Bridgeport Public Schools

WA,

2015

Educator
Evaluation &
Support Plan

Bridgeport Public Schools

45 Lyon Terrace
Bridgeport, CT 06604
www.bridgeportedu.com

Approved by Bridgport Board of Education on


http://www.your-url-goes-here.com/




Bridgeport Board of Education

David PHennesseyBoard Chair
Joe LarchevequeBoard Vice Chair
Hernan lllingworth, Secretary
Andre Baker Jr.

Sauda Baraka

Kadisha Coates

Howard Gardner

Jacqueline Kelleher

Kenneth Moales Jr.

Professional Development and Evaluation Committee

Frances M. Rabinowitz, Superintendent

Deborah Broccoli

Dane Brown Rebecca Mitchell

Teresa Carroll Shaun Mitchell

Ryan Howard Gary Peluchette

Tiffany LadsonRLang Ricardo Rosa

Ann Langley Hector SanchezBCAS Pres.
Carmella Lorusso Christine Taylor

Amy Marshall Robert Traber BEA Pres.



Tableof Contents

T a oo [¥ o3 i o] o PSP PRRUPPPTRPTRRRRR 1
TeaCherEValUatioN OVEIVIEW. ........uuiiiiiiiiiiiiiiiiis ceeeeaeeeaiitbr e e e e e e e e e aas bbbeeeeeeaaee e s s e snnnnrreeeees s 2
TeacherEvaluationand SUPPOITFTAMEWOTK.........coiiiiiiiiiie it 2
[ Tt STt =T g T T T 1 = PSR 3

Goalt3 AOOET ¢ AT A OIT AT TEIT C888888888888888888888888
Mid-Year CheckET 8 888888888888888888888888888888888888
Endof-9 AAO 30i 1 AOEOA 2A0EAXx8888888888888888888888
P EEIODSEIVEIS. ...ttt e e e e ettt e e e et e e e et r et e e e e e b e e ne 5
Ensuring FairnesandAccuracyEvaluatorTraining,Monitoring and Auditing ............cevvveeeeeeeiiiiiiamee e, 5
SupportandDevelopment8 8 8 8 8888888888888888888888888888888
Improvementand RemediationPlan€d 8 8 8 8 8 8 88 88 88 88 8 8 B8BBBBB8 88888 a

Additional LEVEIS Of SUPPOIL......cei e ettt e e e e e e e e e e e e e e e s e et e e st e e s eeaaeeeeaeeens 6
CareeDevelopmentandGrOWLN ............eiiiiiii et a e e e e e e e e s e e e e nrenrenees 7
TeacherPractice Related INAICAtOrS.........cooee e e eeeeeeiiee eveeeeeeeeeeeeereeaannes 8
Component#1: TeacherPerformanceandPractice (40) ..........oooviiiiiiiiiiiiiiins v 8
TeacherPracticeFramework CCTRubridor Effectiveeaching®014.............cccoeeeviieeeiiieee e, 9
ODSEIVALION PIOCESS. ... . utiiiieiiiiiiieee e e immstte e e e e s sttt e e e e sa bt e e e s s nab et e e e e e s nbbe e e e e e e snsbbeeeeeeennneees 10
Pre-Conferences, Post | T £ZA OAT AAOh AT A &AAAAAAES88888888888E¢
Teacher Performance and ProCeSSs FOCUS AIBA.........ccccuuiiiiiiieeeiiieiiee e sieeseee e s sieeesiee e 14
TeacherPerformanceandPracCtiCESCONNG........coeieiiiiii i e e e e e e e e e e e e e 14
SummativeObservationof TeacherPerformanceandPracticeRating...........ccccvvvveeveeeiiieineeeeeennn. 14
Component#2: ParentFeedbackL00).........cooiiiiiis e e 16

Administration of Whole3 AET T 1 0AOAT O 3000AU88888888888888E8
Determining School, AOAT O0AOAT O ' T Al ©0888888888888888888:
3A1T AAGET ¢ A O0AOAT O %l CACAIT AT O "T Al AT A )ipoOoil o
- AAOCOOET C 001 COAOO 11T 'Ol xOE 4A0CAOO888888888
| OOEOET ¢ AO A 0AOAT O &AAAAAAE 2A0ET C888888888

Student OutcomesRelated INAICALONS .........uuuiiiiiiiii it e s s 18
Component#3: StudentGrowthand Development(457)..........ooociiiiiiiiiiiiiies v 18
Overview ofStudent LearningObjeCtiVES(SLOS).......ccoiiuiiiiiiiee et srmme e 18

PHASEL: REVIEWINE DALA. ...t e s e e e 19

PHASEZ: SEITWOSLOS. ....ueiuiiteitieiieniesteeam ettt esteste e e mmeesbe st ese e b e sbeabeeseesbe e e abeeneeneesaeeneans 20

PHASE3: MONiItOr STUAENISPIOGIESS. ... ..ttt e e e e e aeaeeaeens 24

PHASEA4: AssessSStudentOutcomesRelativeto SLOS.........cccvviiiieiiieiiiemeeeeee e 25
Component#4: Whole-SchoolStudentLearningindicatorand/orStudentFeedback5%)........... 26
Option 1:Whole-SchoolStudentLearningINdiCator. ............oeeeeriiiiiiiiecim e 26

Summative TeacherEvaluation SCOMNQG..........cccuuuiiiiiiiiiieiiies ittt sirireee ceeeeeaaaaenens 27



SUMMIAEIVESCOIING. ettt ettt ettt e e ettt e e e et e e 44 et e e e e e e sttt e e e e e et e e e e nnnn e e e e e 27
I AEOOOI AT O T &£ 301 AOEOA 2A0ET C888888888888888888

Definition of Effectivenesand INeffeCtiVENESS ... ....uu e 30

DiSPULE-RESOIULIONPIOCESS. ...ttt ettt e e e e et e e e et e e e e e e e e 31

CoreRequirementsfor the Evaluation of Student and Educator Support Specialists.................. 32

Flexibilityfrom CoreRequirementdor the Evaluatiomf Teachers...........cccocvvviiiiii s 32

ADMINISTRATORVALUATIOBNd Development--------------------- 34

PUrPOSEANARALIONAIE. ...t e e e et e e e e e e e e e e e e s e e e eeeeeeeaaeeeaaeesaaaaans 35

SYSIEM OVEIVIEW . .....eeiiiiiiee e e e eiiittiiie ceee e e e e ettt e e e e e e aas hbbbeeeeeeeaaaeessaaannbbrrnee teeeessaannnnnnnes 36

Administrator Evaluationand SUPPOIFIAMEWOIK ..........eiiiiiiiee e aaaae e 36

ProcesSSanNd TIMEIINE ........uvuiiiiiiiiiiiiiiiiis ettt araaaaaeaaaaaaaaaaaaaaaaaaaaaaes aeeas 37

Step 1: Orientation aNdCONIEXESELING.......ueiiiiiei it mm e e e e sare e e enreeas 38

Step 2: GoalSettingand PlanDeVeIOPMENT..........eeiiiiiiiiie e e e 38

Step 3: Planimplementationand EvidenceCollection...............ccccociiiivimmiiiiiiieiiee e 40

Step 4: Mid-Year FOrmatiVEREVIEW...........coiuiii ettt et eree e e mnes 41

StEP 5:SEIFASSESSIMENL.... ...ttt e e e e e e r e e e e e e e e e e e e e e e e e e e a e 41

Step 6: SummativeRevIEWaNARALING .........ccccuiiiiiiiieiiee e e eae s 42

Ensuring FairnesandAccuracyEvaluatorTraining,Monitoring andAuditing ................ccccvveneee. 42

SUPPOrt and DEVEIOPMENL........ciiiiiiiiiiii s ettt ee —eee e e s e e e e eees 43

Evaluatiorinformed Professionalearning..........e.eeeeiiiiie e 43

Improvementand RemediationNPIaNS. ... e e e e e e e e e e s 44

CareeDevelopmentandGrOWN ............c.iiii e e e e e e e 46

Leadership PracticeRelated INAICALONS. ........cciiiiiiiiiiiiiiiiiis e iibeeeeeeeee e 46

Component#1: Observationof LeadershipPractice (40)........ccccovviiiiiiiiiis covviiiiiiiiee, 46
3O0O0AOAGCEAO A& O 50ET ¢ OEA ##, ,AAAAO %OAI OAOQEI I

Arrivingat aLeadershipPracticeSummativeRating...........cccccouiiiiiiiiiiieeee e 50

Component#2: StakeholderFeedbackL0?) ........ccooiiiiiiiiiiiies e e 52

StakeholderFeedbackSummativeRALING............oooiiiiiiiii e 53

Student Qutcomes Related INAICALONS ..........vviiiiiiiiiiiiiiiiiiis v arreaaaaaaeaaaeaeeas 54

Component#3: StudentLearning(459) ... e e, 54

State Measuref ACAAEMICLEAINING ... ...uuiiiiiiiiieeee et e e et e e e e e e e annreees 54

Locally-Determined MeasureéStudentLearningObjJeCtiVES)..........uuvviiiiiiiiiiiiiimm e 55

0AOATI AOGAOO T &£ ' AT ET EOOOAOT O 3,/ 08888888888888¢
Examples of Administrata8 , / 0888888888888888888888888888888¢

Arriving at StudentLearningSummativeRatING .........ocuviiiiiriiiiiiii e 58
Component#4: TeachelEffectivenesOutcomes (5).......oovvvvvveiiiiiiiiiiiiiiis v, 59
Summative Administrator Evaluation Rating............iiiiiiiiiiiiiiiiis e aevveennns 59
SUMMIAEIVESCOIING. .ttt ettt ettt e e et e e e e sttt e o4 e bttt e e e e ettt a4 e et et e e e e nnbe e e e e e 59

Determining SUMMALIVE RaAINGS .....uiiiiiiiiiiiiiiie s it e e e eaes rreeeeaeeeenaanan 60



A. PRACTICEL eadershipPractice(40”0) + StakeholderFeedback 1079 =5070..........cooocvvvvcvernenn. 61

B.OUTCOM ESStudentLearning(450/ 9 +Teache|Effectivenesé)utcomes(So/ 9= O 61
C.OVERALL:Leader Practice $tudentOUICOMES.........ueeeiiurieeiiiiieeeimmreeeesieeeesine e s e e s 62
I AEOOOI AT O 1T &£ OOi 1 ACEOA 2A0ET C88888888888888888°¢
Definition of Effectivenesand INeffeCtiVENESS........uuiiiiiiiiiee e 63
DiSPULE-RESOIULIONPIOCESS. ...ttt ettt e e e e et e e e et e e e e e e s 64

CT State Board of Education Adopted Revisions: guidelin@f %A OAAOT O %OAI OAOEIT 1

Appendix I: Teacher Resources;

Appendix II:  Administrator Resources;

Appendix Ill:  Contract Agreements;

Appendix IV: District Rubrics; &

APPENTIX V: OINEI RESOUITES. ....ciiiiiiiiiiiiiii ettt ettt et e e e e e es



Introduction

Bridgeport Public Schools is committed to ensuring that all students learn to the best of their
potential. An effective teacher evaluation system supports high quality teaching and improved
student learning in several way# provides aropportunity for ongoing and constructive dialogue
between teachers and evaluators that is focused on student learnifigprovides valuable
information to administrators about the specific professional learning needs and development
opportunities that teahers require to meet the diverse needs of their students. It creates a
relationship of shared responsibility and accountability for student growth among teachers and
administrators. It enables teachers to be recognized for their professional growth aed th
contributions to the school and educational communitiesThe system provides uniform
evaluation procedures, yet reflects the needs of teachers at different stages of professional
learning.

The Bridgeport Public Schools evaluation system builds uponynaf the school improvement
efforts that the district has invested in over the past several years and reinforces the culture of
shared responsibility and leadership for student learning that has been at the center of these
activities. The evaluation appazh outlined in this plan uses multiple sources of information and
AGEAAT AA O1 AT ipi AGA A EAEOh AAAOOAOAR AT A
including teacher observations, student learning outcomes, and feedback from parénis a
standardsbased plan grounded in the Connecticut Common Core of Teaching, the Common Core
State Standards, and thically developedturriculum standards that Bridgeport Public Schools
has used to increase rigor, implement dadaven decision making, andxpand the system of
supports provided to all students to ensure ongoing growth and achieveméntOEA CA DT O
Professional Development and Evaluation Committee suppatie ongoing process and
development ofits Educator Evaluation and Support Plaand wil regularly review and revise
components of this system based on emerging needs.

)6 OET OIA AA 11 OAA OEAO OEA OAOI OOAAAEAO
certification, including, but not limited to classroom teacherst EA O A O EOO OAAIT EDI¢
OOAETT1 1 AAAAOOG OAEAO O OEI OA ET AEOGEAOAI O

including, but not limited to principals.



TeacherEvaluation Overview

TeacherEvaluationandSupportFramework

The evaluation and support system consists of multiple measures to paint an accurate and
comprehensive picture of teacher performance. All teachers will be evaluated in four components,
grouped into two types of major categies: Teacher Practice and Student Outcomes.

1. TeacherPractice Related Indicators: An evaluationof the core instructional practicesand
skillsthat positivelyaffect studentlearning.Thiscategoryiscomprisedof two components:
(a) Observation of TeacherPerformance and Practice (40%) as defined within the CCT

Rubridor Effective Teaching014 whicharticulatesfour domainsandtwelveindicators
of teacherpractice

(b)) Parent Feedback(10”) onteacherpracticethrough surveys

2. Student Outcomes Related Indicators: An evaluation of O A A A Edhi@tdtins to
student academicprogressat the schooland classroomlevel. Thereis alsoan option in
this categoryto includestudentfeedback Thisareais comprisedof two components:
(a)Student Growth and Development (45%) as determined by the O A A A Btdderd O

Learning Objectives (SLOs) and associated Indicators of Academic Growth and
Development(IAGDs)

(b)Whole-School Measuresof Student Learning as determined by aggregate student
learningindicatorsor StudentFeedback5”)

Scoresfrom each of the four components will be combined to produce a summative
performance rating designation of Exemplary Accomplished Developing or Below
Standard Theperformancelevelsaredefinedas:

Exemplaryz Substantiallyexceedingndicatorsof performance

Accomplished Meetingindicatorsof performance

Developingg Meetingsomeindicatorsof performancebutnotothers

BelowStandardz Not meeting indicatorsof performance

= =4 -4

Student Growth
andDevelopment
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Parent Feedback
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ProcesandTimeline

The annualevaluation process between a teacher and awaluator (principal ordesignee)is
anchoredby three conferenceswhich guidethe processat the beginning,middle and end of the
year. These conferences shall be held individually between the primary evalatbthe evaluate. The
purposeof these conversationsis to clarify expectationsfor the evaluation process, provide
comprehensivdeedbackto eachteacheron his/herperformance, set developmentgoals,and
identify development opportunities These conversations are collaborative and require
reflection and preparationby both the evaluatorand the teacherin orderto be productiveand
meaningful. For staff hired after the start of the school year, please Appendix 1.d for the
appropriate timeline.

Goal Setting & Planning Mid-Year Checln Endof-Year Review
Goals submitted by Completed by February 15th Selfreflection submitted
October 15! by May 1%

Goal setting conference Summative evaluation
by November 15th completed by June 15*

“If statetest datamay havea significantmpact ora finalrating, afinal rating maybe revisethy Septembef 5when state test
data are available.

GOAL-SETTINGAND PLANNING:

Timeframe: Completed by November 15th

1. Orientation on Process To begin the evaluation process, principals will meet with teachers for a ¥
day orientation session in August, prior to the first day of school for students to discuss the evaluati
process and their roles and responsibilities within it. Wiell discuss school and district prioeis that
should be reflectedin Teacher Practice deus Areas and Student Learning Objectives (SLOs).
Specialized staff will receive their orientation at their first department meeting of the year, annually
New teachers will receive their orientation to the process as part of their orientation program ir
Augustz annually.

