analysis? Inwhat ways
are yau sharing your
knowledge with staff to
increase all students”
achieverment?

In what warys are you using
state, district, school, and
classroom assessment data
to make specific and
observable changes in

Mo are you expanding pour
knowledge andfor skills of

amgesment liveracy amd data
analysis?

What strategies have you
considered that would
incresse your interaction
with staff concerning
agessments?

Moy are you using your
knowledge and skills of
amgessment fiteracy to
chiange schedules,
instruction, and curriculum
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Enowledge and skills of
assessment literacy, data
analyiis, and the use of state,
district, school, and
classroom asessment data
o improse student
achisvement?

to improve student
achisvermant?

classraatrm assessrment data

teaching, curriculurn, and
leadership decisions to
increates student
achiseerment?

or leadership practico=s to
increage dudent
achiswameant?

Indicator 3.6 = Faculty Effectiveness: The leader monitors the effectiveness of dassroom teachers and uses
contemporany reseanch and the district's instructional evaluation system criterla and procedures to improve

student achievement and faculty proficlency on the FEAPs.
School leaders are responsible for monttoring the effectivensss of clossroom teochers. This indicotor addresses the
proficiency and focus of the leader’s monitoring processes fo malntaln awareness of focwlty effectivensss and the
wse of monitoring dota te improve student and foculty performance. The focus here s on monitonng teacher use of
strategles supported by contemporory research, teacher praficiency on swes contained in the district’s teacher
evalugtion system, what teachers do to improve student achlevement, and foculty proficlency on the FEAPs.

Note: indicator 3.1 Is focused on the leader’s grasp of the FEAPs whereas this indicator focuses on monltoning the
focuities” grosp of the FEAPs. Indicotor 4.2 is focused on the leader's use of monitoring dato to provide timely

feedback.
Highly Effective: Leaders | Effective: weader's actions or | Meeds Improvement: Unsatisfactory: Leader's
acticns or impact of leader's imipact of leader's actions Lesder's actions or imoact of actions or impact of kesder's

actions relevant to this indicatar
eareed effective levels and

constitute models of profidency
for other lkeaders.

relevant to this indecator are
suffichent and approariate
reflections of ouality work with
oinily nicemriad e a thonis

leader's actions relesant ta this
It atoer ane ewident but ane
Incansistent ar of insuffickent
scope or profickenoy

actions relevant ta this indicator
are minimal or are niot DoCUrTEng.
o are hawing an adverse impact.

The l=ader™s manitoring
process generates a shared
wision with the faculty of high
sxpectations for faculty
praficiency in the FEAPS,
research-based instructicnal
strategies, and the indicators
in the teacher avaluation
sysham.

Thee l=ader shares productive
mionitaring methads with
ather school leaders to
support district wide
improvwements.

Thie leader's affective nog
manitoring process provides
the leader and leadership
tEarm with a realistic
owerview of the currant
reality of faculty
effectiveness on the FEAPs,
the indicators in the teacher
evaluation system, and
research-bated instructional
strategies.

The leader's maonitoring
practices ane consistently
implemented in & supportive
and corstructiee manner.

The district teacher
evaluation system is being
implemented but the process
is focused an procedural
compliance rather than
impraving faculty proficency
on instructional strategies
that impact student
achievernent.

The manner in which
manitaring is conducted i
not generally perceived by
faculty a5 suppartive of their
praofessional improvement.

BMonitaring does ot camply
with the minimum
reguirements of the district
teacher evaluation system.
Monitaring is not focused on
teacher proficency in
ressarchrbased strategies
and the FEAPs.

Leadership Evidence of proficlency on this indicator
may be seen In the leader's behaviors or actions.
llustrative examples of such evidence may indude, but
are not lmited to the following:

Impact Evidence of leadership proficlency may be sean
im the behaviors or acthons of the faculty, staff, students

andfor community. lustrative examples of such
avidence may include, but are not limited to:

=  Schedules for classroom observation document

monitaring of faculty.

- Records or notes indicate the frequency of formal
ard informal abserations.

=  Data from dassroom walkthroughs & focused on
high-effect size strategies and other FEAPS

implementation.

=  MNotes and memorandum fraom follow-up
conferences regarding feedback on formal or
informal observations reflsct attention to FEAPL
msues and research-based practices.

- .ﬂuﬁenda: far rne:linﬁ:. address faculty proficiency

= The teachers document that the leader initiated
professional development fooused on issues anising
from faculty effectivens<s manitaring.

=  Teacher-leader meeting agendat or memaranda
reflect follow-up actions based on feedback from
leadership monitaring on FEAPS, teacher evaluation
indicatars, or research-based strategies.

- Lesson study, PLC, or teacher team work is initizted
o address isswes arising from monitoring process.

= Teachers can describe the high-effect size
instrusctional strategies employed across the grades
and curriculum and how they are adapted in the

Liberty County School District
Administrator Evaluation System Template

Page 38




strategies.

indicatar.

issues arigsing fram the monitoring process.
=  The leader meets with teachers to provide feedback
an their growth in proficiency on instructional

=  Leadership tearn agendas or memoranda focused an -
issues arigsing from monitoring.

=  Principals resource allocation actions are adjusted
hased on monitoring data.

=  (ther leadership evidenoe of proficiency on this

indicatar.

teachers classroom to meet student needs.
=  Data and feedback from school leaden|s) generated
from walkthroughs and observations are used by
teachers to revise instructional practices.
Other impact evidence of proficency on thiz

| | Highly Effective

[] Effective

| ] Heeds Improvement

Scale Levels: [choose one] Where there [s sufficlent evidence to rate current proficlency on this indicator, assign a
proficlency level by checking one of the four proficlency leveals below. If not belng rated at this time, leave blank:

[ ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficlency on this Indicator? The
examples above are [Hustrative and do not reflect an exclusive list of what |s expected):

Reflection Questions for Indicator 3.6

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How do you convey ta
highly effective teachers
specific feedback that
would mawe them toward
even higher levels of
proficiency?

How do you engage highly
effective teachers in sharing
avision of high quality
teaching with their
lleagues so that there is
no plateaw of “good
enough”?

How do you improse your
conferencing skills o your
feadback to teachers is
bath specific enough to be
helpful and perceived as
suppart rather than
negative criticism?

How do you restrscture your
uese of time $o that you spend
enough time on monitoring
the proficiency of instructional
practices and giving feedback
to be an effective suppart for
the faculty?

How do you improve your awn
grasp of what the FEAPS require
5o that your manitoring has a
useful focus?

Proficlency Area 4:_Faculty Development: Effective school leaders recrult, retain, and develop an effective and
diverse faculty and staff; focus on evidence, research, and classroorm realitles faced by teachers; link
professional practice with student achlevement to demonsirate the cause and effect relationship; facllitate
effective professional development; monitor Implementation of eritical initlatives; and provide timely feedback
to teachers so that feedback can be used to increase teacher professlonal practice.
This proficlency area ls oligned with FELS stondard 4. It moves the focus from “what Is the current reality” of foculty
proficiency to continuows progress toward what the foculty con achieve with effort and focus.

Indicator 4.1 = Recrultrment and Retention: The leader employs a faculty with the Instructional proflciencles
needed for the school population served.
The focus aof this indicator &5 on the leader’s actions to staff the school with the best foculty passible for the needs of
the school population. it oddresses octions token fo anticipote staffing needs, sesk out guality oppliconts, and
| efforts to retoin guality staff ance on the faculty.

Highly Effective: Leaders
actiors ar imoact of leader’s
actiors relevant o this indicatar
gareed effective levels and
constitute models of proficdency
for other keaders.

Effective: Leader's actions or
Impact of leader’s acticns
relevant to this indicator are
sufficient and appronriate
reflections of ouality work with
onily noemiald varatkons.

Needs Improvement:
Leader's actions ar impact of
leader's actions rebevant to this
It atoer ane ewident but ane
Incansistent ar of insuffickent
scope or profickeno.

Unsatisfactory: Leaders
actions or iImpact of keader's
actions relevant to this indicator
are minimal or e not DOCUFTINE.
o are having an adverse impact.

The l=ader tracks the succass
of her or his recruitmeant and
hirinE :tra‘b:;im., learns from

Thee leader works
collabaratively with the staff
in the human resources

The leader relies on the
district office to post notices
of vacancies and identify

The leader approaches the
recruitment and hiring
process from a reactive
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past experience, and revisits
the process annually to
continually improve the
OCESE,

The l=ader engages in &
wariety of traditional and on-
traditional recruitrmenit
strategies and then
priaritizes based on where
they find their most effective
teachers.

Effective recruiting and hiring
practices are frequently
shared with other
administrators and
olleagues throughout the
system.

affice ta defire the ideal
teacher based upan the
school population served.

Thee leader is s=nsitive to the
various legal guidelines abaut
the kind of data that can be
sought in interviews.

& hiring selection toal that
helps interdewers focus on
key instructional
proficiencies that are aligned
with the tescher svaluation
criteria is developed and
effectively utilized.

& hiring process i clearly
communicated including how
staff is invalved.

potential applicants.

Effarts to identify
replacerments tend to be slow
and come after ather schoals
have made selections.

Interview processes are
disorganized, not focused on
the schoals needs, and do
not improve from year to

year.

rather than a proactive
standpaint. Consequently,
the process may not be well
thought out, is disjointed,
and ot aligned with bey
success criteria ambedded
within the teacher evaluation
docurments esantial o
organizational success.

Mo coherent plan or process
i% ernployed to encourage
guality staff to remain on the
faculty.

Leadership Evidence of proficlency on this indicator
may be seen In the leader's behaviors or actions.
llustrathve examples of such evidence may indude, but
are nat lmited to the following:

Impact Evidence of leadership proficlency may be sean
im the behaviors or status of the faculty and staff.
llustrative examples of such evidence may include, but
are not limited to the following:

#  The leader maintains an updated asessment of the
instructional capacities nesded to improve faculty
effectivensss and uses that assessment in filling

WaACancieL,

=  Samples of hiring documents (e.g., posting notices,
interview questions with look/listen fors) that identify
highly desirable instructional proficiencdes nesded in

teacher applicants.

=  Documentation that the recruitment and s=lect prooess
is subjected to an in-depth review and evaluation for
oontinuaus improsvement purposes.

#  The leader has an established record of retaining
effective and highly effective teachers on the staff.

®  The leader has a systematic process for selecting new
hires and reviews that process for its impact on faculty

effectivensss,

- Programs for new and transfer teachers that promote
adjustment to the schoal culture and instructional

respansibilities & provided.

=  Evidence that the leader has shared sucoessful hiring
practices with other administrators and colleagues within

the district.

- Other leadership evidence of proficiency on this

indicatar.

=  Teachers can describe a hiring process that incorporates
a specific focus on essential instructional proficiencies
needed fior the school population served.

=  Teachers confirm that a critical part of the hiring process
includes an avaluation of the effectiveness of the

process.

=  Teacher leaders are invalved in manitoring staffing needs
and providing input to the leader.

»  Teachers new to the school can describe effective
induction processes that had a positive impact on their
adjustment to the schoal.

=  Teacher leaders |e.g. department heads, tearmn leaders)

can describe the instructional capacities neesded in

finding candidates to fill vacandes on the faculty.

Other impact evidence of proficiency on this indicator.

Scale Levels: (choose ane) Where there [s sufficlent evidence to rote cwrent proficiency an this indicotor, assign o
proficlency level by checking ane of the four praficiency lewels below. If not being rated at this Hime, leave blank:
[ ] Heeds Improvement

[ | Highly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficency on this Indicator? The
examples above are [Hustrative and do not reflect an exclusive list of what s expected):
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Reflection Questions for Indicator 4.1

Highly Effective

Effective

Neads Improvement

Unsatisfactory

What can be done to
encourage quality teachers
to stay with your school and
quality applicants to sesk to
jain the faculty?

‘What connections do you
haree to reach potential

applicants other that the
digtricts personne| office?

Harwe you gathered data about
why teachers choose to laave
your faculty?

What strategies have you
ernplayed to meet the
learning needs of your faculty,
Frasm navice ta weteran to

Expert?

At what point in the schoal year
do you check an staff retention
and estimate future staffing
needs?

In what warys are prafessional
learning oppartunities linked to
individual faculty needs?

Indicator 4.2 = Feedback Practices: The leader monitors, evaluates proficlency, and provides timely and
actionable feedback to faculty on the effectiveness of Instruction on prlorty instructlonal goals and the cause
and effect relatlonships between professkonal practlice and student achievement on those goals.

Where indicator 3.6 focwses on monitoring to maintain owareness of foacwlty effectiveness, this indicotor focuses an
the use of the monitoning process to prowde guality and timely feedback to teachers. The feedbock processes need

to deepen teacher understanding of the impoct of thelr practices on student learming.

Highly Effective: Leaders
actiors ar imoact of leader's
actiore relesant o this indicabar
eareed effective evels and
constitute models of profidency
for other keaders.

Thee leader uses a variety aof
creative ways o provide
positive and corrective
feedback. The entire
arganization reflects the
leader’s focus on accurate,
timely, amd specific
recognition of proficiency
ared improvement in
praficiency.

The focus and specificity of
feedback creates a clear
wision of what the priority
instructional goals are for the
schoal and the cause and
effective relationship
between practice and
student achievement an
those priority goals.

Thee l=ader balances
individual recognition with
team and organization-wide
recognition.

Effective: Leader's actions or
Impact of leader’s acticns
relevant to this indicataor are
suffic ket and appropriate
reflections of guality work with
oanily noamrial varathans.

Thee leader provides formal
feedback consistent with the
district perionnel palicies,
and provides infarmal
feedback to reinfonce
profidgent performance and
highlight the strengths of
colleagues and staff.

The leader has effectively
implemented a system for
collecting feedback fram
teachers as to what they
know, what they understand,
wheere they make errors, and
when they have
misconceptions about use of
instructional practices.

Corrective and positive
feadback is linked to
organizational goals and both
the leader and employees
can cite axamples of whers
feedback is used to improwe
individual and arganizational
perfarmance.

Needs Improvement:
Leader's actions ar impact of
leader's actions relevant to this
It atoer ane evident but ane
Incansistent ar of insuffickent

scope or proficiency.

Unsatisfactory: Leaders
actions or impact of keader's
actions relevant to this indcartor
are minimal or ane not 0OCUrTENE,
of are hawing an adverse impact.

The leader adheras to the
persanne| policies in
providing farmal feedback,
although the feedback is just
beginning to provide details
that improve teaching ar
arganizational performance,
or there are Faculty to whom
feadback 15 not timely or not

focused an priarity
mprove ment nesds.

The leader tends bo view
feedback a5 a linear process;
something they provide
teachers rather than a
collegial emchange of
perspectives on proficiency.

There is no or anly minimal
maonitoring that results in
feedback on proficiency.

Farmal feedback, when
provided, is nonspecific.

Informal feedback is rare,
nonspecific, and not
constructive.

Leadership Evidence of proficlency on this indicator
may be seen In the leader’s behaviors or actions.
llustrathve exarmples of such evidence may indude, but
are not limited to the following:

Impact Evidence of leadership proficlency may be sean
in the behavlors or status of the faculty and staff,
Ilustrative examples of such evidence may include, but
are not limited to the following:

= Rubrics that distinguish among proficiency levels on
evaluation indicators ane used by the leader to focus
feedback needed improvemnents in instructional practice.

=  Samples of written feedback provided teachers regarding
prioritized instructional practices.

informal obsarvations.

individuals.

Teachers can attest to regularly scheduled formal and

Teachers report recognition a8 tearm members and as
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Documentation of an instructional monitoring schedule
that supparts frequent instructional maonitoring by the
schoal’s administrative staff.

Thee leader implements a schedule that results in
freguent walkthroughs and observation of teaching and
learning

School improvernent plan reflects monitoring data
aralyses,

Evidence the leader has a system for securing feedback
fram teachers specific to prioritized irstructional
practices.

Thee l=ader's ute of time results in at l=ast 2 work days a
wesk spent on manitoring instructional isswes (e
“watching the game”) and providing specific and
actionable feedback on instructional practices.

Thee l=ader provides fesdback that describes ways ta
enhance performance and reach the next level of
proficiency.

Feedback reflects judgment on proficiency, not just a
“yes-no” checklist approach.

Teachers describe feedback from the leader in termes of
recognizing instructional strengths and suggestions to
take their teaching to a new level.

Teachers report that leader wses 3 combination of
clasgnoom ohiervation and teacher-self assesoment data
a5 part of the feedback.

Feedback to teachers, over the course of the year, iz
baged on multiple sources of information (e.g.
observations, walkthroughs, videos, self-reflections,
lesson studies, PLCs, asessment data,) and from more
than ane person.

Teacher leaders hawve opportunities to obsere
colleagues teaching practices and provide feedback.
Feedback and evaluation data is used by teachers to
formulate growth plans.

Other impact evidence of proficiency on this indicator.

indicatar.

Other leadership evidence of proficiency on this

[ ] Highly Effective

[] Effective

[ ] Needs Improvernent

Seale Levels: [choase ane] Where there ls sufficlent evidence to rote current proficlency on this indicotar, ossign a
proficiency lewe! by checking ane of the four praficiency levels below. if not belng rated ot this time, lzave blonk:

[ | Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficency on this Indicator? The
examples above are (lustrative and do not reflect an exclusive list of what |s expected):

Reflection Questions for Indicator 4.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How freguently do teachers
recognize that your feedback
is directly linked to improwving
bath their persanal
performance and that of the
schaal?

What might you do to ensure
that they see this important
connection?

‘What are some examples of
focused, constructive, and
meaningful feedback that
you provide to your staff?
How does this support their
learning?

In what ways do you
currently recognize faculty in
providing feedback and
affirmation ta them?

To what extent da you
acknowledge the efforts of
tearns, 2 well as that of
individuals?

How can frequent, fooused,
and constructive feedback
support teachers in
improving their instructional
practice?

Indicator 4.3 = High effiect slze strategles: Instructional personnel receive recurring feedback on thelr proficency
on high effect size strategles.
Norrative: Teaching s o complex process. The “right thing to do® warles with conditions in the classroom. Howsever,
teachers need proficlency on a care repertalre of high importance strofegies. These are strotegies ol teachers are
expected to be able to wse effectively. This indicatar & focused on the leader’s proficlency in focusing focwity
attention on improvement af those “high effect size” strategies — thase with higher probabiifties of cowsing student
| growth when done correctly and in opgropriote circumstances.

Highly Effective: Leaders
acticre or impact of leader's
actiors relevant to this indicatar
gareed effectise kevels and
constitube models of profidency
for other keaders.

Effective: Leader's actions or
Impact of leader's actions
relevant to this indicator are
suffichent and appropriate
reflections of guality work with
ari by micerrriadl vera thoans.

Meeds Improvement:
Leader's actions ar impact of
leader's actians rebevant ta this
I atoe ane evident but are
Incansistent ar of insuificent
soopie or profickeEno

Unsatisfactory: Leaders
actions oo iImpact of keader's
actions relevant to this Indcartor

are minimal or e not DoCUrTEng.
or ane hawing an adwerse impact.

Thee leader uses a variety aof

In addition to the farmal

The leader sdheras ta the

The lesder i not aware of
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creative ways to provide
pasitive and corrective
feedback on the
implementation of high
effect size strategies. As a
result, the correct and
appropriate implementation
of high effect size
instructional strategies scross
the curriculum and grades is
a routine part of the |earning
environment for all students.

Thee entire organization
reflects the leader's foous on
accurate, timely, and specific
recognition of correct and
appropriate implementation
of high effect sire strategies.

Thee l=ader balances
individual recagnition on high
effect size strategies with
tearn and arganization-wide
recognition.

feadback consistent with the
district evaluation syitem
indictors, the leader provides
recurring informal feedback
on high effect sire strategies
to reinforce proficient
performance and highlight
the strengths of mlleagues
and staff.

The leader has effectively
implemented a system for
collecting feedback fram
teachers as to what they
know, what they understand,
wheere they make errors, and
when they have
misconcEptions about use of
high effect size strategies.

Corrective and positive
feedback on high effect size
strategies is linked to
arganizational goals.

Bath the leader and
employess can cite examples
of where feedback on high
effect size strategies is used
to improve individual and
organizational performance.

district evaluation syitem
reguirements for providing
farmal feedback on high
effect size strategies, but the
feedback is general rather
than providing details that
improsve teaching or
arganizational performance
related ta high effect size
strategies.

Thee leader tends to wisw
feedback a5 a linear process;
something they provide
teachers rather than teo way
cammunications where the
leader alwa l=arms from the
teachers” expertise,

the high effect size strategies
expected to be wed in
district schaals or Fails to
communicate them to
faculty.

Feedback on high efhect size
strategies is rare, monspecific,
and mot cansfructive.

Leadership Evidence of proficlency an this indicator
may be seen in the leader’s behaviors or actions.

Impact Evidence of leadership proficlency may be sesn
in the behavlors or status of the faculty and staff.

llustrathve examples of such evidence may indude, but
are not lrmited to the following:

Illustrative examples of such evidence may include, but
are not limited to the following:

Professional learmning supports on the high effective size
strategies are readily available to faculty.

Samples of written feedback provided teachers high
effect size instructional strategies.

Walkthrough and observation practices are designed to
emphasize feedback an use of high effective size
strategies.

School improverment plan indudes actions to improve
proficiency in high effect size strategies.

Evidence the leader has a system for securing specific
feedback from teachers an their implementation of high
effect size strategies correctly and in appropriate
dincumstances.

Documentation of an instructional manitoring schedule
that suppoarts frequent [every other week) instructional
mionitoring of high effect size strategies.

The leader pravides feedback that describes ways to
enhance performance an high effect size strategies and
reach the next level on same.

Thee l=ader manages schedules that enable teachers to
make ahservational rounds or view video examples of
other teachers using the high effect sire strategies.
Other leadership evidence of proficiency on this
indicatar.

Teachers can attest to regularty scheduled formal and
informal observations with feedback on high effect
strategies.

Teachers report recognition a5 team members and as
individuals for quality wark an high effect strategies.
Teachers describe feedback from the leader in terms of
recognizing instructional strengths and suggestions to
take their teaching to a new level.

Teachers report that leader wses a combination of
classreom ohservation and teacher-self assessment data
a5 part of the feedback on high effect size strategies.
High effect size strategies provided through various state
and district initiatives are employed by teachers to whom
the initiatives apply.

Departments routinely discuss their capacity to
implement the high effect strategies applicable to their
subject area.

Teachers are afforded opportunities to obserye mentor
teachers wsing the high effect size strategies.

Lesson study teams wse the process bo improee
application of high effect strategies to the content of

targeted lessons.
Other impact evidence of praficiency on this indicatar.
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Scale Levels: [choose ane) Where there is suffident evidence to rote cuwrrent proficlency on this indicotor, assign o
proficlency level by checking one of the four proficiency levels below. if not being roted ot this time, leove bionk:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improverment

| ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current profidency on this indicator? The

examples above are [Mustrative and do not reflect an exclusive list of what |5 expected):

Reflection Questions for indicator 4.3

Highly Effective

Effective

Needs Improvement

Unsatlsfactory

How freguently do teachers
recognize that your feedback
i directly linked to improwving
bath their personal
performance on high effect
sipe strategies and as well as
the arganizational
performanca?

‘What might you do to ensure
that they see this important
canmection?

What are some examples of
focused, constructive, and
meaningful feedback on high
effect size strategies that you
provide to your staff? How
does this support their
learning?

In what ways do you
currently recognize faculty in
praviding feedback and
affirmation ta them an high
effect size strategies?

To what extent do you
acknowledge the efforts of
tearmns, as well as that of
individuals?

How can frequent, focused,
and constructive feedback
support teschers in
improving their instructional
practice?

Iindicator 4.4 - Instructional Initlatives: Distrdct supported state Initlatives focused on student growth are
supported by the leader with specific and observable actlons including monitoring of Implementation and
measurement of progress toward Initiative goals and professional learning to improve faculty capacity to

implement the initlatives.

The Deportment of Educotion andfor district-supparted iitiotives focwied on improving student performance reguire schoal
lepder suppart bo be successful at the schoal site. This indicator addresses the leoder's groficiency in supporting swoh nitiotives.
Indicotar 4.4 olio focuses on profectianal lBorning needad b implement oriarity initiatives.

Highly Effective: Leaders
actiore ar impact of leader’s
actiors relevant to this indicatar

Effective: Leader's actians or
Impact of leader's actiornes
relevant to this indicator are

Needs Improvement:
Leaders actions ar impact of
leader's actions relevant ta this

Unsatisfactory: Leaders
actions or impact of kader's
actions relevant ta this Indcator

eareed effective levels and suffickent and apprapriate Imdicator are edident but are are minimal or are not DoCUrTEng,
constitute models of proficency reflections of ouality work with Incansistent or of insufficent of ane hawing an adverse impact.
for other keaders. ooniby Nl v a thans. scope or profickeno

Al initiatives are Most of the district and state | Some indtiatives are District and state supparted
implemented across the initiatives are implemented implemented across the initiatives are not supported

grades and subjects as
appropriate with full fidelity
to the companents of each
initiative.

The l=ader manitors
teachers’ implementation of
the inftiative, tracks the
impact of the initiative on
student growth, and shares
effective practico=s and
impacts with ather school
leaders.

acnoss the grades and
subjects = appropriate with
full fidelity to the
components of each
initiative.

Thee leader i conversant with
the impact the initiative is
expected to have and
maonitors teacher and
student implementation of
the elements of the initiative.

some of the grades and
subjects = appropriate with
work in progress to
implement the companents
af each initiaties.

The leader relies on teachers
to implement the initiatives
and it s=ldam involved in
manitoring or providing
feedback on the impact of
the initiative"s
implementation on student
growth.

by the leader with arny
specific plans, actions,
feedback or monitoring.

The lesder is unaware of
what state and district
initiatives are expected to be
implemented at the school.

Leadership Evidence of proficlency on this indicator
may be seen In the leader's behaviors or actions.
llustrative examples of such evidence may indude, but
are not lmited to the following:

Impact Evidence of leadership proficlency may be sean
im the behaviors or acthons of the faculty, staff, students
andfor community. lllustrathve examples of such
evidence may include, but are not limited to the

fpllowing:
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®  The initiatives being pursued are explicithy identified and
acpess to supporting resources is provided.

- Leader’s agendas, memaranda, etc. reflect pres=ntations
to faculty an the targeted initiatives.

= A hMulti-tiered Systemn of Supparts [MT55) and Response
to Intervention [Rti) is fully implemented and the leader
monitors regularly to sustain implementation.

= The l=ader monitors practioss in areas where subject
specific strategies are expected and provides feedback
an the effective spe of such strategies (eg. ESOL
strategie)

=  Reading Strategies from Just Read, Floridal are
implemented.

