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DEPARTMENT OF EDUCATION

Staff Performance Evaluation Plan Submission Coversheet
SY 2021-22

CONTEXT: Indiana Code (IC) 20-28-11.5-8(d) requires each school corporation to submiit its entire staff performance evaluation plan to the Indiana
Department of Education (IDOE) and requires IDOE to publish the plans on its website. This coversheet is meant to provide a reference for IDOE
staff and key stakeholders to view the statutory- and regulatory-required components of staff performance evaluation plans for each school
corporation. Furthermore, in accordance with IC 20-28-11.5-8(d), a school corporation must submit its staff performance evaluation plan to IDOE for
approval in order to qualify for any grant funding related to this chapter. Thus, it is essential that the reference page numbers included below clearly
demonstrate fulfilment of the statutory (IC 20-28-11.5) and regulatory (511 IAC 10-6) requirements.

School Corporation Name: Elwood 0033%5, School Corporation
School Corporation Number: 5280
Evaluation Plan Website Link: https://elwood.k12.in.us/departments/h_r___ payroll

For the 2021-2022 School Year, we have adopted the following Evaluation Model:
L] The System for Teacher and Student Advancement (TAP)

.1 The Peer Assistance and Review Teacher Evaluation System (PAR)

K RISE State Model

[ Locally Developed Plan

[ Other

Questions: Contact Rebecca Estes, Director of Leadership & Innovation, restes@doe.in.gov




Instructions:

In the chart below, please type the page numbers in your staff performance evaluation document which clearly display compliance with the
requirements. Please note, your plan may include many other sections not listed below.

Submission:

Once completed, please upload this coversheet to DOE Online under Legal Assurance 12 by Friday, September 17. If you cannot provide a

direct website link (above) to your evaluation plan, you must upload the entire plan and this coversheet as a single PDF.
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Elwood Community Dr. Joe Brown

. Superintendent

SChOOI Corp Oratlon Mrs. Amanda Brophy
1306 N. Anderson St. Director of Learning
Elwood, IN 46036 _Mrs. Linda Jones
Phone: (765) 552-9861 Director of Business

Fax: (765) 552-8088

The Hope of Our Country

To: ECSC Certified Teachers

From: Dr. Joe Brown, Superintendent
Date: July 22, 2021

Re: ECSC Teacher Evaluation Handbook

The Elwood Community School Corporation Teacher Evaluation Handbook is RISE 3.0, the Indiana
Department of Education evaluation model. Due to the global pandemic and legislation, the student data
component will be eliminated again for the ‘21-'22 school year, meaning 100% of Teacher Effectiveness
Ratings will be based on the rubric.

The following employees will use alternative rubrics that are more aligned with the responsibilities of their
positions.

Guidance Counselors/Social Workers

e |Intervention/Title | Teachers

e Librarian

e Special Education Staff

Teachers, other than teachers rated as Highly Effective for the ‘2021 school year, will have a minimum of
two extended (40 minute) observations a year; one each semester. This group of teachers will also have a
minimum of three short (10 minute) observations a year; at least one per semester. Teachers rated as
Highly Effective for the ‘20-'21 school year will have a minimum of one extended observation and two short
observations.

Extended observation conferences will occur within five days of the observation. Short observation .
feedback will be given within two days of the observation. Formal observations will start August 2, 2021
and end by May 20, 2022. Summative evaluations will be completed by May 27, 2022. Administrators will
not observe the day before any break.

Evaluators for certified staff will be certified administrators. When possible, this will be an administrator that
works primarily in the building where the teacher is employed. Evaluators will go through an in-depth initial
training of RISE prior to starting observations. The Superintendent and Director of Learning will provide
ongoing professional development on the observation and feedback process.

The Teacher Support Process will continue and can be found here. The Teacher Support Process must
require the use of the certified teacher’s license renewal credits in professional development activities
intended to help him or her reach an Effective rating on the next evaluation.




School and district administration will ensure a student will not be instructed for two consecutive years by
two consecutive teachers that are rated as Ineffective. [f it is not possible to comply with this, Elwood
Community School Corporation will notify parents and guardians prior to school starting.
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RISE

Indiana’s State Model on Teacher Evaluation

Background/Context

RISE was designed and revised to provide a quality system, aligned with current legislative
requirements that local corporations can adopt in its entirety, or use as a model as they develop
evaluation systems to best suit their local contexts. RISE was developed over the course of a
year by the Indiana Teacher Evaluation Cabinet, a diverse group of educators and administrators
from around the state, more than half of whom have won awards for excellence in teaching. These
individuals dedicated their time to develop a system that represents excellence in instruction and
serves to guide teacher development. To make sure that their efforts represented the best thinking
from around the state, their work was circulated widely to solicit feedback from educators
throughout Indiana.

A meaningful teacher evaluation system should reflect a set of core convictions about good
instruction. From the beginning, the Indiana Teacher Evaluation Cabinet sought to design a model
evaluation system focused on good instruction and student outcomes. RISE was designed to be
fair, accurate, transparent, and easy-to-use. IDOE staff and the Indiana Teacher Evaluation
Cabinet relied on three core beliefs about teacher evaluation during the design of RISE:

« Nothing we can do for our students matters more than giving them effective
teachers. Research has proven this time and again. We need to do everything we can fo
give all our teachers the support they need to do their best work, because when they
succeed, our students succeed. Without effective evaluation systems, we can't identify
and retain excellent teachers, provide useful feedback and support, or intervene when
teachers consistently perform poorly.

e Teachers deserve to be treated like professionals. Unfortunately, many evaluations
treat teachers like interchangeable parts—rating nearly all teachers the same and failing
to give teachers the accurate, useful feedback they need to do their best work in the
classroom. We need to create an evaluation system that gives teachers regular feedback
on their performance, opportunities for professional growth, and recognition when they do
exceptional work. We are committed to creating evaluations that are fair, accurate and
consistent, based on multiple factors that paint a complete picture of each teacher's
success in helping students learn.

« A new evaluation system will make a positive difference in teachers’ everyday lives.
Novice and veteran teachers alike can look forward to detailed, constructive feedback,
tailored to the individual needs of their classrooms and students. Teachers and principals
will meet regularly to discuss successes and areas for improvement, set professional
goals, and create an individualized development plan to meet those goals.
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Timeline for Development

The timeline below reflects the roll-out of the state model for teacher evaluation. Legislature
required statewide implementation of new or modified evaluation systems compliant with 1C 20-
28-11.5-4 by school year 2012-2013. To assist corporations in creating evaluation models of their
own, the state piloted RISE in school year 2011-2012. All documents for RISE version 1.0 were
released by January 2012, and key lessons from the pilot led to RISE 2.0, the refined model of
the original system. House Enrolled Act (HEA) 1002 (2020) amended existing 1.C. 20-28-11.5-4
by removing the requirement that student assessment results from statewide standardized
assessments be used as part of a certified employee’s annual evaluation performance plan. This
legislative change led to the further refinement of the original system to create RISE 3.0.

Corporations may choose to adopt RISE entirely, draw on components from the model, or create
their own system for implementation. Though corporations are encouraged to choose or adapt
the evaluation system that best meet the needs of their local schools and teachers, in order to
maintain consistency, only corporations that adopt the RISE system wholesale or make only minor
changes may use the RISE label, and are thus considered by IDOE to be using a version of RISE.
For a list of allowable modifications of the RISE system, see Appendix A.

Figure 1: Timeline for RISE design and implementation

RISE Pilot and

Design Refine RISE
10-11 “11-'12 3 - : 30Jul 0

* Note: Statewide implementatioh refers to corporations adopting new evaluations systems in line
with Indiana Code requirements. RISE is an option and resource for corporations, but is not
mandatory.

Performance Level Ratings
Each teacher will receive a rating at the end of each school year in one of four performance levels:

« Highly Effective: A highly effective teacher consistently exceeds expectations. This is a
teacher who has demonstrated excellence, as determined by a trained evaluator, in locally
selected competencies reasonably believed to be highly correlated with positive student
learning autcomes.

» Effective; An effective teacher consistently meets expectations. This is a teacher who has
consistently met expectations, as determined by a trained evaluator, in locally selected
competencies reasonably believed to be highly correlated with positive student learning
outcomes.

« Improvement Necessary: A teacher who is rated as improvement necessary requires a
change in performance before he/she meets expectations. This is a teacher who a trained
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evaluator has determined to require improvement in locally selected competencies
reasonably believed to be highly correlated with positive student learning outcomes.

"“la,'q&

« Ineffective: An ineffective teacher consistently fails to meet expectations. This is a
teacher who has failed to meet expectations, as determined by a trained evaluator, in
locally selected competencies reasonably believed to be highly correlated with positive
student learning outcomes.

A System for Teachers

RISE was created with classroom teachers in mind and may not be always be appropriate to use
to evaluate schoo! personnel who do not directly teach students, such as instructional coaches,
counselors, etc. Though certain components of RISE can be easily applied to individuals in
support positions, it is ultimately a corporation’s decision whether or not to modify RISE or adapt
a different evaluation system for these roles. Corporations that modify RISE or adapt a different
system for non-classroom teachers are still considered by the Indiana Department of Education
to be using a version of RISE as long as they are using RISE for classroom teachers and this
version of RISE meets the minimum requirements specified in Appendix A.

Overview of Components

Every teacher is unique, and the classroom is a complex place. RISE relies on multiple sources
of information to paint a fair, accurate, and comprehensive picture of a teacher's performance.
While professional practice will be evaluated on the Indiana Teacher Effectiveness Rubric,
corporations may also choose to incorporate additional components that fit local goals and
context.

1. Professional Practice — Assessment of instructional knowledge and skills that influence
student learning, as measured by competencies set forth in the Indiana Teacher
Effectiveness Rubric. All teachers will be evaluated in the domains of Planning, Instruction,
Leadership, and Core Professionalism.

2. Additional Components — Current legislation allows for the following components to be
used to inform teacher evaluations: Test scores of students (both formative and
'summative): Classroom presentation observations; Observation of student-teacher
interaction; Knowledge of subject matter; Dedication and effectiveness of the teacher
through time and effort on task; Contributions of teachers through group teacher
interactivity in fulfiling the school improvement plan; Cooperation of the teacher with
supervisors and peers; Extracurricular contributions of the teacher; Outside performance
evaluations; Compliance with school corporation rules and procedures; or Other items
considered important by the school corporation in developing each student to the student's
maximum intellectual potential and performance.
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Component 1: Professional Practice

indiana Teacher Effectiveness Rubric: Background and Context
The Teacher Effectiveness Rubric was developed for three key purposes:

1. To shine a spotlight on great teaching: The rubric is designed to assist principals in
their efforts to increase teacher effectiveness, recognize teaching quality, and ensure that
all students have access to great teachers.

2. To provide clear expectations for teachers: The rubric defines and prioritizes the
actions that effective teachers use to make gains in student achievement.

3. To support a fair and transparent evaluation of effectiveness: The rubric provides the
foundation for accurately assessing teacher effectiveness along four discrete ratings.

While drafting the Teacher Effectiveness Rubric, the development feam examined teaching
frameworks from numerous sources, including:

¢ Charlotte Danielson’s Framework for Teachers

s |owa's A Model Framework

+ KIPP Academy’s Teacher Evaluation Rubric

« Robert Marzano's Classroom Instruction that Works
« Massachusetts' Principles for Effective Teaching

« Kim Marshall's Teacher Evaluation Rubrics

¢ National Board’s Professional Teaching Standards

* North Carolina's Teacher Evaluation Process

« Doug Reeves' Unwrapping the Standards

» Research for Bettering Teaching’s Skilfful Teacher

o Teach For America’s Teaching as Leadership Rubric
» Texas' TxBess Framework

» Washington DC's IMPACT Performance Assessment
e Wiggins & McTighe's Understanding by Design

in reviewing the current research during the development of the teacher effectiveness rubric, the
goal was not to create a teacher evaluation tool that would try to be ali things to all people. Rather,
the rubric focuses on evaluating teachers’ primary responsibility: engaging students in rigorous
academic content so that students learn and achieve. As such, the rubric focuses on evaluating
the effectiveness of instruction, specifically through observable actions in the classroom.
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Indiana Teacher Effectiveness Rubric: Overview

RISE

The primary portion of the Teacher Effectiveness Rubric consists of three domains and nineteen

competencies.

Figure 2: Domains 1-3 and Competencies

(Domain 1: Planning

1.1 Utilize Assessment Data to Plan

1.2 Set Ambitious and Measurable Achievement Goals

1.3 Develop Standards-Based Unit Plans and Assessments
1.4 Create Objective-Driven Lesson Plans and Assessments
1.5 Track Student Data and Analyze Progress

>

\.

Domain 2: Instruction {

2.1 Develop Student Understanding and Mastery of Lesson Objectives

2.2 Demonstrate and Clearly Communicate Content Knowledge to Students

2.3 Engage Students in Academic Content

2.4 Check for Understanding

2.5 Modify Instruction as Needed

2.6 Develop Higher Level of Understanding Through Rigorous Instruction and Work
2.7 Maximize [nstructional Time

2.8 Create Classroom Culture of Respect and Collaboration

2.9 Set High Expectations for Academic Success

Domain 3: Leadership

3.1 Contribute to School Culture

3.2 Collaborate with Peers

3.3 Seek Professional Skills and Knowledge
3.4 Advocate for Student Success

3.5 Engage Families in Student Learning

~

&

' In addition to these three primary domains, the Teacher Effectiveness Rubri"c; contains a fourth

domain, referred to as Core Professionalism, which reflects the non-negotiable aspects of a

teacher's job.

The Core Professionalism domain has four criteria:
¢ Attendance
¢ On-Time Arrival
« Policies and Procedures
+ Respect

The Indiana Teacher Effectiveness Rubric

In Appendix C of this handbook, you will find the Teacher Effectiveness Rubric. All supporting ohservation

and conference documents and forms can be found in Appendix B.
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Observation of Teacher Practice: Questions and Answers for Teachers
How will my proficiency on the Indiana Teacher Effectiveness Rubric be assessed?

Your proficiency will be assessed by a primary evaluator, taking into account information coliected
throughout the year during extended observations, short observations, and conferences
performed by both your primary evaluator as well as secondary evaluators.

What is the role of the primary evaluator?

Your primary evaluator is responsibie for tracking your evaluation results and helping you to set
goals for your development. The primary evaluator must perform at least one of your short and at
least one of your extended observations during the year. Once all data is gathered, the primary
evaluator will look at information collected by all evaluators throughout the year and determine
your summative rating. He or she will meet with you to discuss this final rating in a summative
conference.

What is a secondary evaluator?

A secondary evaluator may perform extended or short observations as well as work with teachers
to set Student Learning Objectives. The data this person coliects is passed on to the primary
evaluator responsible for assigning a summative rating.

Do all teachers need to have both a primary and secondary evaluator?

No:. It is possible, based on the capacity of a school or corporation, that a teacher would only have
a primary evaluator. However, it is recommended that, if possible, more than one evaluator
contribute to a teacher's evaluation. This provides multiple perspectives on a teacher’s
performance and is beneficial to both the evaluator and teacher.

What is an extended observation?

An extended observation lasts a minimum of 40 minutes. it may be announced or unannounced.
It may take place over one class or span two consecutive class periods.

Are there mandatory conferences that accompany an extended observation?

a. Pre-Conferences: Pre-Conferences are not mandatory, but are scheduled by request of
teacher or evaluator. Any mandatory pieces of information that the evaluator would like to
see during the observation (lesson plans, gradebook, etc.), must be requested of the
teacher prior to the extended observation.

b. Post-Conferences; Post-Conferences are mandatory and must occur within five school
days of the extended observation. During this time, the teacher must be presented with
written and oral feedback from the evaluator.

How many extended observations will I have in a year?
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All teachers must have a minimum of two extended observations per year — at least one per
semester.

Who is qualified to perform extended observations?

Any trained primary or secondary evaluator may perform an extended observation. The primary
evaluator assigning the final, summative rating must perform a minimum of one of the exiended
observations.

What is a short cbservation?

A short observation lasts a minimum of 10 minutes and should not be announced. There are no
conferencing requirements around short observations, but a post-observation conference should
be scheduled if there are areas of concern. A teacher must receive written feedback following a
short observation within two school days.

How many short observations will | have in a year?

All teachers will have a minimum of three short observations — at least one per semester.
However, many evaluators may choose to visit classrooms much more frequently than the
minimum requirement specified here.

Who is qualified to perform short observations?

Any primary evaluator or secondary evaluator may perform a short observation. The primary
evaluator assigning the final, summative rating must perform a minimum of one of the short
observations.

Is there any additional support for struggling teachers?

It is expected that a struggling teacher will receive observations above and beyond the minimum
number required by RISE. This may be any combination of extended or short observations and
conferences that the primary evaluator deems appropriate. It is recommended that primary
evaluators place struggling teachers on a professional development plan.

Will my formal and informal observations be scored?

Both extended and short observations are times for evaluators to collect information. There will
be no summative rating assigned until all information is collected and analyzed at the end of the
year. However, all evaluators are expected to provide specific and meaningful feedback on
performance following all observations. For more information about scoring using the Teacher
Effectiveness Rubric, please see the scaring section of this handbook.

Domain 1: Planning and Domain 3: Leadership are difficult to assess through classroom
observations. How will | be assessed in these Domains?

Evaluators should collect material outside of the classroom to assess these domains. Teachers
should also be proactive in demonstrating their proficiency in these areas. However, evidence
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collection in these two domains should not be a burden on teachers that detracts from quality
instruction. Examples of evidence for these domains may include (but are not limited to):

a. Domain 1: Planning - lesson and unit plans, planned instructional materials and activities,
assessments, and systems for record keeping

b. Domain 3: Leadership - documents from team planning and collaboration, call-logs or
notes from parentteacher meetings, and attendance records from professional
development or school-based activities/events

What is a professional development plan?

An important part of developing professionally is the ability to self-reflect on performance. The
professional development plan is a tool for teachers to assess their own performance and set
development goals. In this sense, a professional development plan supports teachers who strive
to improve performance, and can be particularly helpful for new teachers. Although every teacher
is encouraged to set goals around his/her performance, only teachers who score an “Ineffective”
or “Improvement Necessary” on their summative evaluation the previous year are required to
have a professional development plan monitored by an evaluator. This may also serve as the
remediation plan specified in Public Law 90.

If | have a professional development plan, what is the process for setting goals and assessing my
progress?

Teachers needing a professional development plan work with an administrator to set goals at the
beginning of the academic year. These goals are monitored and revised as necessary. Progress
towards goals is formally discussed during the mid-year conference, at which point the evaluator
and teacher discuss the teacher's performance thus far and adjust individual goals as necessary.
Professional development goals should be directly tied to areas of improvement within the
Teacher Effectiveness Rubric. Teachers with professional development plans are required to use
license renewal credits for professional development aciivities.

Is there extra support in this system for new teachers?

Teachers in their first few years are encouraged to compiete a professional development plan
with the support of their primary evaluator. These teachers will benefit from early and frequent
feedback on their performance. Evaluators should adjust timing of observations and conferences
to ensure these teachers receive the support they need. This helps to support growth and also to
set clear expectations on the instructional culture of the building and school leadership.

Teacher Effectiveness Rubric: Scoring

Evaluators are not required to score feachers after any given observation. However, it is essential
that during the observation the evaluator take evidence-based notes, writing specific instances of
what the teacher and students said and did in the classroom. The evidence that evaluators record
during the observation should be non-judgmental, but instead reflect a clear and concise account
of what occurred in the classroom. The difference between evidence and judgment is highlighted
in the examples below.
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Figure 3; Evidence vs. Judgment

'--(9 32 am) Teacher asks .Does everyo 'e understand’?
{3 Student yes; no: response from thers) :
r:Teache says Great let 'move on:

he_’teacher (
students understand concepts

;_"i_(_Q:_A_i__1_',ar_n)_'.'T.eaCher Sks:'i_:_How : do '_Wef_-"d'etétmi_r_ilé;an S
element? AN

;Z_Teacher:says By protons ng'ht P

Teacher to Student 1: “Tori, will you explaan yourwork on  The teacher asks students a lot of engaging
this problem?" {(Student explains work.) questions and stimulates good classroom
Teacher to Student 2: “Nick, do you agree or disagree with  discussion.

Tori's method?" (Student agrees) "“Why do you agree?”

After the observation, the evaluator should take these notes and match them to the appropriate
indicators on the rubric in order to provide the teacher with rubric-aligned feedback during the
post-conference. Although evaluators are not required to provide teachers interim ratings on
specific competencies after observations, the process of mapping specific evidence to indicators
provides teachers a good idea of their performance on competencies prior to the end-of-year
conference. Below is an example of a portion of the evidence an evaluator documented, and how
hefshe mapped it to the appropriate indicators.

Figure 4: Mapping Evidence to indicators

Teaohérto Student 1: “Tori, will you explain your work on  Competency 2.6: Develop Higher Level of

this problem?” (Student explains work.) Understanding through Rigorous Instruction and
Teacher to Student 2: “Nick, do you agree or disagree with ~ Work
Tori's method?” (Student agrees.) “Why do you agree?" Teacher frequently develops higher-level
' understanding through effective questioning.
(Effective) '
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At the end of the year, primary evaluators must determine a final, teacher effectiveness rubric
rating and discuss this rating with teachers during the end-of-year conference. The final teacher
effectiveness rating will be calculated by the evaluator in a four step process:

Each step is described in detail below.

Compile ratings and notes from cbservations, conferences, and other sources of
information.

At the end of the school year, primary evaluators should have collected a body of information
representing teacher practice from throughout the year. Not all of this information will necessarily
come from the same evaluator, but it is the responsibility of the assigned primary evaluator to
gather information from every person that observed the teacher during that year. In addition to
notes from observations and conferences, evaluators may also have access to materials provided
by the teacher, such as lesson plans, student work, parent/teacher conference notes, etc. To aid
in the collection of this information, schools should consider having files for teachers containing
evaluation information such as observation notes and conference forms, and when possible,
maintain this information electronically.

Because of the volume of information that may exist for each teacher, some evaluators may
choose to assess information mid-way through the year and then again at the end of the year. A
mid-year conference allows evaluators to assess the information they have collected so far and
gives teachers an idea of where they stand.
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Use professional judgment to establish three, final ratings in Planning,

Instruction, and Leadership
After collecting information, the primary evaluator must assess where the teacher falls within each
competency. Using all notes, the evaluator should assign each teacher a rating in every
competency on the rubric. Next, the evaluator uses professional judgment to assign a teacher a
rating in each of the first three domains. It is not recommended that the evaluator average
competency scores to obtain the final domain score, but rather use good judgment to decide
which competencies matter the most for teachers in different contexts and how teachers have
evolved over the course of the year. The final, three domain ratings should reflect the body of
information available to the evaluator. In the end-of-year conference, the evaluator should discuss
the ratings with the teacher, using the information collected to support the final decision. The
figure below provides an example of this process for Domain 1.

Figure 5: Example of competency ratings for domain 1 and the final domain rating.

Final Domain 1
- Rating:

Teacher’s

Rating (Y J

Competency ratings based on notes from
cbservations, conferences and other sources
of evidence.

At this point, each evaluator should have ratings in the first three domains that range from 1
(Ineffective) to 4 (Highly Effective).

D1: Planning [D2: Instruction|D3: Leadership

Scoring Requirement: Planning and instruction go hand-in-hand. Therefore, if a teacher scores a
1 (1) or 2 (IN) in Instruction, he or she cannot receive a rating of 4 (HE) in Planning.

Use established weights to roil-up three domain ratings into one rating for
@ domains 1-3

At this point, each of the three final domain ratings is weighted according to importance and
summed to form one rating for domains 1-3. As described earlier, the creation and design of the
rubric stresses the importance of observable teacher and student actions. These are reflected in
Domain 2: Instruction. Good instruction and classroom environment matters more than anything
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else a teacher can do to improve student outcomes. Therefore, the Instruction Domain is weighted
significantly more than the others, at 75%. Planning and Leadership are weighted 10% and 15%
respectively.

Rating (1-4) |Weight Weighted Rating
Domain 1: Planning 3 10% 0.3
Domain 2: Instruction 2 75% 1.5
Domain 3: Leadership 3 15% 0.45

FinalScore = . 225 ool

The calculation here is as follows:

1) Rating x Weight = Weighted Rating

2) Sum of Weighted Ratings = Final Score

Q Incorporate Core Professionalism

At this point, the Teacher Effectiveness Rubric rating is close to completion. Evaluators now look
at the fourth domain: Core Professionalism. As described earlier, this domain represents non-
negotiable aspects of the teaching profession, such as on-time arrival to school and respect for
colleagues. This domain only has two rating levels: Does Not Meet Standard and Meets Standard.
The evaluator uses available information and professional judgment to decide if a teacher has not
met the standards for any of the four indicators. In order for the Core Professionalism domain to
be used most effectively, corporations should create detailed policies regarding the four
competencies of this domain, for example, more concretely defining an acceptable or
unacceptable number of days missed or late arrivals. If a teacher has met standards in each of
the four indicators, the score does not change from the result of step 3 above. If the teacher did
not meet standards in at least one of the four indicators; he or she automatically has a 1 point
deduction from the final score in step 3.

QOutcome 1: Teacher meets all Core Professionalism standards. Final Teacher Effectiveness
Rubric Score = 2.25

Outcome 2: Teacher does not meet all Core Professionalism standards. Final Teacher
Effectiveness Rubric Score (2.25-1) = 1.25

Scoring Requirement. 1 is the lowest score a teacher can receive in the RISE system. If, after
deducting a point from the teacher’s final Teacher Effectiveness Rubric score, the outcome is a
number less than 1, then the evaluator should replace this score with a 1. For example, if ateacher
has a final rubric score of 1.75, but then loses a point because not all of the core professionalism
standards were met, the final rubric score should be 1 instead of 0.75.
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The final Teacher Effectiveness Rubric score is then combined with the scores from any additional
measured components in order to calculate a final rating. Details of this scoring process are
provided in the Summative Teacher Evaluation Scoring section.

The Role of Professional Judgment

Assessing a teacher's professional practice requires evaluators to constantly use their
professional judgment. No observation rubric, however detailed, can capture all of the nuances in
how teachers interact with students, and synthesizing multiple sources of information into a final
rating on a particular professional competency is inherently more complex than checklists or
numerical averages. Accordingly, the Teacher Effectiveness Rubric provides a comprehensive
framework for observing teachers’ instructional practice that helps evaluators synthesize what
they see in the classroom, while simultaneously encouraging evaluators to consider all
information collected holistically.

Evaluators must use professional judgment when assigning a teacher a rating for each
competency as well as when combining all competency ratings into a single, overall domain score.
Using professional judgment, evaluators should consider the ways and extent to which teachers’
practice grew over the year, teachers’ responses to feedback, how teachers adapted their practice
to the their current students, and the many other appropriate factors that cannot be directly
accounted for in the Teacher Effectiveness Rubric before seftling on a final rating. In short,
evaluators’ professional judgment bridges the best practices codified in the Teacher Effectiveness
Rubric and the specific context of a teacher's school and students.
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Component 2: Additional Components

Additional Components: Overview

A fair, accurate, and comprehensive picture of a teacher's performance may require incorporating
additional components that fit local goals and context. While the model plan does not dictate
which components a corporation uses to inform summative evaluations; current legislation allows
for the following to be considered: Test scores of students (both formative and summative);
Classroom presentation observations; Observation of student-teacher interaction; Knowledge of
subject matter; Dedication and effectiveness of the teacher through time and effort on task;
Contributions of teachers through group teacher interactivity in fulfilling the school improvement
plan; Cooperation of the teacher with supervisors and peers; Extracurricular contributions of the
teacher; Outside performance evaluations; Compliance with school corporation rules and
procedures; or Other items considered important by the school corporation in developing each
student to the student's maximum intellectual potential and performance.

