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INTRODUCTION

Excellent schools begin with great school leaders and teachers. The importance eskiligiuly
educators is beyond dispus a strong body of evidence now confirmfgtparents, students,
teacherand administrators have long known: effective teachers are among the most important
schootlevel factor in student learning, and effective leadership is an essential component of any
successful school.

The Connecticut State Department of Education (CS®E)mmitted to raising the overall quality
of our school sé workforce. To melandregidnal schoglo a
districts and many other stakeholder grogpsis to create a comprehensive approach to supporting
anddevelpi ng Connect i c uthdsatprephres, @dits hires, ssigports, Headlops
and retains the best educators to lead our classrooms and schools.

Educator evaluation is the cornerstone of this holistic approach and contributes to the ireptovem
of individual and collective practice. Higiuality evaluations are necessary to inform the
individualized professionaéarningand support thaill educatos require. Such evaluations also
identify professional strengths which should form the basiew professional opportunities. High
guality evaluations are also necessary to make fair employmenibdsedissed on teacher and
administratoeffectiveness. Used in this way, highality evaluations will bring greater
accountability and transparentyschools and instill greater confidence in employment decisions
across the state.

Connecticutds System for Educator Evaluatio
support system that is aligned to tbennecticut Guidelines for Educator Evaluat{Qore
Requirements), which were adopted by the Performance Evaluation Advisory Council (IREAC)
June of 2012The SEED modewas informed by a large body of research, including the Gates

F o u n d aMeasores @fEffective Teaching (ME3tudy In 201213, ten disticts/district
consortigpiloted SEEDand providd feedbackwhich further guidedhe model designA list of

pilot districts can be found grage 45

The system clearly defines effective practmecourages the exchange of accurate, useful
information about strengths and development aseas promotesollaboration and shared

ownership 6r professional growtir he pr i mar y g o aducatodvalugtmomamcee ct i c
support system is to develtipe talented workforce required poovide a superior education for
Connect fcenutydearnes.1

As provided in subsection (a) of Sec-1®1b (C.G.S.), as amended by Sec. 51 of P.A, 1B the
superintendent of each local or regional boarddofcation shall annually evaluate or cause to be
evaluated each teacher. For the purposes of
serving in a position requiring teacher certification within a district, but not requiring a 092
certification. Furthermore, the superintendent of each local or regional board of education shall
annually evaluate or cause to be evaluated each administrator who serves in a role requiring a 09
certification, in accordance with the requirements of Connecticuti@eStatutes.
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http://www.connecticutseed.org/wp-content/uploads/2012/09/Adopted_PEAC_Guidelines_for_Teacher_Evaluation.pdf
http://www.gatesfoundation.org/united-states/Pages/measures-of-effective-teaching-fact-sheet.aspx

DESIGN PRINCIPLES

Purpose and Rationale

When teachers succeed, students sucd@edearch has proven that no scHewkl factor matters
more to st ude n tgsaltytesacherans sffectiie leadersTdisupgpdrt outeachers
and administratorsve need to clearly defirexcellent practice and resultgye accurate, useful
information aboueducato s 6 s tarnd @éavajoprheat areasad provide opportunities for
professional learninggrowth and recognitiariThe purpse of the new evaluatiaand support
model is to fairly and accurately evaluatbucatoperformance and to help eaetiucato
strengthen his/her practice to improve student learning

Core Design Principles
The following principles guided the designtbéteacherand administrator evaluationodes,
developed in partnership with Education First and New Leaders:

Consider multiple standardsmsed measures of performance

Emphasize growth over time

Promote both professional judgment and consistency

Foster dialogue about student learning

Encouragaligned professional learningoaching and feedback to support grawth
Ensure feasibility of implementation

= =4 =4 -4 -8 19

Consider multiple, standardbased measures of performance
An evaluatiorand supporsystemthat uses multiple sources of information and evidence

results in a fair, accurate and comprehensive picture eflacato 6 s p e r. fThemnawa n g

model defines foucomponent®f teacheeffectiveness student learnind45%),teacher
performance and praice (40%), parent feedbackl0%), andschoolwide student learning
indicatorsor student feedbad6%). The model defines four components of administrator
effectivenessstudent learning (45%),admiristrator practice (40%), stakeholder feedback
(10%), andteacher efectiveness outcomeg5%).

These four componengse grounded in researtiasedstandards for educator effectiveness,
Common Core State Standards, as well as
Common Core of Teaching (CCT); t@emmon Core of Leading (CCL): Connecticut

School Leadeship Standards; the Connecticut Framework-K2 Curricular Goals and
Standards; the CMT/CAPT assessmeraad locallydeveloped curriculum standards.

1Connecticut Mastery Test (CMT): The CMT is the standard assessment administered to students in Grades 3 th®tuglei®s

are assessed in the content areas of reading, mathematics and writing in each of these grades and science in grades 5 and 8
Connecticut Academic Performance Test (CAPT):The CAPT is the standard assessment administered to students in Grade 10
Students are assessed in the content areas of reading, mathematics, writing and science

Contingent on approval of the waiver submittethe US Department of Education (USDE) regarding the use of student test data in
educator evaluation in 20184, districts may not be required to use student test data in20D8ly.
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Emphasize growth over time
The evaluation of an educatorés perfor maljc
established starting point. This applies to professional practice focus areas and the studenf
outcomes they are striving to reach. Attaining high levels of perforrmaatter® and for
some educators maintaining high results is a critical aspect of theid vibortkthe model
encourages educators to pay attention to continually improving their practice. The goal
setting process in this model encourages a cycle of contimmpusvement over time.

Promote both professional judgment and consistency
Assessingmaeducatad s pr of essi onal practice requiregs
professional judgmentNo rubric or formula, however detailed, can capture all of the
nuances in how teacheesd leadersteract withone another and witstudentsand
synthesizing multiple sources of information into performance ratings is inherently more
complex than checklists or numerical averagktsthe same timegducatoré r ashaduld g s
depend on their perfor ma nAceordinglypthe model aim$ e i |r
to minimize the variance between evaluations of practice and support fairness and
consistency within and across schools

Foster dialogue about student leaimg
In the quest for accuracy of ratings, there isatendency to focusexclusvely on the numbers.
The model is designed to show that of equal importance to getting better results is the
professional conversation betweenealucatorand his/her supervisor which can be
acomplished through awell-desgned and well-executed evaluation system. The dialogue in
the new model occurs more frequently and focuses on what students are learning and whg
administrators can do to support teaching and learning.

—

Encourage aligned professional learning, coaching and feedback to support growth
Novice and veteraaducatorslike deserve detailed, constructive feedback and professional
learningtailored to the individual needs of their classrooms and stud8&E8D pomotes a
shared language of excellence to which professieaahing coaching and feedback can
align to improve practice

Ensure feasibility of implementation
Launching tlis newmodel will require hard workThroughout each district, educators will
need to develop new skills and to think differently about how they manage and prioritize
their time and resourcesensitive to the tremendous responsibilitiesand limited resources
that adminstrators have, the model is alignedwith other responsibilities(e.g.,writing a
school improvement plan) and emphasizethe need for evaluatorsto build important skills
in setting god's, observing practice and providing high-quaity feedback. The model aims to
balance high expectations with flexibility for the time and capacity consideratithia
districts
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The SEEDmodelrecognize that student learning sshared responsibility between teachers
administratorand district leadersThe following graphidllustrates the areas of common
accountabity that connecteacher and administrator evaluation

Administrator Final Summative Teacher Final Summative
Rating Rating

Outcome Rating 50% Outcome Rating 50%

f' 0
5% These percentages

are derived from the
same set of data

These percentages
may be derived from
the same set of data

Practice Rating 50%

‘?’ 40%

Practice Rating 50%

‘( 40%

Survey data gathered from
the same stakeholder groups
should be gathered via a
single survey, when possible
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4 AAARGAO OAOCEODDIAD A

The Connecticut State Department of Education (CD®Iesignednodel for the evaluation and
supportof teachersn Connecticuts based on the Connecticut Guidelines for Educator Evaluation
(Core Requirementsileveloped by a diverse group of educators in June 2012ased upobest
practice research from arouncttbountry The contents of this document are meant to guide
districts in the i mplementation of Connectil
(SEED)Teacher Evaluation and Support modéhe CDSE in consultation with PEAC and the
SBE, maycontinue tarefine the tools provided in this document for clarity and ease of use.
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TEACHER EVALUATION OVERVIEW

TeacherEvaluation and Support Framework

The evaluatiorand supporsystem consists of multiple measures to paint an accurate and
comprehensiveicture of teacher performancall teachers will be evaluated in fonsomponents
grouped intdwo types ofmajor categoriesTeacher Practice and Student Outcames

1. Teacher Practice Related Indicators/An evaluation of the core instructional practices and
skills that positivelyaffect student learningThis categoryis comprised of tw@omponents

(a) Observation of Teacher Performance and Rctice (40%) as definedvithin theCCT
Rubric for Effective Teachingvhich articulate$ive domains andeventeen indicators
of teacher practice

(b) Parent Feedback (10%)on teacher practice through surveys

2. Student Outcomes Related IndicatorsAn ev al uati on ofstdstdenth e i
academic progress the school and classroom levéhere is also an option in thistegory
to include student feedbacK his area is comprised of tva@mmponents

(a) Student Growth and Development (45%)as det er mi ned by t he
learningobjectives (SLOsand associated indicators of academic growth (IAGDS)

(b) Whole-School Measures of Student Learning as determined by aggregate student
learning indicator®r student feedback (5%)

Scores from each of the focomponentsvill be combined to produce a summative performance

ratingdesignatiorof Exemplary, ProficientDeveloping or Below Standard'he performance
levels are defined as:

1 Exemplary 7 Substantially exceeding indicators of performance

1 Proficient i Meeting indicators of performance

1 Developingi Meeting some indicators of performance but not others
1

Below Standardi Not meeting indicators of performance

Student Growth
and Development

Peer
or Parent
Feedback
10%

Observation of Teacher
Performance and Practice
40%
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Processand Timeline

The annual evaluation process between a teacher and an evaluator (principal or designee) is
anchored by threeonferences, which guide the procasghe beginning, middlandend of the

year. The purpose of these conversations is to clarify expectdtotise evaluation process,
provide comprehensive feedback to each teacher on his/her performance, set development goalg
identify development opportunitie§ hese conversations are collaborative and require reflection
and preparation by both the evailor and the teacher in order to be productive and meahingfu

By November 15 January/February By June 30%

*If state test data may have a significant impact on a final rating, a final rating may be
revised by September 15 when state test data are available.

GOAL -SETTING AND PLANNING:

Goal-Setting & Planning

Mid-Year Check-in End-of-Year Review

= Orientation
0N process » Review goals = Teacher self-
# Teacher and performance assessment
reflection and to date * Scoring

goal-setting * Mid-year * End-of-year
» Goal-setting conferences conference
conference

Timeframe: Target is October 15; must be completedNmyember 15

1.

SEED2013

Orientation on Proces$ To begin the evaluation process, evaluators meet with

teachers, im group or individually, to discuss the evaluation process and their roles and|

responsibilities within it In this meeting, they will discuss any school or district
priorities that should be reflected in teacher pradbcas areasnd student learning
objectives §LO9, andthey will commit to set time aside for the types of collaboration
required by the evaluation process

Teacher Reflection and Godbettingi The teacher examines student data, prior year
evaluation and survey resyledthe CCT Rubric for Effective Teachintp drafta
proposed performance and pracfticeus areaa parent feedback goatudent learning
objectiveg(SLO9 and a student feedback goal (if required) for the school yidae
teacher may collaborate in graldeel orsubjectmatter teams to support the gsatting
process

Goal-Setting Conferencé The eval uator and teacher m
proposedocus areagoals and objectives in order to arrive at mutual agreement about
them The teacher collecvidence about his/her practice and the evaluator collects
evidence about the t eac hdhe@wlugior naag requese t
revisions to the proposddcus are¢s), goals and objectives if they do not meet approval
criteria
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MID -YEAR CHECK -IN:

Timeframe: January and February

1. Reflection and Preparatiori The teacher and evaluator collect and reflect on evidence
to date about the teacherds practi-me arf

2. Mid-Year Conferencé Theevaluator and teacher complete at least oneyesal
checkin conference during which they reviewvidenceelated to théeacher practice
focus area and progress towastisdent learning objectivéSLO9. The midyear
conference is an important pointthre year for addressing concerns and reviewing
results for the first half of the yeaEvaluatoramaydeliver midyear formative
information onindicatorsof the evaluation framework for which evidence has been
gathered and analyzedf needed, teacheend evaluators can mutually agree to
revisions on the strategies or approaches used and/gremichdjustment of SLOs to
accommodate changesde student populations, assignmerithey also discuss actions
that the teacher can take and supports th&iator can provide to promote teacher
growth in his/hefocus areaA Mid-Year Conference Discussioruf@eis avalable to
assist evaluators in conducting the conference