#  The leader can identify all of the initiatives in vSe and

*  Classroom teachers descoribe how they implement the

warious initiatives.

- Video exemplars that support implementing the

initiatives are routinely wed by faculty.

=  Online ressurces and technology supparts that deepened

understanding of the initiatives are wed by faculty.

= State or district web-baged resources aligned with the

initiatives are regularly accessed by faculty,

«  Teachers have participated in professional development

ameociated with the initistive and implemented the
strategies l=arned.

= Other impact evidence of praficency on this indicator.

describe how progress i< monitored for each.
=  [ther leadership evidenoe of proficiency on this

indicatar.

Scale Levels: [choose onel Where theve ks sufficlent evidence fo rote current proficlency on this Indicotor, assign o
proficiency lewvel by checking ane of the four proficlency levels below. If not being rated ot this time, leave blank:

[ ] Highly Effective

[ ] Effective

[ ] Needs Improwemsent

[ ] Unsatisfactary

Evidence Log [Specifically, what has been observed that reflects current proflcency on this indicator? The
examples abowve are lustrative and do not reflect an exclusive list of what |5 expected):

Reflection Questions for Indicator 4.4

Highly Effactive

Effective

Needs Improvemant

Unsatisfactory

How do you engage your
faculty in communities of
practice where practices
related to the initiatives are
shared with faculty in other
schoals or districts?

How do you use manitoring
of these initiatives to
identify faculty professional
development nesds that, if
addressed, would imprave
the quality of
implementation?

How do you communicate
with district and state

resources fo learn more abaut
what these initiatives can

pontribute to my schoal?

How do you find out what
initiatives should be
implemented?

Indicator 4.5 — Facllitating and Leading Professional Learning: The leader manages the organization, operations,
and facilities to provide the faculty with guality resources and time for professional learning and promotes,
participates in, and engages faculty In effective indhddual and collaborative learning on priority professional
poalks throughout the school year.

Indicator 4.5 is focused on whot the leoder does o engoge focully in meaningful professional fearming [wiich includes being
invalved in what the foculty is fearning). Professional lemening on-the-iob is on essentiol mspect of effective schools. School
lepders who monoge the schoal fn ways thet support bath individual and colleginl professional fearning get better autcomes
than those wha do not. The leader’s personal partisipetion in professional learning pleys @ majer role in making prefessional
kearning effarts pay aff. This indicator addresses the leader’s role a3 o keader in professionsl develapment.

Highly Effective: Leaders | Effective: Leader's actions or
actions ar impact of lesder’s
acticrs relevant to this indicator
eaceed effective levels and

constibute models of profidency
for other lkeaders.

Imipact of leader's actions
relevant to this indicator are
suffichent and appropriabe
reflections of ouality work with
onily noemral varatians.

Needs Improvemeant:
Leader's actions ar Immact of
leader's actions relevant to this
Imlic ot are evident but are
Incansistent ar of insuffickent
scope of proficieno

Unsatisfactory: Leade's
actions or impact of keader's
actions relevant to this indicator
are minimal or ane not oocurting.
o are hawing ain adhersa impact.
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Thee leader uses a wariety of
Creathve wiays to provide
prodessional leaméng for
individual and coflegial
groups fooused on deepening
ubjoct matter onowladge
and profidency at high effect
sine strategies.

Thee leader i porsonally
involved in the leaming
activities of the faculty in way
% that baotih Thow Support and
despen understanding of
what 1o monitar.

Thee entire arganizatian
reflects the leader’s foous.an
accurate, timely, and specific
prodessional leaming that
targets improwed instruction
and stusdent learning an the
standards in the course:
CERCripytioans.

Leadershin monioring of
prodessional leamdng |5
focused an the empact of
instructional profickency an
student leaming.

The keader provides recurring
opportunities for
professional learning for
indkeidhuad and collegial
prouns focused on issues
diresctly related to faculy
prafickency at high effect size
shrateghes and student
learning needs.

The keader remoses barners
ta time far professional
kearning and provides needed
MESOUNCES a5 3 priceity.

Participation in specific
professional leanning that
target iImpnoeed Instruction
and student karning k&
recognized by the Faculty as a

srhamnl ity

Leadership mionioring of
prafessional leaming s
foscused on the impact of
instrsctional proficiency on
student kearning.

Less tham a majority of the
faculty cam verify

participation in professional
leaming focused on student

rezeils o faculty profeciency
at high effect size stratoghes

Timi for professional
leamning is prowided but is nok

@ Lo ETenT priorityg.

Minimal effart expended to
assess the iImpact of
prodessional keaming on
instructional profickesnc.

Ll:ﬂﬂslmrnulitnl’hgd
professional keaming is
focused primarly
partkcinatican with minimal
attention given to the impact
of Instresctional profidency
o student leamming.

Focused professional
development an priariy
lkarning needs is not
aperational.

Fow faculty members have

apportunities 1o engage in
collegial professianal
development processes on
thee Campus.

Individual professional
kkarning & not monitored and
& ot connecied to the
schicaal improvernient plam or
student learning needs.

Leadership Evidence of proficiency on this indicator
may be s=en in the keader’s behaviors or actions.

Mustrative examples of such evidence may include, but
are not imited to the follewing:

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

Bustrative sxamples of such evidenoe may inclede, but
are neodt limibed ta the: folkowing:

=  Documenis generabed by or at the direction of the leader
establish & clear pattern of atiention to Endivi sl

prodessional devebapment.

&  Documents generated by or at the direction of the leader
establish a clear patbern of attention to collegial

professional desshopment.

=  Schedules provide evidenoe of recurring time alocabed

s Faculty members desoribe an organizational dimate
supportiee of professional leaméng and cam prowidie:
examples of personal insobsement.

#  Minutes andor sumimary records of lesson study teames,
book study proups, and,or FLCs provede evidence that
these collegial cpporbuniiies are actve on the Campaus.

s Apendas, doouments, or anecdotal records of teams

for professional leaming- anid/ar department mestings reflect recurning
«  Technology is used to prowide easy and recunring access engagement in professional leaming.

o professional kearning. s  Indormation on the awailtsity of professional learning ks
= Budget reconds verify resources allocated to support easily accessible for faculty.

ioritized professional learning- & Other impact evidence of profidency on this indicator.

&  Documents generated provde cvidence that
adiministrators ane manitoring faculty particigation in
prodessional leaming.

&  Other leadership evidence of profidency om this
Indicator.

Scale Levek: frhoose ane) Where there is sufficient svidence fo roge current proficiency on this inoVootor, assige o profichency

devel by checking ane of the four proficiency kevels befow. [f not being reted at fis time, keove blank:
| | Highdy Effective [ | Effective [ | Heeds Improwement | | Unsatisfactory

Evidemce Log (Specifically, what has been abserved that reflects current proficienicy on this indicator? The examples above are

Hiustrative and do not reflect an excdusive Bst of what & expected):
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Reflection Dueestions for Indicator 4.5

Hl!hhl Etfect e

Etfective

Meeds lonprove mesnt

Unesatistactony

Winat strateg ks have you
implemented so that you
spread your leasning aboan
prosiding professional
kzarning for individual and
wrdbeggial groaire warhin e
schiood to your colleagues
aioroes thee schood system?

What might be somes creathee
wayts to provice professional
kearning for individual and
codlegial groups forused on
deepening subject matter
brervadaige snd penfirieney ot
high effect size strategies?

Az you think albsout yowr
leadership in providing
professional learning, what
are key strategies fior you to
consider that would helo you
nrnasken racEirring
ppnartenities for
professional learning for
indivedual and collegial
groups fonused on ksxues
directly related to faculy
proficiency at high effect sine
strategies and student
leanning needs

Hiow wiouald ywou diescribss your
efforts to make certain that
your professional keaming is
fooused on student needs or

taculty proficlency at high
wdfaert ize crategiec?

shovdord, |

Indicator 4.6 — Faculty Development Alignments: The leader implements professional learning processes that

enable faculty to deliver culturally relevant and differentiated instruction by:

= penerating a focus on student and professional learning in the school that is dearly linked to the

system-wide objectives and the school improvement plan,

= identifying faculty instructional proficiency needs (including standards-based content, research-based

pedagogy, data analysis for instructional planining and improvement),

= aligning faculty development practices with system objectives, improvement planning, faculty
proficiency needs, and appropriate instructional goals, and

= using instructional technology 2= a learning tool for students and faculty.

Foculty developmaent hos many ospects. This indicotor oddresses the leoder’s praficlency of deweloping forwlty copacity o

impdermeat cutfvrofly relesant differentisted instruction by olgring the worous feculty developments processes ond prochices

with certody key issues [Standords-based condenr, research=based mezhods, doto for planning, erc. as specified bn the text of the

Highly Effective: Laade's
atlitnd o impadt of laadi s
aflites fliwdal b5 Thik isd b abar
antimad alTective linak and
ceniitule modek ol preficincy
' g baddd i .

arecord of differentiabed
professional leamang for
faculty based on student
[

The leader has developed 3
wystem of jabsembedded
prodessional leaming that
differentiates traindng and
implementaticn of
instructional priorities based
an teacher meses, which helo
retain proficient and highly
oxmmplary staff.

Thee leader routinedy shares
prodessional leaming
apporbuniies with ot
SChiols, OWEfasT M s,
districts, and organizations.

The: leader has demorestrated

Eff ective: Loader's scions ar
et ol b ddin s Sl
ikl [0 this PELabe ane
welficiint and apeeogeiale
et o of cuality work with
oy Al variale o,
Professional leaming indludes
a plan for the implementation
of the: pricitized instructhonal
necds {eg., research=hased
restruction, data analysis,
instructional technology,
cutturally relevant | aligned to
schiood irnprovemsent plan and
some effort has been made io
differentiate (coaching,
mentaring, collaborative
teams, coaching) and embed
professkonal deselopment to
meet the neecs of all faoulny
membars. The leader & able
to use data from evaluation of
retructional personnel to
aoess proficencies and
iderviity priority needs to
support and retain profic ket
aind e plairy faculby
members.

Needs Improvement:
Lisdchins @i of g of
Vit i s Tkl e HSiG
ifeficates ara avidant bt ane
irsenks el oF & i M

sobpe & prafickincy.,

Unsatisiact ory: weades
atliofd of impact of adess
attiinic fakivarl b DS et
ara minimalor an fol sdterting,
o ana hardn g as Sdworse irmge.

The leader atbempts to
implemient all of the priarity
instructional needs withaut a
plan for doing so.

Thi leader s aware of the
giferentiated neeis of
faculty and staff meembers,
bt professional
diesselopmesnt 15 ondy
embedded in faouly
maetings at this timie, rather
than incorparating the use of
callaboration, study teams,
gte. in order to meeet the
wnigue needs of staff.

Professional leaming is
typically “one siee fits all,®
aind theere Is Bthe or meo
edidence of recognition of
indhelicusal faoulty needs or
matching of faculty needs to
stsdent achierement nessds.
Consaguently, retaining
prafickent and exemplany
staff is prablematic.
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Leadership Evidence of proficiency on this indicabor impact Evidence of l=adership proficiency may be seen
miay ke se=en in the leader’s behaviors or actions. in the behaviors or status of the faculty and staff.
Dustrative examples of such evidence may include, bt | ustrative examples of such evidence may inclede, but
are not limited to the following: are not limibed to the following:

- Documentation that professional learning is determined s Staff desoribes ways that professonal kearning is
on the basis of student achicsement and teacher oulturally relesant to the population served and
COmpEtency data. differentiated to meet their unigue Instructional needs.

&  [Evidence that professional learning indudes culturally &  Lescon study grouns and PLCs hawe exploitly stated goals
relevant instructional practioes. and a focus for their collegial keaming.

#  Famdty moetings fors on professional leaming nelated &  Teachers can articulate a process that helos them
i the schaoals e bnescticeal priorithes. develop individualined learning plans.

&  The leader examines data on teacher profldences and ® Faculty requests for professional leaming are filtered to
identifies needs that are subisequently addressed by ensare that they relate fo ldent fed needs within the
prodessional |eaming. school improswement plan.

#  Technology rescurces ane prosided to masimize facudty s Teachsrs can identify thelr leaming needs o they relate
access b onling kaming and sharing wideo exemplars for to student karning needs.
quality instructional practices. #®  Faculty can demonstrabe their use of course descriptians

&  Indisidsalized professional development plans anproved as the source of kearning poals and objectives.
by thie principal are clearly algned with schisal #  Faculty can prosl de evidence of culburally nelevant and
improvement prceities. differentiated instructian.

&  Meeting agendas and mesmorandsm 1o faculty provide s  (her impact evidence of profidency on this indicator.
evidence of on=going monitonng of the imobementation
of crithcal initiatves e.g-, data anabysis, text commbexity),
standards-based instructional program, mult-tered
system of supports, and differentiated instructian.

&  The leader's documents and agendas provide evidence of
guiding faculty traard deeper understanding of the
cultures of sbudents in the schood and how instruction is
adapted bo improve student engagement in |eamning,

&  Oifer leadership evidence of profidency on this
inficator.

Scale Lewels: (choose one} Where there is sufficient evidence to rote current proficiency on this incdicotor, assign o
proficiency kevef by checking one af the fowr proficency leveis betow. If not being rated ot this time, leave hionk:

[ ] Highly Effective [ ] Effective [ | Needs Improvement [ ] Uneatisfactory
Evidence Log (Specifically, what has been observed that reflects ourrent proficiency on this indicator? The
examples above are illustrative and do not reflect an esclusive list of what is expected]:

Reflection Questions for Indicator 4.6

Highly Effective Effective Needs Improvement Unsatisfactory
What procedures hiae you What system do you use ta What strategies have you Iin wihat ways are professional
established to increase pricaitice kearning needs and | employed to meet the learning apportunities Enked
professional nowledge empower facslty to oreate learning needs of ywour to indivédual faculty needs#
opporbunities for colleaguees | individual leaming plans? faculty, from novice 1o
acros the school system? wiTETan to eapert’

indicator 4.7 — Actual improvement: The leader improves the percentage of effective and highly effective
teachers on the faculty.

An indicator required by 1012 34 F.5., the focus i5 on whether the cocwmualoted impoact of the leoder’s octions result
in positive trend lnes on teacher sffectiveness. Evidence gothered from proficiency areo #3 provide ¢ bose line thot,
alpng with teccher roting in the cistrnct’s teocher evmluotion systen ond student growth megsures, emable
assessment of whether octuml improvement in teacher’s proficiency is oocwring.
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Highly Effective: weades
atliors & inpadl of lkaders
actions Falewanl b thi isdicater
antisid alfectivi link asd

edrititue rodsb ol preficien oy
A G i i st

Effective: Leader's sctions o
rripact of haadi"s et
rakrs@sl b5 thi Peaber ane
salficiint and apseoseiale
it Ly i o gy ek with
el il e il B

Meeds Improverment:
Lisgehir™s @t of gt of
i el s, i ctiosrs rarbarva il o O
irelicabes are awidm bt an
i bavl o o i Wik
Bl 2 ey,

Unsatisiactory: wades
attiini o inipact of lade's
atliond rakast oo i indicator
ara mininal o ans ol esberring,
of and hardng o Sdwirsi s,

Thee percentage of teachers
rated effective or highly
effective increases while the
prToETLage rated neses
impravement for two
consooutiie years declines.

Srudent prowth measune and
instructional practice ratings
are in substantial agreement
for at least 75 percent of the
facuity.

The percentage of teachers
rated effecthe or highly
effective incroases or
resmiaire stable within flve
percentage points of the
priar year, bt there i
evldence of specific
Improvements in sbodent
proath mieasiures of
prafickency in high effect size
Shratnghes.

Thare ks no evidence of

brmymencrae st [m S Uit
growih measures for the
majority of the teachers
rated as effective, neseds

[T B o
wreatisfactary.

There i significant wariation
et BN TEGCNErS STustEnt
growth measunes and
peinchpal’s assessment of
instructional practices.

The percentage of teachers
rated effective or highly
effective declines and cannat
be explained by changes in
staff membership.

There ks nio evidence of
Emprossesment Bn student
grosvth masures for the
majority of the teachers
rated a5 necds Improvement
ar unsatisfactary.

Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors or actions.

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

llustrative examples of such evidence may include, but
are not limited to the following:

ilustrative examples of such evidence may include, but

are mot limited to the following:

Docurmenis generated by or at the dinection of the leader
establish that thie leader tracks the progress of faculty
members on student growth measunes and kdentifies
those making demonstrable progress.

Docurmenis generated by or at the direction of the leader
establish that thi keader tracks the progress of faculty
members on kigh effect sice strategies and |dentifies
those making demonstrable progress.

Doscumints generated iy or at the direction of the leader
establish that thi keader tracks the progress of faculty
members rated as needs iImprovement or wnsatisfactory
and can kdentify specific areas of iImprosement.

Thee leader tracks student growth data and teacher
asseszment data aligned to leaming goals to track actual
improvement in teacher performance and maintains
recards af the percentage of staff showing prowth over
Tima.

Ot leadership evidence of profidency on this

i T

The perientage of teachers rated highly effective
Increasas.

The perrentage of teachers rated effective Increases.
The perrentage of teachers previously rated as nesding
improwement (developing] or unsatidfactory decreases.
The perientage of teachers ranking at or abose the
district average on Stuent growth measures ncreases.
The perientage of teachers with highly effective mating
on high effect size instructional strategies increases.
Lesson studies prodisce revised lessors with improved
SEUCENT OUiDomaEs.

Tracking of keaming goaks produces data and trend Enes
shaowing improsemaent In teacher effectiveness.

Stabe and district tests show improved sboedent
perfarmance.

WAM scones in beacher auses st show |Inmp rovermiont
and trend lines show improvement in peroentage of
results Based on VAN scores.

Orthaer impact evidencoe of profidency on this iIndlcator.

Laale Levels: (cfoose one)] Where there is sufficient evidence to rate current praficiency on this indicotor, assign o
proficiency kevel by checking one af the fowr proficiency evels below. if not befng rated ot this Sime, [eove blank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

[ ] Unsatisfactony

Evidence Log (Specifically, what has been abserved that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected):
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Reflection Questions for Indicator 4.7

student growth measures?

i whaat waegs ane you
assisting the better
performing teachers to
oo a5 misch s you are
assisting the lower
performars?

In wihiat warys ane you
providing feedback on
Instnsctional practioe that
regult in improseed student
learning for those teachers
most in need of growth?

aing mebnded and then
com mreankcate that in usetul
WaysT

What ndformation ane you
collecting to hislp wou kno'w
what is or i not hagpening in
thi classroomes whre
teachers need improsemaent?

Highly Effective Effective Needs Improsement Unsatisfactory
wow well aligned are your How would you describe your | How would you describe your | How are ywou malking a
assesaments of instructional gifarts to improve efforts to understand what difference bn the quality of
practice with the results of Inisbrusction ? Instructianal imiprovements teaching Im your schioal

‘What are same of the

Siralegies you ane employing
that help you be aware of

wihere the greatest probdsms
airg in termrs of instructional

oroficiency *

fulfilling lves.

Proficiency Area 5: Learning Environrment: Effective school leaders structure and monitor a sehool
learning emvironment that improves leaming for all of Flarida's diverse student population.

This proficency area & aligned with FPLS standard 5. Much of what student’s experience in school & a result of
decisions and actions by the adults in the school. Leaming environments that are sucoess oriented, student
centered, treat diversity as an asset, and foous on eliminating achievement gaps support students preparation for

bearning.

Indicator 5.1 — Student Centered: The leader maintains a safe, respectful and inclusive student-centered learning
environment that is focused on equitable opportunities for learning and building a foundation for a fulfilling life
in a democratic society and global economy by providing recurring monitoring and feedback on the guality of
planning, faculty proficiency needs, and appropriate instructional goals.
Srhoal beaders who monitor what students experience by being enrolled in the leader's school have better insights
an how ta make the system work than those wha do not menitor impact of policies and practices on stedents. Itis

the leader's responsibility to know whether student life is eguitable, respectful, and supportive of =ngagement in

Highly Effective: Leade's
atliong o impact of leadirs
attiong fdisaet s thi it
antinad alfective linak aed
esrttinuls Mok ol profciency
ey e badders.

Effective: Ladir's ations or
Frpact of liadies st
rakrsasl e Thi Pdicaber ane
wolfien  ard apeeogeiale
rllat oy o of Guality work with
aly Fasireta | waria Lo,

Meeds Improvement:
L g™ aetiid of g of
lirashar"s actine rabivan 1o thi
irediLabor ara swidki bt ans
irenkE L of o i Mk
seop of proficincy.

Urisatisfact oy Leades
atliors o impact of loadirs
atliord nakivasl b5 D5 indicales
are mitirnal or an: fol addurting,
of afa hardng s sdwerse imgae.

Thee lesider provickes chear,
comvincing, and corassient

evidence that they ensure
Tha cneathon 2nd
masntenanoe of a leaming
envaironmment concuche ta
sucoessful teaching and
lzarning for all and shares
thizse practices with othars

throuwghowt the distrsct.

Irrecdees. the schood and
comenunity tocollect data on
curricular and extras
Curric e Su et
invenveEmient 1o assune ool
o portunity for st
parthcipation.

Thie keader provides dear
raldeneoe that they create
and maintzin a leaming
Environment that i generally
CoNdUCiE 10 Ensaring
effective teaching practioes
and kearning, ahhough there
may D Somie EEoEmoa.

Collects data o currioular
and extra=cuericsiar student
Invodvemaent to asure sgual
ppportunity far student
pairthcipatian.

Thir leader proddes limited
evidence that thay create a

safe school either in planning
o actions.

Callerts data an osricekar
and exirascurnicular s5uden
Insobsement.

The l2ader proveces Beile to
no evidenoe that s'he make
plns for 3 safe and
respectiul envircnment ta
ersure successful teaching
and kearning or addresses
safoby concerns as they arkc.

Dz ik colbesct data on
curmkcular amd eatras
currsular stusses
ErroliEmaent.

Leadership Evidence of proficiency on this indicator
may be seen in the keader’s behaviors or actions.

Mlustrative sxamples of such evidence may include, but

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.
ustrative examples of such evidence may include, but
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are not imited to the fl:||||:l'l\lirl£:

ane nok limited to the following:

Documesnis that establish safe, respeciful, and inclusive

schookwids common expectations for studenis and staff.

Agendas, meeting minutes, &1c., show recurring
attertion 1o student needs.

Thee leader's documents reveal a pattern of examining
studient opporbunities for achieving sucoess
Lesder has procedures for students to express nessds and
conosms direct to the leader.

The leader provides programs and supports for student
niat making adequate progress.

School policies, practices, proosdunes are designed to
acidness sTusckea M.

Other leadership evidence of profidency om this
Inaficator.

Teachers cam describie 2 specific polickes, practioss, and
procedures that result in a safe, respeciful, and nclusive
stugeni-centensd arning envincnmaent.

Student questinnaine results reflect satisfaction with
schood sttention bo student needs and inbeEnests.
Caunseling services and safe schiol programs (eg- antis
tellying”) are implement ed.

Tutorial processes ane prowided and easily accessible by
atle i s

Teachsrs receive training on adapting instruction to
SELICMETVT Nidis.

Extended dary or weshend programs focused on student
acadesmike needs are aperational and monifored

Farent questiannaire resules reflect satisfaction with
schoods attention to sbudent needs and interesis.

Orthar iImpact evedenoe of @Hﬂl‘l‘t! o this indicator.

[ ] Highly Effective

[ ] Effective

| ] Needs improvement

Leale Levels: [choose one) Where there is sufficient evidence fo rate current proficiency on this indicator, ossign a
proficiency level by checking one af the fowr proficiency levels befow. If not being roded of this time, leove blank:

| ] Unsatisfactory

Evidence Log (Spedifically, what has been observed that reflects current praficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected]:

Reflection Questions for Indicator 5.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

‘Wiat practices have you
engaged in to imCrease
professional lnowledge
apportunities far colleaguses
aircess the schoold systesm
regarding your efforts 1o
engune the oreatkan and

maintenance of a kaming
environmant conducie to

succewsful teaching and
lzarning for all?

What evidencos would vou
BCOEET POU W ensaring
the: Creation and
maintenance of a leaming
ervironment comduchae to
surcessfil teaching and
kearning for all?

How waould you describe your
efiorts io provide dear
pvidence that you create and
maintain a learming
envircnment that is generally
conduciee to ersure effectve
teaching and kearning,
althaough there may be some
pEcEptians?

‘What strategies ane you
intentionally implementing 1o
create and maintain 3 safe and
respoctiol e wironment to
enisure successful teaching and
kearning or addresses safety
COMCEnns a5 they ansa?

Iindiicator 5.2 - Success Oriented: m.‘ﬂ“ﬂ'ﬂmwmﬂlw
systemn of supports focused on the students’ opportunities for success and well-being.

The issues in 5.1 focus on menitoring how school policy ond proctice affect the quolity of student Fves. This
indicotor shifts focus from those broad fsves to what hoopens of the schoal thet creotes apportunities for student
success ond students” perceptions thet school ife i orgonized to do something good for them. Schoo! showld be
| rigorous and demanding but oisa implemented in ways that create recurring appartunities for success.

Highly Effective: waades
atlions o impact of leadier's
attions rulisant b thi isdicater
antiid alTective vk asd
esrtitue miodah of prefciency
hear oot kaaders.

Effective: Leadirs sctions or
impact ol leadi's st
rakrsaal 1S thi Pdiater an
Balhin [ ded apecoseiale

it Btk & Siiality ik with
ity P il wi i L k.

Heeds Improvermeni:
Lagdir's scting of mges of
lisadhar"s actior rakivant 1o this
irefic e ard swickinl bt ane
ireninanl o & i Mcknl
siopm o preficiency.

Unsatisfactory: Leaders
actions oF impact ol leaders
attiors nabivast b i indicales
ar il of @i SOl oo Ting,
o aifi g s s G i,

Tharocaugh all gradies and
subljects a multstiered
system of supports is
aperational providing care
unkersal supports

Prablem solves skillfully [e.g.,
conceptualizing, applving

analyzing, Symihesinng,
andior evaluating

information) to provide:

Liberty County School District
Administrator Evaluation System Template

Frotkem solving offarts are
wrakilifully used to provide
adeguaie e, resources,
and sunport to teachers to
deliver the district™s

Ko actions other than use of
sogand and exhortations 1o
suCosd are taken by the
beadier to 2JOress practhoes
aind process that actually
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{rezegrch-based, sdoguabe timae, rEsouroes,
g M=gUalITy, penicral SN0 SUPEDET IO 188 0TS 1D
i b e bruschioen and delver the district’s
Support; screening and curriculum o all shedents
(e vk assess s far

Celebrations of sbudent
SUCCESS aNg COMITION Evernis
and are focused an
recogniticn of the methods

and effort expended so
students understand what

beharviors led to the sucoess.

all students, and continuous
data collection oontinues 1o
inform instruction

Wihere studant are nat
successful om cone

instruction, probkem solving
is employed to identify and FAast grades and subject
implement argeted traci student kearning growth
supplemental supports on priority Ensbrectional
{data based Interventions targeis.
and mrecani .

prmaTes toring) MAT3ES operational across the

tarcbad prades and subpsts,

supplemental suppoerts are
meot successiul, intenshae
s ld ual suppaorts ane
emiploved based an
incividual sbudent needs.