Scoring of additional components are combined with the Teacher Evaluation Rubric scores in
order to calculate a final rating. Details of this scoring process are provided in the Summative
Teacher Evaluation Scoring section.
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Summative Teacher Evaluation Scoring

Options for Weighting of Measures

The primary goal of providing multiple options for corporations to choose between is to allow for
the measurement of additiona! components, in addition to professional practice, that fit local goals
and context.

Option 1; Weighting Measures for districts Option 2; Weighting Measures for districts
evaluating professional practice evaluating professional practice
with additional components. without additional components.

Compared across groups, the weighting looks as follows:
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Once the weights are applied appropriately, an evaluator will have a final decimal number. Below
is an example from an Option 1 teacher:

* To get the final weighted score, simply sum the weighted scores from each component.

This final weighted score is then translated into a rating on the following scale.
2,85

“: Ineffective

1.0 1.75 2.5 3.5 4.0
Points Paoints Points Points Points

Note: Borderline points always round up.

The score of 2.64 maps to a rating of “Effective.” Primary evaluators should meet with teachers
in a summative conference to discuss all the information collected in addition to the final rating. A
summative evaluation form to help guide this conversation is provided in Appendix B.
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Glossary of RISE Terms

Achievement: Defined as meeting a uniform and pre-determined level of mastery on subject or
grade level standards. Achievement is a set point or "bar” that is the same for all students,
regardless of where they begin.

Beginning-of-Year Conference: A conference in the fall during which a teacher and primary
evaluator discuss the teacher's prior year performance and Professional Development Plan (if
applicable). In some cases, this conference may double as the “Summative Conference” as well.

Competency: There are 19 competencies, or skills of an effective teacher, in the Indiana Teacher
Effectiveness Rubric. These competencies are split between the four domains. Each competency
has a list of observable indicators for evaluators to look for during an observation.

Domain: There are four domains, or broad areas of instructional focus, included in the Indiana
Teacher Effectiveness Rubric; Planning, Instruction, Leadership, and Core Professionalism.
Under each domain, competencies describe the essential skills of effective instruction.

End-of-Year Conference: A conference in the spring during which the teacher and primary
evaluator discuss the teacher's performance on the Teacher Effectiveness Rubric. In some
cases, this conference may double as the “Summative Conference” as well.

Extended Observation: An observation lasting a minimum of 40 minutes. Extended
observations can be announced or unannounced, and are accompanied by optional pre-
conferences and mandatory post-conferences including written feedback within five school days
of the observation.

indiana Teacher Effectiveness Rubric: The Indiana Teacher Effectiveness Rubric was written
by an evaluation committee of education stakeholders from around the state. The rubric includes
nineteen competencies and three primary domains: Planning, Instruction, and Leadership. 1t also
includes a fourth domain: Core Professionalism, used to measure the fundamental aspects of
teaching, such as attendance.

Indiana Teacher Evaluation Cabinet: A group of educators from across the state, more than
half of whom have won awards for teaching, who helped design the RISE model, including the
indiana Teacher Effectiveness Rubric.

Indicator: These are observable pieces of information for evaluators to look for during an
observation. Indicators are listed under each competency in the Indiana Teacher Effectiveness
Rubric.

Mid-Year Conference: An optional conference in the middie of the year in which the primary
evaluator and teacher meet to discuss performance thus far.

Post-Conference: A mandatory conference that takes place after an extended observation
during which the evaluator provides feedback verbally and in writing to the teacher.
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Pre-Conference: An optional conference that takes place before an extended observation during
which the evaluator and teacher discuss important elements of the lesson or class that might be
relevant to the observation.

Primary Evaluator: The person chiefly responsible for evaluating a teacher. This evaluator
approves Professional Development Plans (when applicable) in the fall and assigns the
summative rating in the spring. Each teacher has only one primary evaluator. The primary
evaluator must perform a minimum of one extended and one short observation.

Professional Development Goals: These goals, identified through self-assessment and
reviewing prior evaluation data, are the focus of the teacher’s Professional Development Plan
over the course of the year. Each goal will be specific and measurable, with clear benchmarks for
SUCCess.

Professional Development Plan: The individualized plan for educator professional development
based on prior performance. Each plan consists of Professional Development Goals and clear
action steps for how each goal will be met. The only teachers in RISE who must have a
Professional Development Plan are those who received a rating of Improvement Necessary or
Ineffective the previous year.

Professional Judgment; A primary evaluator’s ability to look at information gathered and make
an informed decision on a teacher's performance without a set calculation in place. Primary
evaluators will be trained on using professional judgment to make decisions.

Professional Practice: Professional Practice is the first of two major components of the
summative evaluation score (the other is Student Learning). This component consists of
information gathered through observations using the Indiana Teacher Effectiveness Rubric and
conferences during which evaluators and teachers may review additional materials.

Secondary Evaluator: An evaluator whose observations, feedback, and information gathering
informs the work of a primary evaluator.

Short Observation: An unannounced observation lasting a minimum of 10 minutes. There are
no conferencing requirements for short observations. Feedback in writing must be delivered within
two school days.

Summative Conference: A conference where the primary evaluator and teacher discuss
performance from throughout the year leading to a summative rating. This may occur in the spring
if all data is available for scoring (coinciding with the End-of-Year Conference), or in the fall if
pertinent data isn't available until the summer (coinciding with the Beginning-of-Year Conference).

Summative Rating: The final summative rating is a combination of a teacher's Professional
Practice rating and the measures of Student Learning. These elements of the summative rating
are weighted differently depending on the mix of classes a teacher teaches. The final score is
mapped on to a point scale. The points correspond to the four summative ratings: Highly Effective,
Effective, Improvement Necessary, and Ineffective. ‘

s | Page



RISE

Evalaatin Wedat

N

b

Appendix A — Allowable Modifications to RISE

Corporations that follow the RISE guidelines exactly as written are considered to be using the
RISE Evaluation and Development System.

If a corporation chooses to make minor edits to the RISE system, the system must then be titled
“(Corporation name) RISE,” and should be labeled as such on all materials. The edited system
must meet the following minimum requirements listed below to use the name RISE:

¢ Professional Practice Component
o Minimum number of short and extended obhservations
o  Minimum length for short and extended observations
o Minimum requirements around feedback and conferencing
o Use of the Teacher Effectiveness Rubric with all domains and competencies
o Scoring weights for all Professional Practice domains, including Core
Professionalism
o Use of optional RISE observation/conferencing forms OR similarly rigorous forms
{not checklists)
« Summative Scaring
o Use of Option 1 or Option 2 Weights assigned to components of the summative
model

If a corporation chooses to deviate from any of the minimum requirements of the most recent
version of RISE, the corporation may no longer use the name “RISE Corporations can give any
alternative title to their system, and may choose to note that the system has been “adapted from
Indiana RISE.”
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Appendix B — Optional Observation and Conferencing Forms

All forms in this appendix are optional and are not required to be used when implementing RISE.
Although evaluators should use a form that best fits their style, some types of forms are better
than others. For example, the best observation forms allow space for observers to write down
clear evidence of teacher and student practice. One such form is included below, but there are
many other models/types of forms that may be used. Using checklists for observation purposes
is not recommended, however, as this does not allow the evaluator to clearly differentiate between
four levels of performance with supporting evidence.
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Optional Observation Mapping Form 1 — By Competency
Note: It is not expected that every competency be observed during every observation.
This form may be used for formal or informal observations per evaluator preference.

SCHOOL: OBSERVER:
TEACHER: GRADE/SUBJECT:
DATE OF OBSERVATION: START TIME: END TIME:

indlcator

Evidence Indicator
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Evidence

Evidence

Indicator

Evidence




" Evidence

Indicator

Overall Strengths:

Overall Areas for improvement:
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Optional Pre-Observation Form - Teacher

Note: This form may be used in conjunction with a pre-conference, but can also be
exchanged without a pre-conference prior to the observation.

SCHOOL: OBSERVER:
TEACHER: GRADE/SUBJECT:
DATE AND PERIOD OF SCHEDULED OBSERVATION:

Dear Teacher,
In preparation for your formal observation, please answer the questions below and attach any
requested material.

1) What learning objectives or standards will you target during this class?

2) How will you know if students are mastering/have mastered the objective?

3) Is there anything you would like me to know about this class in particular?

4) Are there any skills or new practices you have been working on that | should look for?

Please attach the following items for review prior to your scheduled observation:
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Optional Post-Observation Form - Evaluators

Instructions: The primary post-observation document should simply be a copy of the
observation notes taken in the classroom. This form is designed to summarize and
supplement the notes.

SCHOOL: OBSERVER:

TEACHER: GRADE/SUBJECT:

DATE OF OBSERVATION: START TIME: END
TIME:

Domain 2: Areas of Strenath Observed in the Classroom (identify specific competencies):

Domain 2: Areas for Improvement Observed in the Classroom (identify specific competencies):

Domain 1: Analysis of information (including strengths and weaknesses) in Planning:

Domain 3: Analysis of information (including strengths and weaknesses) in Leadership:

Action Steps for Teacher Areas of Improvement:
This section should be written by the teacher and evaluator during the post-conference.
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Optional Post-Observation Form — Teacher

SCHOOL: OBSERVER:

TEACHER: GRADE/SUBJECT:

DATE OF OBSERVATION: START TIME: END
TIME:

Dear Teacher,

In preparation for our post-conference, please complete this questionnaire and bring it with you
when we meet. Your honesty is appreciated and will help us to have a productive conversation
about your performance and areas for improvement.

1} How do you think the lesson went? What went well and what didn’t go so well?

2) Did you accomplish all that you wanted to in terms of students mastering the objectives of
the lesson? If not, why do you think it did not go as planned?

3) If you were to teach this lesson again, what would you do differently?

4) Did the results of this lesson influence or change your planning for future lessons?
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Optional Mid-Year Professional Practice Check-In Form

SCHOOL: SUMMATIVE EVALUATOR: _
TEACHER: GRADE/SUBJECT:
DATE:

Note: Mid-year check-in conferences are optional for any teacher without a professional
development plan, but can be helpful for evaluators to assess what information still
needs to be collected, and for teachers to understand how they are performing thus
far. It should be understood that the mid-year rating is only an assessment of the
first part of the year and does not necessarily correspond to the end-of-year rating.
If there has not yet been enough information to give a mid-year rating, circle N/A.

Number of Formal Observations Prior to Mid-Year Check-in;

Number if Informal Observations Prior to Mid-Year Check-in:

1.1 Utilize Assessment Data to
Pian

1.2 Set Ambitious and
Measurable

1.3 Achievement Goals

1.4 Develop Standards-Based
Unit Plans and

Assessments

1.5 Create Objective-Driven
Lesson Plans and
Assessments

1.6 Track Student Data and
Analyze Progress

Mid-Year Rating {Circle One) 4 —~ High. Eff. 3-Eff. 2-Improv.Nec 1-Ineff. N/A
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2.1 Develop Student
Understanding and Mastery
of Lesson Objectives

Mid-Year Rating (Circle One) 4 — High, Eff. 3 -Eff. 2.Improv.Nec 1-Ineff. N/A

2.2 Demonstrate and Clearly
Communicate Content
Knowledge to Students

Mid-Year Rating (Circle One) 4 — High, Eff. 3 -Eff. 2-.improv.Nec 1-Ineff. N/A

2.3 Engage Students in
Academic Content

Mid-Year Rating (Circle One} 4 - High. Eff. 3 ~Eff. 2-Improv. Nec 1-Ineff. N/A
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2.4 Check for Understanding

Mid-Year Rating (Circle One)

4 — High. Eff. 3 -Eff. 2-Improv.Nec 1-Ineff. N/A

2.5 Modify instruction as
Needed

Mid-Year Rating (Circle One)

4 — High. Eff. 3 —-Eff. 2-Improv. Nec 1-Ineff. N/A

2.6 Develop Higher Level
Understanding Through
Rigorous Instruction and
Work

Mid-Year Rating (Circle One)

4 — High. Eff. 3—Eff. 2-Improv.Nec 1-Ineff. N/A
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2.7 Maximize Instructional Time

Mid-Year Rating (Circle One)

4 - High. Eff. 3 —Eff. 2-Improv.Nec 1-Ineff. N/A

2.8 Create Classroom Culture of
Respect and Collahoration

Mid-Year Rating (Circle One}

4 - High. Eff. 3-Eff. 2-Improv. Nec 1-Ineff. N/A

2.9 Set High Expectations for
Academic Success

Mid-Year Rating (Circle One)

4 —High. Eff. 3 —Eff. 2-Ilmprov.Nec 1-Ineff. N/A
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3.1 Contribute to School Culture

3.2 Collaborate with Peers

3.3 Seek Professional Skills and
Knowledge

3.4 Advocate for Student
Success

3.5 Engage Families in Student
Learning

Mid-Year Rating (Circle One} 4 —High. Eff. 3-Eff. 2-Improv.Nec 1-Ineff. N/A

1. Attendance

2. On-Time Arrival

3. Policies and Procedures

4. Respect

Mid-Year Rating {Circle One) Meets Standards Does Not Meet Standards
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Optional Summative Rating Form

SCHOOL: SUMMATIVE EVALUATOR:
TEACHER: GRADE/SUBJECT:
DATE:

Note: Prior to the summative conference, evaluators should complete this form based on
information collected and assessed throughout the year. A copy should be given
to the teacher for discussion during the summative conference. For more
information on the Student L.earning Objectives component of this form, see the
Student Learning Objectives Handbook.

Teacher Effectiveness Rubric Scoring
Number of Formal Observations:

Number if Informal Observations:

1.1 Utilize 1.1:
Assessment Data
to Plan

1.2

1.2 Set Ambitious and
Measurable
Achievement
Goals 1.3:

1.3 Develop
Standards-Based
Unit Plans and 1.4:
Assessments

1.4 Create Objective-
Driven Lesson 1.5:
Plans and
Assessments

1.5 Track Student
Data and Analyze
Progress

Final Rating (Circle One) 4 — High. Eff. 3 —Eff. 2-Improv. Nec 1 - Ineff.
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2.1 Develop Student
Understanding and
Mastery of Lesson
Objectives

2.2 Demonstrate and
Clearly
Communicate
Content Knowledge
to Students

2.3 Engage Students in
Academic Content

2.4 Check for
Understanding

2.5 Modify Instruction
as Needed

2.6 Develop Higher
Levei
Understanding
Through Rigorous
Instruction and
Work

2.7 Maximize
Instructional Time

2.8 Create Classroom
Culture of Respect
and Collaboration

2.9 Set High
Expectations for
Academic Success

2.1

2.2

2.3

2.4

2.5:

2.6;

2.7

2.8;

2.9:

Final Rating (Circle One)

4 — High. Eff. 3 -Eff. 2-Improv. Nec 1 —Ineff.
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3.1 Contribute fo 3.1
School Culture
3.2 Collaborate with 3.2
Peers
3.3 Seek Professional | 3.1:
Skills and
Knowledge
3.4:
3.4 Advocate for
Student Success
3.5:
3.5 Engage Families in
Student Learning
Final Rating (Circle Cne) 4 — High. Eff. 3 -Eff. 2-Improv. Nec 1 - Ineff.

Domains 1-3 Weighted Scores

Do 10%
Domain 2 75%
Domain 3 15%

Final Scorefor Domains 1=3:7 Lt e

Follow the following formula to calculate by hand:

1) Rating * % Weight = Weighted Rating
2) Sum of Weighted Ratings = Final Score for Domains 1-3

Final Teacher Effectiveness Rubric Score, Domains 1-3:
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1. Attendance

2. On-Time Arrival
3. Policies and Procedures

4. Respect

Final Rating (Circle One)

Meets Standards

Does Not Meet Standards

Final Teacher Effectiveness Rubric Score

Directions: If the teacher “Meets Standards” above, deduct 0 points. The final Teacher
Effectiveness Rubric score remains the same as in the previous step. If the teacher “Does Not
Meet Standards”, deduct 1 point from the score calculated in the previous step.

Final Teacher Effectiveness Rubric Score:
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Final Summative Rating {Option 1)

Rubric

Other Components

Follow the following formula to caloulate by hand:

1) Rating * % Weight = Weighted Rating
2) Sum of Weighted Ratings = Final Summative Score

Final Summative Evaluation Score:

Use the chart below and the Final Summative Evaluation Score to determine the teacher's final
rating.

1.0 1.75 2.5 3.5 4.0
Points Points Points Points Points

Note: Borderline points always round up.
Final Summative Rating:
D Ineffective [:] Improvement Necessary
D Effective D Highly Effective

Teacher Signature
| have met with my evaluator to discuss the information on this form and have received a copy.

Signature: Date:

Evaluator Signature
| have met with this teacher to discuss the information on this form and provided a copy.

Signature: Date:
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Final Summative Rating (Option 2)

Teacher Effectiveness
| Rubric

Follow the following formula to calculate by hand:

1) Rating * % Weight = Weighted Rating
2) Sum of Weighted Ratings = Final Summative Score

Final Summative Evaluation Score:

Use the chart below and the Final Summative Evaluation Score to determine the teacher's final
rating.

" ineffective.

1.0 .
Points Points Points Points Points

Note: Borderiine points always round up.
Final Summative Rating:
D Ineffective D Improvement Necessary

D Effective D Highly Effective

Teacher Signature
| have met with my evaluator to discuss the information on this form and have received a copy.

Signature: Date:

Evaluator Signature
| have met with this teacher to discuss the information on this form and provided a copy.

Signature: Date:
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Optional Professional Development Plan
Using relevant student learning data, evaluation feedback and previous professional
development, establish areas of professional growth below. Although there is not a required
number of goals in a professional development plan, you should set as many goals as appropriate
to meet your needs. In order to focus your efforts toward meeting all of your goals, it will be best
to have no more than three goals at any given time. Each of your goals is important but you should
rank your goals in order of priority. On the following pages, complete the growth plan form for

each goal.

Goal

Achieved?

1.

Name:

School:

Grade
Level(s):

Subject(s):

Date

Developed:

Date
Revised:

Primary
Evaluator
Approval

Teacher
Approval

T | 5 g 5




sbedley

‘Ble(q ‘Bjeq ‘Bleg ‘Bleg

Naa I T A Z dejg uoipy
‘Bleq ‘ejeq ‘Bleg ‘Breq

aa e T T | dejg uojoy

JidW useg sey jeob

N0k jeLy mouy nok op Moy
JUSWBASIYOY

10 @0UBpIAT

SWRLILOUSY YoBS )8 a1enbape si ssaubosd inok ainsua o} 8sn flim noA erep
spniour ‘osfy “(sueld uogeipawal 10 SABP [00YIS OF UBLY] 8I0W OU) sUlaL]
Juswsnodwl ey inoybnodyy ssauboad 1ok Xosyo O SYBLIYOUS] }OS
‘BlE(] puUB Syiewyousg

EXX0T]

0} BYE] JliM NOA
sdsis sjgqeinseail
pue oiraads aprpouj
sdelg uonoy

‘(Aoue)adiiod

pue urewop)

ougns 0f Juswiuble
Auep; ‘mopeq [eol
ymmoub feuoissefosd
e Auapr
‘LUONIBINIEAS JUB08d
jsow JnoA Buspy
[B0D) [|BIBAD

L7 [E05) UIMOID) [BUOISS9}01d

1934 Lgen A

EN

%”EM&‘




2bedlyy

‘Ble( Bleq] Bleq eleq

e NN T s g dajg uonoy
‘e1e(] eleq eleq ‘Blecd

i e aa aa | dalg uonoy

S8 usaq sey fgob

NOA jelj} MmoUy RCA 0p MOH
USWBASIYDY

JO 80uUdpIAg

WIBLLIYOUSY yora je sjenbape sy ssaibousd unok ainsua 07 88 [iim noA ejep
spnpUl ‘osly C(Sued uchRIDeWRl Jof SABP JO0YOS DF WBY] &ICW CU) suiislu]
Wsluaacdwy ayj Jnoybnoay) ssasbold inok 3oeyo 0] SHEeLLIYIUS] J8s
‘Ble(] pue syiewyosusg

XG0T

0] 88} flim nok
sdajs sjgeinseai
pue ogoeds spnfouf
:sdalg uojjoy

(Asusiediioo

pue uewop)

augni o Juswubie
Anusp; mojaq jeol
Limou reuoissejoid
& Apuepi
‘UonenieAs jueoal
1sow inoA Buisn
[0S [BIBAD

it 1B0S) UIMOID) [BUDISS8J01H




sbedisy

eleq B1eq ittty ‘Bred

N NN I s ¢ dalg uoloy
‘eleq Bled i=ii=lyl ‘Ble(]

. 7 T R | dejs uofoy

ZJlpw usag sey j2ch

noA jey) mowyf nNoA op moH
JUSWIBABIYDSY

10 83UBPIAT

wrewyouaq yoea g ayenbepe si ssaibad unok eunsus 0} #sn jiim nof elep
apnyout ‘osfy “(sueid uogeipawa) o SABP J00UOS Of UBY 80W OU) BLifaLll
Jstiarcudwr ayp noybnoit sssiboud Jnok yo8ys Of SBLIIUSG J88
‘Ble(] puB sylewyousg

aAQIdLUY

0] ayej flim nof
sdes sjgeinsea
pue oytoads eprifouf
sdeis uonoy

(Aousiadwos

pue urswop)

augn o3 Jwewubie
Auap) mojaq jeob
ynoub reuorssafold
e Apqusp]
‘uoneniens Jusoal
isow JnoA Buisn
[ecsy [|B18nD

o# [EOS) JIMOIS) [BUOISS3)01d

1560y ey

dSid

g}fkf%




°oded|or

"DLIgNY SSSUSAIOBYT JeyoED | BUBIPU| Ul pull [|IM noA ‘9fied Buimojjo} syl uQ

oLIGNY SSOUBAIOSLT J9ydea| eueipu] — O xipuaddy

IPocpr sbtend

ERSte

L,



mmmmmhw

‘s|euslEW $50.J08 AaUsisIsuos Buleqe| LIBIUIEW 0) (°E UOISISA PaISOe] SIY "(0'Z UOISIaA LWOY SUCHEDLIPOU OU SUBILOD JUSLINJ0P SIYL

|opOIN uonen|ead
0°'¢€ dlLgny SSoUsAIlJOBl 5

Jayoea | eueipuj m w _m




sfed|sy

WuN Yyoes Jof sl
10 Juncwe aeudoudde Ajleuonongsul Ue S1ES0|Y -

Buruue|d spiemyoeq un Yoea 20f SWn BUn Yoea jo AInsuip
10) suiisg Jun YyoEa ai0jeq SIUSLISSasSE S1s0- | JO Junolwe ajeudoidde Ajjguonsnisu) ue Bupeosofpy - 10 19A3] S193[42) Jo/pUE 2|yXal SI Jiun Jad swg 3o
ou Aell Jayoea) Buuued spiemiceq UONBOOJE USIUCS OF LOJOES) JUapn)s ssjedIdBuy -
h SJUBWISSISSY
“1ie Y spun sueld Jeyoesy 1BY) 104 suibag Jun yoes 21048y sjusLssesse Bugeai)- (pejeass Jouyoeal 10 JOISIP '91BS
20USPIAG OU O} B[ $1 28U} YO Hun Jur Yyoes Ul Jersell Jun yoea uj Jejsell JBUIS) JUBLISSESSE SARBLILLNS JESA JO puUa UB UM PuE suB|qd
yoBa U} JOISEW |14 STUSPTYS JEL} (Il SJUSPMS 124 SPIEPURSS Wisluos Bulfipusp) - A SIUSDIS 2] SpIEpUESS JWajUoo BuiAguap| - | uBIB 1L} SUBWSSISSE HUN POUBISAP-||aMm SS1eRL0 Hun paseg
SpiRpuEss JuSueo Buifjguspl Ag Ag sjrun :Aq s31un :Aeuonippe pue ¢ -SpIepUElS
SHUN sUB|d JBABU JC AIBIBY JB4SRSL suejd Jayoes) ‘sfeob JuawaAaI . Uo pasey sued Jayaes} ‘sjeob JUSWSADIYE UC PISEE | [SAST 403 BHSIID Juj SIIENNY 19YDEE] B ¥ |38 1Y dojenreg | £}
eak auyy noybnosyl suonuSAISIU WIDjUL sigog
pue Bupties) 1o3uow diay o} $yRWIYOUSG SPRIDU| - Jeak syl noubnosy) suohusAIalUl LUCU
sascdind Buiuved Joy HO ispaepuzgs jusiuod o ublpy - | pue Sujures| Joyuew diay o} syiBlIyoUSg SApNRY| - JuBUIBABILAY
inydisy jou pue [erauall Ajewanxs gou Aew [gofi oy GNY ‘spiepue)s Juajuco o paubpy - eod 3qeINSEIN
a1 1ng ‘padejsaap are s|gob s|qeinsealy - ‘ajqeInsEap - JUSWSABOR JUSEMS [BhuUE STOTGUIT UB SUBld - pue
HO SSB 8y Joy sieol juswenaiioe 181 JeU} [BOB JuswaAdy e 151 jeu} [eob JuswaasyIe :Aj|eUORIPPE PUB £ snoquiy
SA0jBARP JBABU 10 Ajeled 1aYoes ), WBpn}s |enuue Ve Sdo[eAdp JSUILAL Juapms [enuuE ue sdooadp 19YdEa] | |9AST 10) BLISJUD BYG SIIRIN; 13YI8a) € Y [9037 3V Jag | ¢l
Buipueysiapun
[ACCE ALY O [[EJOU NG 10 [BAS] J9Y/SMY 32 Juspms fane yoeal of Bumued
‘sueld Uossa| YO ‘sumyd Nun 'sjgob juswaAsIyoY - | sueld ucsss| gNY 'suzid Jun ‘sjzob JuaiensIydy - saibs)el)s RUORONISU| PAIBRUSISYIN SE)EI0AIO0Y] - ueld o3 Bje(
‘Buuuzid uaym BIEp JUBLISSISSE 18)enuULOf *3)eMLLIoy Ajjeuonippe pue g | JUSWISSASSY
Joud sasn Jsasu e KBl 1ayces ] 0] BjEp JUSLWISSESSE JoUd Sasn Ay ] [BAST 4O} BLIB14D 21} SIILINY JAYDES} B ‘¥ [9AS7] Y zunn{ V'L

-358.604d JUBPMIS JO Y0B; & 0} ssuadsal U SeBURYS pUe SUOEPOLIWOIIR Joj sueld SB [1oM S8 ssaiboid Juspms Bupoed) 10} WISISAS

ONINNYId TNd3S0d¥Nd 1 NIVWOd

B pUE SIUSWSS3SSE SNANLRLOS 'APAIS 30 suun JnyBuiuzsw Buipiing 1SUSpMS [jB Joj JUBASISI WNINSIIND SeoBY e dujsnap O} SPIEPUBLS BBIE JUSILOD BUBIDU| 2SN SISU0ES L