2. Teacher Reflection and GoaBetting z The teacher examines student data, prior year evaluation and
survey results, school wide goal, and tRETRubric for Effective Teaching 20d4 other rubric
depending on their area of practice, to draft a proposed performance and practice focus area, a par
feedback goal, and two SLOs for the school year. The teacher may collaborate with-igraeder
subject matter teams to create this draft.

3. GoalSetting Conferencez The evaluator and teacher nee to discuss theODAAAEA OB O |
proposed focus area, goals and objectives in order to arrive at mutual agreement about fHieen
teacher collects relevant material about his / her practice and the evaluator collects relevant mater

AAT 6O OEA OAAAEAOB O POAAOEAA O OO6DPDPI OO6 OEA
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MID-Y EARCHECK-IN:

Timeframe: Completed by February 15th

1. Reflectionand Preparationz Theteacherand evaluatorcollectandreflect on relevant material
to dateaboutthe O A A A gradciz@au studentlearningin preparationfor the checkin.

2. Mid-Year Conferencez The evaluator and teacher complete at least one mid-year checkin
conferenceduring which they review evidencerelated to the teacher practice focus area and
progresstowards SLOsand other goals. The mid-year conferenceis an important pointinthe
year for addressingconcernsand reviewingresultsfor the first half of the year. The teacher
completes a MidYear SelftEvaluation which is submitted to the evaluator
prior to the conference.Evaluators may deliver mid-year formative information on
indicators of the evaluation framework for which evidencehasbeengatheredand analyzed.If
needed, teachers and evaluators can mutually agree to revisions on the strategies or
approachesusedand/or mid-year adjustment of SLOsto accommodatechanges(e.g., student
populations, assignment).Theyalsodiscussactionsthat the teachercantake and supportsthe
evaluator can provide to promote teacher growth in his/herfocus area.

END-OFRYEARSUMMATIVE REVIEW:

Timeframe: Completed 10days prior to the last day of school

1. TeacherSelf-Assessmentz The teacherreviewsall information and data collected during the
year and completesa seltfassessmenfor review by the evaluator. This selFassessmentnay
focusspecificallyon the areasfor developmentestablishedin the GoalSettingConference.

2. ScoringZ The evaluator reviews submitted evidence,selfassessmentsand observation data
andusesthemto generatecomponentratings. Thecomponentratingsarecombinedto calculate
scoresfor TeacherPracticeRelatedindicatorsand StudentOutcomesRelated Indicators These
scores generate the final, summative rating. After all data, including state test data (not
relevant for SY 145),are available,the evaluatormay adjustthe summativerating if the state
test data would significantly changethe Student-RelatedIndicatorsfinal rating. Suchrevisions
shouldtake placeassoonasstate test dataareavailableandbefore Septemberl5.

3. Endof-YearConferencez The evaluatorand the teachermeet to discussall evidence collected
to date and to discusscomponent ratings. Following the conference the evaluatorassignsa
summative rating andgeneratesasummaryreport of the evaluationbeforethe endof the school
yearandbeforeJune1s".



Peer Observers

The primary evaluator for most teachensll be the school principal or assistant principdio will

be responsible for the overall evaluation process, including assigning summedivegs.
Bridgeport Public Schools uses Peer Observers to assist primary evaluators with informal
observationsof non-tenured teachers Peer Observers are certified educatosho may be
gualified TEAM mentors or are emerging teacher leaders who share knowledge and ideas with
other colleagues They demonstrate a professional attitude, maintain confidentiality, are,fa
unbiased and collaborative and demonstrate professional involvement in the school community
period. Peer Observers are knowledgeable about current teaching and learning best practices,
and know and use a wide repertoire of effective classroom managenaad instructional
strategies.Tenured teachersnay requesta Peer Observationlf the Peer Observatiois to be

used for the purpose of evaluation ntust be mutually agreed uponwith the primary evaluator.

It is expected that peer observers conduct their first informal observati@i nontenured
teachersby October 15.

OAAO / AOGAOOAOO OEAOA OEAEO AEZAAAAAAE xEOE OE
evaluator. Peer Observers do noate the teacherd g&rformance Thatis the sole responsibility

of the primary evaluator. Peer Observers may be part of the Structured Support Plan or
Assistance Plan if requested by the teach8ee Appendix 1.a for Peer Observeiorm.

Ensuring Fairness andccuracy:Evaluator Training,
Monitoring and Auditing

All evaluators are receiving extensive training in the evaluation prod&@sdgeport Public Schools

has contracted with PhocuseD on Learning, LLC to train administrators in teacher observation and
feedback, including the normingnd calibration of evaluators usifighe Connecticut Common Core

of Teaching (CCT) Rubric for Effective TeachingpR@iHer district approved rubrics for special
areas. Criteria for demonstrating proficiency will consi$taoperformance based assessment in
which administrators will be required to conduct and rate a previously normed observation
Training is scheduled throughout the school year to provide evaluators support and additional
strategies to ensure calibratiomd effective evaluation practices.

Professional development will continue to be available to the district as needed thereafter to train
and support evaluators and those requiring adlital support to be proficienin their evaluation
skills. Proficiencystatus of evaluators will be determined annualReer observers will receive
extensive training on the evaluation process from PhocuseD on Learning, LLC to support their
classroom observation skills.

Additionally, the district will participate in any tidings and technical assistance made available
AU OEA 30A0A $APAOOI AT O T &£ AOAAOET T AOnADDI
of the SEED evaluation model.



Supportand Development

Evaluationalonecannothopeto improveteacherpracticeand studentlearning.However,when
paired with effective, relevant, and timely support, the evaluation processhas the potential
to helpmoveteachersalongthe pathto exemplarypractice.

Improvement and Remediation Plans

IfaOA A A peff@rdabceis rated as Qleveloping or (helowstandard, it signalsthe need for
focusedsupervisionsupportanddevelopment.

Structured Support Plans and Assistance Cycle Platide developedn consultationwith the
teacherand his/her exclusivebargainingrepresentativeand be differentiated by the level of
identified needand/orstageof development.

Additional Levelsof Support:

1. Structured Support Level: An educator (tenured or nottenured) would be placed on the
Structured Support Level and receive a Structured Support Plan if they are rated as
developing during the prior school yearThe Structured Support Plan includes targeted
supports with timelines/El O | AAOET ¢ OEA CiT A1 O AOOAAIdaOEAA
and must be completedo later than October 1% While on Structured Support teachers will have
3 checkin meetings during the year (December, Februarg april) along with a minimum df
formal observation andl informal observationdor tenured teachers and 3 formal observations
and a minimum of 2 informal observations for ntenured teachers, all conducted by an
administrator. Each observation will be followed by a pasiservation conference within 5
business day.See Appendixl.b.1-1.b.3 for plans and sample plan

Teachers may also request peer suppdftpeer support is requestethe support must become

part of the Structured Support PlanThe teacher must documenthe support and bring the
documentation to the checkn meetings If the teacher is successinladdressing the Structured
Support Plan by the end of the school year and is rated accomplished or exemplary, he/she will be
removed from Structured Support and placedh ahe regular 3 year cycle wittme first year
including the formal observationThe evaluator has discretion for keeping a teacher in Structured
Support for a second year if the teacher is showing improvem@ntew Structured Support Plan

will be devebped for the 24 year ET AT 1 OO1 OAQET 1 xEOE OAAAI
representative Teachers may not stay in Structured Support beyond 2 consecutive \iéans.
teacher is not successful in addressing the Structured Support Plan by thefehe sshool year

and is rated Developing or Belowafdard they will be placed in the Assistance Level.

2. AssistancelLevel: An educator (tenured) would be placed on the Assistance Level and receive
an Assistance Plan if they are rated Below Standard duhegrior school yearor if they were
not successful at the Structured Support Levd8lhe Assistance Level is a communication of
COAOA EIi T OOAT AA OI OEA OAAAEAO OEAO EA OEA
termination of contract will ftlow. To communicate the serious nature of placement into the
6



Assistance Levelnotice shall come from the Superintendent of Schools no later than
September22. By September 30, the teacher shall meet with the Superintendent of Schools

(or designee), e 3 assigned evaluators who make up the evaluation team, an®tAeA AE A O &
exclusive bargaining representatiie® discuss the specific performance objectives which the
teacher must addressThe process for meeting tlse performance objectivesghe individuals
responsible for providing support, a time frame for providing support and the evaluation team
members will be presented to the teachat this meeting

The Assistance Level shall be divided iBtassessment perigko that progress may be closely
monitored throughout the year. The 3 assessments and 1 summative evaluatitbrbe
completed as follows: #sessment 1: October through December; Assessment 2: January
through March;AssessmentApril through June; and theummative evaluation: Juneln each
assessmenperiod, the teacher will receive a minimum of three observations, including 1 formal
observation At the end of each assessment period the primary evaluator will complete a
Summary of the Assessment Perioddiconduct a meeting with team membergacher,and
his/her exclusive bargaining representativd8y the end of the third assessment period, if a
teacher fails to achieve a rating of Accomplished or Exemplary then the teacher will be
recommended for terrmation. If the teacher has successfully met the plan, and is rated
Accomplished or Exemplanthey shall be removed from Assistance Level and placed in the
AEOOOEAOG O . 8ed Adpdddixaciior dlan. A UAT A

CareerDevelopmentand Growth

Teachergecognized for exemplary performance through the evaluation process are encouraged tc
pursue professional growth opportunities that promote their own continued professional growth an
also benefit their professional community.

Examples of such opportunés include, but are not limited to: conducting action research; peer
observation and coaching; mentoring early career teachers; leading a professional learning
community; preparing and leading a staff development program; curriculum development and
adaptation; and other focused professional development based on goals for continuous growth an
development.



TeacherPractice Related Indicators

TheTeachelPracticeRelatedindicatorsevaluatethe O A A A IEhdwiedgéof acomplexsetof skills
and competenciesand how theseare applied irmO A A A prédctizé. o componentscomprise
this category:

1 TeachePerformancendPracticewhichcountsfor40”; and
1 ParentFeedbackyhichcountsfor 10*.

Component #1: TeacherPerformanceand Practice (40%)

The Teacher Performance and Practice component is a comprehensivereview of teaching
practiceconductedthroughmultiple observationswhichareevaluatedagainstastandards based
rubric. It comprises40” of the summative rating. Following observations,evaluators provide
teacherswith specific feedbackto identify strong practice, to identify teacher development
needsandto tailor supportto meetthoseneeds.

The CCTRubridor Effectiveleachind2014 or district approved rubrics in specialized areahl be
utilized to help determine the teacher performance and practice ratige CCTRubricfor
EffectiveTeaching2014 includes referencesto ConnecticutCore Standardsand other content
standards.The CCTRubricfor Effectiveleaching2014is organizedinto four domains,eachwith
three indicators.Forty percentof aO A A A #nAl @rfn@lsummativerating isbasedon his/ her
performanceacrossall four domains The domainsrepresentessentialpracticeand knowledge
and receiveequal weight whencalculatingthe summativePerformanceand Practicerating.
SeeAppendix IV for district Approved rubrics.



Evidence Generally Collected Through In-Class Observations

CCTRUBRIC FOR EFFECENEACHING2014- ATAGLANCE

Teacherpromote student engage
ment, independence amaer-
dependence learningandfacilitate
a positive learningpmmunity by:

la.Creatingapositivelearning
environmentthat isresponsive
to andrespectfulof the learn
ing needsof all students

1b.Promotingdevelopmentally
appropriatestandardsof
behaviorthat supporta
productivelearningenviron
mentfor all students;and

1c.Maximizinginstructionaltime
by effectivelymanaging
routinesandtransitions.

Teacheramplement instruction in
order to engage students in rigorous
and relevantearning and to
promote their curiosity about
the world at large by:

3a.Implementinginstructional
contentfor learning;

3b.Leadingstudentsto construct
meaningandapplynew
learningthroughthe useof
avariety of differentiated and
evidencebasedearning
strategies;and

3c.Assessingtudentlearning,
providingfeedbackto students
andadjustinginstruction.

DOMAIN 2:
Planning forActive Learning

Teacherplan instruction in order

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

2a.Planninginstructionalcontent
that isalignedwith standards,
buildson® O O A BribrO O 6
knowledgeandprovidesfor
appropriatelevelof challenge
for all students;

2b. Planninginstructionto
cognitivelyengagestudents
in the content; and

2c.Selectingappropriate
assessmenstrategiesto
monitor studentprogress.

DOMAIN4:

ProfessionalResponsibilities
and TeacherLeadership

Teachersnaximize support for
student learning by developing and
demonstrating professionalism,
collaboration with others and
leadership by:

4a.Engagingn continuous
professionalearningto impact
instructionandstudentlearning;

4b.Collaboratingwith colleagues
to examinestudentlearning
dataandto developand
sustaina professionalearning
environmentto support
studentlearning;and

4c¢.Workingwith colleaguesstudents
andfamiliesto developand
sustaina positiveschoolclimate
that supportsstudentlearning.

92130814 JO SMAINBY/SUOIIBAIBSCQ SSB|D)-UON Y3noJy | pa13]|0) AjjedausD 8auspIA]



Observation Process

Observationsin and of themselvesare not useful to teachersz it is the feedback,basedon
observations, that helps teachers reach their full potential. All teachers deserve the
opportunity to grow and developthrough observationsand timely feedback In fact, teacher
surveysconductednationally demonstratethat most teachersare eagerfor more observations
andfeedbackto inform their practicethroughoutthe year.

Therefore, in the teacher evaluation and support model:

EFormal: Observationsthat include a preconference,and are followed by a post-observation
conference which includestimely written and verbal feedback within five business day$he

formal preconferencemust be followed by an observation that occurs within the timeframe of

the unit of study For example Mrs. Smith and her principal fw@nferenced about an instructional
unit of study oThe Scarlet LetteThe observation will then occusatne timaluringthe delivery
of instruction of that unit.

FEAn observatiomeed not address every indicator in any Domain. Absence of an indicator during

an observatiordoesnot necessarilyndicate a deficiency.

EInformal: Observationghat are followed by written and/ or verbalfeedback within five business
days.

ENon-classroomobservations/reviewsof practice include, but are not limited to: Observations
of data team meetings, observationsof coaching/mentoringther teachers, student work or

other teachingartifacts andare followed by written and/or verbal feedback within five business

days.

PLEASENOTE:

FEReviewinglessonplansin a pre-conferencepriorto a scheduledbservation,generallyprovides
evidencefor the planningdomainand is considereda part of the formal observation procesk
is not a separate observatjam review of practice.

EAn observation is not consideéreomplete until both evaluator (observer), and eval(iamer),
have completed thpostconferencendorsement forr(sigrroff).
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Teacher Categories

Non-Tenured
Teachers
Year1 &2

Rating:
Accomplished or
Exemplary

Bridgeport Model
3 formal observations (minimum), by administrator,
1st to be completed by January'l

1 informal observation (minimum), by administrator
prior to December $and the tformal observation

linformal observation by Peer Observers, more i
deemed necessary
1 Review of Practice

Guidelines
3 formal observations to include a poenference and
postobservation conference within 5 business days.

At least 3 informal observations, one conducted by the
administrator and two conducted by the peer observerg
and 1 Review of Practice. Additional observations if
deemed necessary.

All observations aréollowed by postconferences to
include next steps within 5 business days.