END-OF-YEAR SUMMATIVE REVIEW:

Timeframe: May and June; must be completedune 30

a. Teacher SeHAssessmerit The teacher reviews all information and data collected
during the year andompletes a selissessment for review by the evaluafbhnis self
assessment may focus specifically on the areas for developstahlished in the @al
Setting @nference

b. Scoringi The evaluator reviews sulited evidence, selissessmestaindobsenation
dataand uses therto generateomponentatings Thecomponentatings are combined
to calculate scores for Teacher Practice Related Indicators and Student Gutcome
Related IndicatorsThesescoreggenerate the final, summative ratingfter all data,
including state test data, are available, the evaluator may adjust the summative rating if
the state test dat@ould significantlychange the Studeiitelated hdicators final rating
Such revisions should take place as soon as stateatasirdavailableand before
September 15

3. End-of-Year Conferencé The evaluator and the teacher meet to discuss all evidence
collected to date and to discugssmponentatings Following the conferencéhe
evaluator assigns a summative rating and generates a summary report of the evaluatio
before the end of the school yeardbefore June 36

2 The district superintendent shall report the status of teacheragioais to the local or regional board of education on or before June
first each year. Not later than June 30 of each year, each superintendent shall rep@ditentissioner of Education the status of

the implementation of teacher evaluations, includiregfrequency of evaluations, aggregate evaluation ratings, the number of
teachers who have not been evaluated and other requirements as determined by the Department of Education.
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http://www.connecticutseed.org/wp-content/uploads/2013/02/Mid-Year_Conference_Discussion_Guide_for_Evaluators_of_Teachers.pdf

Complementary Observers

The primary evaluator for most teachers will be the schotipal or assistarrincipalwho will

be responsible for the overall evaluation process, including assigning summative aangs
districts may also decide to use complementdserves to assist the primary evaluator
Complementarpbserversre certifiededucatorsThey may have specific content knowledge, such
as department heads or curriculaoordinators Complementarypbservergnustbe fully trained as
evaluators in order to muthorized to serve in this role

Complementarpbserves may assist primary evaloas by conducting observations, including-pre
and postconferences;ollectingadditional evidencereviewingstudent learning objectivéSLOSs)
and providing additiondkeedback A complementey observershould share hiker feedback with
the primaryevaluatoras it is collected and shared with teachers

Primary evaluators will have sole responsibility fosigeing final summative ratings. Both primary
evaluators and complementary observeustdemonstrate proficiency in conductistandards
basedbservations

Ensuring Fairness and Accuracy: Evaluator Training, Monitoring and Auditing
All evaluators are required to complete extensive training on the evaluation. riibeéel
Connecticut State Department of Educati@®SDE)will provide districtswith training

opportunities and tools throughout the year to support diattitiinistratorsevaluatorsand
teachersn implementing the model across their scho@sstricts will adapt and build on these
tools toprovide comprehensive training and sugifio their schools and to ensure that evaluators
areproficient in conducting teacher evaluations

At the request of a district or employee, the CSDE or a-frartly entity approvedoy the CSDE
will audit theevaluationcomponents that are combineditee t er mi ne an 1 ndi vi 0
rating in the eventhatsuch components are significandligsimilar(i.e., include bothexemplary
andbelow standardatings)ratings in differentcomponents In these caseshe CSDEor a third
party entitywill determine a final summativating

Commencing in summer 201iBere will be an annual audit of evaluatiofishe CSDEor a third

party designated by the CSDEI audit ratings oexemplaryandbelow standardo validate such
exemplaryor below standardatings by selecting ten districts at random annually and reviewing
evaluation evidence files for a minimum of two educators rexethplaryand two educators rated
below standadt in those districts selected at random, including at least one classroom teacher rate
exemplaryand at least ateacher rateelow standargber district selected ( Connect i c
Guidelines for Educator Evaluation 2.8 (3))

Additionally, supplemental traing for the complementary observer role valsobe provided by
the CSDE. More information will be madvailable on thEEEDwebsite:
http://www.connecticutssl.org
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SUPPORTAND DEVELOPMENT

Evaluationalonecannot hope to improvieacter practice and student learninglowever, when
paired with effective, relevant and timely support, the evaluation process heehgal to help
move teachers along the path to exemplary practice

Evaluation-Informed Professional Learning

In any sector, people learn and grow by honestigssessing current performance, setting clear
goals for future performan@nd outlining tle supports they need to close the.gé@broughouthe
process of implementinGonnecticub SEED modelall teachersvill identify their professional
learning needs imutual agreemertheir evaluator The identified needs wiflerve as the

foundatonfoongoi ng conversations about the teachlr
Theprofessional learning opportunities identified for each teacher should be based on the individgal

strengths and needs that are identified through the evaluationprdtesprocess may also reveal
area of common need amomgacherswhichcan then be targeted with schedbe professional
learningopportunities

Improvement and Remediation Plans

| f a teacher 6s fevaopirapr belamstardargitsignals theenderdosused
support and developmemistricts must develop aystem tasupport teachers not meeting the
proficiencystandardimprovement and remediation ptshould be developed in consultation with
the teacher anldis/her exclusie bargaining representatiaed be differentiated by the level of
identified need and/or stage of developménprovement and remediation plans must:

1 identifyresources, support and other strategies to be prokigdte local or regional board
of educatiorto address documenteeficiencies;

1 indicatea timeline for implenenting such resources, suppamt other strategies, in the
course of the same school year as the plan is issued; and

1 includeindicators of sucass including a summative rating mfoficientor better at the
conclusion of the improvement and remediation plan

Districts may develop a system of stages or levels of support. For example:
1. Structured Support: An educator would receive structured support when an area(s) of
concern is identified during the school yelis support is intended to providbortterm

assistancéo address a concern in its early stage.

2. Special AssistanceAn educator would receive special assistance when he/she earns an
overall performance rating developingor below standarénd/or has received structured

support. An educator may also receive special assistance if he/she does not meet the goal(s)

of the structured support planhis supports intended to assist an educator who is having
difficulty consistently demonstratingoficiency.

3. Intensive AssistanceAn educator would receive intensive assistance when he/she does not

meet the goal(s) of thg@ecial assistance planhis support isntended to build the staff
member s competency.
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Career Development and Growth

Rewarding exemplary performance identified through the evaluation process with opporfoinities
career development and professionalgtois a critical step in both building confidence in the
evaluation system itself and in building the capaartyg skillsof all teachers

Examples of such opportunities include, but are not limited to: observation of peers; mentoring
early-career teadtrs; participating in development of teacher improvement and remediation plans
for peers whose performancedisvelopingor below standargleading Professional Learning
Communities; differentiated career pathways; and focused profesian@hgbased a goals for
continuous growth and development
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TEACHER PRACTICE REL ATED INDICATORS

The Teacher Practice Related Indicam¢ al uat e t he teacher s know

and competenciesandhowh e s e ar e app!l i e.dTwocompanertsempcde this 0 s

category

M Teacher Performance and Practice, which counts for 40%; and
M Parent Feedback, which counts for 10%

These two components will be described in detail below:

Component #1: Teacher Performance and Practice (40%)

The Teacher Performance and Practiceponat is a comprehensive review of teaching practice
conducted throughmultiple observations, which are evaluated against a standasesl rubric It
comprises 40% of theummative rating Following observations, evaluators provide teachers with
specific feedback tmentify strong practicep identify teacher development needs &mthilor
support tameetthose needs

Teacher Practice Framework CCT Rubric for Effective Teaching

The CCT Rubric forEffective Teachings available orthe SEEDwebsiteandrepresents the most
important skills and knowledge thatatders need to successfully educate each and every one of
their students The Rubricwas developed throughe collaborative efforts dhe CSDE and

representatives from the regional educational service centers (RESCs), the Connecticut Associatfon

of Schools (CAS), pilot di stTheQCT Rubric fodEffective
Teachings aligned with the six domains @T Common Core of TeachirandincludesCommon
Core State Standartlsroughout the domain®omain 1, Conterdnd Essential Skills isot

included in the rubric since it is expecte®demonstrated at the ggervice level and is als
embedded in the other domaihsplanning, instruction and assessmehiie CCT Rubric for
Effective Teaching isrganized intdive domaingdomains 26), each with3-4 indicators Forty
percentbof teahierdfinal evaluation is based dheir performancecrossall five domairs. The
domains represemssential practice and knowledgredreceive equal weight when calculating the
summative Performance and Practice rating.
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The Common Core of Teacing Rubric for Effective Teaching
Smart Card

CCT DOMAIN 2: CLASSROOM ENVIRONMENT,

CCT DOMAIN 3: PLANNING FOR ACTIVE

STUDENT ENGAGEMENT AND COMMITMENT
TO LEARNING

Teachers promote student engagement, independence
interdependence in learninyy facilitatinga positive
learning communitypy

2.a Creating a positive learning environment that is
responsive to and respectful of the learning needs (¢
students

2.b. Pomoting student engagement and shared
responsibility for learning

2.c.Promoting appropriate standards of behavior

2.d. Maximizing instructional time by effectively
managing routines and transitions

LEARNING

Teacherglan instruction in order to engage students in
rigorous and relevant learning and to promote their
curiosity about the world at large by

3.a Planning instructional contetttatis aligned with
standards, builds on st
provides for appropriate level of challenge

3.b. Planning instructional strategies to actively
engage students in the content

3.c.Selecting appropriate assessment strategies to
monitorongoing student progress

CCT DOMAIN 4: INSTRUCTION FOR ACTIVE

CCT DOMAIN 5: ASSESSMENT FOR LEARNING

LEARNING

Teachers implement instruction in order to engage
students in rigorous and relevant learning and to promi
their curiosity about the world at large by

4.a. Implementingnstructional content for learning
4.b. Leading students to construct new learning
through use of active learning strategies

4.c. Monitoring student learning, providing feedbacl
to students and adjusting instruction

Teachers use multiple measures to analyze student
performance and to inform subseupi planning and
instruction by

5.a Using formative and summative assessment for
learning

5.b. Developing and usingsaessment criteria and
feedback to improve studepérformance and
responsibility for learning

5.c. Conducting omprehensive data analysisd
interpretirg andcommunicatng findings

CCT DOMAIN 6: PROFESSIONAL RESPONSIBILITIES AND TEACHER LEADERSHIP

Teachers maximize support for student learningdyeloping and demonstrating professilisra, collaboration with

othersand leadership by

6.a Engaging in continuous professional growth to impact instruction and student learning
6.b. Collaborating to develop and sustain a professional leaemwvigonment to support student learning

6.c. Communicating and collaborating with colleagues, students and families to develop and sustain a posi

school climate and support studésdrning

6.d. Conduting oneself as a professional
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Observation Process
Observéons in and of themselves are not useful to teadhitris the feedbackbased on

observationsthat helps teachers reach their full potentisl teachers deserve the opportunity to

grow and develop through observations and timelyldaekl In fact, teacher surveys conducted
nationally demonstrate that most teachers are eager for more observations and teadfmok
their practice throughout the year

Therefore, in the SEERacher evaluatioand supportodel:

1 Each teacher should be observed betv@@md8 times per year through both formal and
informal observations as defined below

o Formal: Observations or reviews of practid@a last at least 30 minutes aatk

followed by a posbbservation conferencehich includes timelyvritten andverbal

feedback

o Informal : Observations or reviews of practice that last at leashibdites and are

followed by written and/or verbal feedback

1 All observationamustbe followed by feedback, either verbal (e.g., a{oostference,

conversation in the hallway) or written (e.g., via email, comprehensive ugjtquick note in

mailbox) or both, withira timely mannerit is recommended that feedback be provided

within five business days, buistticts are encouraged twonsult with evaluatorsaand teachers

to establish a mutually agreegon timeframe.

1 Providing both veba and writtenfeedbad after an informal obsrvation is idel, but school
leaders are encouraged to discuss ealbadk preferences andnorms withtheir stef.

1 In order to capture an authentic view of practice and to promote a culture of openness and

comfort with frequent observations and feedback, it is recommendesivdiaatorsise a
combination ofannounced and unannounced observations.

1 Districts andevaluatorscan use their discretion &stablish a mutually agreed upammbe of

observationdased on school and staff needs mnaccordance with the Guidelines for

Educator EvaluatianThetableon the next pageummarizes theecommendations within the

SEED model as compared with requirements established inuidel{@es.