#8ed|er

sieob Hulures) juspms

yum subje Aseudoldde ey weysAs Buipelt saey -
spun/suossa| admn; uzid o} 1o Alsisew

spJesmeo ssaubosd yuspnis azAeuz o wep @50 -
rjou Aew 1aysea]

s[ecb Bujwies}
Wspn}s o3 peuble waishs Suipeld e BuluEpuiey -

Aep Bupmo||0 313 Jof Buueid uossa)
aaup o ssaifosd Juepnis Jo sisAieue eyep sasq -

washs AlBuIpioooe spun/sucssal aimny Buluueld Anzp wayss Bupioes ssjepdn -
Buipeab 3iEULISISID OU SBY Jo/pue waysAs Buipesb 2 Suueuen - | pue AsseWw spiemo) ssauboud Juapnis Burzdjeuy - sjulod B)ER ssaifiold
eiep ssaiboiduswissasse Jushms giep sselficid gustussasse Juapnis Bulpiosey - ZjEp $s9i001d gustussesse uapms Buipiooay - | [BUORIPPE Jo) BUIpUBISISPUN 1) SHI3Y3 Anep sosn - azfjeuy pue
pIOo9 0} washs Bupoesn =ep 1403 10} :Apevomppe pue ¢ | BIEQ JUIPRIG
2 $35N J9ASU JO fjaiBi Jayoea, wieyshs BundBl BIEp BAROAYS UR SBsN 9ydee) | waysAs Buyoes) 2jep aAdSYe UB SBSN Jayoes) | 1949 10) BUBIID A1) SJIINY JAHIRG B b jOAY IV Homll | §'L
*UGHONGEU] LUOT 10 AS1SBW SpiRmc)
ssa.boid SInSEoUl O] SHUSILISSISSE BANBILIOY UBld -
uena|sl -
Jo jnBulesw e 1eu susLsubisse ubisec - LORONISU UUOW) pue Asisew spiemo) ssauboid LORONASUl UG ARDSUp 0} SJUILISSSsSE (B
ou ABW Jayoesy 2Unsesl 1By} SiUSWISSasse aalewlo) bulubisag - | sasn pug AIESSS05U SlaYM SIUSWISSTSSE SAjELINS
sangoel|e uossal au} SE fam se Buipuelsiapun 1o} Y0ayo/sjusLLIssaseE SJuBISSASSY
-suawubisse Jo ‘ssibaens ‘sanalgo Uossa; ay) o) sidswudisse/sannge 0) SstusWuBISSE/SaRIAGSR JURAS{a pUB jniBuiueaw RBULIOU} JO Aaliea g sejelodiooy| -
|euononysu) ‘saayasiue mybuuea pue saifgens [euoponysul Buyoiew - SB [|om SB saifelels Buoksnasul Buiuojen - UCRONISU SauBY L 0} pue
Bupoe| SNyl ‘Snuiu 1S =9 SpIEpUES JUSIUCD 3)ElS *SpIBpUELS JUSHIOD S)Els papasu 2q #im asayl sleym Bugediogue ‘saifatens sugid uossaT
12 1213350y umoiy) siB 1ng ‘pauusid ] paubie aig Jeu} Saalosgo uossa| Buldipuap] - o3 paube 24 jeu; seApalqo uosss| Bulkipuep) - [eUDRINASY) PIIBRURISLID JO ABLBA B IO SUBlg - UsAlg
3le $uosss| AllBp N SUosss] H| Agq :Ajjeucnippe pue ¢ -aAaalqo
Anep sueid Jaasu Jo Alaiel JSUdRa) suossa) Apep sueid Jayoee) ‘uerd Jun Uo paseq | suosse| Aiep sued jayses; ‘ue(d JUN uC PISEd | 9A87 10) BLISJID BU) SiIHIN} JaLORS) B ‘b [@AeT IV ajeain | ¥l

el |




2924105

-pe1Els 10U $1 31 Ji UsAS 'aAj0elqo ue jo AUSISEIL Spiemo) LWaL) pes| (M 38U sapingae Ul pebebua are sUsSPILS Jou 10
I3UIBUM $SSSE PINOYS JBAISSOC By} 'SUCREN)S asau) U “(018 'Ucssa| paseq-Ainbul pooypliyo-ALes ' $193Ua0, SNOLBA 10} sanpoalgo sdijnw) uossa; ayp Joy sngoafqe au 91els o} speudosdde aq jou Aew i 'suonenys awos Ul g
“(syeudoidde usym) SHUSPNIS HUA SUOKESIBALOD Jalg YENOIY) S PIEpUESS SIU} 2J02S 0] UcReuLCU 28UeE ABngosys PINOD 13AIBSY0 UB YDIym Ut Aem U0 'L

40 *UDSsR| pue aARoalgo ay) usemisq
UORO3UUED Jeald © 8¢ jou Aew aiayj -

‘UOSSD| U} JO PUD B AQ Op O}

3|qe =G 15Mm Jo Dujuiee] ale $IUSPNIS Jeym
1h0gE J29p0 ag jou Azw ) Jusucdwos sug
Uy} slow SuissiW 1 SARSAKIO UoSSDT -

Buiptikgsiapun o} SPES| JBY} JAUUBLL
AIpusty-JUspIs B upiou Ing "pales s sapoelqQ -

IgEINsESW IO SpiepuEls
o} paubBlie aq 30U ABW NG 'UOSSD] SUL JO pUB
ay Ag op o3 219e 8g |Im Asy eym pue Bujwes)
&IB SJUSPMS JBUM SASAUOD aARIalqo UOSSaT -

JoULELL AIPUSLIUBPNS B Ul USHHM S| 8AISS[qO0 -

upssa] ay) jo
pus sy Aq op o) 2lge g [Iiw Asy) yeym pue Builes)
2/ SJUSPIS JBYM SABAUCD 3| "SPIBRUE)S O} paubie

pue ‘s|qeinseaw ‘sywads s) aajoslgo uossay -

aanoalqo peyels au Bugesdal pucAag
'uepoduil 1) Aum pue Buies|
ale Aoy yeum uieidxa ueo sjuspns -

[BUMOIIOL 8L JO BLUICS SB [fam s
Lead sy Buynp pasiasqo s soUSpIng
£ [AST 8UJ JO YON ‘b [BAST SO

5aARoe{go Uosss|
1o Aszsew pue Buipueisiapun JUSRNIS
Guidoaaap je aAnosysu

el |
38

s8ARoalge
uossal o Agisew pus Buipu=msispun Juspnis
Buido@asp Je yuswanoidw) spesu Jsyoea],

seARoslgo uossal ;o Alssels pue Buipuegsispun
1wapngs Buidoiaasp 1 aagaaje sl syoed ]

38A193fC0 LoSSe} jO Als)sELw

pue Suipugslapun suspms Buidojpasp

3B sApoaya AlBiy 1 fayoes ]
o T .mmﬁ

SBICN
-aapoalqo jo Jusyseuw o) pes| aAnoalgo au Jo Ausjsew o) pajoaLund ARSI B3 JO AIBSEW SPIEMO)
10U $s0p pue paziueblosip s) uossaT - 30 sAeme JoU A2l UCSSD] By} jo uogeziueBiQ - $ULPN}S BAOW o} pazZiueBio-|jam s1 tossa -
SJUSpYS Ol JUaping
sjuaphys 1o abipsmowy Joud o saoefae UORoaUU0D SIU} UORDIUUCY SIL} SBLL PUE S{IINs pue sidaouco
PRULe 0} Hoga cu aq ABwW aiey] - anjzL 0) 2) $1USPTYS 10 SJuapnys Jo sBpajmouy | Asy Jo afpaimoln) Joud SUSpris Uo SPING U0SsST -
Joud uo pjng 10U seop Allelauab uosse -
Juepodiul st 8Anasigo sy Aum
c1 se sjuspns Jsuowe Bupuesiapun Bupeal aue AsU) UORIIULOS SIY) PUBsiapun
Jea|o B 84 Jou ABW 813U 10 BARTRQE JO jeym Buiuies| aie Aatg Aum puglsSlabun sjuspris ASUS TRU) SIUSLILOD IO YoM
aauEtodu; SENosip O} |84 AR J32e3, - prEjsIapun o} 18} SJUSPMS 1Ng ‘aayoafge 18U 08 pauie|dxa 51 aAR03IGE au jo seuepodw - | uBnelyl sjensucwap SjUIpNS TUOSSS
10 souepoduwy jo ucheuedxs sidwape jayoes] - o1 Bupgoauuoo Ui spuapns jo abpsmacLy
‘SJUSpMS Joy SULIE] pUEISISpUR Joud sebebus Alaagoeye Jeyoeal -
UOROaUUOT SiUY S3BW 0} I8} ABtU J5UJES) -0} -ASES® U] S1Uapnls 0] paueidxe Jo/pue seanoelqo

uosss| Jo Als)sewd
pue Buipuglsispun
apnis dof@aaq

11°g Aousjadwos)

‘1oadsal pUE 29U9|1B0X2 JUSWBASIOE pUNCIE Uolelsdxa
pue Aouabin (o slewld B SJ9)SC] JBU] JUSWUSIAUS LWOCISSEIO B U $aA)s{qo oyl jo Asisew ueb o} Aunpoddo syl aaey pue Bunedpised sl SJUSPNIS |[B Jey} 0s aavesd DIWapeds Juapnis Sjellioe) S1sUces |

NOILONHLSNI FAILD3443 2 NIVINOO




@23ed| 18

-SUCISS5 (1d FPIM-ISIRSIP JO [00UDS [BUORdO Jo A:oyepueLy Se ||am SB suolsses Bujyveca jeuciangsy; SuLnp psuies; UOJeULION spnjaul few waudoeaap EuUolssajoid B pawes| saifiajegs jeucnongsyy g

-fousyadwios SIy) Jo) | [BASY B PRICIS 5q PINOYS Jayoes) ay) 'UesSs| 3l Jo pua ey} 1B Bulpueisiapunsiw JUESIIUBIS B UM SIUSPNIS SAES] PINOM JBUL SYEISIL AUB Ui UchBUUO sjuasald Jsydeal 3y T
"UBSSa] 1O LWOQISSER BU} JO PEWey a1 vo Bulpusdap Annbu; papinB Jo uogonuisul 103I[p JSuis A HBIESIURLILCD Bg ABLW IUSINGD |

1S31ON
wawdoaaap reuossajosd BIA 15AS] JayBiy B 1B 3USIU0D By} puBsIapun Aayy
wawdoaap [eucissejoid BiA | pouies) seifateis [eucHONASU] pasaidwl pus wawdoaap 1etp Bunensuowap Apuspuadapu) SUOROBULCD
pewea| saifeaiens [BuoponiIsul pascidiul mau uswe|du SABME JOU $B0p Jaydea ] - Jeusissajold e palles| seifzlens SyeL pue sucKsanb Japio-JayBly yse sjuapns -
pue mau JusWadill Jou sacp Jsysesl - |BuORonIISU] JUBASR Sjuawaldwl Jaysea] -
sbenbue| syeudeidde Ajjeiuswdoiensp uossa| sy Buunp uonelege|oo yBnouy) Juajuos
abenfue| syeudoidde YOE| SBLIPSLICS SUchEUR|EXT - suoyeue|dxs pue afenbug| 10 Buiuses| s12y0 yoes u; sjediofued suspms -
MEuswdogaap asn 0] siey Jauveat - sjeudesdde Appuawdoleaap sasn layoes] -
sAemesye; Aoy IhogR peSNIUeD JUSIUCS 34 Ul SaIa
JUBIUOD Jnoqe SOLUNALLOS 2. SUApME pUR ‘SBap| UlBw puB JusWa)oxXe Wapns yieds suceus|dxs -
PHSIYUOD USHO 1B SJUSPIIS pUB 'sesp! aziseydws Asyenbape 10U seop [9Yoea) - JUSUDD U] SE3P]
uEwl SZIseYdiUS 10U SD0p Jayoes] - ujews Jo sjuiod Aay seziseudws jeyaeal ~ 1591a)U1 PlINgG PUB JUBABSY JUSII0D
Buipuerssapun B O} JBR.IO Ul SIIBAD JUBLIND JC '§153UU|
usguos BupuElsispUN 10U 218 SIUSPNS aseazou o) sAEMm 3|diHnW Ui UoRongsul pUE S8oUBUAdXa SIUBPNS 'SEBLE JUBSILCO
12U} SNOAGO S|} USUYM USAS ‘UORINASUI oseiydal 10 syE1sel 0] 18] AR JSYoRS ) - Buipumsiapun aseassul o} sAem adnjnu ul Jauje o} JISIUOD S108UL0T ARARDSHe Jeyoea] -
pauued Yim sanuguos Jaysea) - UORSNIISUl SESEJUdal PUB SHIEISR! 1aUoEa] -
Bujpugsiepun Juapms Sunaiyoe suspNIg
sydsouoo Aoy Jo BuiptElsiabun 8q pinoo 3 se paziuebio jam se |IRS spym '2jqISSod $B JSUUBL B JUsioys 0} afipajmouy] JUsUOD

JUSPrIS PlING O} ji2g PUE JUSIaY0L]
10 Jesjoun ag Az suoneuzdxg -

1auGsU AllemoB;
S1 Y3 JUSIUOS Jealsp Aewl jayoea] «

j0u 51 pUB ARl syoe| A[[BUDISBIS0 TUSIUCS ~

pLESN )
Al|2nioey S) jRU) JUSIU0D SIsAlep Jayoses |-

paziuebio-|lam PUE 3SIDUOD 'JBB[D S| USIUCD -

1091100 A[JBRioE; 51 JEL) JUSILOD SiBN)ED puB
abpamouy JusIUoD $81ENSUCWSP Jauoea ], -

pue oaip se w sidaouod sulz|dxa Ajny zayses] -

BUIMONOE
3y} 6 SBUIOS SB [jem s ugad i Buunp pauesqo
$1 OUBDIAB £ J6ADT BUIJO YN 'Y [aADT] JO4

siuspns o} abipamouy
Wisiuo2 BunesunwwoD Apes pue
BuijefiSUcLUap JB 9ARDSYSY! SI JSY0Bs),

sapys o}
abpapmouy Jusuos Bugeslunuiwes Aueais pug
Bungiisuctuap 1e Jusiuanoldil spasy Jsyoesal

N

sjapns
0} sbpamouy Jusuos Bugesiunuwc Alesis
pue BUQENSUCWSP I8 SALODYS S| JOYOEDL

SUBPNIS
o1 abpawous| Jusjuco BunedunWwos Auea
pue Sunessuowap 12 sagoaya ABIY s! Jayses)

sjesunwicy Aeajn
pUE ajelisuowia(]

12z Aousledwog




sBedlzs

“Ruepow swes ay) Bunabie; seibetens alcw io oy el stuopms abebus o1 aAoaya aq os|2 Rew y (oe
I[EROL BUlLIBS] JUSI9MD BiA Jusjuoo Yum Suifedus jo shem ajdpinw apinoid ABl SJ8YdBSL E

“SRYALIER/SNSE] Uo-SpUBL U] uoiedped
10U s130q) spnu; Aew Jusws Belius jo 20uUSPIAG BIBAISSQO BUWICS 2
) Uosse| 9 jo Hed
121 w peBeBua aq IsnW sjuapnis ‘Rusiued M BuBebus o Aem e siuapmys Buipnoid 1o} 3ipaun anl5a) 0] Jayoes) B 10 JUSIU0D 8L Ul pabebus ARARDE ale SJUBPN]S JBUE 5! BI8Y SSHIINS Jo JCjeDipUl Juepodil 3soW Sy L

. !

{eonswayzw-Eoifo) ‘runsisdiow jeasnw ‘opsinBul |eneds} sacusiiisiul S[dRINW BlA JO (empEyonayIsaUly jensia ‘Aoypne) sl

angoe (o) 1o ‘uossal Buunp (452340 Jou) Buusisy aanoe (4) !Seapl alBys o) SB oM SE SUORSIND Jamsue puE yse 0 SpuBy Jo Buisted () {o} pey

3810N
BuibeBus Ul payssisuisIp
‘BuibeBua w paysals) Apano are yonediogied Joj 21U $HLOD | UBYM {uswsbebus jo sduspias oyoads
2JE pue Ug)sl A|SARDE JOU Op SJUapniS - g ‘uaisy Alpapoe o) iesdde Azw siuspms - 10} Moieq SaloN 2a4) anydsoayanissed uBy
Jsel aajoe Aldsap eie pue pIBy XOm Sjuspng ~
jusjues Ul abebus B0 JURJUCD SILSPEOE U]
0} SUOREPOUILLIOSOE fIBSSS03U 3] Ulim ut pabeBua aq o) suopepowilicaoe Sjeudosdde syuapms sbebus o] j00) & sB ABCiouyos)
papiaoid JoU BUe SIUSphIS 43| pue 119 - uanf saWaLIos ale Sjuapnls 49 pue 713 - oo Uy pabebus aq o] suciEpoWWONDE sajeibay ABnnoaye Jayoea] -
aeudcidde sy sARY SJUBpris 43| pEe 133~
SjUSprS ASaUL 10} UCHONISU! 3sn/pe 3AlS9Y8 SABMIE 10U JO paliLll| §] SIUSDMS op o |IBuuesw asia Buigsuics ansy
C} HOLS OU SAYBLL JAUIBS} PUE JUSJUOD Ul | 958U JO) UCHONASU! Apow o} dwane ssydes) Ales Usiuly oym sjuspms pue ‘pabiebuasip
abgfiua Ajny o3 Aessaceu s||1s susinbasaid puig Wawos up abefua Ang o1 Aressaoau s|ls pabebus aie sjuapms ||& Jew; os abpamouy J3A8U ale suspn}s Jeu) os aoed
BU} BARY JOU 0P SIUAPN)S JSON - sysinbalaid auy aney jou ALl SJUSPNIS SWOS - PUE SIS Hsinbauaid Jueprys Jof ajepowiucase | ajendosdde ue e sassalboid vosss) sy -
0} AjBuiplosae Uossa| sisinipe Jeyseal -
sapepow Buures] Jasamp yebie) o} juswabebus SPeBU JUBPMS [BNPIAPU
UONOTUISU Sjequaiadip JoU saop Joyoea] - JUSPMS 10§ JUBIUOD BURRUSISHIP JO SABM saouabiaul Jo sanepow Buiies| o} ouweds wasuoo upm BulBebua
apirold 0) segiunpoddo $siL: AW 1ayoes] - ualap 1099 siuoo ym BuiBebua jo skepn « | J0 sAEM pEERUSIBLID SARINCIG JSYRaL -
o 10 Agjsew Jo
2AR0alo Uesss| au; o) paubyie jou alz ey aanoslgo ay jo Assew
suapnys BuiBelus 1o sAem aidpnw apincid UBUCD JO AIBISELL JO BARDS[YD UDSSI| anpelgo | uapns selowold Aguentiubls Jeyy Jusjuos
ABW Joyoesl yO uauod Wim Buibebus o} paubye Jou sdeyiad 1nqg ‘spuepnis BuilbeBus | uossa| au) o} paulle e ‘Juauos yym BuiBebus jo yym sbBebua o} sAem seplnoid ssyoeal -
10 ABM 3U0 apnold Ajuo Aew Jayoea), - Jo shem adynw spinoud AeUl Jsypes] - | ‘ajeudoidde s 'sAem sidynw: sapiscud Jeyaes] - jusjuod JnuLpede
Bupmofio 8u7 40 oS ul syuapn}s abebug
WSE}-JIO SIB AUBLL pUR JUSILOD NSEYO Bl AUBL PUR JUSILOD NSEI-LO JOU pUe SAW 1B J8 JUSU00 se lam sk Ypak aig Suunp panasqo S|
U pabebua aie sjUaPNS JO Z/L UBY; Jomad ~ u; pafebus ase sjuapn)s JO #yg uell lamag - 4l pefizbua AAROR 8l SJUBPNIS J0 SI0W 10 §/g- | SOUSDIAS g J9ABT B4} IO YN 'y [BAST JO
JUBIUDD DIUIBPEDE Ui JUSUOD DILBPEDE U SUDPNIS 1USlUCD DiliapeoR 1USIUOD DILUSPEDE U $IISPNIS 1g°Z Aouajadwon
siuapnls SuibeBus 1B aAjosUl S JAYSES), Buibebus e Juslusaodil SpPaauU JBuSER ] Suibebus ye angoays Alybiy




38edlts

sdiiS 1T ‘soRoBId Juspuadopu| 1o paping 'SiBYS JIed el pue Uy ‘smoN og -
Bujjjea-pios 'umopydn sqinyy (SulpueIsIspu Joj SHIRYD «

:saA308lgo Jo AIDISEUL PUE BUIpUEISIBpUN USRS SSasSE AW /SU0RS} 3L Moy Jo sejdwexy g

-aogoeud uspusdapur yBroiy: Aealed 1o 'uossa) 3w Jo dejs IXau 81 o) uo BUIMOLL i0jaq 1812 nyasn aq Asul BUipUeiSIapUR Joj Sunosyo uaym sewl o sgjdwexy -1

1$9ION
SJUBWSSISSE (seidwexe Jo) S10uU 955) SIUSUISSDSSE
Uosss| aU} Jo pua ag e |BULIOL 10 [RULIC) YBNoIL) UOSSD| 313 JO pUs 8L | [BUMLO JO fRuio) yBnollp Uosss) Yoea Jo pus
Al9lSBW Jo) SBSSISEE JasRu Jo Ajue) Jayora] - 18 fJuajsew Juspnis ssasse Ajeuoiseano AeW ayoea] ~ ay} je (s)anloeigo au jo Aaysew sjusprys
FIBAS S95S9SSE AllBONBLLIMSAS JaysED | -~
SIUSPN}S 858 C) 3oBY Buniuig saplo
3|0A5 10U sBCp PR BulpuZsIapun o} SXOBUD IO swapns SUBPNIS BS54 01 «Jaydiy pue Jamaj Yiog jo sbuzl
ano-jdo, 0} suopnys smojje Aguanbau Jayoea - asay; 0} ¥aeq Suloko Inoyim Bupusisispun 104 $309Ud soey S804 pue BuIpuB)sIspUN SO} $3I8YD JO B 18 [eualew jo Alsiseu Juapnis
10 ,1n0-3do,, O} SIBPMIS SMO|[E SALLIZAIOS Jaydes| - Ano-de, O} SJUIPRIS MOYE },USI0D JBYyoeaL ~ ssasse puE sBuipuRsiapUnsiu
JsmsuE Sy UOLILLGD §2BUNS O} suoassnb
yBno Ui way Suidpy uey; Jsyiel Jamsue pepus-uado sasn Jaunes ) -
ay) sjuspnys seald Apusnbaiy Jo suopsanb usUCs asuodsal g YBnoLY) UL
0} puodsal O} BOUBYD B SABY SIUSPNIS 310ja] s preaucy Suiaolu Jo Jemsue ve yum Budisy slojeq | sjuapris Buidiay alcyaq pus uonsonb & Suiscd (somsBUy
JUB3UOD Ym UC sarow Aguenbel) sayses, - puodsal pue YUy o} siuapn)s Joj uopsank e Guisod | Jaye Ylog AjsAnoaya SLLY JEM SBSN JSUdBa] - soB| Jo BulpuE)siapun jganal
Jsye awy yem ybBnous aplaold jou few seyoes] - 1L 3504Y) sesuodsal wapnys
Sulpuelsispun 5,550 341 40 Auenb yby Ao sidsooe Bunjuigy
Jesind, syganooe ue Bupndeo Ajael snus ‘oS op Bulpuesiaptin ysnd jeU} SUoRSaNh Piogeos
o} Aennedal pouisw sARIayaul auo Ajuo sasn Bujpuejsiapun s,sse o jo 9sind, ajsinooe $,55810 91 JO ,35ind, syeinooe ue Bupnides | ‘jusumiad Bunise Aq s|aas; Jsybiy Je
10 ‘BuipueEjsIepUn 0) §oeUo Jou sBop Jayoeal~ | ue Buumdeo u) Injsseconsun uayo sing ‘Bulpueisiapun ul 7yYssa00ns ale jey) Supuelsispun to | Sulpusisiapun Jof $308LU0 JaUoea | -
10 308D Jo adA} SUO UBL} Sl0W BSN ABU JBUYDES] - | %OBYD O} SPOLIALL Jo ABleA B SaSh 1ayoes] -
“Bumeioy Guipuelsispun
sjusLICW Aoy {piemioy BuioB uciongsuL WIouE 0} i J0 3WoS S8 jfam s gl 10} %2349
2 Aleau SaSSI JC Jujued Jo Buipuesiapun SjUBLICUE A2y JBI9ASS SBSSIW g JUBIU0D | AuEssaosu §1 Bunjooyo uaym) suawow AaY (B U Buunp peaasqe Si soUspIng
10} SHOBUD JSASU IO Ajalei Jayoral - 10 BuIpUEISIapUN J0] $HOSYD SeLmeWos Jayses | - | Jsowe 1. Buipueisiapun Joj $Y98YD Jayoead - £ JansT sy} JO Yonll ' [BAST 104
Surpuesiapun Sulpusslapun Buipuzstapun Buipueisiapun Jo) Bupoayo g Asusjadwo)
J0} Buppays 1e angoeyeu| ayoes] Daya e uawsaoldll spasu Jayoes L Joj Bupjpeyo 18 sajoaye sl Jsyoeal 1B 2ARoays AjUBIY S1 Jeyoea ],




38eglvs

‘259 ‘san0 (ensia Buipiacad | spnofe yuiy, Buisn 'sispow uc-spuey Jo saagendiuew Suisn
‘sa150[BUE JO $93ASD 2ucwauw Buisn 'sped [lews ol Y58 sy Bupealg ‘suchsanb Buipes| Bupise ‘sbpaimowy punaboeq Bugeajoe 's2 yans sanbiuyoey Buipjogeos, Suisn sBuipuElsiapunsiw o3 puodsss Ued Jayoesly g
‘BUIPUBISISPUN J0) ¥95U ©} MOL MOLY IS1i) IS SUO 'PSPaaU §8 UoRonIsul AIIpow o} Japio U - #'Z fouaadion Uo § B PaIO0s JSEe] 2 SARY JSNW JaUoes) B 'Aousiadilon SiU} 18 ealosys aq ol Jeplo U L

1$330N

Buipaaoons Jou S|
1 Usum usAs ‘sBupusyslapunsiu 0 puodsal o}
anbluyoas} swes sy} sasn Ajpaiesdal Jaloeal -

sanbiuyos Buipjogess usaup-eyses: Buisn Ag
sBuipuelsiapUNSIU O} spucdsal Ajuc Jsyaea] -

spuapns Joj Bulpuesiapun ssealoul

0} {1e; Agusnbay os Buiop je sidwspe Aue pue
'BulpUEISISpUN 104 SHOBUD U paseq uononnsy)
1snipe 0} sidwane seAsu Jo Ajarel Jayoea] -

Buipsasans jou
s13] uaym Uaas 'Buipuesiapunsiu g o} Bujpuodsal Joj
snbiuyssl Jenonied e Bulsn u jsisiad Aew Jayoes) -

aAj0aye a0 Usaq

aney pines senbluyoe) UsAp-Uapnis uaym ‘(jdeouod
e Bulujerdxe~al ‘eiduiexa Joy) ssnbiuyssy Buipjoyess
uasdp-seyoes) Busn Ag sBuipuelsiapunsiw

o} puodsas Auewnd Aew sstseay -

SUBpNE (B Jo) BuipuElsiapun asesiaul

jou Aew pue papinBsiw aq Aew sydweage ssay)
g ‘BUIpUBISIBPUN JO} SHOSUD UC paseq UoRongsuy
o} spuslgshipe syew o jdwsge Lew Jayoes] -

