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About Evaluation

For the purpose ahcreasing student learning growlly improving the quality of instructional,
administrative, and supervisory services in the public schools of the state, the district school
superintendent shall establish procedures émnuallyevaluating the performance of duties and
responsibilities of all instructional, administrative, and supervisory personnel employed by the school
district. Florida Statutes Section 1012.34 @).

What does this mean?
To accomplishthe purpo®SFAY SR Ay 63 + RAAGNARAOG SOl ftdzr GAZ2Y
e Be focused on school leadership actions that impact student learning , and;
e Support professional learning grerformance of duties and responsibilitiéisat matter most for
student learning, faculty and leadership development.

The evaluation system adopted by the district is:

e Based on contemporary research that reveals educational leadership behaviors that, when done
correctly and in appropriate circumstances, have a positiyeathon student learning and faculty
development.

¢ Fully aligned with the Florida Principal Leadership StandaalS$tate Board of Education rule that
sets expectations for princippkrformance §BE Rule 638.080).

A New Approach to EvaluatiofThis evéuation system is designed to support three processes:

1. Selfreflection by the leader on current proficiencies and growth needs (What am | good at? What
can | do better?)

2. FeedbacKrom the evaluator and others on what needs improvement.

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

What is Evaluated?
Evaluation of school leaders is based on observation and evidence about certairslépderhaviors
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1. Student Growth Measures50% of a schodl S I RaSnNdRevaluation is based on the performance
of students in the school on specific state or district assessments (e.g. FCAT, EOC exams).
2. The Leadership Practicéfhis component contributes the remainiri%2 ¥ G KS aO0OK22f f ¢
evaluation. Leadershipractice combines results of the Florida School Leader Assessment (FSLA)
(80% of Leadership Practicaihd an additional Metri; Deliberate Practic€20% of Leadership
Practiceip ¢KS C{[! O2yiUNAoOdziA2y (2 SO addnsand2zy A&
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The processes and forms described in the following pages aneséocon the Leadship Practice
component ¢ evaluation.



Trainingand Reflection

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

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

o Evaluators provide both recurringfeedback to guide growth in proficiency in district priorities
and provide summative performance ratings.

e Those who are both evaluated by this system and evaluate otlsawill do both.

The seven steps of the Florida School Leader Assessment are as fadlow

1. Orientation- begins at the start of the new sohbl year or when a new school administratethired.
The depth and detail of orientation may vary based on prior training and whether changes in the
evaluation model occurred, but an annual orientation oifiesher orientation should occur. This
step mayinclude:

¢ Board Chair and administratimonductorientation andor training on the Florida Principal
Lealership Standards (FPLS) to inclsgecific expectationsf Berkley Charter School Board of
Directors

o All stakeholders (leaders and evaluators) will have access to all the content andsemedgect to
the evaluation system.

e Personal reflection on the connection between his/her practice and the FPLS and the indicators of
the evaluation system. The leader and evaluator will come to an agreement on what the leader
needs to know and what toonicentrate on

2. Preevaluation PlanningThe leader and evaluator will have a formal meeting to address the
process and expectations.

¢ The seHassessment will be used to specifically identify improvement priorities.

e The evaluator articulates a perspectivkestrength and growth needs for the leader.

3. Initial Meeting between Evaluatee and Evaluatdexpectations will focus on various areas, such as
student growth measure@/alueAdded Model) proposed targets for deliberate practice and
perceptions from Step & 2.

4. Monitoring, Data Collection, and Application to Practic€his is the leadership and impact evidence
collected by the evaluator and shared by the evaluatee.

e Site visits will give formal and informal data.

e Accumulation of data and evidenceonledtl®a | OGA2ya FyR AYLI OO0 o

5. Mid-year Progress Review

e Progress is discussed and reviewed,; if there is an absenceindiaator it is discussed and
addressed with a follovwap meeting.

e Overview of actions/processes that apply to all domains and a feedbackgaiven.

6. Prepare a performance assessmeithe summative evaluation form is prepared by the
evaluator aml a FSLA score is calculated.




7. Yearend Meding between Evaluatee andvaluator: Aformal meeting between the evaluatesnd
evaluator occurs where the score is explained and priority growth issues are considered for the
future.

Evaluataos provide recurring feedback to guide growth in proficiency in district priorities and also
provide summative performance ratings.
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administrator evaluatiorsystems should include the following:

V The research framework(s) on which the evaluation system is b&sexh research framework is
associated with particular approaches to instruction or leadership. The research aligned with the
district framework(s) is. useful source of deeper understanding of how to implement strategies
correctly and in appropriate circumstances. Evaluators can provide better feedback-to sub
ordinates when they undetand the research framework.

V Inter-rater reliability: Evaluatorsn the distri¢ should be able to provide subordinates uniform
feedback and rating® insure district wide consistencyhis is promoted by training on the
following:

a. ¢ KS & faéwhat Khdvidige, skills, and impacts are identified as system pesri
by inclusion of indicators in the eluation system.

b. The rubricg how to dstinguish proftient levels.

c. Rater reliability checks processes for verifying raters meet district exg@ions in using
the rubrics.

V  Specific, actionable, and timeflgedback processe&valuators observation mugtomote
improvementto employees in a specific, actionable, and timely manner. Traimirtgow to do so is
essential Employee will receive recurring feedback on their proficiency on high effect size
strateges

V  Conference protocols and use of fomAgiministrators will be required to use the Deliberate
Practice form for the ILDP for clear and concise goal setting during the annual preconference. The
summative conference will use the scoring fdion determining the overall summative rating

V Processes and procedures for implementing the evaluation sydteroductory manuals/materials
O2@SNAYy3a GKS ySg CEt2NARF t NAYOALIf [ SIFRSNEKALI {
instruction and thestate model of the principal evaluation system which will include:

a. Evidence gathering: What sources are to be used?
b. Timeframes and record keeping

c. Soring rules

d. Use of forms



V Student growth measure3he performance of students under et RS N & & dzZLISNIIA A A 2y
50% of the anual performancedvel.For measuringhe student learning growth for the school
year 20122013, schol administrators will use thechootwide aggregate of thealue-Added
Model using scores from FCARtM andReading Prior to assigng a ratirg of highly effective or
unsatigactorythe standarderror, confidence levedf k=1, will be applied for an added layer of
certairty one has in the score.Beginning with the current year, three years of FCAT data, mieasur
student learnng growth, will be used for 508§ the evaluation.

V' Sources of information about the evaluation systemvw.floridaschoolleaders.org
www.fldoe.org

V' Procedures for training employees the evaluation proces8erkleywill use FLDOE guidance on
training evaluators posted atww.fldoe.org/profdev/pa.agspabeled Training Evaluators in District
Instructional and Administrator Evaluati®ystems

V' Additional metricsEmployees will be trained annually on any additional metrics and as new
administrators are hired.

Schoollmprovement Plans:

Schooimprovement plans are developed through needs assessment of data: student performance data,
instructional personnel evaluation data and principal evaluation data. Results of personnel evaluations will
be used to determine professional learning needs ef district, school, and individual. School

improvement plans will consider student performance achievement and the strengths and needs of
personnel in the development of action plans, with improved student performance being the guiding goal.

Continuousimprovement
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Evaluation System. Feedback to personnel, and professional conversation between observers/evaluators
and personnel, is critical to profsisnal growth.

Through the evaluation process, school leaders are provided with timely feedback to support improvement
of professional skills needed for effective job performance. Evaluators will gather data on specific elements
of the Florida School LeadAssessment, using rubrics to guide reflective feedback. Feedback is used to
improve the quality of future actions or depth of understamglion performance expectations.

The procedures for providing school leaders with feedback that supports improvenmepérformance are
as follows:

During Step 1, othe Orientation, each school leader will engage in personal reflection on the connection
between his/her practice and the FPLS and indicators on$t#. A his may be completed on the Florida
School Leaders Principal Leadership Standards Inventory, when revision to the revised FPLS is completed.
Pre-evaluation planning will include the use of the ssd§essment and other data or evidence that

supports arissue as an improvement priority (School Improvement Plan, student achievement data,
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http://www.floridaschoolleaders.org/
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priority evaluations, and evidence of systemic processes that need work.) At the Initial Meeting, the school
leader and evaluator will meet to discuss expectations. Maduator will use data to provide feedback on
strengths and growth needs for the leader to consider in development of the Individual Leadership
Development Plan.

A Midyear Progress Reviewill be held between the school leader and observer. During ehilew the

school leader will be prepared to provide a general overview of actions/processes that apply to domains
and proficiency indicators. Strengths and progress are recognized and priority growth needs are recognized.
The FSLA Feedback and ProtocoirFaill be used to provide feedback on all indicators for which there is
sufficient evidence to rate proficiency. Any indicators which the evaluator has identified for a specific status
update are reviewed and more specific feedback is provided. Througheyar, as evidence and

observations are obtained that generate specific and actionable feedback, it is provided in a timely manner
through faceto-face contact, FSLA feedback forms, email or telephone, or memoranda.