Skill ful proflem solving to
ensune staff have adeguate
time and support, and
effectivedy monioring
teacher's efective wse of
mesearch=based instnactian.

ouriiculum and state's il SUTOET.

sEandargs T SPUdEnes.
WITSS mot operational.

Cefebrations of student
SisCress are provided but are
inconsistent in foousing on
bzt students

pEa s

MITSS opratkanal in some
[n S5

Leadership Evidence of proficiency on this indicabor
miay be seen in the keader’s behaviors or actions.
llustrative examples of such evidence may include, but
are not limited to the following:

impact Evidence of l=adership proficiency may be seen
in the behaviors or actions of the faculty, staff, students
andifor community. llustrative sxamples of such
evidence may include, but are not limited &o:

L Agendas, memarandum, and other documants proside
direction on implementation of MTSS.

L Agendas, memarandum, and other documents reflect
recurring discussion with faculty on continuous progress
monitoring practices.

#  The leader recognizes the aocomplishments of individual
teachers, student, groups and the whale school via
rieasletiers , announcements, websies, sockal media and
facestiomface exchanges)

&  Leador solicis student Input on processes that sunnort or
hamper thedr success.

L Lpsdor oS Suraeys and other data colectiors that
255055 schosol conditkons that Impadct student ml-bl-lng.

&  Data collection proceszes are employed to collect
student, parent, and stakeholder perception data on e
schiood sispports for sbudent sucoess.

&  Other leadership evidence of profidency o this
iz Ao,

#  Teachers' recoeds reveal datasbased inderventicns and
POErESS Man toeing.

&  Teachersdirected celebrations of student succoess identify
causmes of success.

&  Supplemental supoorts are provided i classes.

&  Faculty and student describe the leader as one who &
genuinely comimitted to student success in schcal and
lifie.

&  Faculty teams, departments, grace levels or collegial
leaming teams who have worked together on student
SASCCESS Are Recognizedl

&  Teacher and student tracking of progress results in data
oo STLadEt SUOCREE

&  Onher impact evidenoe of proficlency on this indicator.

[ 1 Highly Effective [ ] Effective

Scale Levels: (choose one) Where there is sufficient evidences bo rete current profickency on this indicotor, assign o
proficiency level by checking one af the fowr proficiency kevels befow. If not being rated ot this ime, leove Blank:

| | Meeds Improvement | ] Unsatisfactory
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Evidence Log (Specifically, what has been abserved that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 5.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What supports oho you meesed
D provide T despen the
faculty's camacity bo provide
intensive bnd il
supporis?

Hiow dio wou share effective
CONLINUOES progress
practices with othdr schood
leaders?

How do you enalble
teachors proficient at MTSS
bo shane the process with
other teachars?

What continuous progress
praciboes howld b chaered
with the entire faculty ?

How 0o yoiu mcniioe
instructional practics to assess
the quality of iImplementation
of TS5

How 0o ywou moniior the
impact of targeted
supnlemiental sunports ?

What banriers to stwdent
SLCCESS are not being
addressed imyour schaoal?

How da youl abtadn tradndng on
wihat the MTSS model requires
aind how do you coaey the
eapectations inherent in the
miodked to your faculty?

Indicator 5.3 — Diversity: To align diversity practices with system chjectives, improvemnent planning, faculty
proficiency needs, and appropriate instructional goals, the leader recognizes and uses diversity as an asset in the
development and implementation of procedures and practices that motivate all students and improve student
leaming. and promotes school and classroom practices that validate and value similarities and differsnoes

among students.

“Diversity proctices” refers to the copocity of teochers and school leoders to recognize the many voriations in
students that impoct hearming growth [e.g. lesrning processes, price leorning experiences, fomily and cultural

bockgrounds); implement proctices that respect diversity in learing needs fe.g. molti-tiered syztem of supports)
and make adjustments at the classroom level thot moke wse of student strengths and promote growth needs.

Highly Effective: Leades
atlites o impact of leaders
attions Fuliast 0o thi isd iEater
antini alTective sk asd
eanEtitue modek of profciancy
e ol b i s

Effective: Luader's sctins or
i pact ol biddir"i et
rakrsasl 1S th Pdicater am
Balhin [ ded apscogeiale
sl o of guality work mith
ity Al wiadia D ik

Meeds Improvernent:
Luadaibin ™ itk O i@t of
lia b5 et Tebavanl 1o this
irefigabes and awidanl b ana
sk o & ifu Mk
S oF preliciin .

Unsatisfactory: Lades
actiord & irnpact ol kides"s
aclioed rakast 05 D5 indieabes
ai miramal oF A Rl GoSurTing,
o ana hadng s Gdver s imga.

The leader shares with athers
throwghoaut the distrct
strategies that help them pan
int o action their bellef that all
studnts can bearn at high
levels by leading curriculum,
instruction, and assessment
that reflect and respect thie
disersity of students and
staff,

Thee leader provides an
instructional program wherne
recurving adaptations in
instructional to address
warations in student keaming
meds, styles, and leaming
strengths ane routing ovens
i all classes.

Thie keader systesmatically
acts on the belief that 2l
students can leam at hilgh
kewels by leading ousTiculum,
Inisbnascthon, and assessment
that reflect and respect the
diversity of students and
staff.

Classroom practices
coraistenly reflect
appropriate adjustments
based on culiural, racial,
ethinic backgrounds of
sbudents,

Thie keader's expoctations

that teachers adapt
Instrscthonal strateghes to

miziet incdivid sl student
needs are an accepbed part
of the shared vsion of the
lesacier and faculty.

Thir leader inconsistently acts
oani thee belief that all shudents
cain kearn at high levels by
soimetimes kading
curfoulem, instractian, and
asseszment that reflect and
respect the diversity of
students and staff.

Thi leader has taken some
actions that S8t exrsCctaThons
far teachers adapting
instructional strategees to
et individual stusdent
mepiis aned suchi
Individualization |5 evident in
soime but not most classes.

The keader bmilts
apportunities for all studends
1o miset high expectations by
allcawing ar ignoring practioes
W curriculum, instruction,
aind assessment that are
culburally, racially, or
ethnically insensitie andfor
ragoropriate.

Takes no actions that a1
cuapectatians for teachers
adapting instructional
srabeges to maet Endividual
shisdent naseds.
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Leadership Evidence of proficiency on this indicator
may be s=en in the leader’s behaviors ar actions.

Mustrative examples of such evidence may include, but
are not limited to the following:

imparct Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

ustrative examples of such evidence may include, but
ane mok limited to the following:

Doscumraans that support the wse of diversity as an asset
in the development and iImplernentation of procedures
and practices.

Agendas, memarandum, etc., reflecting recurring
attention at facully mestings b0 Capacity 1o recopnise
diversity lssues and adapt stnection accordingly.
Leader's actions in prowiding professianal learing for
faculty that despens understanding of a range of
disersity lssues and evidence of montoring for
immlementation in the dassroom of approgriate diversity
mractices.

School polides, practices, procedunes that validate and
walue semilarities and differences among students.

Thee schood leader collects and reviews agenda and
minutes from departmental or team mestings to monitor
attention o dversity Esues in pursuit of student leaming
Erowtin,

Other leadership evidence of profidency on this

nictic artoar.

&  Teachsrs can describe 3 specific polickes, practioes, and
procedures that valldate and value similarities and
differences among students.

#  Prodessional develooment apportunities ane prosided for
mw teachers regarding ways ta adapt instruction ta
adidiress diversiy Bsues in e STt Dody amd
camimrrinity.

&  Student questionnaine resulis reflect belief that their
individual characteristics are respected by schood leader
and Faculty.

&  Farent questsonnaire resules reflect belief that their
individual characteristics are respected by schood leader
and faculty.

& & multistiered system of supports [MTS5) & implemented
inthe classroomes inoways that respect and maks
adjustmmeenis for diversity factors.

&  The school provides an interactive websibe for students,
parents, and the comimunity designed to be "user
friendly™ and seraitiee to diversity Esues in the

commmnity, providing information of intenest to various
ugmum::rhht Schood community
#®  (Oher impact evidenoe of proficlency on this indicator.

Lalle Levels: (cfoose one] Where there is sufficient evidence to rate current praficiency on this indicotor, assign o
proficiency kevel by checking one af the fowr proficiency kevels below. if not being rated ot this time, leove blank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects ourrent proficiency on this indicator? The

examples 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

‘Winat procsdures might youw
establish to ncrease your
abdlity to hielp your
colleagues develop
curriculum, instruction, and
asseszment that reflect and
respasct thie divesrsity of
students and staff?

‘Winat strategies might vouw
employ 2o that you could
hiang wilth otihers throwg hoart
fthiz clstrict practices that
Fedip thamn put indo acthon
wor bellef that all students
can learm at high levels by
leading cusTiculsm,
Ingtruction, amd assestment
that reflect and respect thae
diversity of stusdents and
statf?

Howw mraght wou increass the
consistency with which you
act on the belkef that ali
studends cam k2arn at high
leveds by sometimes leading
currioulum, instruction, and
asseszment that reflect and
respect the diversity of
students and staff?

Huovw migghi you expand the
opporbunities for all students
to meet high expectatians by
leading curriculum,
Insiruction, and assessment
that reflect and respect the
diversity of students and
stafi?

indicator 5.4 — Achievemnent Gaps: The leader engages faculty in recognizing and understanding cultural and
developmental issues related to student learning by identifying and addressing strategies to minimize and/or
eliminate achievernent gaps associated with student subgroups within the school.

Where indicator 5.3 is focusad on the broed erray of diversity factors that impect success of individual students and
student sub-groups, indicator 5.4 focuses on acodemic growth of specific sub-groups whose acodemic perfarmance
lags behind whot they ore capoble of sohieving. The leader i expacted to prepare the foculty to do what is needed
to meet the academic improvement needs of the sub-group(s).
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Highly Effective: waders | Efective: Laders wronsor | Neads Improvermeni: Unsatisfactory: Leades
atliors o impadt of haade™s anpact ol hadirs st Liddin"s atininh of g of atliord o mpact of hbede's
aclions Falindal B3 this indicatss rakrdnl b3 Thi inficass ana b b s ik rnbavand o DR acligrd rakast [S DNt irficates
antiid alfective hisak s walicient and apgeosrials ireficates ard dwidanl bl are ara mirrnal o an ol edberting,
conitituli modak of prefcency | refleetiorn of guality work with irenki et o of ifu Micant o afi haning as sl e,
e ot i s orly morrsall waria o . sotpe of proficiincy.

Thee lesder hias created a selfs | Processes to mindmine Sub=groups within the school | The leader does not identify
regulating system based on achievement gaps within all and associated with nior implement strateghes 1o
data that guaraniees regular | impacted subs-groups are achérsement gaps have boen | understand the causes of
and predictable ssccess of all | employed for all subs-grouwss ident ified anid some subsgroiwsp achkevement gaps
subsgroups, even if with positive trend bnes PICCESSES ane underaay o

conditions change fram one showing reduction of gaps understand root CASeT No changes in practices or

yoar o anocthaer,

Arhievements gaps have
[Been ellminated or
sutistartially minimiced with
trend lines corsstenthy

minsing toward elimination of
such gaps.

for all subproups.

T b e coins sty
applies thee process of |nouing
andfor has enabled
develooment of processes
that generate greater
understanding of the school's
current systems and £hisir
impact on sub=group
SCadEmic achbEe et

SO actions to mindmine the
gaps have boen implemented
bet eithesr da niot reach ali

sulbegroup students or have
Inconsistent or manimal

results.

Thi leader inconsistently
applies the process of Enquiry
anidor has enabled oy
limited effarts to dewelon of
proCesses that gencrate
greater understanding of the
schood' s current systems and
thieir impact an subsgroup
acacemic ahievement.,

processes hase been
implemented under the
keader's direction that s
deigned 1o addness
Fchisvement gaps.

The leader does not apply
thee process of imguiny andfor
develop processes that
Fensrate graater
understanding of the schoals
current systems and thedr
impact on sub=group
SCdEmic S eEmaint.

Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors ar actions.

Mlustrative sxamples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

ustrative sxamples of such evidence may include, but
are not limited to the following:

& Thee leader uses statistical anadyses identfying academic

nespds af H.-I:l-grﬂup TEST e 5.

#  Faculty and staff can describe the schaool-wide
achervement goaks focused on narrowing ach ievemant

=  ‘Wiithen goals ane deseloped and provided to faculty that
focus on reducing or ciménating achievement gags for
students in wndersperfarming subs=growps and for

Suadeints wilth disabilties.

&  Documents reflecting thie keader's work in deepening
faculty understanding of cultural and development issues
refated to improwement of academic kearning growth by

SUDrOUD TS,

& The leader develoos schonl policles, practices,
procedures that validate and value similarities and
differences amang students.

=  Leader's actions in support of engaging sub-group
students in selfshelp processes and goal setting related 1o

ACdEmiC Sche e mant.

=  The leader personally engages shedents in wnders
performing subs=groups with support, encouragement,

aned higgh expoctaiions.

=  Leader's take actions in aligning parent and commusnity
resoarces with efforts io reduce achiovement gaps.
&  Other leadership evidence of proficency on this

gaps and refate how that implement those goals to
imgpact individual students.

Unedersac higving subsgrown students are enrolled in
avanted dasses and presenbed with high expectatons.
Teachsrs cam descrine specific polides, practioes, and
procedures that help them wse culivne and
developmental issues to improve student kearning.
Faculty and staff can esplain how goals efiminate
differences in achesvement for students at different
socloeconomic kevek.

English language learners, and students with disabilties
Teachser records reflecting tracking sub=group student
progress on targeted leaming goals refated to academic
ACTEE YT mant.

Student questionnaine resulis [from sub-group students)
reflecting recognition of school efforts to Improse thelr
academic performance.

Farent questiannaine resules from subs=groun parents
reflecting recognition of school efforts 1o immpnowe:
st achaavemiant.

Lezson study groups focused on improving lessons to
imipact achiewemment gap.

Orther impact evidence of proficency on this indicator.
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Scale Levels: [choose one] Where there is sufficient evidence ta rote current praficiency on this indicotor, assign o
proficiency kevel by checking one af the fowr proficiency levels below. If not being rated of this fime, leowve blank:

[ ] Highly Effetive

[ ] Effective

[ | Needs Improvement

[ ] Unsatisfactony

Evidence Log (Specifically, what has been abzerved that reflects current proficiency on this indicator? The

examples above are illustrative and do not reflect an esclusive list of what is sxpected):

Reflection Questions for Indicator 5.4

Highly Effective Effective Needs Improsvement Unsatisfactory
What strateghes might you ‘Wwhat are ane of two oritical | How might you Wity Do SAb-groups St s
emiploy 1o Inoreasse ywour sieps wou could take that syshomatically aoply thie Iikee: thicee im vour school not
ability to help your would shift wour pxamination | process of inguiey to develop | perform as sl 2 similar
colleagues wnderstand how of culture to 2 podnt that they | methods of generating groups im other schools?
tha elements of culture are oo 3 seifsregulating greater understanding of the
impacted by the cument wystem based on data that oultures of ndividuals within | Inwhat ways might yow
wystems (eg., curdoulum, guarantees regular and the buliding and how the CEMOnSIrate greater
instruction, assessment, eic. ) | predictable sisccess even i elemenits of culture are understanding of cultures
in pircher B0 Emprosse sthsdent conditions |:I'|.1||1,gti" Imgacted by the current amad thedr Bmpact on the

achievement

systems | g, cunnioulam,
Instruction, assessment] to
Imigeroree Studant
acreeEment !

curresnt sysbesms in your
schood o iImprose student
learning?
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Domain 3: Organizational Leadership
Leaders make many decisions. Those that impact student kearming and teacher proficiency reguire priority
attention. The focus is the leader's ability to make sure that dedisions an student leaming and faculty proficdency
are not lost among the lower priority issues or given inadequate attention because of all the other things leaders
do. This domain addresses proficencies that impact the quality of a broad array of school aperations. The foous is
applying these proficiencies to improve stedent achievement, instructional keadership, and professional condwct.

Mama:
Schosal:
Evaluator:

School Year:

Proficiency Area 6: Decision Making- Effective school leaders employ and monitor a decision-making prooess
that is based on vision, mizsion, and improvement priority using facts and data.
This proficiency oreo s aligned ta FPLS stondaord 86, How decisions ore mode con be os importont of whot decsions
are made. The leader’s proficiency at belanaing the variows aspects of decsion-moking is the focws of this areo.

Indicator 6.1 — Prigritization Practices: The leader gives priority attention to decisions that impact the guality of
student learning and teacher proficiency, gathering and analyzing facts and data, and assessing alignment of

decisions with school vision, mission, and improvement priorities.
How decisions are mode can be os important as what decisions ore made. The leoder’s proficiency ot baloncing the

various aspects of decision-moking is the focus of this areo.

Highly Effective: weades
atlited o impad of hade
attions rdisasl b ths Rdicater
wntinid alTietivi insibi amed

exitititule ol of prefcn oy
e ot keders,

Eff ective: Loader's scions ar
imipact of b ddin"s o
rekrwast & th Pdicaler ana
walficiint and apeeogeiale

i Thi: Lhairck o ity wid with
aly rorall varia o e,

Meeds Improvernent:
sk aetiiiih of itgsa of
[T AT L ST R E
ireficates are awidanl b ane
et bl o & irckalTicknl
seopa o proficincy.

Unsatisfactory: wades
aclioed o impact of kades's
acliord rakrvan 0o D5 indioales
ara minimal oF ane fol sdturiing,
o @i hirdng i e s e,

Thee leader produces clear,
convincing, and corsksien
sldence that demonsirates
an understanding of kearning,
teaching, and studiant
development 1o infonm ol
deciskons and oot ously
e this Infiormaiion 1o
enhance teaching and
lzarning.

The leader produces cloar,
convincing, and corsksien
eyidence that, on an ongaing
asis, all dedsions are made
im 3 way that promsobes the
schiood™s viskon and mission.

Effiective deciskin=malking
practioes are frequendly
Shigare Wit orbeer
aiiminEtrators aind

colleagues throughout the
LysEEm.

Thie beadier's dieckhons
corsEienily demonsirate an
understanding of learming,
teaching, and student
e RO 2.

The keader prodisces dear
evidence of making most
decisions in 3 way that
suppars the schools wsion
and mission regarding
student kearning and faoulty
profickendcy.

Thit leader prodidies limited
evidenoe that desmonsirates
understanding of kearning,
teaching, and studeont
desselopmaent to infionm

ot hions or i imoonsistent Bn
uesing this information to
enhance decisions about
teaching and leamang.

Thee lgader produces limited
evidence that the school's
wiskon and mission irpacts
e Ehan making.

Thee lzadier proveces Brile or
no evidenoe that
demonstrate awareness of
kzarning, teaching. and
stsdent developmient to
rform dec lskans.

Thee leader produces Ktk o
no evidence of making
decisions that are lnked to
thae schioel's visson aind
milsshom.

Dwrchs boins adverse to student

grosth andfor faoulty
dvel opmient ane made.
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Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors or actions.

Bustrative sxamples of such evidence may include, but

are not imited to the following:

impact Evidence of leadership proficiency may be seen
irn thee behaviors or actions of the faculty, staff, stedents

andfor community. lustrative examples of such
evidence may include, but are nat limited to:

&  The schood s visian and mission statement develooed
under this leader & focused on student growth and
improving faculty profickency.

=  Siaff evaluations and professional developmendt
docwments emphasize student beanning or faculty

profidency growthe

- DioeCuimremanis showing the developmant and midification

of teacher and stsdent schiedules are baed ondata

absoiut stuaheant mizeds

*  Leader's meeting schedules reflect recurring attention 1o

student learning and faculty proficency issues.
&  Artifacts substantiating schioal improvement and

curniculum reviewy revision are based on student leaming | =

needs or assessments of teacher proficienoy.
&  Other leadership evidence of profickency on this

[t

Teachsrs can oescribe 3 deckion=-making process that
reflects an emphasis on vision, mission, student kearning,
and teacher profickency recuirements.

Teachers can recall decisions that wene made resulting in
chanpes 1o their teaching schedule to support student
learming.

Team and cepartment meeting minutes reflect student
iearning and faculty proficiency as prionty ssues.
Subs=ordinate leaders ghee prionty attention 1o lssues
impacting student leaming and teacher proficiency.
Frincipal’s seoretary priovitoes mal based on relation 1o
student learning and faculty growth.

Orfice staff handles routine events to probect keader’'s
time for instructional and faculty develooment Esues.
Orthier impact evidenoe of profidency on this indicator.

Scale Levels: (choose one] Where there is sufficient evidence to rote cunnant proficiency on this indicator, cssigr a
proficiency kevel by checking one of the fowr proficiency kevefs below. If not being rated ot this time, leove Blank:

[ ] Highly Effective

[ ] Effective

| ] Needs improvement

| | Unsatisfactory

Evidence Log [Specifically, what has been ohserved that reflects current proficiency an this indicator? The
examples abowe are illustrative and do not reflect an esclusive list of what is expected]:

Reflection Questions for Indicator 6.1

Highly Effective

Effective

Needs improvement

Unsatisfactory

Wihat proosdures hiase you
established to increase
professional knowedge

opportunitees for colleaguses
aroms thee school systemn ?

Hioha' O WO proimote amnd
foster continuous
Improvement wikh new
staff? What changes might
WOLS FaalE b WO et lkane
malking process for further
improvement

What system do you use ta
jpricaitize karning needs
and empower faculty to
create individual learning
plans?

How might yvou reinforce
and establish vour effarts
20 that direct repoeris and
wour entine schoold
comemunty wnderstand tha
Nk BeEbazin ok NS and

o priorites?

What strategies hase you
employed o meet the
learning neexis of vour faculty,
fircen niosice o weteran to
Rt T

Why i It necessary to
paplicitly reference your viskan
and mission, even though they
are visibly posted im high
traffic areas of your schiool ?

How should vour awareness of
kzarning, teaching., and stwdent
develomment indoem decisians?

How might you better align
weour descishons wilth thie viskon
and missicn of your schosal?
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Indicator 6.2 — Problem Solving- The leader uses critical thinking and data-based problem solving techniques to
define problems and identify solutions.
Problem solving is an essantiol support to decision making. The keoder's skil in wsing thinking skills and dota to

define problems and i

snfutions is the focus hene.

Highly Effective: waders
atlioes o impact of headers
atlions il e i isd Eabes
dimbing] Tt livi linsih ol
conititule modek ol profciancy
e o0 b i s,

The leader demorsbrates the
abdlity ta construct a clear
and Insightful probilem
statement with evidence of
relevant combextual factars.

Thee: leader kdeniifkes mu bbb
approaches for soling a
probikem and proposes ane ar
more salutkanshypotheses
that indicate a deep
comprehersion of the
probikem. The salutkans are
serEftive 1o conbestual
factors 3z well 3z all of the
following: ethical, logical, and
cultural dimensians of the
prodibem.

The leader's evaluation of
sobuthcres B comgne e e
and Includes all of the
following: history of the
probikem, lagic/reasaning,
feasinilEy and impact of the
golutioan.

Thet sodution |5 iImpkemenied
im 3 mannr that sddnesses
each of the contexiual
factors of the problem. &
thorough revies of the
results & conducted ta
determine need for further
WO,

Eff ective: Loader's sction or
mpact of losdir"s st
rkiraat b thi Pieaes an
walfeiinl ded apeeosciale
it s o guiality work with

only Aol varia Gof.

T bia diar dirmanstrates thie
bty to COnShruct 3 prodiem
statement with evidences of
mst relsvant contextual
factors and the prablem
statemaent 5 adequately
dictalled.

The keader identifies mukiple
approachis for soking a
prablem.

Thie beader's solstions are
sensithie to contextual
factors as well as 2t ot one
of thie foliorwing: ethical,
logical, or cultural
dimensicees of the problem.

Ewaluation of solutions is
sdequate and includes:
histary of thie probdem,
resviiws Ioggic and neasonsng,
cxamings feasitlity of
solutian, and wesghs impact.

Thie soluthan i implemented
anid e resules reviessed wath
somee consideraticn for
further work.

Meeds Improvement:
Ligdin's dntmimh o st of
i . e o v N DS
irefialas afs awidanl bl ane
itk e o o o s
sobpe o praficiency.

Unsatisfactory: Leades
attiorg o impact of leedis
atlitfd akivatl 1S DR st
ad mirmal &F are Rl SiSuriing,
of ana hardng as Gdvirsi imge.

Thiz leader is beginning to
demionstrate the 2hlty to

CONSENUCT 3 parodolem
statement with evdence of
meast relevaint contetual
fasctars, ut the problem
statements ane supsesticlal oo
Inconskstent im ouality.

Typically, a single “off the
sha® solution is Hentidied

rather than designing a
sodution to address the
conteitual factors.

The solustion is implemsere
In @ mannizr that addresses
thiz problem statement but
ignores nedewant factors.
Resubis are reslewed with
litthe, if vy, consideration for
furthaer work

Tr: leader demodnisirates a
Erited abilny 1o idemify 3
prablem statemsent o

related contestual faciors.

Sohstions are vague or anly
Indirectly aodress the
problem statement.

Solistions are implemented in
& manner that does not
directly address the: protikem
statement and ane revesaed
superficially with no
consideration for further
WO

Le=adership Evidence of proficiency on this indicator
mary be seen in the leader’s behaviors or actions.

Mlustrative examples of such evidence may include, but
are not imited to the following:

impact Evidence of l=adership proficiency may be seen
in thee b=haviors or actions of the faculty, staff, stisdents

and/for community. Mustrative exagmples of such
ewvidence may include, but are no limited to the

following:

&  Samples of problem statements, contextual factors,

recommended approachss, progosed soduthons,
evaluation, and revies with consideraticn for further

work are presenbed.

#  Awell=established problemssalving prooess can be

descrited by the leader.

&  Data records reveal the range of problems addressed and
after<mplementation data collections.

& TeacheErs Cam pemirsoin 2l ITth1E|:|'H'|:II'I:H:‘l'I'I'Il5HJ|I'E

skills of thie lkeader.

s  Teachers report 2 high degree of satisfaction with the
protlemssobving process established by the leader.

& Teachsr and/for students describe particpating in
prodéem soling led by the school leader.