Examples of noftlassroom observations or reviews of practice includatsihot limited to: observation of data team meetings,

observations of coaching/mentoring other teachers, review of lesson plans or other teaching artifages@der more detail.
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TeacherCategories SEED State Model Guideline Requirements

First and Second Year| 3 formalin-classobservations2 of At least3 in-classformal observations;
Novice Teachers which include a preonferenceand | 2 of which include a preonference
all of which include a post andall of which include a post
conferenceand3 informal conference
observations
BelowStandardand 3 formalin-classobservations2 of At least3 in-classformal observations;
Developing which include a preonferenceand | 2 of which include a preonference
all of which must include a post andall of which must include a post
conferenceand5 informal conference
observations
Proficientand A combination of aileast3 formal A combination of alleast3 formal
Exemplary observationseviews of practicel of | observationseviews ofpractice;1 of
which must be a formah-class which must be a formah-class
observation observation

Please noteTo establish baseline datdairingthe first year of implementatioulistricts should set
expectations for a required number of observations, which meets the minimum requesnent
outlined After the first year of implementation, observations should be structured according to thg
table above

Pre-Conferences and PosConferences

Preconferences are valuable for giving context for the legsamvidinginformation about the
students to be observed and setting expectations for the observation.pRyeessmferences are
optional for observations except where noted in the requirements desorihedable aboveA pre-
conference can be held with agp of teachers, where appropriate

Postconferences provide a forum for reflecting on the observation agairfSChé&ubric for
Effective Teachingnd for generating action steps that will lead to the teacher's improvefment
good posiconference:

begins with an opportunity for the teacher to share higkfézctionson the lesson;
cites objective evidence to paint a clear picture for both the teacher and the evaluatthreabol
teacher 6s s uc c eestswllshe magdna where folgrebsewaiomsnay
focus;

involves written and verbal feedback from the evaluator; and

occurs withina timely manner, typically within five business days.

il
il

il
il

Classroom observations provide the most evidemcddmains 2 and of theCCT Rubric for
Effective Teaching but both preand posiconferences provide tlmpportunity for discussion of all
five domains including practice outside of classroom instructiem.,lesson plans, reflections on
teaching) Pre and PostConference érmsare available on the SEED website
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Non-Classroom Reviews of Practice

Because the evaluati@md supportodel aims to provideeachers with comprehensive feedback on
their practice as defined by tlizve domainsof the CCT Rubric for Effective Teachingll

interactions with teachers that are relevant to their instructional practiggafadsional conduct

may contributeo ther performance evaluatiornThese interactions magclude, but are not limited

to, reviews of lesson/unit plans and assessments, planning mea#étagieam meetingsrd?essonal
Learning Community meetings, cédigs or notes from paretgachemeeting, observations of
coaching/mentoring other teacharsgdor attendance records fropnofessionalearningor schoof
based activities/events

Feedback

The goal of feedback is to help teachers grow as educatonssaireé high achievement in af their
students With this in mind, evaluators should be clear and direct, presehtngcomments in a
way that is supportive and constructivieeedback should include:

1 specific evidence and ratings, where appropriate, on obsediedtorsof the CCT Rubric
for Effective Teaching

1 prioritized commendations and recommendations for development actions;

1 next steps and suppottsimprove teacher practicand

1 atimeframe for follow up

Teacher Performance and Practicd-ocus Area

As described in the Evaluation Procassl Timeling(pagesl5-16) section, teachers develop one
performancexndpracticefocus aredhatis aligned to theCCT Rubric for Effective Teachinghe
focus area will guidebservations and feedback conversatibingughout the year

Each teacher will work with Bior her evaluator to develagpractice and performandecus area
through mutual agreemendll focus areashould have a clear link to student achievement and
should move the teachers towam®ficientor exemplaryon theCCT Rubric for Effectiveleaching
Schools may decide to create schede or gradespecificfocus areaaligned to a particular
indicator(e.qg.,4b: Leading students to construct new learning through use of active learning
strategiel

Growth related to the focus areas should be referenced in feedback conversations throughout the
The focus area and action steps should be formally discussed during tiyeddiG@onference and
the Endof-Year Conference. Although performance andfica focus areas are not explicitly rated
as part of the Teacher Performance and Practiogponentgrowth related to the focus area will be
reflected in the scoring of Teacher Performance and Practice evidence.

Teacher Performance and Practice Scoring

Evaluators are not required to provide an overall rating for each observation, but theybshaiikel

to provide ratings and evidence for tRabricindicatorsthat were observeduring observations,
evaluators should take eviderAgased, scripted naecapturing specific instances of what the teache
and students said and did in the classro@nce the evidence has been recorded, the evaluator can
align the evidence with the appropriatdicator(s)on the Ribric and then makedetermination

about vhich performance level the evidence supports
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Summative Observation of Teacher Performance and Practice Rating

Primary evaluators must determine a final teacher performance and practice rating and discuss this
rating with teachers during the Eo@tYearConferenceWithin the SEED model, each domaifithe

CCT Rubric for Effective Teachincarries equal weight in the final ratinfhe final teacher
performance and practice rating will be calculated by the evaluator in astepeprocess:

1) Evaluatorholistically reviews evidence collected through observatmbsinteractionge.g.,

team meetings, conferences) and uses professional judgment to detedicaterratings for

each of thel7 indicators

2) Evaluator &erage indicatorswithin each domaimo a tenth ba decimal to calculate domain

level scores of .D-4.0.

3) Evaluatoraveragesiomain scoreto calculate an overall Observation of Teacher Performancs

and Practice rating 0f.0-4.0.

Each step is illustrated below:

1) Evaluator holistically revies evidence collected through observationsraneews of practice

anduses professional judgment to determimdicatorratings for each of th&7 indicators.

By the end of the year, evaluators should have collected a variety of evidence on teacher

practice from the vyear.&egluaiobssherramalyzeithe n s
consistency, trendsnd significance of the evidence to determine a ratingdoh of thel7
indicatos. Some questions to consider while analyzing the evidence include:

o Consistency: What rating have | seen relatively uniform, homogenous evidence for
throughout the semestgear? Does the evidence paint a clear, unambiguous picture of tHe

teacherdés performance in this area?

o Trends: Have | seen improvement over tirti&t overshadows earlier observation

outcomes? Have | seen regression or setbacks over time that overshadows earlier

observation outcomes?

an

o Significance: Are some data more valid than others? (Do | have notes or ratings from

Aimeati er 0 | emswhers! wasableitobetterrassess this aspect of
performance?)

Once a rating has been deterngini is then translated to adlscore Below Standard 1
andExemplary= 4. See example below for Doma2n

DOMma dicator Rating 0 cDOCOoE 0
3 Developing 2
b Developing 2
Proficient 3
0 Exemplary 4
Average Score 2.8
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2) Evaluator &erage indicatos with each domain to a tenth of a decimal to calculate demain
level scores:

Domain Averaged Domain-Level Score
2 2.8
3 2.6
4 3.0
5 2.8
6 3.0

3) The evaluatoraverageslomain scores to calculate an overall observation of Teacher
Performance and Practice rating d-4.0.

2

3
4
5
6

Average Score

Steps 2 and 3 can be performeddistrict administrators and/or using tools/technology that
calculates the averages for the evaluator

The summative Teacher Performance and Practiseoonentating and théndicatorratings will be
shared and disissed with teachers during the EofdY ear @Wnference This process can ald®
followed in advance of the Mit¥ear Gnference to discugermative progreseelated tahe Teacher
Performance and Practicating
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Component#2: Parent Feedback (D%)

Feedback from parents will be used to help determine the remaining 10% of the Teacher Practice
Indicatorscategoryof SEED.

The proces$or determining the parent feedback rating includeddhewing steps

(1) theschool conducta wholeschool parent survey (meaning dataggregated at the
school level);

(2) administrators and teachedstermineseveral schoelevel parent gda based on the
survey feedback;

(3) theteacher and evaluator identibperelated parent engagemeytal and set
improvementargets;

(4) evaluatorand teachemeasue progress on growth targetd

(5) evaluatordetermiresa t eac her 0 s ,basadonafdun perermaneetlevets g

Administration of a Whole-School Parent Survey

Parent surveyshould be conducted at the whalehool level as opposed to the teadbegel,

meaning parent feedback will be aggregated at the schoal [Ewiglis to ensure adequate response
rates from parents

Parent surveymsust be administered in a way that altoparents to feel comfortable providing
feedback without fear of retributiorSurveys should be confidentiahdsurvey responses should
not be ti ed .tToe parentrservey shauld lbeadministered every spring and trends
analyzed from yeao year.

NOTE: The CSDE recognizes that in the first year of implementation, baseline parent
feedback mayot be available Teachers can set a goal based on previeralgcted
parent feedback, or ifone is available, teachers can set a pamgagemergoal that is
not based on formal pareisedback

To ensure that districts use effective survey instruments in the evaluation process and to allow
educators to share results across district bound#nie=€SDE has adopted recommended survey
instruments as part of the SEEfatemodel for teacher evaluati@and supportPanorama

Education developesamplesurveysfor use in the State of Connecticut, aiistricts are strongly
encouragd to use thesavailablesurveysthough they may alsese existing survey instrumerds
develop their own

School districts arencouraged to work closely with teachersétectthe survey and interpret
results Parentrepresentatives may lrecluded in the procesH a school governance council
exists, thecouncilshall assist in the development of whetghool surveys in order to encourage
alignment with school improvement goaRarent surveys deployed by districts should be valid
(thatis, the instrument measures what it is intended to measure) and reliable (that is, the use of th
instrument is consistent among those using it and is consistent over time)

“Peer feedback is permitted by Connecti cut 6 compBanéndHoweven itis f o
not included in the state model, SEED districts wish to utilize peer feedback instead of parent feedback, they raost aplan
to do so tahe CSDE when they submit their evaluatiand supporsystem proposal annually
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Determining SchootLevel Parent Goals

Evaluatos and teachers should review ffeent survey results at the beginning of the school year
to identify areas of need and set general parent engagementigeal$y, this goalsetting process
would occur between the principal and teachers (possibly diadodfy meetings) in August or
Septembeso agreemerdanbe reached on-2 improvemengoals for the entire schaol

Selecting a Parent Engagement Goal and Improvement Targets

After the schoclevel goals have been set, teachers will determine through consultation and mutugl

agreenent with their evaluatorsnerelated parent goal they would like to pursue as part of their
evaluation Possible goals include improving communication with parents, helping parents becom
more effective in support of homework, improving paftesicher onferences, etcSeethesample

state model survefpr additional questions that can be used to inspire goals

The goal should be written in SMART langudgamat (See p32) and must include specific
improvementargets For instance, if the goal is to improve parent communication, an

improvement target could be specific to sending more regular correspondence to parents such ag
sending biweekly updates to parents or devefgpa new website for their claszart of the

evaluatordés job is to ensure (1) the go,al i |s

and(2) that the improvement targets are aligremdbitiousand attainable

Measuring Progress on Growth Tagets
Teachers and their evaluators should use their judgment in setting growth/improvement targets fq
the parent feedbadomponent There are two ways teack&an measure and demonstrate
progress on their growth targetfeachergan (1) measure hosuccessfully they implement a
strategy to address an area of need (like the examples in the previous sautlon?) they can
collect evidence directly from parents to measure pdeset indicators they generat&or
exampleteaches canconduct nterviews with parents or a brief parent survey to see if they
improved on their growth target

Arriving at a Parent Feedback Rating
The Parent Feedback rating should reflect the degree to which a teacher successfully reaches hig
parent goal and impwement targetsThis is accomplished through a review of evidence provided
by the teacher and application of the following scale:

Exemplary (4) Proficient (3) Developing (2) Below Standard (1)

Exceeded the goal Met the goal Partially met thegoal Did not meet the goal
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STUDENT OUTCOMES RELATED INDICATORS

Student Outcomes Related Indicatcaptureat e ac her 6 s i nepraingdnd compriset u d
hal f of t h eummatizeatimg The siclukionmfestudent outcomieslicators
acknowledges that teachers are committed to the learning and growth of their sindergtgefully
considemwhat knowledge, skills and talents they are responfibl@evelopingn their students

each yearAs a part of thevaluation andgupportprocess, teachers documémdir goals of student
learningand anchor thenm data

Two componentgomprise this category
1 Student Growth and &elopmentwhich counts for 45%; and
1 EitherWhole-School Student éarningor Student Eedbaclor acombination of the two
which counts for 5% of the total evaluation rating

Thesecomponentsvill be described in detail belaw

Component#3: Student Growth and Development (45%)

Overview of Student Learning Objectives (SLOs)

Each teachiendsvsduadlehysand as a group, are
even in the same grade level or subject at the same sdfaradtudent growth and development to
be measured for teacher evaluat@m supporpurposes, it is imperative to usenathod that takes
eacht eac her 6s as sandgomtexeimad accountCanrteeicut, l&ke many other states
andlocalities around the nation, has selected a-geting procesgrounded irStudent Learning
Objectives(SLOs) as the approach for measuring student growth during the school year
SLOs are carefully plannelbng-termacademic objectivesSLOsshould reflect high expectations
for learning or improvement and aim for mastery of content or skill developB8Ile@t ae
measured byndicators of Academic Growth and Development (IAGDs)whichinclude specific
targets for student mastery or progré&ssearch has tmd that educators who set highality SLOs
often realize greater improvement in student performance.