A Yeaitnd Meetingis held betweentie school leader and evaluator in which the FSLA scores is explained,
and growth on specific targets is reviewed. Priority growth issues that are identified as a result of the FSLA
d02NB FyR (GKIFIG akKz2dZ R 6S 02y aAi Ré&deBSHp Dev@lopmentdr NIi 2 F
Plan/Deliberate Practice are reviewed.

TheDeliberate Practice Growth Targeirm, as part of lhe state model, will be used #e Individual
Leadership Development Plan. As the Florida School Leaders William Cecil Golden Ipedeesbpment
Program Individual Leadership Development Plan process is revised to reflect the Florida Leadership
Standards and contains the framework of Deliberate Pcacthe Individual eadershiDevelopment Plan
will be utilized.

The district shalinonitor the implementation of these processes through documentation of signatures on
the Individual Leadership Development Plan and on the-¥&dr Review Form by the school leader and
evaluator, and through documentation of the collection of evidence faedback. This documentation

may be compiled in a portfolio by the school leader.

The criteria for assessing the impact of professional development will include analysis of evaluation results
and student growth results. Professional learning for scheaders will be developed with district and
individual needs as they relate to the Florida Leadership Standards and proficiency areas and indicators of
the FSLA. Analysis of specific professional development activities that relate to specific proficiedcies
indicators will be done to assess the impact on leadership proficiency and to determine if targets were
obtained. Districtievel staff will use data from evaluation results, student performance, and the school
improvement plan to assess impact and qula a comparison report. This will be used to plan for future

professional learning activities

The district will use the approved performance evaluation instrument to identify development needs of
district schoolbased administrators. The district leerghip evaluation process will be based upon the
Florida Staff Development Protocol Standards and will utilize elements from the Florida Principal
Leadership Standards, student performance data and other relevant data. Results from the Summative
Evaluatiorwill be analyzed to identify professional development needs and an Individual Leadership Plan
will be developed to target those identified needs.

At the school level in planning the content for professional development activities system wide the
following nonexhaustive list of things may be included but not limited to:



e Promotion rates

e Learning gains

e Performance of disaggregated sgloups
e School grade

¢ School Improvement plan

e Summative teacher evaluation results

At the educator level in planning the cemit for professional development activities system wide the
following nonexhaustive list of things may be included but not limited to:

¢ Summative teacher evaluation results
¢ Schoolwide VAM score

e Selfassessment

e |dentified priority growth issues

Theschool will use data from the instructional evaluation system, the school administrator evaluation

system, school improvement plans, professional development activities, and other relevant data sources to
evaluate the impact these have on student achievem@his process will include utilization of

Gt SNF2NXYIFyOS al GiSNARéE Fa GKS [20Ff LyaldNmm@iAzylf L
improvement efforts and to provide information to all stakeholder groups in regards to school

improvement initiai A 3Sa® 5FdF FTNRY dat SNF2N¥YIFyOS al iG§SNBRé | yR
assist in the development of teacher and administrator professional learning activities

Individual Leadership Development Plan®R).are created during the first four weeks of the school year
using student data and the observational instrument from the previous year to develop goals and
objectives for professional development and improved student achievement for the current seasolty
will be discussed and decided upon by the administrator and the supervisor of the administrator, the
amount of professional development that wilé needed to assist the administrator in improving student
achievement, student engagement and the iempentation of instructional strategie3:helLDP will be
aligned with the contentvithin the district Master Inservice Plg1012.98 (4) (b) and Rule &071, F.A.C.

A post observation conference will be set between the administrator and the supeofiioe
administrator within 5 working days of the observation to provide feedback for individual continuous
improvement.

TheBoard Chairman, Directoand SchoolBased Administratorwill be responsible for the evaluation
process of the administrative aff assigned to themA performance evaluation will be conducted for each
administrator at least once a yearheBoard Chairmais ultimately responsible for all evaluations, but can
assign evaluation responsibilities to other school level administragdrschool administrators will be
trained in the evaluation system process.

All administrators will be trained in the use of this evaluation system. If the school belsedistrator or
Board Chairmawere to feel that an additional trained administratavere needed to do an observation,
either can request that it happen and come to agreement about who it isBblaed Chairmawill then
contact another administrator and set up a time for the observation and review of student data to take
place.

Annually the school leader evaluation system will be monitor&ghch Junesuggesions for changes will be
submittedto the Berkley Board of Director&ach JulyBoard Chairman and Berkley administratioiti



review theevduation data.

TheBerkleyAdministrative Team wivaluate the process each year ame effectiveness of the system as
it relates to student academic achievement as measured by FCAT Scores, and other grahiles vdre
process for evaluating the effectiveness of the systersupporting improvements in instruction and
student learning will be done after dhe data has been received in JuheBerkleyAdministrative Team
will provide an annual report on the status of the evaluation sy€emplementation tdBerkley'sBoad
Chairman

The approved evaluation documents will be posted within 30 days obapbby the Department at the
Berkley Charter Schoalebsite (URL)vww.edline.net/pages/bcs.

Framework: Leadership Evaluation

A Multi-Dimensional FrameworkThis evaluation system isbed oncontemporaryresearch
and metaanalyses by Dr. Douglas Reeves, Dr. John Hattie, Dr. Vivian Robinggobert
Marzanoand other research findings that identify school leadership stiagegr behaviors that,
done correctly and in appropriate circumstances, have a positive probability of improving
student learning and faculty proficiency on instructional strategies that positively impact
student learning.

Input Mechanisms:

1. Evaluatondal &aKFff 06S o6lFlaSR 2y (GKS RANBOG 206aSNBI
appropriate times. The primary evaluator of any administrator shall be their immediate
supervisor. Principals shall evaluate assistant principals assigned to their locatiocipalPy ae
evaluated byBerkley's Board Chairmam anassigned designee.

2. A parent evaluation tool that measures the perceived effectiveness of the school administrator
gAff 06S LINPOARSR a Yy IRRAGAZ2YI T YWlBbBeNAO Ay (K
facilitated via the annual climate survelhissurvey will allow parents the opportunity to
provide input into the administrat@® &  NahdiwAll yedntegrated when applicable and
appropriateas part of the deliberate practice metrithe survey data will provide a comparison
for the evaluator and the school leader to use for the deliberate practice target.

3. A faculty/staff evaluation tool that measures the perceived effectiveness of the school
administrator will be provided as an additonalmétri Ay (G KS & OK 2 afuationRY Ay A & G |
and willbe facilitated via the annual climate surveélhe survey datavill be integratedvhen

applicable anappropriate agart of the deliberate practice metridhe survey data will provide
a comparison for the evaluator and the school leader to use for the deliberate practice target.

Reporting Process

The approvederkleyevaluation documents will be posted within 30 days of approyahie
Florida DOE d@erkley'sveb-site at www.edline.net/pages/bcs.
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Conference/Proficiency StatuShort Form

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

Leader:

Supervisor:

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

Domain 1: Student Achieve ment
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiencgrondicator, assign
a proficiency level by checking one of the four pradiacy levels If not beingrated at this time, leave blank.

Proficiency Area 1 - Student Learning Resultsd, % /AZAAOEOA OAEIT T 1 1 AAAAOO
student learning goals and direct energy , influence , and resources toward data analysis for

instructional improvement, development and implementation of quality standards -based curricula.
() Highly Effective () Effective () Needs Improvement () Unsatisfactory

Indicator 1.1 7 Academic Standards () Highly Effective () Effective () Needs Improvement () Unsatisfac

Indicator 1.2 7z Performance Data () Highly Effective () Effective () Needs Improvement () Unsatisfag

Indicator 1.3 z Planning and Goal Setting () Highly Effective () Effective () Needs Improvement () Unsatisfac

Indicator 1.4 - Student Achievement Resulty ) Highly Effective () Effective () Needs Improvement () Unsatisfactory

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

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

Domain 2: Instructional Leadership
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiencgrondicator, asign
a proficiency level by checking one of the four praditcy levels If not beingrated at this time, leave blank.

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

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

Proficiency Area 4 - Faculty Development : Effective school leaders recruit, retain, and develop an
effective and diverse faculty and staff; focus on evidence, research, and classroom realitie s faced by
teachers; link professional practice with student achievement to demonstrate the cause and effect
relationship; facilitate effective professional development; monitor implementation of critical

initiatives; and secure and provide timely feedback to teachers so that feedback can be used to
increase teacher professional practice.