Non-Tenured

Will be placed in Year 1 of the-8ear Cycle which

At least 1 formal observation toclude a preconference

Teachers includes: and post conference within 5 business days.
Year3 &4 1 formal observation (minimum), by administratéo, _ _
Rating: be completed by Januarytl At least 3 informal observations, one conducted by the
L administrator and two conducted by the peer observers
Accomplished or 1 informal observabn (minimum), by administrator | and 1 Review of Practice. Additional observations if
Exemplary or Peer Observeprior to December 2and the deemed necessary.
formal observation
All observations are followed by pesbnferences to
1 Review of Practice include next steps within 5 business days.
Cycle 2 & 3 will follow the tenured requirements
Year 17 4 See Improvement and Remediation Plan Three checkins

Rated: Developing

(Stuctured Supportksection of this document

(December, February anfspril)

Tenured Teachers
Rated: Accomplished
or Exemplary

Teachers will be placed by their evaluator in a threg
year cycle and administrators will conduct the
following:

Teachers placed in Year 1 of they8ar cycle:
A mhimum of 1 formal observatigriinformal
observationand 1 review of practice

Teachers placed in Year 2 and 3 of cycle:
A minimum of 3 informal observations and 1 reviey
of practice annually

All observations are followed by pesbnference, with
substantial conversation, to includext steps within 5
business days.

Post conference of a review of practice could be
conducted with a group of teachers

Tenured Teachers
Rated: Developing

Has a Structured Support Plan

Minimum of3 formal observatios and1 informal
observations per year and 1 review of practice

Structured Support Plan is developed in consultation wi
the teacher’s exclusive g

All mandatory observations are conducted by
administrator.

The teacher may request additional suppfrom a peer
mentor. This support will become part of the Plan and t
teacher must document support and bring related
materials to check in meetings.

The teacher decides who their peer mentor is.

Three checlins
(December, February and April)

Tenured Teachers
Rated: Below
Standard

Has an Assistance Plan

Throughout each of the Assessment Periods, a
minimum of 3 observations (at least 1 formal) will b
conducted. At the end of each assessment period,
primary evaluator wioftie
Assessment Period” and
the team, teacher and his/her bargaining unit
representative

A review of practice will be conducted once during
the year.

Assistance Plan is developed in consultation with the
t eac her ' barganing lepresdantatige.

All mandatory observations are conducted by
administrator.

The teacher may request additional support from a pee
mentor. This support will become part of the Plan and t
teacher must document suppband bring related
materialsto the check in meetings.

The teacher decides who their peer mentor is.
Assessment Periods Meetings (Dec., March, and June

1 See Appendix l.dfor New Hires after September 1st
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PLEASENOTE:

A It isexpected that administrators begin to conduct informal observations by the first month of
the school year.

A Itis expected that peer observers conduct their first informal observation by Oétober 15

A Beginning in SY 116, administrators will placenured teacher year 1, 2 or 3 to begin their 3
year observation cycle.

A Teachers have twenfpur hours to review their evaluation prior to signing.

12



Pre-Conferencesand Post-Conferences

Pre-conferencesare valuablefor establishingthe context for the lesson,providinginformation
about the studentsto be observedand setting expectationsfor the observdion processand
provide the evidence for Domain 2: Planning for Active Learning Pre- conferencesare
mandatoryfor formal observations, but optional for informal observatioAgore-conferencecanbe held
with a group of teacherswhereappropriate While a group preonference may have been held,
post-conferences are held individually to allow for individual fleack.

Postconferencesprovide a forum for reflecting on the observationagainstthe CCTRubricfor
Effective Teaching2014 and for generating action steps that will lead to the OAAAEA O&
improvement.A good post-conference:

1 Beginswithanopportunityfortheteacherto sharehis/herreflectionsonthelesson;

91 Gites objectiverelevant materialto paint a clear picture for both the teacherand the
evaluator about the O A A A BuBces8eQuhat agreed upon next stepwill be made and
where future observationsamayfocus;

M1 Involveswritten andverbalfeedbackromtheevaluatorand
1 Occurswithinatimely mannerwithinfivebusinesslays.

Classroonobservationggenerallyprovidethe mostevidencefor Domainsland3ofthe CCTRubric
for EffectiveTeaching2014 Non-classroomobservations/reviewsof practice generally provide

the most evidencefor Domains2 and4. Both pre-andpost-conferencegprovide the opportunity

for discussiorof all four domains,includingpracticeoutsideof classroominstruction(e.g.,lesson
plans reflectionsonteaching).

Becausethe evaluation and support model aims to provide teachers with comprehensive
feedback on their practice as defined by the four domains of the CCTRubricfor Effective
Teaching2014 all interactionswith teachersthat are relevantto their instructional practice and

professional conduct may contribute to their performance evaluation Non-classroom
observations/reviewsf practicegenerallyprovidethe most evidencefor Domains2 and4 of the

CCTRubricfor EffectiveTeaching2014 Theseinteractionsmay include,but are not limited to,

reviews of lesson/unit plans and assessments,planning meetings, data team meetings,
ProfessionalLearning Community meetings, call logs or notes from parent-teacher meetings,

and observationsof coaching/mentoringother teachers

Feedback

Thegoalof feedback igo helpteachersgrow aseducatorsand inspirehighachievementn all of their
students With thisin mind, evaluatorsshouldbe clearanddirect, presentingtheir commentsin away
that issupportiveandconstructive.Feedbackshouldinclude:

A Specificevidenceandformative ratings, whereappropriate,on observedindicatorsof
the CCTRubridor Effectiveleachin@2014or otherdistrict approved rubrics for specialized
areas

13



A Commendations and prioritized recommendationRecommendationsor next steps,
should inclue steps for further developmentyith specific strategies and / or resources
available to the teachewithin a specified timeframe.

TeacherPerformanceand PracticeFocusArea

As described in the Evaluation Processand Timeline section, teachers develop one
performanceandpracticefocusareathat isalignedto the CCTRubridor Effectiveleaching014
or other district approved rubrics for specialized aredtiefocusareawill guide observations
andfeedbackconversationghroughout the year.

Eachteacherwill workwith his/herevaluatorto developapracticeandperformancefocusarea
through mutual agreement.All focusareasshouldhavea clearlink to student achievemeat and
shouldmovethe teachertowardsaccomplishedr exemplaryon the CCTRubricfor Efective
Teachin@014 or other district approved rubrics for specialized areas.

Growth related to the focus areashould be referencedin feedbackconversationsthrough-out
the year. The focus area and action steps should be formally discussedduring the Mid-Year
Conferenceandthe End-of-YearConferenceAlthough performanceand practice focusareasare
not explicitly rated aspart of the TeacherPerformanceand Practicecomponent, growth related
to the focusareawill be reflectedin the scoringof TeacherPerformanceandPracticeevidence.

TeacherPerformanceand PracticeScoring

Duringobservations, evaluatorand/or Peer Observemsill take evidencebasednotes, capturing
specific instances of what the teacher and students said and did in the classroom. Once the
evidence has been recorded, the evaluator can align the evidence withapgpopriate
indicator(s) on theCCT Rubric for Effective Teaching 2f¥Xl1dther district approved rubrics in
specialized areaand then make a determinatioabout which performance level the evidence
supports.Administrators should provide a rating for daattribute observed or an attribute that
should have been observedhey should be pregred to discuss the evahce for thér ratings
during the post conferencePeer Observers do not rate teacher observations but must provide
evidencebased feedback.

Summative Observation of TeacherPerformanceand Practice Rating

Primary evaluatorsmust determine a final teacher performanceand practice rating and discuss
this rating with teachersduring the Endof-Year Conference Each domain of the CCTRubricfor

EffectiveTeachin@014or otherdistrictapprovedubrics in specializedeascarriesequalweightin the

final rating. Thefinal teacherperformanceand practicerating will be calculatedby the evaluatorin

athree-stepprocess:

1 Evaluatorholisticallyreviewsevidencecollectedthrough observationsjnteractionsand
reviewsof practice(e.g.,team meetings, conferences) and uses professional judgment to
determineindicatorratingsfor eachof the 12indicators.

1 Evaluatoraveragesndicatorswithin eachdomainto atenth of adecimalto calculate
domain-levelscoresof 1.0-4.0.

1 Evaluatoraveragesiomainscoredo calculateanoverallObservationof Teacher
14



PerformanceandPracticerating of 1.0-4.0.

Eachstepisillustrated below:

1. Evaluatorholistically reviews evidencecollected through observationsand reviewsof practice
and usesprofessionajudgmentto determineindicatorlevelratingsfor eachof the 12indicators.

Bythe end of the year,evaluatorsshouldhavecollecteda varietyof evidenceon teacher practice
from the U A Adb€e®ationsand reviewsof practice. Evaluatorsthen analyzethe consistency,
trends and significance of thevidenceto determinea ratingfor each of thel2indicators.Some
guestionsto considerwhile analyzingthe evidenceinclude:

1 Consistency: What levels of performance have | seen relatively uniform, homogenous
evidence for throughout the semester / year? Does the evidence paint a clear, unambiguous
DEAOOOA T £#/ OEA OAAAEAOB8O PAOAI Oi ATAA ET OE

1 Trends:Havel seen improvement over time that overshadows earlier observation outcomes?
Have | seen regression or setbacks over time that overshadows earlier observation outcomes?

1 Significance: Are some data more valid than others? (Do | have notes or ratings from
® AAOEAOG 1 AOGOITO 10O EITOAOAAOGEITO xEAOA )
performance?)

Once a rating has been determined, it is then translated to a-4 score.
Below Standard =1 and Exemplary=4. Seeexample below for Domain 1:

%OAIl O8core O

Domain1 Indicator Level Rating

la Developing

1b Developing 2

1c Exemplary 4
AverageScore 2.7

1. Evaluatoraveragesndicatorswith eachdomainto atenth of adecimalto calculate
domairtlevelscores:

_
BlelyElly Domain-Level Score

2.7
2.6
3.0
| 2.8
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2.Theevaluatoraveragesiomainlevelscorego calculatean overallobservationof
TeacherPerformanceandPracticerating of 1.0-4.0.

2.7
| 2.6
30
| 2.8
28

Thesummative TeacherPerformanceand Practicecomponentrating andthe domain/ indicator
level ratings will be sharedand discussedwith teachersduring the Endof-Year Conference
This processcan also be followed in advanceof the Mid-Year Conferenceto discusdormative
progresgelatedto the TeachePerformanceandPracticerating.

Component #2: Parent FeedbacK10*)

Feedbackfrom parents will be used to help determine the remaining 10% of the Teacher
Practicelndicators

Theprocesdor determiningthe parentfeedbackrating includesthe following steps:

1. Theschoolconductsawhole-schoolparentsurvey(meaningdataisaggregatedat
the schoolleveland parent surveys will be translated that reflect the commujity

2. Administratorsandteachersdetermineone or moreschootlevelparentgoals
basedon the surveyfeedback;

3. Theteacherandevaluatoridentify onerelatedparentengagementgoaland
setimprovementtargets;

4. Evaluatorandteachermeasureprogresson growth targets;and

5. EvaluatordeterminesaO A A A &kr0adiverating, basedon four performancelevels.

Administration of aWhole-SchoolParentSurvey

Parent surveywill be conducted at the wholaschool level as opposed to the teachéevel,
meaning parent feedback will be aggregated at teehool level Every effort will be made to
promote maximum parent participationlhis is to ensuradequate response rates from parents.

Parent surveysill be administered in a way that allows parents to feel comfortaieviding
feedback Surveyswill be anonymous The parent survewill be administeredevery spring and
trends analyzed from year to year.

Bridgeport Public Schoolsin consuliation with Panorama Educationmembers of School
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Governance Councils, and district Parent Advisory Couraslsisted in developing whole school
surveys to align with district/school improvement goals

Determining SchoolLevel Parent Goals

Evaluators and teachemsill review the parent survey results at the beginning of guhool year

to identify areas of need and set general parent engagement gd&sgoalsetting proceswill

occur between the principal and teachers in August or September so agreement can be reached
on at least onamprovement goa(s) for the entire sclol.

Selecting a Parent EngagemenGoal and ImprovementTargets

Oncethe schootlevel goal(s) have beenset, teacherswill determine, through consultationand

mutual agreementwith their evaluators one related parent goal they would like to pursue as
part of their evaluation.Possiblegoalsincludeimproving communicationwith parents, helping

parentsbecomemore effective in supportof homework,improving parentteacher conferences,
etc.

The goalwill be written in SMART language format amdll include specific improvement targets.

For instance, if the goal is to improve parent communication, an improvement target could be
specific to sending more regular correspondence to parents such as sendivegkly updates to
parents or developinganewAAOEOA £ O OEAEO Al AOGO8 0AO0O 1T 4
goal is related to overall school improvement parent goals, and (2) that the improvement targets
are aligned, ambitious and attainable.

Measuring Progress oriGrowth Targets

Teachersandtheir evaluatorsshouldusetheir judgmentin setting growth/improvementtargets
for the parentfeedbackcomponent.Therearetwo waysteacherscanmeasureand demonstrate
progressontheir growth targets.Teachersan:

1. Measurehow successfullyhey implementa strategyto addressan areaof need
(likethe examples in th@revioussection);and/or

2. Theycancollectevidencedirectly from parentsto measureparent-level indicatorsthey
generate. For example,teacherscan conductinterviewswith parentsor a brief parent
surveyto seeif theyimprovedontheir growth target.

Arriving at a Parent Feedback Rating

The Parent Feedbackrating shouldreflect the degreeto which a teachersuccessfullyeaches his/her
parent goal and improvement targets. This is accomplishedthrough a review of relevant material
providedby the teacherandapplicationof the following scale:

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

Exceeded the goal Met the goal Partially met the goal Did not meet thegoal
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Student OutcomesRelatedIndicators

Student Outcomes Related Indicators capture a O A A A EmbazB0d student learning and
comprise half of the O A A A EnkIGantnative rating. The inclusion of student outcomes
indicators acknowledgesthat teachers are committed to the learning and growth of their
students and carefully consider what knowledge, skills, and talents they are responsiblefor
developingin their studentseachyear. Asa part of the evaluationand supportprocess,teachers
documenttheir goalsof studentlearningandanchorthemin data.

Two components comprise this category:
1 StudentGrowthandDevelopmentwhichcountsfor45%;and
1 Whole-SchoolStudentLearning whichcountsfor 5% of the total evaluationrating.

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

Overview of Student Learning Objectives (SLOS)

AAE OAAAEAOGO OOOAAT OOh ET AEOEAOAI IsthdeAts, A A
even in the same grade level or subject at the same scheamistudent growth anddevelopment

to be measured for teacher evaluation and support purposes, it is impenativee a method that
OAEAO AAAE OAAAEAOBO AOOECT i ADirgoal sehitgpdedsivid O AT
use Student Learning Objecties (SLOs) as the approach for measurstigdent growth during

the school year.

SLOs are carefully planned, losigrm academic objectives SLOs will reflect high yet
attainable, expectationsfor learning orimprovement and aim for mastery ofcontent or skill
development SLOs are measured by Indicators of Acade@iowth and Development (IAGDs),
which include specific assessments/measures of progress and targets for student mastery or
progress.
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The SLOprocesswill support teachersin using a planning cycle that will be familiar
to most educators:

SLOPhase 1

Review
data

SLOPhase 2

Setgoalsfor
student
learning

SLOPhase 3

Monitor
student
progress

SLOPhase 4:

Assesstudent
outcomes
relativeto

goals

Developing SLOsis a processrather than a single event. The purposeis to craft SLOsthat
serveas a referencepoint throughout the year as teachersdocumenttheir © O O A Arogte€sd
toward achievingthe IAGD targets. Teachers may develop them through consultation with
colleaguesn the samegradelevel or teachingthe samesubject.The final determination of SLOs
and IAGDsis made through mutual agreementbetween the teacherand his/her evaluator.The
four phasef the SLO processaredescribedn detail below:

PHASEL: Reviewthe Data

Thisfirst phaseis the discoveryphasewhich beginswith reviewing district initiatives and key
priorities, school/district improvement plans, and the building AAT ET E Odgo@sA@nteOd O
teachersknow their classrosters, they should examine multiplesourcesof data about their

O 0 O A Aérf@Bamceto identify an area(s)of need. Documentingthe O A A O Adatg, forA 6
wherestudentsare at the beginningof the year,is a key aspectof this step. It allowsthe teacher

to identify where students are with respectto the grade level or content areathe teacheris
teaching.