TheSLO process, as outlined withine SEEDmodel,will support teachers in using a planning
cycle that will befamiliar to most educators:

. SLO Phase2: SLO Phase3: SLO Phase4:
SLO Phasel: .
Review q Set goals for ‘ Monitor - Assess student
Data Stud_ent student outcomes relative
learning progress to goals

Developing SLOs is a process rather than a single event. The purpose isStudet learning
Objectives that serve as a reference point throughout the year as teachers docunsent theire n t {
progresgoward achieving theAGD targes. While this process should feel generally familtae
SEEDmodelasksteachers to set more specific and measureable targets than they may have done
the past Teachers magevelop them through consation with colleagues in the same grade level
or teaching the same subjedhe final determination LOsand IAGDs is madérough mutual
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agreemenbetween the teacher and his/her evaluaitre fourphase®f theSLO processare
described in detail below:

PHASE 1: Review the Data

This first phase is the discovery phagach begins witlreviewing district initiatives, and key
priorities, school/district improvement plans and the buildengl mi n i sgbals®nce r 6 s
teachers know thealassrosters, theghould examine multiplsource of data aboutheir studen$d
performanceo identify an are@)ofneedDo c u ment i ng dataer whebestsidehts n e
are at the beginning of the year, is a kespecbf this step It allows the teachdo identify

where students are with respecthe grade level ocontent areaéhe teacher is teaching.

Examples of Data Review
A teacher may usleut is not limited tahe following data in developing an SLO:
a) Initial performance for current intervaf instruction(writing samples, student interest surveys,
pre-assessments etc.)
b) Student scores on previous state standardigsdssments
c) Results from other standardized and-stemdardized assessments
d) Report cads from previous years
e) Results from diagnostic assessments
f) Artifacts from previous learning
g) Discussions with other teachdesross grade levels and content areds) have previously
taught the same students
h) Individual Educational Plans (IEPs) and Ff)dns for students with identified special education
needs
i) Data related to ELL students agidfted students
j) Attendance records
k) Information about families, community and other local contexts

It is important that the teachenderstadsboth theindividual student and group strengths and
challenges This informationserves as the foundatiéor setting the ambitious yet realistic goaids
the next phase

PHASE 2 Set 2 SLOs

Based orareview of district and building data, teachers will develop 8k®s that address
identified needsA form for the development of SL@sn be found on the SEED websife.create
their SLOs, teachers will follow these four steps:

Step 1: Decide on the Student Learning Objectives

TheSLOsarebroad goabktatement$or student learningnd expected studeimprovement These
goal statementslentify coreideas, domains, knowledg@d/or skills students are expected to
acquirefor which baseline data indicate a ne&hchSLO shouldaddress a central purpose of the
t eac her 6 sandshkosld pgriaimt® a large proportion of his/her studemttuding specific

SConnecticutoés Guidelines for E d u cdaobjextives,Bbut andar the SEEDmodet, the e t
requirement is tw@LOsfor every teachein each academic year.
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target groups where appropriateach SLOstatemenshould reflechigh expectations for student
learning-at | east a year6s worth of gr o wtarddshowdr
be aligned to relevant state, natioreab(,CommonCore State Standarfl®r district standards for

the grade levelorcours®ependi ng on t he anSt@statermentight amdos i g 1

content mastery alse itmight aim for skill development

Teachers are encouraged to collabonate gradelevel and/or subje@natter colleagues in the
creation of SLOs Teachers with similar assignments may have iderfit@salthough they will
be individually accountable for their own

The following are exampk of SL& basean student data:

Grade/Subject Student Learning Objective

6th GradeSocial Studies Students will produce effective and wghlounded writing for|
a range of purposes and audiences.

9th Grade Information Literacy | Students will master the use of digitabls for learning to
gather, evaluate and apply information to solve problems
accomplish tasks.

11thGradeAlgebra 2 Students willbe able tanalyze complex, reatorld
scenariosisingmathematical models to interpret and solve
problems.

9th Grade mlglish/Language Arts | Students will @¢e strong and thorough textual evidence to
support analysis of what the text says explicitly as well as
inferences drawn from the text.

Step 2: Select Indicators of Academic Growth and Development (IAGDs)

An Indicator of Academic Growth and Development (IAGD)is the specific evidence, with a
guantitative target, that will demonstrate whetherS8h® was met Each SLO must include last
onelAGD but may includemultiple, differentiated AGDs where apprpriate Teachers whose
students take a standardized assessment will creatL@heith an IAGI{s) using that assessment
and one SLQvith an IAGD(s) based on a minimum of one nBtandardize@neasureand a
maximum of one additional standardizedasureAll other teachers will develop their two SLOs
with IAGDs based on na&tandardizedneasuresUse the flow chart below to determine
appropriate IAGDs.

YES Set one SLGnd correspondintAGD(s) based on this
5| assessmenand one SLGnd IAGD(s) based onon
standardizedassessment(s)

Will the students take a
State Standardized
Assessmerit

Set one SLGind correspondintAGD (s) based on this
YES assessmerand one SLGNAIAGD(s) based on aon
—=! standardized assessment(s)

Will the students take
another standardized

assessment? NO standardized assessments

Set two SLOsand corresponding IAGDs based on xion
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In the calculation to determine the summative student growth and developmenthatiBgOs are
weighted equally, each representing 22.5% of the §naimativerating.

TheSEEDmModeluses a specific defi ni.dAsctaedinth€fist and

Guidelines for Educator Evaluations@andardized assessmeri$ characteded by the following
attributes:
1 Administered and scored in a consisteotr A s tTanmarther;r d 0

Broadlyzadministered (@., natiordr statewide);
Commerciallyproduced; and

Often administered onlgnce a year, although some
standardized assessments are administered two

il
il
1
1

—

three times per year

IAGDs should bewritten in

IAGDs should beigorous, attainable andeetor exceed SMART goallanguage

district expectations (rigorous targets reflect both greater de

of knowledge and complexity of thinking required for succes| S = Specific and Strategic
Each indicator should make clear (1) what evidence willbe | M = Measurak
examined, (2) what level gferformance is targetednd(3) A = Aligned and Attainable
what proportion of students is projected to achieve the targe R = ResultsOrienta
performance level|lAGDs can also address student subgroup :

T = Time-Bound

such as high or loiperformingstudents or ELL studentst is

through the Phaskexamination of student data that teachers
will determine what level of performance to target for which
population ofstudents

IAGDs areuniquetot he t eac her 0 s;tepcharstwithcsimilagssignreents rdag umsé s
thesame evidence for the8LOs butit is unlikely theywould have identical IAGDs. For

example, albndgrade teachers in a district migtdt the same SLO ande the same reading
assessmertb measure¢heir SLOs but thelAGD and/or the proportion otigdents expectetb
achieve proficiency would likely vary amogdgrade teachergdditionally, individual teachers
may establisimultiple differentiated targets for students achievingatousperformancédevels.

Taken together, an SLénd its IAGOs) providetheevidence that the objective was melere are
some examples dAGDs that might be applied to the previous SLO examples:

6th GradeSocial Students will produce effective | By May 15
Studies and weltgrounded writing for a | 1. Students who scored alOout of
range of purposes and audienc| 12 on the preassessment will
score 6 or better
2. Students who scored adwill
score 8 or better.
3. Students who scored®will
score 9 or better.
4. Students whoored 7 will score
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10 or better

9th Grade Information
Literacy

Students will master the use of
digital tools for learning to
gather, evaluate and apply
information to solve problems
and accomplish tasks.

By May 30, 90%-100% of all student
will be profident (scoring a 3 or 4) o
higher on 5 of the 6 standards (as
measuredby 8 items) measured in th
digital literacy assessment rubric

11th GradéAlgebra 2

Students willbe able tanalyze
complex, realworld scenarios
usingmathematical models to
interpret and solve problems.

By May 15, 80% ofAlgebra 2
students will score an 85 or better o
adistrict Algebra 2 math benchmark

9th Grade ELA

Cite strong and thorough textua
evidence to support analysis of
what the texsays explicitly as
well as inferences drawn from
the text.

By Junel:

1. 27 students who scored-50 on
the pretest will increase scores [
18 points on the post test.

2. 40 students who score-3® will
increase by 15 points.

3. 10 students who scor@d29 will
increase by 10 points.

Step 3: Provide Additional Information
During the goaketting process, teachers and evaluators will document the following:

= =42 =4 -8 _-49_-9_-9

plans);and

baseline data used to determine SLOs and set IAGDs;
selectedstudent populatiosupported by data;
learning content aligned to specific, relevant standards;
interval of instructiorfor the SLQ
assessments teacher pl
instructional strategies;

any important technical information about the indicator evidence {tikad or scoring

ans to use to gaug

1 professional learning/supports needed to achieve the SLOs.

Step 4: Submit SLOs to Evaluator for Approval
SLOs are proposals until the evaluator approves tha&fimle teachers and evaluators should confer
during the goaketting process to select mutually agregubn SLOs, ultimately, the evaluator must
formally approve all SLO proposalEhe evaluator will examine each Slé€lative to the following
criteriato ensure that SLOs across subjects, grade levels and schools aigdyotrs and

comparable:

1
1
T
T

Baselingl Trend Data

Student Population

Standards and Learning Content
Interval of Instruction
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1 Assessments
1 Indicators of Academic Growth and Development (IAGBspwth Targets
1 Instructional Strategies and Supports

An SLO DevelopmenGuideis provided for districdto use in this proces$he evaluator will rate
the criteria identified for each element of the SISDOs that holisticallymeetthe criteriawill be
approvedThe rating for the Indicators of Academic Growth &elelopmentgrowth targetsmust
meet the district expectation#.not, the element must be revised by the teacher and resubmitted to
theevaluatorfor approval If one or morethercriteriaare not metthe evaluator will provide
written comments and discuss the feedbach e teacher during the fall Ge@étting
Conference SLOs that are not approved must be revised and resubmittesl égaluator within
tenbusinesslays.

PHASE 3 Monitor Students Progress

Once SLOs are approved, teachers should monlj

Teachergan for example, examine studembrk; administer interim assessments and track
student s6 accompl. i Teathenecanskaredhridintesinh fmdingsgwlitrecslleagues
during collaborative timeand they can keep their evaluator apprised of progPesgress towards
SLOYIAGDs andaction steps for achieving progress should be referenced in feedback
conversations throughout the year.

I f a t eacher 0s, ordBkisshergtadent populatomshiftsgigndicantly, thedS can
be adjusted during the Midear Gnference beteen the evaluator and the teacher

PHASE 4 AssessStudent OutcomesRelative to SLOs

At the end of the school year, the teacher should collect the evidence required AGDesir
upload artifacts to thdatamanagement softwasystemif available,and submit it to their
evaluator Along with the evidence, teachers will complete and subsatifeassessmenivhich
asks teachers to reflect on the SLO outcomes by responding to the following four statements:
1. Describe the results and provide evideraresfach indicator
2. Provide your overall assessment of whether this objective was met
3. Describe what you did that produced these results
4. Describe what you learned and how you will use that going forward

Evaluators will review the evidence and thectdae r éassessneeht and assign one of four ratings
to each SLO:Exceeded (4 points), Met (3 points), Partially Met (2 points) or Did Not Meet (1
point). Theseratings are defined as follows:

All or most students met or substantiayceeded the target(s) containg
in the indicator(s)

Exceeded (4)

T@) Most students met the target(s) contained in the indicators within a f¢
points on either side of the target(s)
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Many students met the targef(siit a notable percentage missed the
Partially Met (2) target by more than a few pointslowever, taken as a whole, significar
progress towards the goal was made

A few students met the target(s) but a substantial percentage of stud

Direl N b S () did not Little progress toward the goal was made

For SLOs with more than onAGD, the evaluator may score each indicator separatetithen
average thasscores for the SLO score,l@/she can look at the results as a body of evidence
regarding the accomplishmeottthe objective and score the SLO holistically

The final student growth and development rating for a teacher is the average of their two SLO
scores For example, if one SLO wdartially Meto for a rating of 2and the other SLO was
fiMet,0 for a raing of 3 the Student Growth andeDelopment rating would be2[(2+3)/2]. The
individual SLO ratings and thetudentGrowth andDevelopment rating will be shared and
disaussed with teachers during the EofdYear Gnference

SLO 1

SLO 2

Student Growth and Development Rating

NOTE: For SLOs that include an indicasybased on state standardizssessments

results may not be available in time to score the SLO prior to the Judeadlne In this
instance, if evidence for othardicators in the SLO is available, the evaluator can score the
SLO on that basisOr, if stateassessmentse the basis for all indica®and no other
evidence is available to scorethe SEkOhen t he teacher 6s stude
rating will be based only on the results of dezondSLO.