() Highly Effective () Effective () Needs Improvement )(Unsatisfactory
Indicator 4.1 - Recruitment and Retetion () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 4.2- Feedback Practies () Highly Effective ) Effective () Needs Improvement () Unsatisfactq
Indicator 4.3 - High effect size strategies () Highly Effective () Effective () Needs Improvement () Unsatisfaq
Indicator 4.4 - Instructi onal Initiatives () Highly Effective () Effective () Needs Improvement () Unsatisfac
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Indicator 4.5 - Facilitating & LeadingProf. Learning () Highly Effective () Effective () Needs Improvement() Unsatisfactory

Indicator 4.6 ZFaculty Development Alignments () Highly Effedive () Effective  )(Needs Improvement () Unsatisfactory
Indicator 4.7 - Actual Improvement () Highly Effective () Effective () Needs Improvement () Unsatisfactory
Proficiency Area 5 - Learning Environment; Effective school leaders structure and monitor a school

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

Indicator 5.1 - Student Centered () Highly Effedive () Effective () Needs Improvement () Unsatisfact
Indicator 5.2 - Success Oriented () Highly Effective () Effective () Needs Improvement () Unsatisfac
Indicator 5.3- Diversity () Highly Effective () Effective () Needs Improvement () Unsatisfac|
Indicator 5.4 - Achievement Gaps () Highly Effective () Effective () Needs Improvement () Unsatisfactory

Domain 3 - Organizational Leadership
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiencgrondicator, assign
a proficiency level by checking one of the four praditcy levels If not beingrated at this time, leave blank.

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

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

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 6.1- Prioritization Practices () Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 6.2- Problem Solving. () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 6.3 - Quality Control () Highly Effective () Effective () Needs Improvement () Unsatisfac|
Indicator 6.4 - Distributive Leadership () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 6.5 - Technology Integration () Highly Effective () Effective () Needs Improvement () Unsatisfaq

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

Indicator 7.1- Leadership Team () Highly Effective (Effective () Needs Improvement () Unsatisfactor|
Indicator 7.2 - Delegation () Highly Effective () Effective () Needs Improvement () Unsatisfact
Indicator 7.3 - Succession Planning () Highly Effective () Effective () Needs Improvement () Unsatisfac
Indicator 7.4 - Relationships () Highly Effective () Effective () Needptavement () Unsatisfactory

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

opposed to superficial coverage of everything.
() Highly Effective () Efective () Needs Improvement () Unsatisfactory

Indicator 8.1 - Organizational Skills () Highly Effective () Effective () Needs Improvement () Unsatisfact

Indicator 8.2- Strategic Instructional Resourdng () Highly Effective () Effective () Needs Improvement () Unsatisfactory

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

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

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

12



Domain 4 - Professional and Ethical Behaviors
() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Scale Levels:(choose one) Where there is sufficient evidence to rate current proficiencgrondicator, assign
a proficiency level by checking one of the four praditcy levels If not beingrated at this time, leave blank.

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

() Highly Effective () Effective () Needs Improvement () Unsatisfactory
Indicator 10.1 7 Resiliency () Highly Effective () Effective () Needs Improvement néjtisfactory
Indicator 10.2 - Professional Learning () Highly Effective () Effective () Needs Improvement () Unsatisfag
Indicator 10.3 - Commitment () Highly Effective () Effective () Needs Improvement () Unsatisfactg
Indicator 10.4 z Professional Conduct () Highly Effective () Effective () Needs Improvement () Unsatisfaq
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Additional Metric: Deliberate Practicé&suidelines

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

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

Deliberate Practice Priorities The leader and the evaluatoridentify 1 to 4 specificand measurable priority learning goals
related to teaching, learning, or school leadershipractices that impact student learning growth. One or two targets are
recommended.

e 4EA OAOCAO T £ A AATEAAOAOA POAAOEAA DPOT AAOO AAOAOEA
that guide the leadertoward highly effective levels ofpersonal mastery,

e The leadertakes actions to make discernible progress on those priority goals; monitors progress toward thenses
the monitoring data to make adjustments to practiceand provides measurable evidence of growth in personal
mastery of the targeted priorities.

e The evaluator monitors progress and provides feedback.
4EA OAOCAOO AOA OOEEIT  priotbidd Overviewaor ORgAefnigisAakirgAdas © O §

accomplish. )
»  Deliberate practices ratings are based on comparisain £ DOi AEAEAT AU AO A OOOAO0O B
OAOGAT OAGET 1T DI ET 068 4EA a&pbebedidy yéal ASLAGvallialidh Aatafohd spekific indidatd

or proficiency area, or determined by school leader and evaluator eién at the end of the preceding work year or at
the start of the new work year in which the DP targets will be used for evaluation.

Relationship to other measures of professional learningVhereas& 3, ! ET AEAAOI O 18u AAAOA(
with professional learning focused on faculty neesland indicator 10.2 addressesOEA 1 AAAA0O8 O POOOO
with a range of school needshe Deliberate Practice targets are more spedifiand deeper learningelated to teaching,
learning, or school leadershippractices that impact student learning. The DP learning processes establish caréemg
patterns of continuous improvement and lead to high quality instructional leadership.

Selecing Growth Targets
Growth target 1: An issue that addresses a school improvement neeglated to student learningand either selected by
the districtor ADD OT OAA AU 1 A AheAouws éhould Bdoh Cotile® isdDésat take some time to master sch
as providing observation and feedback of higleffect size instructional practices.
Growth target 2: An issue related to a knowledge base orifiiset relevant to instructional leadership selected by leader)
Growth target 3-4: Optional: additional issues as appropriate.

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

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

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

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

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

e Includes scales or progessive levels of progress that mark progress toward mastery of the goal.
Rating Scheme

e Unsatisfactory = no significant effort to work on the targets

o Needs Improvement = evidence some of the progress points were accomplished but not all of the targets
e Effective = targetaccomplished
e Highly effective = exceeded the targets and able to share what was learned with others

Sample:

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

Scales:

Level 3:Leader develops and implements a process for monitoring the alignment of classroom assessments
to track trends in student success on learning goals.

Level 2: Leaderevelops and implements a process fawoutinely visits classes and engaigg students in
discussion on what they are learning and compares student perceptions with A A A led&ring goals.

Levell: Leadercanlocate standards in the state course descrijin for each course taught at the school and
completes the online module on Learning Goals (both atvww.floridastandards.org) and engagsteachers in
discusson on how they align instructionand learning goalswith course standards.
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Deliberate Practice Growth Target

School Leaderds Name and
Position:

Evaluators Name and Position:

Target for school year: Date Growth Targets Approved:
School Leaderds Signatwure: ___ _ ]
Signature

Deliberate Practice Growth Target #(Insert target identification number here, the check one category |
() District Growth Target ( ) School Growth Target de(rlea Gr owt h

Focus issugs): Why is the target worth pursuing?

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

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

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

Progress Pointd.ist progress points or steps toward fulfilling your goal that enable you to monitor your progr

1.
2.
3

Notes
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FSLAProficiency Areas with Indicatcs

Florida School Leader Assessment

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

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

e Florida School Leader Assessment (FSLA)

e Deliberate Practice Score

4EA OAETT1 1 Aokelshkdnbided &ith a Delibdrate Practice Score to generate a
Leadership Practice Score. The tables below list the school leader performance proficiencies
addressed in the four domains of the FSLA and the Deliberate Practice Metric.

Domain 1: The focus is on leadership practices that impact prioritization and results for

student achievement on priority learninggoals -ET 1T xET ¢ xEAO08 O EIiI Bl O0A
xEAO8O 1T AAAAAR AT A OAEEIT C AAOGEIT O OEAO CcCAO O

Domain 1: Student Achievement

2 Proficiency Areas 7 8 Indicators

This domain contributes 20% of the FSLA Score

Proficiency Area 1 - Student Learning Resultsdq, %AZFAAOEOA OAETT1 1 AAAAOO
student learning goals and direct energy , influence , and resources toward data analysis for
instructional improvement, development and implementation of quality standards -based curricula.

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

Indicator 1.2 z Performance Data The leader demonstrates the use of studerdnd adult performancedata to make
instructional leadership decisions

Indicator 1.3 z Planning and Goal SettingThe leader demonstrates planning and goal setting to improvewient
achievement.

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

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

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

Indicator 2.2 - School Climate The leader maintains a school climate that supports student engagement in leargin

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

Indicator 2.4 - Student Performance FocusThe leader demonstrates understanding of present levels of student
performance based orroutine assessmentprocesses that reflect the current reality of student proficiency on academic
standards.

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

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

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

T OOOOAOQET I

Indicator 3.1 FEAPs, 4EA 1 AAAAO AT ECI O OEA OAEITI 80 E
I £ &1 1 OEAA8OC A

Accomplished Practices(FEAPs)(Rule 6A5.065, FACAT A 11T AAT O OOA
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guide faculty and stafb iBplementation of the foundational principles and practices.

Indicator 3.2 - Standardsbased Instruction: The leaderdé EOAOO AT ET OOOOAOET T Al POT C
adopted academic standards (Common Core and NGSSS) in a manner that is rigorous and culturally relevant to the
students by aligning academic standards, effective instruction and leadership, andident performance practices with
system objectives, improvement planning, faculty proficiency needs, and appropriate instructional goals, and
communicating to faculty the cause and effect relationship between effective instruction @tademic standards and
student performance.