& Multitered System of Suppoats (MTSS) & fully

poerational in classrooms.
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#  Reports and newsletters 1o stakeholders inform of
prohibems addressed and the impact of solutkons

imakemented.

& Ot leadership evidence of proficdency om this

it o,

s  Sub=ordinate leaders are engaged in data=based problem

sodeing.

&  Dnher impact evidence of proficiency on this indicator,

LScale Levels: (choose ore] Where there is sufficient evidence to rate current praofickency on this indicotor, assign o
groficiency kevel by checking one af the fowr proficiency kevels befow. if not being rated ot this time, leove Blank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

| ] Ursatisfactony

Evidence Log [Specifically, what has been ohserved that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected)]:

Reflection Questions for Indicator 6.2

Mighly Effective

Effective

Needs Improvement

Unsatisfactory

‘What might be some of the
things you beameed about
prodikem solving that will
influgnce your kedershin
practice inthe future?

What camn you oo o enalble
VORIT Subsoidinate leaders 1o
be more effectiae in problem

sohving?

Wihat are some s pecific
recoliections {data) that
comi to mind that define
your thinking about effecthe
prohiberm salving?

Hiow wioialdl wou describss your
problem solvng prooess?

Indicator 6.3 — Quality Control: The leader maintains recurring processes for evaluating decisions for
effectiveness, equity, intended and actual outcome(s); implements follow-up actions revealed as appropriate by

feedback and monitoring; and revises decisions or implementing actions as needed.

Decisions mre mode. _but there s o follow-up process. What wos the impoct of the decisions? The focws here is the

deader’s follow-up on decisions and copacity to moke revisions where neaded.

Highly Effective: taades

Eff ective: Loader's sction ar

Meeds Improvement:

Unsatisfactory: weades

atliins o impact of lader's it ool bl et Lus ki ek o irsigniact o attiiri o impact of laadid®s
acliong Fuliwanl b2 this indicitsr | rekeast b thi imsficates an liadhar's. action rakivan to ohis acligrd fekvast b D5 indicabes
antigd alfective vk asd walBckinC i aperogeiale ireficates ara awidant bt an ara minirnal of ans fol esterfing,
coniitule modek of preficiency | rellecbornm of quality work with iretankn banl o of ircuMickn of ang hardng o sdwersi imga.
e oot i . ity Foiral waria . stope e preficiency.

Thee leader can provide clear | The keader has a record of The leader has some: There is little or no evidence
and consistent el denoe of raaluating and rewsing processes for acpuining new of reflection and reevaluation

decisions that have becn
changed based om naw data.

The leader hias a regular
pattenn of decksion reviews
and “sunsetting” in which
Erevious ceckong ang

recvaluated in light of the
most current data.

There Is 3 culture of apen
acknoiedgement of
wndesined ouboommes b ahech
thi leader and Saeryane i
thi organization can discuss
whal ks meot wiorking witthaoiut
fear of embarrassment or
reprisal.

decisions Dased on new data.

Resdew of decision and
follow=up actions are
corsEstendly timaly.

infarmatian an impact of

e sbons and appears o e
willing to reconsider previous
ooCEkons, but does moT hawe
a dlear ar consistent recard
of making changes where
MeE i OO 35 SOe0EN 35
it

af preveosus decsions.

Subenrdinate keaders are not
encouraged to evaluate prior
decisions.

Leadership Evidence of proficiency on this indicator
may be s=en in the keader’s behaviors or actions.

Bustrative sxamples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the be=haviors or actions of the faculty, staff, stisdents

andfor community. Bustrative sxamples of such
evidence may imclude, but are not limited to the

following;:
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Examples of documents related 1o previous deckseons

that indicate resewaluation in light of emerging data or

trends.

=  Evidence that resevaluations in Bght of emerging data or
trends resulted in changes or adjustments. in actians.
= fAwellsarticulabed problemssolving process can be

[ [T

= Principals work schedule reflects time for manitaring the
implementaticn of priority decsions.
&  Other lesdership evidence of proficiency on this

[

&  Toachsrs cam attest to having participated ima res
evaluation of a deckion based on emerging trends and

dlaka.

s  Teachers report condfidence inthe decisions being made

vy il heaider.

&  Subs=ordinate leaders’ records reveal time commitied to
gathering data and following wp an impact and
implemientation of keader's decskons.

#  Subsordinate leaders’ records reveal time comenitied to

gathering data and following wo an impact and
implementation of the sub-ordinate leaders” decisions.
&  [Oher impact evidence of profidency on this indicator.

Scale Lewvels: (choose one) Where there is sufficient evidence to rate current prajficiency on this indicotor, assign o
proficiency kevel by checking one of the fowr proficiency kevels befow. if not being roted ot this time, leove blank:

I ] Highly Effective

[ ] Effective

[ | Heeds Improvement

[ ] Unsatisfactony

Evidence Log [Specifically, what has been chzerved that reflects current proficiency an this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 6.3

Highly Effective Effective Needs Improvement Unsatisfactory
Hiow g 'you continue 1o Wiy |5 It necessary for you as | What will wou da from now When do you take time with
clarify the decision=maling a school leader to resvaluate | omio ensure presiowes wourr leadership team o

Drocess in a dynama:,
changing environment?

[Tl S CEERTn S and Programs

in light of emerging research,
reroninal swnerksnre, sned
changing skuations?

decisions and programs are
revaisibed and evaluated on a
i s oo

reflect an decisions that have
been made?

n wwhal o A gnis vali ke
decisions oo the basis of
stisdont achilesemnt

Indicator 6.4 — Distributive Leadership: The |leader empowers others and distributes leadership when

appropriate.

& school is too complex for one person to make all decisions. Some of the functions of leadership must be shared
with others. Developing capacity for success in a workforce requires enabling other people to be responsible for
meaningful decisions. The leader’s capacity to share the “right stuff’ and distribute decision making among other

appropriate staff is the focus here.

Highly Effective: Leadirs
atlions o impacl of aders
attions fulesast b5 thi isdicates
antiid alletlive sk asd

esnititule modek of proficiency
ey otk bead s,

Eff ective: Luader's sctions ar
i pact of leadi's stion
rekerwast & thi Picatsr amn
Bl L i apecoseiala
Tkt B ek &l Giadity weinr b with
only roiral varia Do,

Meeds Improvement:
Ligdhinrs et of g of
Vi b5 i, rarbaiva il o R
itefigabes afd srwickinl b ari
itk bl o & i Mkt
seopa of preficlncy.

Unsatisiactony: weades
attions oF impect of leades
attions nakvast Lo o indicator
ard Al of aii Rl SSsurTing,
of afi handng s adwi s Mo,

Inowation and Imarosemssnt
in instructlonal processes,
faculty devekoprment, or
schood cperations have
resulted from d st butive
leadership.

Thee leader encourages staff
members to accept
leadership resporainBities
outside of the school

brubding.

ThiE bea e Creates
oppostunities for staff to
demons trate keadership siills
by allowing them 1o assume
eadkersian and decisions
making roles.

Thie keadier suparts the
decisions made a3 part of the
codlective decisian=making
process.

Dwscision=malking dielegations
ang dear: Sub-oroinates

Some: wWielkundersood
lzadership roles othier than
thiz school principal are
functioning and contributing
to effective and tmely

ST ERans o soeme schoal
parorities, bat there ane
recusTing delays in reaching
e HRDINS O Of it ESUES.

Decisions are often rushed or
e without appropriate
inpust dise to lack of planning
and implementation of
deselopmaent activities by

There 15 no or ooy minimal
evidence that anyone other
tham the principal has a
meaningful role in making
Ty decisions.

The leader rarely seeks inpaut
an significant ksues from a
warkety of stakehalder grous
{e.g. farulky leaders,
teachars, I, parents,
comamunity, o business
beaciers).
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The |eader BNcorporates
teacher and suppart staff
int o leadership and decisions
miaking rakes in the school in
wiays that foster the career
deselopment of participating
teachers.

now wibat decisions are
made by the leader, which by
the leader after Inpat from
othiers, and which ane
delegated to sub=ordinates to
deciioe.

staff membsers.

Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors or actions.
llustrative examples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or actions of the faculty, staff, students
andfor community. lustrative esxamples of such
evidence may include, but are not limited to the
following:

Organizational chans or other documents reveal how
leadership s distribauted and indorms wiho i invalved in
what.

chood iImprosement plan process reflects Ersoksemant by
avarety of parthes.

Evidence of shared decisior=making and deributed
leadership Is present in leader’s memorandums, e=mails,
ained othelsr Cooim rrvLin i artioans.

Leader's comemunication to faculy and stakeholders
recognices the role of those to whom lkeadership
functions were distribanted,

Sub=ordinate leaders and teacher aders report
meaningf ul roles in decksion making.

Mlinutes, agendas, and ather records of mestings held by
suleordinate aders reflect their ivvolsemaent in
significamt deckion maldng.

Teachers are able to identify which colleagues have a
leadership or decision making noke im any gven issue.
Teachsr and or parent surseys reflect satisfaction with
access o subsardinate and tescher kaders rather than
requiring access oanlly b the parincipal

Orthar impact evidence of proficency on this indicator.

&  Dther leadership evidence of proficiency on this

Inadiic oo,

Scale Levels: (choose one) Where there is sufficient evidence to rote current praficiency on this indicotor, assign o
proficiency kevel by checking one of the fouwr proficiency levels below. If not being rated ot this fime, leove biank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

| | Unsatisfactony

Evidence Log [Specifically, what has been observed that reflects current proficency on this indicator? The

examples abave are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 6.4

Mighly Effective Effective Needs Improvement Unsatisfasctory
Tio what exbent oo yois have a | How might vou increase the | Undier what cicumstances Wit factors present you
systematic process in place range and scope of tasks and | would you be willing 1o fram rekeasing

for dekegating awthority to
subordinates ?

responsibilities you delegate
1o kery Inclsiduals or teams?

In what areas do faculty and
staff bring expertise that will
improwe thie quality of
decisions at your school ?

rekease Increased decisions
making awthoaity to your
staft and faculty?

How might you we the
function of delegation 1o
empower staff and faculty at
wiour schosol

responsibilities to staff?
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Indicator 6.5 — Technalogy integration: The leader employs effective technalogy integration to enhance decision
making and efficiency throughout the school. The leader processes changes and captures opportunities available
through social networking tools, accesses and processes information through a variety of online resources,
incorporates data-driven decision making with effective technology integration to analyze school results,
and develops strategies for coaching staff as they integrate technology into teaching, learning, and assessment

processes.

Technology was o separate standord in the 2005 Flarida Principal Leadership Stondards (FPLS). By 2011 the stote
hod made great strides toward oocepting technalogy into the schools. in the 2011 FPLS, technology moved from o
separate generol “pro-technology” stondard to focused apgplicotions of technology embedded in several standards.
Thiz indicmtor focuses on technalogy integrotion and the leader’s use of technology to improve decision -making

processes in several priovity areas.

Highly Effective: Laders
aflisns o impact of haadirs
actions fdiant & Thi sdicater
antiidl alfiectivi lisvk asd
erititue ok ol prefcien oy

Effective: Luader's sction or
i pact ol laddin™s e
rakrsasl s thi Picater an

Sl Schin L i apsetgeiale
Pt iy e ol ualiny weor b with

Heeads Improvernenit:
Li b a2 iiioh of' i@ &
lemdhar's actionm rakivant 1o e
irsfitabed ard swickil bl ana
ireerkE bl of & ircu Mcsnt

Unsatisfactory: weades
acliord o irmpact ol ladis"s
atligrd rakvast DS R indicates
aid ireal o i sl Stteriing,
of and hardng o dwirsi imge.

e o it s ity il winia L o sddpei &F prafichincy.
The: leader mentors other Texchnobogy suppaort for Technology support for Thene is no or ondy minimal
schood leaders on effecthe decision= making processes |5 | dechkon- making proceszes i | evidence that decision-

mieans of acquiring
techmology and integrating it
into the decision= making
DFOCESS.

Thee leader provides denect
mentonng and oo hing
sunports so that niew staff
and e subenrdinate
lzaders ane gueckly ongaged
in effective use of technoboagy
supports needed to enhance
decision=making quality.

proveded for all of the staff
Irvodved in decisicn malking
on school instrsctional and
faculty improvement efforts.

Teschnodogy vbesgrartion
supparts all of the following
processes: decision=making
priaritizaticn, problem
solving, deckshon evaluathaon
and distribarted leadership.

Enigages sub=orcinate beaders
in developing strategies for
coaching staff an integration
of technalogy.

proaided for sceme, but not
all of the staff invabed In

deCEban making cn schood
instructional and faculty
Improree et eforts.

Technology Integration
sugnports soma, but not ol of
the following procmsses:
aled ] BT
prioritization, probiem
sobing, decision evaluation
and distributed leadershin.

making prioritization,
problem solving, deckion
wwaluation or distributed
A dership processes ane
supported by technology
Entegration.

Dexision making is not
supported by a welk
understood system of
procedunes to dentify
problems and generate
sl uthsns.

Taschnioliogy Entegration does
not suppodt data exchanges,
Projsct managesment, 3nd
feedback processes.

Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors or actions.
llustrative examples of such evidence may include, but
re ot limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or actions of the faculty, staff, students
andfor community. Bustrative sxamples of such

evidence may include, but are not limited to:

&  School improvement plan reflects technology integration
a5 3 SUpEart in improvement plans.

=  Leader has a technodogy integration plan wed to proside
technology sspports 1o the degree possible with

available resouroes.

#  Srhool wetsite provides stake holders with informatian
absut anid acoess to the leader.

=  Technology took are used to aid in data collection and
analyses and distribation of data findings.

L Evidence that shared deciskon «making and distrifaited
leadership Is supported by techmalogy.

&  Technology used 1o enhance coaching and mentoring

funictions.

&  Other leadership evidence of proficency om this

it .

&  Subs=ordinate leaders integrate technology into their
wiork functions and use technology 1o streamline thae

FrCeC RS,

s  Data from faculty that supparts deckkon malking and
manitanng impact of decsions are shared via

techinalogy.

&  PowerPoint presentations, esmails, and web pages of
faculty members support imvolaement In decksion making
and dissemination of decsions made.

&  Faculty use soclal etwork methods to ivvolse students
and parents in data colection that supposts decision
making and 1o inform stakehobders of decsion: made.

&  (Onher impact evidence of profidency on this indicator.
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Lrale Levels: (choose one) Where there is sufficient evidence to rate current praficiency on this indicotor, assign o
proficiency kevel by checking one af the fowr proficiency kevels below. if not befng rated ot this Hime, leove blank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

[ ] Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 5.5

Mighly Cffective

Effective

Needs Improvement

Unsatisfactory

To what exbeat co you have a
yefemar prnrect in plaee
for imtegrating new

techinology so that faculy

and stusdents are kesping
e with the
comemunications and thinking
pupports used in thie
emorging ghobal eoonomy®

How milght you increase the
range snd croge of
technology integration to
SUpPIt Communications and
information acouisiEion
processes used by faculty and
staff 2

Haow might the technology
imiprave the guality of
decisions at your school ?

Limichesr we hart crcumst anoes
warnilrl i hae walling te
support inoreased use of
technology to suppodt
efficlency in commmunication
and decision-making
PrOCEEEEs T

How might you use the
function of delegatkan 1o
empaower staff and faculty at
vaur schosal to make mone
proficient wse of technology

inbegration?

Witiat faciors prevent you
Froim. sipaenirting feshnanlngy
integrationt?

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.

This proficency areo alfigns to Stondard 7. lecders are developed By otfer leaders. This is o process critical to on
arganizotion’s copocity to improve over time and sustain guality processes. This proficiency areo focuses on whot

leaders do to develop kecdevship in otfers.

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

appropriate instructional goals.

The FPLS ore based on o presumption thot the school leader works with and through o teom of other people to

insure coordination and focus of school operations and

Leadership teams get things dome!

Highly Effective: Leade's
atlions & impadl of haadi s
actions Fdiant & Thi Bdicates
sinbinid Tt liwin linvik atd

eartititule iodeh ol preficiincy
e ol keaders.

Effective: Luaders scinns ar
Fnipact ol baddir"i el
rekrwdsl 1S ths Pdicater an
Bulchin [ ded apsdogeiale

firTlag bty 6 ety wei' b with
itly il wartia Do

Meeds Improvement:
i b a2k O i a &
Vi el s s rerbarva il o O
itefiabad ard swidenl bl ana
ifstefris bal o & o Micsant
siipe o proficiency.

Unsatisfactony: wades
atlitfd oF impact of hasde's
attions rekrvast 1S ohi indiales
afa il oF @ ROl eseurTing,
oF ana hadng af sdwi i e,

Thee parthcipants in tha
school s leadership team
function Independenthy with
chear and efficient
implementation of ther
rode{s) and work in a collegial
martnership winh othir
leadership team particpants
o coordinats cperatians on
student growih and faculty
deselopment.

Those who ane assigned o
harv Sroepbed beadership
fumcticns have consistent
suppoert froem the school
leader in focusing their
eifarts on instructional
improsement and faculty
Cher AR 2

Thi keader has spedifically
dentified and culthated

potential and emerging

Thie leader b [l feed
staff for sdershin functices,
finl ks district personmel
guidelines for accepting
applications for new leaders,
bart has not iImplemssmted any
syshemic prooess for
identifying emengent leaders,
o |5 Incorsksient in
application of such a process.

The leader provides some

T lzader does nid
recognize the mesed for
kradership by other people.
Seaff with beadershin tites
{e.g., department heads,
team leaders, deans,
asistant princpals) has little
ar no iveclsemaent in
processes that ik
beacership capaciies.

Porsons unchesr the beader's
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Lesdersniln o Eweiosemie nt
processes empboyed by the

wchood leader are shared with
mitharar cirfwnind beaskesrc ac a

model for developing quality
lzadership toams.

Thee leader has specifically
idendtified at beast Pao
emerging keaders in the past
yEar, and fads endered them
into the ranks of keadership
training or provided personal
mMEntanng on site.

Ot schiool leadors cite this
leader a5 a Mo in

identifying and oulthating
emergent kadors.

beachers for the major
fumctions of thie school.

Thie keadier has personally
mentored at least ane
emerging leader to assume
leadiershin respaonsibility in
instrscthonal leadership or at
an administratiee leved, with
posithe results.

traindng to some of the
pepbe assigned leadership
functions, bat doss not

in the designated roles.

Inunbue ctaff mitesr than thnee

directicn are unable or
unwilling ta assumiz added
resoonsibilities

There is no or cndy minimal
evidence of effort 1o deselop
keadership potential in
o,

Le=adership Evidence of proficiency on this indicator
mary be seen in the keader®s behaviors or actions.
Hlustrative examples of such evidence may include, but
are not limited ta the following:

impact Evidence of leadership proficiency may be seen
in the be=haviors or actions of the faculty, staff, stisdents
andfor community. lustrative examples of such
evidencoe may include, but are not limited to:

=  Organizational charis identify the keadershio rodes and

fzam: mesmbers.

&  The leader has a system for identifying and mentoring

iportesrvtial beaders.

&  The leader can dbe exampdes in which she coached
several emerging leaders to assume greater lovels of
responsibility within the organization.

=  Minutes, esmails, and memorandums reflecting
exchanges amiong leadership team members are focused
an schosal impravement goals, student prowth, and

faculty devekpment.

& The leader’s commiusnications o faculty and stalehobders
reflect recognition of the leadership team.

&  Other leadership evidence of proficiency om this

il arior.

COME TS

regarding leadership.

leadership roles.

&  Teachess at the school can describe informal and formal
oipporbunities to demanstrate and develop keacership

#  Teachers at the school resort that beadership
development is supported and encowraged.

s Cument kadership team members an describe training
or mentcring they receive fram the school kader

& Teachers can describe processes that encourage them o
s inssnbvesd i schood iImpeorsemasnt and prepare for

&  Diher impact evidence of proficlency on this indicator.

Loalle Lewels: [choose one] Where there is sufficient evidences o rote current proficiency on this indicotor, assign o
groficiency kevel by checking one af the fouwr proficiency kevels below. If not being rated ot this ime, leove Blank:

[ ] Highly Effective

[ ] Effective

| | Needs Improvement

| ]| Unsatisfactory

Evidence Log [Specifically, what has been ohserved that reflects current proficiency on this indicator? The
ecamples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 7.1

Highly EFfective

Effective

Needs Improvement

Unsatisfactory

Hio' 00 you prosdde
guldance arned mentorship to
emerging leaders outside of
your personal job
aescription 3nd keadsrship
responsibilties

Haow wiould vou desorbs

Thid SHEDEM yoau UsE 1o

How have you designed the
schosoll | ragerave et
process to dewebop
leadership capacity from

ealsting faculty?

What strategies and kezzons
might you imgart 1o your

What process do you employ
to entowurage particpation in
leadership dovelonment ¥

Whaam o you release

responsihility to your
assistants to own ey

decisions? How oo you

‘What process & awallabls toyou
that help you screen and
develop potential kkaders
How might yvou spsend e
expdiciitly preparing your
asistants b ass LT Yo role
as principal? Wihat stens would
you take o gpend mone teme in
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endune that emenging
lzaders pursiss job

et e s sl Lhey
are avallable® How might
wou emibed this preparation
ik their job duthes, and
what changes will you need
o make bo heldo buld such
leadership capacity at your
schiood?

direct reports 1o better
prespaire them for expanded

ieverage schisal Improvemient
attivithes 1o baild leadership

By sl ol vy L L

L iy oy assbalaeis aml
emarging teacher leaders?

prEparing your assistaims bo
assUmeE vour role 35 principal ¥

Indicator 7.2 - Delegation: The leader establishes delegated areas of responsibility for sub-ordinate leaders and
manages delegation and trust processes that enable such leaders to initiste projects or tasks, plan, implement,
manitor, provide guality control, and bring projects and tasks to closure.
Leadership teams engoge other skilled peaple in the business of the school, However, involvement does not insure
effective organizotions. This indicator focuses on the distribution of responsibility and whether sub-ordinate
leaders hove been delegated all thot is needed to succesd,

Highly Effective: Leaders
actions o impact of leaders
attioss fuewast b thi sdicatss
antinid alTective linsb asd

eonititule modah of prefciency
B oot add s

Effective: Laaders scons o
i pact of laadier’s et
fkireast 06 Thi i abor ana
walfciin L and apgropeiale
rullet o i of guality work with
orly Pl waria o i,

Meeds Improvement:
Laadin™s @tisnd oF imgsa of
b i “ 5 e i 1l R R
ireficates are awidk et ans
irserk s el o & o s
sofp & [ reliciem iy,

Unsatisfactony: weades
actions oF impact of leades
i fabiwasl S i indials
are minimal o ans Rl SoorETing,
oF ang hardng o sl s imea.

staff throughout the
arganizaton k& empowered B
formal and informral warys.

Farulty members participate
in the faclitation of meetings

aned exgrcise eadershin in
committees and tash forces;

atheer employees, indisding
nancertified staff, pwerche
appropriate aathorky amd
assume Ksdershin nokes
whre appropriate.

Thee: clirraie of trust and
delegation in this
orfganizateon contributes
directly 1o the identificatian
ared empowenmient of the
mext genseration of
hzadership.

Thiene |5 a clear patten of
delegated dedsions, with
autrenrity To matich
responsibliity at every leved in
th crganization.

The relatkonship of authority
and responsibility and
delegation of authority is
clear im persoanel
documents, such 3=
maaluatkans, and aloo in the
dally conduct of meetings
and argandrational business.

Thiz leader somatimes
dielegates, but also maintaing
deCkon-miaikl ng suthior iy

that could be delegated to:
oithirs.

Clarity of the scope of

dielegated awthority Is
incansistent fram o

cielegation 1o ancther.

Artkons takem by thase to

who tasks are delegated ane
soimetimies overuled withaout

explanation.

Th leader does not afford
subordinates the coporbunity
ar support io develop or to
esprcise independent
judpment.

Iif delegation has ooourred
theere s @ lack of clasify on
whal was to b accampl shid
or what resources wers
anallabde to carry ouwt
delegated tasis.

Leadership Evidence of proficiency on this indicabor
mary be s=en in the leader®s behaviors or actions.

impact Evidence of l=adership proficiency may be seen
in the behaviors or status of the faculty and staff.

llustrative examples of such evidence may include, but

are not limited to the following:

ilustrative sxamples of such evidence may incluede, but

are ook limited to the following:

B, Responsibility Matrb or chart of "who does what®
proviides evkdence that the lesder trust othors within the
schiool by identifying howw leadership responsibalities are
delegated 1o other faculty members an his ar her staff.
Thee leader's processes keep peophs fram performing
redusndant activities.

Thee leader hias crafted *job descrigtions® for ssbs
ordinate lesders” rodes that clanify what they are to do
aned have the delegated authonty 1o oa.

Commiunications ta delegated leaders provide

Teachers report that areas of delegated responsibiity
inchude autharity to make decsions and take action
witthin defined parameters

Faculty and staff can dite examples of delegation where
thiz keader sunported the: staff member's decision.
Faculty report that bullding kaders express high kevels of
confidence in their capacity 1o fulfill obligatkans relesant
to the shaned task of educating children.

Staff to whom resporsihility has been delegated in tunn
delegates aporopriate aspects of thedr tasks to ather staff
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predetermined deckions-making resporsibiicy.
=  Documesnis initiating projects and tasks identify personal

responsibility for sucoess at the beginning of the project.
&  Delegation and trust are evédent in personinel

evaluations.

&  Delegation and trust ane evédent in the school
improvesment plan as a wariety of schood staff are
identified as being directly responsibie for varkous
companents of the planning effart.

= Meeting minutes provide evidence of delegation and
trust being extended to sebect members of the faculty.

&  Other leadership evidence of profidency on this

Il o

thus exnanding Snga@emen.
&  Oher impact evidence of profidency on this indicator.

Scale Levels: (choose one] Where there is sufficient evidence to rote current prajiciency on this indicator, cisign a
proficiency kevel by checking one aof the four proficiency kevels befow. If not being rated ot this time, leove blank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

| ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficiency on this indicatar? The
examples above are illustrative and do not reflect an esclusive list of what is expected]:

Reflection Guestions for Indicator 7.2

Mighly Effective Effective Needs Improvement Unsatisfactory
T what esctesnt oo yous hawe a | How might you incnease the Unsdesr wihat circumstancess ‘What fachors present you
systematic process in place range and scope of tasks and | would you be willing to from releasing

for delegating authority to
subordinates?

responsibllites you delegate
b ey el a5 or teanres

In what areas oo facelty and
staff bring expertise that will
improve the guality of
decisions at vour schood?

release increased decisions
maaliing aautharnity 1o pour
staff amd faculty

How maght you use the
function of delegation ta
empower staff and faody at

wour schaool?

resmonsibiiities to staff?

Indicator 7.3 — Succession Planning: The leader plans for and implements succession management in key

positions.