However, once the stagssessment daiavailable, the evaluatshouldscore or rescore
the SLO, then determine i f the new score
The evaluation ratingan be amended at that time as needed, but no later thimBer

15. See Summative Teacher Evaluation Sco(page40) for details
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Component#4: Whole-School Student Learning Indicator and/or Student
Feedback (5%)

Districts can decide to use a whalehool student learning indicator (option 1), studeatiback
(option 2)or a combination of the two (option 3) to determine this focotmponenbf SEED

Option 1: Whole-School Student Learning hdicator

For districts that includéhe whole-school student learning indicator in teacher evaluations, a
teacheros indicator rating shall be equal t
indicators establishedfori s / h er askvduaton mating ot noost chools, this will be
based on the school performance index (8Rtit h e a d mi pragress onsSt dtargets

which correlates to thStudent learningratingona n  a d mi nevatuationgedqual to the 45%
componentofthed mi ni stratoros final rating)

Option 2: Student Feedback
Districts can use feedback from students, collected through wshbtml or teachdevel surveys,
to comprise thikcomponenb f a t eacherds evaluation rating

Eligible Teachers and Alternatih\deasures
Student surveys will not be applicable and appropriate for all teadd&nsately, school districts
should use their judgment in determining whether student surveys should be included in a particu
t eacher 6 s s .uHemaré impaent guidetinesrtagconsider:
1 Students in grades-B should not be surveyed unless anagpropriate instrument is
available
1 Special education students who would not be able to respond to the survey, even with
accommodations, should not be surveyed
1 Suweys should not be used to evaluate a teacher if fewer than 15 students would be
surveyed or if fewer than 13 students ultimately complete the survey
1 School governance councils shall assist in development of vg8bbtel surveys, if
applicable, in order to encourage alignment with school improvement goals.

When student surveys are not appropriate for a particular teacher, the 5% allocated for student
feedback should be replaced with the wkstbool student learning indicator described in Option
#1.

Survey Instruments
To ensure that districts use eftige survey instruments in tleyaluation process, and to allow
educators to share results across district boundaries, CSDE has adopted recommended survey

lar

instruments as part of the SEED State Model for teacher evaluation. Panorama Education developed

the surveys for use in the StafeGonnecticut, andistricts arestrongly encouraged to use the state
model surveys.

Therecommendedurveysthan can be used to collect student feedlaaekavailable on the SEED
website Districts may use these survaysuseotherexisting survey instrumentsStudent surwe
instrumentshould be aligned to tie@omecticutCommon Coref TeachingCCT) and theCCT
Rubric for Effective Teachingzhenever possible
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Districts may choose to use different surveys for different grade levels, such as an elementary
survey for students in grades4and a secondary survey for gradel26 Districts may also choose
to use different surveys for different types of classes example, a district might establish a
standard survey for alk62 classes and then add additional questions for core classes such as
English and math

The surveysedected by a district must be valid (that is, the instrument measures whatehided
to measure) and reliable (that is, the use of the instrument is consistent amongitigpgeand is
consistent over time)

Districts are encouraged to use instants that will offer teachers constructive feedback they can
use to improve their practicd®istricts may include feedbaabnly questions that are not used for
evaluation purposeanddistricts may allow individual schools and teachers to add questidimes t
end of the survey, where feasibliea school governance council exists, the council must be
included in this process

Survey Administration

Student surveys must be administered in a way that allows students to feel comfortable providing
feedback wthout fear of retribution Surveys should be confidentiandsurvey responses must not
be tied to.studentsod names

If a secondary school teacher has multiple class periods, students should be surveyed in all class
If an elementary school teacheas multiple groups of students, districts should use their judgment
in determining whether to survey all students or only a particular group

Fall Baseline and Feedback Survey
If it is feasible, it is recommended but not required that schools condustient feedback

surveyseachyeaT he first, administered in the fall
be used as a baseline for that yearods targe
Thesecond, administeredingh s pr i ng, wi | | be used to cal cu

provide valuable feedback that will help teachers achieve their goals and grow professionally
Additionally, by using a fall survey as a baseline rather than data from the previousgelaers

will be able to set better goals because the same group of students will be completing both the
baseline survey and the final survdf/conducting two surveys in the same academic year is not
possible, then teachers should use the previausgsgurvey to set growth targets

Establishing Goals
Teachers and their evaluators should use their judgment in setting goals for the student feedback
components In setting a goal, a teacher must decide what he/she wants the goal to fodus on
goalwill usually refer to a specific survey questiom(ei My t eacher maked) | e
However, some survey instruments group questionsorngonent® r t opi ¢s, such
Control o or ACommuni cat i ng oQaefantoz@mpddentathez nt , 0
than an individual question

Additionally, a teacher (or the district) must decide how to measure results for the selected questi
or topic TheCSDE recommends that teachers measure performance in terms of the peafentage
students who responded favorably to the questi@irtually all student surveinstruments have

two favorableanswer choices for each questjoRor example, if the survey instrument asks
students to respond to quiesagoes, wifiNed@iSt alo
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AStrongly Agree, 0 performance on a goal wou

responded AAgreeo or @AStr ongl Mexthageacher mustsetat hle

numeric performance targef\s described above, this target shoulddased on growth or on
maintaining performance that is already higieachers are encouragedar in mind that growth
may becomédarder as performance increasesr this reason, weecommend that teachers set
maintenance of high performance targets (rather than grasglets) when current performance
exceeds 70% of students responding favorably to a question

Finally, where feasible, a teacher may optionally decide to focus
a goal on a particular subgroupstfidents (Surveys may ask
students for demographic information, such as grewid,| Student feedback goals should
genderandrace) For exampl e, i f a be written iINSMART 1
that boys give much lower scores than girlsasponse to the language

survey question AMy teacher _ o :
setagrowthgodl or how t he t e arespordtdd '\S/I _ fﬂizzzrcaﬁd Strategic
that question . _
A = Aligned and Attainable
The following are examples of effecti®ART goals: R = ResultsOriented
T The percentage of studen| T = TimeBound D
Agreeo with AMy dWeawlkéd 0

increase from 50% to 60%y May 15, 2014.
1 The percentage of studemtsh o fiAgreeo or AStrongly
Agreeo with AMy weeacehdre amankiensgy whhatebyest i n
May 15, 2014
1 The percentage &thgr ader s who AAgreedo or AStrongl
asking my teacher a$edrom68% to 708y Mag 15p2014wi | | i

See theexample surveysn the SEED websit®r additional questions that can be used to develop
goals

Arriving at a Student Feedback Summative Rating:

In most cases, summative ratings should reflect the degree to which a teacher makes growth on
feedback measures, using data from the prior school year or the fall of the current year as a base|
for setting growth targets-or teachers with high ratingéready, summative ratings should reflect
the degree to which ratings remain high

This is accomplished in the following steps, undertaken by the teacher being evaluated through
mutual agreement with the evaluator:

1. Review survey results from prior peri@uorevious school year or fall survey)

2. Setonemeasurable goal for growth or performance (see above)

3. Discuss parameters for exceeding or partially meeting goals.

4. Later in the school year, administer surveys to students

5. Aggregate data and determineetler the goalvas achieved

6. Assign a summative rating, using the following scale to be discussed and fimzirzegl

the Endof-Year nference

Exemplary Proficient Developing Below Standard
Exceeded the goal Met the goal Partially met the goal Did not meet the goal
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Option 3: Whole-School Student Learning Indicatois and Student Feedback

As previously mentioned, districts can use wksdhool student learning indicators for certain
teachers and feedback from students for others dependthgiograde levelcontent arear other
considerations

NOTE: If the wholeschool studenglarningindicatorrating is not available when the summative
rating is calculated, thetme student growth andedelopmenscore will be weighted 50 arde
whole-school studenelarningindicatorwill be weighted 0 (see Summative Teacher Evaluation
Scoring) However, once the state data is available, the evaluator should revisit the final rating an
amend at that time as needed, but no later than Septefber 1

-z
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SUMMATIVE TEACHER EV ALUATION SCORING

Summative Scoring

The individual summative teacher evaluation rating will be based on thedoyonentsgrouped
in two major categorge Student Outcomes Related Indora and Teacher Practice Related
Indicators

Student Growth
and Development

Peer Whole School
or Parent Student Learning
Feedback OR

10% Student Feedback

Observation of Teacher
Performance and Practice
40%

Every educator will receive one of four performance ratings:

Exemplary T Substantially exceeding indicators of performance
Proficient i Meeting indicators of performance
Developingi Meetingsome indicators of performance but not others

Below Standardi Not meeting indicators of performance

The rating will be determined using the following steps:

1) Calculate a'eacher Practice Related Indicators sdxyeombining the bservaion of
teacher pgormance and actice scor¢40%)and the parentdedback scorgl0%)

2) Calculate &tudent Outcomes Related Indicators séxyreombining the student growth and
development scor@5%)and wholeschool student learning indicator student éedback
(5%).

3) UsetheSummative Matrix ta@etermineghe Summative Rating

Each step is illustrated below:

1) Calculate @'eacher Practice Related Indicators ratiggcombining the observation of
teacher performance and practice score and the parent feedback score

Theobservation of teacher performance and practice counts for 40% of the total rating and
parent feedback counts for 10% of the total rati8gnply multiply these weights by the

SEED2013 Connecticutds System for Educat or Ev aRage40t i 814/20ah d [

eV ¢



componenscores to get theategorypoints The points are then translated to a rating using
the rating table below

Points
Component Weight (scorex
weight)
Observation of Teacher Performance and 2.8 40 112
Practice
Parent Feedback 3 10 30
TOTAL TEACHER PRACTICE RELATED INDICATORS POINTS 142

Rating Table
Teacher PracticeRelated
Indicators Rating

Teacher PracticeRelated

Indicators Points

50-80 Below Standard
81-126 Developing
< 127174 Proficient __—>
175200 Exemplary

2) Calculate &tudent Outcomes Relatédlicators ratindy combining the student growth
and development score and whetshool student learnirigdicators or student feedback
score

The student growth and developmeamponentounts for 45% othe total rating and the
whole-school student learnirigdicatoss or student feedbaacomponentounts for 5% of
the total rating Simply multiply these weights by tlemponenscores to get theategory
points The points are then translated to a rating using the rating table.below

Points
(score x
weight)

Weight

Component

Student Growth and Development (SLOS) 35 45 157.5
Whole School Student Learnitigdicatoror 3 5 15
Student Feedback

TOTAL STUDENT OUTCOMES RELATED INDICATORS POINTS 172.5A 173

Rating Table

Student Outcomes
Related Indicators Rating

Student Outcomes
Related Indicators Points

50-80 Below Standard
81-126 Developing
— 127174 Proficient __—=
175200 ﬁ= Exemplary
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3) Use the Summative Matrix to determitiee Summative Rating

Using the ratings determined for each mag@tegory Student Outcomes Related Indicators
and Teacher Practideelated Indicata; follow the respective column and row to the center
of thematrix. The point of intersection indicates the summative ratfg the example
provided, the Teacher Practice Related Indicators ratipgpfgcientand the Student
Outcomes Related Indicators ratingisficient The summative rating is therefore
proficient. If the twomajorcategoriesre highly discrepant (@, a rating ofexemplaryfor
Teacher Practice and a ratingogflow standardor Student Outcomes), then the evaluator
should examine the data and gather additional information in ordetdominea
summativerating

TeachreacRdlcaet ed Ratdi Ta
4 3 2 1
3 " AOEA (
® | 4 2 AOA 2 AOA 2A0A | o S6E
x %BAIT DI @A Pl 4, 001 ZEA .- -~ <.
= ET &£ Oi £
(D}
=
© 3 2 AOA 2A0A 2 A0A 2 AOA
© wPAI DI 001 ZEA| 001 £ZEA $AOAI T £
o
O
5 2A0A 2 AOA 2 AOA 2 AOA
*; 00l ZEA 001 EZEA| $ AOAIT 1 $AOAT T E
(D)
-D Ve A N
| 1 | &b86e,  2AO0A | 2A0A [ 2ACA )
N ET & Of SAOCAT T H $AOAIT I 30AT AA

Adjustment of Summative Rating

Summative ratings must Ipeovidedfor all teachers by June 30 of a given school wear reported

to the CSDE per state guidelineShould state standardized test datayebbe available at the time

of calculating a summativ&ting, a rating must be completed based on evidence thailable

When the summative rating for a teacher may be significantly impacted by state standardized tes
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data, the evaluat@houldr ecal cul ate the teacherds summat.
submit the adjusted rating no later than 8egiier 15 These adjustments should inform goal
setting in the new school year

Definition of Effectiveness and Ineffectiveness
Each district shall define effectiveness and ineffectiveness utilizing a pattern of summative ratings
derived from the new el@ationand supporsystem A pattern may consist of a pattern of one
rating The state model recommends the following patterns:

Novice teachers shall generally be deemed effective if said educator receives at least two sequer
proficientratings,oe o f whi ch must be earned in the fo
below standard¢ at i ng shall only be permitted in the

a pattern of growth adevelopingn year two and two sequentjaloficientratings in years three

and four Upon receiving all student achievement datpesintendents shall offer a contract to any
educator he/sheeemseffective at the end of year fauThis shall be accomplished through the
specific issuancw that effect

A posttenure educator shall generally be deemed ineffective if said educator receives at least twg
sequentiatievelopingatings or ondoelow standardating at any time

Dispute-Resolution Process

A panel composed of the superintendantdesignegteacher union president and a neutral third
person shall resolve disputes where the evaluator and teacher cannot agree on objectives/goals,
evaluation period, feedick on performance and practmefinal summative ratingDistricts may
choose alterrteves such as a district panel of equal management and union members, the district
Professional Development Committee, or agperoved expert from a Regional Educational
Service Center (RESC) so long as the superintendent and teacher union presiddatsamte
alternative at the start of the school yeBesolutions must be topgpecific and timely Should the

process established not result in resolution of a given issue, the determination regarding that issup

maybe made by the superintendent
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CORE REQUIREMENTS FOR THE EVALUATION OF STUDENT AND
EDUCATOR SUPPORT SPECIALISTS

As provided in Se@0-151b of the 2012 Supplement (C.G.S.) as amended by section 51 of P.A. 12
116,A Th e

superintendent of edacatormshdlmueallylevaloate or e g i

cause to bevaluated each Student and Educator Support Speoialist n  aewitlothed a n ¢
requirements of thisection. Local or regional boards of education shall develomgridment
Student and Educat@upportSpecialistevaluation programs consistent with these requirements.