Indicator 3.3 - Learning Goals AlignmentsThe leader implements recurring monitoring and feedback processes to insurg
OEAO POEI OEOU 1 AAOTETC CI Al O AOOAAI EOEAA £ O O0006AAT OC
defined in state course descriptions, presented in student accessible forms, and accompanied by scales or ratwiguide
tracking progress toward student mastery.

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

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

Indicator 3.6 - Faculty EffectivenessThe leader monitors the effectiveness of classroom teachers and uses contemporarn

OAOAAOAE AT A OEA AEOOOEAOGHO EI OOOOAOEIT T Al AOAI BABEI 1T
faculty proficiency on the FEAPS.

Proficiency Area 4 - Faculty Development : Effective school leaders recruit, retain, and develop an
effective and diverse faculty and staff, focus on evidence, research, and classroom realities faced by
teachers; link profession al practice with student achievement to demonstrate the cause and effect
relationship; facilitate effective professional development; monitor implementation of critical

initiatives; and secure and provide timely feedback to teachers so that feedback can be used to
increase teacher professional practice.

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

Indicator 4.2 - FeedbackPractices The leadermonitors, evaluates proficiencyand securesand provides timely and
actionablefeedback to faculty on the effectiveness of instruction on priority instructional goalsaand the cause and effect
relationships between professional practice and student achi@ment on those goals.

Indicator 4.3 - High Effect Sze Srategies: Instructional personnel receive recurring feedback on their proficiency on high
effect sizeinstructional strategies.

Indicator 4.4 -Instructional Initiatives : District-supported stateinitiatives focused on student growth are supported by the
leader with specific and observable actiongncluding monitoring of implementation and measurement of progress
toward initiative goals and professional learning to improve faculty capacityo implement the initiatives.

Indicator 4.5 - Facilitating and LeadingProfessional Learning The leader manages the organization, operations, and
facilities to provide the faculty with quality resources and time for professional learningnd promotes, participaes in,
and engages facultyn effective individual and collaborative learning on priority professional goals throughout the school
year.

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

Indicator 4.7 - Actual Improvement: The leader improves the percentage of effective and highly effective teachers on the
faculty.

Prof|C|ency Area 5 -Learning EnvAlronment Effective school leaders structure and monitor a school .
| AAOT ElI ¢ AT GEOITi1 AT O OEAO Ei pOi GAO 1 AAOITEIiC A O

Indicator 5.1z StudentCentered The Ieader maintains a safeespectful and inclusive studentcentered learning
environment that is focused on equitable opportunities for learningand building a foundation for a fulfilling life in a
democratic society and global economy by providing recurring monitoring and feedb&mn the quality of the learning
environment and aligning learning environment practices with system objectives, improvement planning, faculty
proficiency needs, and appropriate instructional goals.

Indicator 5.2z SuccessOriented: The leader nitiates and supports continuous improvement processeand a multi-tiered
system of supports/El AOOAA 11 OEA OOOAAT 666 ibpml OOOT EGEAO A1 O O

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

Indicator 5.4 - Achievement GapsThe leader engages faculty in recognizing and understanding cultural and
developmental issues related to student learning Yidentifying and addressing strategies to minimize ad/or eliminate
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achievement gapsassociated with student subgroups within the school.

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

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

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

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

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

Indicator 6.2 z Problem-Solving The leader uses critical thinking and problem-solving techniques to define problems and
identify solutions.

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

Indicator 6.4 - Distributive Leadership: The leader empowers others and distributes leadership when appropria.

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

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

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

Indicator 7.2 7 Delegation:The leader establishes delegatedreas of responsibility for sulordinate leaders and manages
delegation and trust processes that enable such leaders to initiate projects or tasks, plan, implement, monitor, provide
guality control, and bring projects and tasks to closure.

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

Indicator 7.4 - Relationships The leader develops sustainable and supportive relationshipsetween school leaders,
parents, community, higher education, and business leaders.

Proficiency Area 8 - School Management: Effective school leaders manage the organization,

operations, and facilities in ways that maximize the use of resources to promot e a safe, efficient, legal,
and effective learning environment; effectively manage and delegate tasks and consistently
demonstrate fiscal efficiency; and understand the benefits of going deeper with fewer initiatives as
opposed to superficial coverage of e verything.

Indicator 8.1 - Organizational Skills The leader organizes time, task@nd projects effectively with clear objectives,
coherent plans, and establishes appropriate deadlines for self, faculty, and staff.

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

Indicator 8.3 z Collegial Learning Resurces The leader manages schedules, delegates, and allocates resources to prov
recurring systemic support for collegial learning processes focused on school improvement and faculty development.

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

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

Indicator 9.2 - Clear Goals and Expectationg he leader communicates goals and expectations clearly and concisely usin
&1 TOEAAB8O AiTiT111 1ATCOACA 1T £ EoalBké bdrkEihitatedstudent Axpeptétiord O H
and performance information to students, parents, and communitygnd ensures faculty receive timely information about
student learning requirements, academic standards, and all other local, state, and fedeadministrative requirements

and decisions.

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

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

$1T 1T AET t1d 4EA &£ AOO EO 11 OEA 1 AAAbG&EG@stEOT £FAOOET 1

represent quality leadership.

Domain 4 - Professional and Ethical Behaviors
1 Proficiency Area z 4 Indicators
This domain contributes 20% of the FSLA Score

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

Indicator 10.1 z Resiliency. The leader demonstrates resiliency in pursuit of student learning and faculty development by
staying focused on the school vision and reacting constructively to adversity and barrgto success, acknowledging and
learning from errors, constructively managing disagreement and dissent with leadership, aratinging together people
and resources with the common belief that the organization can grow strongevhen it applies knowledge, skils, and
productive attitudes in the face of adversity.

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

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

Indicator 10.4 - Professional @nduct: The leaderadheres to the Code of Ethics of the Education Profession in Florida
(Rule 6B-1.001, F.A.G.and to the Principles of Professional Conduct for theducation Profession (Rule 6B1.006, F.A.C.).
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FSLA Process
The Horida School Leader Assessment

Districts implement the F lorida School Leader Assessment
(FSLA) processes listed below to provide:

-

U Guidesto self-reflection T T xEAO
leader

- s s ~ PN s A~ -

O Ei PT O@Gdhdcld O1 06

Qu

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

U Specific and actionable feedback from colleagues and supervisors
focused on improving proficiency

U Summative evaluations of proficiency and determination of

performance levels
[E———
‘ Step 2: Pre-

Meeting Between
Evaluatee and
Evaluator

l §tep 7: Year-end F

\\
'\

Step 6: Prepare a e .
Consolidated tep 3: Initial Meeting
Performance Between Evaluatee
Assessment and Evaluator

Step 5: Mid-Year
Progress Review Step 4: Monitoring, /
Between Evaluatee Data Collection, and
| and Evaluator plication to Practice
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The seven steps of the FSLA are described below:
Step 1: Orientation : The orientation step can occur at the start of a new work year, at the
start of a new school year, or at the start aissignment (or new assignment) as a principal.
The depth and detail of orientation may vary based on prior training and whether changes
in evaluation model have occurred, but an annual orientation or réresher orientation
should occur. The orientation sép should include:
e District provided orientation and training on the Horida Principal Leadership
Sandards (FPLS) Student Success Act, applicabl¢éafe Board of Education rules,
RaceTo The Top (RTTT)requirements, and district specific expectations thaare
subject to the evaluation system.
¢ All leaders and evaluators should have access to the content and processes that are
subject to the evaluation system. All leaders and evaluators should have access to
the same information and expectations. Thismayh B OT OEAAA AU OEA 1 A/
of district evaluation documents, online modules, mentor sessions, or fate-face
training where awareness of district pracesses and expectations are identified.
e At the orientation step, each shool leaderis expected toengage inpersonal
reflection on the connection between his/her practice and the FPLS and the
indicators in the district evaluation system4 EEO EO A OxEAO Al ) EIT1I
T AAA OI fHedk alignedwlth tHE FPLS and the district evaluatiorystem
indicators.

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

e , AAAA Gasgessiehtifrgk the orientation stp moves to more specific
identification of improvement priorities. These may be student achievement
priorities or leadership practice priorities. The leader gathers any data or evidence
that supports an issue as an improvement priority. This may includ§chool
Improvement Plan (SIP), student achievement data, prior faculty evaluations, and
evidence of systemic processes that need work.