Inysse0ons Jou S] A ISl sU 4t sanbjuyosy
Justagip upm Bulpumsiapunsiw ssalppe o}
Al 01 s8ngRUOs 3N 'dn sAlB } usacp Jaudesl -

sanbiuyoe} Bupijcyeos aAgoae
upm sBuipuRsiepunsiw o} $pucdsal sayoes] -

siUspys 1sow Joj Bulpueisiapun pRsERIOUL
o} pes| 1eyl Bujpuelsiapun 1o} S$)08UD U0 paseq
uogongsul o) sluswshfpe seew Jayses) -

watusbebus Suiso| Jo V0SS

B} JO MOp BUL Wok Aeme BUDE} Tnoym
sBuipuelsiapunsiu 03 puodsal o}
uonansul Ajpow o aiqe sl jayoea] -

wWa\j sessalppe
Asapdwsaid pue sbuipueysiepunsiu
juapnis sejedisnue Jayoea] -

:BLmojio) Byl JO BLIOS S8 jjam se
seek Bl Buung penIssqo 51 asuSPING
£ AT U] 4O [anil ‘F [andTI0d

papasu
SE Uoianasy Buidipow 12 sagosyeul si Joyoea),

pspaal sg
uogangsu; BuiAppow 12 Juswaaoidil) spast 19Uoea |

papasu
iayaea),

52 uonanysu] BUIAIPOW 18 9AR0RS

papaau SB uogongsul
Buitypow je aazoays Aubiy st Jsuoeal

papssN sy
uononnsu| Alipofy

15z Asusjedwon




oBedlss

‘uossa| jo sdA pie oidoy ey} uo Buipuadap Ak (im Bujpuelsiopun pAs|-1auBiy doAsp O} SUORSSND @SN PINOUS JSYDES] B UDIYM YiMm Acuanbai syt ¢
AouspadWed SIL U pRIPSID B¢ PNOUS N)Sseaons jI pue ‘Buibugsiapun Jo |leAsi-JayBiy € sjesid 0} pasn ag ABLW suonsanbh UeL) Jayles sysE} BuiBusyeyd '€
‘usAlb 3¢ 10U PINOYS 1PSS 'JouU S30P 3 4 "BulpuEs/apun Juspnis EAsREYBIY U ynsal pjnoys Bupuogsanb pasiiaybiy ‘2

abBpapnolnt Joid 1o |eusiBwW SnoiAs.d 0} SUONOSLLD 33BW ¢ Sjuapn)s Bupdold -

usLes uossal By jo Jobu 313 sesealul Jey uonsenb e Buiscd «

IX5)UCT JuSiaP B Ul Jdesuos 1o [is mau e Aidde o) siseprgs Bupisy -

eap) UfeW S azZUBEWWNS 0} Jo Buryewos Buises) are feuy Aum ulejdxe of sjuspmys BubSY -

Buiuoseal yiau; Uigdxa o3 sjuspnis Bupsy «

{ausssidal, Jo ' Ueidxa, | SiEneas, L opioap, | aledwod, ' AisseR, * szhleue, SB Yons spiom Buisn) Awouoxe sloslg ue Ainbu; jo sjeas;saybiy Buhealoy «
:BuipuBssIapun [sA3l9YBlY dojeasp ued Jey; suoysshb jo sadAl jo sadwexg 'L

st

1S3j0N
SHSES JNIUP YIIM fsuswubisse JuaLuc e
paok;} uaym usAs isisiad 0} pue aanoa(go 10 upalo eaxe "B'9) suswals Uosss| pajoadxa
SHSE} Buifly dasy sjusprys | ay) Bups)sBW PIBMO) PIEL MIOM O} SIUSPS pusfag spss ping pue Adde o) segiunyodde
ynowp yBnouys isisted o) wWay) a5 inoous Jou BABY 0} $LOYS U Isistad jou ABw Ing ‘piey sdjay pue sousjed SMOUS SBURERL - |euonippe yim syepras Buipiacud Aq Buiwesa)
5500 pue AIsea SjUuSprys uo dn saaib Jsysesl - oM 0} sjusprys abeinoous Aew Jayoea} - Ul sal3jU; SpUspn)s safzinaaua jayoesj -
sieudosdde Buiwes| aie Asy) 1yl sjensuULWSR 1eelb jou 4 uiele J op ©1 SJUBpn]S SSlBAROW
'sydaouos Aidde so sogorsd UL} pajoasip-Jaydesl sI0w s UoRongsy) pue 'Aldde ‘sonaeid A inybuireaw pue s}sisuj 'sucnecadxe YBiy siasiu ey} diom
AjreBuiuesw o3 sanunyoddo ma] saey SIUAPTIS ‘eydaouos Aldde pue sagseld Arybuusaw o) o1 sagunpodde aney SUspNIg - | JUBpMS JUSoa) Jo sajdwexe siyblyBly ssyoes) -
‘pEIoBp Jeuoea] sAemiE JSOWE S UoSsaT - Auntoddo awos sasy LB SIUSPTIS SIIUAA -
Suipugjsiepun JBf0 Yoes C} puUB JSyoes;
-Buipueisiapun Jo [9A3] SIUSpMS Uo Suipueyslapun 10 948 §3USPNIS Y288 U0 pasey 3y} o} suopsanb PaskaYblY as0d SJUSPMS -
Peseq UoOnnSU| S1EfUaIS)Ip JOU $50p Joyoea ) 10 |3AB] SIUBPNIS UO pPaseq UORBRUAISLIP uoRonAsUl Jo UORERUSIagID O SNp piemic)
‘pleMIn) sJUapNS AuE seysnd A[iel uosseT - 10 YOB| 0} 8NP SIUSPNIS JSYIC SIS SUSpMms |2 Jsowie saysnd uosseT - sasuodsal ryduiuesw yym suonsanb
1Nq 'piemio] sjuapn)s swos seusnd uosse - [eaBl-aubiy Jamsue 0} S|GR S8 SJUapNS -
spdaouos NAOAR
10 SuipuElSISpUN SoBUNS B MOUS AJUS SiURpmS {Busnuos 1o xajdwod Suuopsanb SyuapPNS puE UoRoNsy]
‘BUIPURISISPUN SSBBIOU] O} |00} SARTDYD va)) Bulpuessiapun Pas-aubiy Buidosasap eAnoaya ubnoiy Bulpueisiapun He o} BuiBuaieys pue a|qIsSaDse S| UosssT - :
ue se Bulkonssnb a5 10U ARW Jeyoea] - | Ul 9AoBYS 39 Jou ABW pash suonsanb swog - @asf-1auBly sdopasp Agusnbaly seyoeal - w:ohommﬂ_ :m:o._ﬁ
Bumolos Buipugysiapun
{Asea ooy jo Bulbusjleys oo} g ABLL) SJUSPTES JO siuspns soi Buibus(eys SJUSPIS [[2 1SOW(E | 8 J0 SWOS SE jjom S8 uesA ey Buung peassge Jo jaAa
{2A8] |EeluBWdoRARp Yim paubile Jou S| Uossa - 10 B|gissasue SABMIE J0U SI UOSSDT - o} BuIBUS|EYS puE BqISSI00R S| UDSSaT - Sf BOUGPIAG ¢ [IAST BUf} O YONL f (8AS"] 404 1eyB1H dojarsg
oM PUE UGEDMNISU] MIOM pUE UORINGS oM puE LoRsnasu 30 pUE UDRORASUI
snoloBy yBnosy Bupumsiapun jo BAs| | snoioBu yBnosy Buipu=siapun jo |8l ssybly ghotoBlU yBnouy Buipugisiapun 40 [3A2) snosoBu ybno:ty Bupuelsiapun Jo [as) Jaybiy 19'7 Asusgadwon
JayBiy e Buidoanap 18 sAOayYaU| StIaydes L e Suidojansp 12 Juawaacdw: spssu sayoes] | Joybily e Buidoeasp 12 BAgOAYS SIJSUSES, e Buidoaap je annosys ADLY st Jayoes]
% 3 & gy

g 4




e¥edlos

"SJUSPM}S JYIC 0 Buluies; 541 01 JUBLILSP INCLIM WaL] S|pUBY ‘1IN0
Op 49U} UBUM PUB STURPMIS Ssal) JsBuciUE suoRdrUSIP SZIWULL 0] S{GE 3¢ PINOYS 19Y02a) BAROAYS UB USASMEH 54 ABL SUS/BY BAJDS43 MOU JBRRW OU SIUSPTS aAqdnisIp SABY UEBD 15UDRS} B B POOISIapUN a4 pinoys Y g
“augdiosip puk s35siBo| UBY) JSUIRI UOGONISU| B|YEneA Us Juads 80 USD SR 1BL) 0 AY)OOLIS SUNJ WoolsseR syl ‘Alleucnerado JEU} §] 213y S5E00NS 4O JOJEIIPUI |[BISAC SUL "L

$Aj0N

‘U053 AU} ¢} siaunsnipe

oHEW O} SABY Cf JOYDES] B} ISNED
Aguanbaly pue uoWWOD 8i8 SUCYESIBALCD
NSTPO puB sIomeyaq aAgdnisiq -

3sE}
-0 218 PUB SUCHDAUIR MO0} Jou op ARuanbaly
sjuaphis ‘Bundwosd yueoyiubis yum vang -

Jusiusbeuew
WOOJSSED 0} BNp UOSS9) ay; jo sped
UIsMEq SWH JWeayubis sajsem Jeyoes] -

Wom jhibueaw
ui pabebus J0u 12 SIUBPMIS Yaium
ut awg o spouad wesuds e s1syL -

salug
1B ye J5yoBa] alf) Wolj uokaslp ueoliubis
aiinbal pue Buiop ag pinoys Asyl 12y inoge
JESUN B/ sjuspmg eoeid U saunpsaosd
J0 SRURNQI JUSPIAS DL 10 M3} SIB BJal ] ~

ay| S8 Pe)s Agusnbayy Aewl jayoes) -

soouanbasuco oYM $$ER 10 (pasnoxaun)
&)E| sale Apuanbay Ael susnts -

‘wiajgosd

oy} ssauppe o} Ajusnbay uosss| suy dojs o)

Ay ABL JBYoRS) PUE JSULESW BARSSHS JS0W 3]
U] passeippE 89 Jou ABl AL} LINDD0 SALRSLLOS
SUDRESISAUOD YSEJ-IUO PUB SJCIABYR] amdnisiy -

JSEFUD ISl
PUB SUCHONASH MO||0) O} SIUSPMS Lo Alessaoau
st Joyoeay ayp woly Gundwoud Jueoyubls -

uessa| 8Y1 4o sued ussmaq Alejeudoiddew
awp uosss| siedaep Aew ssyseal -

pobefua wsiy
daay o) oM (niBuluBsls INCtM Ya| Sle SjUSphiS
usym sul) 30 pouad Joug B LBy alow st 218y, ~

pamo||c} 29 o} Bundwicid
10 uopoallp Jeyses) weoubls eunbsi ing ‘soeid
ul 3 seunpsoRdd puE ‘SUCHISUBS ‘SBUlNCyY -

32| SAUNUIL M3} B UEYs ApUs]s[suco Al $$B10D -

s57USNDasUGS JMOUIM S38|0 1o} {pasnoxaun)
BYe] anlle AQUSISISUOD SJUSpIS aWog -

'UOSSE| 8} 0} Uondrsiul

Jofew JNOUNM PesSSaIppe SABME JSOWIE BIR
AaL znooo Asu usUpn lalBl &i8 SUORESIBAUOD
MEEI-HO pUB SIolneyaq aadiusiq -

Bundwold yonw noylMm Jayoces) Jo SUopInisul
MOJ|C) PUE YSEI-LO BIE SJUSPNIS JiB 1SoWy ~

sAl02[Go Jo AleisELU SpIEMO}
SJapis pee| 0} }5ag se 05 Alsjeudaidde uosss|
8y} jo sped usamiag sWh sajebajap Jayoes] -

(onuepusaye Suunp ‘aldwexs
o)) sy jo spouad Jaug Joj xtom injbulusew
u pabebus 1ou Jane AUo Sie SUBPNIS -

Jayaesey al woly Bupgdwo:d

{BLWIUIL WM uaym pue Bulop ag of pesoddns
ale fay} JeUm MoUy SIUSPMIS "PeIndaxa

-{om Ble saInpascld PUB ‘SUORSUERI ‘sRulhoy -

SWER-UD SUE)S SSBID -

(pasnmaun) aief Sulslle jo saouanbssues
BY} JO BUBME UL PUR BWR-UO SALUE SIUSPMIE ~

uossa| 8y o) uondnuauy

iclew noysim passalppe sAeme ale fauy
000 Aayl USUAA 'SUBL Sl SUOJESIBAUOD
HSEHO pUE SICIABYSG anndrusic -

Bugdwosd
Yonw JNOYRM 1340Ea; JO SUORINGSL|
MO0} PUB YSE}-UC SIB SJU3PNIS (I -

sy5€} @say Ys(idwoaoe o} Jayieboy
{[5M MI0M pUE SBULNOJ PUE SUoHESS
J0) Aigisuodsal aleys suspmg -

(aouepusne Bunnp ‘ajdwexs Joy) Jeyoes)
ay; o) Bunleam a)iym yom jbuiueaw
uj paBebua sheme ale SWSpNS -

1ayoze} s} woyy Bugduwieud

IMOLIM Uaym pue Bulop aq o) pasoddns sie
AU} 1BYM MOUN SJUSPNIS PSInoaXa-|jam
ale sunpascsd pus 'SUGHSURS] 'saURnoY -

Bummoios ey jo
awos se jlem se Jgad s4] Buunp parissqo
SI BOUBPING € [BAST S JO YONL 'F 18ABT JOS

‘sayy vy

A8 B

3wy [BUORINISU
BUIZIWIXeLU 1B BARDaYSL S| JayDes |

BLUR [2UORCNISU]
Butznuxelws 18 Juswaacidul] spaau Jayoeal

3l

W reUoLoNRSUl
LXeW Y2 sanoaya Ayb Jsyoeay

al[] [BUOONLSU]
ZILUIXERN

2z Rousiadwon




aBedlis

“SUHOE 13U} JO 590UBTBASUNS PUE SPIEMSI U} JO BIBME 3J2 U SUOREI0stxs Pays|[qElss 0 195 2 AQ Spide pue PUBISIapUR SIUSPMS 1BLG LICQISSEID B4} JO 2IN3ND BU3 UM
JUBRIAG 3 PINCYS 1 ‘paisod AGISIA BIE 5B} 10U J0 JALISUAL TWCOISSER 34 Ui Ajgisin peisod saouanbasuod pue ‘spiemal ‘sucneroadxs ‘eABy o} palnbas SAWRSWOS I PUE ‘[IM AZUSNDALL 210W SIDUDES] [00YDS ABlIBWaT T

‘pIEPUEYS SIUEJO) L

{BAGT & PBI0DS 9 PINCLS JAYIRE) B} ‘SIUBPILS PIEME) /ALUDES] 34} AQ J08dSaISTD 10 $EIURISUL 210W JO BUO S| 23l il 'L

:S830N

IDINBYBG
aApebau SassRpPE JaAau Jo Ajaiel Jayoses] -

Jowneysq
sAsod sasield Jeasy Jo AlaiR) Jauses] -

ucyusAtaul
JEUCES) Upis Usas Jayladia (lam jiom

10U Op s3I asayl Bulinp YO SjBloge|[eo 0
saniunyodde Aueul Usalf JoU aJE SJUBPMS -

Jonetag sagdrisip 1o s¥vzewal Bulingasip
Aq paouapine e s19ad 10 Jayoes:;
0 npoadsassp Apuanbal; s1e SIUBPMG -

s1au0 Jo (sanebsu
10 saysed) jomeyaq eyl Buloub) apum 'siUsphIS
M3} B JO JOIABYDY BU} Lo SNSCY ARl Jayoea ] ~

yeg jeu
17q Iciaeyag aAjebau 10} S30UaNhesU0 80I0jUs
WO iomeyaq sapsod asiesd Aew ayres) -

layabio; yiom o}
1ayoea} 9y} WO FOUELSISSE JUeDIUGIS paau Aew

A0 B0 yoea jo sapoddns ag sAemie 10U AR Ing

‘gjeIoqe||05 0} salunyodde uealb aueg sluapME -

SULIOU WODISSE|S 40 PBPUIWSI ag C}
peoU IO N0 1B AfjRUCISEI00 ABL 3ng 'sisad pue

iayoea; oy o nposdses Ajesousd oie sjuapnyg -

suollidao
pue siyBrioy Jiay Ul 3salalUl sulnueb smoys
pue ‘spuapnis yum yoddes pool B sy Jayoes -

Joinglag aageSau abeincosip 01
A=eidoidde seousnbasuoo 95t pue Joneysq
puUe Japeseys aaised secuojuial JeUoea) -

ssaocud Buiwies] 92U} U Jaylo yoes Joddns pue
yei0ge]02 0] sapjunoddo uanlb aie suspmIS -

sivad
pUB Jayoea) 19l Jo [npoadsal sIe SJUSPTS -

sanjasway; 1sbuowe
Jolneyag aagebau abzinoosip pue Joineyaq
pue Japrleyd aanisod aJoiuIRl SJUSPNS -

20UEjSISSE puUE uojeloge||od pajdwosdun
Aq pasuapiAB SE siaad 4JaU) Jo $5800N8
Jjwapesk 4l} Ul PISSAUI 88 SJUSPTIS -

Brnogos etf] JO
BwWos se jjam se Jead sy Buunp peniasqo
S} BOUBPIAG £ [BABT Bif} JC YINW ‘F JanaT oS

uonRIogR{Io puR 1oadsal Jo SIn|nd
Woolssep B SUREaID jB BAJOSHAUI S| JBYSES |

UOREICGR|ICY hUk }0adsal Jo &In)Nd WOOISSED
e Hueso JE Juawanoldull speau Jayoes,

HHDACICL

uoEIoqe|0o pus Psdsal 1o AINYNRS
WooIsSED B Buneals je aAlosyd st Jayoeal

uopRIoge|es
pue adsal Jo 8InyN9 WosSES
e Bunesis 18 aagoays Aubly s 1aysss ]

ucnelogel|on pue
joadsay Jo aunynsy
WOOISSE|D 9)E81D

gz Aousjadwon

ISy




EBed]gs

038 'sued YoM JUSPMS [BRDIAPU
"Wwoclsse ay) Ul peisod pue uaium suonejoadxs ‘spusLubisse snoobl: fiendordde *Suopsanb sasi-oybly ‘sjuswwos GuBrinosua yBnoy - suopejoadys YBIY SjensuUOWSP O] JSUSRS) 1 10] SABM [B19naS aI2 2L L

oM
WICOUSSER 2L Ul
Lo0ISSRID DY) Ul pakejdsip Wocsseo sy Ul padedsip aq few pake|dsip s| sluapris |2 Jo som Aylenb ybiy -
Janau Jo Aases sioom Aujenk yBiH - ‘SIUDPTIS JiE JOU ING 'Ma) B Jo yom Aend yBiy -
Jojaeysg poob Jo Yiom SHOWRO0 10U INg ‘SWos “NIOM JuEpodw
snuspese sestesd jeasu 1o Ajsiel Jaysea] - 10 MoM SIUSDECE 8Y) osiaid AR JayaRs] - Slspeor sasield pue saleIqe(ss Jayoes] - 51} AUM puElSIapUN PUE HIOM JISL
Jhoge pejioXe ale ASL 1B} JjERSUCWSD
sload (Aposuoau) Bupamsue SUOROE PUE SIUSLLIWOD JUSPHS -
10 1ayoes} 8L Woy siuswwes BulBeineosip (Asea dr-amib 10 papsau uaym 1noge peq Jo sucysanb Bumse jhoge Aus
Apusnbay o} Snp 20N} YsU pus sabuaieyn | disy 104 )iS. O} JUBYISSY) 2uN||Ey HSU pUB sobuajeyo | 199)10u Op SKiBPNES) adnjEy YsK pue sabus|jeyo sanfesWRLY Jo) suogejosdxa
uo aye} O pleye A|leloust ale sjuspms - uo 2YE) 0} PlENE B ABW SJUPMS JLLOG - Uo 2B} 0] 20eld BJES B 51 WOOISSeD Byl - opapeor YBIYy BlENSUOISP SJUapNIS -
spuswubisse Jdwane o} astyal Jo HI5E) ssaifoid
-yo 'pasnaoun a4 WS spuepms ‘ajdwexs BujBua)izus s1 oM usym »lom i) o Aenb pue 38y BuZAlgUR pue senaswal; 104 seob
Jod “yIom IBUR Ul JUSLISSAU| 10 doe| dn aniB 20 3sEl-go awp pusds Ajjeuciseono Aew Hoya J19ty A PEIUSDIAS SB S5200NS apese siwspese Buitio U sledioned suspnys -
10 J52J3UISIP SIERSUCWSD ABLU SJUBPNS - | ING oM JiaL ul pajsaaul Aljelaual se sjuspmg - an[eA PUB OM JISUL U] PRISSALL 818 SIUSpnis - SS3IING JHWBPEIY
Buimopo) aig jo :
Jo} suonejoad
sjUspnIs 104 suolEmedxs SIS0 10U sjans| 118 JU0S 52 [jam 5 JEed ayy Buung perussqo 4 .u._w_w X3
By s1as 18ABU Jo AjBJBd Jayoea ) - | Ing ‘awos Joj sucneoadxa ybly 185 ABW J1BYDESL - | JO SIUSPMS 104 suopEoedxa ybiy s1es JBYoEa | - | 57 90UBDIAS £ [9AS'] U} JO HONW ¥ [8AS7 10 ybiH 328
*$5900NS JUBPNYS 1O} sUcheioadxs '$$970NS SILUBPEDE 0] SUCHERaUXS '$29000S OJMBPEDE I0) *$$800NS JIWBREIE JO) SuogEadxe 6T Asusjedwon
ybiy Bumss 12 juswaredw spaau ayses), | suonzoadxd ybiy Sules 1e aAoalls St Jaydses | yBiu Bumss 1e aancays AyBiy st Jayoesl




28edl6s

liaM YDBgPas) SAONASU0D jdavdy -

USIINGSY

o senpoeld mau juswadul 0 sAem Ino 3E9g -
segiunyoddo

ywiswdo@aap |Bucissajoud |euapdo snsind ApARoY -

saopoesd sacidw)
0] ¥oRGPIS) SATONASUOD SUIDIBAA ~

sUoIS$as Juswdolaasp

‘SJUSPMS 12 0 JUSWSABIUIE U} SINSUS 0} ARUNLILIO [00UDS J5eL) UIypMm diysiapes] pue ABIaUS SsuSiUl AU Uigsns pue dojsAsp S1aLpea |,

Buiwses) pue Buluyoes; aaoidwl ou Aew Jaysea) | sigesydde sseym 'uoponasul ol seogoeld ieuoissaield pea| o) sepunpoddo 3o %88g - sBpajmouy
o0} sasse|o Jo 'sweiboud 'sesp; mau et luawadwl o) sAem InNC H5RE - SIS0 Yiim Seoposld pue pue S|
Ul 3$818jU1 OU JO BRI SMOUS JBUoRa], ssunpoddo zopoerd pue sbpajmouy abpajmouy pelues| Aimau ateys Aueinbay - *
-sequniiodde Jusidojaasp BuoISSs0Id Jusiudolsasp euoissaioid AojepuBw B2 Uy - anosdw o} sequniodde ansind Ajpanoy - :Aew AjjeuoRIppe pUE € [9AS7] |BHOISS3]0d
SpUsHE Jansu Jo Ajaler Jayoee ) HIEEELTEE N I[iA JaLDBa ] 10§ BLISJII0 aU SIS JRYIRS] B 'y 9497 JY Haeg ¢fF
SIS0 U3im oM o} saniunpiodde 1no yaas Aueindey -
w0 papasu S LNLLLUOT)
USYM S0UESISISSE UlM SI9UTES} JaUi0 apinold o) yeeg - Gujuzea [euoissalwld se yons sdnof
sjou ABW JByoeaL pesU Ul SJaUI0 0} aoUESiSse apiacid | SARBIOYENOD Uiym SB|0L diLsiapes ue el -
pue ‘papssu usUm ‘BoUBISISSE 0} )SY - suopens jnouxp ybnoiy siead yoroD -
"1afeld wea} papesu uaum SOUEBISISSE IO} )SY ~ sIaUic s1eioqe|o9 ¢} sagunyoddo
B JOu S| pUE LolEIos! Ul $3I0M Ja4oes | SIS0 WO WEs| pue WOl WES pUB Ypim Som o) safuniodde o Bupass Ul pUOASG PUB SAGGE O -
'SIBUL0 UNA YoM O} Sepiunpodde Uyim Yo o} sajunyodde [euoiseose Ul ajedioped - 1ejnBei i sjediofied pug o %8¢ - :Aew AJEUORIPPE PUE § |20 Slead
ut sepedionied 1sAau Jo Ajaies IByses ) i 12YIe3 ) Amisyopa) | Sop BLSMD BUY S[UINY J3yoes) B 19a971 3 | UMM 81BJOQE[OD | '
SSEI0 JO SPISING ARUSIONIS
siaad pue sjusprys diay of swl salenpap Ajuenbald -
‘slead puB SpEpPNiS Jou Aeus Janoes] | $SBI Jo apisine s1oed pue spuapnis Buidiay SSE[D JO BpISIND Sisad pue suspn)s
Buidiay spiemo) $5B1 JO SPISINO 0} ‘papasy usym ‘AQualolys sl Seaipaq - 10} swp Buneapsp Ul pucheq pue sA0qE OF) -
B OU JO S| SNEIPIP JBYBS L SAAREIUI PUE LUCISSILL 5,|00Y9S Sl SSALERIUL PUB UCISSILL S[00UIS U3 sajel diusiapeal Jno %98s -
‘suofY jooyss Bunoidwl 3B pawre seap| Jayyny o] asUadXe pUB SEAP] [EUCISEID0 SINGUIUaD - | Jayuny o} aspadxs pue sespl Singisucy - :Aewl A[EUONIPRE PUE ¢ AT amyny |ooyas
SIINCLIUCO JanaU Jo Ajpiel Jayoes], I JBYIBIL it Jaydea) 10] BLESILID SU) SHUIN J8YORa) B ‘v [9AT Y 03} Inquuoy | L'e

diysiapes Jaysea] ¢ NIVINOQ




@3e4l0s

‘siuBIed WOy SORIIOD O} puodsal
Jou saop Apuanbay) Jo/pug sjuased

Sues; usphis
ul Wity sBebua o} sjusied o} 10 uoEal APARSEOId -
sjou Rew dayseal

|ooyos
sy Aq pasnba: yseenno uaied jo suucy g u =6efug -
$iuaded W0y I98IU0S 0] puodsay -

jo0uas s Ag paatnbal

yseanno juased jo suuoy e ut eBeBug -
syualed wiolg1opues o) Apdwold pucdsay -
Bujuiesj

Juspris U wayy abebus 0y skem jo Ajsuea
& Ul sjuaied o110 yoeal ApAgueald -

SjueAs Uoeanno padnbal jo

apisino ‘ABssesaU uaym Jsuuell saysod pue
Ajawn e Ul SUIBDULD SSAIPRE O} J|qe(iBA. §| -
Buiuies| juspris

uy syedioned o} Agunuoddo sidive usab are
sjuaied youm ul sdiysuoRRIa) LUIQ) 0] SBALS -
AJBLOBIPPE PUE ¢ |9AST

Suiwies
juspnig

0} IO S3UOBSL JahsU Jo AjRIR) JaUDesl [ tayoea] Jaysea) 10} BIASI4T 34 SIYINE J10Y0BA} B ‘¥ (2ae jy | SSIjILLUES abefug | g'¢
spasu

$pasu SIUSPNIS 10} SJB20ARY - PBZIENPIAPU] SILEPNIS 10} BIEICARY - S$HUINS JUIPMYS

'SPSSL SIUBPN)S JO) SJBI0ADE sJou RBEkE 1DUDRa | UBWSASIUTE JUSPNS 2INsSus C $YSi 8YE) pue ssbueys axe -

JOU SBOp PUE 95:n00 2U; 4o Jed punose sspEsqo Apalual o) jdwany - 100UDS 3L Ul SIUSpNIS By}

se alnfiey sidesoe sayoea] SiUSpRIS Susps sjuapms Jauysiy g 1B 40 LONBoNPa 24} O} JUBLYIWOD ARjdsig -

13Y/S1Y JO UCKHESMPS ALt 0 JUBLLHIWOD J3\SIY |8 JO UOREDNDS B4 O} JUSWLLIe: Azjdsiq - 10 UCHEDNPS Bu) O} Juswwed Agjds|g - :Aew AJBUORIPPE PUE § |8AT] §8320ng JUspMS

shejdsip Jenau Jo A[aiel JaYsea ) | JayoBa L L i8yaeS ] 103 BLISRMD S} S|JUIN} JYIEa] B ‘P [9AF] IV 0] 91BD0ARY | ¥'E




2Bedlte

IXBJUOD SIY) Ul 2OUSSCE PaSNOXalLin, suyap 0} UCHEIOCIOD 8U} JO UCHBIOSIP SU3 0} Y& 8] PINoYS Y .