Flexibility from Core Requirements for the Evaluation of Teachers
1. Student and Educator Support Specialists shall have a clear job descriptions and delineati
of their role and responsibilé@s in theschool to guide the setting of Indicators of Academic
Growth and @velopmen({IAGDs), feedback and observation.
2. Because of the unique nature of the roles fulfilled by Student and Educator Support
Specialists, districts shall be granted flexiliih applying the Core Requirements of teacher
evaluation in the following ways:

SEED2013

a. Districts shall be granted flexibility in usin§GDs to measure attainment of goals

and/or objective$or student growth. The Go&8letting Wnference for identifying
the IAGD shall include the following steps:
i. The educator and evaluator will agree on the students or caseloads that the
educator is responsible for and his/her role.

ii. The educator and evaluator will determine if the indicator will apply to the
individual teachera team of teachers, a grade level or the whole school.

iii. The educator and evaluator should identify the unique characteristics of the
population of students which would impact studgatwth (e.g high
absenteeism, highly mobile population in school).

iv. The edicator and evaluator will identify the learning standard to measure: the

assessment, data or product for measuring growth; the timeline for instructiof

andmeasurement; how baseline will be established; how targets will be set s
they arerealistic yetrigorous; the strategies that will be used; and the
professional developmetite educator needs to improve their learning to
support the areas targeted.

b. Because some Student and Educator Support Specialists do not have a classroom

maynot be involvedn direct instruction of students, the educator and evaluator shall
agree taappropriate venues for observations and an appropriate rubric for rating
practice angberformance at the beginning of the school year. The observations will
be based on standandben available. Examples of appropriate venues include but
are not limited to: observin§tudent and Educator Support Specialist staff working
with small groups of children, workingith adults, providing professional
development, working with families, ganipation in teanmeetings or Planning and
Placement Team meetings.

. When student, parent and/or peer feedback mechanisms are not applicable to Stud

andEducator Support Specialists, districts may permit local development of short
feedbackmechanisms fostudents, parenend peers specific to particular roles or
projects for which th&tudent and Educator Support Specialists are responsible.

Connecticutés System for Educator Ev aHage#t i &14/206hd [

o n

D

and

1%

Nt

eV ¢




PILOT DISTRICTS/CONSORTIA OF DISTRICTS -201213
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TheConnecticut State Department of EducatiGDSE) - designednodel for the evaluation and
supportof administratorsn Connecticuts based on the Connecticut Guidelines for Educator
Evaluation(Core Requiremen}sdeveloped by a diverse group of educators in June 2012ased
uponbest practiceasearch from around the countfijhe contents of this document are meant to
guide districts in the i mplementation of Cophn
Development (SEEDAdministrator Evaluation and Support mod@&he CDSE in consultation

with PEAC and the SBEnaycontinue tarefine the tools provided in this document for clarity and
ease of use.
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ADMINISTRATOR EVALUA TION AND DEVELOPMENT

Purpose and Rationale

This section of th2013 SEED ndbookoutli nesthestate model for the evaluation of school and
school district admiristrators in Connecticut. A robug admiristrator evaluation systemisa

powerful meanrs to develop ashared understanding of leader effectivened®r the state of

Connecticut. TheConnecticut admirnistrator evaluation model definesadministratoeffectiveness in
terms of (1) adminstrator practice (the actions taken by admiristrators that have beenshown to
impact key agectsof schoal life); (2) the results that come from this leadeship (teacher
effectivenesand student achievement); and (3) the perceptions of the adminstrator® leadeship
among key stakeholdersin their community.

Themodel describesfour levels of performance for admiristrators and focusesn the practicesand
outcomesof Proficient administrators. These adminstrators can be characterized as:
1 Meeting expectations asan instructional leader
Meeting expectationsin at lead 3 other areas of practice
Meeting 1 target related to stakeholder feedback
Meeting state acmuntability growth targetson tests of core academicsubjects
Meeting and making progress on 3 Student Learning Objectivesaligned to school and
district priorities
1 Having more than 60% of teachers prdficient on the student growth portion of their
evaluation

T
T
T
T

Themode indudesan exemplary performance level for those who exceed these characteristics, but
exemplary ratings are reserved for those who could serveasamodel for leadesaaosstheir district
or evenstatewide. A proficient rating represents fully satisfactory performance, and it isthe
rigorous standard expected of most experienced adminstrators.

This model for admiristrator evaluation has several benefits for participants and for the broader
community. It providesastructure for the ongoing development of principalsand other
admiristrators to establislabasisfor asessing their strengths and growth areas so they havethe
feedback they need to getbetter. It also servesasamears for districts to hold themselves
acountabe for ensuring that every child in their district attends a school with effective leades.

Asnoted, the model appliesto all adminstrators holding an 092endorsementBecause of the
fundamental role that principds play in building strong schoolsfor communities and students, and
becausetheir leadeaship has a signifi cant impact on outcomesfor students, the descriptions and
examplesfocuson principds. However, where there are desgn differencesfor assistant principas and
central office adminstrators, thedifferences are noted
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SYSTEM OVERVIEW

Administrator Evaluation and Support Framework

The evaluatiorand supporsystem consists of multiple measures to paint an accurate and
comprehensive picture atdministratoperformance All administratorsvill be evaluated in four
componentsgroupednto two majorcategoriesLeadershifPractice and Student Outcomes

1. Leadership Practice Related Indicators:An evaluation of the coreadershigpractices and
skills that positively affect student learninghis categoryis comprised of tw@omponents

(a) Observation of L eadershipPerformance and Ractice (40%) as defined in the
Common Core of Leading (CCL): Connecticut School Leadership Standards.
(b) Stakeholder Feedback (10%)on leadershipractice through surveys

2. Student Outcomes Related IndicatorsAn evaluation o n  a d mi ncongributiom too r 6 s
student academic progress, at the school and classroonilleisadategoryis comprised of two
components

(a) StudentL earning (45%) assessed in equd weight by: (a) progress on the academic
learning meaguresin the state® acmuntability systemfor schoolsand (b) performance and
growth on localy-determined measures

(b) Teacher HfectivenessOutcomes(5%) as determinedbg n aggr egati on of
success with respect to Student Learrigectives(SLOS)

Scores from each of the focomponentsvill be combined to produce a summative performance
rating of Exemplary, Proficient, Developing or Below Standarde perfemance levels are
defined as:

Exemplary 1 Substantially exceeding indicators of performance

1

1 Proficient i Meeting indicators of performance

1 Developingi Meeting some indicators of performance but not others
1

Below Standardi Not meeting indicators qferformance

Process and Timeline

This secton describesthe process by which adminstrators ard their evaluatos colled evidence
abou practice and results over the course of a year, cuminaing with afind rating ard
recommendatons for continued improvement. Theannud cyde (see Figure 1 on the next page
allows for flexibility in implementation ankénds itself well to a meaningful and doakde process.
Often the evaluatioprocess can devolve into a checkist of compiance activitiestha dolittle to
foster improvement and leae everyone involved frustrated To avad this,the modekencourages
two things:

1. That evaluators prioritize the evaluation process, spending more and better time in schools
observing practice and giving feedback; and
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2. That both admiristrators and evaluatorsfocuson the depth and qudity of the interactions
that occur in the process, not just on completing the steps

Each administrator participatesin the evaluation process asacycle of continuous improvement. The
cycle isthe centerpieceof state guidelinesdesgned to haveall educators play a more active, engaged
role in their professional growth and development. For every administrator, evaluation beginswith
god-setting for the school year, setting the stagefor implementation of agod-drivenplan. Thecycle
continueswith aMid-Y ear Formative Review, followed by continued implementation. Thelatter
part of the process offers adminstrators achanceto self-assess and reflect on progress to date, astep
that informs the summative evaluation. Evidencefrom the summative evaluation and self-
assessment becomeimportant sourcesof information for the adminstrator& subsequent god setting,
asthe cycle continuesinto the subsequent year.

Suyperintendents can determine whenthe cycle starts. For example, many wil | want their principds
to start the self-assessment processin the spring in order for goaksetting and plan development to
take place prior to the start of the next school y&dhers may want to concentrate the first stepsin
the summer months.

Figurel: Thisisatypicd timeframe:

Goal-Setting & Planning Mid-Year Review End-of-Year Review

Prior to S5chool Year Mid-Year Spring/End-of-Year

*summative assessmentto be finalized in August

Step 1. Orientation and ContextSetting
To begin the process, the admiristrator needs five thingsto bein place:

1. Student learning data are available for review by the administrator and the state has assigneq

the school a School Performance IngeRI)rating

2. Stakeholder survey data are available for review by the administrator
3. Thesuperintendent has communicated his/her student learning prioritiesfor the year.

4. Theadmiristrator has developed a school improvement plan that indudesstudent learning
gods.

5. Theevauator has provided the admiristrator with this document in order to orient her/him
to the evaluation process.
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Only #5isrequired by the approved Guidelinesfor Educator Evaluation, but the data from
#1-4 are essential to arobust goal-setting process.

Step 2. Gal-Setting and Plan Development

Before aschool year starts, adminstrators identify threeStudent Learning Objectives(SLOs)and
onesurvey target, drawing on avail alde data, the superintendent priorities, their school
improvement plan andprior evaluation results (where gpplicalde). They aso deermine two areas of
focusfor their practice. Thisis referred to aé 2-1 god-settingo

3-2-1 Goal setting

Available Data
Superintendent’s SLO 1
Priorities .
SLO 2 FocusAreal
School )
Improvement Plan SLO 3 } Focus Area 2

Survey Target
Prior Evaluation
Results

Administrators should start with the outcomes they want to achléne includes settinthreeSLOs(see
page69for details) and onetargetrelated to stakeholder feedback (seepage64 for details).

Thenadminstrators identify the areas of focusfor their practice that will help them accamplish their
SLOs and survey targets,choosing from among the elements of the Connecticut School Leadeship
Standards. While adminstrators arerated on all six Performance Expectations,admiristrators are
not expectedo focuson improving their practicein all areasin agivenyear. Rather, they should
identify two specific focusareas of growth to fadlitate professional conversation about their
leadeship practice with their evaluator. It islikely that a |leag one and perhaps both, of the practice
focusareaswill bein instructional leadeship, givenits central role in driving student achievement.
What iscriticd isthat the admiristrator can connect improvement in the practice focusareasto the
outcome gods and survey targets,creating a logica through-line from practice to outcomes

Next,the admiristrator and the evaluator meet to disaussand agree on the selected outcome gods
and practicefocusareas. Thisisan opportunity to disaussthe admiristrator® choicesand to explore
guestions such as:

1 Arethere any assaimptions about specific gods that need to be shared because of the locd
school context?
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1 Arethere any elementsfor which proficient performance wil | depend on factors beyond the
control of the principds? If so, how will those dependenciesbe acmunted for in the
evaluation process?

T What are the sources of evidence to be

Theevaluator and administrator aso disaussthe appropriate resourcesand professional learning
needs to support the adminstrator in acamplishing his/hergods. Together, these components
the gods, the practice areas andthe resourcesand supports i comprise an individud® evauation
ard supporplan. In the event of any disagreement, the evaluator has the authority and responsibility
to finalize the gods, supports andsourcesof evidenceto beused. The following completed form
represents a sampleevaluation and support plan.

Thefocusareas,gods, activities, outcomesandtimeline wil | be reviewed by the admiristratorés

evaluator prior to beginning work on the gods. Theevaluator may suggest addtional godsas
appropriate.

DO YOU HAVE A GOOD EVALUATION PL AN?