Examplesof Data Review
A teacher may usebut is not limited to the following data in developing an SLO:

a. Initial performance for current interval of instructiqwriting samples, student interest
surveyspre-assessments etc.)

b. Student scores opreviousstate standardized assessments

c. Resultsrom other standardized and nestandardized assessments
d. Reportcards frompreviousyears

e. Resultsfrom diagnostic assessments

f. Artifacts frompreviouslearning

g. Discussions with other teachers (across gréseslsand content areas) who have
previouslytaught the samestudents
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h. #1 1 ZAOAT AAO xEOE OOOAAT 606 ~ZEAI EI EAO
i. IndividualEducationalPlans(IEPsyand504plansfor studentswith identified
speciakducationneeds

J. Data related to English Language Learner (EL) students and gifted students
k. Attendance behavioral and suspensioacords
I. Informationabout families, community and other local contexts

It isimportant that the teacherunderstandsboth the individual student and group strengths and
challenges This information servesas the foundation for setting the ambitious, yet realistic
goalsinthe nextphase.

PHASE 2SetTwo SLOs

Basedon a review of district and building data, teacherswill developtwo SLOsthat address
identified needs.One SLO will be a reflection of the school wide goal, and tHeS2.0 will be
OPAAEZEA OiI OEA TAAAO T £ OEA O GOdakihad SLOx E
teacherswill follow thesefour steps:

(@}
m;

Step 1: Decide on theéStudent Learning Objectives

The SLOsare broad goal statementsfor student learningand expectedstudent improvement.
These goal statements identify core ideas, domains, knowledge and/or skills students are
expectedto acquirefor which baselinedata indicate a need.

FEachSLO should addressa central purpose of the O A A A BEsSighénéhtand should
pertainto a large proportion of his/herstudents,including specifictarget groupswhere
appropriate.

FEach SLO statement should reflect high expectationsfor student learning at least a
U A Avivdh®f growth (ora O A T A OwodhGod shorter coursesand shouldbe aligned
to relevantstate, national (e.g., CommonCore State Standardg)r district standardsfor
the grade level or course.For a ' semester course, SLOs must be agreed upon by
October 1%'.

EDependngonthe O A A A &sdigdifiedtanSLO statementmight aimfor contentmastery
or elseit might aimfor skilldevelopment.

SLO broad goal statements can unify teacherswithin a grade level, or department, while
encouragingcollaborative work acrossmultiple disciplines.Teacherswith similar assignments

may haveidentical SLOsalthough they will be individually accountablefor their oon OO O A AT OC
results.
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The following are examples ofSLOsbased on student data:

Grade/Subject Student Learning Objective

6th GradeSocialStudies

9th Gradelnformation
Literacy

11thGradeAlgebrall

9th GradeEnglish/
LanguagéArts

1stand2ndGradeTier3
Reading

Studentswill produceeffective andwell-groundedwriting
for arangeof purposesandaudiences.

Studentswill masterthe useof digital tools for learning
to gather,evaluateandapplyinformation to solve
problemsandaccomplishtasks.

Studentswill beableto analyzecomplex,reatworld
scenariosisingmathematicalmodelsto interpret and
solveproblems.

Studentswill cite strongandthoroughtextual evidence
to supportanalysisof what the text saysexplicitlyaswell
asinferencesdrawnfrom the text.

Studentswill improvereadingaccuracyand
comprehensiorleadingto animprovedattitude and
approachtoward more complexreadingtasks.

Step 2:Select Indicators ofAcademicGrowth and Development (IAGDs)

An indicator of Academic Growth and Development (IAGD) is an assessment of student growth
over time Each SLO will include at least oh&GD, but may include multiple, differentiated
! $60 xEAOA ADPDPOI POEAOAS

For Classroom Teachers in Tested Grades and Subjects:

1. One SLO (22.5%) shall compare data across assessments administered over time
The state assessment will be included only if #eare interim assessments
available that have the psychometric properties which @\ for analysis of
progress over time Professional Development and Evaluation Committee will
determine, prior to the school year, different standardized indicators, iniclgd
state assessment if available, that teachers may use towards this goal. The
indicators and weighing of each is subject to mutual agreement between teacher

and evaluator.

2. One SLO (22.5%) shall use at least one-standardized indicator, but may usaultiple
non-standardized indicators. Indicators and weighing of each is subject to mutual agreement
between teacher and evaluator.
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All others:

1. A standardized indicatomay be used to establish 22.5% of the evaluation
Standardized indicators will baubject to the same criteria as thesised in tested
subjects, that have the psychometrigroperties, whichallow for analysis of
progress over time and thare, administered over time and aligned he teacher
and evaluator will mutually agree on indicatoand weight of each.

2. If standardized indicator(s) is used, the second 22.5% of this component shall be
determined by use of at least one n@tandardized indicator.

3. If no standardized indicator(s) is used, teachers and evaluators will mutually agree
on at least two nonstandardized indicators for the entire 45% of the evaluation
The indicators and weight of each are subject to mutual agreement.

IAGDs will be rigorous, attainable and meet or exceed district expectations (rigorous targets
reflect both greater depth of knowledge and complexity of thinking required for success) Each

indicator shouldnakeclear:

a. What evidence/measure of progress will be examined,;

b. What level of performance is targeted;and

c. What proportion of students is projected to |AGDsshould be written in
achieve the targeted performance level? For SMART goal language:

example, how many students will it take to obtain S
a rating of did not meet, partially met, met or

exceeded the goal? i

A

IAGDs can also addressstudent subgroups,suchas g
high or low-performing studentsor EL students It is -

through the Phasel examinationof student data that
teacherswill determine what level of performance to
target for which population(s) of students.

Specificand Strategic
Measurable

Aligned andAttainable
Results-Oriented
Time-Bound

IAGDsare uniqueto the O A A A paftiuiaGtudents; teacherswith similar assignmentsmay
use the sameassessment(s)/measuref progressfor their SLOs,but it is unlikely they would
have identical targets established for student performance. For example, all 2nd grade
teachersin a district might setthe sameSLO and usethe samereadingassessmen{measureof
progress)to measuretheir SLOs,but the target(s) and/or the proportion of studentsexpected
to achieveproficiency wouldlikely vary among 2nd gradeteachers. Additionally, individual
teachers may establish multiple differentiated targets for students achieving at various

performancelevels.
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Takentogether, an SLO and its IAGD(s)provide the evidencethat the objective wasmet. The
following are someexamplesof IAGDshat might be appliedto the previousSLO examples:

Grade/Subject

6th Grade
SocialStudies

9th Grade
Information
Literacy

11thGrade
Algebra 2

9th Grade
ELA

1stand
2ndGrade

Tier 3Reading

SLO

Studentswill produce
effectiveandwell-
groundedwriting for a
rangeof purposesand
audiences.

Students will master
the useof digital tools
for learningto gather,
evaluate, and apply
information to solve
problems and
acconplishtasks.

Studentswill beableto
analyzecomplex,reat
world scenariosusing
mathematicalmodels
to interpretandsolve
problems.

Citestrongand
thoroughtextual
evidenceto support
analysis

of whatthe text says
explicitly,aswell as
inferencesdrawnfrom
the text.

Studentswill improve
readingaccuracyand
comprehensioreading
to animprovedattitude
andapproachtoward
morecomplexreading
tasks.

IAGD(S)
By May 15:
Studentswho scoreda 0-1 out of 120on the
pre-assessmentvill score6 or better
Studentswhoscoreda2-4will score8 or better.
Studentswhoscoreds-6 will scored or better.
Studentswhoscored/will scorelOorbetter

"ThisisonelAGD(assessment/measuoéprogress) thavutlinesdifferentiated
targets based on pigssessments.

By May 30:

90%-100° of all studentswill be proficient (scoringa 3 or 4) or higher
on 5 of the Gtandards (as measured by 8 items) on the digital
literacyassessmentubric.

"This is onbAGD(assessment/measuoé progress) illustratingrainimum
proficiencystandardfor alargeproportionof students.

By May 15:
80" of Algebra2 studentswill scorean 85or better on a district
Algebra2 math benchmark.

"This is onbAGD(assessment/measuné progressjlustrating aminimum
proficiencystandardfor alargeproportionof students.

By Junel:

27studentswho scored 560700nthe pre-test will increasescoreshy
18pointsonthe posttest.
40studentswhoscore30-49willincreaseby 15points.
10studentswhoscoredd-29willincreasedy 10points.

"ThisisonelAGD(assessment/measuoéprogresshhat hasbeen
differentated to meet the needs of varied student performance groups.

By June:

IAGD#1: Studentswill increasetheir attitude towardsreadingby at
least7 pointsfrom baselineon the full scalescoreof the
ElementaryReadingAttitude Survey,asrecommendedby
authors,McKennaandKear.

IAGD#2: Studentswill readinstructionalleveltext with 95” or better
accuracy orthe DRA.

Gradel-Expectecbutcome-Levell4-16

Grade2-Expectedutcome-Level2-24

“These are twbAGDsusing twoassessments/measures of progres&D#2
hasalsobeendifferentiatedto meetthe needsof variedstudentperformance
groups.
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Step 3: Provide Additional Information

During the goalsetting process, teachers andvaluatorswill document the following:

1 Baselinadatausedto determineSLOsandsetlAGDs;
Selectedstudent populationsupportedby data;
Learningcontentalignedto specificyelevantstandards;
Intervalofinstructionforthe SLO;
Assessments/measuresf progressteacherplansto useto gaugeO O O A Broge 35
Instructionaktrategies;

= =2 =/ =4 A4

Anyimportanttechnicainformationabouttheindicatorevidencgliketiming or scoring
plans); and

1 Professionalearning/supportsneededto achievethe SLOs.

Step 4:Submit SLOs to Evaluator forReview

SLOs argoroposalsuntil the teacherand theevaluator mutually agreeuponthem. Priorto the
GoalSetting Conferencethe evaluatorwill revieweachSLOrelativeto the following criteria
to ensurethat SLOsacrosssubjects,grade levels and schoolsare both rigorousand
comparable:

Baseling TrendData
StudentPopulation
Standardsand LearningContent
IntervalofInstruction

Assessments/Measuraxf Progress

=2 = =4 4 A -

Indicatorsof AcademicGrowth and Development(IAGDs)/GrowtTargets

1 InstructionalStrategiesand Supports
Step 5: Goal SettingConference

1 Goal setting conferences will be completed by Novembét; iGctober 15 if it is a # semester
course; and

1 The Evaluator may provide written comments to the teacher prior to the conference

PHASE 3: MonitorStudents Progress

Once SLOs are agreed upon teachers should monitor O O O A Apto@e3$towards the
objectives Teachers can for example, examine student work; administer interim
assessmentsand track O O O A AdcdnplBhmentsand struggles Teacherswill share their
interim findings with colleaguesduring collaborativetime, and they can keep their evaluator
apprisedof progress Progresstowards SLOs/IAGDsand action steps for achievingprogress
should be referencedin feedbackconversations throughouthe year.

) £ A OAAREAOSO AOOECI i AT O AEAIT CA Odanthi dif dayE E E
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other extenuating circumstances occuhen the SLOs carbe adjusted during the MiYear
Conference between the evaluator and the teacher.

PHASE 4AssessStudent Outcomes Relativeto SLOs

Throughoutthe schoolyear, the teacher should collect the evidencerequired by their IAGDS,
uploadartifactsto the data managementsoftware system,whereavailableand appropriate,and
submit it to their evaluator.Along with the evidence,teacherswill complete and submit a self
assessmentwhich asksteachersto reflect on the SLOoutcomesby respondingto the following
four statements:

1. Describethe resultsandprovideevidencefor eachlAGD.

2. Provideyouroverallassessmenof whetherthis objectivewasmet.

3. Describewhatyoudidthat producedtheseresults.

4. Describewhatyoulearnedandhow youwill usethat learninggoing forward.

Evaluatorswill review the evidenceand the O A A A Eeff&s8e€smentand assignone of four
ratingsto eachSLO:Exceeded4 points), Met (3points), Partially Met (2 points) or Did Not Meet

(1point). Theseratingsare definedasfollows:

All or most students met or substantially exceeded the target(s)
Exceeded(4) contained in thandicator(s).

Most students met the target(s) contained in the indicators withii
a few points on either side of the target(s).

Met (3)

Many students met the target(s), but a notable percentage missi
EWEWVAVY NN the target by morethanafew points. However takenasawhole,
significantprogresstowardsthe goalwasmade.

. A few students met the target(s) but a substantial percentage
Did Not Meet (1) of studentsdid not. Little progressoward the goalwasmade.

For SLOswith more than one IAGD,the evaluatormay scoreeachindicator separately,andthen
averagethose scoresfor the SLO score,or he/shecanlook at the resultsasa body of evidence
regardingthe accomplishmenbf the objectiveandscorethe SLO holistically.
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Thefinal student growth and developmentrating for a teacheris the averageof their two SLO
scores Forexample,jif oneSLOwasO 0 A O O & @dr &rating of 2, andthe otherSLOwasO- A Oh 6
for arating of 3,the StudentGrowthandDevelopmentratingwouldbe 2.5[(2+3)/2] Theindividual

SLO ratingsand the Student Growthand Developmentrating will be sharedand discussedwith
teachersduringthe Endof-YearConference.

Averaged
Domain-Level Score

SLO1 2
SLO2 3
Student Growth and Development Rating 2.5

PLEASENOTE: ForSLOghat includeanindicator(spasedon state standardizegssessments,
resultsmaynotbeavailablentimeto scorehe SLOpriorto the Junel5deadlinelnthisinstance, if
evidencdor otherindicatorsin the SLOis available the evaluatorcanscorethe SLOon that basis.
Or, if state assessmengsethe basidfor all indicatorsandnoother evidencesavailable toscorethe
SLOthenthe O A A A $fuBlent§rawth and developmentating will bebasedonly on the resultsof
the second5LO.Howeverpncethe state assessmerdata is available the evaluator shouldscoreor
rescorghe SLO thendeterminef the newscorechangeshe O A A Afladl @d@ninativeyating. The
evaluationrating canbeamendedat that time asneededput no later thanSeptembef5.

Component #4:Whole-School Student Learning Indicator (5%)

Bridgeport Public Schools will use a whaehoolstudent-learningindicator to determine the
4" component.

Whole-SchoolStudent Learning Indicator
AOAAAEAOS8 O ET AEAAOT O OAOET ¢ OEAITT AA ANOAI
ETAEAAOT OO AOOAAI EOEAA A1 O E Erisivil BeObasAdidn fhe E O C
school performance index (SPNWhen made availabléo the district, AT A OEA AAI ET E
progresson SLWWAOCAOOh xEEAE Al OOAI AGAOG O1 OEA 300
evaluation(equal tothe 48A 1T | DT 1T AT O T £/ OEA AAI ET EOOOAOI 080
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Summativeleacherevaluation Scoring

SummativeScoring

The individualsummativeteacherevaluationrating will be basedon the four components,
grouped in two major categories: Student Outcomes Related Indicators and Teacher
PracticeRelatedIndicators.

Student Growth
andDevelopment

45

Teacher
Rating

Parent Feedback

10

Whole-School
ﬂ — Student Learning

Observationof Teacher
Performanceand Practice

400

Everyeducatorwill receiveoneof four performance ratings:

Exemplaryz Substantially exceedingindicators of performance

Accomplishedz Meeting indicators of performance

Developingz Meeting someindicators of performance but not others

BelowStandard z Not meeting indicators of performance

"The term OB A O £l Ori tAd abdvéshall mean OB O1 @O definéd by specified
indicaorsdo &uchindicatorsshall be mutually agreedupon, as applicable
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The rating will be determined using the following steps:

1. CalculateaTeacherPracticeRelatedindicatorsscoreby combiningthe observationof
teacherperformanceand practicescore(40%) andthe parentfeedbackscore(10%)

2. Calculatea StudentOutcomesRelatedindicatorsscoreby combiningthe studentgrowth and
developmentscore(45®) and whole-schoolstudentlearningindicator(5%).