Jauuesl [Npsedsad

B U} slaquuaty Aunwwos

pue ‘sueipienfsiuaied ‘sanfes|on
‘'spuapnis yum Supolagul Jo

waped g ssjeljsucwap enpiapul

JauuBW |nposdsal

E Ul sdaguaw AIUNWwoD

pue ‘sueipienbysiusied ‘senbeoljoo
'syUspngs Yy joelsiu) o Buie) jo
uieyed B salBASUOWSP [BNRIAIPY|

1o0adsay

(o1e ‘sime syeudoidde
1oy sapiod 'seugE) aulidissip
Bunpugns 1oj saunpasoud -B-a)
sainpaoosd pue ssiolod [ooyos

pue ‘ucyelodion ‘siEs Buimolicy jo
wiayed e sejplsuowap [enRinpu;

(012 'aipe speudoldde Joj sai0iod
'sjeusys) auljdiosip BURILNS 1o}
ssinpascid “6'e) sainpsocud pue
saiojjod |eouRs pue ‘uogelodios
‘a1Eps mollo; o} Buliieg Jo

ulaped B SS1RiSUOLUSR [BRPIAPY|

$aINpasoid
pue saisfod

(uswaaibe Gunrbieq aagosljod
1UBAS|L B3 AQ pue Aotiod jooyos
fea0] Aq yo) j9s saunpaooid

10 LONEIOW Ul 812 JBU S[BALLER 93E)
S[EALLE S8)e] pasnoxaun Jo waned
B palBNSUOLISP JOU SBY [ENPIAIPUL

(uswesibe Buluebieq 9ARo3||00
JuEAs|al 9y} Aq pug Aojjod [ooyos
1200} Aq Ypo} )es sainpasod

4O UORB|CIA Ul BIB JBY) S{BALLE
218|) S|eALIE 3)E| PASTIOXaUN JO
uisped & S3IRLSUOoLSD BNRIAMPY|

ALY BW11-U0

LSHOUBSYE pasnoxseun jo uisped
B PIjBlSUOLLIBp J0U SBY |Bnp

. SBOUDSIE PAsNoXaun o
Wiened B sejensucWSp [BNRIMRU

aosuepuany

“AjanneBau Buies ||BIon0 JISY] 1094E 1M 3l ‘Jou op ABU3 /| "SpIBpUE]S 9say) JesW 0} psjoadxa sie sieyoes ] "sonoed JuswAo|dw® J1Seq Ypm Op O SIoW pue Burues| pue Sujyoes)
Lllm Op O} S| SABY ASU} 9SNEsaq JLArU SU) Ul SUORIAS JSYI0 Sy} Woy sjeedes sle ssay | uoisssjoxd Aue ul pajoadxs sepusiedWcD WNWIUIUE 81 S)elsnj|; SJ0ledlpul 959y |

oLGNY WISHELOISS)04d 240D




Teacher Support Process

The teacher support process is for teachers whose professional practice has diminished to a point,
often times in a singular area, where professional support is essential. There are two clearly defined
steps in this support process:

Administrative Support phase, and/or

Intensive Support phase.

Administrative Support

The administrative support phase of the teacher support process is to enhance communication
between the evaluator and classroom teacher regarding ECSC performance expectations. The
singular goal of this process is to clearly communicate expectations and provide the necessary
support to return the teacher to regular evaluation process, Any teacher receiving an /mprovement
Necessary rating will be placed in the administrative support phase of teacher support process.

In the administrative support phase, the principal notifies the teacher in writing of the specific
area(s) in need of improvement. The administrative support phase is the only phase of support
provided to teachers in probationary (as defined in IC 20-28) status. The rubric defining professional
practice serves as the resource to clearly define the area(s) and level of professional practice
expected from the teacher. Resulting professional behavior aligned with the rubric and identified by
the principal returns the teacher to regular teacher appraisal process. The teacher is notified in
writing of the status change.

The process is as follows:

e The administrator notifies the teacher that he/she is moving into the administrative support
phase of the teacher support process. The notification is in writing and includes the reasons for
movement into administrative support phase. The flow chart defining the teacher support
phase is explained to the teacher.

o At the initial meeting, the principal and the teacher will discuss and/or design a plan which
" includes:

1. concern(s) about professional performance

2. suggestions/strategies for improvement

3. what counts as evidence of improvement (selected by the teacher)
4. an established time to meet again

When improvement to meet ECSC professional expectations is noted, the administrator will share.
with the teacher in conference, as well as, in written form that the professional expectations have
been met and the teacher is returned to regular appraisal process.

Insufficient progress of a probationary teacher in this phase will result in a recommendation for
contract non-renewal.

If performance of a non-probationary teacher not significant enough to meet ECSC professional
expectations is noted by the administrator, the teacher is notified in a conference and in writing that
the he/she is placed in the intensive support phase of the teacher support process.

This step expands the support to include teaching colleagues who, along with the principal, can
serve as resources to support the teacher. The rubric of professional practice continues to serve as a
guide for acceptable professional practice. Sufficient progress in this area results in the teacher
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returning to the regular teacher appraisal process.

Inadequate improvement as an outcome of the Intensive Support phase results in a
recommendation for dismissal if the teacher receives an Ineffective rating and at least one (1) of the
following applies:

1.) The teacher received an evaluation rating of Ineffective in the year preceding the teacher’s
initial rating of Ineffective (the ineffective teacher, under this section has a year to improve); or

2.) The teacher’s dismissal is due to a justifiable decrease in the number of teacher positions; or

3.) The teacher’s dismissal is due to conduct set forth in Indiana Code that applies to all teachers
and is grounds for immediate dismissal.

The teacher may request a private conference with the Superintendent within seven days of receipt
of the evaluation rating.

There may be times when a teacher in any phase of the evaluation process has unacceptable
behavior. If this should occur, there are provisions for moving the teacher immediately to the
Intensive Support phase. In extreme cases, including those of state statute or criminal law violations,
the teacher may be suspended pending due process,

intensive Support

The intensive support phase of teacher support process is the most comprehensive level of support
the school corporation provides to a non-probationary teacher in need of improvement. This level of
support is for a teacher who has not met professional expectations through the administrative
support phase or fails to participate in the administrative support phase. This level of support must
be completed within no more than 90 school days.

o At the conclusion of the administrative support phase, if the evaluator notifies the teacher that
he/she is moving into the intensive support phase of the teacher support process, notification
is in writing and includes the reasons for movement into intensive Support.

» At the initial meeting, the principal, teacher, and the intensive support team (defined by the
teacher and principal) will review the administrative support phase including the teacher
sharing, in written form, why the previous intervention strategies have not been successful.
Also,

1. establish a timeline, including the meeting dates and date for resolution,
2. create a teacher action plan,

3. discuss with the intensive support team possible resources, and

4, determine evidence required to demonstrate proficiency.

« When improvement to meet ECSC professional expectations is noted, the administrator shares
with the teacher in conference, as well as, in written form that the professional expectations
have been met and the teacher is returned to regular appraisal process.

« If performance significant enough to meet ECSC professional expectations is not noted by the
administrator, the teacher is notified in a conference and in writing that the teacher is being
recommended for non-renewal of his/her teaching contract.

Note: The intensive support phase of the teacher support process is only available to
non-probationary teachers with more than two years of continuous service to ECSC.
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Teacher Support Program
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Erwoop COMMUNITY SCHOOL CORPORATION

T0:

FROM:

DATE:

SUBJECT: Placement in the Administrative Support phase of the Teacher Support Process

The teacher support process for educators in ECSC includes a two tier intervention process. The
Administrative Support tier is for teachers whose professional practice has not developed or has diminished

to a point, often times in a singular area, where professional support is needed.

Utilizing the rubric that defines professional practice, the area(s) where you are not meeting professional
expectations is (are): (List areas from rubric here}

At this time, you are being placed in the Administrative Support phase of the teacher support process.
Resulting behaviors/actions identified as meeting professional expectations and aligned with the rubric, as
evaluated by me, returns you to the regular appraisal process.

As a result of this Administrative Support phase, probationary teachers with less than two full years of
experience with ECSC who continue to not meet professional expectations of ECSC, will be recommended for
non-renewal of his/her teaching contract.

As a result of this Administrative Support phase, probationary teachers with more than two full years of
experience with ECSC or who have Professional status and continue to not meet professional expectations of
ECSC, will be moved to the Intensive Support phase of the teacher support process. The primary focus of
Intensive Support phase is to provide additional support and resources to assist you in meeting the
professional expectations of ECSC.

Principal/Designee Date

Teacher Date

A copy of this form will be placed in the teacher’s personnel file.
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Erwoop CoMMUNITY SCHOOL CORPORATION

TO:
FROM:

DATE:

'SUBJECT: Placement in the intensive Support phase of the Teacher Support Process

The teacher support process for educators in ECSC includes a two-tier intervention process. Recently, you
were placed in the Administrative Support phase of this process. You have not made sufficient progress in the
area(s) stated in the Administrative Support phase; therefore, you are now placed in the Intensive Support
phase of the teacher support process. This Intensive Support tier is for teachers with more than two full years
of service to ECSC whose professional practice warrants additional professional support. The primary focus of
this leve! of intervention is to more fully support you in meeting the professional expectations of the ECSC.
Significant and timely improvement is necessary in your professional performance. You and |, along with a
support team which we will collaboratively sefect, will develop an improvement plan with/for you.

ECSC professional expectations that you are not meeting are : (List areas from rubric here)

Resulting behaviors/actions, as evaluated by me, meeting professional expectations and aligned with the
rubric will return you to the regular appraisal process.

Performance not significant enough to meet ECSC professional expectations, as evaluated by me and

communicated to you in a conference and in writing, will result in further action up to and including teaching
contract non-renewal,

Principal/Designee Date

Teacher Date

A copy of this form will be placed in the teacher’s personnel file.
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Erwoon COMMUNITY SCHOOL CORPORATION

TO:

FROM:
DATE:

SUBJECT: Return to the Regular Teacher Appraisal Process

(For teachers with less than two full years of service to ECSC.}

The teacher appraisal process for ECSC educators includes a Teacher Support Process for those who have
failed to meet professional performance expectations. You have successfully met the performance
expectations and are returned to the regular teacher appraisal process.

Please continue to work diligently to maintain and improve your professional performance. Future

performance that does not meet ECSC performance expectation may result in a recommendation for
non-renewal of your teaching contract.
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Erwoop COMMUNITY SCHOOL CORPORATION

TO:

FROM:
SUBJECT: Return to the Regular Teacher Appraisal Process

(Teachers with more than two full years of service to EC5C.}

DATE:

The teacher appraisal process for ECSC educators includes a Teacher Support Process for educators who have
failed to meet professional performance expectations. You have successfully met the performance
expectations and are returned to the regular teacher appraisal process.

Please continue to work diligently to maintain and improve your professional performance. Future

performance that does not meet ECSC performance expectation may result in immediate placement into the
Intensive Support phase of the Teacher Support Process.

Principal/Designee Date

Teacher Date

A copy of this form will he placed in the teacher’s personnel file,
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FErwoon COMMUNITY SCHOOL CORPORATION

Teacher Intensive Support Plan

Teacher Date

School Assignment

Principal/Administrator:

This plan is collaboratively developed with the teacher, administrator, and if appropriate, the Support Team.

Support Team Members and positions

1. The domain(s) and criteria in which the teacher has been designated as in need of assistance and support.
{Principal)

2. Describe previous support utilized to address this area(s).
{Teacher, Principal, Support Team)

3. List strategies that will support improvement efforts by the teacher.
{Teacher, Principal, Support Team)

4. List a timeline for support activities, including ongoing meetings to discuss progress.
(Teacher, Principal, Support Team}

5. Describe documentation that will be used to determine successful improvement in the identified areas
regarding the teacher’s job-related performance. (Teacher, Principal, Support Team)
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Erwoon COMMUNITY SCHOOL CORPORATION

Intensive Support Phase-Teacher Support Process

Initial Conference Date:

My principal and | have collaborated on the development of this intensive support plan. l understand the
contents of this plan and the seriousness of potential resulting actions should | not be successful in meeting
the professional expectations of this corporation.

| have attached a written commentary of why previous interventions from the Administrative Support phase
of the Teacher Support Process have not been successful.

Teacher Date

Principal Date

Final Conference Date of this phase:

Has this intensive support plan been successfully completed? If not, what are the next steps:

Teacher Date

Principal Date
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RISE

Evahatonbodal

Indiana’s State Model on Principal Evaluation

Background/Context
RISE was designed and revised to provide a quality system, aligned with current legislative

requirements that local corporations can adopt in its entirety, or use as a model as they develop
evaluation systems to best suit their local contexts. A representative group of teachers and
leaders from across the state, along with staff from the Indiana Department of Education
(IDOE), contributed to the development of the RISE principal evaluation system. These
individuals dedicated their ime and expertise to develop a system that represents excellence in
leadership and serves to guide principal development.

A meaningful principal evaluation system reflects a set of core convictions about leadership. From
the beginning, IDOE sought to design a model evaluation system focused on effective leadership
practice and student outcomes. RISE was designed to be fair, accurate, transparent, and easy-
to-use. The IDOE designed the RISE principal evaluation system based on four core beliefs about
principal evaluation:

 Principals matter. There are two things that account for most of what schools contribute
to increased student learning: teacher practice and principal practice. While individual
teachers have the most significant impact on the students they serve, the school
leadership plays a critical role in boosting teacher effectiveness and teacher satisfaction.
Furthermore, research clearly points to principals as having a significant, independent
effect on student learning.

« The job of principals has changed. Along with our understanding of the impact of
principals, we have developed a more sophisticated understanding of the actions that
principals take to drive higher levels of student achievement. RISE puts a premium on
those actions in the evaluation of each and every principal.

» Principal effectiveness needs to be recognized and emulated. Unfortunately, many
evaluations treat principals like interchangeable parts—rating nearly all principals the
same and failing to give principals the accurate, useful feedback they need to do their best
work in schools. We need to create an evaluation system that gives principals regular
feedback on their performance, opportunities for professional growth, and recognition
when they do exceptional work. We're committed to creating evaluations that are fair,
accurate and consistent, based on multiple factors that paint a complete picture of each
principal’s success in leading his or her school to higher levels of performance.

+ A new evaluation system will make a positive difference in principals’ everyday
lives. Novice and veteran principals alike can look forward to detailed, constructive
feedback, tailored to the individual needs of their schools and students. Principals and
corporation leaders will meet regularly to discuss successes and areas for improvement,
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Timeline for Development

The timeline below reflects the roll-out of the state model for principal evaluation. Public Law 90,
passed in April of 2011, required statewide implementation of new or modified evaluation systems
compliant with the law by school year 2012-2013. To assist corporations in creating evaluation
models of their own, the state piloted RISE in school year 2011-2012. House Enrolled Act (HEA)
1002 (2020) amended existing 1.C. 20-28-11.5-4 by removing the requirement that student
assessment results from statewide standardized assessments be used as part of a certified
employee's annual evaluation performance plan. This legislative change led to the further
refinement of the original system to create RISE 3.0.

Corporations may choose to adopt RISE entirely, draw on components from the model, or create
their own system for implementation. Though corporations are encouraged to choose the
evaluation system that best meet the needs of their local schools and principals, in order to
maintain consistency, only corporations that adopt the RISE system wholesale or make only minor
changes may use the RISE label, and are thus considered by the Indiana Department of
Education to be using a version of RISE. For a list of allowable modifications of the RISE system,
see Appendix A.

Figure 1: Timeline for RISE design and implementation

)
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* Note: Statewide implementation refers to corporations adopting new evaluations systems in line
with Public Law 90 requirements. The RISE model is an option and serves as a resource for
corporations, but is not mandatory.

Performance Level Ratings
Each principal will receive a rating at the end of the school year in one of four performance levels:

« Highly Effective: A highly effective principal consistently exceeds expectations. This is a
principal who has demonstrated excellence, as determined by a trained evaluator, in
locally selected competencies reasonably believed to be highly correlated with positive
student learning outcomes. The students in the highly effective principal’s school, on
aggregate, have generally exceeded expectations for academic growth and achievement.

« Effective: An effective principal consistently meets expectations. This is a principal who

has consistently met expectations, as determined by a trained evaluator, in locally
selected competencies reasonably believed to be highly correlated with positive student
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learning outcomes. The students in the effective principal's school, on aggregate, have
generally achieved an acceptable rate of academic growth and achievement.

e,

« Improvement Necessary: A principal who is rated as improvement necessary requires a
change in performance before he/she meets expectations. This is a principal who a trained
evaluator has determined to require improvement in locally selected competencies
reasonably believed to be highly correlated with positive student learning outcomes. On
aggregate, the students in the school of a principal rated improvement necessary have
generally achieved a below acceptable rate of academic growth and achievement.

« Ineffective: An ineffective principal consistently fails to meet expectations. This is a
principal who has failed to meet expectations, as determined by a trained evaluator, in
locally selected competencies reasonably believed to be highly correlated with positive
student learning outcomes. The students in the ineffective principal's school, on
aggregate, have generally achieved unacceptable levels of academic growth and
achievement.

Overview of Components
The principal’s role is a highly complex one. RISE refies on multiple sources of information to

paint a fair, accurate, and comprehensive picture of a principal’s performance. All principals will
be evaluated on two major components:

1. Professional Practice — Assessment of leadership practices that influence student
learning, as measured by competencies set forth in the Indiana Principal Effectiveness
Rubric. All principals will be evaluated in the domains of Teacher Effectiveness and
Leadership Actions.

2. Additional Components — A principal's contribution to student academic progress,
fulfillment of the school improvement plan, and compliance with school corporation rules
and procedures as determined by local level context and goals.

Evaluation of Other Administrators

The RISE Principal Evaluation and Development System (referred to simply as RISE through the
rest of the document) was created with principals in mind and may not always be appropriate to
use to evaluate other school or district administrators. Though certain components of RISE can
be easily applied to individuals in other administrative positions, it is ultimately a corporation’s
decision whether or not to modify RISE or adapt a different evaluation system for these roles.
Corporations that modify RISE or adapt a different system for administrators other than principals
are still considered by the Indiana Department of Education to be using a version of RISE as long
as they are using RISE for principals and this version of RISE meets the minimum requirements
specified in Appendix A.
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Timeline for Principal Evaluation
Evaluation is an annual process and tracks the arc of the school year, as shown in the figure
below.

Figure 2: Sample Principal Evaluation Timeline

Optional o Optional Optional
Observation = Observation | @ Observation

At the beginning of the year, the principal and evaluator meet for a beginning-of-year
conference. This is an opportunity to discuss the principal’s prior year performance and map out
a plan for the year. Evaluators and principals should leave the conference with clarity on:

¢ The areas of practice that will be the focus for a principal’s work and an evaluator's support
throughout the year; and

« A plan for regular observation and feedback (with an understanding that the evaluator may
visit unannounced as well).

Throughout the school year, the evaluator collects evidence, including two required direct
observations and, preferably, numerous additional direct and indirect observations. Each of
these observations is accompanied by feedback to the principal.

A strongly recommended but optional element of RISE is a mid-year conference. Held in the
middle of the year, this is an opportunity for the evaluator and principal meet to discuss
performance thus far. Evaluators can prepare for this conference by reviewing observation notes
and feedback fo date.
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In the spring, evaluators and principals meet for an end-of-year conference. This is an
opportunity to review the principal's performance on all of the competencies of the Principal
Effectiveness Rubric.

It is important to note that, depending on when all the data necessary for assigning a summative
rating are available, either the beginning-of-year or end-of-year conference will also serve as a
summative conference. This is when the evaluator shares his/her summative rating of the
principal, reviewing the principal’s areas of strengths and development for the year.
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Component 1: Professional Practice

Indiana Principal Effectiveness Rubric: Background and Context
The Principal Effectiveness Rubric was developed for four key purposes:

1.

To shine a spotlight on great leadership: The rubric is designed to assist schools and
districts in their efforts to increase principal effectiveness and ensure the equitable
distribution of great leaders across the state.

To provide clear expectations for principals: The rubric defines and prioritizes the
actions in which effective principals must engage to lead breakthrough gains in student
achievement.

To help principals and their managers identify areas of growth and development:
The rubric provides clear language differentiating levels of performance, so that principals
can assess their own performance and identify priority areas for improvement in their
practice.

To support a fair and transparent evaluation of effectiveness: The rubric provides the
foundation for accurately assessing school leadership along four discrete proficiency
ratings.

While drafting the Principal Effectiveness Rubric, the development team examined leadership

e & 9 & & & & & a2 ¢ & & 0o & B

frameworks from numerous sources, including:

Achievement First's Professional Growth Plan for School Principals
CHORUS's Hallmarks of Excelfence in l.eadership

Clay Christensen’s Disrupting Class

Discovery Education’s Vanderbilt Assessment of Leadership in Education (VAL-ED)
Doug Reeves’ Leadership Performance Matrix

Gallup's Principal Insight

ISLLC’s Educational Leadership Policy Standards

Kim Marshall's Principal Evaluation Rubrics

KIPP's Leadership Competency Model

Mass Insight's HPHP Readiness Model

National Board’s Accomplished Principal Standards

New Leaders for New Schools’ Urban Exceflenice Framework

NYC Leadership Academy’s Leadership Performance Standards Matrix
Public Impact's Turnaround Leaders Competencies

Todd Whitaker's What Great Principals Do Differently

Indiana Principal Effectiveness Rubric: Overview

The rubric is divided into two domains — (1) Teacher Effectiveness and (2) Leadership Actions.
Discrete competencies within each domain target specific areas upon which effective principals
must focus.
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Figure 3: Domains and Competencies

(Domain 1: Teacher Effectiveness N
1.1 Human Capital Manger
1.2 Instructional Leadership
1.3 Leading Indicators of Student Learning
\ /
Gomain 2: Instruction )

2.1 Personal Behavior
2.2 Building Relationships
2.3 Culture of Achievement

& J

It is undeniable that a principal is required to wear many hats, from instructional leader and
disciplinarian to budget planner and building manager. As the job becomes more demanding and
complex, the question of how to fairly and effectively evaluate principals takes on greater
importance.

In reviewing leadership frameworks as part of the development of the Principal Effectiveness
Rubric, the goal was not to create a principal evaluation tool that would try to be all things to all
people. Rather, the rubric focuses unapologetically on evaluating the principal’'s role as driver of
student growth and achievement through their leadership skills and ability to manage teacher
effectiveness in their buildings. Moreover, this focus reflects a strong belief that if a principal is
evaluated highly on this particular instrument, he/she will likely be effective in areas not explicily
touched upon in the rubric such as school safety or school operations.

The Indiana Principal Effectiveness Rubric
In Appendix C of this handbook, you will find the Principal Effectiveness Rubric. Supporting
observation and conference documents and forms can be found in Appendix B.

Collecting Evidence on Principal Practice

In RISE, administrators who supervise principals will serve as the formal evaluators for principals.
They will be responsible for approving the Administrative Student Learning Objectives set by
principals, conducting observations, providing feedback, monitoring progress, and assigning final
ratings (several of these steps are described in subsequent sections). This expectation stems
from our belief that these administrators — usually superintendents and assistant superintendents
~ need to focus their role (as many already do) on developing leaders in their corporations. So,
throughout this section, we refer to evaluators with these individuals in mind.
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A Note about “Primary” and “Secondary” Evaluators: For those familiar with the use of "primary”
and “secondary” evaluators in the RISE Teacher Evaluation System, there are some important
differences to note in the RISE Principal Evaluation System. Principal supervisors, either
superintendents or assistant superintendents, may ask other trained evaluators who have a
record of effective school leadership to assist in the evaluation process by collecting additional
evidence and providing feedback to principals. However, principal supervisors are responsible for
collecting evidence themselives through the two required observations, and for reviewing all
information collected throughout the year and determining a summative rating.

In order to accurately and comprehensively assess principal practice on the RISE Principal
Effectiveness Rubric, evaluators should collect four types of evidence:

1. Direct observation — This involves observing the principal undertaking a wide range of
possible actions (e.g., leading professional development sessions, debriefing with a
teacher about a classroom observation, leading a data team meeting or a meeting to
discuss next steps to support a struggling student, visiting classrooms, meeting with
students individually or addressing groups of students, meeting with parents, etc.).

2. Indirect observation — This involves observing systems that clearly result from the
principal's work but may operate without the principal present (e.g., grade level or
department planning meetings, peer coaching sessions, visiting classrooms, etc.).

3. Artifacts — This involves reviewing written records of a principal’s work (e.g., the school
improvement plan, the master schedule, coaching records, teacher evaluation reports,
etc.). Artifacts are often collected by the principal him/herself as part of the evaluation
process,

4. Data - This involves reviewing concrete results of a principal’s work, including both leading
indicators and direct evidence of student performance (e.g., interim assessment results,
attendance and discipline data, stakeholder survey results).

Principal supervisors must directly observe principals at least two times over the course of the
year, for at least 30 minutes per visit. Observations may be announced or unannounced and
evaluators may choose to use their visits as an opportunity to collect other evidence, including
indirectly observing key systems that the principal has established. After each required
observation, the evaluator must, within five school days, provide written and oral feedback to the
principal on what was observed, and how evidence maps to the rubric.

Evaluators should treat these observation requirements as a bare minimum and strive to observe
principal practice — directly and indirectly — significantly more. In fact, while the minimum
requirement is two observations in year one of RISE implementation, in future years RISE will
likely require a higher number of observations. While other aspects of evaluation (e.g., collection
of artifacts of practice) are important, the professional relationship forged through observation and
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substantive feedback is a critical feature of a strong evaluation system. While this represents a
significant shift from current practice for many superintendents and principals, it is a shift that will
have powerful effects on the quality of leadership and, by extension, on the instruction that
students receive.

Figure 4: Principal Observation Requirements

Iyr No Optional Optional No

Optional Varies {suggested) (encouraged}  (encouraged)

It is essential that during observations the evaluator take evidence-based notes, writing specific
instances of what the principal and others said and did. The evidence that evaluators record
during the observation should be non-judgmental, reflecting a clear and concise account of what
occurred in the observation. The difference between evidence and judgment is highlighted in the
examples in Figure 5 below for both direct and indirect observation.

Figure 5: Evidence vs. Judgment

After the observation, the evaluator should take these notes and match them to the appropriate
indicators on the rubric in order to provide the principal with rubric-aligned feedback during the
post-conference. Although evaluators are not required to provide principals interim ratings on
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specific competencies after observations, the process of mapping specific evidence to indicators
provides principals a good idea of their performance on competencies prior to the end-of-year
conference. When mapping, evaluators should consider the evidence at the indicator level,
focusing first on the “Effective” column in the rubric then moving up or down the performance
levels as directed by the evidence. Figure 6 provides examples of documented evidence mapped
to the appropriate indicators.