When the lapder is off campus — wha i in charge? When the header changes jobs ar retires, who is prepored to toke
aver? What chout the schools subs-ordinate feaders? Who tokes over for them? Succession plonning is buiiding

relationships ond preparation processes for invohwing others in ways thot prepare them to move into key positians

as they become wacont.

Highly Effective: Laades
atliodd & inpadl of lhades
aflions Falirsasl b8 this isdicaber
antinad @lTectivi linsh amd

eanititue modek of preficiency
ey otk kidders.

Effective: Loadirs sctions or
i pact ol laddir s et
fakrwacl 15 This ifdfitaber ana
wulficiint dnd apeeogeiale
rullet o of guality work with
aly Aol wiria o o,

Mesds Improvernent:
Luaadbin™ dnMiiiih of ISt &l
Va5, i rbavail e HRiE
irefie e are awidant bt an
i bavL o o i Wk
seopa o preficency.

Unsatisfactory: Leades
attiini oF inipact of lbades's
attiini kvl Lo i s
ara minimnal o an ol edturting,
of and hardng o Sdvirsi imge.

In ackdition to the practioes at
thae eff ectiee boved, the keader
systematically evaluates the
sucoems of the sucoession
[PTCEr A, Making
SIS 35 el o aind
engaging subs-ordinate
leaders In succession
ManaEemEnt roCEsses in
thizir cwan areas of

Thie beadior profechently
implements a plan for
SUCCESSION Managemant in
ks positions that Inchudes
identification of key and
hardsto=fill poitiorns for
which critical compset encies
have been | dentified.

In conjunction with cemtral
office staff, the leader

Inasmiuch as the keader
wndersiancs the need bo
establish a plam far
SIACCESEEoN Management, thae
plan remains simpdy that =a
pdan = as thoughts about the
plan and lts component pans
haawse yet 1o be impkemented.

Thiz lgader primasily relies an
pebral office staff to identify

The leader takes Iitle or no
acticns 1o establish a plan for
TULCERI DN Managemandt.

Seaff are hined 1o fll
Walamo ks im key posibors
el d0 NoE Hossess the
critical instructkanal
capabilities required of the
schizal, which compramises
thee schiool’s efforts 1o
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respoinsibility.

Central office personned rely
wpon this keader to shane
highly sucoesshil suscresgion
plannéng practices with other
lzaders throughout the
aEtrict.

ientifies and evaluates
anplicant pools, colliects
informmation on CompEtency
keewels of ooy in
identified apolicant pools and
identifies competency gaps

Basied om an analyss of these
Eaps, thee leader develops
and uses programs and
strategies for smooth
succession Indusding
temiporary strategies for
REting wiork done during
WRlCNCY [ s,

and evaluaie applicant poods,
thiz competenoy kevels of
emnkyees inidentified
appdicant posoks, amd tha
COMEETENCy gans.

Litthe to i effoat on the part
of the leader & made ta
increase the compebency
leved of the: potential
sisccessor leaders within the

faculty or such efforts ane
limited in scops.

Incresse student acacemic
achievemient, and no

PROCRssEs b0 rEmasy the
trend are aken.

Leadership Evidence of proficiency on this indicator
may be seen in the kader’s behaviors or actions.

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

llustrative examples of such evidence may include, but

are not limited to the following:

ilustrative examples of such evidence may include, but

are mot limited to the following:

Documments generated by or at the direction of the leader
establish a clear pattern of attention to bdbd dusal
professional development that addresses sucoession
managermiesnt ootk

The Ieader s Drocesses to manibor potential staff
ST L PES.

Thee leader acresses district applicant pools to reslew
opticans 33 soon as district processes permit.

Informal dialogues with faculty routinely explone their
interests in expanded involvesment and future keadershin
[

Leader has documents or processes to inform potential
leaders of the tasks and gualifications involved in moving
into leadership rokes.

& succession management plan that identifies succession
prodiberns, koey and hardstos=fill positions for which crigical
compeiencies hawe been identified, and key contacts
wltiin thee sChood comimnitg.

Select teachers can attest to having been Identified Into
applicant poals for keadershin in key and hardstosfl

P ftions that may develop in the future.

Sekect teackhers report that the principal Faes et feed
varicus competency kevek needed for key or hard-to=fill
lzadership positions.

Select teachers describe providing the keader fesdback as
togags in thielr personal competency for which the
leader has developed professional leamning experiences.
Teachers can describe transparent processes for being
considered for leadership positions withen the school.
Sub=ordinate leaders engage other faculty in competency
bl dingg tashis that prepace them for future keadership
roles.

Oher impact evidence of profidency on this indicator.

&  Other lesdership evidence of proficlency on this

InddiiC .

Scalle Levels: [chopse one) Where there is sufficient evidence to rate current proficiency on this indicotor, assign o
proficiency kevel by checking one af the fowr groficiency kevels befow. I not being rated of this time, feave blonk:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

[ ] Unsatisfactony

Evidence Log [Specifically, what has been observed that reflects current proficiency on this indicatar? The
examples above are illustrative and do not reflect an exclusive list of what is expected]:

Reflection Questions §or Indicator 7.3

Mighly Effective Effective Needs Improsvement Unsatisfactory
In what wiays might you I whiat wass ane o Wihat are the key In what waves would a plan
furtheesr @xtend yoisr reach interacting with central office | compaonients of withdn your for succession management

it thee: esTrict 1o bl
atheers throughouwt the
district benefit from yowr

nowiedge and skl in

persanal to share highly
effectise succession planning
practices with ather keaders

throughout the district?
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S DERThON M3 NaEEm et
practioes®

What hawve you prepared to
5SS WOUT SUCTESSOr when
thiz thmie comess?

What are soma of your
strateglies you have
employed that help your
school get work done during
wWalancy periods ¥

twao persanal keadership
practices to whikch vou wall
pay particular attention as
oL Imple masnt your
SLCCRSSRON Management
plan?

Indicator 7.4 — Relationships: The leader develops sustainable and supportive relationships between schoal
leaders, parents, community, higher education, and business leaders.
This is a fundamentally importont skil set. Lecders get quality work done through other people. The skill set of
relatianship building, including metworking and engaging others in a shared vision, ore halimarks of quality leaders.

Highly Effective: weaders
atlions & impadl of leadir's
atlions felirael 15 This Sdidaber
antiid slfectivi sk asd

Rtitue ok ol preficiency
ey otk kaders.,

Effective: Leaders sction or
rripact ol laddi"s ek
fkrwasl b5 this Picaber ane
walfciint and apeeossiane

i Tlt iy e o guialiny wor ke with
aly Aol waria o .

Mesds Improvernent:
Lisahir™s @t of g of
Vicathai s, actio talavan? 1o i
irdicates ars awiden bt ane
ireniE bl of of irceiMickin
seopa of prefichincy.

Unsatisfactony: wades
attiind oF inipact of lade's
attiini kel Lo i e
ara mifirnal o an Sl esberting,
of ana hardng o Sdvirsi imee.

‘Winile rmaintaining ons-ste
work relatkonships with
faculty and students asa
ity thie beader finds
ways 1o develop, supnaort,
aned sustaim key stakehalder
relaticrships with parent
ofganizations, Coammunity
leaders, and businesses, and
mentars ather school lesders
i cusality relaticranip
bullding.

The leader hias effective
refaticnships throughowt all
stakeholder growns and
models effective relationshin
ulkding for ather school
leaders.

The keader systematically
|e.g., has a plan, with goals,
measurable strategies, and a
frequent=monthly-manitoring
schaertulbe] niztwariks withs all
ke stakehodder groups |eg.,
school keaders, parents,
Cosmmundty members, higher
pducation, and busknes
leadiers] bn arder to culitivate,
suppaort, and dievelop
potential and emerging
leacers.

Leadier has effective collegial
redatkonshl s with most
faculty and subordinates.

The leader is inconsistent in
planning and taking action to
netweork with stakeholder
groups (eg., school leaders,
parEnts, Commasnity
mambers, higher educaton,
and basiness keaders) to

support keadership
dselopmant.

Refatianship skilks are
empkoyed Inconsistenthy.

The lrader makes no aitem
o or has difficulty working
with a diverse group of

poople. Conseguently, the
beacer doses mart netweork with

indkiduals and groups in
ot coganizaticns 1o bulkd
collaborative parinerships in
support of leadership
deselopment.

Leadership Evidence of proficiency on this indicator
may be s=en in the keader’s behaviors or actions.

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

llustrative sxamples of such evidence may include, but

are not limited to the following:

lustrative examples of such evidence may include, but

are not limited to the following:

Docurmeritation @n be provided descoribing the keader's
plan—with goaks, measurable strategies, and a frequents
monthly=monitonng schedule—to develon sustainakble
and supportie relationshins with key staiehodder Broups
in suspport of potential and emerging beaders.
Documssntation can be provided as to the relaticrahins
with ather bullding leaders the leader has established in
support of potential and emerging leaders within the
schood.

Documssntation can be provided as to the relaticrahins
with parents, commuinity mambers, higher eduscation,
anad basiness lesders the leader hias extablshed bn
support af potential and emerging leaders within the
schood.

Ot leadership evidence of proficency on this
it ot

Farents report that the leader has developed sustainable
and supportive relations with them in support of
potential and emerging leaders a1 the school.
Commaniity memibers repart that the keader has
deseloped ssstainable and supoortive relations with
them in support of potential and emerging leaders at thie
5 haindl.

Higher education mambers within the area repon that
the leader has developed sustainable and supponive
relations with them in support of potential and emerging
lzaders at the schiosal.

Business leadors within the area report that the leader
has deseloped sustainable and suppaortive relations with
them in support of potential and emerging keaders at the
5 haindl.

Oiher iImpact evidence of profidency on this indicator.
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Scalle Levels: (choose one) Where there is sufficient evidence to rate current praficiency on this indicofor, assign o
proficiency kevef by checking one of the fowr proficiency kevels below. If not being rated ot this time, feave bionk:

[ 1 Highly Effective

[ ] Effective

[ | Needs Improsvement

[ ] Unesatisfactory

Evidence Log [Specifically, what has been ohserved that reflects current proficiency on this indicator? The

examples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 7.4

Highly Effective Effective Needs Improvement Unsatisfasctory
In what ways might you ‘Wihat strategies ane you In what ways are you working | Howa mmsght your nelarbices hips
furthesr exiend your reach employing so you can share to establish networks with wilth facwlty and key

wwitiibn thed dESTTRCE T el
athers throughowt the
district benefi from your
ncaledge and skl in
establishing redatianships
amang key stakeholder
groups?

WOl ewneremoes relatie to
establishing relationshios
with kizy stakehodders to
Support potential and
emerging leaders?

ke staehalder groups to
Culitivate and SupEor
potential and emerging
leaders inoyour school?

stakeholder growns help to
cultsaie and support
peoteantial 3nd SmErgEng
leaders in your schood?

Profidiency Area B. School Management: Effective school leaders manage the organization, operations, and

fadilities 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.

Thiz praficiency oren afigns with Stondord 8. 4 school is an “organiration.” Schoo! leoders monoge implemeantation
aff meny rules, reguiations, ond palicies. Mowever, the “prganiretion” 5 the people working together to provide
learning to fudents. What leaders do to manoge those people ond the ervironment in which they work is the focws

aff this area.

Indicator B.1 — Organizational Skills: The leader organizes time, tasks, and projects effectively with dear
objectives, coherent plans, and establishes appropriate deadlines for self, faculty, and staff.

Time, tosks, ond projects oll need argonization fo hove the desired impoct. This fndicotor focuses on the key
aspects of orgoniration esseniiol fo school success

Highly Effective: wsades
actions o impact of leaders
attions alarvasl b thi isd ey
antinid alTectivi vk and
eonEtitule modah of profciancy

Effective: Luadirs sction or
impact ol hasdiers et
rekirsasl b5 thi Fdicatsr am
wolficien L and aperogsiale
it ey e o ualiny’ wetr ke with

Heeds Improvernent:
Lingddinr"s St of e of
lisaaghai s, action rabavand 1o deis
indicates are avidant b ane
it el o & o ek

Unsatisizctory: weades
acliond o impact of leades
acliord nakvant Do this indicales
ara minimal oF an fol Sssuring,
of ana hardng o sdworse imga.

f it il s iy dartal winha L ok i o el .

Tha leader uses project Project management Progect madnagersnt Thare Is IRthe or o edldence
managemisEnt 35 3 teaching OOCUMEnis 3N revissd and meethaadologies are vagues or af time, task or project
dewice, helping others updated a5 miksiones ane It i wncloar b propased management fooused on

uingerstand the
interrefationship of complex
jprospsrt milestones
throughout the organication.

Thee leader uses Complex
POt managennent to bl

wystem thinking throwghoaut
the organization.

Progect plans are wisible in
hiawdly traffiched areas, o
that accompl Ehmenis ane
publicly cedetrated and

project challenges are apen
for input from a wide variety

SChimwid or deaalines ars
changed.

Thie beader understanos the
impact of a change in a
milestone ar degdine cn the
ontire project, and
CoaMIMUneC ates those chanipes

b thir appropriate people BN
e icarganization.

Tasi and project
management and tracking of
desdlnies are routinely
manitored with an emphask
of issises related 1o

progect maragemsnt tools
willl work together in crder to
kel kizep tasks and projects
o time and within budget.

The impact of changes in an
action plan or deadline &
Iinconsistently documented

and communicated 1o people
wilthin tha organitzation.

goals, resouroes, timelines,
ained ragults.
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aof souroes. Iristrusction and ooy

Successhul propect results can ",

[ chorLresn b,

Le=adership Evidence of proficiency on this indicator
mary be s=en in the leader’s behaviors or actions.

llustrative examples of such evidence may include, but

are not limited to the following:

Iimpact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.
llustrative examples of such evidence may inclede, but
are not limited to the folloeing:

&  Examples of projects that have been adjusted based on
tha input from a varety of souroes.

&  [Examples of timely completion of karning envircnment
improvement propects focused on isswes lioe safety,
efficiency, effectiveness, or begal compliance.

=  Examples of multiple projects and timelines managed by

the ieader by strategically delegating time, resources,
aned responsibilites.

&  Senool Improsement Plan enplementation records reveal

planndng of tasks with dear stages of propress and
timelines to measure progress.

- Leadership responsibllity matriocor chart describes how
management of taks and projects are allocated and
refiects monibonng tasks.

= School finandal information showing meeting deadlines

and procedures and processes for assessing the

adeguacy of fiscal resowrces budgebed 1o tasks. {Is thene

away to recognize when funds will run short o if there
wiill B am excess which can be repurpased? |

&  Examples of “systers planning tooks® {e.g., tree diagram,

matrix dlagram, flowchart, PERT Chart, Gant Chart] ane
ueed that display the cheonological interdepend ence of
the project events that unfold oeer time.

&  Tasks and reports for paries outside the schioal are
monitored for temely com pletian.

&  Other leadership evidence of profidency on this
i o,

%  Reports that reguine teacher input are submitted on time
and in compliance with expectations.

#  Subssrdinate leaders’ records reveal specific levels of
fescal suppodt 1o projpects delegated 1o them and
processes for tracking the miperses ane implemmenbed.

s Fandom sampling (Enformal inbervews) with teachers
reveals consistent capacity of staff to describe ongoing
progects and tasks.

&  Random sampling (informal interdiews) with teachers
revieals consistent capacity of staff to describe how
schood leadership mondiors work in progress and dus
dlates.

& Minutes, agendas, records andfor anecdatal information
froen teachers reveal the preponderance of teacher
menetings have diear objectives or purposes focused on
system instructional goal, professional kearning, or
iMoo pda mndng.

&  Schoolewide teacher puestionnaine results refated to
school managemaent issues reflect awarensss of a
pasitive imipact of ceganization on school aperations.

&  Teachers are aware of time and task managemenit
proeCeses and coeiribut e data o them.

&  Oiher impact evidence of profidency on this indicator,

Scale Levels: (chopse one)] Wihere there is sufficient evidence to rote current praficiency on this indicotor, assign o
proficiency kevel by checking one af the fowr proficiency kevels below. If not being reted ot this time, leave bionk:

[ 1 Highly Effective [ ] Effective

[ ] Needs improvement [ ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficiency an this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 8.1

Highly Effective Effective Needs improvement Unsatisfactory
Hiow much of your work on | To what estent are tasks How' dio o ensung What changes in your practios
arganization of time and amnd majar tasks delineated | wnanticipate d changes da nat are nseded to ersure
Drojects is reactie to in your overall project derail or prevent completion NeCESTary Projects ane
establish conformity with design? What might you o | of bey projects at your school? | identified, realistically
deailiness and shart tenm o emphasize the maost designed, canefully
gituatkons and hioaw masch is imiporiant componosnis Hovs dho o maonior whether Impderrented, 3nd supported
proactie focused on over minoe tasks? wiork needed 1o meet with saffichent time and
creating capacity for deadlines is procesding ata resouroes
continuous improvement.? | How do you distinguish MECELSary pace

between the support How o you distribute

Are you able to identify and | nesded le'I'HEh priamty wiorkioads w0 the approgriate
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arthculate toothers thae
Syshemic connectons
Detween the warkus

progects and tasks you
manage !

projects and tasks that
imipact student
achiosement or faculty
deselopment and
compliance with projects
that have fleed due dates
for parties cutside the
I:h.ll:lhEi"

peoole are rickaed and with
suffickent clarity on goals and
timeframes to get work dane?

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

environment.

Respurces ore alfways limited. How well o leader does of putting resources wiere they are needed and when they
are needed to support instructional goals is the focus here. Do teachers ond students get what they need when they

need it

Highly Effective: Leade's
atlites o impact of haadirs
attions Fdiant 1S Thi Bdicater
antinid slfective linak asd
eRtitue ok ol preficen oy
e colPar i i

Effective: Loaders sctions ar
Fnipact ol haddir s el
rakrwdsl 1S Thi Picaler ana
welficiint and aperoseiale

il oo of guality work with
itly il wania D

Meeds Improvement:
Lisgclir's atinig of g of
lia b s @ cicerel Pk il o i
ireficabes are awidant bot ane
sk L o o i s
sbtpe o pieliciency.

Unsatisiactony: Leade's
actiini & inipact of lbades"s
acliond rakast b Rt indicabes
ara minrnal o an ol edterting,
of and hardng o Sdvir i imeae.

Thee leader regularky saves
resoarces of time and money
for the organization, and
proactisely redeploys those
rescarces 1o bl the
afganizatian achieve its

strategic priorites. Results
Indicaie the posithe iImpact

aof redeploved resources in
achieving strateghc priorities.

Thee leader has established
processes to kverage
existing limited funds and
InCrease capacihy through
@rants, donatkans, and
community resourcefulness.

Thie keader leverages
knowledge of the budgeting
profess, categorics, and
funding sources to masd mise
all available dollars to

achiowe strategic priorities.

The keacer has a dooumented
histary of managing complex
projects, meeting deadings,

and keeping budget
Coammibments.

The keader documents a
process to direct funds 1o

Increase sbudent
achievwement that & hased an

best practice and leveraging
of antecedents of excellence
in rescurces, time, and
insbnactional strategies.

Thi lesder sametimes meets
deadlines, bist only at the
expense of breaking the
badget; or, the beader masets
budgets, but fails bo meet
deadlines.

Thi leader lacks proficiency
in using the budget 1o focus
resources an school

Imipncrae st prioriises.

Resourtes ane not comemitied
o uwsed wtl late in the year
o ane Canried over io
another year due to lack of
poanndng andl coordination.

Thie lesder makes minsmal
atbemnipls 1o Secune adkded
PESOLUNCES.

The lzader has no dear plan
for focusing resources on
U ionad priorities and
Brthe or no record of kesping
commibments for schedules
and budgets.

Leadership Evidence of proficiency on this indicator
may be seen in the keader’s behaviors or actions.

Mlustrative =xamples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

Mustrative sxamples of such evidence may inclede, but
are reot limited to the following:

&  School financal informiation shows alignment of
spending with instructional nesds.

&  [Doscumesits are proviced to faculty that indicate dear
protocols for accessing schood resounoes.

= School Imprevement Plan and spending plans are

aligned.

=  Leaders doowsments reveal recunring imvakiement in
aligning time, faclity use, and human resowroes with

priosity school needs.

&  Srhedules and calendars for wme of the faciity reflect
attention 1o instructional prionties.
&  Other leadership evidence of proficency on this

nidiC .

#  Schoolewide teacher questionnaine results reseal
satifaction with rescurces provided for instrocthonal amd

faculty develapmaent.

s Staff receipt books, acthity agreements, and fundralser
requasts reflect priority attention to iestructional need.

s Teachers can describe the process for accessing and
spending money in support of instructional priarities.

&  Teachsrs can provide examobkes of resowros problems
beeing talien on by school keadership as a priority Bsue to

bee resolvesd.

#  Other impact evidence of profidency on this indlcator.
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Loale Levels: [cfoose one] Where there is sufficient evidence o rate current praficiency on this indicotor, assign o
proficiency kevel by checking one of the fowr proficiency levels below. if not being rated ot this fime, leove blank:
[ ]| Highly Effective [ | Effective [ | Needs improvement [ | Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficency on this indicator? The
examples abowe are illustrative and do not reflect an esclusive list of what is expected):

Reflection Questions for Indicator 8.2

Effective

Highly Effective

Needs Improsvement

Unsatisfartory

Hiow would you describss the
pystematic methiod far
[pursulng grants,
partnerships, and combining
CHTETILNITY FESOUTTES You
have implemenied to
Sunport Bcreates to student
achivement !

Tao what extent are faoulty
and staff waare of your
budgeting expectationa? How
are your budgeting
eapectations delineated,
published, and
comenunicated?

Hawve there been instanoes in
which you falled to meet
deadiines or whisne
eaprndibures resulted in
budget owerruns® What did
o kesaams from thiat
ExpmriencE amd hioww did you
apply kessans from 7

Wihean resources ane imited,
wihat actions do you take 25
thiz school leader to allocabe
tham most effickently?

Indicator 8.3 — Collegial Learning Resources: The leader manages schedules, delegates, and allocates resources
to provide recurring systemic support for collegial learning processes focused on school improvement and
faculty development.

Teom learming is an essentiol slement in o leorning orgoniration. Does the [eoder provide needed supports to
collegial fecrning? Are borriers to success removed?  Everyone working in fsolotion reduces the probobiity af
improvements. Collegiol proceszes peed resource support. This indicotor ossesses the [eader’s proficiency at

providing thot suppart.

Highly Effective: waaes
atlions o impacl of leader's
attions rdirsast 0o thi rdicaes
antisad alfective lisak asd
earititule modeh ol proficiency
ot ot badd s,

Effective: Leaders sction or
mpact of eadies ation
rekrsasl & Th Ficaber am
wulfm L el aperogriale
il ok &l Gniality wivkl with
aly sl wadia o

Heeds Improvement:
Linghir™s @nisis of Mgt of
lisaghai s, actiofs ralivan 1o tei
ireSicates ara swidal bt ana
itk bl o S i Mk
st of proficincy.

Unsatisfactory: weaes
acliord of impact ol leader’s
acliors rekast [ i indicabes
are minimal o an Sl shoerring,
o aifin hardng o sdwist i g,

The lzader keverages
inowiedge of the budgeting
DOaCEsS, CAbeRarkes, and
funding souwroes 1o maiimize
thix impact of awallable
dallars on colleglal processes
and faculty developmaent.

Results indicate the positie
impact of deployed resources
i achieving 3 ocultune of
defibserate practice fooused
o schoal improvement
[

The leader has established
[NCeCESLES BO SUpRort colegial
processes and faculty
development throwgh grants,
Dusiness or highor education
partnerships, and)or
community resourcefulness.

Thie keadar has established
routines regarding allocation
of time and faclity resownoes
et result in wide faculty
participatian in collegial
processes and faculty

Cher eI DT i .

Schood fiscal resounces ane
aliocated o support collegial
processes and faculty
Do .

Clear defegations of
responsibility are evident
that imeokee highly effective
faculty in sustaining collegial
processes and faculty
Do .

Thie leader lcks proficlency
In using budget, work
schedules, and/ or delegation
of involvement to focus tme
and resousrces on collegial
processes and faculty
ceveiopment.

Thaere b 3 lack of sustained
and focused resource
allacatian on these Esues.

The leader has lthe or ma
record of making plans or
keeping commitments to
Drovicks resousroes or build
schedules of events that
support codlegial processes
and fanulty development.
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Leadership Evidence of proficiency on this indicator
mary be seen in the keader’s behaviors or actions.

Mystrative sxamples of such evidence may include, but
are not imited to the following:

impact Evidence of l=adership preficiency may be seen
in the behaviors or status of the faculty and staff.

ustrative sxamples of such evidenoe may include, but
are nok limibed to the following:

school financial informiation identifies rescurces
emiployed in support of callegial learning.

Procedures for colegial growss to neserve rooms for
mieetings are pravided to all faculty.
Prodoool for aroewsing school resouwroes 1o sspport
coliegial kearning needs.

School Improvemenit Plan reflects nolels) of collegial
lzarning teams.

Leader's memorandums, exmials, and other documents
reflect sspport for team learning processes both ons
campis and via digital participation an commusnities of
practioe.

Master schedules are modified 1o promote collegial use
through comman planning times.

Other leadership evidence of profidency on this
i oo,

Teachers routinely recount examples of collegial wark,
team leaming or problem solving forused oo student
ACNEET M.

Lesson study grouns, PLC's, and other fanms of collegial
leaming teams are operational

Schaoal-wide teacher guesticnnaine results reflect teacher
participation in oollegial kearning groups.

Teachers' professional kearning plans inconporate
parthcipation in oollegial kearning.
Deparbment, team, or grade level meetings devole a
majority of their time to collegial kearning processes.
Oiher Impact evidence of proficdency on this indicator.

[ ] Highly Effective

| | Effective

Leale Levels: (choose onef Where there is sufficient evidence to rate current proficiency on this indicotor, ossign a
proficiency kevel by checking one af the fowr proficiency levels beiow. if not being roted of this Hime, [eove blank:
[ | Needs Improvement

[ ] Unsatisfactory

Evidence Log [Specifically, what has been ohserved that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 8.3

Highly Effective Effective Needs Improsvement Unsatisfactory

Horw wiould you desoribs the | Towhat estent are faculty Hawe thiere Been instances in | Wihen resources are Imited,
systematic method for and staff aaare of your focus | which vou falled to act on what actions do vou take as
pursuing grants, on codlegial processes? ppoariunities to support tha school leader to
partnerships, and combining collegial processes or faculty | realiocate them to the high
CIHTEMUNITY MESDUTTES ¥oi Hivaw are faculty ghwen develapment? impact functions Eee coliegial
have implemented to opportunites to request or processes and faculy
SuUpport ncreases in the recommend tires or resource | What did you learn from that | development ¥
quality of collegial processes? | allocations that support papasrience and hiow did you

coliegial processes and apply kessans from 2

faculy developmisnt?