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

OAZDA

—_—)

Step 3: Initial Meeting between evaluatee and evaluator ¢, ! | AAOET ¢ 1
held between leader and supervisor to address the following:
e Evaluation processes are reviewed and questions answered.
e Perceptions (of both) from Preevaluation Planning are shared.
¢ Domain, Proficiency Areas, Indicators from evaluation system that will be focus
issues are identified and discussed.
e Student growth measures that are of concern are discussed.
¢ Relationship of evaluation indicators to the SIP andistrict -supported initiatives are
discussed.
e Such a meeting is typically facéo-face but may also be via tekeonference or phone.
(Meeting issues can be clarified via texts and emails as appropriate.)
e Proposed targets forDeliberate Practice(additional metric) are discussed and
determined, or a timeframe for selection of Deliberate Practice targets are set. While
a separate meeting or exchange of information may be implemented to complete the
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Deliberate Practice targets, they should be disssed at the Step 3 Conference given A
OEAEO Ei i OOAT AA O1 OEA 1 AAAAOBO CcOl xOE A1l

Step 4: Monitoring, Data Collection, and Application to Practice : Evidence is gathered N
OEAO DOl OEAAO EIOEGEOO [1 OEA 1AAAACSO DOI AER
OEi OA xEOE EI POO ET OI OEA 1 AAAARAOCSO AOAI OAOQEIT I

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

4EA AOAI OAOI O AAAOI Ol ACAO AAOA AT A AOGEAAI
1 AAAAOGO AAOETIT O AOOEI ¢ OEA O1 OOET A AITAOD
come from site visits, be provided by the leader, from formair informal

observations, or from evidence, artifacts or input provided by others. The

accumulated information is analyzed in the context of the evaluation system

indicators.

As evidence and observations are obtained that generagpecific and actionable

feedback it is provided to the leader in a timely manner. Feedback may be provided
faceto-face, via FSLA forms, via email or telephone, or via memoranda.

Collegial groups, mentors, communities of practice (CoPs), professional learning
communities (PLCs)and lesson study groups in which the leader participates may

provide specific and actionable feedback for proficiency improvement.

These monitoring actions occur before and continue after the miglear Progress

Check (step 5).

A
A

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

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

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

The leader is prepared to provide a general overview @ctions/processes that

apply to all of the domains and proficiency areas and may include any of the
indicators in the district system. Any indicator that the evaluator or the leader
wishes to address should be included.

Strengths and progress are recogned.

Priority growth needs are reviewed.

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

o If the evaluator decides that the absence of evidence indicates unsatisfagtor
proficiency because actions or impacts of action should be evident if leader
was proficient, the leader is provided notice that the indicator(s) will be
addressed in a followup meeting.

0 The absence of evidence is explained by lack of opportunity fordghevaluator
to note anything relevant, and leader is asked to provide followp data on
the indicator prior to the year-end conference.
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o0 The lack of evidence on one indicator is balanced by substantial evidence on
other indicators in the same proficiency aea. No followup is required until
evidence supporting a Needs Improvement (NI) or Unsatisfactory (U) rating
emerges.

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

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

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

Step 6: Prepare a consolidated performance assessment : The summative evaluation
form is prepared by the evaluator and a performance rating assigned.
e Consider including relevant and appropriate evidence by any party entitled to
DOl OEAA ET OO ET O OEA 1 AAAAOGO AOAI OAOQOEI I
2AOEAx AOEAAT AA 1 TonihdkahobsA O6 O DOI AZEAEAT AU
Use accumulated evidence and rating on indicators to rate each proficiency area.
Consolidate the ratings on proficiency areas into domain ratings.
Consolidate Domain ratings, using FSLA weights, to calculate a FSLA score.

Step 7: Year-end Meeting between evaluate e and evaluator : Theyear-end meeting
addresses the FSLA score, th2eliberate Practice Score and Student Growth Measures.
e The FSLA score is explained.
e 4EA 1 AAARAOSJ ODelpe&ate<PirEticetaigetsisieiewed and a Deliberate
Practice Score assigned.
e The FSLA Score and Deliberate Practice Score are combined (as per weighting
formula) to generate a Leadership Practice Score.
¢ |[f the Student Growth Measurement (SGM) score is known, inform theader how
the Leadership Practice Score and SGM Score combine to a summative performance
level of Highly Effective, Hfective, Needs Improvement, or Unsatisfactory.
e |f SGM score is not known, inform leader of possible performance levels based on
known Leadership Practice Score and various SGM outcomes.
e If recognitions or employment consequences are possible based on performance
level, inform leader of district process moving forward.
e 2A0EAXx DOET OEOU CcOIl xOE EOOOAO OepR@GndOET OI A
step 3 processes.
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Scoring Guide for State Model Metrics

Scoring Guide for State Model Metrics

An evaluation system that is aligned with the purpose ddection 1012.34, F.&nd applicable State
Board rules (e.g., 6/%.065, 6A5.080) has two furctions:
e Providing quality feedback during a work year that focuses improvement effort on essential
proficiencies.
e Generating an annual summative performance level based on the proficiency exhibited
during the work year.

For Florida School Leaders being ealuated using the FSLA, the Florida state model for principal
evaluation, the summative annuaperformance level is based on twdactors:

e Student Growth Measures Score (SGM)EA DPAOA&EI Oi AT AA T £ OOOAAT 00
supervision represents 50% of theannual performance level. The specific growtimeasures
OOAA AT A Ggp@dmubticdafor® @Blorida Statutes and State Boarcules. For
measuring student learning growth for the school year 2012013, schooladministrators
will use the schoolwide aggregateof the Value-Added Model using the scorefrom FCAT
Math andReading Prior to assigning a rating of highly effective or unsatisfactory the
standard error, confidence level of k=1, will be applied for an added layer of certainty one
has in the score.

¢ Beginning with the current year, three years of FCAT dataneasuring stuent learning
growth, will be used for 50% of the evaluation.

e Leadership PracticeScag ! T AOOAOOGI AT O 1T £ OEA 1 AAAAOSO DOI

Principal Leadership Standards (FPLS). This is based on two metrics:
0 The Florida School Leader Assessment (ES): A system for feedback and growth
AAOGAA 11 OEA 1 AAAAOGO xiI OE AT A EIi PAAO 1T £
80% of the Leadership Practice Score.
o Deliberate Practice (DP): Deep learning and growth on a few very specific aspects of
educationalleadership. The DP Score contributes 20% of the Leadership Practice
Score.

Summary of Scoring Processes

1. Score hdicators "AOAA 11 OOAOEAO EI Ol

2. Score Proficiency Areas Based on tables in this guide

3. Score Domains Based on tables in thiguide

4. Score FSLA Based on formula in this guide

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

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

7. Calculate Student GrowthMeasure Score Use district cut points for SGM

8. Assign Prdiciency Levelrating label Combine Leadership and SGM scae

What this FSLAScoring Guide Covers:

SectionOne( T x O OOAT OAd6 OEA &3,!

SectionTwo:( | x OT OOAT OAd6 $ATI EAAOAOA 0OAAOEAA
SectionThree: Leadership Practice Score

Section Four: Annual Performance &ing
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Section One: How to Score the FSLA

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

methods. Districts using the FSLA may use this scoring processdesign a district system for

scoringthe FSLA. Use of the FSLA and use of the FSLA Scoring system are separate decisions. If

using the FSLA scoring process, reference this scoring guide leraent 11l ET  OEA O2AO0EAx A
| DPOT OAT #EAAEI EOO A1 O )1 OOOOAOEITT AT O0AOGOTTTAI Al
submitting for review and approval. If your scoring model is adapted or is a distrietieveloped

scoring process, include your doument(s) that describe your scoring process when you submit for

review.

About the FSLA Scoring Process
The state scoring model has these features:

e The performance labels used ifsection1012.34, F.Sfor summative performance levels are
also used in the FSLA to summarize feedback on domains, proficiency areas, and indicators:

Highly Effective (HE)

Effective (E)

Needs Improvement(NI)

Unsatisfactory (U)

O O 0O

¢ Direct Weighting: TheFSLA score is based on riaigs for each of fourdomains, but the
system specifically gives added weight to Domain 2: Instructional Leadership: The weights
are:

Domain 1: Student Achievement: 20%

Domain 2: Instructional Leadership: 40%

Domain 3:OrganizationalLeadership: 20%

Domain4: Professional and Ethical Behavior: 20%

O O 0O

¢ Embedded Weighting: The use of Domain scores to generate FSLAscore results in
embedded weighting as the Domains have different numbers of indicatorSor example:
Domain 1 haseightindicators, Domain 3 hasl6 indicators and Domain 4 has foumdicators,
but each Domain contributes 20% to thd=SLAscore. The result of this is:

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

o Domain 4 has the next highest level of impact due to embedded weightind@ here
are only four indicators in this Domain, but the Domain contributes 20% of the FSLA
score.

o Domain 1 has more impact thran Domain 3 since Domain 1 has eiglrdicators and
Domain 3 has 16 indicators but each Domain contributes 20% of the FSLA score

¢ Proficiency on Indicators leads to an FSLA Score.
o Ratings on indicators (using rubrics in the FSLA) are coniried to generate a rating
(HE, E, NI, or U) on each Proficiency Area.
0 Ratings on Proficiency Areas are combined (using the tables in this scoring guide) to
generate a Domain Rating.
0 Ratings on Domains are combined (using tables in this scoring guide) torgeate a
FSLAScore.
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How to determine an FSLA Score.
Generating a score for the FSLA has four steps:

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

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

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

U 4EA OOAOEAO &£ O ET AEAAOT OO0 AT A OEA ERihddOOOAOEOD
$A0A #1111 AAGET T AT A &AkivAdidagchodll@dddddofyiinti@s HT OOAA
Learning Library, Resources Menu: Evaluation ResourcesSchool Leaders).