3. Use theSummative Matrix to determine th&ummative Rating

Eachstepisillustrated below:

1. Calculate a TeacherPractice Related Indicators rating by combining the
observation of teacher performanceand practice scoreandthe parent feedback
score.

The observationof teacher performanceand practice counts for 40*of the total rating
and parent feedbackcounts for 10¢ of the total rating. Simply multiply these weights
by the componentscoresto get the categorypoints. The points are then translatedto a
rating usingthe rating table below.

Points

Component (score x
weight)

Observationof TeacherPerformanceand

Practice 2.8 40 112
ParentFeedback 3 10 30
Total TeacherPracticeRelated Indicators Points 142
Rating Table
Indicators Points Indicators Rating
50-80 Below Standard

81-126 Developing

127174 Accomplished

175200 Exemplary
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2. Calculatea Student OutcomesRelatedIndicators rating by combining the student
growth and development scoreand whole-schoolstudent learning indicators.

The student growth and development componentountsfor 45¢ of the total rating and
the whole-school student learning indicators counts for 5*of the total rating. Simply
multiply theseweightsby the componentscorego getthe category points. Thepointsare
thentranslatedto arating usingthe rating table below.

Score Pomts

StudentGrowth andDevelopment(SLOS) 3.5 157.5
WholeSchoolStudentLearningindicator 3 5 15
Total Student OutcomesRelated Indicators Points 1725+ 173
Rating Table
Indicators Points Indicators Rating
50-80 Below Standard

81-126 Developing

127174 Accomplished

175200 Exemplary

3. Usethe Summative Matrix to determine the Summative Rating

Using the ratings determined for each major category: StudentOutcomesRelatedIndicators
and TeacherPracticeRelatedIndicators,follow the respectivecolumnand row to the center of
the matrix. Thepoint of intersectionindicatesthe summativerating. Forthe exampleprovided,
the Teacher Practice Related Indicators rating is accomplishedand the Student Outcomes
RelatedIndicatorsrating isaccomplishedThe summativerating istherefore accomplishedf the
two major categoriesare highly discrepant(e.g.,a rating of exemplaryfor TeacherPracticeand
arating of belowstandardfor StudentOutcomes),then the evaluator should examinethe data
and gather additional information in order to determine a summativerating.
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TeacherPractice Related Indicators Rating

Rate Rate Rate %?ttl'rlleerr
4 Exemplary Exemplary Accomplish@  information
Student Rate Rate Rate Rate
Outcomes 3 Exemplary ~ Accomplishel ~ Accomplishel Developing
Related
Indicators 2 Rate Rate Rate Rate

Rating Accomplish& Accomplishel Developing  Developing

Rate
Gather Rate Developing RateBelow
further Developin Standard
information 2]

Adjustment of Summative Rating

Summative ratings must be provided for all teachers June 15, of a given school yeand
reported to the CSDE per state guidelinesShould state standardized test data not yet be
available at the time of calculating a summative rating, a rating mustboepleted basedn
evidence that is available When the summative rating for a teacher may be significantl
impacted by state standardized test data, the evaluator sho@dA A AT AOI AOA OE.
summative rating when thedata is available and submit thedjusted rating no later than
September 15 These adjustments should inform gasgtting in the new schdoyear.

Definition of Effectivenessand Ineffectiveness

A teacher will generally be deemed ineffective if they are rated developing or below standard for
two consecutive years. A teacher will generally be deemed effective if they are rated
accomplishedbr exemplary for two consecutive years.
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Dispute-ResolutionProcess

In the event that the evaluator and evaluatee are unable to (1) mutually agree on goals and/or
indicators, (2) the selection of appropriate professional development oppdrasyior (3) a
written appraisal of performance (including the summative appraisal), the parties are
encouraged to make efforts to resolve any disagreements informally.

If the parties are unable to resolve the dispute informally, the matter will be resolvexligfn
the following procedure:

1. Where the evaluator and evaluatee are unable to resolve a dispute informally, the evaluatee
shall contact the Staff Evaluation Mediator and a conference will be held with all parties in an
effort to mediate the conflict andeach agreement. The conference will be held as soon as
practicable.

2. In the event that the parties are unable to mediate the conflict with the assistance of the Staff
Evaluation Mediator, the parties will prepare and execute a statement of impasses. Such
statement of impasse may be used by the evaluatee to initiate the Grievance Procedure of the
collectie bargaining agreement at Step 1. Disputes will be resolved according to the
established collective bargaining agreement, Article 11l (See attachmeppendices). This
dispute resolution will include the superintendent or superintendent designee as part of the
final process of resolution and the final decided resolution will stagege Appendix Ill.
Agreement betweenhe BEA and the BBO, dated 001 t014-06-30-17.
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CORE REQUIREMENTS fioe Evaluation
of Studentand EducatorSupport
Specialists

As providedin Sec.10151bof the 2012 Supplement(C.G.S.)as amendedby PA. 13-245,0 4 E A
superintendent okachlocalor regionalboardof educationshallannuallyevaluateor causeto be
requirementsof this section.Localor regionalboardsof educationshalldevelopand implement
Student and Educator Support Specialist evaluation programs consistent with these
requirements.

Flexibility from CoreRequirementsfor the Evaluation of Teachers

1. Student and EducatoBupportSpecialist{SESS$hal have a clear job descriptipanderstanding
of the district approved rubric for their evaluaticsnd delineationof their roleandresponsibilities
in the schoolto guide the setting of Indicators ofAcademicGrowth andDevelopment(IAGDS),
feedback and observationSee Appendix IVfor District Approved Rubrics.

2.Becausef the uniquenature ofthe rolesfulfilled by Student andEducatorSupport Specialists,
flexibility will be offeredin applyingthe CoreRequirementsof the teacherevaluationin the
following ways:

a. InusinglAGDsto measureattainment of goals and/or objectivesfor student growth, the
GoalSetting Conferencdor identifying the IAGDsshallincludethe following steps:

I.  Theeducatorandevaluatorwill agreeon the studentsor caseloadshat the educator
isresponsibleor andhis/herrole.

II.  Theeducatorandevaluatorwill determineif the indicatorwill applyto the individual
teacher,ateam of teachersagradelevel,or the whole school.

[ll.  The educator and evaluator should identify the unique characteristics of the
populdion of students whichwould impact studentgrowth (e.g.high absenteeism,
highly mobile population in school).

IV. The educator and evaluator will identify the learning standard to measure:the
assessment/measuref progressdataor productfor measuringgrowth; the timeline
for instructionand measurementhow baselinewill be establishedhow targets will
be set so they are realistic yet rigorous; the strategiesthat will be used;and the
professionablevelopmenthe educatorneedsto improvetheir learningto supportthe
areadtargeted.

b. BecausesomeStudentandEducatorSupportSpecialistslo not haveaclassroomandmaynot
be involved in direct instruction of students, the educator and evaluator shall agree to
appropriate District approved rubricgor observationsand an appropriate district approved
rubricfor rating practiceandperformanceat the beginningof the schoolyear. Theobservations
will be basedon standardsvhenavailable Examplesof appropriatevenuesnclude butarenot
limited to: observingStudentand EducatorSupportSpecialisttaff workingwith small groups
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of children,working with adults, providing professionaldevelopment,working with families
participationin teammeetingsor PlanningandPlacemenTeammeetings

c. Whenstudent, parent,and/orpeerfeedbackmechanismsarenot applicableto Student and
EducatorSupportSpecialiststhe developmentof short feedbackmechanismdor students,
parents,and peers specifito particular rolesor projectsfor whichthe Studentand Educator
SupportSpecialistareresponsiblewill be created
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Administrator Evaluation and Support

The model for administrator evaluation and support includes specific guidance for
the four components of administrator evaluation:

1 Observationof LeadershipPerformance

and Practice(40) Leader PracticeRelated Indicators

1 StakeholderFeedback(10")

{l StudentLearning(45%) -

q| TeacherEffectivenesOutcomes Student OutcomesRelatedIndicators

(5) .
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ADMINISTRATOR B/ALUATION and
Development

PurposeandRationale

The Bridgeportadministratorevaluation and supportmodel definesadministratoreffectiveness

in terms of (1)administrator practice(the actionstaken by administratorsthat havebeenshown

to impact key aspectsof schoollife); (2) the results that come from this leadership(teacher
effectivenessandstudentachievement)and (3)the perceptionsoftheA A ET E Qe@derdtipl O 8 C
amongkeystakeholdersn his/hercommunity.

Themodel describedour levelsof performancefor administratorsand focuseson the practices
andoutcomesof Accomplishedadministrators.
Theseadministratorscanbe characterizeds:

1 Meetingexpectationsasan instructionalleader;
Meetingexpectationgnatleast3otherareasofpractice;
Meetingltargetrelatedto stakeholderfeedback;
Meetingstateaccountabilitygrowthtargetsontestsofcoreacademisubjects;

= = =/ =

Meetingandmakingprogreson3StudentLearningObjectivesalignedto schooknd
district priorities;and

1 Havingmorethan60”ofteachergroficientonthe studentgrowthportionoftheir
evaluation.

The modelincludes arexemplaryperformancelevelfor thosewho exceed these characteristics,

but exemplary ratings are reserved for those who could serve as a model for leaders across their
district or even statewideAn accomplishedating represents fully satisfactory performance, and

it is the rigorous standard @ected of most experienced administrators.

This model provides a structure for the ongoing development of principals and other
administrators to establish a basis for assessing their strengths and growth areas so they have the
feedback they need to get liger. It also serves as a means for districts to hold themselves
accountable for ensuring that every child in their district attends a school with effective leaders.

4SmarterBalancedAssessmentsvill beadministeredorthefirst  timeinthe20142015academigear. Thesassessmentare
administeredn Grades3-8 andGradell.Contingenuponapprovabfthewaiversubmittedio the U.S.Departmenbf Educatior(USED)
regardingheuseof studenttestdatain educatorevaluationn 20142015 districtsmaynot berequiredo link studenttestdatato educator
evaluationandsupport in 20142015only.Additionally,dueto the transitionto the newstateassessmentsherewill not bean SPlavailablefor
20142015.
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As noted, the model applies to all administrators holdia®92 endorsement Because of the
fundamental role that principals play in building strong schools for communitiessindents,

and because their leadership has a significant impact on outcdorestudents, the descriptions
and examples focus on principal$iowever, where there are design differencies assistant
principals and central office administrators, the differences are noted.

SystemOverview

AdministratorEvaluationandSupportFramework

The evaluation and support system consistsof multiple measuresto paint an accurate and
comprehensivepicture of administrator performance.All administratorswill be evaluated in
four components, grouped into two major categories: Leadership Practice and Student
Outcomes.

a. LeadershipPractice Related Indicators: Anevaluationof the coreleadershippractices
and skills that positively affect student learning. This category is comprised of two
components:

i. Observationof LeadershipPerformanceand Practice(40%) asdefined in
the Common Core of Leading(CCL):Connecticut School Leadership
Standads (found on the CSDE website)®¢e Appendix IV.

ii. Stakeholder Feedback(10%) onleadershippracticethrough surveys.

b. Student Outcomes Related Indicators: AnevaluationofanA Al E1 E Gén@idutivh 08 O
to student academic progress, at the school and classroomlevel. This category is
comprisedof two components:

i. Student Learning (45%) assessed in equal weight by: (a) progress on the academic
learning measuresin the OOAOA S O A AystendforGsAhadis] dadii)
performanceandgrowth onlocally-determinedmeasures.

ii. Teacher Effectiveness Outcomes (5%) as determined by an aggregation of
O A A A BuBo@sdmvith respect toStudent Learningdbjectives(SLOS)

Scoresfrom each of the four components will be combined to produce a summative
performance rating of Exemplary Accomplished Developingor Below Standard The
performancelevelsaredefinedas:

1 Exemplaryz Substantiallyexceeding indicatorsf performance

1 Accomplishedz Meetingindicatorsof performance

1 DevelopingzMeetingsomeindicatorsofperformancebutnotothers
1 BelowStandardz Notmeetingindicatorsofperformance
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Processand Timeline

This section describesthe process by which administrators and their evaluators collect
evidenceabout practice and results over the courseof a year, culminating with a final rating
andrecommendationgor continuedimprovement Theannualcycle(seeFigure 1 below)allows
for flexibility in implementationand lends itselfvell toa meaningful andloable process Often
the evaluationprocesscandewelop into a checklistof complianceactivities that do little to foster
improvementand leaveeveryoneinvolvedfrustrated. To avoidthis, the modelencourageswo
things:

1. Thatevaluatorgprioritize the evaluationprocessspendingmore andbetter time
in schoolsobservingpracticeandgivingfeedback;and

2. Thatboth administratorsand evaluatorsfocusonthe depth andquality ofthe
interactionsthat occurin the processnot just oncompletingthe steps.

Each administrator participates in the evaluation process as a cycle of continuous
improvement.Thecycleisthe centerpieceof state guidelinesdesignedto haveall educators play
a more active, engaged role in their professional growth and development. For every
administrator, evaluation begins with goal setting for the school year, setting the stage for
implementation of a goakdriven plan. The cycle continueswith a Mid-Year Formative Review,
followed by continuedimplementation. The latter part of the processoffers administratorsa
chanceto selfassessand reflect on progressto date, a step that informs the summative
evaluation Evidencefrom the summative evaluationand selfassessmentbecomeimportant
sourcesof information for the AAT ET E CsObdelyu@intgod s@tting, asthe cyclecontinues
into the subsequentear.

The principals will start the sefssessment process in late spring in ortterdentify their goals
and developa planprior to the start of the next school year.

Figure 1: Annual Cycle

GoalSetting & Planning Mid-Year Review End-of-Year Review

n Review
goals and . Self-
performance

nMid-year
formative
review

nOrientation

on process assessment

nGoal-setting
andplan
development

n Preliminary
summative
assessment

Priorto SchoolYear Mid-Year Spring /End-of-Year

" Summativeassessment tde finalizedby September 15th
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Step 1Orientation andContextSetting

Tobegin theprocess, the administratoneeds five thingso bein place:

1.

Studentlearningdataareavailablefor reviewby the administratorandthe state has
assignedhe school eéchoolPerformanceindex(SPI)yating’.

Stakeholdersurveydataareavailablefor reviewby the administrator.

Thesuperintendenthascommunicatedhis/herstudentlearningprioritiesfor the yearin the District
Improvement Plan

Theadministratorhasdevelopedaschoolimprovementplanthat includesstudent
learninggoals.

Theevaluatorhasprovidedthe administratorwith this documentin orderto orient her/ him
to the evaluationprocess.

Step2: GoalSettingand PlarDevelopment

Beforea schoolyearstarts, administratorsidentify two StudentLearningObjectives(SLOs)and
one survey target, drawing on available data, the OOD A OE 1 (dotitidsA thed Gehool
improvement plan and prior evaluationresults (where applicable) High School administrators
must address the graduation ratd heyalsodeterminetwo areasof focusfor their practice.This
isreferredto as@-2-1goaksettingd 8

-

Available Data

Superintendent’s Focus Area1
Priorities SLO1

School SLO 2
Improvement Plan

Focus Area 2

, , Survey Target
Prior Evaluation

Results

T e
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Administrators should start withthe outcomes they want to achieveThis includes settingwo
SLOs and one target relatl to stakeholder feedback

Then administrators identify the areas of focus for their practicat will help them accomplish
their SLOs and survey targets, choosifrgm among the elements of th€onnecticutSchool
LeadershipStandards While administrators are rated on all six Performance Expectations,
administrators are not expected to focus on improving their practice iarahs in a given year.
Rather, they shald identify two specific focus areas of growth to facilitate professional
conversation about their leadership practice with their evaluattirisexpectedthat at least one
and perhaps both, of the practice focus areas will be in instructional leagegbecifically CCL
Expectation 2 Teaching and Learnirgiyen its central role in driving student achievemel¢hat

is critical is that theadministrator can connect improvement in the practice focus areas to the
outcome goalsand survey targets;reating a logical throughine from practice to outcomes.