Proficiency Area 9. Communication: Effective school leaders use appropriate oral, writben, and electronic
communication and collaboration skills to accomplish school and system goals by:
=  Practicing two-way communications, seeking to listen and learn from and building ard 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; and
=  |[Recognizing individuals for good work; and maintaining high visibility at school and in the commenity.
The “woice of the school™ regresents o core set of commuenicobion processes tht shope perceptions obawt He
school — the lecder’s communicotions central cmang tham. The loder must manoge the “woice aof the scfool” 5o
dear, coherent and cocwrate information flows o forulty, students, and stokefolclers. The perceptions of those
involved in te success of the school need to be heord, acknowledged, and understood.
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Indicator 9.1 — Constructive Conversations: The leader actively listens to and learns from students, staff, parents,
and community stakeholders and creates opportunities within the school to engage students, faculty, parents,
Skillful “speoking” is important. So is skillful listening. People can engoge in conversotion on mony things, but
soume things are more important to school improvement thon others. Moking sure speaking and Ksteming occwrs on

the important issues is o feader's tosk.

Highly Effective: wade's
aclions o impael of laadir's
atliond faliwdal bS Thi ibd i abar
ancinaed @llisctive linab sl

et itule madeh ol prefomoy
her o Kdd e s,

Eff ective: Luader's sctions or
i pact ol laadies actisns
fekrsact 1S thin PSiLalsr ane
walcien D and apevieriala
bt G ek i sty et it
orly Pl waria e,

Meeds Improverment:
Lisachi"s et of it of
[P TS A T EE
i alae aid aideiiil el ai
I L o5 Bk el
sobpe e profickncy.

Unsatisfactory: Lade's
actions o impact of laadie's
acliors ki ant s i indigates
o T FIE T ﬂ&b.l'l‘il".
o difl hi'.i'l. ar g G i e

n achdi ko b0 the practices at
thi effectie level, the highly
effective leader routinely
mentars athiers within the
disrict 1o effectively employ
ey active istening skills (2.8
wialt time, paraphraging.
asking clarifying questions|
it InEeraciing with diverse
stakeholder growps about
high achéevement for all
STudens.

Thegre Is evidence of the
lzader making e of what
s leaimasd i constructive
conversations with oters in
the leader's subseouent
actiors, presentations, and
Sdjusimmenis 1o actions.

Thie keader sy besmatically
[2.g-, has a plan, with goals,
measurable strategies, and a
frequent=maonthiy-manitanng
scheedhube] and reclprocally
istens to and commanicates
with students, parents, staff,
and ciomimiundty using
multigk methods (Le., cmal,
writhem, and slecironic) to
seek Inpat) feedback and 1o
inifcam instructional and
leadkership practices.

Thie keadier sy tesmatically
codmmunacates with diverse
stakeholders abouwt high
achievement for all studends.

The leader’s vwolsement in
regard to listening to and
comiTranicating with
studhents, parents, staff, and
comminity is prmarily
wnglarned and for inftated
by others ather tham the
leader *reaching out.®

Thi leader has cnly a few
mrthads 10 ek
Inputfieedback with the
intent 1o infarm instructional
and leadership practices.

Thi leader’s comemunications
with stakeholders about high
achesvemant far all students
are niot carefully plannesd and
Implermieniesd.

The keader's visinlity within
thae Commrinity 15 wirbuaily
nion=sxistent; condhucts Btk
1 med Breractions with
stakeholders regarding the
o of thie schiool.

The leader & alated from
shedonts, panenis, staff, and
comemunity and engages in
noor minimal kstening to
and comimund cating with
theern 1o sek inputTeodback
aind nform instructional and

kadership practioes.

The leader avoeds engaging
fansky andor stakeholders
N conyversations oo
controversial ksues that
nieed 10 D acdressed BN the
interest of school
EMproveEment.

Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors or actions.

Dustrative sxamples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

ustrative scamples of such evidence may include, but
are not limited to the following:

& Tamples of communication methods used by the keader.

& A Schood Improvemmsnt Flan that demonstrates
inowiedge of the specific school comemunity and the
impact of community factors on leaming needs of

siuateants and faculty.

= A schoobwide plan 1o engage families and community in
understanding student s and particpating in schood

impravesment efforts.

#  Evidence of opportunities for familles to provide
feedback about students’ educational esperienoes.

*  Logsof commwunity interaction (¢.g., number of
wolunieers, community membssrs in the schoal,
telephone conversations and community presence 2t

schood acthities).

#  Leador writes artickes for schoal ar communlty

[

- Leader makes presentations 31 PTSA oF comimanity

&  Students confinm that the keader is a good Estenaer and
effectively uses a wide variety of methods of
commmunication to descrine mpectations and seek

inpustffeedback.

&  Faculty mesmbers confinm that the keader s a good
listener ard effectively uses 3 wide warkety of methods of
Comminicatian to desorine mipactations and sk

inpustffeedbach.

#  Farents and cosmmondty membssrs confirm chat the
leader ks a good listener and effectively wses a wide
wariety of methods of commmunication 1o describs
pupectations and seek inputfeodback.

&  Local newspaper artkcles report involvement of school
lzader and faculty in schood Improvement actions.

s Letiers and e=mails from stakeholders reflect exchanges

o TnOrtant issuaes.

&  Onher impact evedence of proficiency on this indicator.
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arganizatkans.

&  Leader hosts indormal "conversations” with faculy,
parents, and for business keaders to share perceptions
absouit thie sohool and pertingnt ediscatonal Issues.

&  The leader can Hentify influentizld "opinian leaders”® in
thiz schiool commisnity and hias processes for engaging
thizm Im schood Improvement efforts.

&  DOther leadership evidence of prodiciency on this
[

Crale lpunle: frfmmee ane) Wheee theee i aufficient suidsnes fn rate foeeent praficienee an thie iadieafoe, aoeipn @
proficiency kevel by checking one of the fowr proficiency kevels beiow. If not bevng roted ot this time, feove blank:
| ] Highly Effective [ ] Effective | | Heeds improvement [ ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficiency on this indicator? The
examples abowe are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 8.1

Highly Effective Effective Needs Improvement Unsatisfactory

Hiow might you further What support might you How would you describe your | Haow might listening, with the

expand your fluence aver
wousr colleagues within the
district redathae to T
implementation of effecthe

provice your colleagues
within the schiosal that
walld higlp thesm becoeme
s capable in the area of

efforts o implement a plan to
CAT e b vt ssarkous
Stalhodders withiin yowr
school commusnity T

intent to kearn froen students,
staff, parents, and commundty
stakeholdiers be beneficlal to
tha: successiul operatian of the

istening and listening and schoal?
communication [oemmunicating as you What might b some of the
technkgues? things you are taking away

fircemn this experkence that will
inflsence your commundcation
practice in the fubure

Indicator 9.2 — Clear Goals and Expectations: The leader communicates goaks and expectations clearly and
concisely using Florida’s commen language of instruction and appropriate written and oral skills, communicates
student expectations and performance information to students, parents, and community, and ensures faculty
receives timely information about student learning requirements, academic standards, and all other local, state,
and federal administrative reguirements and dedisions.

Proficiency in the competencies oddressed in this indicator impocts success on mony other indicotors. The most
successful school leaders ore abie to provide cleor goals ond expectations on every ospect of schoal operations ond
instructionol leodership. You need to do the “school lecder's bwa step. ™ Hoving clecr goals and expectations is step

ane, communicating them so others can act an them is twa.
Highly Effective: ades | Effective: Luaders atens or | Needs Improvermeant: Urisatislact ory: Leaders
aclions o impact of hisdir's impact of b adins ation Linachins axctinnns of imgact of attions o impact of heidie's

aflions rdervant b thi isd icater
anbisid alTective linak amd

eitititule Mok ol profciency
L= i e

rakerwant 0o thi Pdiiater ane
walfciint and aperoseiale
e ta of guality work with
aly Aol waria .

Vi " e Tl N ORdE
indicates ara awidanl b an
ez il o o i Mkt
bt & proficiin oy

atliors nekivast bS this indicates
ars miramal o G sl eoterTing,
of @i hardng ot advirsi e,

Chesal Cvidence
communication on goals and
o p O oS B pressaen,
including apen fonums, focus
Froups, suraeys, personal
wisits, and wse of avallable

technology.-

Endgiress that all cosmmunity
stakeholders and educators
are aware of the schaool

Thie keacker conducis frequent
Irteract lons: wiltn stuscents,
faculty, and stakeholders to
commumicate and enfarce
clear expectations,
strsctures, amd fair rules and
PrOCECRNES.

Uiilizes a sysiem of open
coimmundcation that ol dies:

Liberty County School District
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Enpoctations and goals are
prossioed and Coem mranicatesd
in & timeely, comprehensible
and actionable farm
rEgarcing soime student and
faculty performanoe lssues

Designs a system of open
oommanicatian that provides
fior tha timely, respors ke

Expectatians and goaks
regarding student and faculty
performance are not
jprovided or are not
comemunlcated in a tmely,
commrenensible and
acticnabile Form.

The leader's actions
demonstrate 2 lack of
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for s brecticn, shedent
ach et and strategies

and progress toward meeting
these goals.

Thee leader coaches others
wwithibn thee chstrict 1o

ef fectivedy employ the Florida
comemon language of
instruction Im oomirewn i ating
schood goals and

Pt Ao s.

for thie timedy, respons bie
sharing of informration with
the school commmunity using
a warkety of formats In
mudtiphe ways theough
different mesia in order 1o
ESNISLIPE O e 2t om with
all memibers of the schaal

Loy,

Is profickent in use of the
Aorida common Bnguage of
insbrsction 1o align schoal
jpoals with dstrict and state
initlatiies.

sharing of infionmation 1o,
fncem, and with the schoal
ComiTunity om goals and
enpectantiore, Dut © B
incansistently implemermecl

Has a Emited capacity to
emgloy Florida's comimon
language of iInstruction in
aligning schood goals and
enpectatices with district and
stabe Indtlathees.

understanding of the
importance of establishing

clear expectations,
siruciures, rules, and

procedures for shuders and
siaff.

Wises terTee im thie Florida
comemon language of
Ertruction incormecily thius
milsguiding athers.

Leadership Evidence of proficiency on this indicator
mary be seen in the leader’s behaviors or actions.

Dustrative examples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

ustrative examples of such evidenoe may inclede, but
are not limited to the following:

o all

goals.

i aio.

=  [Evidence of visibility and acoessibilicy jo.g., agendas of
meetings, newsletiers, esmail comespondence,
appaintment ook, et} is proviced.

#  Evidence of formal and infarmal systems of
communication that indude a variety of formiats (2.,
written, oral] in multiple ways through different media
o, newslether, electronic] used to communicate goak
and gapectations for how to accomplish the goals.

=  Sghool safety and behavioral expectations are accessible

#  Disseménation of dear narms and ground rules for
standards- baed insbructhon and Multi-tiered System of
Supmarts (MTES] is provided.

&  Sehool Improvement Plan b based on olear actionabis

&  Leader is able o aocess Flonda®s commmon language of
instruction via online rescurces.

&  Oifer leadership evidence of proficency on this

= Faculty routinely access ww. floricdastandardc ang to
align course ontent with state standards.

s Staff survey results reflect awareness and understanding
of priarty goals and expectations.

s Farent survey results reflect understanding of the priceity
academic improvemant goals of the schoal.

&  Farents' communications to the school reflect
understanding of the goals and expsctations that apoly

to thelr childnen.

&  PTSAfBoocster dub cosrations and participaticn
addresses support for school academic goals.

s Shudent survey resubts reflect enderstanding of goalks and
expectations that apply to the students.

s Subsordinate leaders use Florida's common language of

Instruction.

&  Oiher impact evidence of profidency on this indicator.

[ ] Highly Effective

[ ] Effective

[ | Needs Improwement

Scale Levels: (choose one) Where there is sufficient ewidence fo rote current profickency on this indicotor, assign o
proficiency kevel by checking one af the fowr proficiency kevels beiow. if not befng rated ot this ime, [eove blank:

[ ] Unsatisfactory

Evidence Log [Specifically, what has been observed that reflects current proficency on this indicator? The
examples above are illustrative and do not reflect an eaclusive list of what is expected)-

Reflection Questions for Indicator 9.2

Mighly CRective

Effective

Meeds Improsement

Unsatisfactory

What additional sirategies
Faven o eta bl shaiad b
diffuse your practices on

Hovar mighi you articulate to:
faculty the benefits that
could b gainesd by the school

Howw mright youw improve your
consistency of Interactions
with stakeholders regarding

Wihat ane your priority goaks
for schoa| improvement ®

goals and expectations if parents and commusnity thiz waoric of the school ? Hira i ‘o know wihisther
amang your colleagues maam bers understood the ovthessrs: fined theem clear and
aoross the schood systeam ? rathomnake for most declsions Knovaing that some teachers | comprehersinge
o goals and expectaticns? and parents are reluctant to
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How does feedback from ey
stakeholder growns nform
the weork of the school?

Initiate conwer sathcrs with
schiool kesders, what
strategies have you
empdoyed oo comnsidered Bn
which you—as the keader—
would initiate

Cooim e icartioan an priarity

goak and expectatians?

collaboration.

Indicator 2.3 — Accessibility: Maintains high wvisibility at school and in the community, regularly engages
stakeholders in the work of the school, and utilizes appropriate technologies for commonication and

Leaders need fo be seen by those they ore to fead. ond those who are asked to engage in rigorows effort an the
leader’s goais need access to the leoder. While leaders must manoge their time, they must also make sure those
who need occess con get it in reasonable woys ond timefromes. In o 217 century technological society wse af social

netwarking and other technalogies to promate is o valuable feadership competency.

Highly Effective: Laades
atliond & inpad] of laades
actions ruliast s this Bdicates
antisid alTective lisak asd
esnititule misdeh ol proficiency
o' bR i i 5.

Iini acition to thie practioes at
thae eff ectiee boved, the leader
initiates processes that
proamiote sub=ordinaie
lzaders access to all theough
avariety of methods:
SIFESSING T Neid fOr

ENEA gEMEnt with
stakeholder growps.

The leader sorves as the
“wosce of the schoal

reaching out to stakeholders
and acocating for school

s,

The leader mentors other
schood leaders an guality
processes for accessibility,
engaging stakeholders, and
using technologies to expand
ITiact.

Eff ective: Loadirs sctions or
Fmpact ol laddirs el
rakrs@sl b thi Pdiealer ana
wolficient ard aperoseiale
et i & Guiality wivk with
only formal varia o
Leader provices timely acress
ta all through a variety of
methods using staff and
scheduling practices to
preserae thme an
Iristnscticenall po coithes wibile
Proveding proCEsses 1o
pnabile acoess for parents and

COTIMEY.

Leader i consistently wisibles
within the schoal and
cemmunity foousing
attenthon and ol
on school improsement and
recognition of sucoess,

Sakehalders have acoess via
techniology took {e.g-, =
mails, phone tests, Ve
conferencing, webshes) so
that access ks prosided in
wans that dio net iindmi e
the leader’s time for
instrscthonal leadership and
faculty dewelopment.

Meeds Improverneni:
L™ Sk of i@t of
liaa b s @ cticerel Pk il o Ol
ifeficabes are awidant bot ane
irseerh L i o i sl
sobpa of preficincy.

Unsatisfactory: Leades
atliofd o ifpadct of lbedis
atliors nabvast e bl indicabes
are minmal oF ane fol SooerTing,
o aie hardng e sdver s i,

Lsiadhidr' 5 actions to b wisible
and accessible are
incansistent or limited in
sCOpE.

Limited we of technology ta
EXDanND AC0ESE and
involvement.

Lsaadesrsinin 5 focussed within
thiz schaool with minimal
carireach to stakehodders.

Leader (s not accessinke 1o
staff, sbudent, or
stakeholders and does naot
engage stakehodders inthe
worik of the school.

leader R e vicllry o
stisdents, staff, and
oMLY

Leadership Evidence of proficiency on this indicator
may be s=en in the leader’s behaviors or actions.
llustrative examples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or actions of the faculty, staff, stedents
andfor community. lustrative sxamples of such

following:

evidence may include, but are not limited to the

stakeholders.

#  Leader's work schedube reflects eguivalent of bao work
darys :ﬂltmdmramma‘h:llmm:thg witth studenis
aned teachers on Instructional issues.

& Meeting schedules reflect frequency of access by varkous

=  Ewpcutive business parinerships engaging kol business

s  School office staff have effectiwe procedunes for routing
parents and stakeholders to appropriate parties for
assistance and informing the leader when dinect
involvement of the keader is necezsany.

&  Sub=ordinate leaders’ involvement in community evenis
wihere schioal Esues may be addnessed.

Liberty County School District
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lzaders inangoing support of school improvement.
- t=mall exchanges with parents and other stakeholders.
*  Websites or weblogs provide school messaging into the

comremunity.

&  Leader's paeticipation bn comemundy events.

& Leader has established policies that inform studenis,
faculty, and parents on how to get acoess o the keader.

& Leader manitors office staff implementation of acoess
pabckes to Insure timely and respaonsive acoessibility.

&  Other leadership evidence of proficlency on this

iz oo,

“User friendly™ processes for greeting and determining
nziis of viskors.

Newspaper accounts reflecting leader's acoessibility.
Teachsr and student anecdotal evidence of ease of
ACCESS

Farent surveys reflect belief that access b welcomed.
Orifice staff handles routine reguests for acoess In wavs
that satishy staieholders’ neesds without disrupting
Izader's timse on Erebnuactional issuses, bat ghees schood
leader timedy notice when his her personal inmeolvemesnt
shuld accur withouwt delay.

Orhar impact evidence of proficlency on this indicator.

Laale Levels: [choose onel Where there is sufficient evidence to rote current proficiency on this indicator, ossign o
proficiency kevel by checking one of the fouwr proficiency kevels befow. if not being rated ot this fime, leove bBlank:

| ] Highly Effective

[ ] Effective

| | Needs improvement

| ] Unsatisfactory

Evidence Log [Specifically, what has been chserved that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an eaclusive list of what is expected):

Reflection Questions for Indicator 2.3

Highly Effective Effective Needs Improvement Unsatisfactory
Hiona' Cain wous involse sub- Whiat et can you make of | How can you sssess what What wiork habits would vou
ordinate leaders as high maodern techralagy ta students, faculty, and need to change 1o b mare
wisibility assets of the CHAEDEN Codmmunity staleholders think of wour wisible to students, faosky, and

schiood?

engagemaent and exond
wour accessibilty to all?

level of accessibility?

stakeholdiers?

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

Leading is about enabling others to succeed. Becognition of the swccesses and contributions of others is a key
leadership function. Recognition from the leader is mativating and focusing. The recognition needed is mare than
“good job." It identifies what people did to generate the success being recognized. Recognizing the way in which
people suocsed encourages them to continue those practices and informs others “by what methods” they may do

the same.

Highly Effective: Leade's

Effective: Leaders sction ar

Needs Improvermeant:

Unsatisfactony: Leades

atliord o impacl of hader's impact of heddis"s et Lia o™ deis vk oF gty o atlioed o impact of keades
attioss reliact 1o th Pdicatsy | rekeast 0o this Pdicater ame leaker™s actior rakivanm 10 this atliors ksl 1S DN indicates
antiad alfective livak acd elficient acd apecoseiale iredicater ard swigknl bet an ara minimal of an Aol soourring,
conEtitule modah of greficincy | rellecoor of cuality sock with ireenkEnl o & i Mcknt or are hadng as adver s imgas
da e ki e, only Aol varia o sonpe of proficiency.

In acidition bo meeting Thie keader systematically Thiz leader uses established The keader does ot

effective kevel criteria, the
Ieader utilizes recognition
rewaand, and Jdvancement as
away to promate the
accomn shments of the

[e.g., hasa plan, with goals,
mizasurable strategies, and a
frequentsmonthlysmanitaring
schaedule] recognizes
individuals for praise, and

criterka for perfarmance as
the primary basis far
recognition, and rewaind, bt
|5 Incomsistent or untimily
diaiing =0, with some peopls

schiood. wihere approgeriate ressands desening of recognition not
Shares the e that laad and pramotes based on recelving It
o sascress wilth other leaders. TP et
Recognines indiwidual and
Engages community grouss rolflective contributions
in supporting and recogniding | toward attainment of

rigorous efforts to owercome
mast fallures.

strategic goalks by focusing on
what was done to generate

the sucoess being cebebrated.

celebrate accomplishments
af the schoal and staff, or has
minimal participation is such
recogn itions.
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Leadership Evidence of proficiency on this indicator
may be seen in the leader’s behaviors or actions.

Mustrative sxamples of such evidence may include, but
are not imited ta the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or status of the faculty and staff.

Hustrative sxamples of such evidence may include, but
are not limited to the following:

&  Faoulty meeting agendas routinedy indude recognitions
of progress and success on goalks.

#  Rigonous effart and progress points of collegial work
ArouUps are recognized and the methiods they employed
shaded.

& Samphsnir-h:ngnlh.:\ncrhlﬂ:ur:lrﬂird shnsctunes are

wtiliced.

&  Documents (eg. written cosrespandence, awands,
agendas, minates, etc.) supporting the recognition of
incesidumls ane based on establishesd criteria

&  Commiunications to Comemundy groups are ananged
recognizing student, faculty, and school
i o lEsh mants.

& Ot lesdership evidence of profidency on this
it vt e,

&  Teachers attest to the leader’s recognition of them as
Individuals and as team members.

&  Teachers descrine feedback froem the leader that
acknowledges specific instructional strengths or
MG e

&  Teachers report that the keader uses 3 comibination of
meethaods to pramote the accomgishment s of the school.

&  Students report both formal and indoemal
acunowled gements of thair growth.

&  Bulletin boards or other media display evidenoe of
student growthe.

&  [nhar impact evidence of prodiclency on this indicator.

Scale Levels: (choose one) Where there is sufficient evidence to rote current proficiency an this indicator, cssign g
proficiency kevel by checking one af the fouwr proficiency kevels befow. if not being rated ot this fime, feove Blank:

[ ] Highly Effective [ ] Effective

[ | Needs Improvement [ | Unsatisfactory

Evidence Log (Specifically, what has been observed that reflects current proficiency an this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected]:

Reflection Questions for Indicator 5.4

come fram yiou sharing your
taleEnts in this ansa with your

an appodtunity to improve ?

of providing individual and
collective pradss to your

Highly Effective Effective Needs Improvement Unsatisfactory
Wihat might be some of thae In wihat ways :rn'n:-l.-mlll::hg Heora might you commpane your | As you assess the Emportance
potential benefics that would | the recognition of fallure as beliefs about the importance | of acknowled ging failsres

and celebrating
accoamplishmants, what

colleagues in the district? How do you enable thooe actual practice? atLumptions are gusding you?
that make progress to share
by wthiat methiod™ they did Wihait do ywou waent to be
5o maast awane of a5 you make
furbure plans im this area?
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ackmncradedgemant of oo
personal and ceganizatkonal

failures and dhear Suggestions
for systemwwide karming
resulting from those lessons.

Thet influsnce of previous
evaluations has 2 positive
impact nat anly on the
leader, Dut on the entire
arganizatian.

IMorosement neeos noted in
the leader's provious
valuations ane exglkcitly
reflected in praojects, tasks,
and nirkorities.

Th leader & aware of
Imigeroreeirasnt masescs mobesd Bn
previous evaluations, bt has
Mt Eradeiatied thiem inbo: &n
action plan.

D,

Leadership Evidence of proficiency on this indicator
may be s=en in the keader’s behaviors or actions.

Bustrative sxamples of such evidence may include, but
are not limited to the following:

Impact Evidente of leadership proficiency may be seen
in the behaviors or actions of the faculty, staff.
students, andfor community. llustrative examples of
such evidence may include, but are not limited to the
following:

=  The leader offers frank acknowledgement of pricer
personal and ceganizational falures and dear
suggestions for systemswice learning resulting from

thizese lessons.

#  The leader builds resilience in colleaguees and throughout
thiz organization by habitually highlghting and praising
“good mistakes® whene risks were taken, mistaies wene
made, keszons were learnied, and both the ndivcual and
thiz organization learned for the future.

&  The leader demorstrates willingness to question district
austhiority and policy leaders aopropriately with evidenoe
aned constructhve oriticsm, bt cnce a district declsion s
made, fully supports, and professionally implements
arganizational policy and leadership decisions.

#  The leader recognizes and rewards thoughiful dissent.

&  The leader's proviows ewaluations ane explicily reflected
i progects, tasks, and prcarithes.

&  The leader offers evidence of leaming from dissenting

WEWE

&  Improwement plans reflect changes in leadershin
practices. (either from one year to the nest or amending
of ourent plars Based on new insights).

&  The leader accepts and implemsents keadership and palicy
with fidelity and district anid state inltiatises ane

represented by the leader in a thorough way citing the
student data, research base, and performance goals

relevanit to these iniklaties.

&  Other leadership evidence of proficiency om this

it artoar.

&  Faculty, staff, parents, and commaunity memibers capross
percepticrs that thedr concerns and dissent recelss fair
consideraticn and are wedcoms Ingut from the keader
even when they disagnes with palicies or practioss being
Imnlerm e besd.

#  Faculty or students share anecdotes of practicespolicies
they previously challenged or resisted bist, duse to
principal’s resilience, they have changed ways of warking
without acting In dysfunctional or harmdul ways to athers
wiltihin thie organization.

&  The principal’s resilence in pursuit of school
Improemments fas generated 3 schood dimate whone
faculty and staff feel comiortatde volcing concerns and
disagresments and percedve that thelr concoems ane
treated as a basis for deepening understanding.

&  Freviously resisted polides and practices are now
perceived by faculty or students as appropriate and are
being implemented with fidelity.

#  Fesubs of staff, student, or community questiannaine
regarding the keader's vision and impact on schood
Imgrowemment efforts.

s  Changes adeocated by the leader and implemented
despiie reskitance have had a posiive iImpact on stedent
Rrowvtin.

&  Faculty and staff describe the schioal keader a
sy Ening in commitment to rising student
AR M.

&  Dher impact evidence of proficlency on this indicator.

Loale Levels: [choose one) Where there is sufficient evidence to rote current praficiency on this indicator, assign o
groficiency kevel by checking one of the fowr proficiency levels befow. If not being roted ot this time, leove blank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement | | Unsatisfactory
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Evidence Log (Specifically, what has been observed that reflects current proficency on this indicator? The

examples above are illustrative and do not reflect an exclusive list of what is expected]:

Reflection Questions for Indicator 10.1

Highly effective

Effective

Needs Improsement

Unisatisfactory

What additional insights ane
wous gaining absout the
challenges of reconciling
paints of view disapreemients
and fully supporting and
expruting arganaational
pakicy and leadership
decisions?