A word on collecting artifacts and reviewing data: Evaluators should collect enough evidence
to help them make accurate professional judgments on the rubric, but should think carefully about
the quality, alignment, and purpose of all evidence collected. Collecting targe quantities of low-
quality, poorly aligned evidence will only burden the principal and the evaluator.

Written artifacts should serve two purposes. First they can supplement observation, providing
more evidence that is relevant to an observation. For example, using the direct observation
evidence described in Figure 6, artifacts for the first example may include a schedule of RTi
meetings or written documentation of the interventions and instructional strategies that were
discussed. In the second example, the student performance data reviewed by the principal and
teacher in addition to subsequent student performance data related to this concept would provide
supporting evidence for the evaluator’s rating of the principal for this indicator. As with direct and
indirect observations, it is important to ensure that the artifacts and data that are collected align
with the competencies and indicators against which the principal's performance is being
evaluated. The second purpose of artifacts is to provide evidence on sections of the rubric that
might be more difficult to observe directly.

The same purposes apply to reviewing school data as evidence. For example, parent and teacher
survey results often provide valuable evidence of a principal’s practice across a range of
competencies and sub-competencies in the rubric (some notable ones being 1.1.4: Leadership
and Talent Development; 1.3.4: Instructional Time, 2.1.1: Professionalism; and 2.2.2:
Communication).

Figure 6: Mapping Evidence to Indicators

E: Principal fn_ee_ts with T to review student performance Frequently analyzing student performance data -
data from an assessment over content delivered during with teachers to drive instruction and evaluate
the Ps last classroom observation. - .. ~ ‘instructional quality (E - 1.2.2) s
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P: “The data show that your Ss understand how to identify
the main idea of a paragraph. What do the data show Providing prompt and actionable feedback to
regarding your Ss abilities to determine the meanings of  teachers aimed at improving student outcomes
complex words using contextual cues? based on observations and student performance

data, (E-1.2.2)
T: Only my top Ss understood that concept.

P: What adjustments can you make when you teach this
concept to help all your Ss understand? Do you include
all Ss in your check for understanding before moving on
in the lesson?”

Over the course of a school year, the collection of evidence should be significant. This has
important implications for how information is maintained and how evaluators think about distilling
information for purposes of feedback and ratings. On these fronts, here are some
recommendations for evaluators:

« Consider establishing a regular (e.g., monthly) schedule for observation and feedback with
principals, while also leaving room for unannounced visits.

« Hold a mid-year conference to assess progress and review actions steps, providing
principals with an idea of where they stand and what they need to do to improve or
accelerate progress.

e Maintain a file (ideally electronic) for each principal and establish a process for others
involved in a principal’s evaluation to contribute information as appropriate; in doing so, it
is important to be targeted in the collection of information, so as to avoid burdening
principals and pulling them from critical leadership work.

Adjusting the Intensity of Evidence Collection

New principals and struggling principals will benefit from early and frequent feedback on their
performance. It is expected that evaluators will collect more evidence on the practice of novice
and struggling principals than is required for RISE or is typical for more veteran and more effective
principals. Evaluators should adjust timing of observations and conferences to ensure all
principals receive the support they need.

Novice and struggling principals are encouraged to complete a professional development plan
(see the form in Appendix B) with the support of their evaluator. The plan is a tool for principals
to assess their own performance and set development goals. Principals utilizing a professional
development plan work with their evaluators to set goals at the beginning of the academic year.
These goals are monitored and revised as necessary. Progress towards goals are formally
discussed during a mid-year conference, at which point the evaluator and principal discuss the
principal's performance thus far and adjust individual goals as necessary. Professional
development goals should be directly tied to areas of improvement within the Principal
Effectiveness Rubric. Although every principal is encouraged to set goals around his/her
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performance, only principals who score an “Ineffective” or “Improvement Necessary” on their
summative evaluation the previous year are required to have a professional development plan
monitored by an evaluator. This may also serve as the remediation plan specified in Public Law
90. When used as the remediation plan, the timeline for the plan can be no longer than 90 days,
and the plans are required to use license renewal credits for professional development activities.

Principal Effectiveness Rubric: Scoring
At the end of the year, evaluators must determine a final principal effectiveness rubric rating and
discuss this rating with principals during the end-of-year conference.

Assessing a principal's professional practice requires evaluators to constantly use their
professional judgment. No observation rubric, however detailed, can capture alt of the nuances in
how principals lead, and synthesizing multiple sources of information into a final rating on a
particular professional competency is inherently more complex than checklists or numerical
averages. Accordingly, the Principal Effectiveness Rubric provides a comprehensive framework
for abserving a principal’s practice that helps evaluators synthesize what they see in the school,
while simultanecusly encouraging evaluators to consider all information collected holistically.

Evaluators must use professional judgment when assigning a principal a rating for each
competency as well as when combining all competency ratings into a single, overall domain score.
Using professional judgment, evaluators should consider the ways and extent to which a
principal’s practice grew over the year, the principal's response to feedback, how the principal
adapted his or her practice to the current situation, and the many other appropriate factors that
cannot be directly accounted for in the Principal Effectiveness Rubric before settling on a final
rating. In short, evaluators’ professional judgment bridges the best practices codified in the
Principal Effectiveness Rubric and the specific context of a principal’s school and students.

The final principal effectiveness rating will be calculated by the evaluator in a four step process:
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Each step is described in detail below.

evidence

Compile ratings and notes from multiple observations and other sources of

At the end of the school year, evaluators should have collected a body of evidence representing
professional practice from throughout the year. They will need to devote time fo reviewing ail of

these materials.

or 1.2}

Use professional judgment to establish final ratings for each competency (e.g., 2.3

After collecting adequate evidence at the sub-competency level, the evaluator must assess where
the principal falls within each competency and use professional judgment to assign ratings. At
this point, the evaluator should have ratings for 6 competencies, as shown in this example:

Achievement

Domain Teacher Effectiveness l.eadership Actions
Competency | Human | Instructional Leading Personal Building Culture of
Capital | Leadership | Indicators of | Behavior | Relationships | Achievement
Manager Student

Use each competency rating and professional judgment to establish final ratings
for each domain: Teacher Effectiveness and Leadership Actions

It is not recommended that the evaluator average competency scores to obtain the final domain
score, but rather use good judgment to decide which competencies matter the most for leaders
in different contexts and how leaders have evolved over the course of the year.

Damain Teacher Effectiveness Leadership Actions
Competency | Human | Instructional Leading Personal Building Culture of
Capital | Leadership | Indicators of | Behavior | Relationships | Achievement
Manager Student
Achievement
'+ Competency 2 (IN) 3(B) 3 (E) 3(E) 2 (IN) 1(IE)
Ratings
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Q Average the two domain ratings into one final practice score.

At this point, two final domain ratings are summed and divided by two (since they are of equal
weight) to form one score.

(3+2)/2=25

2.5 is the final rubric/professional practice score

This final rubric/professional practice score is placed in the table below to convey a professional
practice rating. In this case the rating of 2.5 translates to Improvement Necessary.

Effective (E)
Improvement Necessary (1) 2o0r25
ineffective (IN) 1or1.5

The final, raw professional practice score feeds in to a larger calculation for an overall summative

rating including school wide measures of student learning. This calculation is described below on
pages 26-28.

16 |Page



M RISE

Eualomton Madat

i

)

Component 2: Additional Components

Additional Components: Overview

A principal's contribution to student academic progress, fulfillment of the school improvement
plan, and compliance with school corporation rules and procedures as determined by local level
context and goals can be considered in the summative evaluation scoring.

Summative Principal Evaluation Scoring

Review of Components
Each principal’s summative evaluation score will be based on the following components and
measures:

1. Professional Practice: Principals receive a summary rating on their practice as judged
against the Principal Effectiveness Rubric. The final, raw rubric score is used in the
summative scoring process.

2. Additional Components: School districts opting to incorporate additional components;
such as A-F Accountability Grade, or other locally determined components may do so.

The tabie below shows the points associated with each performance level on each of these
measures.

Highly Effective (HE)

Effective (E) 3or3.5
Improvement Necessary 20r25
()

Ineffective (IN) 1orib
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Weighting of Measures
For principals, districts may opt to weight Professional Practice and Other Components
determined locally using one of the two options below:

Option 1 Option 2
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Below is an example of the weights applied for an Option 2 principal who

e receives ratings of "Effective” on one domain of the rubric and “Improvement Necessary”
on the other - Rubric rating = 2.5
« received a rating of 3 for a locally created goal

Example Summative Scoring Chart

Rubric Rating : 0.90 2.25
Other 3 010 0.30
Component
Comprehensive 2.55
Fffectiveness Rating

This final weighted score is then translated into a rating on the following scale.

~ Ineffective |

1.0 175 25 35 4.0
Points Points Points Points Points

Note: Borderline points always round up.

The score of 2.55 (from the example above) maps to a summative rating of “Effective.” Evaluators
should meet with principals in a summative conference to discuss all the information collected in
addition to the final rating. A summative evaluation form to help guide this conversation is provided
in Appendix B. The summative conference may occur at the end of the school year in the spring,
or when principals return in the fall, depending on the availability of data for the individual principal.
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Frequently Asked Questions

Who can evaluate principals? A principal must be evaluated by his/her supervisor, who is
usually a superintendent or assistant superintendent. Serving in this role means conducting the
minimum number of observations, holding at least the required conferences, approving the
Administrative SLOs, and assigning a summative rating. It also means being responsible for the
professional growth of principals. Indeed, a major shift with RISE is an expectation that all principal
supervisors prioritize their role as developers of leadership talent, as many already do.

What about “secondary” evaluators and/or peer evaluators? A principal supervisor can enlist
others in the collection of evidence and can offer judgments on that evidence. But, these additional
individuals should not perform any of the required functions in place of the evaluator.
Superintendents may also want to create opportunities for principals to support the grawth and
development of their peers through informal or structured observations. In order to maintain trust
within the professional community, superintendents should set clear expectations about how
information gathered in this way will be used as part of a principal's evaluation.

RISE specifies a minimum of two ohservations (this year) but encourages more. How much
is enough? Around the country, districts that have adopted a strong ethic around instructional
leadership make the observation of principal practice a regular and ongoing occurrence. Principal
supervisors should aspire to be in each school they supervise on a monthly basis, and more
frequently if case-loads permit.

If | am collecting evidence at the sub-competency level, how do | rolt up all of my evidence
and judgments into ratings at the competency level? There is no formula for arriving at
competency ratings. Evaluators should use their professional judgment and shouid consider
where the preponderance of evidence lies. It is also useful to consider whether there are sub-
competencies that have been the focus of a principal's practice; those may have particular weight
in determining a competency rating.

Glossary of RISE Terms

Achievement: Defined as meeting a uniform and pre-determined level of mastery on subject or
grade level standards. Achievement is a set point or “har” that is the same for ali students,
regardless of where they begin.

Beginning-of-Year Conference: A conference in the fall during which a principal and evaluator
discuss the principal’s prior year performance and Professional Development Plan (if applicable).
In some cases, this conference may double as the “Summative Conference” as well.

Competency: There are six competencies, or skills of an effective principal, in the Indiana
Principal Effectiveness Rubric. These competencies are split between the two domains. Each
competency has a list of observable indicators for evaluators to look for during an observation.
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Domain: There are two domains, or broad areas of focus, included in the Indiana Principal
Effectiveness Rubric: Teacher Effectiveness and leadership Actions. Under each domain,
competencies describe the essential skills of effective leadership practice.

End-of-Year Conference: A conference in the spring during which the principal and evaluator
discuss the principal's performance on the Principal Effectiveness Rubric. In some cases, this
conference may double as the “Summative Conference” as well.

Evaluator: The person responsible for evaluating a principal. Along with other evaluator-related
responsibilities, the evaluator approves Professional Development Plans (when applicable) in the
fall and assigns the summative rating in the spring. Principals’ supervisors setve as evaluators.

Indiana Principal Effectiveness Rubric: The Indiana Principal Effectiveness Rubric includes six
competencies in two domains: Teacher Effectiveness and Leadership Actions.

Indiana Evaluation Cabinet: A group of school administrators and educators from across the
state who helped inform the design the RISE model, including the indiana Principal Effectiveness
Rubric.

Indicator: These are observable pieces of information for evaluators fo look for during an
observation. Indicators are listed for each performance area in each sub-competency in the
Indiana Principal Effectiveness Rubric.

Mid-Year Conference: An optional, but strongly recommended, conference in the middle of the
year in which the evaluator and principal meet to discuss performance thus far.

Observation: A visit to a school to observe principal practice. Evaluators must undertake at least
2 direct observations, of a minimum of 30 minutes each, in a given school year. Required
observations can be announced or unannounced, and are accompanied by mandatory post-
conferences including written feedback within five school days of the observation. Evaluators
should also undertake indirect observations to assess the systems that principals have put in
place.

Post-Conference: A mandatory conference that takes place after a required observation during
which the evaluator provides rubric-aligned feedback to the principal.

Professional Development Goals: These goals, identified through self-assessment and review
of prior evaluation data, are the focus of the principal’s Professional Development Plan over the
course of the year. Each goal will be specific and measurable, with clear benchmarks for success.

Professional Development Plan: The individualized plan for professional development based
on prior performance. Each plan consists of Professional Development Goals and clear action
steps for how each goal will be met. The only principals in RISE who must have a Professional
Development Plan are those who received a rating of Improvement Necessary or Ineffective the
previous year.
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Professional Judgment: An evaluator's ability to look at evidence and make an informed
decision on a principal’s performance without a set calculation in place. Evaluators will be trained
on using professional judgment to make decisions.

Professional Practice: Professional Practice is the first of two major components of the
summative evaluation score (the other is Student Learning). This component consists of
information gathered through observations using the Indiana Principal Effectiveness Rubric and
conferences during which evaluators and principals may review additional materials.

Sub-competency: There are 23 sub-competencies distributed across the six competencies in
the RISE Principal Effectiveness Rubric. Each sub-competency is a discrete concept that is part
of the overarching competency, but can be measured across the four levels of performance in the
rubtric.

Summative Conference: A conference where the evaluator and principal discuss performance
from throughout the year leading to a summative rating. This may oceur in the spring if all data
is available for scoring (coinciding with the End-of-Year Conference), or in the fall if pettinent data
is not available unti! the summer (coinciding with the Beginning-of-Year Conference).

Summative Rating: The final summative rating is a combination of a principal’s Professional
Practice rating and additional components. The final score is mapped on to a point scale. The
points correspond to the four summative ratings: Highly Effective, Effective, Improvement
Necessary, and Ineffactive.
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Appendix A — Allowable Modifications to RISE

Corporations that follow the RISE guidelines and use both this resource and the Principal
Effectiveness Rubric (PER) exactly as written are considered to be using the RISE Indiana
Principal Evaluation System. This RISE principal system should be considered separate from the
RISF Indiana Teacher Evaluation System.

If a corporation chooses to make minor edits to the RISE principal system from the minimum
requirements stated below, the system must then be titled “(Corporation name) RISE for
Principals,” and should be labeled as such on ali materials. These minimum requirements for the
RISE principal system are as follows:

Professional Practice Component
« Use of the Principal Effectiveness Rubric (PER) with all domains and competencies; with
the exception of competency 1.3 Student Learning

Summative Scoring
» Weights assigned to componentis of the summative model

If a corporation chooses to deviate from any of the minimum requirements of the most recent
version of the RISE principal evaluation system (found at www.riseindiana.org), the corporation
may no longer use the name “RISE.” Corporations can give any alternative title to their system,
and may choose to note that the system has been “adapted from Indiana RISE.”

"2371 Pa g.é"



RISE

Appendix B — Optional Observation and Conferencing Forms

All forms in this appendix are optional and are not required to be used when implementing RISE.
Although evaluators should use a form that best fits their style, some types of forms are better
than others. For example, the best observation forms allow space for observers to write down
clear evidence of principal practice. One such form is included below, but there are many other
modelsitypes of forms that may be used. Using checklists for observation purposes is not
recommended, however, as this does not allow the evaluator to clearly differentiate between four
levels of performance with supporting evidence.
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Optional Observation Mapping Form
Note: It is not expected that every competency be observed during every observation.
This form may be used for formal or informal observations per evaluator preference.

SCHOOL: OBSERVER:
PRINCIPAL: OBSERVATION SETTING:
DATE OF OBSERVATION: START TIME: END TIME:

Evidence Indicator

Evidence ' Indicator

Indicator

25 ] page



Indicator

Evidence

Indicator

Evidence

Indicator

OVERALL STRENGTHS:

OVERALL AREAS OF IMPROVEMENT:
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Optional Post-Observation Form - Evaluators

Instructions: The primary post-observation document should simply be a copy of the
observation notes taken during the observation. This form is designed to summarize
and supplement the notes.

SCHOOL. OBSERVER:
PRINCIPAL.: OBSERVATION SETTING:
DATE OF OBSERVATION: START TIME: END TIME:

Domain 1: Areas of Strength Observed (identify specific competencies):

Domain 1: Areas for Improvement Observed (identify specific competencies):

Daomain 2: Areas of Strength Observed (identify specific competencies):

Domain 2: Areas for Improvement Observed (identify specific competencies).

Action Steps for Improvement:
This section should be written by the principal and evaluator during the post-conference.
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Optional Mid-Year Conference Form

SCHOOL: EVALUATOR:
PRINCIPAL: DATE:

Note: Mid-year check-in conferences are optional for any principal without a professional
development plan, but can be helpful for evaluators to assess what information still
needs to be collected, and for principals to understand how they are performing
thus far. it should be understood that the mid-year rating is only an assessment of
the first part of the year and does not necessarily correspond to the end-of-year
rating. If there has not yet been enough information to give a mid-year rating, circle
N/A.

Number of Observations Prior to Mid-Year Check-in:

1.1 Human Capital Manger

1.2 Instructional L.eadership

1.3 Leading Indicators of Student
Learning

Mid-Year Rating (Circle One) | 4 —~ High. Eff. 3 —Eff. 2-Improv. Nec 1 -Ineff. N/A

2.1 Personal Behavior
2.2 Building Relationships
2.3 Culture of Achievement

Mid-Year Rating {Circle One) | 4 —High. Eff. 3 -Eff. 2-improv. Nec 1-Ineff. N/A
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Optional Summative Rating Form
SCHOOL: EVALUATOR:
PRINCIPAL. DATE:

Principal Effectiveness Rubric Scoring

1.1 Human Capital 1.1
Manager 1.2;

1.2 Instructional 1.3
Leadership

1.3 Leading Indicators of
Student Learning

1 — Ineff

2.1 Personal Behavior

2.2 Building Relationships
2.3 Culture of 2.3
Achievement
Final Domain Rating (Circle One) 4 —High. Eff. 3 -Eff. 2-Improv. Nec 1 - Ineff.
Domain 1 Rating + Domain 2 Rating 2= Final Rating
+ 2=

Option 2 Final Rating

.
Rubric Rating 0.90
Other
Components 0.10
Comprehensive
Effectiveness Rating
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Comprehensive
Effectiveness Rating

Final Summative Evaluation Score:
Use the chart below and the Final Summative Evaluation Score to determine the principal’s final
rating.

 Ineffective

1.0 25 3.5 4.0
Points Points Points Points Points
Note: Borderline points always round up.
Final Summative Rating:
D Ineffective D Improvement Necessary
D Effective D Highly Effective

Principal Signature
| have met with my evaluator to discuss the information on this form and have received a copy.

Signature: Date:

Evaluator Signature
| have met with this Principal to discuss the information on this form and provided a copy.

Signature: Date:
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Optional Professional Development Plan

Using relevant student learning data, evaluation feedback and previous professional
development, establish areas of professional growth below. Although there are not a required
number of goals in a professional development plan, you should set as many goals as appropriate
to meet your needs. In order to focus your efforts toward meeting all of your goals, it will be best
to have no more than three goals at any given time. Each of your goals is important but you should
rank your goals in order of priority. On the following pages, complete the growth plan form for
each goal.

Goal Achieved?

1.
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Name:

School:

Date

Developed:

Date
Revised:

Evaluator
Approval
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The 2015 revision of the Superintendent Evaluation Manual has been carefully reviewed and is being
offered to school boards and superintendents as a viable process to conduct a meaningful and formative
evaluation of the professional performance of public school superintendents throughout Indiana. This
manual describes a complete process for the superintendent evaluation jointly developed by
representatives from ISBA and IAPSS. Additional assistance for completion or training in the evaluation
process may be obtained from ISBA. The material contained in this manual is the result of the research,
discussions, and conclusions expressed by the joint revision committee representing ISBA and JAPSS.

The 2015 Revision Committee Members:

ISBA: Dr. Michael Adamson — Director of Board Services
Lisa Tanselle, Esq. — Staff Attorney
IAPSS: Dr. Thomas Little — Superintendent, M.S.D. of Perry Township
Dr. Kevin Caress — Executive Director, Central Indiana Educational Service Center
Dr. Sherry Grate — Superintendent, DeKalb County Central U.S.D.
Dr. Scott Hanback — Superintendent, Tippecanoe School Corporation




Purpose and Value of Evaluation

The superintendent evaluation is one of the fundamental responsibilities of the school board.
Howevet, with the 2011 adoption of IC 20-28-11.5-4, regarding annual performance evaluations for
certificated employees, there is an even greater reason for careful consideration when selecting an
evaluation instrument, as well as how the entire evaluation process is conducted. Critical to this exercise
is a mutual understanding of the value and overall purpose of the evaluation process.

This manual provides both school boards and superintendents a structure they may follow and an
evaluation instrument that satisfies the Indiana Department of Education (IDOE) expectations that are
defined in the “Indiana Content Standards for Educators: School Leader — District Level” (See Appendix
A). Personalities and personal relationships are largely removed from the process with the emphasis
placed on the professional attributes of the superintendent’s job performance.

The Indiana Schoo! Boards Association {(ISBA) and the Indiana Association of Public School
Superintendents (IAPSS) endorse the IDOE position regarding superintendent evaluation which stresses
that,

The development of robust superintendent evaluations is important because the success of the
evaluation of Indiana’s teachers and principals may depend on strong accountability for district
Jeaders. Superintendents can make a better case for holding educators to high levels of
accountability when they themselves are being judged based on student outcomes and Indiana’s
educators are more likely to accept strong accountability when they see themselves as being part of a
broader system that has rigorous criteria built into it from top to bottom,

An evaluation instrument adopted by a local school board may cover a range of attributes in several
categories; however, every cvaluation instrument must minimally be able to show compliance to the State
Standards for School Leaders — District Level. To that end, the proposed evaluation process contains
proficiency elements that address the following state standards:

Human Capital Management

Instructional Leadership

Personal Behavior

Building Relationships

Culture of Achievement

Organizational, Operational, and Resource Management

S AN

Additionally, the evaluation contains:
1. Instructions and directions for the evaluators (school board);
2. Clearly stated performance expectations based on professional standards and as defined in leading
research by educational leadership authorities;
3. A means to measure individualized goal and/or objective performance;
4. Student growth criteria; and,
5. A section that provides instructions to superintendents on preparation for the evaluation process.

Lastly, there are guidelines for boards and superintendents to effectively weigh various elements of the
evaluation in consideration of the range and scope of superintendent responsibilities, depending on the
size of the school corporation, number of subordinate administrators, past performance, etc.




It is important to stress that evaluations should predominantly be limited to an objectively measurable
criterion, illustrated by such things as work samples, observations, reports, and conferences with the
superintendent. The objective is for the evaluation to support the process for improvement and goal
attainment, as well as to encourage the continuing evolution of professional growth.

This evaluation is formative in substance, identifying areas where job performance can be improved
through intentional activities that support and enhance the superintendent’s job performance. The
evaluation is not simply a summative review of what did or did not happen according to plans.
Consequently, it is important to allow for some flexibility in the process, remembeting to differentiate
between those goals that can are reasonably expected to be achieved and those goals that are more subject
to circumstances beyond the superintendent’s ability to control.

The school board should strive to accomplish the following objectives through the evaluation process:
1. To clarify the superintendent’s role as seen by the board,
2. To develop a harmonious working relationship between the board and the superintendent;
3. To encourage job performance improvement and development; and
4. To establish goals and objectives for the future.

Strengthening the board/superintendent relationship is vital to the continuing health and productive
performance of a school system’s leadership team. Consequently, the superintendent should be an active
participant in the evaluation as well as establishing the performance goals and a method of monitoring
and reporting his or her progress to the board at regular intervals throughout the year.

The evaluation process is not an exercise that that can be accomplished without considerable thought and
effort. Board members and superintendents must become familiar with the process, adapt and apply the
performance criteria to the expectations and responsibilities of the superintendent and the needs and
character of the school corporation. A good evaluation process, carefully administered and completed, is
not only a record of annual performance, but is both a necessary and constructive accountability tool for
school boards and superintendents.




Different Evaluation Instruments

he school board is responsible to choose an evaluation instrument that meets the school corporation’s

needs. Developing or choosing the right evaluation form is as important as writing a comprehensive
job description. Certainly, the board should select an evaluation instrument that best represents both the
board and the superintendent’s interests, but it must also meet the criteria for evaluation of certificated
employees established by IC 20-28-11.5-4 (see Appendix C).

The goal of the evaluation instrument should be to objectively measure performance characteristics that
reflect the priorities jointly established by the board and superintendent, as well as to assess a
supetintendent’s performance in critical areas of job performance. Additionally, the evaluation
instrument should be reasonably easy to use.

It is important to remember that the purpose of the superintendent’s evaluation is to determine how the
superintendent is performing his or her duties and responsibilities as objectively as possible, nothing else.
Its purpose is to evaluate professional performance only!

The board should always include the superintendent in the evaluation process. It is a fairly common
practice for a superintendent to complete a self-evaluation, using the same cvaluation instrument as the
board, with the results of that self-assessment shared with the board after their assessment is completed.

Selecting the best evaluation form, one that meets the board’s purposes, is mutually acceptable, and
reasonably easy to use, is worthy of expending the time necessary to choose or develop. There are many
types of instruments readily available; however, most do not meet the current intent of evaluations as
defined in Indiana statute (see Appendix C). If an evaluation instrument meets the requirements of your
corporation, it is perfectly acceptable to use it as is. However, it is permissible and in some cases
preferable, to customize a form to more accurately reflect the mission of your individual school
corporation.

Choosing the correct evaluation form and type should not be done solely by the board, or solely by the
superintendent, It is important that choosing the evaluation instrument and devising the performance
criteria be a joint activity between the board and superintendent. Each has a vested interest in the tool and
if all parties are comfortable with the procedure, the results of the evaluation will be more beneficial and
will focus on ways to enhance job performance.

Various evaluation instruments have been commonly used in the superintendent evaluation process and
school boards are responsible for choosing the evaluation type and process that best fits their purposes
and the criteria that is now in statute, The more common of these evaluations types are explained below:

The Rubric Instrument

An increasingly popular evaluation method is a rubric evaluation instrument. This method is commonly
utilized by classroom teachers as a means of objective course and assignment evaluations. More
recently, the rubric style of assessment has been modeled by IDOE in their RISE rubric evaluation, an
evaluation instrument for school corporations’ use in teacher and principal evaluations.

The metit in using a rubric instrument is that each indicator, question, skill set, or attribute is assigned
values that describe various levels of performance or compliance. It is scored similar to Likert scale
models, but instead of a number or letter with a subjective value, each performance level has an
accompanying description that clearly defines the performance attributes that should be present for each
indicator being assessed.




The rubric provides excellent formative evaluation information that is especially beneficial to continuous
improvement goals. One of the difficulties with this instrument is that formulating the instrument isa
research-based activity that is probably best facilitated by an outside consultant.