Next, the administrator and the evaluatormeet to discussand agreeon the selectedoutcome
goalsand practicefocusareas Thisis an opportunity to discusshe AA | ET E Ghoddsindl O6 O
to explorequestions suclas:

1 Arethere anyassumptionsabout specificgoalsthat needto be shared
becauseof the localschool context?

1 Arethere anyelementsfor whichaccomplishedperformancewill depend
on factorsbeyond the control of the principals?af so, how will those
dependenciede accountedfor in the evaluationprocess?

f  Whatarethesource®fevidencaobeusednassessingnA Al ET EOOOAOT O
performance?

(

Qu

The evaluator and administrator also discussthe appropriate resourcesand professional
learning needsto support the administrator in accomplishinghis/her goals. Together, these
componentsz the goals, the practice areasand the resourcesand supports z comprise an
ET A E Odvlluatibnaddupportplan.Inthe eventof anydisagreementthe evaluatorhas the
authority andresponsibilityto finalize thegoals, support&nd sources aévidenceto be used.See
Appendix Il.a for sample language ofi 2-10 Goal Setting.

evaluator prior to beginning work on the goal§he evaluator may suggest additional goaks
appropriate

- z A N 7

support planislikely to drive continuous improvement:

1.Arethe goalsclearandmeasurablesothat anevaluatorwill knowwhetherthe administratorhas
achievedhem?

2.Canthe evaluatorseeathrough line from district prioritiesto the schoolimprovementplanto
the evaluationandsupportplan?

3.Dothe practicefocusareasaddresgyrowth needsfor the administrator?Isat leastone of the
focusareasaddressingnstructionalleadership?
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Step 3: PlanImplementation and EvidenceCollection

Asthe administratorimplementsthe plan, he/sheandthe evaluatorboth collectevidenceabout

~ s o~ oAz~

more, school site visitPeriodic, purposeful schouwlsits offercritical opportunitiesor evaluators

to observecollect evidence and analyze the work of school leadétsa minimum, fallwinter,

AT A OPOEI ¢ OEOEOO Oi OEA OAEI I ihsight iAtd thedschodd x|
I AAAAOG O A afeEbppdrtdnitids for oAgoing feedbaand dialogue.

Unlike visiting a classroom to observe a teacher, school site visits to observe administrator
practice can vary signdantlyin length and setting It is recommended that evaluators plaisits
cAOAEOI T U OF 1 AgGEI EUA OEA 1T BDPT 0001 EOU O GCAQ
focus areas Evaluators shouldprovide timely feedbaclafter eachvisit.

Besides the school site visit requirement, there are no prescribed evidence rewuite The
model relies on the professional judgment of the administrator and evaluator to determine
appropriate sources of evidence and ways to collect evidence.

TheAAT ET EOOOAOI 060 AOAI OAOT O I AU xAT O dllect AT 1T
information about the administrator in relation to his or her focus areas and goals:

Data systems and reports for student information

Artifacts of data analysis and plans for response

Observations of teacher team meetings

Observations oaidministrative/leadership team meetings
Observations of classrooms where the administrator is present
Communications to parents and community

Conversations with staff

Conversations with students

Conversations with families

Presentations at Board of Educati meetings, community resource
centers, parent groups etc.

=4 =4 -8 8 8 8 -8 -9 -4 -9

Further, the evaluator may want to establish schedule of school site visitswith the
administratorOT AT 1 1 AAO AOEAAT AA Al A . ThdfisAvBitsAouldtBkd A A
place rear thebeginning of the school year to ground the evaluator in the school context and the
AAT ET EOOOAODT 06 O A O./subSelyi@i Vidits might Ae pudhedei tvid@re® 1 A1
month intervals.
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A note on the frequency of schoolsite observations:
State guidelines callforaA A1 E1 E G@Datidhio ddude:
1 Observationdoreachadministrator.

1 Fourobservationdor anyadministratornewto their district, school,the profession
or who hasreceivedratingsof developingr belowstandard

Schoolvisitsshouldbe frequent, purposeful,andadequatefor sustaininga professional
conversatioraboutanA A | ET E adideOi 06 O

Step 4: Mid-YearFormativeReview

Midwaythrough the schoolyear(especiallyat a point wheninterim studentassessmentlata are
availablefor review)is an ideatime for a formal checkin to review progress.In preparationfor
meeting:

1 The administrator analyzesavailablestudent achievemendata and considers
progressoward outcomegoals.

1 The evaluator reviews observationand feedbackforms to identify key themes for
discussion.

The administrator and evaluator hold a Mid-Year Formative Conference,completed by
February 28 with explicit discussiorof progresstoward student learningtargets, aswell as
any areasof performancerelated to standardsof performanceand practice The meeting is
also an opportunity to surfaceany changesin the context (e.g.,a largeinflux of new students)
that couldinfluence accomplishmentof outcome goals; goals may be changedat this point.
Mid-Year Conference Discussion Prompts are available on the CT SEED website at
http://www.connecticutseed.org

Step5: SelfFAssessment

Inthe spring,by May 30", the administrator takes an opportunity to assesshis/her practice
on the Performance Expectations/Indicator®f the CCL Connecticut School
LeadershipStandardsthat were mutually agreed upon during the initial gesdtting confeence.
For each element, the administratordetermineswhetherhe/she:

1 needstogrowandimprovepracticeonthiselement;

1 hassomestrengthsonthiselementbut needsto continueto growandimprove,;
1 isconsistentlyeffectiveonthiselement;or

1 canempowerothersto beeffectiveonthiselement.

The administrator should also review his/her focus areasand determine if he/she considers
him/herselfon track or not. The selfassessment is an opportunity to help inform the summative
rating.
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Step 6:SummativeReviewand Rating

The administrator and evaluator meet in the late spring by June 30, to discussthe
AAT ET E GéfOasdedsosntdd all evidencecollected over the courseof the year. While
a formal rating follows this meeting, it is recommendedthat evaluatorsusethe meeting asan
opportunity to conveystrengths,growth areasandtheir probablerating. After the meeting,the
evaluatorassignsarating basedon all availableevidence.

EnsuringFairnessandAccuracy EvaluatorTraining,Monitoring and
Auditing

Evaluators will receive extensive training in the evaluation process of administraRrscuseD

on Learning, LLC will train staff on all aspects on the components of the evaluation system using
the Common Core of Leadir(@CL) rubric in SY 2042015 Allevaluatorsarerequiredto complete
trainingonthe Bridgeport Public Schoolvaluationandsupportmodel. The purposeof training

isto provide evaluatorsof administratorswith the tools that will resultinevidencebasedschool

site observations;professionallearning opportunities tied to evaluation feedback, improved
administrator,and teachereffectivenessand student performance Subsequent training during

the year and in following years will be provitlas will ongoing professional development for newly
hired administratorgo support new learning and ongoing calibratitmensure effective practices.

Additionally, the district will participate in any trainings and technical assistance made available
by the State Department of Education

The evaluator completes the summative evaluation report, shares it withatirainistrator,and
AAAO EO Oi OEA AAIETEOOOAOI 060 DPAOOI T £
administrator requests to be atkd within two weeks of receipt of the report.

Summative ratings must be completed for all administrators by June 30 of a given sgbaol
Should state standardized test data not yet be available at the time of arftialg, a rating must

be completed based on evidence that is available. Whéme summative rating for an
administrator may be significantly impacted by state standardized test data or teacher
effectivenessratings, the evaluator should recalculatethe A A1 ET E Oshrndatded raxiagd
when the data is available and submit the adjusted rating no later than SeptemberThis
adjustment should take place before the start of the new school year so that priorgealts can
inform goal setting in the new school year.
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Initial ratings are basedon all availabledata and are made in the spring so that they can be
used for any employment decisions as needed Since some components may not be
completedat this point, herearerulesof thumb to usein arrivingat arating:

1 If stakeholder surveyresults are not yet available, then the observation ofpractice
rating shouldcountfor 50° of the preliminaryrating.

1 If the teacher effectivenessoutcomes ratings are not yet available, then the
student learningneasuresshouldcountfor 50” of the preliminaryrating.

1 If the state accountability measures are not yet available, then the Student
Learning Objectivesshouldcountfor the full assessmenof studentlearning.

1 If none of the summative student learning indicators canyet be assessedthenthe
evaluatorshouldexaminethe mostrecentinterim assessmentlatato assesgrogress
andarriveat anassessmendfthe AA T ET E Q&forkanteandhid component.

SupportandDevelopment

The Bridgeport Public Schools believes thatakiation alone cannot hope to improve leadership
practice, teachereffectiveness,and student learning However, when paired with effective,
relevant, and timely support, the evaluation processhasthe potential to helpmoveadministrators
alongthe pathto exemplarypractice.

Evaluatiorinformed Professional Learning

Student successdepends on effective teaching, learning and leadership The Bridgeport
00O0AIl EA 3 A E loripiofés§ionaiieBritng it that esehand every Connecticuteducator
engagesin continuous learning every day to increaseprofessionaleffectiveness,resulting in
positiveoutcomesfor allstudents.ForBridgepor® sfudentsto graduatecollegeandcareerready,
educators must engagein strategically planned,well-supported standardsbased,continuous
professionalearningfocusedonimprovingstudentoutcomes.

Throughoutthe processof implementingthis model, in mutual agreementwith their evaluators
alladministratorswill identify professional learningieedsthat supporttheir goaland objectives
The identified needs will serve as the foundation for ongoing conversdions about the
AAT ET E Opaied latldntpact on student outcomes The professional learning
opportunitiesidentified for eachadministrator shouldbe basedon the individual strengthsand
needsthat areidentified through the evaluationprocess The processmay alsorevealareas of
common need among administrators,which canthen be targeted with schootwide or district-
wide professionalearningopportunities.
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Improvement and Remediation Plans

IfanAAT ET E Qérfornénicesdat@d as developingor belowstandard it signalsthe need
for focused support and development A Structured Support Plan or Assistance
Plan will be developedby the evaluatorin consultation with the administrator and his/her
exclusivebargaining representative,when applicable,and be differentiated by the level of
identified needand/or stageof development.

Additional Levels of Support:

1. Structured Support: An administrator would be placed on the Structured Support
Level and receive a Structured Support Plap September 3%, in addition to the
obligations of the overall evaluation system, if they are rated as developing or below
standard during the prior school yearThe Structured Support Plan includes targeted
performance goals,strategies, and means of measuring succes®org timelines The
administrator and evaluator will have 3 cheickmeetings during the year (December, February
and April) The administrator may also request peer suppdftpeer support is requested, the
support must become part of the Structuredi@oort Plan The administrator must document
the support and bring the documentation to the chek meetings If the administrator is
successful in addressing the Structured Support Plan @dated as Accomplished or
Exemplary, he/she will be removddom the Structure Support Level The evaluator has
discretion for keeping an administrator in Structured Support for a second year if the
administrator is showing improvementA new Structured Support Plan will be developed for
the 29 year in consultabn with the AAT ET E OO OA Oba@dinihg rdpgedent&iceE O A
Administrators may not stay in Structured Support beyotwlo consecutive years If the
administrator is not successful in addressing the Structured Support Plan by the end of the
schoolyear, or in some cases the second consecutive school weak s rated Developing or
Below Standard they will be placexhthe Assistance LevelSee Appendix Il.b.

2. Assistance LevelAn administratorwould be placed on the Assistance Level and receive an
Assistance Plan if they are rated Below Stardl during the prior school year, drthey were
unsuccessful in addressing their Structured Support Plan and have been rated as Developing
for one or two consecutive yearsThe Assistance Level is a commuriioa of grave
importance to theadministrator OEAO EAZ OEA AEOOOEAO80O DHAO/
unmet, termination of contract will follow To communicate the serious nature of placement
into the Assistance Level notice shall come from the Superideent of Schools no later than
September 229. By September 30" the administratorshall meet with the Superintendent of
Schools (or designee), the 3 assigned evaluators who make UgpvdleationTeam,along with
the administratord O A @A 1 O O Eréplesertativ@ oAdisduss Ithe€ specific performance
objectives means of measuring, strategies, observations and meetirgch theadministrator
must adhere to and addressThe process for meeting these performance objectives, the
individuals responsilel for providing support, a time framdor providing support and the
evaluation team members will be presented to théministratorat this meeting.
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The Assistance Level shall be divided into 3 assessment periods so that progress may be closely
monitored throughout the year The 3 assessments and 1 summative evaluation will be
completed as follows: Assessment 1: October through December; Assessment 2: January
through March; Assessment

April through June; and the summative evaluation: JuAethe end ofeach assessment period

the primary evaluator will complete a Summary of the Assessment Period and conduct a
meeting with team membersadministrator,and his/her exclusive bargaining representative

If the administrator has successily met the plan, ands rated Accomplished or Exemplary
OEAU OEAI T AA OAIT OAA EOI I | OOEOOAT Akthe AOA
administratordoes not successfully meet the performance objectives of the plan and is rated
Developing or Below Standdrthen theadministratorwill be recommended for termination.

See Appendix Il.c.

Well-articulated Improvement and Remediation Plans:

1 Clearlyidentify targeted supports, in consultation with thedministrator, which may
include specialized professional development, collegial assistance, increasel
supewisoryobservationsandfeedback,and/orspeciakresources andtrategiesalignec
to the improvementoutcomes.

1 Clearly delineate goals linked to specific indicators and domains within the
observationof practiceframework/rubricthat specifyexactlywhat the administratoi
must demonstrateat the conclusiorof the ImprovementandRemediationPlanin order
to beconsidered AAAT | BP1 EOEAA86

1 Indicate a timeline for implementing suchresources,support and other strategies
in the courseof the sameschoolyear asthe planis developed.Determine datesfor
interim and finalreviewsin accordancewith stages ofsupport.

1 Include indicators of success,ncluding a rating of accomplishedor better at the
conclusionof the improvementandremediationplan.
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CareerDevelopmentandGrowth

Rewardingexemplaryperformanceidentified through the evaluationprocesswith opportunities
for careerdevelopmentandprofessionagrowth isacritical stepin both building confidencein the
evaluationand support systemitself and in building the capacityand skillsof all leaders.

Examplesof suchopportunitiesinclude, but are not limited to: observationof peers;mentoring
aspiring and early-career administrators; participating indevelopment of administrator
improvement and remediation plans for peers whose performance is developingor below
standard leading ProfessionallLearning Communities; differentiated career pathways; and
focusedprofessionalearningbasedon goalsfor continuousgrowth anddevelopment.

LeadershipPracticeRelatedIndicators

The Leadership Practice Related Indicators evaluate the AAT ET E OKhomelde 0f6 O
complex set of skillsand competenciesand how these are applied in leadershippractice It is
comprisedof two components:

1 ObservatiorofLeadershigPractice whichcountsfor40”;and
1 StakeholdeiFeedbackwhichcountsfor 10

Component #1:Observation of Leadership Practic€40%)

AnassessmenbfanA Al ET E Qeadéstipprércéy by direct observationof practice and
the collectionof other evidencez is40*of anA A I E 1 E Gdnnatideradng.O

Leadershippractice is describedin the Common Core of Leading (CCL)ConnecticutSchool
Leadershigtandardsadoptedby the ConnecticutState Boardof Educationin Juneof 2012,which
use the national Interstate School LeadersLicensureConsortium (ISLLC)standardsas their
foundation and define effective administrative practice through six performanceexpectations.