Wihat additional insights hawe
yous gained about the walue
of supporting processes that
enable faculty to reflect an
ared modify thelr own mental
models based on evidence
rathier than asssmptions?

How might you reconclle
your apinkons with final
diecisions in sunporting and
impleminting organdzational

palicy and keadership
decisions?

Hosw can you hieln yoisr staff
provw to acknowledge and
implement systems for
gaining mukiple perspectives
in decision=maling?

Wit o hadi |5 It
apprograte 1o challenge
paolicy and leadership
der bdans, if at all?

Wihat leadershin practioes,
structures, and processes
could you put in place that
winuld hielp staff know that
dissaant |5 weboomed as part
of ain rdormes deciskons
making process?

Haow dao wou deal with
decisions with which you are
uncoimfariable? Do you think
anaout the iImgact whian
unpopular or difficult paolicy
decisions are underminsd,
ignicared,, or exscuted with
public disagresment or lack
af enthusiasm fram yourself
ar yousr staffd

‘What e fo be done io
establish enicugh trust that
faculkty and staff feel froe 1o
present onposing vews with
oo i am opsen, sharing wiy !

Indicatar 10.2 — Professional Learning: The leader engages in professional leaming that improves professional
practice in alignment with the needs of the school and system and demonstrates explicit improvement in
specific performance area: based on previous evaluations and formative feedback.
Professianal lemrning is oddressed in several FSLA indicotars, eoch from o different perspective. indicotor 4.5 is
focused on what the leoder does to engoge foculty in meaningful professional feoming {which includes being
involved in whet the foculty is kearning). indicator 4.4 focuses on professianal learning needed to implement priarity
initiatives. indicator 4.6 addresses alignment of foculty professional keorning with improvement of instruction. The
Defiberste Practice metric concentrotes an o very few isoes where the leoder drives for deep learning ond personal
mastery of o few “thin sfices. ” indicotor 10,2 is focused on the impact of the leader's professional leoming — does
the leader's kearning reswlt in improved performance?

Highly Effective: waades
atliong o impact of eades
attioss fdiwast o thn Bdicanes
antinid alfectivi lissik e
eerElitule modeh of prafcien oy
et ot bad or' 5.

Effective: Leadirs scions or
i pact of lasdir"s et
rakrwansl 15 thi Fdicaler ani
welficiint ard apseogeiale

riallat vk ol guality wik with
oly orrmall varia o .

Meeds Improvement:
Lisadin™s @eniih of it of
bisa b " CEhco Foilinsa il R0 DRSS
irdicates ara evidan bt an
irmosra bl o of irsuMckne
soop &F praeficiin oy,

Unsatisfactory: Leades
aclitad & impact ol lsadi’s
actiors fabrvast b this indcates
ara mirsmal of ans Rl eboerrifg,
oF are hardng s sdver s imga.

Peaf or Mance | M overrssnts
linked to professional
lzarning are shared with
ather leaders thas expanding
impact.

The leader aoprosches overy
prodessional |eamang
apportunity with a view
tosand multidimensional
rinact.

inowledge and skilks are
shaired throughout the
afganization and with other

depasrtmants, schools, and

Thie keader routinely shoes
improsement i areas where
prafessional leaming was
implemented

Thie keader engages in
prafessicnal leaming that ks
directly lnked to
organdzational necds.

Thie pricrity |5 ghven to
building on personal

leadership strengihs.

Thie keader personally atbends
and actively participates in
tihe prodessional leanning that

Thi leader demonstrates
soime grosth in some areas
based on professicnal
learning.

Thie leader actiely
participates in professional
leamning, but it & reflective of
a personal agenda rather
than addressing the strategic
neds of the argandzation.

The leader atbends
professional keaming for
coleagues, but does nat fully
engage in It and set an

Thre |5 no o ondy minimal
mpact of prodessional
kzarning on the keader's
performance.

The leader might introcce a
prafessional leaming
pragram, bat does nat
participate in thi learning
activities along with the staff.

T leader & not strategic in
plarning a personal
professional leamming foous
aligned with the school or
district goals.
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districis.

Rather than merely adopting
thiz tools of extemal
prodessional leaméng, this
leader creates specific
adapiations so that leamning
toods become part of the
culbure of the: coganization

and are “homesgrown®
rathier tham externally

generated.

The leader provides evidence
of leverage, applying each
lzarning oppostunity
throughout thie organieation.
This leader creates fonms,
checklists, seffsassesoments,
aned otheer tools so that
concepts learned in
prodessional dewebopmenit
are anplied B the dally Ihves
of teachers and beaders

throughout the organization.

ks reguined of othier leaders in
tie: carganization.

Thie bkeadier personally attends
and actively participates in
the professional leanning
required of teachers.

Thiere s chear evidence of the
actual appdication of persanal
kearning in the crganizatian.
where learning has not been
applied within the

of ganization, this keadker
ngorously analyzes the ause
foer this and does niot
coantiniae Investing time and
money in professhonal
kearning programs that lack
clear evidence of succpss
when aopked inthe
ofgandzation

example of active Ewen on those rane oCcasions
participation. wheen the leader engages in
professional leaming, the
The leader has ghven pUIPOSE appears to be
::':::::::‘:““m tOSOME | merely collecting information
awpariences, but gnw rather than reflecting on it
oy a fow specific samples :r;ﬂ?:: I:turmn nal
of application tn tha kzarning k& 3n eEpeEnse, not an
crganization. Erreestment In cors bnac e

ETproveEments.

Leadership Evidence of proficiency on this indicator
may be s=en in the keader’s behaviors or actions.

Bustrative sxamples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or actions of the faculty, staff,
students, and/for community. lllusrative examples of

such evidence may include, but are not limited to the

following:

Thee leader i am active: participant in professional]
lzarning provided for faculty.

Thee leader’s professional growth plan includes
prodessional leamdng toplcs that ane directly linked 1o the
messds of the schaoal ar district.

Evidence the leader has applied lessors bearned fram the
research to enhance personal leadership practices.

Cage stuies of action research shared with subcedinates
andjar colleagues.

rorms, checklists, self-assesoments, and ather kearning
toods the leader has oreated that help the leader apply
concepts learned in professional development.
Membershipand participation in professional kearning
provided by professional organizations.

Thee leader shares prafessional leamning with other schood
leaders.

Ot leadership evidence of proficlency on this

it artoar.

Teachers' anecdotal evidence of the leader's suppart far
and participation in professional leanning.

The freqguency with which faculty members are engaged
in professianal karning with the school beader.
Changes i student growth data, discipline data, etc.,
after the leader's professional develooment.
Teachsrs can articulate professional keaming shared by
thi leader after the leader's professional kearning was
Imlementesd.

Dther impact evidence of proficency on this indicator.

Loale Levels: [choose ane) Where there is sufficient evidence to rote current proficiency on this indicotor, assign o
groficiency kevel by checking one af the fouwr proficiency kevels below. If not being rated o this dime, leove blank:
[ | Needs Improswement

[ ] Highly Effective [ ] Effective

[ ] Unsatisfactony

Evidence Log (Specifically, what has been observed that reflects current proficiency on this indicator? The
examples above are illustrative and do nat reflect an exclusive list of what is expected):
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Reflection Questions for Indicator 102

Mighly Effective

Effectine

Needs Improsvement

Unsatisfactory

'Winat has been most
effective in oreating a foous
on professionad leaming ?
Hicras mighit o bead this
effort across the district?

Hioh' haise youd synchasized
new professional kearning
int o esdsting bearndng for
mire snphistic ated
application? How hae you

applied this keaming to

SUnport and Sncourage the
growth of other keaders?
Hiow vl you leverage your
prodessional leaming

throughowut the school,
district, and beyond?

To what degres oo you
eaplicitly identify the focus
areas for professional
dewelopment in faculty and
grade lesel fdepartmant
meetings

Haow will you detenming
wheethier application of your
awn professional leaming is
impacting student
achisvement and the school
a5 a whole?

How are you Sdpusting
apnlication when dear

ewidence of success s not
apnaremt?

Howi ainz you imvesting your

professional learning and

applying it to your schoal an

dally basis? How do you

anply this kesseméng in maultiple
WL

Wihat stens can you talke ta
participate im professional

learning focused on school
and deErict goads with your
staff?

What SEEDS Can you take to
begin to apply professional

learning to your daily wark?

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

Leaders are committed to corrping out the role of school keoder in woys that benefit others: Students — faculty -
community. Borriers to kaving that impoct are ot seen a3 regsons o give ug but os problems to be salved.

Highly Effective: Leades
atlions o impadl of leaders
attions Fulersaet e thi isd e ater
antinid @lTectivi lisak asd

corEtitule madak of profchimoy
teor e i i 5.

Effective: Luader's sction or
impact ol leadir's sten
firkrwasl 5 Thi Pditaber ane
wulficiint ard apeeoseiale

rlkas oo of Guality work with
anly Aormal v o,

Meeds Improverment:
Lingadin™s St of e of
Vs et et rbavia il B i
ireficates ard awidant bt ane
itk sl o of ifcu Mt
sbiape oF proficiincy.

Unsatisfactory: Lades
actiond of impact of keaders
aglirs fakvast Db 0hii iredicahes
ara mirsmal of ans fol Sosurfing,
o aii hanang o advirin gt

Thee Rz aging and support
gystems of the effective
principal are expanced o
engage parents and the
comimunity at Brgs in
[participating im actions that
prosnote student success and
mitigate o eliminate
multiphe barrkes to success.
Thee princizal’s actions on
beial of students fanm a
foundation of mutual respect
between students, faoulty
A B CoirmrEnig.

ThEne are programs and
processes within the schood
that foacus all studkents on the
Importance of sucoess B
schenal aned multiphs tiers of
suppaort bo amsket them in
owercoming barriers ta
SUCCRSS.

Posithe slogans and

o et artions 10 Sucobed are
supported with specific amd
realistic guidance and
SUpE=rts on b o succoed
and overcomss barriers. Th
sehanails wiskon of success for
all students 15 shared 'with
the: community at lange.

The leader demonsirates
professional concern for
students and fior tha
desselopmaent of the students
potential but implsmentation
of proceszes to identify
barrhers bo student suCoess
hasee Brated scope and have
resulted in actions 1o
matigate those barrkers and
prosdide supports for sucoess
onlky forr soeme students.
There are gaps in processes
that engage all faculty in
wnderstandeng the student
pomulation and the
comimeinity in wihich they
v SoHmee Stuadent sulis
Rroups da nat percoive the
schood as focused om their
Espst Inbesresis.

Other than slogans and
exhortations fo do Deiter,
theere Is minimal or no
evidence of principal
beadership bing employed to
implement the FEAPS and
FPLS fiar the benefit of
stisdents in the school, and
thee: leader ks not perceived by
staff, sbudents, or comemunity
as a sincere and effective
achscate for tha students.

Le=adership Evidence of proficiency on this indicator
may be s=en in the keader’s behaviors or actions,_
llustrative examples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen
in the behaviors or actions of the faculty, staff. stusdents
andfor community. llustrative sxamples of such

evidence may include, but are not limited fo the

following:

Liberty County School District
Administrator Evaluation System Template

Page 84




L Agenda, mamarandum, and other doouments show a
recuring emphasis on student sutcess with speofic
efforts to remsove barrkers 1o suscress.

&  Agenda, memarandum, and other documents show a
recurving emphasis on deepening faculty understanding
af the shedents and the commaunity Inwhich they le.

=  The leader can desoribe the challenges present in the
st lives and provices specific examples of efforts
wndertaken to suppoet sbudent sucoess.

&  Banners to student achisyemaend or faculty development
are identified in the 5IP, and strategies are implemented

1o address them.

&  Other leadership evidence of proficiency on this

Nl o,

Student resulis sha growth in all subsgrouns.
Faculty mesmbers’ anecdotal evidence desoribes 3 leader
fooeed an and committed to student sucopss.

L Farent aind community Insohssment in student suppoirts
are plentiful and address the needs of 3 wide range of

sEudeils.

&  Student work i comemonly displayed throughiout the

commainity.

- Mews reports in local mesdia draw attention bo posiee
actions of sbudents and scheoal.

&  Other impact evidence of proficlency on this indicator.

Leale Lewvels: (choose one) Where there is sufficient evidence to rate current praficiency on this indicator, assign o
proficiency kevel by checking one af the fowr proficiency levels befow. If not befng rated ot this ime, lmave biank:

[ ] Highly Effective

[ ] Effective

[ | Needs Improvement

| | Unsatisfactony

Evidence Log (Specifically, what has been observed that reflects current proficiency on this indicator? The
ecamples above are illustrative and do not reflect an exdusive list of what is expected):

Reflection Questions for Indicator 10.3

Mighly Effective

Effective

Needs Improvement

Unsatisfactory

Wit SGctlons ane rshded to
sustain the rake of the school

i gEnerating a Comemundty
wide effort to insure students
TuCoD

What carbreach can o
Initiarte b @xpand T
invodvemenit of parenis and
commundty leaders in
supporting student Sutoess
and deepening
understanding of the barrers
and acthons that mitigat e
them 7

Hawse: yous presanted an
effective challenge to

P oepiicre that sbudent
apathy or lack of parent
involvement i acceptabike
exglanations for kack of
SLsCCess by some stusdents or
sisbegroups?

Do ol fenovar eniough aboant
the sEUdENS and tha
comemunty Imwhich they Bve
1o recogniee the barmers that
prewent success by all of the
stisdonts

Indicator 10.4 — Professional Condwct. The leader Adheres to the Code of Ethics [Rules EB-1.001) of the
Education Profession in Florida and to the Principles of Professional Conduct for the education profession (Rules

GB-1.006, FA.C )L

State Board Rules define specific axpectotions for the conduct ond ethical behoviors for Florida educotors.

Highly Effective: taaders
atlisdd o ifmpatl of laadins
atliods faiwasl b5 thi sd it
i ailTiclivi binsib afd
eonititule modah of profciency

Effective: Ladirs stion: or
npact of leader's eting
fakrwact bS hi PSealer afe
el ard aperoeriali

rallec oo of auality work with

Meeds Impravement:
Lk Bt ik oF i@t of
Fiia i 6 i vk vl B iR
irndiealas aid dwidhiiil e i
ireerkE el o o ircuMickint

Urisatisfact ory: Leades
atliofd & impact of laddie™
atliofd nikieasl b5 D5 il el
i i OF @i ROl SteerTing,
of afe hardn g o adwir s e,

far ol e irs. aly fairal varia st oF proficiency.
Theere |5 chear, convincing, Thiere Is ciear evidence that Thi leader's behavicrs The leader's patterns of
and consistent evidenoe that | the leader values the warth enable recurring behavior are Inconsistent

thiz school keadier abldes by
thaz spirit, as welll as the
intient, of polickes, ws, and
regulations that govemn the
sChood and the education
prodession in the state of
Florida, and erepires atihers
within the crganization 1o
abdice by that same behavior.

Thet leader cloarky

and dignity of all peaple, the:
pursuit of truth, dewotion to
micellence {Le., sets high
mpectations and goals for all
learmaers, then tries in every
wayy possible ta help students
reach theesm|) acguistion of
knowdedge, and the nurture
of democratic citisenship.

The keader's primary

masunderstanding and

misperceptions about the
leader's conduct and ethecs

a5 exprested B the Code amd
Frinciples.

There ane segmenis of the
schood community whise
developmental needs are not
Addressed and kaadershp
efforts to understand and

with the Code of Ethics, Rule
S8-1.001, ar disciplnan
i Fiad Deisnn Enetlated
bazed on viodation of tha
Principles of Frofessional
Conduct, Rule 58=11006.
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demonsirates the

importance of madntaining
tha respect and confidence
of his or her colleaguees, of
stuenis, of panents, and of
othesr mesmibers of the
comimunity, a5 a reswlt the
rader ChiEves Jnd Susiasns
the highest degree of ethical
oGt 3nd SEVes a5 3
model for cthers wikhin the
disirict.

professional conoem |5 for

i student and far the
develooment of the student’s
potential. Therefore, the
leader acopuines the
knowiedge and skils to
migrcise the best professional
judgment and integrity.

Thie leadier demanstrates the
importance of maintaining
thee respect and confedence
of his or her colleagues, of
students, of parents, and of
other members of the

COATIMnEy. 5 3 result the
leader adheres to the
prescribed ethical conduct.

cEress those meds i ot
evident.

Thiz ieader has only a general
recoliection of ksues
addressesd i the Code and
Frincipes and there k Bmited
evidence that the school
leader abides by the spirit, as
wiell as the intent, of polickes,
laws, and regulations that
govenn thie schood and the
edwcation profession in the
stabe of Fiorida.

Leadership Evidence of proficiency on this indicator
may be seen in the keader’s behaviors or actions.
llustrative examples of such evidence may include, but
are not limited to the following:

impact Evidence of leadership proficiency may be seen

ir the behaviers or actions

of the faculty, staff, stisdents

andfor community. llustrative sxamples of such

evidence may intlude, but are not limited to the

following:

&  Samples of written feedback from teachers regarding the
leader's judgment andfor integrity on ksues related to
the learning environment, instructional improvement or

Schiood oirgainizartioan.

#  Samples of written feedback prosvéded by parents

regarding the leader’s judgment andfor integrity on
sz related 1o the leamning envinonment, instructional

imipravement or school organieation.

&  Irinool improvement plan's focus on student success and
evidence of acthons taken to accomplish such plans.

&  Sehool safety and behavioral expectations promoted by
the leader for the benefit of students.

#  Other leadership evidence of profidency on this

i I,

L] Teachss, student, parsnt

anercdotal evidence reflecting

respect for the principal’s ethics and conduct.
L H:l::ugnrhmhn.ll:ﬂrru'rn.lnlh':ndp:mn‘turg;ri.z:thnsu-f
the principal’s impact as a rode model for student and

aoiks in the: community.

L Farent ar student guestionnaine results.
&  Oher impact evidenoe of profidency on this indicator.

Laale Levels: (choose one) Where there is sufficient evidence o rate current proficiency an this indicotor, assign o
proficiency kevel by checking one af the fowr proficiency levels befow. If not being rated of this fime, leove Blank:

[ ] Highly Effective

[ ] Effective

| | Needs Improvement

| ] Unsatisfactory

Evidence Log (Specfically, what has been obzerved that reflects current proficiency on this indicator? The
examples above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 10.4

Highly Effective: Leadws
atlioa's oF imgact of leadars
atlites rairwast DS thi
ndicano dacwid aflactiv
hrvidi afd Sondlibube Aodets of
preliciincy Tor athir lhadarn.

Effective: Ludes scten: | Meeds Improvernent:
o irfpad] el ha did s Sdlhsith L b’ a2 Sl OF i o5
rdirwast b5 this Paficabsr ana Vit v ek il B DR
wlTheimE drtd apesossiale irefitabes are awidanl bt ane
filbat i of guality wink with | incSnibbEnl of af FoulTeknn
aly Al war e B . sbtpe & prolidncy.

Unsatisfactory: Liaders
actin of imsp et of hader's adlioess
ralbrwast b BRi indicaton and
franisal & S Sl GOEWF TN, OF afe
b i i i s T L

Hioa might you expand
wour inflsence within the
disirict o that others

Sk and sustain your

What might be some
strategies you oould pursue
thiat would inspire otfers
within the urﬂ;rﬂnthn b

How might you b mare avert
In demonisbrating that you
abide by the spirit, as well as
thi bnient, of policies, Lews,

i TR WS SN ol
demorsirating that you abedes
oy the spirit, a5 well as the
imiend, of policles, laws, and

Liberty County School District
Administrator Evaluation System Template

Page 86




high degree of ethical demorstate your level of and regulations that gowern regulations that govenn the
conduct? ethical befawior? thie schisal and thie ediscation | schodol and the ediscation
profession in the stabe of profession in the state of
Fhorida? Florida?
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3. Other Indicators of Performance

The administrator evaluation process includes a principal and assistant survey teachers complete.
The survey will serve as an additional metric for the evaluation. Survey results will be the mean

feedback score. The results of the survey are then calculated into the administrator’s final

evaluation rating and will constitute 10% of the final rating.

The survey will be administered electronically to all teachers in the school during the last month
of the school year. The survey is based on a 5 point scale: 1 = Strongly Disagree, 2 = Disagree, 3

= Neutral, 4 = Agree, 5 = Strongly Agree.

Copies of the surveys are located in Appendix C.

Survey Result Average Evaluation Score

4.00-5.00 Highly Effective 4

2.75-3.99 Effective 3

2.00-2.74 Needs Improvement 2

Below 2.00 Unsatisfactory 1
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Principal Survey

Stronghy

Agrea
(5]

Agrees

i)

MNeutral

(3

Disagres

2]

Strongly
Disagree

(L)

1. My principal keeps the school focused on
academic achiewement.

2. My principal is knowledgeable about
academic standards, curriculum and
assessments.

3. My principal provides me with the materials
and resources to do my job.

4. My principal provides me with relevant and
timely feedback on my performance and
progress toward goals.

5. My principal led meetings make efficient use
of time and are productive.

6. My principal recognizes and rewards good
performance.

7. My principal demonstrates a genuine concern
for my welfare.

B. My principal makes the best use of available
funids.

9. My principal consults me on decisions that
affect my job.

10. My principal deals with daily tasks and
problems in an effective and efficient
manner.

11. The expectations for judging my performance
are clear.

12. My principal provides the support needed to
accomplish my work objectives.

13. My principal gathers input from staff and
collaborates when appropriate.

14. My principal communicates with parents
wiell.
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Aszsistant Principal Survey

Strongly
Agroc
5)

Agres
(4)

Meutral

(3)

Dizagres

12}

Strongly

Disagroe

(1)

. The assistant principal keeps the school
focused on academic achievement.

. The assistant principal is knowledgeable about
academic standards, curriculum and
assessments.

. The assistant principal provides me with the
Materials and resources to do my job.

. The assistant principal provides me with
relevant and timely feedback on my
performance and progress toward goals.

. The assistant principal led meetings make
efficient use of time and are productive.

. The assistant principal recognizes and rewards
good performance.

. The assistant principal demonstrates a genuine
concern for my welfare.

. The assistant principal consults me on
decisions that affect my job.

. The assistant principal deals with daily tasks

and problems in an effective and efficient
manner.

10. The assistant principal provides the support

needed to accomplish my work objectives.

11. The assistant principal gathers input from staff

and collaborates whan appropriate.

12. The assistant principal communicates with

parents well.
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4. Summative Evaluation Score

Instructional 0.50
Leadership

Teacher Survey 0.10
Student Performance 0.40

Overall Effectiveness Level
1.50-2.49 1.00-1.49

3.50-4.00 2.50-3.49
Highly Effective Effective Needs Improvement Unsatisfactory
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Liberty County School District

Annual Instructional Leader Performance Evaluation Form

Name:

School: School Year:
Evaluator:

Evaluator's Title: Date Completed:

School Leader Performance Score (50% of Final Evaluation Rating)

Domain Rating Point Weight | Domain Weighted Score
EE:::_: .Iﬂtthie'.lement - 4 20
ﬁz:rrlzgisnal Leadership E 9 40
g?gn:lli:aiiunal Leadership NI 2 20
E:;E:nal and Ethical Behavior u 1 -20
TOTAL F5LA SCORE

Teacher Survey Score (10% of Final Evaluation Rating)

Directions: Attach a copy of the results of the teacher survey.

O NEEDS
1 HIGHLY EFFECTIVE (4} 1 EFFECTIVE (3) - e [ UNSATISFACTORY (1)
4,00 to 5.00 2.75-3.59 2.00-2.74 Below 2.00
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Student Performance Growth Score (40% of Final Evaluation Rating)

VAM Score Conversion Categorical Score = Points
- Highly Effective 4
3 Effective 3
5 Neads .
- Improvement/Developing -
1 Unsatisfactory 1
Non-VAM Score Conversion Categorical Score = Points

(this will be vsed for assessments that don’t
have a commversion chart Listed withm the

document)
60 — 100% growth.
achievement. or proficiency on Highly Effective 4

any non- VAM assessment
45 — 59% growth. achievement.

or proficiency on any non-VAM Effective 3
assessment

30 — 44% growth. achuevement. Needs

or proficiency on any non-VAM Impm'l.'en;em- Developing 2
assessment =

0 — 29% growth, achievement,

or proficiency on any non-VAM Unsatisfactory 1

assessment
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All instructional personnel will include student performance data for at least three years, including the corrent

vear and the two years immediately preceding the current year, when available. If less than the three most

recent years of data are available, including newly hired, those years for which data are available must be used.

Teachers in middle and hizh school who do not teach a subject tied to FSA or EOC and teach more than one
subject area. the teacher can choose the area of performance measure.

Teaching Assignment Performance Measure(s) for Evaluation Purposes
Pre-Kinderzarten (PK) VPK Test
Kindergarten (K) SAT 10
First Grade (1) SAT 10
Second Grade (2) SAT 10
Third Grade (3) F5A
Fourth Grade (4) F5A
Fifth Grade (3) FSATFCAT
Other (K-35, including non-classroom instructional FSA or District EOC Assessment
perzonnel,

Math Courses (6-8) FSATFCAT
Secience Courses (8) FCAT20
EnglishT anguase Arts/Feading Courszes (6-8) FSATCAT

Other (6-8), including non-classroom mstroctional District EOC Assessment
persotnel

Civies EQC

Englizh 1, Beading 1 FS4A

Englizh 2, Beading 2 F54

Englizh 3, Beading 3 F3A Retakes or District EOC Assessment
Englizh 4, Reading 4 FCAT 2.0 Betakes or District EOC Assessment
AP English Comp N/A

Alzebra 1; Algebra 1 Honors; Algebra 1B EQC
Pre-AICE Mathematics 1 NA

IB Middle Years Program — Algebra 1 Honors NA
Geometry; Geometry Honors EQC

IB Middle Years Geometry Honors N/A
Pre-AICE Mathematics 2 NA

Biclogy 1; Biology 1 Honers; Biology Technology;

Biclogy 1 Pre-1B; Integrated Science 3; Integrated EQC

Science 3 Honors

Pre-AICE Biclogy NA

IE Middle Years Program Biology Honors NA

United States History EQC

ROTC District EOC Aszeszment

Other (9-12), incleding non-classroom instructional

District EQOC Aszeszment

personnel, Earth Space and/or Physical Science,
HOFPE, PE, Muszic, Dual Enrollment, Cradit
Becovery, World History, Self-Contained ESE

District Non-Classroom Instructional Personnel,
Inclusion

District EOC Assessment

Guidance Counselors, Technology,
Credit Becovery

Eubric based on special area
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Final Administrative Ewaluation Score
Score Weight Weighted Score
Instructional Leadership 0.50
Teacher Survey 0.10
Student Performance 0.40
Total Score
Owverall Effectivenass Level
m ] IMPROVEMENT | O UNSATISFACTORY
OJ HIGHLY EFFECTIVE (4) O EFFECTIVE (3)
2) (1)
Owerall Final Score of Crverall Final Score of Owerall Final Score of Crverall Final Score of
350=4.00 250=3.49 1.50=2.49 1.00= 149
Signatures
Evaluator's Signature: Date:
Evaluator's Comments:
School Leader's Signature: Date:
Signoture of School Leader does not necessarlly Imply ogreement
with the ewoluation, but rather acknowledges it has been
dlscussed with the Evoluator
School Leader's Comments:
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5. Additional Requirements

The individual responsible for supervising the employee will evaluate the employee‘s
performance. In most cases the Superintendent will be responsible for evaluating the
performance of school principals. School principals will evaluate assistant principals. An
evaluator may consider input from other personnel trained in evaluation practices. Other
evaluators may include the assistant superintendent, assistant principal, peers, district staff,
department heads, grade level chairpersons, or team leaders. Trained personnel who observe
teachers will review the results of their observation with the Superintendent. [Rule 6A-
5.030(2)(f)2., F.A.C.].