The Likert Scale Instrument

The Likert Scale instrument is one of the more common approaches used in superintendent evaluations.
In this summative process, the evaluation consists of a list of responsibilities and tasks that are to be
ranked, using a scale to indicate the superintendent’s performance. Often there is a space for comments at
the end of each category to permit the board to describe performance areas where they would like to see
improvement and to identify areas where they believe the superintendent excels. This counters feelings
that the evaluation is based on a series of subjective opinions. This evaluation instrument can be
completed by the board individually and then averaged, or as a group by reaching consensus. Some of
the advantages of the checklist instrument are:

1. Tt allows board members to use a numerical scale to evaluate how well the administrator is
performing his or her duties;

2. Tt allows board members to give a priority ranking to the various tasks; and

3. It helps the board reach consensus regarding satisfactory or unsatisfactory assessments.

Some instruments have an additional scale for each category, asking board members to indicate their level
of understanding or proficiency in each evaluation category. This adds an element of fairness to the
evaluation by allowing a board member who does not thoroughly understand a particular performance
category to be exempted from assessing the superintendent’s skills in that area. Similarly, the additional
scale may be used to evaluate a board member’s perception of a category’s value to the superintendent’s
overall job performance. This allows performance in areas deemed more critical to receive a stronger
focus in the evaluation.

The Attribute Instrument

The short question and answer format consists of a few simple questions or statements that focus on the
superintendent’s basic responsibilities and how well he or she is fulfilling these responsibilities. Some
questions frequently used are:

1. What are the primary responsibilities of the superintendent?

2. Which of these responsibilities has the superintendent done well?

3. What could the board do to help the superintendent improve job performance?
4, 'What could the superintendent do to improve the school system?

Board members should have the superintendent’s job description to review as they answer these questions
to assure their assessments reflect the responsibilities assigned by the job description.

Having the superintendent complete the evaluation from his or her perspective is also valuable for
discussion purposes when the superintendent meets with the board to discuss the evaluation.

In this format, a designated board representative should act as the evaluation chairperson to record board
consensus regarding job performance and targets for the superintendent in the upcoming year.

The Narrative Instrument
The natrative instrument requires the superintendent to write an assessment of his or her performance for
the past year, relying on all the major performance responsibilities contained in the superintendent’s job

description.




The board is responsible to review the assessment and to respond with its own repott, emphasizing areas
of agreement and outlining any disagreements, including proposing areas for improved job performance.
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The Indiana Superintendent Evaluation
Process

SBA and TAPSS are recommending the Indiana Superintendent Evaluation Process to all school boards
and superintendents to consider using for superintendent evaluations beginning with school year 2012-
13. The Indiana Superintendent Evaluation Process has three primary components:

1. The Evaluation Rubric
2. Superintendent Goals and/or Objectives (Minimum of two per year)
3. The Corporation Accountability Grade (A — F)

Most importantly is that this evaluation process completely meets the requirements of the General
Assembly’s intent in IC 20-28-11.5-4.

Setting the Evaluation Process Percentages

he evaluation metrics are critical to the process and must be taken seriously. The percentages

represent the weight that is to be given to each of the three evaluation categories: the rubric, goals
and/or objectives, and corporation accountability grade (see Figure 6). Obviously, if the entire process
represents 100%, then each of these categories individually represents a value less than the total. All
three percentages must have a combined total of 100%.

Figure 6 — Process Percentages
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The advice of ISBA and IAPSS is that the greater weight of evaluation should always be placed in the
rubric. Neither goals and objectives, nor accountability grades should be weighed more than the rubric
assessment. Additionally, it is highly recommended that no category be weighed at 0% of the total. The
evaluation is about accountability and it is never advisable to misrepresent the importance of key
performance measures to unfairly skew evaluation results. However, it is recognized that flexibility is
important; it will be more important to some boards for their superintendent to fulfill goals and objectives
than for him or her to spend as much time to improve the corporation accountability grade, especially if
the corporation has processes and procedures in place for the school that supports higher accountability
grades. Other boards will feel just the opposite.

Consequently, it will be important for every school board and their superintendent to spend some time
discussing the merits of each category to arrive at a defensible position for the weight that will be applied
to each category. Most importantly, category weighting should be determined at the beginning of each
evaluation period and not be altered without official board action,

The Evaluation Rubric

he rubric consists of 25 questions distributed within the six primary categories reflected in “Indiana

Content Standards for Educators: School Leader — District Level.” Each of the six categories has
between two and six indicators that describe a specific performance to be evaluated. Next to each
indicator, there are four performance descriptions: Highly Effective, Effective, Needs Improvement, and
Ineffective, which describe varying levels of performance (see Figure 1).

i
The cuperintendant setsclear
expectations andprovides
support foradministratersto
regularly engage familises in
suppoerting their children’s
leaming at school andbome.

AN

efective f

The superintendsnt doesnot
set expectations prprovide
support foradministratersto
regularly communicatawith
families on waysto support
their children's leaming at
schoolandhoms.

The supenntendant satsclear
expectations and provides resourcesto
support administraters to consistently
andzeguiardy engage all famiissin
supportingtheir children's leaming at
schoolandhomae,

Guiding building-Tevel
staffto build praduceve
and respeetinl
relationshipswith
parente/guardians and
engage them in their
chifdren's learniug.

expectations and provides
acsasional support for
administratorsto engage families
in supporting their childeen’s
leaming a2t school andhome.
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Indicator Performance Descriptions

Figure 1 — Rubric indicators and performance descriptions

The board member reads the indicator and, after reviewing the objective evidence of performance
provided by the superintendent in his or her annual performance portfolio, marks the appropriate level of
performance on the corresponding Rubric Score Sheet (see Appendix D). See Figure 2, below.

i
Category Score

nprovement Tueffective (D)

Necessary {2)

EX]
Score

[ O
B {m|
AN

Place an “X” in the correct box matching the exhibited jevel of pecformance.

Figure 2 — Rubric score sheet
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Performance-Based Goals / Objectives

Formalized evaluations afford boards an opportunity to provide guidance to their superintendents
regarding desired changes within areas of job performance, as well as the reinforcement of existing
strengths that serve the school corporation. Plus, it is an opportunity for the superintendent and school
board to discuss formative improvements.

It is extremely important that everyone is working toward the same goals. School boards and
superintendents cannot achieve corporation goals if the board and the superintendent are working at cross
purposes, or if the superintendent does not have a clear vision of where the school corporation should be
headed. What are the priorities? What are the guidelines?

Consequently, it is critical that the superintendent be involved throughout the process of setting his or her
annual performance-based goals. There are a number of ways to approach this activity, but the most
effective way is to do it jointly. After performance objectives have been identified, the superintendent
should draft a set of goals to meet those objectives. It is wise to have the superintendent also incorporate
actions steps that include scheduled feedback to the board at regular intervals throughout the year.

Little will be accomplished unless the board gives clear guidance to the superintendent regarding specific
objectives and/or goals to pursue. An effective evaluation process not only suggests the importance of
individual objective and goal performance but includes it as an integral part of the overall evaluation
process.

It is critical that boards work with their superintendent during this stage of the evaluation process to
establish mutually agreed upon goals and objectives. The superintendent serves as the board’s
educational expert and should be the primary author of objectives and goals, but board members need to
also be included in the formative stages of that the process. Objectives and/or goals are the primary
ingredient in the evaluation process. If the superintendent’s goals ave not determined, the evaluation
process is ineffective. Assuming that objectives and/or goals are in place, some guidelines to follow
include:

Be sure the objectives and/or goals are:

% Written
This is the only way to ensure future reference to the goals and to avoid disputes regarding what was
said. The goals should be stated in a manner that allows the board to monitor the superintendent’s
progress. Be as specific as possible regarding what you want to achieve. Avoid generalitics and
broad, sweeping statements.

# Measurable
When and how will you know the superintendent has achieved the established performance targets?

% Attainable
Do the goals you are asking the superintendent to achieve relate to the overall mission of the school
corporation? Goals that are unimportant, or irrelevant, defeat the purpose of performance evaluations.
Do not ask the superintendent to spend time pursuing something that is not really important to your
school corporation.

% Established with reasonable time-frames for completion
When does the board expect the goals to be achieved? Establish deadlines and ask for periodic
progress reports to determine whether the action plan is proceeding as planned. However, do not
over-burden the superintendent to the degree that goal-reporting interferes with his or her normal
duties and do not expect all goals to be completed at the same time. Some goals are and need to be




12

ongoing. For those goals that may be extended for more than one evaluation period, it is critical that
planned progress towards goal completion be monitored and the evaluation be based on that progress.

The superintendent should report his or her progress at various intervals throughout the year; however, a
summary report should be prepared for the board prior to the annual evaluation. The process
recommends a minimum of two goals and/or objectives per evaluation cycle, but the number may exceed
two. The evaluation process form atlows for up to six (see Figure 3). Each goal and/or objective is
evaluated as Highly Effective, (exceeding its target), Effective, (met its target), Needs Improvement, (met
a portion of its target), Ineffective, (failed to meet its target), after which it is scored based on a scale of 1-
4, with 4= Highly Effective, 3= meeting all targets, perhaps exceeding in some, 2= meeting half of the
targets, and 1= meeting less than half of the targets. The final score (1-4) is placed in the box next to the
Goals/Objectives Score.

| Highly Etfective (1)

Gaal/ Improvement Tuefiective (1) Category Score
Ohjective Necezsary (2)
1 L[] L] ]
] L1 L] [ 8]
3 | ] L] || [ M
1 OJ L] | ]
H ] | ||
[ m| | Ll [m|

Figure 3 — Superintendent Goals/Objectives

Tt is important that the goals and/or objectives and their measurement criteria be defined sufficiently to
eliminate any subjectiveness in the assessment regarding completion or progress to completion. Vague
goals and/or objectives, or insufficient milestones to mark progress towards completion, will hinder the
process and drive subjectiveness into the evaluation that will make scoring difficult, if not impossible, to
justify.

The Superintendent Goals / Objectives worksheet computes a rating for each goal based upon the average
of all board members’ scores. The numerical value of the ratings is computed in the Goals/Objectives
Score and the results tabulated in the Process Evaluation Workbook (sce Figure 4 — Supt. Goals &
Objectives).

Goal 1 2 3 4 5 6 | 7 3 9 T T 12 |Board Consensus Rating

Figure 4 — Supt. Goals & Objectives
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Corporation Accountability Grade

he accountability grade is the overall corporation’s overall grade in English and Math achievement as
assigned by the IDOE. This grade appears as an “A” through “F” and each grade has a
corresponding point value. These point values identify a corporation’s overall grade, A — F and these
points are available from the IDOE in August of each year for the previous year’s progress.
Consequently, while the Rubric and Goals and Objectives categories can be assessed earlier, the {inal
evaluation rating will have to wait until the Accountability Grade is available to add to the overall
evaluation rating.

When the accountability grade is available, it is to be entered in the process analysis workbook in the
Accountability Grade sheet. See Figure 5.

Figure 5 — Accountability Grade

Once the grade point value has been entered, that number value is automatically transferred to the
FEvaluation Summary worksheet.

Following this basic process will enable the school board to deliver a responsible annual performance
evaluation of the superintendent. However, it warrants repeating that a clear, initial understanding of the
goals and/or objectives criteria for performance will expedite the process, as well as an understanding of
the evidentiary data to show the level of compliance in response to the rubric questions.
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Superintendent Preparation

Prepat‘ation for the evaluation should be an ongoing activity, beginning at the start of the evaluation

period and concluding at the formal evaluation. This format is foreign to marny administrators, but

especially those who have not been accustomed to regular evaluations or who have only received verbal
affirmation of their performance from year-to-year.

It is critical that the superintendent communicate with his or her board prior to the beginning of the
evaluation period. First, performance goals and/or objectives must be identified for the evaluation period.
Most often, these recommendations will come from the superintendent, but the board may also contribute
their ideas and suggestions to the process. A minimum of two goals and/or objectives are recommended
during each evaluation cycle along with the criteria upon which the board can objectively ascertain
petformance progress. Secondly, the superintendent and school board must determine the weight of each
of the three evaluation petformance areas, the rubric, goals and/or objectives, and corporation grade rank.

Additionally, if there are areas within the rubric where it is unclear what documentation the
superintendent should provide as evidence of performance, those areas should be thoroughly discussed
and consensus reached regarding the evidence the board will accept as evidence of performance.

Finally, the superintendent and board should discuss and agree upon the method of providing the
supporting evidence for the final evaluation. One suggestion is for the superintendent to maintain a
performance portfolio with documents catalogued according to category and indicator. Maintaining a
performance portfolio throughout the year assures that the documentation is readily available for the
board’s review at the end of the evaluation period and can be assembled for board review with minimal
effort.

There is nothing that precludes a school board or a superintendent from engaging in an interim evaluation
at a mid-point in the evaluation period. In fact, it is strongly recommended if the superintendent is new to
the corporation or to the position. An informal, mid-term evaluation is an effective means of providing
good feedback regarding performance, making sure that goals and/or objectives are progressing to
expectation, or to address specific concerns or questions by either the superintendent or the school board.

Most importantly is that once the evaluation criteria has been established and the evaluation period
begins, the criteria should not be changed without the express consent of both the superintendent and the
school board.
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Board Member Preparation

The key to preparing a high-quality evaluation is the conscientious participation of every member of
the school board. Furthermore, it is impossible to conduct a thorough and complete superintendent
evaluation without members’ intentional preparation and the allocation of more than a few brief minutes
to conduct the evaluation. Board members should be prepared to thoroughly review the superintendent’s
performance evidence against the rubric descriptions and/or agreed upon criteria for each indicator and
for each goal or objective in the evaluation.

It is important that the board clearly establish its expectations at the beginning of the evaluation period
regarding how the evidence of performance is to be presented to the board for its review, To facilitate
this process, it is suggested that the board and superintendent work collaboratively to develop the review
criteria to insure that there are no misunderstandings regarding how and when the superintendent is to
provide the performance evidence to the board for this annual evaluation.

Keep in mind that the process goal of this evaluation is to yield an objective evaluation. To that end, the
rubric instrument helps to insure that the superintendent is being evaluated against objective criteria that
can be supported by documentation representing the evidence of his or her performance. In today’s
current educational climate and with ever increasing demands for greater transparency and accountability,
the superintendent’s evaluation is one of the most effective ways for the school board to validate its
support of the superintendent’s leadership of the local school corporation.

Lastly, the annual evaluation process should not reveal any surprises to either the superintendent or the
school board. School board members should not attempt to use the evaluation process to forward a
personal agenda or to subjectively rank the superintendent’s performance to the evaluation criteria for
ulterior motives.
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The Evaluation Schedule

The frequency of evaluation has been defined by statute to be annually, but the actual time of the year
can be set to a mutually satisfactory time that appropriately aligns with the board’s and
superintendent’s schedules. Most boards utilize the time between school dismissal in the spring and the
beginning of the fall term to conduct the evaluation. Regardless, once the annual time for evaluation has
been established, every effort to maintain that schedule should be taken.

The following are the steps to be included in the evaluation timeline:
» Step 1
»  The board and superintendent meet at the beginning of the evaluation period to establish
the process percentages for the evaluation instrument, the corporation accountability
grade, and the superintendent’s goals and/or objectives. The combined total must equal
100%, but the percentages of each are to be determined locally between the school board
and the superintendent.
= Once established, the board president enters these percentages into the Process
Percentages worksheet of the Excel Process Analysis Workbook.
> Step 2
»  The board president provides each member with a rubric score sheet
»  The superintendent delivers his or her performance portfolio to the board for their
reference in completing the rubric score sheet.
» Step3
»  The board president inputs the information into the General Data worksheet of the Excel
Process Analysis Workbook.
»  The board president collects the individual members’ rubric score sheets and inputs their
results into the Indicator Summary and Supt. Goals and Objectives worksheets in the
Excel Process Analysis Workbook.
> Step4d
= The board president inputs the school corporation’s accountability grade into the
Accountability Grade worksheet in the Excel Process Analysis Workbook. (Note: this
grade is not available from the Indjana Department of Education until August (or later) of

each year.)
» Step5
» The board president prints the Evaluation Summary worksheet of the Excel Process
Analysis Workbook.
»  All board members sign the completed assessment
¥ Step6

= The superintendent is presented with the evaluation summary a minimum of one week
prior to the evaluation meeting with the school board.
> Step7
» The board and superintendent meet in executive session (if desired) to provide
clarification or ask any questions regarding the superintendent’s performance.
= A copy of the evaluation is placed in the superintendent’s file.

It is understood that the evaluation process has been the topic of a thorough discussion between the
superintendent and the school board at the beginning of the year or the period to be evaluated, that
superintendent goals and/or objectives were identified at that time, and nothing is being invented
immediately prior to conducting the evaluation.
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Every board member should dedicate sufficient time to complete the evaluation process. It is important to
remember that, in addition to being a requirement by statute, the purpose of the evaluation is two-fold:

1. To provide the superintendent with a formative evaluation of his or her performance that is based
on objective data.

2. To promote the accountability of both the school board and the superintendent through the
evaluation process.

This process requires more than a cursory overview to complete, yet board members do not need to be
educators to understand and perform the superintendent’s evaluation responsibly and effectively.
Likewise, superintendents who are unaccustomed to a rubric type of evaluation process will need to adapt
to this model of evaluation and a new process for providing evidence of performance. Ultimately, the
process will become second-nature; it will become standard. However, it is what is needed in today’s
educational environment and as a response to increasing demands for accountability.
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I APPENDIX A

Indiana Content Standards
for Educators

SCHOOL LEADER-DISTRICT LEVEL

The School District Leader standards reflect the most current research on effective educational
leadtership and advance a new and powerful vision of superintendent effectiveness. The standards
define those skills and abilities that district leaders must possess lo produce greater levels of success
for all sludents. Bringing significant improvement to student achievement and building leader
effectiveness requires an unapologetic focus on the superintendent's role as driver of student growth
and achievemeant,

The standards provide a basis for professional preparation, growth, and accountability. However, the
standards should not be viewed as ends in themselves; rather, they provide clarity for district leaders
about the aclions they are expected to take In order to drive student achievement and huilding feader
effectiveness outcomes.

December 2010




19
/
Cetonl Deacler Distoict D evel Pducatar Standards 00000 1
|

seje e ;':lé}sér_.u;%--i[}ii\_f [ _-m--;in.is.._-;u.s--, sl Trabhrern Poedabet 0

GSebyood Deadoer - Dimdite b Lesash o co b

ITITRI SR tL i 4o b

AMigrapent of e fiehdies ’




20

piet Leval

Sekhool Leaddsyr-

Ertucabor Standaras

The Indiana standards for Schoo! Leader—District Level consist of "core” and "supplementary”
content and skills. In this document, content and skills considered “core” are indicated with
bold text. Supplementary content and skills are indicated with nonbold text. Itshould be noted
that all of Standard 6 is supplementary, including both the standard and the essential elements
of knowledge within the standard.

Standard 1: Human Capital Management

School district Jeaders use their role as human capital manager to drive improvements in building
leader effectiveness and student achievement.

Standard 2: Instructional Leadership

School district leaders are acutely focused on effective teaching and learning, possess a deep and
comprehensive understanding of best instructional practices, and continuously promote activities
that contribute to the academic success of all students.

Standard 3: Personal Behavior

School district leaders model personal behavior that sets the tone for all student and adult
relationships in the district.

Standard 4: Building Relationships

School district leaders build relationships to ensure that all key stakeholders work effectively with
each other to achieve transformative results,

Standard 5: Culture of Achiesvement

School district leaders develop a districtwide culture of achievement aligned to the district’s vision
of success for every student.

Standard 6 Organizational, Operational, and Resource Management

Schoo! district leaders leverage organizational, operational, and resource management skills to support district
improvement and achleve desired educational outcomes,
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Sohon! Leasder—Gistrivt Lavel
Priucator Staniards

Standard 1: Human Capital Management

School district leaders use their role as human capital manager to drive improvements in building
leader effectiveness and student achievement, including:

1.1

1.2

1.3

1.4

recruiting, hiring, assigning, retaining, and supporting effective building leaders who share
the district's vision/mission

prioritizing the evaluation of building leaders over competing commitments and using
evaluation systems that credibly differentiate the performance of building leaders

ensuring that principals prioritize teacher evaluation aver competing commitments and use
teacher evaluation systems that credibly differentiate the performance of teachers

orchestrating aligned, high-quality coaching; workshops; team meetings; and other
professional learning opportunities tuned to staff needs based on student performance

designing and implementing succession plans (e.g., career fadders) for every position in the
district, and providing forma!l and informal opportunities to mentor emerging leaders and
promote leadership and growth

delegating tasks and responsibilities appropriately to competent staff members, monitoring
their progress, and providing support as needed

counseling out or recommending the dismissal of ineffective building leaders, and ensuring
that building leaders counsel out or recommend the dismissal of ineffective teachers,
carefully following contractual requirements

strategically assigning building leaders and other staff to support district goals and maximize achievement
for all students
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Srhnol Leader-DRistriet Level
!“:L

Edducabor Standard

Standard 2: Instructional Leadership

School district leaders are acutely focused on effective teaching and learning, possess a deep and
comprehensive understanding of best instructional practices, and continuously promote activities
that contribute to the academic success of all students, including:

2.1

2:2

cultivating commitment to and ownership of the district's instructional vision, mission,
values, and organizational goals, and ensuring that all key decisions are aligned to the vision

planning, organizing, supervising, and supporting a rigorous district instructional program based on
research-supported best practices regarding curriculum, Instruction, and assessment

using student performance data to evaluate instructional quality, and regularly providing
school leaders and staff with prompt, high-quality feedback aimed at improving student
outcomes

establishing a culture of collaboration in which teamwork, reflection, conversation, sharing,
openness, and problem solving about student learning and achievement are aligned to clear
instructional priorities

ensuring the use of practices with proven effectiveness in promoting academic success for students with
diverse characteristics and needs, including English Learners and students with exceptionalities, including
high-ability and twice exceptional students

promoting the sanctity of Instructional time, and ensuring that every minute is maximized in the service
of student learning and achievement

standard 3: Personal Behavior

School district leaders model personal behavior that sets the tone for all student and adult
relationships in the district, including:

3.1

3.2

fa

n

modeling professional, ethical, and respectful behavior at all times and expecting the same
behavior from others

establishing yearly, monthly, weekly, and daily priorities and objectives, relentlessly keeping
the highest-leverage activities front and center

actively soliciting and using feedback and help from all key stakeholders in order to drive
student achievement

going above and beyond typical expectations to attain goals, taking on voluntary
responsibilities that contribute to district success, and taking risks to achieve results

using reflection, self-awareness, ongoing learning, and resiliency to increase effectiveness in leading
district Improvement effotts
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Befwsed Leader-DHeiriot Levet
Educator Standards

Standard 4: Building Relationships

School district leaders build relationships to ensure that all key stakeholders work effectively with
each other to achieve transformative resuits, including:

4.1

4.2

establishing an organizational culture of urgency in which building leaders, students,
parents/guardians, teachers, staff, and other key stakeholders relentlessly pursue academic
and behavioral excellence

skilifully and clearly communicating district goals, needs, plans, and successes (and failures)
to all stakeholders (e.g., school board members, building leaders, students, teachers,
parents/guardians, the central office, the community, businesses) using a variety of means
(e.g., face to face, newsletters, Web sites)

using effective strategies to forge consensus for change, manage and monitor change, and
secure cooperation from key stakeholders in planning and implementing change

working collaboratively with Individuals and groups Inside and outside the system, striving for an
atmosphere of trust and respect but never compromising in prioritizing the needs of students

demonstrating awareness of the public and political nature of the school district leader position, and
deftly engaging the public in addressing controverslal issues

Standard 5 Culture of Achievement

School district leaders develop a districtwide culture of achievement aligned to the district's vision
of success for every student, including:
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empowering building leaders, teachers, and staff to set high and demanding academic and
behavior expectations for every student, and ensuring that students are consistently

learning

establishing rigorous academic goals and priorities that are accepted as fixed and
immovable

orchestrating high-quality team colflaboration to analyze interim assessment results and
formulate action plans for immediate implementation

implementing systems to promote and enforce Individual accountabllity for results
ensuring all students full and equitable access to educational programs, curricula, and avallable supports

ensuring the use of positive and equitable behavior management systems and the consistent
tmplementation of rules and routines

guiding building-level staff to build productive and respectful relationships with parents/guardians and
engage them in thelr children's learning

developing family and community partnerships that increase access to resources (e.g., classroom
volunteers, funds, equipment), as long as they clearly align with and do not distract from the district's

goals for student growth and achievement
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Sehani Leader-Distrivt Level
Ecdueator Shandarads

Standard 6: Organizational, Operational, and Resource Management

School district leaders leverage organizational, operational, and resource management skills to support district
improvement and achieve desired educational outcomes, {ncluding:

6.1

6.2

L=a8
(]

using data to identify needs and priorities within the organlzation and to address organizational barriers
to attaining student achievement goals

using technological tools and systems to facliitate communication and collaboration, manage information,
and support effective managerment of the organization

overseeing the use of practices for the safe, efficient, and effective operation of the district's physical
plant, equipment, and auxliary services (e.g., food services, student transportation}

planning, managing, and monitoring district budgets aligned to district improvement goals, and creatively
seeking new resources to support district programs and/or reallocating resources from programs
tdentifled as ineffective or redundant

managing and supervising compliance with laws and regulations, such as those governing building
management and reporting; human resource management; financial management; school safety and
emergency preparedness; student safety and welfare; and the rights and responsibilities of students,
families, and schooi staff




25

Sefecied Bibh

sl bepder--Digtrict Lavet

Srate and National Standards and Curriculum Frameworks

Indiana Department of Education. (2010). Principal effectiveness rubric (draft).

Council of Chief State School Officers (CCSS0). (2008). Faucational leadership policy standards: ISLLC
2008. http://www.ccsso.org/Documents/ZODS/Educational__Leadershlp_PolIcy_Standards_ZOOB.pdf

National Policy Board for Educational Administration (NPBEA). (2002). Standards for advanced programs
in educational leadership. http://www.npbea.org/ELCC/ELCCStandards%20.5-02.pdf

Nationat Board for Professional Teaching Standards. (2009). Mational board core propositions for
accomplished educational leaders. http://www.nbpts.org/products_a nd_services/nationalboardcertifica

International Society for Technology tn Education (ISTE). (2008). National educational technology
standards for teachers, http:/fwww.iste,org/Libraries/PDFs/ NETS_for_Teachers_2008_EN.sfib.ashx

Partnership for 21st Century Skills, (2009). Framework for 21st century learning.
http://www.p21.org/documents/P21_Framework.pdf

Sources on School Leader—-District Level

7.

10,

11.

12,

13.

14,

15.

16.

17.

18,

19.

20.

21

Marshall, K. (2010, January). Principal evaluation rubrics, 7he Marshall Memo.
http://www,marsha!lmemo.com/articles/Prin%ZOEva!°/oZORubrics°/oZOJan%2026,%2010.pdf

New Leaders for New Schools. (2009). Principal effectiveness: A new principalship to drive student
achievement. teacher effectiveness, and school turnarounds. New York: Author,

Porter, A., Murphy, 1., Goldring, E., & Elliott, S. N. (2008). Vanderbilt assessment for leadership in
education {VAL-ED)}. Nashville, TN: Discovery Education.

Wilmore, E. L. (2008). Superintendent leadership: Applying the educational leadership constituent counch
(FLCC) standards for improved district performance, Thousand Oaks, CA! Corwin Press.

Earl, L. M., & Katz, S. (2006). Leading schools in a data-rich world: Harnessing data for school
improvement. Thousand Oaks, CA: Corwin Press,

Fiore, D. . (2006). School-community relations (2nd ed.). Larchmont, NY: Eye on Education, Inc.