1. Vision, Missionand Goals: Educationleadersensurethe successand achievementof
all studentsby guiding the developmentand implementation of a sharedvision of
learning, a strong organizational mission, and high expectations for student
performance.

2. Teaching and Learning: Educationleadersensurethe successand achievementof
all studentsby monitoring andcontinuouslyimprovingteachingandlearning.

3. Organizational Systems and Safety: Education leaders ensure the successand
achievementof all studentsby managingorganizationalsystemsand resourcesor a
safe, high-performinglearningenvironment.

4. Familiesand Stakeholders: Educationleadersensurethe succesandachievementof
all students by collaborating with families and stakeholdersto respondto diverse
community interestsandneedsandto mobilizecommunityresources.

5. Ethics and Integrity: Educationleadersensurethe successand achievementof all
studentsby beingethicalandactingwith integrity.
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6. The Education System: Educationleadersensurethe successand achievementof
all studentsand advocatefor their students,faculty, and staff needsby influencing
systemsof political,social,economic,legal,and culturalcontextsaffecting education.

All six of these performanceexpectationscontribute to successfubchools,but researchshows
that some have a bigger impact than others. In particular,improving teaching and learning is
at the core of what effective educationalleadersdo. As such, Performance Expectation 2
(Teaching and Learning) comprisesapproximately half of the leadershippracticerating and
the other fiveperformance expectations arequally weighted.
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Figure 3: LeadershipPracticez 6 PerformanceExpectations
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Theseweightings should be consistentfor all principalsand central office administrators For
assistant principals and other schooklbased 092 certificate holders, working in an
administrative capacity, the six performance expectations are weighed equally, reflecting the

need foremergingleadersto developthe full set of skillsand competenciesin orderto assume
greaterresponsibilitiesas they move forward in their careers While assistantb OE T Ad&deB A1 O
andresponsibilitiesvary from schoolto school,creating a robust pipeline of effective principals
dependson adequatelypreparingassistantprincipalsfor the principatship.

In order to arrive at these ratings, administrators are measured against the CCL Leader
EvaluationRubricwhichdescribedeadershipactionsacrosgour performanceevelsfor each ofthe
sixperformanceexpectationsand associatecelements.Thefour performancdevelsare:

1 Exemplary The Exemplary Level focuses on the concepts of developing capacity for action
and leadership beyond the individual leadeZollaboration and involvement from a wide
range of staff,students,and stakeholders is prioritized as appropriate in distinguishing
Exemplary performance frovAccomplishedoerformance.

1 Accomplished The rubricis anchored at theAccomplishedLevel using the indicator
language from the Connecticut School Leadership Standard$e specific indicator
language is highlighted in bold at the Proficient level.
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1 Developing The Developing Level focuses on leaders vatlyeneral knowledge of
leader ship practices but most of those practices do not necessarily lead to positive
results.

1 Below Standard The Below Standard Level focuses on a limited understanding of
leadership practices and general inaction on the partiefleader.

Two key concepts, indicated by bullets, are often included as indicators Each concept
demonstratesa continuumof performanceacrosghe row, from belowstandardto exemplary.

Examples of Evidenceare provided for each element of the rubric. While these Examplesof
Evidencecanbe a guidefor evaluatortraining and discussionthey are only examplesand should
not be used as a checklist. As evaluatordearn and use the rubric, they should review these
Examplesof Evidenceand generateadditional examplesfrom their own experiencethat could
alsoserveasevidencel /4 ccOrhplishedpractice.

Strategies folUsingthe CClLLeaderEvaluationRubric:

Helping administrators get better: The rubric is designed to be developmental in useoittains

a detailed continuum of performance for every indicator within the CCL: Connecticut School
Leadership Standards in order to serve as a guide and resource for school laadergaluators

to talk about practice, identify specific areas for grovahd development, and have language to
use in describing what improved practice would be.

Making judgments about administrator practice: In some cases, evaluators may find that a
leader demonstrates one level of performance for one concept and a differevel lof
performance for a secondoncept within a row. In those cases, the evaluator will jusgment

to decide on the level of performance for that particular indicator.

Assigning ratings for each performance expectationAdministrators and evaluators Wnot be
required to complete this rubric at the Indicator level for any -ssl§essment or evaluation
process. Evaluators and administrators will review performance and comple&iation detall

at the Performance Expectation level and may discuss parémce at theElement level, usg

the detailed Indicator rowsas supporting information as needed. As part of the evaluation
process, evaluators and school leaders should identify a few spacdas for ongoing support
and growth.

Assessing the practiceof administrators other than principals: All indicators of theevaluation
rubric may not apply to assistant principals or central office administrators. Districts may
generate ratings using evidence collected from applicable indicators inG@é&:Connecticut
School Leadership Standards

andsupport systemwhile furtherguidance i$eingdeveloped All CentralOffice Administratorswill berequired toparticipate inthe
newsystemin the 20152016schoolyear.
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PerformanceExpectation 1:Vision, Mission andGoals

Education leaders ensure the successand achievement of all students by guiding the
development and implementation of a shared vision of learning, a strong organizational
missionandhigh expectationsfor studentperformance.

Element A: High Expectations forAll

Leadersensurethat the creation of the vision, missionand goalsestablisheshigh expectations
for all studentsandstaff”.

The Leade3

Indicator Below Standard Developing  Accomplished

1. Information relieson usesdatato usesvaried usesawiderange
& analysis their own setgoalsfor sourcesof ofdatatoinform
SYETENE B knowledgeand  students. informationand  the development
missionand assumptiondo  shapesavision  analyzedata ofandto
goals shapeschoot andmission aboutcurrent collaboratively

wide vision, basedon basic practicesand track progress

missionand dataandanalysis. outcomesto towardachieving

goals. shapeavision, the vision,
missionand missionand
goals. goals.

P nChiaiml doesnot align establishes aligns thevision, buildsthe
EES theOAET 1 1 € schoolvision, missionandgoals capacityof all

vision,mission  missionandgoals oftheschoolto  staffto ensure
andgoalsto that arepartially  district, stateand the vision,
district, stateor  alignedto district federalpolicies.  missionandgoals
federalpolicies.  priorities. arealignedto

district, state and
federalpolicies.

“Leader:ConnecticutSchoolLeaderswho are employedunder their immediate administrator 092 certificate
(e.g.,curriculumcoordinator,principal,assistantprincipal, departmentheadand other supervisorypositions.)
" Staff: All educatorsandnon-certified staff

Arriving at a Leadership Practicesummative Rating

Summative ratings are based on the evidence for each performance expectation in the CCL
Leader Evaluation Rubric Evaluators collect written evidence about and observe the
AAI ETEOOOCAOT 060 1 AAAAOOEED bDOAA GtadrdoriclSAe0iic OO0 (¢
attention is paid to leadership performancexpectaions/indicators identified as needing
development mutually agreed upon fomprovement, andhe focus of theMay selfreflection.

50



This is accomplished through the following steps, undertaken by the administrator being
evaluated and by the evaluator completing the evaioat

a. The administrator and evaluator meet for a G&tting Conference to identify focus areas
Al O AAGAT T PI AT O 1T &£ OEA AAI ET EOOOAODI 060 1 AA
b. The administrator collects eviden@bout his/her practice and the evaluator collects evidence

about administrator practice with a particular emphasis on the identified focus areas for
development Evaluators of administrators must conduct

A At least two schoolsite observations for any administrator

A Should conduct at least four school siteobservations for administrators who are
new to their district, school, the profession or who have received ratings of
developing or below standard.

c. The administrator and evaluator hold a Mid-Year Conferencewith a focused discussiorof
progresgoward Accomplishedn the focusareas identifiedisneedingdevelopmentby February 28.

d. Nearthe end of the schoolyear,the administrator reviewsall information and data collected
during the year and completes a summative self-assessment for review by the evaluator,
identifyingareasof strengthandcontinuedgrowth, aswellasprogressonthe focusareasby June
30N,

e. Theevaluatorand theadministrator meetto discussall evidencecollectedto date. Following
the conferencethe evaluatorusesthe preponderancef evidenceo assignasummative rating
of exemplary accomplishedjevelopingor belowstandardfor each performanceexpedation.
Thenthe evaluatorassignsa total practicerating basedon the criteriain the chart belowand
generatesasummaryreport of the evaluationbeforethe endof the schoolyear.

Principalsand Central Office Administrators:

Exemplary Developing Below Standard

Exemplanon At leastAccomplished At least Below Standaran
Teaching and on aching and Learning  Developingn Teaching and
Learning + Teaching and Learning
+ Learning
¥ or

Exemplarnon at least 2 At leastAccomplished At leastDeveloping Below Standaran
other performance on at least 3 other on at least dther at least 3 other
expectations performance performance performance
+ expectations expectations expectations

+
No rating below No rating below
Accomplishedon Developingn any
any performance performance
expectation expectation
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Assistant Principalsand Other SchoolBasedAdministrators:

Exemplary Developing Below Standard

At leastAccomplished

Exemplanon at least on at least a majority At leastDevelopingn
half of measured of performance atleast a
performance expectations majority of
expectations + performance

+ expectations

No rating below No rating below

Accomplishedon
any performance
expectation

Developingn any
performance
expectation

Component #2: Stakeholder Feedback(10*)

Below Standaran
at least half of
performance
expectations

Feedbackfrom stakeholdersz assessedy administration of a surveywith measureshat align
to the CCL:ConnecticutSchoolLeadershipStandardsz is 10¢of anA A ET E OsOmavatyé O O

rating.

Foreachadministrativerole, the stakeholderssurveyedshouldbe those in the best position to
provide meaningful feedback. For schootlbased administrators, stakeholders solicited for

feedbackmustincludeteachersand parents

Surveys

Parentsurveyscapture feedback related to the key strategies;tions,and events at a school
xEEIT A OEA OOAEE OOOOAUOG &I AOO AEOAAOGI U 11
the impact on stakeholders Panorama Education was consulted by the disttict develop

surveys that are valid and reliable. Surveys will be conducted annually and every effort will be

made to ensure maximum participation of stakeholders.
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Stakeholder FeedbackSummative Rating

Ratings should reflect the degree to which an administrator makes growth on feedback
measuresusingdatafrom the prioryearor beginningof theyearas abaselinefor settinga growth
target.

Exceptionsto this include:

1 Administratorswith highratingsalready,in whichcase the rating shouldreflectthe
degreeto whichmeasuregemainhigh.

1 Administrators newto the role, in whichcase the rating shouldbe basedon areasonable
target, usingdistrict averagesor averagesf schoolsn similarsituations.

This is accomplishedin the following steps, undertaken by the administrator being
evaluatedandreviewedby the evaluator:

1. Selectappropriatesurveymeasuresalignedto the CCL:ConnecticutSchool
LeadershipStandards.

2. Reviewbaselinedataon selectedmeasuresyhichmayrequireafall administrationof
the surveyinyearone.

3. Setonetarget for growth on selectedmeasuregor performanceon selectedmeasures
when growth is not feasible to assess or performance is alrdagg).

4. Laterinthe schoolyear,administersurveygo relevantstakeholders, where applicable.
5. Aggregatedataanddeterminewhetherthe administratorachievedhe establishedarget.

6. Assignarating, usingthis scale:

Exemplary Developing Below Standard

Substantially Met target Madesubstantial Madelittle orno
exceededarget progressbut did not progressagainsttarget
meettarget

T sz o~ A z A

000 A O ®AI EEMAEh @dthe discretion of the evaluator and the administrator being
evaluatedin the context of the target being set. However,more than half of the rating of an
administrator on stakeholderfeedbackmust be basedon an assessmentf improvement over

time.
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Student OutcomesRelatedIndicators includestwo components:

9 StudentLearningwhichcountsfor45*;and
M TeacherEffectivenesOutcomes,which countsfor 5%.

Component #3: Student Learning (45*)

Student learning is assessedn equal weight by: (a) performance and progresson the
academic learning measuresin the O O A @dtduability system for schools and (b)
performanceandgrowth onlocally-determinedmeasuresEachof thesemeasureswill have
aweight of 22.5¢andtogether they will accountfor 45%ofthe A A | ET E G@dkidn] 06 O

State Measures ofAcademic Learning

A OA E 1 SPP @n@verageof student performancein all tested gradesand subjectsfor a

given schoob allows for the evaluationof school performanceacrossall tested grades,
subjectsand performancelevelson state tests. The goal for all Bridgeport schoolsis to
achievean SPIrating of 88, which indicatesthat on averageall studentsareatthe OOA OCA O
level.

Currently, the O O A @écoudrability system?® includes two measures of
student academic learning:

1. School Performance Index (SPI)progressz changesfrom baselinein student

~ A s~ ~LoA =

PLEASENOTE: SPI calculationswill not be availablefor the 201415 schoolyear due
See 2015 SEE| 10 the transitionfrom statelegacyteststo the SmarterBalancedAssessmen#é5*of an
AAT ET E Or&lidgAf@ IStOderd Learning will be based on student growth and
performance omeasures determined by the district.

Document

2. SPIprogressfor student subgroupsz changesrom baselinein student achievementor

~ A o~ NoA =

6All of the currentacademidearningmeasuresn the state accountability systenassesstatusachievementof
studentsor changesn statusachievementfrom yearto year. Thereareno true growth measures.|f the stateadds
agrowth measureto the accountability model, it isrecommendedhat it countas50*ofab OE | AB® Al 6 O
academidearningrating in Excelling school€0”in Progressingand Transitionschools,and 70%in Reviewand
Turnaroundschools.
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Locally-Determined MeasuresStudent Learning Objectives)

Administratorsestablishthree Student LearningObjectives(SLOs)on measuresthey select. In
selectingmeasurescertainparametersapply:

1 All measuresmust alignto Common Core State Standardsand Connecticut Content
Standards.In instanceswhere there are no suchstandardsthat applyto a subject/grade
level,districtsmust provideevidenceof alignmentto researchbasedlearningstandards.

1 Atleastoneofthe measuresnustfocuson studentoutcomesfrom subjectsand/orgrades
not assessen state-administeredassessments.

1 Foradministratorsin high school,one measuremust includethe cohort graduationrate
and the extendedgraduation rate, as definedin the 3 O A @gb@@d applicatiorfor
flexibility underthe Elementaryand SecondaryEducationAct.

f Foradministratorsassignedo aschoolin O OA O AR © O1 Astatusimdikaiorswill
alignwith the performancetargetssetinthe O A E Tnfahdat€dimprovementplan.
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Parameters of Administrator SLOsS

SLO1 SLO2 SLO3
Elementary or :
Middle School lc\)lronr-;%se;[gd subjects | g oaddiscretion
Principal g
Graduation
High School (meetsthe non-tested iscreti
2 Broaddiscretion
Principal grades or subjects
requirement)
Broaddiscretion:Indicatorsmay focuson
Elementaryor Norvtested subjects studentresultsfrom asubsetof teachers,

grade levelsor subjectsconsistentwith the
job responsibilitiesof the assistantprincipal
being evaluated.

Broaddiscretion:Indicatorsmay focuson
studentresultsfrom asubsetof teachers,
High SchoolAP | (meetsthenon-tested | graqe levels or subjects;onsistentwith the
grades or Subjects| jop responsibilitiesof the assistantprincipal
requirement) being evaluated.

(meetsthe non-tested gradesor subjectsrequirement)

Central Office Indicatorsmaybebasedonresultsinthe groupofschoolsgroupof
Administrator studentsor subjectareamostrelevanttothe AAT EI1 E Q&abO A
responsibilities or on district-wide studentlearningresults.

Middle SchoolAP | orgrades

Graduation

Beyond these parameters administrators have broad discretion in selecting indicators
including,but not limited to:

1 Student performanceor growth on state-administered assessmentsand/or district-ad-
opted assessmentsiot includedin the state accountability measures(e.g., commercial
content area assessments Advanceal Placement examinations, International
Baccalaureateexaminations).