All employees subject to an evaluation system are informed of the evaluation criteria, data
sources, methodologies, and procedures associated with the evaluation before the evaluation
takes place on a yearly basis. All individuals with evaluation responsibilities and those who
provide input toward the evaluation have been trained on the evaluation system and understand
the proper use of the evaluation criteria and procedures. [Rule 6A-5.030(2)(f)3., F.A.C.].

Timely feedback will be provided to the individual being evaluated [Rule 6A-5.030(2)(f)4.,
F.A.C.]. Data Collection and Feedback Protocol Forms and Evaluation Rubrics (Appendices G-
J) may be used to provide feedback on all indicators for which there is sufficient evidence to rate
proficiency. Notes or memorandums may be attached to the forms as appropriate to reflect what
iIs communicated in the Progress Check.

The performance evaluation results for administrative personnel will be disaggregated by school
type and by instructional level. School grades and state and local assessment data will also be
reviewed by school and district and compared to the performance evaluation data. These results
will be used to determine professional development needs for the administrative personnel at the
school and district levels. [Rule 6A-5.030(2)(f)5., F.A.C.]

The district requires administrative personnel who have been evaluated as less than effective to
participate in specifically designed professional development offerings designed to address
individual needs and weaknesses as required by s. 1012.98(10), F.S. [Rule 6A-5.030(2)()6.,
F.A.C.

All school administrators are required to be evaluated at least once a year [Rule 6A-
5.030(2)(f)7,F.A.C.].

Parents will have opportunities to provide input into the school administrator’s performance
evaluation as appropriate. Parental input will be received by the Superintendent and/or
supervisor. Input will be utilized as Domains are rated in the observation component of the
evaluation. Parents have the opportunity to provide input through school/district surveys,
conferences, phone calls, electronic communications, written communications and/or
participation on school advisory councils. [Rule 6A- 5.030(2)(f)9., F.A.C.]

The District’s peer assistance program helps employees placed on performance probation or
employees who request assistance. A peer mentor will be assigned to support these school
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administrators in reflecting on their practice, assessing their skills, and setting goals to facilitate
professional growth.

Mentors will be selected using the following criteria:

e Must hold a valid Florida Teaching Certificate in the field that will be mentored.

e Must have 5 years of successful teaching experience and 3 years of successful
administrator experience.

e Must have been ranked effective or highly effective on yearly administrative evaluation
for 3 consecutive years.

Instructional personnel have the opportunity to provide input into a school administrator’s
performance evaluation [Rule 6A-5.030(2)(f)12., F.A.C.]. The administrator evaluation process
includes a principal and assistant principal survey that is calculated into the final evaluation
rating. The survey serves as an additional metric for the evaluation. The results of the survey
constitute 10% of the administrator’s final evaluation rating.

Evaluators will be trained on the evaluation system every year.
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6. District Evaluation Procedures

In accordance with s. 1012.34(3)(c), F.S., the administrative personnel’s supervisor must:

e Submit a written report of the evaluation to the district school superintendent for the
purpose of reviewing the employee’s contract [Rule 6A-5.030(2)(g)1., F.A.C.].

e Supply the employee with a written report of their evaluation no later than 10 days after
the final evaluation takes place [Rule 6A-5.030(2)(g)2., F.A.C.].

e Discuss the written evaluation report with the employee [Rule 6A-5.030(2)(9)3., F.A.C.].

The employee shall have the right to initiate a written response to the evaluation and the response
shall become a permanent attachment to his or her personnel file [Rule 6A-5.030(2)(g)4.,
F.A.C.

The Superintendent shall notify the Florida Department of Education of administrative personnel
who have received two consecutive unsatisfactory annual evaluations and have been given
written notice and intent that his or her employment is being terminated or non-renewed.
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7. District Self-Monitoring

The Superintendent, Assistant Superintendent and Principals meet annually review the
Instructional and Administrative Evaluation Systems to determine compliance with the Florida
Statute. The team usually meets in July of each year to evaluate the effectiveness of the system.

During this annual meeting the following items are discussed and monitored:

e Evaluators’ understanding of the proper use of the evaluation criteria and procedures
including evaluator accuracy and inter-rater reliability; [Rule 6A-5.030(2)(j)1., F.A.C.]

e Evaluators’ necessary and timely feedback to the employees [Rule 6A-5.030(2)(j)2.,
F.AC]

e Determine if evaluators follow district policies and procedures in the implementation of
evaluation system(s); [Rule 6A-5.030(2)(j)3., F.A.C.]

e Use of evaluation data to identify individual professional development. [Rule 6A-
5.030(2)(j)4., F.A.C]

e Use of evaluation data to inform school and district improvement plans [Rule 6A-
5.030(2)(j)5., F.A.C.].

Liberty County School District self-monitoring includes processes to determine the following:

e Evaluators’ understanding of the proper use of evaluation criteria and procedures,
including evaluator accuracy and inter-rater reliability.

e Evaluators provide necessary and timely feedback to employees being evaluated.

e Evaluators follow district policies and procedures in the implementation of evaluation
system(s).

e The use of evaluation data to identify individual professional development.

e The use of evaluation data to inform school and district improvement plans.
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Appendix A — Checklist for Approval

Performance of Students

The district has provided and meets the following criteria:

For all school administrators:
L1 The percentage of the evaluation that is based on the performance of students
criterion.
L1 An explanation of the scoring method, including how it is calculated and

combined.
[ At least one-third of the evaluation is based on performance of students.

For all school administrators confirmed the inclusion of student performance:
[ Data for at least three years, including the current year and the two years
immediately preceding the current year, when available.
[1 If less than the three most recent years of data are available, those years for
which data are available must be used.
(1 If more than three years of student performance data are used, specified the
years that will be used.

For all school administrators:
1 The district-determined student performance measure(s) used for personnel
evaluations.

Instructional Leadership

The district has provided and meets the following criteria:

For all school administrators:

1 The percentage of the evaluation system that is based on the instructional
leadership criterion.

(1 At least one-third of the evaluation is based on instructional leadership.

L1 An explanation of the scoring method, including how it is calculated and
combined.

L] The district evaluation framework for school administrators is based on
contemporary research in effective educational practices.

For all school administrators:
L1 A crosswalk from the district's evaluation framework to the Principal
Leadership Standards demonstrating that the district’s evaluation contains
indicators based upon each of the Principal Leadership Standards.

For all school administrators:
1 Procedures for conducting observations and collecting data and other evidence
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of instructional leadership.

Other Indicators of Performance

The district has provided and meets the following criteria:

0
O
0

Described the additional performance indicators, if any.

The percentage of the final evaluation that is based upon the additional indicators.

The scoring method, including how it is calculated and combined.

Summative Evaluation Score

The district has provided and meets the following criteria:

(l
(
(l

Summative evaluation form(s).

Scoring method, including how it is calculated and combined.

The performance standards used to determine the summative evaluation rating
(the four performance levels: highly effective, effective, needs
improvement/developing, unsatisfactory).

Additional Requirements

The district has provided and meets the following criteria:

O

O

Documented that the evaluator is the individual who is responsible for
supervising the employee.

Identified additional positions or persons who provide input toward the
evaluation, if any.

Description of training programs:

O

0l

Documented:
]
O
O

0l

Processes to ensure that all employees subject to an evaluation system are
informed on evaluation criteria, data sources, methodologies, and procedures
associated with the evaluation before the evaluation takes place.

Processes to ensure that all individuals with evaluation responsibilities and
those who provide input toward evaluation understand the proper use of the
evaluation criteria and procedures.

Processes for providing timely feedback to the individual being evaluated.
Description of how results from the evaluation system will be used for
professional development.

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

All school administrators must be evaluated at least once a year.

For school administrators:

O

Liberty County School District

Inclusion of opportunities for parents to provide input into performance
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evaluations when the district determines such input is appropriate.
Description of the district’s criteria for inclusion of parental input.
Description of manner of inclusion of parental input.

Description of the district’s peer assistance process, if any.

Description of an opportunity for instructional personnel to provide input into
a school administrator’s evaluation, if any.

ooood

District Evaluation Procedures

The district has provided and meets the following criteria:

] That its evaluation procedures comply with s. 1012.34(3)(c), F.S., including:

» That the evaluator must submit a written report of the evaluation to the
district school superintendent for the purpose of reviewing the employee’s
contract.

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

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

» That the employee shall have the right to initiate a written response to the
evaluation and the response shall become a permanent attachment to his
or her personnel file.

[J That district evaluation procedures require the district school superintendent to
annually notify the Department of any school administrators who receive two
consecutive unsatisfactory evaluations and to notify the Department of any
school administrators who are given written notice by the district of intent to
terminate or not renew their employment, as outlined in s. 1012.34, F.S.

District Self-Monitoring

The district self-monitoring includes processes to determine the following:

(] Evaluators’ understanding of the proper use of evaluation criteria and
procedures, including evaluator accuracy and inter-rater reliability.
Evaluators provide necessary and timely feedback to employees being
evaluated.

Evaluators follow district policies and procedures in evaluation system(s).
The use of evaluation data to identify individual professional development.
The use of evaluation data to inform school and district improvement plans.

ooo O
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Appendix B — Self Assessment
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Liberty County School District
Administrative Evaluation System

SELF ASSESSMENT
MName:
School: School Year:
Signature of Administrator Signature of Supervisor

Domain 1: Student Achievement
The focus is on leadership practices that impact prioritization and results -
for student achievement on priority learning goals - knowing what's E E "
important, understanding what's needed, and taking actions that get = § "3- E " %
results. 23 S - E g E
E »= g2 ]
T2 | 358 3%
Proficiency Area 1 - Student Learning Results: Effective school leaders achieve HE E HE E HE E
results on the school's student learning goals and direct energy, influence, and NI US NI Us NI US
resources toward data analysis for instructional improvement, development and
implementation of quality standards-based curricula.
Indicator 1.1 - Academic Standards: The leader demonstrates understanding of HE E HE E HE E
student requirements and academic standards {Common Core and NG555). NI US NI USs NI US
Indicator 1.2 = Performance Data: The leader demonstrates the use of studentand | HE E HE E HE E
adult performance data to make instructional leadership decisions. NI US NI US NI US
Indicator 1.3 = Planning and Goal Setting: The leader demonstrates planning and HE E HE E HE E
goal setting to improve student achievement. NI US NI US NI US
Indicator 1.4 - Student Achievement Results: The leader demonstrates evidence of | HE E HE E HE E
student improvement through student achievement results. NI US NI USs NI US
Proficiency Area 2 - Student Learning as a Priority: Effective school leaders HE HE HE
demonstrate that student learning is their top priority through effective E E E
leadership actions that build and support a learning organization focused on NI NI NI
student success. us us us
Indicator 2.1 - Learning Organization: The leader enables faculty and staff to work HE E HE E HE E
as a system focused on student learning, and engages faculty and staff in efforts to | NI US NI USs NI US
close learning performance gaps among student subgroups within the school.
Indicator 2.2 - School Climate: The leader maintains a school climate that supports HE E HE E HE E
student engagement in learning. NI US NI US NI US
Indicator 2.3 - High Expectations: The leader generates high expectations for HE E HE E HE E
learning growth by all students. NI US NI _US NI US
Indicator 2.4 - Student Performance Focus: The leader demonstrates understanding | HE E HE E HE E
of present levels of student performance based on routine assessment processes NI US NI Us NI US
that reflect the current reality of student proficiency on academic standards.
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Domain 2: Instructional Leadership
The focus is on instructional leadership = what the leader does and
enables others to do that supports teaching and learning.

Administrator’s

Proficlency Area 3 - Instructional Plan Implementation: Effecthve school leaders
work collaboratively to develop and Implement an instructional framework that
aligns currleulum with state standards, effective instructional practices, student
learning needs, and assessments.

Em Self Assessment

ZR Supervisor's

& m | Initial

itﬂmﬁms
& ™| Assessment

Indicator 3.1 — FEAPs: The leader aligns the school’s Instructional programs and
practices with the Florida Educator Accomplished Practices (FEAPs) (Rule BA-5.085,
F.A.C), and models use of Flarida’s common language of instruction to gulde
faculty and staff's Implermentation of the foundational principles and practices.

HE
Ml

Eom

us

HE E
NI US

Indicator 3.2 - Standards-based Instruction: The leader delivers an instructional
prograrm that implements the state's adopted academic standards [Common Core
and MG555) in a manner that is rigorous and culturally relevant to the students by
aligning academic standards, effective Instruction and leadership, and student
performance practices with systern objectives, Improvement planning, faculty
proficiency needs, and appropriate instructbonal goals, and communicating to
faculty the cause and effect relatbonship between effective Instruction on academic
standards and student performance.

HE
Ml

HE
NI

us

HE E
NI US

Indicator 3.3 - Learning Goals Alignments: The leader implements recurring
ronitoring and feedback processes to insure that priority learning goals
establiched for students are based on the state's adopted student acadermic
standards as defined in state course descripthons, presented in student accessible
forms, and accompanled by scales of rubrics to gulde tracking progress toward
student mastery.

HE
Ml

Fom

HE
Ml

U5

HE E
Ml U3

Indicator 3.4 - Curriculurm Alignments: The leader implements systemic processes
to Insure alignment of curriculurm resources with state standards for the coursas

taught.

HE
Ml

mom

HE
NI

us

HE E
NI US

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

HE
Ml

5om

HE
NI

us

HE E
Ml U5

Indicator 3.6 - Faculty Effectiveness: The leader monitars the effectiveness of
classroom teachers and uses contemporary research and the district’s instructhonal
evaluation system criteria and procedures to improve student achlevement and
faculty profickency on the FEAPS.

HE
Ml

B om

HE
Ml

us

HE E
Ml U3

Proficlency Area 4 - Faculty Development: Effective schiooal leaders recrult, retaln,
and develop an effective and diverse faculty and staff; focus on evidence,
research, and classroom realities faced by teachers; link professional practice
with student achlevernent to demonstrate the cause and effect relationship;
facilitate effective professional development; monltor implementation of critheal
initlathees; and secure and provide timely feedback to teachers so that feedback
can be used to increase teacher professional practice.

Em

Indicator 4.1 - Recrultrnent and Retention: The leader empboys a faculty with the
Instructional proficlencles neaded for the school population served.

HE
Ml

HE
NI

Uus

HE E
NI US

Indicator 4.2 - Feedback Practices: The leader monitors, evaluates proficlency, and
secures and provides timely and actionable feedback to faculty on the
effectiveness of instructhon on priority Instructienal goals, and the cause and effect
relationships between professional practice and student achievernent on thosa

| goals.

HE
Ml

HE
Ml

us

HE E
Ml U3
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Indicator 4.3 - High Effect Size Strategies: Instructional personnel recelve recurring | HE E HE E HE E

feedback on thelr profickency on high effect size instructional strategies. NI Us NI Us NI Us
Indicator 4.4 -Instructional Initiatives: District-supported state Initiatives focused HE E HE E HE E
on student growth are supported by the leader with specific and cbservable Ml US NI Us NI Us

actions, including monitoring of Implementation and measurement of progress
toward initiathkee goals and professional learning to Improve faculty capacity to
Implement the inltlatives.

Indicator 4.5 - Facilitating and Leading Professional Learning: The leader manages HE E HE E HE E
the organization, operatbons, and facilities to provide the faculty with guality Ml US NI Us NI Us
resgurces and time for professional learning and promotes, participates In, and
engages faculty in effective individual and collaborative learning on priority
professional goals throughout the school year.

Indicator 4.6 - Faculty Developrnent Alignments: The leader Implements HE E HE E HE E
professional learming processes that enable faculty to deliver culturally relevant Ml US NI Us NI Us

and differentlated Instruction by generating a focus on student and professional
learning in the school that ks clearly linked to the systerm-wide objectives and the
school improvement plan; dentifying faculty Instructhonal proficlency needs
{Including standards-based content, research-based pedagogy, data analysis for
Instructional planning and improvernent); aligning faculty developrment practices
with systern objectives, Improvement planning, faculty profickency needs, and
appropriate instructional goals; and wsing Instructional technology as a learming
toeol fior students and faculty.

Indicator 4.7 - Actual Improvernent: The leader Improves the percentage of HE HE E HE E
effective and highly effective teachers on the faculty. Ml NI Us NI Us

& mGE m
=
m

Proficlency Area 5 - Leamning Emdronment: Effective school leaders structure and | HE E
raonitor a school learning environment that improves learning for all of Florida®s | NI NI s Nl Us
diverse student population.

Indicator 5.1 - Student-Centered: The leader maintains a safe, respectful and HE E HE E HE E
Inclusive student-centered learning environment that Is focused on equitable Ml Us Nl us NI Us
opportunities for learning, and bullding & foundation for a fulfilling life in a

democratic sodety and ghobal economy by providing recurring monitoring and

feedback on the quality of the learning emdronment and aligning learning

enviranment practices with system objectives, Improvement planning, faculty

proficiency needs, and appropriate instructional goals.

Indicator 5.2 — Success-Orlented: The leader inktlates and supports continuous HE E HE E HE E
Improvement processes and a multi-tlered systern of supports focused on the Ml US NI Us NI Us
students’ opportunities for success and well-belng.

Indicator 5.3 - Diversity: To align diversity practices with system objectives, HE E HE E HE E
improvement planning, faculty proficlency needs, and appropriate instructional Ml US NI Us NI Us

goals, the leader recognizes and uses diversity as an asset in the development and
implementation of proceduras and practices that motivate all students and
improve student learning, and promotes school and classroom practices that
validate and value similarities and differences among students.

Indicator 5.4 - Achleverment Gaps: The leader engages faculty In recognizing and HE E HE E HE E
understanding cultural and developmental lssues related to student learning by Ml US NI Us NI Us
Identifying and addressing strategies to minimize andfor eliminate achievement
| Eaps assoriated with student subgroups within the schoal.
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Domain 3 - Operational Leadership

The focus is on school operations and leadership practices that integrate "l;; .

operations into an effective system of education. % +  E 5 '
AT Eg
33 (3l S

Proficlency Area & - Decislon-Making: Effective school leaders employ and HE E HE E HE E

monitor & declslon-making process that |s based on vislon, misslon, and Ml US NI Us NI US

Improvement priorities using facts and data; manage the deckslon-making
process, but not all declsions, using the process to empower others and distribute
leadership when appropriate; establish personal deadlines for themsehes and
the entire organization; and use a transparent process for making declskbons and
articulating who makes which decislons.

Indicator 6.1- Priortization Practices: The leader glves priority attention to HE
dedslons that impact the guality of student leamning and teacher proficlency, M
gathering and analyzing facts and data, and assescing alignment of declslons with
school vislon, misslon, and Improvement priorithes.

5 m

NI Us NI Us

Indicator 6.2 — Problem-5olving: The leader uses critical thinking and problem- HE E HE E HE E
solving technigues to define problems and Identify solutlons. Ml US Nl Us NI US
Indicator 6.3 - Quality Control: The leader malntains recuring processes for HE E HE E HE E
evaluating decislons for effectiveness, equity, Intended and actual cutcorme(s); Ml US NI us NI Us

Implements follow-up actions revealed as appropriate by feedback and monitoring;
and revises decksbons or implements actions as needed_
Indicator 6.4 - Distributive Leadership: The lkeader empowers others and distributes | HE E HE E HE E

leadership when appropriate. Ml US NI s NI Us
Indicator £.5 - Technology Integratbon: The leader employs effective technobogy HE E HE E HE E

Integration to enhance decision making and efficlency throughouwt the school. The Ml US Nl Uus NI USs
leader processes changes and captures opportunities avallable through soclal
networking tools, accesses and processes information through a varlety of online
resources, Incorporates data-driven declsbon making with effective technology
Integration to analyze school results, and develops strategles for coaching staff as
they integrate technology into teaching, learning, and assessment processes.
Proficlency Area 7 - Leadership Development: Effective school leaders actively HE E HE
cultivate, support, and develop other leaders within the erganization, modeling Ml US 1}
trust, competency, and integrity In ways that positheely impact and Inspire
| growth in other potential leaders.

Indicator ¥.1 - Leadership Team: The leader identifies and culthvates potentlal and HE E HE E HE E
emerging leaders, promotes teacher-leadership functions focused on Instructional Ml Us NI us Nl Us
proficiency and student learning, and aligns leadershig development practices with
system objectives, improvement planning, leadership proficlency needs, and
appropriate instructional goals.

Indicator ¥.2 — Delegation: The leader establishes delegated areas of responsibility | HE E HE E HE E
for subordinate leaders and manages delegation and trust processes that enable Ml US Nl Uus NI Us
such leaders to initlate projects or tasks, plan, implement, monltor, provide guality
control, and bring projects and tasks to closure.

Indicator 7.3 - Succession Planning: The leader plans for and Implements successlon | HE E HE E HE E
management in key positions. Nl US Nl Uus NI US
Indicator ¥.4 - Belationships: The leader develops sustainable and supportive HE E HE E HE E
relationships between school leaders, parents, community, higher education, and Ml US NI us NI Us
business leaders.

Em
z
Em
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Froficlency Area B - School Management: Effective school leaders manage the HE E HE E HE E
organization, operations, and facilities in ways that maximize the use of Ml US NI Us NI U5
resources to promote a safe, efficlent, legal, and effective learning environment;

effectively manage and delegate tasks and consistently demonstrate flscal

efficlency; and understand the benefits of going deeper with fewer Inltlathves as

opposed to superflcial coverage of everything.

Indicator 8.1 - Organizational Skills: The leader organizes time, tasks, and projects HE E HE E HE E
effectively with clear objectives, coherent plans, and establishes appropriate Ml S NI US NI Us
deadlines for self, faculty, and staff.

Indicator 8.2 - Strategic Instructional Resourcing: The leader maximizes the impact | HE E HE E HE E
of school personnel, fiscal and facllity resources to provide recurring systermic Ml S NI US Ml Us
support for Instructhional priorities and a supportive learning environment.

Indicator 8.3 — Collegial Learning Resources: The leader manages schedules, HE E HE E HE E
delegates, and allocates resources to provide recurring systernlc support for Ml S Nl Us NI Us

collegial learning processes focused on school improvement and faculty
development.

Proficlency Area 9 - Communication: Effective school leaders use appropriate HE E HE E HE
oral, written, and electronic communication and collaboration skills to Ml US NI Us M
aceamplish sehool and systern goals by practicing two-way communlcations,
seeking to listen and learn from and bullding and malntaining relatlonships with
students, faculty, parents, and community; managing a process of regular
communications to staff and comrmunity keeplng all stakeholders engaged In the
wiork of the school; recognizing individuals for good work; and malntaining high
vislbllity at school and in the community.

Indicator 9.1 - Constructive Conversations: The leader actively listens to and learns | HE E HE E HE E
from students, staff, parents, and community stakeholders and creates Ml US Nl US Nl U5
opportunities within the school to engage students, faculty, parents, and
community stakeholders in constructive conversations about Important ssues.

= m

Indicator 9.2 - Clear Goals and Expectations: The leader communicates goals and HE E HE E HE E

expectations clearly and concisely using Florkda's common language of instruction Ml S Nl Us NI U5

and appropriate written and oral skills, communicates student expectations and

performance Information to students, parents, and community, and ensures

faculty recelve timely iInformation about student learning requirements, academic

standards, and all other local, state, and federal administrathve requirements and

dedsions.

Indicator 9.3 - Accessibility: The lesder maintains high visibllity at school and inthe | HE E HE E HE E

conmunity, regularly engages stakeholders in the work of the school, and utllizes Ml S NI US NI Us

appropriate technologles for communication and collaboration.

Indicator 9.4 - Recognitions: The leader recognizes Individuals, collagial work HE E HE E HE E
| groups, and supporting organizations for effective performance. Ml S NI US NI US

Domain & - Professional and Ethical Behaviors
The focus is on the leader's professional conduct and leadership practices
that represent quality leadership.

Administrator’s

& m Self Assessment

]
E A
e
i3] &
Proficlency Area 10 - Professional and Ethical Behaviors: Effective school leaders | HE HE E HE E
demaonstrate personal and professional behaviors consistent with guality M NI Us NI US
practices in education and as a community leader by staying Informed on current
research In education and demonstrating thelr understanding of the research,
| engage in professional development opportunities that improve personal
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professional practice and allgn with the needs of the school system, and generate
a professional development focus in thelr school that is deardy linked to the

system-wide sirategic objectives.
Indicator 10.1 - Resillency: The leader demonstrates resiliency in pursult of student | HE E HE E HE E
learming and faculty development by staying focused on the school viskon and Ml Us NI Us Nl Us

reacting constructively to adversity and barriers to success, acknowledging and
learming from errors, constructively managing disagreement and dissent with
leadership, and brimging logeLther people and resowroes wilh e commuon bediel
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 HE E HE E HE E
that Improves professional practice in alignment with the needs of the school and Ml Us NI Us Nl Us
gystem and demonstrates explicit improvement in specific performance areas
based on previous evaluations and formative feedback.

Indicator 10.3 — Commitment: The leader demonstrates a commitment to the HE E HE E HE E
success of all students, identifying barriers and their impact on the well-belng of Ml Us NI Us Nl Us
the school, families, and local community.

Indicator 10.4 - Professional Conduct: The leader adheres to the Code of Ethics of HE E HE E HE E
the Education Profession in Florida [Rule 6B-1.001, F.AC.) and to the Principles of Ml Us NI Us Nl Us
Professional Conduct for the Education Profession (Rule 6B-1.006, F.A C).

List at least two {2} Profldency Areas of concern or needed growth. Proficiency Areas rated less than effective must be
listed. \Write a SMART goal for each area.

1

Goal:

Goal:

Goal:

Goal:
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