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

Rating Labels: What do they mean?

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

Indicator ratings:

When assigning ratings ¢ indicators in the FSLAthe evaluator should begin by reviewing the
indicator rubrics. These areOx i -DEAOOOAS AAOAOEDPOEIT O I £ 1 AAAAOOEE
levels of leadership behavior O ( ECEl U o @%AAADEGOHAAG R O. AMAOG )i DOT OAI

051 OA O EdtaAekafliatdd findsthe level that best describes performanceelated to the
indicator.

The rating rubrics provide criteria that distinguish among the proficiency levels on the

indicator. The illustrative examples of Leadership  Evidence and Impact Evidence for each

indicator provide direction on the range of evidence to consider. The rating for each

ET AEAAOGT O EO OEA 11 xAOGPBHAOGOLES AADOAGEBGANDE AA OA T A
representative descriptions of whatwas | AOAOOAA AAT OO OEA 1 AAAAOB8O DPA(
The ratings on the indicators aggregate to a rating on the Proficiency Area s based on tables

in this guide. The ratings on the Proficiency Areas within a Domain aggregate to a domain

rating , using tables and for mulas in this scoring guide follow .

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

assessment of where they stand in all leadership performance areas and detailed guidance

on how to improve. While they are not checklist O &£ O OAEIT 11 OEOEOO AU OEA |
supervisor, they do reflect the key behaviors about which supervisors and principals should

be conversing frequently throughout the year. Moreover, these behavioral leadership

descriptions will form the basis for prin  cipal and supervisor coaching and mentoring

sessions.
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Distinguishing between proficiency ratings:

4EA OwEEAAOEOAG 1 AOAT AARAOAOEAAO 1 AAAAOOEED DPAOAN O
school) and meets organizational needs. It is adequate, nec essary, and clearly makes a

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

effective area once they have a clear understanding of what the FPLS require and have made

I £ OOAOEOZEAAOTI OU O AT A OO1 OAOGEOEAADI OUG AT AO 1160
repeat past performance levels will fall in the s hift to research and standards -based

assessments. Both school leaders and evaluators should reflect on performance based on the

new FPLS and the rubrics of the FSLA.

4EA O(ECEI U %&EEAAOCEOAG 1 AOAT EO OAOAOOAA £ O 000I
demanding criteria. Performance at this level is dramaticaly OODBPAOET O 01 OwAAZAAOEOD
impact on students, staff members, parents, and the school district. Highly effective

leadership results from recurring engage | AT O xEOE OAAI E hAkAttkkA DOAAOEAA:
O(EGEI U %ZEZEFAAOEOAG 1 AAAAWdhinEhk brgabizatodiecotde ds goBdA O Al Al A
as they are. In normal distributions, some leaders will be rated highly effective on some

indicators , but very few leaders will be rated highly effective as a summative performance

level.

4EA 6. AAAO ) I Debdeserbéshiin@pals whl understand what is required for
success, are willing to work toward that goal, and, with coaching and support, can become
proficient. Needs improvement rating will occur where expectations have been raised and
standards made mo re focused and specific. Professional behavior and focused professional
learning will guide school leaders toward increasingly effective performance.

OAOA&I Of ATAA AO OEA O51 OAGEOZAAOT OUo6 1 AOGAT AAOGAOEA
required for p roficiency or who have demonstrated through their action  sand/or inaction s
that they choose not to become proficient on the strategies, knowledge bases, and skills sets

needed for student learning to improve and faculties to develop

Step Two: Rate eachProficiency Area .

Ratings on the indicators in a Proficiency Area are combinetb assign a proficiencylevel (HE, E, NI,
or U) to a Proficiency AreaThe distribution of indicator ratings within a Proficiency Area result in a
Proficiency Area Rating. Site the number of indicators in a Proficiency Area varies, the following
formulas are applied to assign Proficiency Area ratinggor each Proficiency Area, use the

appropriate table.

Table 1

For Proficiency Areas 1,2,5,7,9 and 10 witfour Indicators , ead Proficiency Area is rated:
Highly Effective (HE) if: three or more indicators are HE and none are less than E.
Examples: HE+HE-HE+HE= HE HE+HE+HBEE=HE

Effective (E) if:at least three are E or higher ando more than oneare NI. None are U.
Examples: E+E+E-HE=E E+E+E+NIE E+E+E+E=E

Needs Improvement (NI) if: Criteria for E not met and no more than one is U.
Examples: E+E+NI+NENI  HE+HE-NI+NI =NI HE+E+UWNI=NI

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

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

Table 2

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

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

Examples: HEHE+HE+HEHE+HEHE HE+HErHE+HE+E+EHE

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

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

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

Examples: HE+HE+NI-NI+NI+NI=NI_ NI+NI+NI+NI+U+U=NI _ E+E+E+NI+NI+NI=NI  HE+HE+E+E+E+U=N
Unsatisfactory (U) if: two or more are U.

Examples: HE+HE+HEHE+U+U=U _ NI+NI+NI+NHU+U=U

Table 3

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

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

Examples: HEHHE+HE+HEHE+E+E=HE

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

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

Needs Improvement (NI) if: Criteria for E not met and no more than two are U.
Examples: E+E+E+ENI+NI+NI=NI  HE+HE+E+E+E+U+U HE+HE+HE+HE+HE+HE+U=NI
Unsatisfactory (U) if: two or more are U.

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

Table 4

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

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

Examples: HE+HE+HE+HBEHE=HE HE+HE+HE+HE+BHE

Effective (E) if:at least four are E or higher and no more than one are NI. None are U.
Examples: E+E+E+BE=E  HE+HE+EE+E=EHE+E+E+ENI=E_E+E+E+E+NI=E
NeedsIimprovement (NI) if: Criteria for E not met and no more than one is U.
Examples: HE+HE-NI+NI+NI=NI E+E+NI+NI+UNI NI+NI+NI+NHU=NI

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

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

Table 5

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

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

Examples: HE+HE+HE=HE HE+HE+EHE

Effective (E) if: two or more are E or higher and no merthan one is Nl None are U.
Examples: E+E+E=E E+E+HE=E E+HE+NIE£ HE+HE+NI=E

Needs Improvement (NI) if: Criteria for E not met and no more than one is U.
Examples: NI+NI+NI=NI NI+NI+U=NI HE+E+U=NI HE+NI+NI=NI
Unsatisfactory (U) if:two or more are U.

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

When you have a rating (HE, E, NI, or U) for each Proficiency Area in a Domain, you then generate a
Domain rating.
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Step Three: Rate Each Domain.

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

Table 6

Domain Rating

Domain |: Student Achievement (Two Proficiency Areas)

Highly Effective f:

Both Proficiency Areas rated HE

Effective if;

e One ProficiencyArea rated HE and one Effective, or
e Both rated Effective

Needs Improvement if:

e One Proficiency Area rated HE or E and one rated NI or U
e Both Proficiency Areas rated NI

Unsatisfactory if:

e One Proficiency Area rated NI anthe other is rated U
e Both are rated U

Table 7

Domain Rating

Domain 2: Instructional Leadership (Three Proficiency Areas)

Highly Effectiveif:

o All three Proficiency Areas are HE
e Two Proficiency Areas rated HE and one E

Effective if;

e Two ProficiencyArea rated E and one Effective or NI
e All three Proficiency Areas rated E

Needs Improvement if:

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

Unsatisfactory if:

e Two or more Proficiency Areas rated U

Table 8

Domain Rating

Domain 3: Organizational Leadership (Four Proficiency Areas)

Highly Effective f:

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

Effective if;

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

Needs Improvement if:

e Two Proficiency Areas rated E and two rated NI

e Any three Proficiency Areas rated NI

e One Proficiency Area ratd NI, one Proficiency Area rated U and
two Proficiency Area rated E or HE

Unsatisfactory if:

e Two or more Proficiency Areas rated U

Table 9

Domain Rating

Domain 4: Professional Behaviors (One Proficiency Area)

Highly Effectiveif:

If Proficiency ArealO rated HE

Effective if:

If Proficiency ArealO rated E

Needs Improvement if:

If Proficiency ArealO rated NI

Unsatisfactory if:

If Proficiency ArealO rated U

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

score.
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Step 4: Calculate the FSLA Score.

¢ In Step One, proficiency ratings for indicators were made based on an assessment of
available evidence and the rating rubrics.
e In Step Two, the apportionment of Indicators ratings, sing the tables provided generateda

rating for each Proficiency Area within a Domain.

¢ In Step Three, Domain ratings were generated. All of these steps were based on evidence on

the indicators and scoring tables.