Murphy, J., Elliott, S. N., Goldring, €., & Porter, A. C. (2006). Leaders for productive schools. Nashville,
TN: Vanderbilt University. http://peabody.vanderbilt.edu/Documents/pdf/LSI/
VALED_Leaders_ProductiveSchools. pdf

Schmoker, M. (2006). Resuits now: How we can achieve unprecedented improvements in teaching and
fearning. Alexandria, VA: Assoclation for Supervision and Curriculum Development.

Cambron-McCabe, N., Cunningham, L, L., Harvey, J., & Koff, R. H. (2005). The superintendent’s
feldbook: A guide for leaders of fearning. Thousand Oaks, CA: Corwin Press.

Marzano, R. J., Waters, T., & McNulty, B. A. (2005). School leadership that works: From research to
results, Alexandria, VA: Association for Supervision and Curriculum Development.

Zmuda, A., Kuklis, R., & Kline, E. (2004). Transforming schools: Creating a cufture of continuous
improvement. Alexandria, VA: Assaciation for Superviston and Curriculum Development.

Reeves, D. B. (2004). Accountability for learning: How teachers and school leaders can take charge.
Alexandria, VA: Assoclation for Supervision and Curriculum Development.

Marzano, R. 1. (2003). What works in schools: Translating research into action. Alexandria, VA:
Association for Supervision and Curriculum Development.

Knowledge Is Power Program (KIPP). (1994). KIPP leadership competency model.
http://www.klpp.org/school—!eaders/tra!ning-and-deve!opment/[eadership-competencles

Reeves, D. (2009). Leadership performarnce matrix. Bialrsville, PA: iObservation.

ol
£




Allgnmeant of BEducator 4t syl rds
with State and Mations) Stendaeds

Indiana Educator
Standards for Schoo)
Leader—District Level

Standard 1: Human
Capital Management

School district leaders
use their role as human
capital manager to
drive improvements in
building f{eader
effectiveness and
student achievement.

‘Standard 2:
Instructional

Leadership

School district leaders
are acutely focused on
effective teaching and
learning, possess a
deep and
comprehensive
understanding of best
instructional practices,
and continuously
promate activities that
contribute to the
academic success of all
students.

Behavior

Schoo! district leaders
model personal
behavior that sets the
tone for all student and
adult refationships in
the district.

NN L

Standard 3; Personal

Wwww |

Indiana
Depattment of
£ducation
Principal
Effectiveness

Rubric (Draft)

B e b
N BN -

b
NN
IR

B
DN =

CCSS0 ISLLC
Educational
Leadership Policy
Standards

58, D

"

234, b

NPBEA
Standards for
Advanced
Programs in
Educational

244a,b
3.1.b, ¢
{3348, b

1.3.a, b
1.4.b
22.a,b
234a,bcd
2.4a, b
3.1, ¢ d

2.4.C
3.1.¢c
4.1.a
h.1.a
5.2.8
5.3.a

Leadership

1.5.a

26

ISTE National
Educational
Technology

Standards




Indiana Educator
Standards for Schootl
Leader-District Level

Shad A AT

Relationships

School district leaders
build relationships to
ensure that all key
stakeholders wark
effectively with each
other to achieve
transformative results,

‘standard 5; Culture of

ch nmen
School district leaders
develop a districtwide
culture of achievement
aligned to the district's
viston of success for
every student.
Standard 6:
Oraanizational,
Operational, a esOur
Management

School district leaders
leverage organizational,
operational, and resource
management skills to
support district
improvement and achleve
deslred educational
outcomes.

3

3.
2.2
I3

W L
W ta
W3 e

stignment of Bducator Standards
with State snd Mattonal Sendaras

Indiana
Department of
Education
Principal
Effectiveness

Rubric (Draft)

2.1

2.3

CCSS0 IStLC
Educationat

Leadership Policy

1.

2

Y e

i

4.
6.

Standards

A
A
D
B

momo °
Hmi

-

b
0AmO

B

3AB8C
4,
5.

A
D

NPBEA
Standards for
Advanced
Programs in
Educational

1.2.c

i l3.a
| 1,5.8

32.a,b
4.1b,c,eq,h
4.2.b

6.2.C

1.3a, b

1.5.a

2.1

2.2b
3tbhde
324

4.1.a,b, ¢ dh

i 4.3.a
6.3.b

i.4b

2.2b,d
3.1.a,b,c d e
3.2b
33a,bd
4.3.c

5.1.a

5.3.a
6.13,¢f

Leadership

ISTE National
Educational
Technology
Standards

3¢, de

1

27




APPENDIX B

28

1.0.Human Resoutce Manager -'The. superintes dent uses the role of human tesoutce manager 10

-dtive improvements'in building leader effectiveness and student achievement. i i

1.1 | The The superintendent The superintendent The supenntendent The superintendent
superintendent consistently considers an routinely considers an | occasionally considers rarely considers an
effectively administrator’s cffectiveness | administrator’s an administrator’s administrator’s
recruits, hires, as the primary factor when | effectiveness as the cffectiveness as the effectiveness when
assigns, and recruiting, hiring, assigning, | primary factor when primary factor when recruiting, hiring,
retains school promoting or retaining the recruiting, hiring, recruiting, hiring, agsigning, promoting
leaders. leader and monitors the assigning, promoting, assigning, promoting, or | or retaining the

effectiveness of the or retaining the leader. | retaining the leader. leader.

personnel process utilized

throughout the school The superintendent The superintendent The superintendent

corporation. routinely considers occasionally considers does not coasider
school or corporation | school or corporation school or

The superintendent goals when making goals when making corporation goals

consistently considers personnel decisions. personnel decisions, when making

school or corporation goals personael decisions.

when making personnel

decisions.

1.2 | The The superintendent has in Some effort has been The superinteadent is Professional
superintendent place a system of made to provide aware of the individual development is
creates a professional development professional needs of administrators, | typically “one size fits
professional that is based on individual development to meet | but professional ali,” and there is little
development administrator needs, the needs of individual | development is only or ne evidence of
system for administrators, provided in meetings at | providing for
school leaders The superintendent uscs this time, rather than individuoal
based on data from pecformance incorporating the use of | administrator needs.
strengths and evaluations to assess collaboration, study
needs. proficiencies and identify teamns, etc.

priorty needs to support
and retain effective
administrators.

1.3 | The The superintendent has The superintendent The superintendent has | There is no evidence
superintendent identified and mentored has identified and provided some training | of effort to develop
identifies and multiple adeministrators or mentored at least one | to an emerging school any leadership skilis
mentors instructional persoanel who | emerging leader to leader. in others.
emerging have assumed assume leadership
leaders to administrative positions responsibility in an
assume key and/or administrative instructional
leadership responsibilities. leadership role.
responsibilities.

Administrators throughout
the corporation refer to the
superintendent as a mentor.




29

provides formal
and informal
feedback to the
administeative
team with the
exclusive
purpose of
improving
individual and
organizational
performance.

provide positive and
corrective feedback to the
administrative team on a
consistent basis.

'The entite corporation
refiects the superintendent’s
focus on accurate, fimely,
and specific recogaition.

The superintendent
balances individual
recogaition with team and
corporation-wide
recognition.

Informal and formal
positive feedback is linked
to corporation goals.

formal feedback to the
administrative team
and provides inforemal
feedback to reinforce
effective and highly
effective performance.

required formal
feedback to the
administrative team.

Informal feedback is
occasionally provided.

1.4 Employees throughout the | There is a clear pattern | The superintendent The superintendent
superintendent corporation are empowered | of delegated decisions, | sometimes delegates, but | does not delegate ox
provides to do their jobs. with authority to also maintains deciston- | afford subordinates
evidence of match responsibility at | making anthority that the opportunity to
delegation and Iastructional personnel most every level in the | could be delegated to exercise independent
trust in pasticipate in the facilitadon | school corporation. others. judgment.
subordinate of meetings and exercise
leaders, leadership in committees Instructional

and rask forces; other personnel participate

employees, including in the facdilitation of

noncertified, exercise meetings and exercise

appropriate zuthority and leadesship in

assume leadership roles committees and task

where appropriate. forces, Other
employees are not

The climate of trust and utilized in leadership

delegation in the school roles within the

corporation contributes organization.

directly to the identification

and empowerment of the

next generation of

leadership.

1.5 | The The superintendent uses a The superintendent The superintendent The superintendent
superintendent variety of creative ways to provides regular provides the minimum provides no informal

or formal feedback to
the administrative
team.
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-connnuously promotes acnwtles that conttlbute 10 the academm success. of all stodents.

2.1 | The The superintendent can The superintendent The superintendent is The supcrmtendeut
superintendent specifically document uses multiple data aware of state, does not utilize data
demonstrates examples of decisions sources, including corporation, and school | to make decisions.
the use of throughout the corporation | state, corporation, results but few decisions
student that have been made on the | school, and classroom | have been linked to the
achievement basis of data analysis. assessments in data data.
data to make analysis.
instructional The supetintendent has
leadership coached school The superintendent
decisions. administrators to improve systematically

their data analysis skiils. examines data to find
strengths and
weaknesses.
The superintendent
cmpowers teaching
and administrative
staff to determine
prioritics from data.
Data analysis is
regularly the subject of
faculty meetings and
professional
development sessions.

2.2t The A consistent record of The superintendent Some evidence of The superintendent
superintendent improved student reaches the tarpeted improvement exists, but | takes no
demonstrates achicvement exists on performance goals for | in geaeral, there is lack responsibility for
evidence of multiple indicators of student achievement. of meeting student the data outcomes.
student student success. achievement goals.
improvement ‘The average of the The superintendent
throngh student | Student success oconrs not | student population does not believe
achievernent only on the overall improves, as does the that student
results, averages, but in each sub achievement of each achievement can

group. sub group of students. improve.

Data analysis from prior The superintendent
years indicates that the has not taken
superintendent has focused decisive action to
on improving performance. improve student
"The superintendent achievement.
aggressively establishes

continuous growth

standards moving

performance to the

exemplary level.




2.3

The
superintendent
actively solicits
and uses
feedback and
help from all key
stakeholders in
order to drive
student
achievement.

'The superintendent

regularly surveys and seeks

support from all

stakeholders in the school
corporation in regards to
improvement of student

achievement.

I'he superintendent

frequently seeks input

from various
stakeholders in
matters related to the
improvement in
student achievement.

The superintendent
rarely seeks input from
various stalccholders in
matters related to the
improvement in student
achievement.
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The superintendent
seeks no input from
various

stakeholders and
makes all decisions
related to the
improvement in
student
achievement in
isolation.

3.0 Petsonal Behavior
‘organizational leadetship.

ydels personal behaviors that set the tone for effectiv,

On a regular basis the

Occasionally the

the corporation.

"The superintendent
incorporates project

decisions are made.

management skills along
with 2 systems-thinking, as
well as detailed, follow-up
procedures to ensure that
effective corporation

collaboration with
people at all levels,

Most tasks are

managed and

completed by the
superiatendent on a
timely basis.

31 | The The superintendent is an The superintendent
superintendent exemplary model of superintendent superintendent has not | does not display
maodels appropriate professional displays appropriate displayed appropriate appropriate
professional, behavior and expects like professional behavior. | professional behavior professional
ethical, and treatment. behavior.
respectful
Dehavior at all
times and expects
the same
behavior from
others,

32 | The The organization skills of | The organization skills | Tasks arc managed Tasks are managed
superintendent the superintendent of the superintendent | using lists of milestones | in a haphazard
organizes time support innovative and allows for some and deadlines, but fashion.
and prioritizes creative activities that innovations, some time | perodically, not
tasks for effective | involve all of the t0 engage in leadership | completed on time. There is little or o
leadership. lcadership stakeholdersin | activities and minimal evidence of

cstablished or
achieved milestones
or deadlines.
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‘Building Relationships ~The upermte_nd_e 1t builds relationships to > that
“stakeholders work effectively with ¢ach other to achieve organizational results.
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The superintendent

41 | The There is ciear evidence of There is some Scheol/ community
superintendent communicaton with evidence of communications are not | does not identify
actively engages parents and the commuunication with | initiated by the groups and potential
in community. parents and the superintendent. partners within the
communication community. coOmmunity.
with parents and | Survey data is utilized to The superintendent
community. measuie parents and The superintendent rarely seeks or creates The superintendent
comunity members secks outand creates | meaningful partnerships | fails to ensure that
viewpoints of educational new opportunities for | or collahorative parent and
objectives. meaningful reladonships. COmMuAity
paztnerships and has activities are
The superintendent uses built some "The superintendent conducted.
relationships and collaborative occasionally participates
school/community zelationships. i commuaity 'The superintendent
partnerships to affect organizations but does fails to interact with
community-wide change The superintendent not become actively parents and
that improves both the assumes leadership involved. community groups
community and work of roles in community that have a critical
the school corporation. organizations. role in developing
support for the
The superintendent school corporation.
Manages an cves
broadening portfolio of
partnerships and
collaborations that support
the strategic plan of the
school corporation.
42 | The The superintendent uses The superintendent The supecintendent The superintendent
superintendent effective strategies to uses cffective occasionally identifies fails to forge

forges consensus
for change and
improvement
throughout the
school
corporation.

achieve a consensus for
change and improvement.

"The superintendent guides
others through chaage and
addresses reststance to that
change.

The supetintendent
systemically monitors,
implements and sustaing
the strategies for change.

strategies to work
toward a consensus
for change and
improvement.

The superintendent
directs change and
improvement
processes securing the
allies necessary to
support the change
effort. .

The superintendent
monitors, implements
and sustains the
strategies for change.

areas where consensus
is necessary.

Areas of change that are
identified as needing
consensus has yet to
implement a process for
change and
improvement.

Strategies for change
are not implemented
and unsuccessful in

securing cooperation.

consensus for
change.

Fails to identify
areas in which
agreement and/or
consensus is
necessary.

Rarely or never
develops a process
for change and/or
itprovement.

Rarely or never
seeks feedback or
Secures cooperation.
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school board with
a written agenda
and baclkground
material before
each board
meeting.

achievement and
corporation goals.

Complete and thorough
backgrouad material is
provided so that the beard
can make an informed
decision.

student achievement
issues and
corporation goals.

Adequate background
material is provided
to allow the board to
make an informed
decision.

4.3 | The The superintendent The superintendent The superintendent The superintendent
superintendent consistently employs a resolves coalflicts and employs a limited fails 1o resolve
understands the variety of strategies to {forges consensus number of strategies to | conflicts o forge
role of the resolve conflicts and forge | within the school resolve conflicts and consensus within
superintendentin | consensus within the community in a forge consensus within § the school
engaging the school community, constructive and the school community compmunity.
public in respectful manner. with limited success.
controversial The superintendent
issues. consistently encourages The superintendent

open dialogue, considers frequently encourages
diverse points of view, and | open dialogue,
expects the administrative | considers diverse
team to mentor this points of view, and
philosophy. often expects the
administrative tearn to
mentor this
philosophy.

44 § The The superintendent The superintendent The superintendent The superintendent
superintendent commusicates with all communicases with comnunicates with has minimal
keeps the school | school members routinely, | all school board selected school board comsmunication
board informed using a variety of methods. | members periodically. | members only onan with the school
on issues, needs, emergency basis, board outside of
and the overall meetings.
operations of the
school
corporation,

4.5 | The The superintendent has The superintendent The superintendent The superintendent
superintendent created a culture wheee seeks input and secks input and rarely seeks input
encourages open | input and feedback from feedback from all feedback from only a from the school
communication all school board members school board few school board board and makes
and dialogue with | is both sought and members on a members. decisions
school board encouraged. frequent basis. unilaterally.
members.

The superintendent
engages in open discussion
with the school board on a
consistent basis.

4.6 | The The superintendent creates | The superintendent The snperintendent The superintendent
superintendent an ageada that prioritizes creates an agenda that } creates an agenda that creates an agenda
provides the items refated to student routinely focuses on occasionally includes that focuses only on

items related to student
achievement and
corporation goals.

Limited background
material is provided.

operational matters
and provides
insufficient
background
material,
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The

The monitoring of goals
and regular revising and
updating of such plans is
an ongoing process
conducted by the
supesintendent and the
board.

"These rigorous academic
goals are shared
throughout the school
community through
multiple communication
systems.

programs.

Approved goals by
the board are
shared and
available for the
entire community.

5.1 | The superintendent | The superintendent leads The The superintendent
empowers building | and involves the superintendent provides minimal superintendent
leaders to set administrative team in a guides the direction for the provides no
rdgorous academic comprechensive anaual administrative administrative team in an | direction for the
and behavior analysis of school and team in an annua annual analysis of school | administeative
expectations for cotporation performance. | analysis of school and corporation team in an annual
every student. and corporation performance. | analysis of school
Multiple data sounrces are pecformance, and corporation
utilized to analyze Limited data sources ave | performance.
corporation and schools' Required data used to develop goals
strengths and weaknesses sources are utilized | which are not focused or | No data sources
and a collaborative process | to anatyze the measurable. are used to
is used to develop focused  corporation and develop goals.
and results-oriented goals. | schools' strengths Some expectations are
and weaknesses established and limited The
Clear expectations are and a collaborative | resources and occasional | superintendent
established and process is used to supports are provided to | does not establish
administeators and develop support the expectations or
educators are measurable goals, disaggregation of data, provide the
provided differentiated necessary support
resources and support to General for the
disaggregate data and to expectations are disagpregation of
assist in identifying and established and data.
meeting each student's administrators and
academic, social, educators are
emotional, and behavioral | provided
needs. differentiated
resources and
suppo:t to
disagpregate data.
5.2 | The superintendent | The superntendent The The superintendent has The
establishes rigorous | regularly reports on the superintendent has | occasionally made some | superintendent
academic goals and | progress of fgorous presented goals for | reference to academic has no goals and
priorities that are academic goals and board approval goals and school no school
systematically corporation academic that clearly improvement priozities. improvement
monitored for priorities that have been articulate the priorities
continuous established by the academic rigor and | There are some goals established for the
improvement. superiatendent and academic prioritics | established but none that | corporation.
approved by the school of the were approved by the
board. corpogation’s board.




5.3

The superintendent
ensures that all
students have full
and equitable
access to
educational
progsams,
curricula, and
support systems,

The superintendent
establishes clear
expectations and provides
resources that cnable
administrators and teachers
to identify each student’s
academic, social,
emotional, and behavioral
needs.

The
superintendent
establishes clear
expectations and
provides resousces
that enable
administsators and
teachers to identify
a majority of
students’ academic,
social, emotional,
and behavioral
needs.

T'he superintendent
establishes general
expectations and
resources ate not
allocated on the basis of
any identified needs of
students.
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he
superintendent
does not establish
clear expectations
and resources are
not allocated on
the basis of any
identified needs of
students.

5.4

The superintendent
expects building
leaders to build
productive and
respectful
relationships with
parents/guardians
and engage them in
their children’s
learning,

The supesintendent sets
clear expectations and
provides multiple
resources to support
administrators to
consistently and regulasrly
engage alt families in
facilitating their children’s
learning at school and
home.

The
supezintendent sets
general
expectations and
provides adequate
resources for
administrators to
regularly engage
families in
facilitating their
children’s learning
at school and
home.

The superintendent scts
minimal expectations
and provides occasional
resources for
administrators to engage
families in facilitating
their children’s learning
at school and home.

The
superintendent
does not set
expectations or
provide resousces
for administrators
to regulagly
communicate with
families on ways
to facilitate their
children’s learning
at school and
home.
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A few decisions that are

oversees the use
of practices for
the safe, efficient,
and effective
operation of the
school
cotporation’s
physical plant,
equipment, and
auxiliary services
{e.g., food
services, student
transportation),

procedures in place to
address the safety of
students and staff.

The superintendent
ensures staff is properly

trained and competent to
carry out their duties with

respect to the
corporation’s physical
plant, equipment, and
auxiliary services.

Periodic reviews of these

procedures are in place

and necessary actions are

taken to address
operatonal deficiencies.

procedures in place to
address the safety of
students and staff.

The superintendent
routinely provides
opportunities for staff
training in order to
carry out their duties
with respect to the
corporation’s physical
plant, equipment, and
auxiliary services.

Periodic reviews of
these procedures are
0 place,

6.1 | The Decisions that are made Most decisions that Data is rarely used
superintendent are neither by consensus are made are neither made are neither by for decisions.
employs factual nor by leadership by consensus nor by consensus nor by
basis for mandate, but are leadership mandate, leadership mandate, but | Most decisions are
decisions, consistently based on the | but are consistently are consistently based made based on
including specific | data. based on the data. on the data. personal viewpoints
reference to or what is popular
internal and Data, from a wide range Data, from various Data, from limited at the time.
external data on of sources, including sources are referenced | sources are referenced
student qualitative and in all decisions. in some decisions.
achievement and quantitative, are
objective data on | referenced in all decisions. | Several examples of Minimal examples of
curriculum, practices that have practices that have been
teaching Numerous examples of been changed, changed, discontinued,
practices, and practices that have been discontinned, and/or and/or initiated based
leadership changed, discoatinued, initlated based on data | on data analysis can be
practices. and/or initiated based on | analysis can be produced.

data analysis can be produced
produced.

6.2 | The The superintendent The superintendent The superintendent ‘The superintendent
superintendent creates new opportunities | consistently utilizes occasionaily utilizes has limited use of
demonstrates for technological learning | technotogy within technology within technology within
personal and empowers the his/her daily his/her daily his/her daily
proficiency in administrative team to use | responsibilities. responsibilities. responsibilities.
technology new technology initiatives.
implementation The supesintendent There is little or no ‘The superintendent
and utilization, The superintendent serves | demonstrates effort evidence of the does not serve asa

as a mode! for technology | toward serving as a superintendent takinga | model for
implementation. model for technology | personal initiative to technology
implementation. jearn new technology. implementation.

63 | The The superintendent The superintendent The superintendent has | The supedatendent
superintendent ensures there are updated | ensures there are minimal proceduzes in has no procedures

place to address the
safety of students and
staff,

The superintendent
provides minimal
opporturnides for staff
training in order to
carry out their duties
with respect to the
corporation’s physical
plant, equipment, and
augiliary services.

There are occasional,
unscheduled reviews of
these procedures.

in place to address
the safety of
students and staff,

The superintendent
provides no
opportunities for
staff training in
order to carry out
their duties with
respect to the
cotporation’s
physical plant,
cquipment, and
auxiliary scrvices.
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64 | The The superintendent The superintendent The superintendent The superintenden
superintendent maintains a fiscally sound | maintains a fiscally lacks proficiency in does not
provides financial budget, monitors | sound financial budgetary practices to demonstrate sound,
responsible fiscal | expenditures to beused in | budget, monitors {focus resources on fiscal stewardship.
stewardship. an efficient manner, and expendituzes to be strategic priorities.

reallocates those savings used in an cfficient

to kelp the corporation manner, and Minimal data is

achieve its strategic reallocates those produced to support

priorities. savings to help the reallocated resources.
corporation achieve its

Data is produced and strategic priorities.

shared with all

stakeholders which reflect | Data is produced

the positive impact of which reflect the

reallocated resources in positive impact of

achieving steategic reallocated resources

priorities, in achieving strategic
priosities.

The superintendent has

established processes to

increase fiscal resousces,

e.g., grants, donations, and

COmMuIILY fesources.

6.5 { The ‘The superintendent The superintendent The superintendent has | The superintendent
superintendent demonstrates an demonstrates an limited knowledge of has minjmal
demonstrates understanding of the legal | awareness of the legal legal standards and/or lnowledge of legal
compliance with standards and board standards and board board policy standards and/or
legal policy requirements of the | policy requirements of | requirements and board policy
requirements, corporation, and the school corporaton | occasionally adheres to | requirements and

consistently adheres to and generally adheres those standards and rarely adheres to
those standards and to those standards and | requizements. those standards and
requirements. requirements. requirements.
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APPENDIX C

IC 20-28-11.5-4
School corporation plan; plan components

Sec. 4. (a) Each school corporation shall develop a plan for annual performance evaluations
for each certificated employee (as defined in IC 20-29-2-4). A school corporation shall
implement the plan beginning with the 2012-2013 school year.

(b) Instead of developing its own staff performance evaluation plan under subsection (a), a
school corporation may adopt a staff performance evaluation plan that meets the requirements set
forth in this chapter or any of the following models:

(1) A plan using master teachers or contracting with an outside vendor to provide master
teachers,

(2) The System for Teacher and Student Advancement (TAP).

(3) The Peer Assistance and Review Teacher Evaluation System (PAR).

(c) A plan must include the following components:

(1) Performance evaluations for all certificated employees, conducted at least annually.
(2) Objective measures of student achievement and growth to significantly inform the
evaluation. The objective measures must include:
(A) student assessment results from statewide assessments for certificated employees
whose responsibilities include instruction in subjects measured in statewide assessments;
(B) methods for assessing student growth for certificated employees who do not teach in
arcas measured by statewide assessments; and
(C) student assessment results from locally developed assessments and other test
measures for certificated employees whose responsibilities may or may not include instruction in
subjects and arecas measured by statewide assessments.
(3) Rigorous measures of effectiveness, including observations and other performance
indicators.
(4) An annual designation of each certificated employee in one (1) of the following rating
categories:
(A) Highly effective.
(B) Effective.
(C) Improvement necessary,
(D) Ineffective.
(5) An explanation of the evaluator's recommendations for improvement, and the time in
which improvement is expected.
(6) A provision that a teacher who negatively affects student achievement and growth
cannot receive a rating of highly effective or effective.
(d) The evaluator shall discuss the evaluation with the certificated employee.
As added by P.1.90-2011, SEC 39.




39
APPENDIX D
™ . 55 and st . .
4 Indicator Effect Improvement Ineffective (1)
Necessary (2}
i1 ! ] M| l
12 W] Ll ] [
13 ] Ll ] 1]
14 W] ] [ L]
L5 ] ] [l L
Score
Effective (3) Improvement Category Score
Necessary (2)
2.1 U Ll Ll
2.2 O 0 1 (M
23 ] ] ] ]
Indicator Effective (3) Improvement Category Score
Necessary (2)
3.1 ] 0 L L
3.2 W W] [} ]
Score
ach mal s
Indicator Effective (3) Improvement Ineffective (1)
Necessary (2)
. i1 0 0 0 |
: 12 H] L] | L
7 43 d L] [l ]
4.4 ] L L L]
4.5 L] L Ll L
4.6 O ] [ ]
Score
Indicator | Highly Effective (4) Effective (3) Improvement Ineffective (1} Category Score
Necessary (2)
Effective {(4) Effective
6.1 L] L]
62 ] @]
6.3 Ll [
6.4 L L
6.5 ] [
Total
Highly Effective (4) Effective (3) Improvement
Objective Necessary (2)
L 1 O ] 0 ]
2 O L] 0 0
7 3 M} £l ] ] -
4 ] Ll ] L1 -
5 [ ] (] [ -
5 ] [ ] ] -




40

References

Massachusetts Department of Elementary and Secondary Education. (2012). Massachusetts Model
Systein for Educator Evaluation Retrieved May 18, 2012, from
http://www.doe.mass.edu/edeval/model/Partlll pdf

North Carolina State Board of Education. (2010). North Carolina Superintendent Evaluation Process

Retrieved May 18, 2012, from
http://www.nepublicschools.org/docs/profdev/training/superintendent/eval-manual. pdf

Reeves, D. (2011). Reeves' Leadership Performance Matrix. Retrieved May 18, 2012, from The
Leadership and Learning Center http.//usny.nvsed.gov/ritt/teachers-
leaders/practicerubrics/Docs/HoughtonMifflin_Principal Rubric.pdf