Here are some questions to consider inassessing whether an admiristratorés
evaluation and supporplan is likely to drive continuous improvement:

1. Arethe godsclear and measurable so that you will know whether the
administratohas achieved them?

2. Can you seeathrough-line from district prioritiesto the school improvement
plan to the evaluation and supporplan?

3. Do the practice focus areas addess growth needs for the adminstrator? Isat
lead one of the focus areas addessing instructional leadeship?
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SAMPLE EVALUATION AND SUPPORT PLAN

Administrator Name Evaluator & Name
School
Key Findingsfrom Outcome L eadership Practice Strategies M onitori ng Additional Timeline for
Student Achievement Goals-- 3 Focus Ar eas (2) Activitiesand Skills, M easuring
and Stakeholder Survey | SLOsand 1 Evidenceof Success Knowledge Goad
Data Survey and Support Outcomes
Neeled
ELL Cohort Graduation | SLO 1: Increase | FocusAreal: Use Usecurrent data | ELL graduation rate | Support needed | 201314
Rateis 65%and the ELL cohort assessments, cita to provide increasesby 2% over | in reaching out | school year
extended graduation rate | graduation rate | systems and regular updates | last year ard the tothe ELL
is 70% by 2% and the acountability to families on extended graduation | student
extended strategiesto improve | student progress | rate increasesby population to
80% of students graduation rate | achievement, and neadsfor 3%. increase
complete 10th grade by 3%. monitor and improvement. awareness of
with 12 credits. evaluate progress, 90%of students the graduation
SLO 2: 90%0f | cjose achievement Enaure students | haveat least 12 requirements
87%of 10thgradesare | Students gaps and have accesto | creditswhen ard benefits.
evidenced by CAPT grad_ewrth 12 progress. (PE: 2, E: opportunities grace. Work with
credits. that extend _ school
scores. Q) _ U
learning beyond mmetive scheduler to
75%of students report SL(d) 3: 95%0F | FocusArea2: the classroom ﬁgfnt]f md(;cate ensure students
sudents are Improve ingtruction | walls. that 95%ot students | gre errolled in
that teachers present ding a arad _ d d , ‘
material in away that is réading a grade | for the diverse needs , arereading on grade | credit earning
easyfor themto ais,
of 10thgrade collaboratively necessary 10thgrade ard 10th
understard ard learn _ _ t
from . monitor and adjust | fESOUrCESIO Ue 0 grades
om. Survey 1 ; evidence-based | 90%o0f students
curriculum ard )
Students are instruction. (PE: 2 strategiesand report by survey
taught in away EB) T |ingructional response that
that meetstheir practicesto meet | t€achers present
diverselearning the diverse materia in away
neels learning needs | they can understand

of their students.

and learn from.




Step 3: Plan Implementation and Evidence Collection

As the adminisator implements the plan, Baé and the evaluator both collect evideatwaut the

admi ni st r aFoothe@wgalugor, thie must @ude at Iéastand preferably more, school

site visits Periodic, purposeful school visits offer critical oppaities for evaluators tobservegcollect
evidence and analyze the Waf school leadersAt a minimum, fall, winter and spring visits to the
school | eaderés work site wild/ provide inval
opportunities for ongoing feedback and dialague

Unlike visiting a classroom to observe a teacher, school visits to olaskenwaistratopractice can vary
significantly in length and setting (see lmxpage 52or some examples)t is recommenddthat
evaluators plan visits carefully to maximize tpportunity to gather evidence relevant to an

admi ni str at or 0 sFurfher,@entral tactids poaess is providingenaamingful feedback
based on observed practicee the SEEebsitefor forms that evaluators may use in recording
observabns and providing feedbaclevaluators should provide timely feedback after each visit

Besides the school visit requiremehgre are nprescribé evidence requirementdhe model relies

on the professional judgment of the administrator and evaluator to determine appropriate sources of
evidence and ways to collect evidence
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Building on the sample evaluation and supponplan on page 52, this admiristrator®
evaluator may want to consult the following sourcesof evidenceto colled
information about the adminstrator in relation to his or herfocusareas and gods:

Data systems and reports for student information

Artifacts of data analysis and plarsfor response
Observations of teacher team meetings

Observations of administrativeleadeship team meetings
Observations of classrooms where the administrator is present
Communications to parents and community

Conversations with staff

Conversations with students

Conversations with families

= =4 4 4 48 8 5 9 -2

Further, the evaluator may want to establish a schedule of school visits with the
admiristrator to oolled evidenceand observethe admiristrator& work. Thefirst
visit should take placenear the beginning of the school year to ground the
evaluator in the school contextand the admiristrator® evaluation and support
plan. Subsequent visits might be planned at 2-to 3-month intervals.

A note on the frequency of school site obser vations. Stateguidelinescall for
anadminstraior 6 s e vi@indudet i on

9 2observations for each admiristrator.
1 4 observations for any admiristrator new to their district, school, the
profession or who has recaved ratings of developing or below standard.

School visits should be frequent, purposeful andadequate for sugaining a
professional conversation about an admiristrator® practice.
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Step 4. Mid-Year Formative Review

Midway through the school year (especially at a point when nterim student assessment data are
avallade for review) isan ided time for aformal check-in to review progress. In preparation for
meeting:

1 Theadminstrator analyzesavailade student achievement data and conside's progress
toward outcome gods.

1 Theevauator reviews observation and feedback forms to identify key themesfor disaussion.

Theadminstrator and evauator hold aMid-Y ear Formative Conference, with explicit disaussion of
progresstoward student learning targets,aswell asany areas of performance related to standards of
performance and practice. Themeeting isalso an opportunity to surfaceany changesin the mntext
(e.g., alargeinflux of new students) that could influenceac@mplishment of outcome gods; gods
may be changed at this point. Mid-Year Conference Discussi®romptsareavailable on the SEED
website

Step 5: SelfAssessment

In the spring, the administrator takesan opportunity to assess his/herpractice on all 18 elements of
the CCL: Connecticut School Leadership Standarésr each element, the admiristrator
determineswhether he/she:

1 Neeadsto grow and improve practice on this element;

1 Hassome strengths on this element but needs to continue to grow and improve;
1 Isconsistently effective on this element; or
1

Can empower others to be effective on this element.

Theadministrator should also review his/herfocusareas and determine if he/sheconsidels
him/herselfon track or not.

In some evaluation systems, self -assessment occurs laterin the process after summative ratings but
before god setting for the subsequent year. In this modekhe administrator submita sdf-
asessment prior to the End-of-Yea Summative Review as an opportunity for the sdf-reflecion to
inform the summative rating

Step 6: Summative Review and Rating

Theadminstrator and evaluator meet in the late spring to discussthe admiristrator® self -assessment
and all evidence colleded over the courseof the year. Whileaformal rating follows this meeting, it is
recommendedthat evaluators usethe meeting asan opportunity to convey strengths, growth areas and
their probalderating. After the meeting, the evaluator assigns arating based on all availalde evidence.
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Theevauator completesthe summeative evaluation report, sheresit with the administratoandadds it
tothead mi ni spersonad fole vdite any written comments attached that the administrator
requests to be added within two weeks of recept of the report.

Summativeratings mug be completed for all admiristrators by June 300of agivenschool year.
Should state standardized test data not yet be avail ale at the time of afinal rating, arating mus be
completed based on evidencethat isavailade. Whenthe summative rating for an adminstrator may
be signifi cantly impacted by state standardized test data or teacher effectiveness ratings, the
evaluator shouldrecdculatethe adminstrator® summative rating whenthe data isavail ade and
submit the adjusted rating no later than September 15. This adjustment should take placebeforethe
start of the newschool year sothat prior year results can inform god setting in the new school year.

Initial ratingsare based on all avail able data and are madein the spring so that
they can be used for any employment decisionsasneeded. Since some
components may not be completed at this point, here are rulesof thumb to usein
arriving & arating:

A If stakehdder survey results are not yetavail able, then the observation of
practice rating should count for 50% of the preliminary rating.

A If the teacher effeciveness outcomesatings are not yetavail able, thenthe
student learning measuresshould count for 50% of the preliminary rating.

A If the state acmuntakility measuresare not yetavail able, then the Student
Learning Objectivesshould count for the full assessment of student learning.

A If none of the summative student learning indicators can yetbe assessed, then
the evaluator should examine the most recent interim assessment data to
assess progress and arrive at an assessment of the administrator&
performance on this cmponent.
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LEADERSHIP PRACTICE RELATED IND ICATORS

The LeadershiPractice Related Indicatoevaluatehe administrat@r s knowl edge of
of skills and competencies and how thaseapplied in leadershpactice It is comprised of two
components

1 Observation of Leadership Practieenich counts for 40%; and
1 StakeholdeFeedback, which counts for 10%

Component#1: Observation ofL eader ship Practice (40%)

An assessment of an adminstrator® leadeship practicei by direct observation of practice and the
collection of other evidencei is40% of an admirstrator& summative rating.

Leadeship practiceisdescribed in the CCL: Connecticut School Leadeship Standards, adopted
by the Connecticut State Board of Education in June of 2012,which usethe national Interstate
School Leades Licensure Consortium (ISLLC) standards astheir foundation and define effective
adminstrative practice through six performance expectations.

1. Vision, Mission and Goals: Educationleadersensure the succes and achievement of all
students by guiding the developrrent and implementation of a shared vision of learning, a
strong organizationd missionand highexpectations for student performance.

2. Teaching and L earning: Educationleadersersure the succes and achievement of all
students by monitoringand continuously improving teaching and lear ning.

3. Organizational Systemsand Safety: Education leadersenrsure the sucaes and achievement of
all students by managing organizational systersand resources for a safe, high-performing learning
environmen.

4. Familiesand Stakeholders: Educationleadersensure the succes and achievement of all
students by call aborating with fanilies and stakeholders to regpond to diverse comnunity
intereds and needs and to mobilize comnunity resources.

5. Ethicsand Integrity: Educationleadersensure the succes and achievement of all students by
being ethical and acting with integrity.

6. TheEducation System: Educationleadersensure the succes and achievement of all students
and advocate for their students,faculty and staff needs by influencing systemsof political, social,
econanic, legal andcultural contextsaffecting education.

All six of these performance expectations contribute to successful schools,but research showsthat
some have abiggerimpact than others. In particular, improving teaching and learning isat the core
of what effective educational leadesdo. Assuch, Performance Expectation 2 (Teaching and

L earni ng) comprisesapproximatelyhalf of the leadeship practicerating and the other five
performance expectations are equally weighted.
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Figure3: Leadeship Practicei 6 Performance Expecttions

Teaching

and
L earning

These weightings should be consistent for all principals and central office administFators
assistanprincipds and other school-based 092certifi cate holders in non-teaching roles,the six
performance expectations are weighed equally, reflecting the need for emerging leadesto develop
the full setof skills and competenciesin order to assime greater responsibilitiesasthey move
forward in their careers. While assistant principasdrolesand responsibilitiesvary from school to
school, creating arobug pipeli ne of effective principads depends on adequately preparing assistant
principds for the principdship.

In orderto arrive a these ratings,admiristrators are measured against the Common Core of
Leading (CCL)L eader EvaluatiofRubric which describesleadeship actions aaossfour performance
levels for each of the six performance expectations and asscociated elements.  Thefour performance
levels are:

1 Exemplary: The ExemplaryLevel focuses on the concepts of develomagacity for
action and leadship beyond the individual leade€ollaboration and involvement from
a wide range of staff, studergedstakeholders is prioritized as appropriate in

SEED: Connecticutds System for Educator EvalPagas8i 08il4/2018d DTve



http://www.connecticutseed.org/wp-content/uploads/2013/07/SEED_Administrator_Rubric.pdf
http://www.connecticutseed.org/wp-content/uploads/2013/07/SEED_Administrator_Rubric.pdf

distinguishingexemplaryperformance fronProficientperformance

1 Proficient: The rubric is anchored at the Proficient Level usingriieeator language
from the Connecticut School Leadership Standards. The specific indicator language is
highlighted inbold at the Proficient level.

1 Developing TheDevelopingLevel focuses on leaders with a general knowledge of
leadership practices but most of those practices do not necessarily lead to positive
results

1 Below Sandard: TheBelow Standard.evel focuses on a limited understanding of
leadership practices and general inaction on the part of the.leader

Two key concepts, indicated by bullets,are ofteninduded asindicators. Each concept demonstrates
acontinuum of performance aaossthe row, from below standard to exemplary.

Examplesof Evidence are provided for each element of the rubric. While these Examples of
Evidence can be aguidefor evaluator training and disaussion, they are only examplesand should not
be used asachecklist. As evaluatoslean and use the rubric, they shouldreview these Examples
of Evidenceand generate addtiond examgesfrom their own experiencetha could also serve as
evidence of Prdicient practice.

See Figure 4, page 6Xor an excerpt from the rubric.
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STRATEGIE SFOR USING THE CCL Evaluation Rubric:

Helping administrators get better: Therubric isdesgned to be developmenta in
use. It contains adetailed continuum of performance for every indicator within the
CCL: Connecticut School Leadership Standandsrderto serveasaguideand
resource for school leadesand evaluatorsto talk about practice, identify specific areas
for growth and development, andhave languageto usein describing what improved
practice would be.