At the FSLA scoring stage the modehgts to aweighted point system. Points are assigned to

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

following point model is used:

Table 10

DOMAIN RATING POINTS ASSIGNED
A Domain ratingof Highly Effective 3 points

A Domain rating of Effective 2 points

A Domain rating of Needs Improvement 1 point

A Domain rating of Unsatisfactory 0 points

The Domain points are multiplied by the Domaid O AEOAAO xAECEO( 4 EA

j O2A0ET ¢cogh OEA DI ET OO ET Ai106i1T o jOOTEIOO

Table 11

Domain Rating Points | Weight Domain
Weighted Score

Domain I: Student Achievement .20

Domain 2: Instructional Leadership .40

Domain 3:0rganizational Leadership .20

Domain 4: Professional and Ethical Behavior .20

Example

Table 12

Domain Rating Points | Weight Domain
Weighed Score

Domain |: Student Achievement HE 3 .20 .6

Domain ZlInstructional Leadership E 2 40 -8

Domain 3Organizational Leadership HE 3 .20 -6

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

After a Domain Weighted Score is calculated, the scores are converted to a 100 point scale. This

process results in a FSLA Score range of 0 to 300 Points.

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

Example
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Table 13

Domain Rating | Points | Weight Weighed | Convert to 100 Domain
value point scale Score

Domain | HE 3 .20 .6 x 100 60

Student Achievement

Domain 2 E 2 .40 .8 x 100 80

Instructional Leadership

Domain 3 HE 3 .20 .6 x 100 60

Organizational

Leadership

Domain 4 NI 1 20 2 x 100 20

Professional and Ethical

Behavior

FSLA Score 220

The Domain scores are added up and an FSLA score determin@itheFSLA Score is converted to an
FSLA rating of HE, E, NI, or U based on this scale:

Table 14
FSLA SCORE FSLA Proficiency Rating
240 to 300 Highly Effective
151to 239 Effective
7510 150 Needs Improvement
0 to 74 Unsatisfactory

The FSLAscore is combined with a Deliberate Practice Score to generate a Leadership
Practice Score. Section Three provides scoring processes for Deliberate Practice.
The FSLA score will be 80% of the Leadership Score.

The Deliberate Practice Score will be 20% dlie Leadership Practice.

(Note: If there is no Deliberate Practice or other additional metric at this time, then the

FSLA score is the Leadership Practice Score.)
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Section Two: How to Score Deliberate Practice

Deliberate Practice Score

e The DP scoras 20% of the Leadership Practice Score.

The DP metric will have 1 to 4pecificgrowth targets.

[ ]
e Each target will have progress points (much like a learning goal for students)
e The targets will have equal weight and the lead& growth on each will be asessed as HEE,

NI, or U.
Table 15
Scoring a DP Growth Rating Rubrics
Target
Highly Effective Target met, all progress points achieved, and verifiable
improvement in leaders performance
Effective Target met, progress points achieves....impact not yetident
Needs Improvement Target not met but some progress points met
Unsatisfactory Target not met, nothing beyond 1 progress point

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

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

Table 16
Number of growth targets Maximum points per target Maximum Point Range
One Target 300 300

Two Targets

150 (300/2)

300 (150 x 2)

Three Targets

100 (300/3)

300 (100 x 3)

Four Targets

75 (300/4)

300 (75 x 4)

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

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

Table 17

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

E .80 of max 240 120 80 60

NI .5 of max 150 75 50 37.5

U .25 if some progress 75 37.5 25 18.75

U .0 if 1 progress stage 0 0 0 0

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

Examples

If Three Growth Targets:

Table 18
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DP Target Rating Points (based on table 1%
columnb5) *

DP TARGET 1 HE 100

DP TARGET 2 E 80

DP TARGET 3 NI 50

DP Score (target score added 230

together)

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

Deliberate Practice rating

Table 19

DP Score Range DP Rating

240 to 300 Highly Effective

151to 239 Effective

75t0 150 Needs Improvement
0 to 74 Unsatisfactory

Summary

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

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

A. FSLACORE:

x .80 =

B. DELIBERATE PRACTICE SCORE:
x .20 =

C. ADD SCORES FROM CALCULAAN@NSB above to obtain Leadership
Practice Scor@A + B=C)

EXAMPLE:
FSLAscore of 220 x. 80 =176
DP score of 230 x20 = 46
Leadership Practice Score is 222.
Leadership Score Range Leadership Practice Rating
240to 300 Highly Effective
151 to 239 Effective
7510 150 Needs Improvement
0Oto 74 Unsatisfactory
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Section Four How to Calculate an Annual Performance Level

Step 1: Enter Cut scores for Student Growth Measures using a 300 point scale:

240 - 300 = Highly Effective

151 - 239 = Effective

75 -150 = Needs Improvement
0z74 = Unsatisfactory

Step 2: Enter Leadership Practice Score:

Step 3: Add SGMVAM score and Leadership Practice Score

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

Perfor mance score of 432 = rating of Effective

Performance Score ranges Performance Level Rating
480 to 600 Highly Effective
301t0479 Effective
150 to 300 Needs Improvement

0 to 149 Unsatisfactory

Step 4: Enter rating on Evaluation form



Data Collection and Feedback Protocol Forms and Evaluation Rubrics

Florida School Leader Assessment
Data Collection and Feedback Protocol Forms for
Domains 12, 3and 4

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

The forms provide:

e The text of all Proficiency Areas and FSLA indicators
e Rubrics to distinguish among proficiency levels
0 A generic rubric that applies to each indicator and
0 An indicator specific rubric that applies to the individual indicator
e Narratives to assist in understanding the focus and priorities embedded in the
FSLA
o lllustrative examples of Leadership Actions and Impacts on Others of Leadership
Action that assist in understanding how the issue(s) in an indicator are observed
flonejtdbo.
e Reflection questions to guide personal growth
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Domain 1- Student Achievement

NarrativeStudent achievement results in the student growth measures (SGM) segment of evaluation represent student rest
on specific statewide or district assessmensfooersg exams. The leadership practice segmeenabfation,

through the proficigaceas and indicatiorthis domaifocussonleadership behavithrat influence the desired student

results.

Proficiency Area 1. Student Learning Results: Effective school leaders achieve results on
the school 6s st uden diretteremy influgncey and tesouraes tbward
data analysis for instructional improvement, development and implementation of quality
standards-based curricula.

Narrativerhisproficiency area focusethereadé knowledge and acti@uarding academic standards, use of
performance dapdanning and goal setting related to targeted student results, and capacities to understand what results are
being obtainethis proficiency area is aligned with Florida Principal Leadership Standard #1.

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

NarrativeStandardb ased i nstruction is an essentiabodosl smedéenta ft
success in a 21st century global economy. This indicator is focusedsamiter &adding of what students are to know
and be able to.@&xhool leaders need to know the academic standards teachers are to teach andnststdents are to

NoteEvery credit course has specific academic standards ass§lgnedada €ore Standard\Nexd Generation
Sunshine State StandaizgSpassigned to each course are &wvdw.floridastandards.org

Rating Rubric

Highly Effective. ead e
actonmr i mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s
impactdf eader 6s ac
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement
Leaderds actio
actions relevant to this indicator
evident but are inconststeof
insufficient scope or proficiency.

UnsatisfactoryL ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

Every faculty meeting and st
development forum @ufed on
student achievementthe
Common @eStandardand
NGSSsincluding periodic
reviews of student work.

The leader can articulate whi
Common Coréafdards are
designated for implementatiqg
multiple courses.

The link between standards
student performance is in
evidence frothe alignment in
lesson plans of learning goal
activities and assignments tq
course standards.

The leader is able to recogni
whether or not learning goals
and student activitiesrataeted
to standards in the course
descriptian

Common Co&tandards and
NGSS%reaccessible to facul
and studestRequired training
on standardsased instruction
has been conducted, but the
between standards and stud
performance is neadily
evident tmanyfaculty or
students.

Assignments and activities in
mostbut not all courses relat:
the standards in the course
descriptian

Classrooiearning goals and
curriculum ar®t monitorddr
alignment to standavdare
considered a matter of indivi
discretioregardless of course
description requirents

The leader is hesitant to intry
or is indifferent to decisions i
the classroom that are at
variance from theugments
of academic standards in the
course deeription

Traimg for the faculty on
standardbased instruction dd
not occur and the leader dog
not demonstrate knowledge
how to access standards.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| eonsdllestrafive exbneph

Impacttvidenceof leadership proficiency may be seen
behaviors action®f the facultgtaff students and/or
communityllustrative exampédsuch evidence may

include, but are not limited to the following:

e School leader extracts data on standards associated \
courses in the master schedule from the course descri
and monitor for actual implementation.

e Lesson plans are monitored for alignment with correct

e Lesson planidentify connections of activities to standar

e Teacher leadémeeting records verify recurring review
progress on state standards

e  Students can articulate what they are expected to lear
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standards

Agendas, emorandeetc. reflect lea@erommunications tg
faculty on thele of state standards in curriculum, lesso
planning, and tracking student progress

Common Cor¢aBdards sharbg multiple caes are
idenified and teachers with shared Commona@deeds
are organizdxyy the leadérto collegial teams to coordinal
instruction on those shared standards

Other leaderskdgidence of proficiency on this indicator

course and their perceptioms aith standards indbarse
description

Teachers routinely access course descriptions to main
alignment of instruction with standards.