T 3 OO0 A kiogpedsioward graduation in the school using strong predictive indicators,
including butnotlimitedto 9thand/or10thgradecreditaccumulatiorand/orthe percentage
of studentsthat pass9th and/or 10th grade subjectsmost commonly associatedwith
graduation.

T 3 OO A Aerforddnce or growth on schoolor classroomdeveloped assessmentsin
subjectsandgradelevelsfor whichthere arenot available stateassessmentsBelowarea
few examplesof indicators,goalsand SLOsfor administrators:
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Examples of Administrator SLOs

GradelLevel SLO

2ndGrade Amongsecondgraderswho remain enrolled in school and good
attendancefrom Septemberto May, 80" will makeat leastone
U A Agtodvtdin reading agneasured byMAP/NWEAassessments.

Middle School 78*0of studentswill attain proficientor higheronthe science
Science inquiry strandofthe CMTinMay.
High School 9th gradestudentswill accumulatesufficientcreditsto beingood

standingassophomoresby June.

Central Office ByJunel,2014the percentageofgrade3studentsacrosghe
Administrator district(inall5elementaryschoolsyeadingat orabovegradelevel
willimprovefrom 780 85*.

(CurriculumCoordinator)

Theprocesdor selectingmeasuresandcreating SLOsshouldstrike a balancebetween alignment
to district studentlearningprioritiesandafocusonthe mostsignificantschootlevel studentlearning
needs Todoso,it iscriticalthat the procesgollow apre-determinedtimeline.

First,the district establishesstudentlearningpriorities for a givenschoolyearbasedon available
data. Thesemay be a continuation for multi-yearimprovement strategiesor a newpriority that
emergesfrom achievementdata.

1 Theadministrator usesavailabledatato craft an improvementplan for the school/area
Thisis done in collaborationwith other stakeholdersand includesa manageableset of
clearstudentlearningtargets.

1 Theadministratorchoosesstudent-learningprioritiesfor her/hisown evaluationthat are
(a) aligned to district priorities (unlessthe schoolis already doing well against those
priorities) and(b) aligned with the school improvement plan.

1 The administrator choosesmeasuresthat best assesghe priorities and developsclear
andmeasurableSLOsfor the chosenassessments/indicatorseethe! Al ET E GBI A O
Handbook,and SLOQuality Testz found on the CT SEED website

1 Theadministrator sharesthe SLOswith her/his evaluator,informing a conversation
designedto ensurethat:

U The objectives are adequately ambitious.

U There is adequate data that can be collected to make a fair judgment about
whetherthe administratormet the establishedbjectives.

U The objectivesare basedon a review of student characteristics(e.g., mobility,
attendance, demographic and learning characteristics) relevant to the
assessmenbf the administratoragainstthe objective.

57



U The professionalresourcesare appropriate to supporting the administrator in
meeting the performancetargets.

1 Theadministrator and evaluator collect interim data on the SLOsto inform a mid-year
conversation(whichis an opportunity to assesgprogressand, asneeded,adjusttargets)
andsummativedatato inform summativeratings.

Based on this process, administrators receive a rating for this portion, dellows

Exemplary Accomplished Developing Below Standard
Met all Met2objectives  Metl Met O objectives
3objectivesand andmadeat objectiveand R
substantially leastsubstantial ~ made . :
exceedecatleast  progressonthe  substantial ~ Metlobjectiveanddidnotmake
2targets 3rd progressonat  Substantialprogresson either of
leastlother ~ theother2

Arriving at Student Learning Summative Rating

To arrive at an overall student learning rating, the ratings for the state assessmentand the locally
determinedratingsin the two componentsareplotted on this matrix:

State Measuresof AcademicLearning

4 3

: [

Rate Rate Rate Giﬁggsr::g[itgﬁr
Exemplary Exemplary Accomplished
Loca”y Rate Rate Rate Rate
ll\)/litgsm:’len;? Exemplary Accomplished Accomplished Developing
u
Academic Rate Rate Rate Rate
. Accomplished Accomplished Developing Developing
Learning ST
iﬁf o?rrn:':i or?r Rate Rate RateBelow
Developing Developing Standard
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Component#4: TeacherEffectivenessOutcomes (5”)

Teacher effectiveness outcomes z as measured by an aggregation of O A A A Bthderd 6
learningobjectives(SLOs makeup5*ofanA A1 ET E G@lakidn] 06 O

Improving teacher effectiveness outcomes is central to a AAT ET E O0l® ik @iiving O
improved student learning That is why, in addition to measuring the actions that
administratorstake to increaseteachereffectivenessthe administrator evaluationand support
modelalsoassessethe outcomesof all of that work.

~ A s~ o~ oA =

accomplishmentof SLOs.Thisis the basisfor assessindA A | ET E Gcondibuon © @éacher
effectivenessoutcomes.In order to maintain a strong focuson teacherssetting ambitiousSLOs
for their evaluation, it is imperative that evaluators of administrators discuss with the

administrator theirstrategiesin workingwith teachers tosetSLOsWithout attention to thisissue,
thereisasubstantialrisk of administratorsnot encouragingeachersto set ambitiousSLOs.

Exemplary Developing Below Standard

>80% ofteachersare >60" ofteachersare >40" ofteachersare <40” ofteachersare
rated accomplishedor rated accomplishedor rated accomplishedor rated accomplishedor
exemplaryon the exemplaryon the exemplaryon the exemplaryon the
studentlearning studentlearning studentlearning studentlearning
objectivesportion of objectivesportion of objectivesportion of objectivesportion of
their evaluation their evaluation their evaluation their evaluation

1 CentralOffice Administratorswill be responsiblefor the teachersundertheir assignedole.

1 Allotheradministratorswillberesponsibldortheteachergheydirectlyevaluate.

Summative Administrator
EvaluationRating

Summative Scoring

Everyeducator will receiveone of four performanceratings:
a. Exemplary Substantiallyexceedingndicatorsof performance

b. Accomplished Meetingindicatorsof performance

c. Developing Meetingsomeindicatorsof performancebut not others

d. Belowstandard: Not meetingindicatorsof performance
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Accomplishedrepresentsfully satisfactory performancelt isthe rigorous standard expected for
most experienced administrators Specifically, accomplished administrators can be
characteizedas:

l

= =2 =2 =

Meeting expectationsasaninstructionalleader;
Meetingexpectationsnatleast3otherareasofpractice;
Meetingandmakingprogressonltargetrelatedto stakeholderfeedback;
Meetingstateaccountabilitygrowthtargetsontestsof coreacademicsubjects;

Meetingandmakingprogreson3studentlearningobjectivesalignedto schooland
district priorities;and

Havingmorethan60”ofteachersaccomplishedonthe studentgrowth portionoftheir
evaluation.

Supporting administrators to become accomplishedis at the very heart of this
evaluation model.

Exemplary ratings are reservedfor performancethat significantly exceedsaccomplishedand
could serve as a model for leadersdistrict-wide or even statewide. Few administrators are
expectedto demonstrate exemplary performance on more than a small number ofpractice
elements.

A rating of developingmeansthat performanceis meeting accomplishedn some components
but not others. Improvementis necessaryand expected and two consecutiveyears at the
developinglevelis,for anexperiencecadministrator,acausefor concern.

Arating of belowstandard indicatesperformancethat isbelowaccomplishedn allcomponents
or unacceptablylow on one or more components.

Determining Summative Ratings

The rating will be determined using the following steps:

1. DeterminingaleaderPracticeRating;

2. DetermininganStudentOutcomesRating;and

3. Combiningthe two into anoverallrating usingthe SummativeMatrix.
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Eachstepisillustrated below:

A. PRACTICELeadership Practice(40%)
+ Stakeholder Feedback(10®) =50"

The practice rating derives from an AA T E1 E OgedpAr@rice©dh Ghe six performance
expectatiors of the Comma Core of LeadingevaluationRubric (CCL)and the one stakeholder
feedbacktarget. Theobservation oladministratorperformanceandpracticecountsfor 40* of the
total rating and stakeholderfeedbackcountsfor 10° of the total rating. Simply multiply these

weights by the component scoresto get the category points. The points are then translated
to arating usingthe rating table below.

Component Score(1-4)  Weight SummaryScore
Observationof LeadershipPractice 2 40 80
StakeholderFeedback 3 10 30
TOTALLEADERPRACTICERELATEDPOINTS 110
Leader Practice-Related Points LeaderPractice-Related Rating
50-80 Below Standard
— 81-126 Developing —
81-126 Accomplished
127174 Exemplary

B. OUTCOMESStudent Learning (45%)
+TeacherEffectivenessOutcomes (5*) =50

The outcomesrating is derived from student learningz student performanceand progresson
academiclearning measuresin the O O A @dddurability system (SPI)and student learning
objectivesz andteachereffectivenesutcomes Asshowninthe Summative Rating Form, state
reports provide an assessmentating and evaluatorsrecord a rating for the student learning

objectivesagreedto inthe beginningof the year. Simplymultiply theseweightsby the component
scoresto get the categorypoints.
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Points
(scorex weight)

Component Score(1-4)  Weight

StudentLearning(SPIProgressand

SLOS) 3 45 135
TeacherEffectivenesOutcomes 2 5 10

TOTALSTUDENTOUTCOMESRELATEDPOINTS 145

Student Outcomes Student Outcomes
RelatedIndicators Points Related Indicators Rating
50-80 BelowStandard
81-126 Developing
I 127174 Accomplished —
175200 Exemplary

C. OVERALL:Leader Practice +Student Outcomes

The overall rating combinesthe practice and outcomes ratings using the matrix below.
Usingthe ratingsdeterminedfor eachmajor category: Student OutcomesRelatedIndicators
and LeaderPracticeRelatedIndicators,follow the respectivecolumn and row to the center
of the matrix. The point of intersection indicatesthe summative rating. For the example
provided, the Leader PracticeRelated rating is developing and the Student Outcomes
Relatedrating isaccomplishedThesummativerating isthereforeaccomplished

If the two major categories are highly discrepant (e.g., a rating of exemplaryfor Leader
Practiceand a rating of below standardfor Student Outcomes),then the evaluator should
examinethe data and gather additional information in order to determine a summative
rating.
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Overall LeaderPractice Rating

Rate Rate Rate f%?ttr[g
E I E I A lished
xemplary xempiary ccompiishe information
Overall Rate Rate Rate e
Student Exemplary Accomplished Accomplished Developing
Outt_:omes Rate Rate Rate Rate
Ratlng Accomplished Accomplished Developing Developing
G'a:‘herfur'ther Rate Rate RateBelow
BRI Developing Developing Standard

Adjustment of Summative Rating:

Summativeratings must be completedfor all administratorsby June30 of a given schoolyear.
Should state standardizedtest data not yet be availableat the time of a summative rating, a
rating must be completed basedon evidencethat is available Whenthe summaive rating for
an administrator may be significantly affected by state standardizedtest data, the evaluator
should recalculatethe A AT ET E OidaDdudrhadvé rdting when the data is availableand

submit the adjustedrating not later than Septemberl5 Theseadjustments shouldinform goal
settingin the newschoolyear.

Definition of Effectivenessand Ineffectiveness

An administrator will generally be deemed ineffective if they are rated below standard or
developing for two consecutive years.

An administrator will be deemed effective if they are rated accomplished or exemplary for two
consecutiveyears.
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Dispute-ResolutionProcess

1. Bridgeport Public Schools has established a process for resolving disputes in cases where the
evaluator and administrator cannot agree on goals / objectives, the evaluation period,
feedbackor the professional development plan. When such agreement cannot be reached,
the issue in disputewill be resolved according to the established collective bargaining
agreement, Article VI (See attachment in appendices). This dispute resolution wilkitiodu
superintendent or superintendent designee as part of the final process of resolution and the
final decided resolution will standSee Appendix Ill. Agreement between the BCAS and
the BBO, dated 0701-14 to 0630-17.
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Dispute-ResolutionProcess

(3) In accordancewith the requirementin the 1999 ConnecticutGuidelinesfor Teacher
Evaludion and ProfessionalDevelopment,in establishingor amendingthe local teacher
evaluation plan,the localor regionalboardof educationshallincludea procesdgor resolving
disputesin caseswhere the evaluatorand teacher cannot agree on goals/objectivesthe
evaluation period, feedback or the professionaldevelopment plan. As an illustrative
exampleof such a process(which servesasan option and not a requirementfor districts),
when suchagreement cannotbe reached the issuein disputemaybereferredfor resolution
to a subcommitee of the professionaldevelopmentand evaluationcommittee (PDEC) In
thisexample the superintendentandthe respectivecollectivebargainingunit for the district
may eachselectonerepresentativefrom the PDEQo constitutethissubcommittee aswellas
aneutral party as mutually agreedupon between the superintendentand the collective
bargaining unitln the eventthe designatedcommittee doesnot reachaunanimousdecision,
the issueshallbe consideredby the superintendentwhose decisionshall be binding. This
provision is to be utilized in accordancewith the specified processesand parameters
regarding goals/objectives, evaluation period, feedback, and professionaldevelopment
containedin this documenten- titled O# 1 T 1T AGu@ddide§idd Educator Evaluatiord

Should the process established as required by the document entited O#1 1 1 AAOE.
Guidelinesfor EducatoroeO A 1 O Alddds 13Undi2612 not result in resolution of a given

issue, the determination regarding that issue shall be made by the superintendent.An
examplewill be providedwithin the State model.

Rating System

2.1: 4-Level Matrix Rating System

(1)Annualsummativeevaluationsprovide eachteacherwith a summativerating alignedto
one of four performanceevaluationdesignators:Exemplary,Proficient, Developingand
BelowStandard.

(a)Theperformancelevelsshallbe definedasfollows:

EExemplaryz Substantially exceeding indicators of performance

EProficientz Meetingindicatorsof performance

EDevelopingz Meeting some indicators of performance but not others

EBelow standard; Not meeting indicators of performance
Theterm OB A O &£l Or thel aBofexshall mean OB O 1 QdkfDE by specified
indicatorsd 8uchindicatorsshallbe mutually agreedupon, asapplicable. Suchprogress
shall be demonstrated by evidence. The SDE will work with PEACto identify best
pradices aswell asissuesregardingthe implementation of the 4-Level Matrix Rating
Systemfor further discussiorprior to the 201516academicyear.
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45" Student Growth Component

(c)Onehalf (22.5%) of the indicatorsof academicgrowth and developmentusedasevidence
of whether goals/objectivesare met shall not be determined by a single, isolated
standardizedtest score,but shallbe determinedthrough the comparisonof data across
assessmentsadministeredover time, includingthe state test for those teachingtested
grades and subjectsor another standardizedindicator for other gradesand subjects
where available A state test canbe usedonly if there are interim assessmentshat lead
to that test, and suchinterim assessmentshallbe included irthe overallscorefor those
teachingtested gradesand subjects. Thoseavithout an availablestandardizedindicator
will select,through mutual agreement,subjectto the local disputeresolutionprocedure
asdescribedn sectionl.3,anadditionalnon-standardizedndicator.

a. Forthe 201415academigyear,the requireduseof statetestdataissuspendedpendng
federalapproval,pursuantto 0 %! Mexiflity recommendationon January29, 2014
andthe State Boardof % A O A A éx#iohdn BeBruary6, 2014.

b. Prior to the 201516 academicyear, the SDEwill work with PEACto examine and
evolvethe systemof standardizedand non-standardizedstudent learning indicators,
includingthe useof interim assessmentghat leadto the state testto measuregrowth

overtime.

For the other half(22.5%) of the indicators of academic growth and
development, there may be:

a. A maximum of one additional standardizedindicator, if there is mutual agreement,
subjectto the localdisputeresolutionprocedureasdescribedn section1.3.

b. Aminimum of onenon-standardizedndicator.
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