Making judgments about administrator practice: In some cases,evaluators may
find that a leaderdemonstrates one level of performance for one concept and a
different level of performancefor a second concept within arow. In those cases,the
evaluator will use judgment to decideon the level of performance for that particular
indicator.

Assigning ratingsfor each performance expectation: Administrators and
evaluatorswill not be required to complete this rubric at the Indicator level for any
self -assessment or evaluation process. Evaluatorsand adminstrators will review
performance and complete evaluation detail at the Performance Expectation level and
may discuss performance at the Element level, using the detailed Indicator rows as
supporting information asneeded. Aspart of the evaluation process, evaluators and
school leades should identify afew specific areas for ongdang support and growth.

Assessingthe practice of administrators other than principals: All indicators of the
evaluation rubric may not apply to assistant principals or central office administrators
Districts may generate ratings usingevidencecolleded from applicable indicators in
the CCL: Connecticut School Leadership Standards
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Figure4: Anexcerptfrom the CCL LeaderEvaluationRubric

Education leaders ersure the succes and achievement of all students by guiding the developnent and implementation of a shared
vision of learning, a strong organizationd misson andhighexpectations for student performance.

Element A: High Expectationsfor All
L eaders* ensurethat the creation of the vision, mission and goals establi sheshigh expectationsfor all students and staff** .

ThelLeaderé

Indicator

Below Standard

Developing

Proficient

Exemplary

1. Information &
analysis shape
vision, mission
and goals

relies on their own
knowledge and
assumptions to shap
schootwide vision,
mission and goals.

usesdata to setgods
for students.

shepesavision and
mission based on
basicdata and
analysis.

usesvaried sources
of information and
analyzesdata about
current practices
and outcomesto
shepe a vision,
mission andgoadls.

uses a wide range of
datato inform the
development of and to
coll aboratively track
progress toward
achievingthe vision,
mission and gods.

2. Alignment to
policies

doesnot alignthe
school& vision,
mission and godsto
district, state or
federa policies.

estaldishesschool
vision, mission and
godsthat are
partially aligned to
district priorities

alignsthe vision,
mission and gods
of the school to
district, state and
federa policies.

buildsthe capadty
of all staff to
ensure the vision,
mission andgods
areadigned to
district, stateand
federa policies.

*Leader: Connecicut School Leadeas who are employed under their immediate admingstrator 092certific ate (e.g., curriculum coordinator, principd, assistant principd,
department head and other supervisory postions.)
** Staff:  All educators and non-certifi ed staff
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Arriving at a Leadership Practice Summative Rating

Summative ratings are based on the evidencefor each performance expectation in the CCL.:
Connecticut School Leadership StandarBsgaluatorscollect written evidenceabout and observe
thea d mi n i steddeship poactic® acossthe six performance expectations described in the
rubric. Specific attention ispaid to leadeship performance areasidentifi ed as needing devel opment.

Thisisacomplished through the following steps,undertaken by the adminstrator being evaluated
and by the evaluator completing the evaluation:

Theadminstrator and evaluator meet for a God-Setting Conferenceto identify focusareasfor
development of the adminstrator® leadeship practice.

1. Theadminstrator collects evidenceabout hisher practice and the evaluator collects evidence
about adminstrator practice with aparticular emphasi®n the identifi ed focus areas for
development. Evaluators of administrators must conduct at least two school site
obser vations for any administrator and should conduct at least four school site
obser vations for administrators who are new to their district, school, the profession or who
havereceived ratings of devdopingor below standard.

2. Theadmiristrator and evaluator hold aMid-Y ear Formative Conference with afocused
disaussion of progresstoward prdficiency in the focus areasidentifi ed as nealing devel opment.

3. Near the end of the school year, the administrator reviews all information and data collected
during the year and completesa summative self -assessment for review by the evaluator,
identifying areas of strength and continued growth, aswell asprogress on the focusaress.

4. Theevauator and the adminstrator meet to discussall evidence colleded to date. Following the
conference, the evaluator usesthe preponderance of evidence to assign asummative rating of
exemplary, proficient, developing or below standard for each performance expecition. Thenthe
evaluator assigns atotal practice rating based on the criteriain the chart below and generatesa
summary report of the evaluation before the end of the school year.
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Principals and Central Office Administrators:

Exemplary

Exemplary on Teaching
and Learning
+

Exemplary on at lead
2 other performance
expectations

+

No rating below
Proficient on any
performance exectation

Proficient

Teaching and Learning
+

At leag
Proficient on at
lead 3 other
performance
expectations

+

No rating below
Developing on
any performance
expectation

At lead Proficient on

Developing

At leag Developingon

Teaching and Learning
+

At leag Developing
on a leag 3 other
performance
expectations

Below Standard

Below Sandard on

Teaching and
Learning

or

Below
Sandard on at
lead 3 other
performance
expectations

AssistantPrincipals and Other SchoolBased Administrators.

Exemplary Proficient Developing Below Standard
Exemplary on at lead At leag Proficient on | Atlead Developingon | Below Sandard on
half of measured a leagamgority of | a leag amgority of a lead half of
performance performance performance performance
expectations expectations expectations expectations

+ +
No rating below Proficient | No rating below
on any performance Developing on
expectation any
performance
expectation
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Component#2. StakeholderFeedback (10%)

Feadback from stakeholdersi assessed by admiristration of asurvey with measuresthat alignto
the CCL: Connecticut School Leadership Standaris10% of an admiristrator® summative
rating.

For each adminstrative role, the stakeholders surveyed should bethosein the best postion to
provide meaningful feedback. For school-based administrators, stakeholders solicited for feedback
mug include teachers and parents, but may include other stakeholders (e.g., other staff, community
members, students, etc.). If surveyed populations include students, theycan provide valuale input
on school practicesand climatefor inclusion in evaluation of school-based adminstrative roles

Applicable Survey Types

Thereare several typesof surveysi some with broaderapplication for schoolsand districts i
that aign generally with the areas of feedback that are relevant for admiristrator evaluation.
These indude:

1 Leadership practice surveys focusdirectly on feedback related to aleade®
performance and the impact on stakeholders. Leadeship Practice Surveys for
principas and other admiristrators are availade andthere are also anumber of
instruments that are not specific to the education sector, but rather probe for
information ali gned with broaderleadeship competenciesthat are also relevant to
Connecticut adminstratorsdpractice. Typicaly, leadeship practice surveysfor usein
principa evaluations collect feedback from teachers and other staff members.

1 School practice surveys capture feedback related to the key strategies, actions and
eventsat aschool. They tend to focuson measuring awarenessand impact from
stakeholders, which can indudefaculty and staff, students, andparents.

1 School climatesurveys covermany of the same subjectsas school practice surveys but
are also designed to probe for perceptions from stakeholders on the school & prevailing
attitudes standards andconditions. They are typicaly admiristered to all staff aswell
asto students and their family members.

To ensure that districts use effective survey instruments in the administrator evaluation process,
and to allow educators to share results across district boundae€SDE has adopted
recommended survey instruments as part®BED state odel for alministrator evaluatioand
support Panorama Education developed the surveys for use in the State of Conreeuticut,
districts are sbngly encouraged to use thesdate model surveys

Seethe SEED websitéor examples of each type of survay well as sample questions that
align to theCCL: Connecticut School Leadership Standa&ke the SEED websiter
Panorama Education surveys

Thesurvey(s)selected by adistrict for gathering feedback mug bevalid (that is,the instrument
measureswhat it isintended to measure) and reliade (that is,the use of the instrument is
consistent among those using it and isconsistent overtime). In orderto minimizethe burdenon
schoolsand stakeholders, the surveys chosenneel not beimplemented exclusively for purposesof
adminstrator evaluation, but may have broaderapplication as part of teacher evaluation systems,
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school-or district-wide feedback and planning or other purposes Adequate participation and
representation of school stakeholder population is important; there are several strategiesdistricts
may chooseto useto ensure success in this area,induding careful timing of the survey during the

year, incentivizing participation andpursuing multiple mears of soliciting responses

Any survey selected must align to some or all ofG@&t: Connecticut School Leadership

Standardsso that feedback is applicable to measuring performance against those standards
most cases, only a subset of survey measures will align explicitly to the Leadership Standards, so

administrators and the@valuators are encouragedb s el ect r el evant

results to incorporate into the evaluatanm suppormocel.

For eachadministrative role, stakeholders providing feedback might include:

SCHOOL-BASED ADMINISTRATORS

Principals:

All family members

All teachers and staff members
All students

Assistant Principals and other school-based administr ators:
All or asubsetof family members

All or asubset of teachers and staff members

All or asubsetof students

CENTRAL OFFICE ADMINISTRATORS

Line managers of instructional staff (e.g., Assistant/Regional Superintendents):
Principdsor principd supervisors

Other dired reports

Relevant family members

L eader ship for officesof curriculum, assessment, special servicesand other
central academic functions:

Principds

Specific subsetsof teachers

Other specialists within the district

Relevant family members

L eader ship for officesof finance, human resour cesand legd/employeerelations
officesand other central shared servicesroles

Principds

Specific subsetsof teachers

Other specialists within the district

SEED:
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Stakeholder Feedback Summative Rating
Ratingsshould reflect the degreeto which an adminstrator makesgrowth on feedback meaaures,
using data from the prior year or beginning of the year as abaseli nefor setting agrowth target

Exceptionsto this indude:
1 Administrators with high ratingsaready, in which case, the rating should reflect the
degree to which measuresremain high.

1 Administrators new to the role, in which case, the rating should be based on areasonalde
target, using dstrict averagesor averagesof schoolsin simil ar situations.

Thisisaceomplished in the following steps,undertaken by the administrator being evaluated and
reviewed by the evaluator:

1. Select appropriate survey measuresaligned to the CCL: Connecticut School Leadership
Standards

2. Review baselinedata on selected measures which may require a fall administration of the
survey in year one

3. Setltargetfor growth on selected measures(or performance on selected measureswhen
growth isnot feasible to assess or performance isalready high).

4. Laerin the school year, admirister surveysto relevant stakeholders.

5. Aggregete data and determine whether the adminstrator achieved the estalished target

6. Assign arating, using this scde:

Exemplary Proficient Developing Below Standard
Substantially exceede Met target Made substantial Made little or no
target progress but did not | progress against targ

meet target

Estalishing what resultsin having fisubstantially exceededo the target or what constitutes
fslbstantial progressdisleft to the discretion of the evaluator and the admiristrator being evaluated
in the context of the target being set However, more than half of the rating of @ministratoron
stakeholder feedback must be based on an assessment of improvement over time.
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EXAMPLES OF SURVEY APPLICATIONS

Example #1:

School #1 has mid-range student performance results and isworking dili gently to improve out-
comesfor all students. Aspart of adistrict-wide initiative, the school admiristers aclimate
survey to teachers, students andfamily members. Theresults of this survey are applied
broadly to inform school and district planning aswell asadminstrator and teacher
evaluations. Baseline datafrom the previous years survey show general high performance
with afew significant gapsin areas aligned to the CCL: Connecticut School Leadership
Standards Theprincipd, district Superintendent andthe school leadeship team seleded one
areaof focusi building expecttionsfor studet achievement i and the principd identifi ed
leadeship actions related to this focus area which are ali gned with the Leadeship Standards.
At the end of the year, survey results showed that, although improvement wasmade, the school
failed to meetitstarget

increasefrom 71%to 77%

Measure and Target Results (Target met?)

Percentage of teachers and family members No; results at the end of the year showed an

agreeing or strongly agreeing with the increase of 3% to 74% of respondents
statement Stidentsare chall enged to meet agreeing or strongly agreeing with the
highexpectationsat the school 6 would statement.

Stakeholder Fealback Rating: fiDevelopingo
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Example #2:

School #2isalow-performing school in adistrict that has purchased and

implemented a360°tool measuring a principd® leadeship practice which colleds
feedback from teachers,the principd andthe principd® supervisor. Theresulting
scoresfrom this tool areincorporated in the district®& administratoevaluation and

supportsystemas stakehdder input.

Baseline data from the prior year refleds room for improvement in several areas
andthe principd, her supervisor andthe school leadeship team decidesto focuson
ensuring asafe, high performing learning environment for staff and students
(aligned with Performance ExpectatiagtB). Together, the principd and her
supervisor focuson the principa&role in establishing a safe, high-performing
environment and identify skillsto be devel oped that are aligned to this growth area.
They then setatarget for improvement based on specific measuresin the survey,
aiming for an increase of 7% in the number of stakehdders who agreed or strongly
agreed that that there was growth in the identifi ed area. Results at the end of the
school year show that the principd had met her target, with an increase of 9%.

Measure and Target ‘
Percentage of teachers, family members and
other respondents agreeing or strongly
agreeingthat the principa hadtakeneffective
action to estaldish asafe, effective learning
environment would increasefrom 71%to
78%

Results (Target met?)
Yes;results a the end of the year showed an
increase of 9% to 80% of respondents
agreeing or strongly agreeing.

Stakeholder Fealback Rating: fiProficiento
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