Other impact evidence of proficiency on this indicator

Scale Levelqchoose ondYhere there is sufficient evidence to rate mfie@mqy on this indicator, assig
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢
[ ]Needs Improvement

[ ] Highly Effective [ ] Effective

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 1.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

Do yououtinelghare
examples of specific

Howdgous uppor t
conversations about how th

How dgoumonitor what
happens in classr@dminsure

Where dgoufind the standards
thatare requitkfor the courses i

leadership, teaching, and
curriculum strategies that a
associated tiiimproved
student achievement on the
Common Co8tandardsr

NGSSS?

recognize student growth
toward masteof the
standards assigned to their
course®

that instiction and curriculum
aligned to academic steafe@

youmaster schedule?
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Indicator 1.2 7 Performance Data: The leader demonstrates the use of student and adult

performance data to make instructional leadership decisions.

Narrativethis indicatard d r e s s e s

t he

| e ad e and adufterforonainicecddtamale ynstructionall s e
leadership decisiovthat does test data and other sources of student performance data rethterhtietaiggbals say

about what is need&tidiat does data about teacher profmigmofessional learning nemtlisate needs to be doFie®

focus is what the leader does withtaatetudent and adult performtmo®ake instructional decisions that impact student

achievement.

Rating Rubric

Highly Effectiva e ad e
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderés actio
actions relevant to thisciator are
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leader capexifically
document examples of decis|
in teaching, assignment,
curriculum, assessment, and
intervention that have been
made on the basis of data
analysis.

The leader has coached schi
administrators in other schod
improve their data anabfsits
and ¢ inform instructional
decision making.

The leader uses multiple dat
sources, including state, dist
school, and classroom
assessments, and systemati
examines data at the subsca
level to find strengths and
challenges.

The leader empers teaching
and administrativefsto
determine priorities usiaig
on stdent and adult
performanceaf insights are
regularlyhe subject of faculty
meetingand professional
development sessions.

The leader is aware of state
district ressland has discuss
those results with staff, but h
not linked specific decisions
the data.

Data about adult performanc
(e.g. evaluation feedback da
profession&arning needs
assessments) aeldom used
to inform instructional leader
decsions.

The leader is unaware of or
indifferent to the dabmut

student and adult performan
or fails to use such data as 4
basis for making decisions.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestrafive exbneph

ImpactEvidenceof leadership proficiency may be seen
behaviors aictionsf the facultgtaff students and/or
communityllustrative examptdsuch evidence may

include, but are not limited to the following:

¢ Data files and analyses on a wide range of student pe

assessments are in routine use by the leader.
Analyses of trends and pattestisdant performance ove
timeare reflected in presentations to faculty on instruct
improvement needs.

Analyses of trends and patterns in evaluation éedbac
faculty proficiencaesd professial learning neexis
reflected in presentations to faculty on instructional im
needs.

Leade® agendas, memoranda, etc. reflect recurring att
performance data and data analyses

Other leaderstdgidence of proficiency on this indicator

e Teachers ugerformance data to make instructional de

Department and team meetings reflect recurring attent
student performance data
Teacher leaders identify changes in practice within the
or departments based on performance data.analyses
Teackr leaders make presentations to colleagues on u
performance data to modify instructional practices

Other impact evidence of proficiency on this indicator

Scale Levelgchoose on&Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Needdmprovement

[ ]Highly Effective [ ] Effective

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatqg
above are illustrative and do not reflect an exclusive list of what is expected):
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ReflectiorQuestions for Indicator2l.

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How dgouaggregate data
about teacher proficiencies
instructional practices to
stimulate dialogaieoutvhat
changes in instruction are
needed in order to improve
student performance?

How do youerify that all
facuty have sufficient grasp
the significance of student
performance data to formul
rational improvement plans

By what methods yowenable
faculty to participate in useful
discussions about thlationship
between student performance
data and the instructional acti
under the teach@sntrol?

How much of the discussions y
district staff about student
performance data are confusin
you and how do yamurect that?
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Indicator 1.3 7 Planning and Goal Setting: The leader demonstrates planning and goal setting to

improve student achievement.

Narrativeknowing the standards and making use of performance data is expected to play a significant role in planning and
settingThis indicator is focused on the &atignment of planning and goal setting with improvement of student achievement.

Rating Rubric

Highly Effective. ead e
actonmr i mpact of
relevant to this indicator exceed
effective levels amwhstitute mode|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaddrn dnsaor i
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. e ade r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leader routinely shares
examples of specific leadersl|
teaching, and curriculum
strategies that are associate
with improved student
achievement.

Other leaders credit this lead
with sharing ideasaching,
and providing technical
assistance to implement
successful new initiatives
supported by quality planning
and goal setting.

Goals and strategies reflect
clear relationship between th
actions of teachers and lead
and the impact on student
achevement. Results show
steady improvements based
these leadership initiatives.

Priorities for student growth g
established, understood by g
and students, and plans t
achieve those priorities are
aligned with the actual action
the staff andustents.

Specific and measurable gog
related to student achievems
are established, but these eff
have yet to resmtimproved
student achievement or plan
for methods of monitoring
improvements.

Priorities for student growth ¢
establisheid some areas
understood by some staff an
students, and plaosaithieve
those priorities aigned with
the actual actionsofmeof the

staff

Planning for improvement in
student achievement is not
evident ancbgls are neither
measurable nor sifiec

The leader focuses more on
student characteristissan
explanation for student resul
than on the actions of the
teachers and leaders in the
system.

Leadership Evidenad profi
seen in the
of such evidence may incl
following:

ciency on this indicator ma

| toasdllestradive exaneph
ude, but are not limited to t

Impactevidenceof leadership proficiency may be seen
behaviors action®f the facultgtaff students and/or
communityllustrative examptésuch evidence may

include, but are not limited to the following:

e Clearly stated goals are

e Agends, memoranda, and other documents reflect a
comprehensive planning process that resulted in formy

the adoptegbals.

accessible to faculty and stud

e Faculty members are able to describe their participatia
planning and goal setting processes.
e Goals relevant to students and te@uatiens are evident a

accessible.

Leade® presentations to faculty provide recurring upda
the status of plan implementation and progress toward
Leades presentations to parents focus on the school g
student achievement.

Other leadershapidence of proficieanythis indicator

Students are able to articulate the goals for their athie
which emerged from faculty and school leader plannin
Teachers and studetnackheir progress toward
accomplishment of the stated goals.

Other impact evidence of proficiency on this indicator

Scale Levelqgchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Needdmprovement

[ ] Highly Effective [ ] Effective

[ ]Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator31.

Highly Effective Effective

Needs Improvement

Unsatisfactory

What methods of sharing

How wiljoumonitor progres;

How do yoengage more facult

How are other school leaders
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successful planning proces| toward the goals so that in the planning process so thg implementinplanning and goal
with other school leaders a| adjustments nessthre there is a uniform faculty setting?

most likely tienerate district evident in timerteake understanding of the goals se

wide improvements? ficourse?corr

42




Indicator 1.4 - Student Achievement Results: The leader demonstrates evidence of student

improvement through student achievement results.

NarrativeEngagement with the standards, using data, making plans and setting goals are important. This indicator shifts foc

to the lead&ruse of evidence of actual improvement to build support for continuetheffionpagdemt.

Rating Rubric

Highly EffectiveL eader
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute mod
proficiency for other leaders

EffectiveLeader s a
i mpact of | eade]|
this indicator asefficient and
appropriate reflections of quality w
with only normal variations.

Needs Improvement
Leaderbés action
actions relevant to this indicator a
evident but are inconsistent or of
insufficient scope or proficiency.

UnsatisfactoryL eader 6
or impact of | ej
this indicator are minimatemrot
occurring, or are having an advers
impact.

A consistent record of improve
student achievement exists on
multiple indicators of student
succes.

Student success occurs not on
the overall averages, but in eay
group of historically disadvantg
students.

Explicit use of previous data
indicates that the leader has
focused on improving performé
In areas of previous success, t
leademaggressively identifies ne
challenges, moving proficient
performance to the exemplary
level. Where new challenges
emerge, the leader highlights t
need, creates effective
interventions, and reports impr|
results.

The leader reaches the require
numbes, meeting performance
goals for student achievement|

Results on accomplished goalg
used to maintain gains and
stimulate futugeal setting.

The average of the student

population improves, as does
achievement of each group of
students who havepously beel
identified as needing improven

Accumulation and exhibition of
student improvement results a
inconsistent or untimely.

Some evidence of improvemer
exists, but there is insufficient
evidence ofsing such
improvements to initctange in
leadership, teaching, and
curriculum that will create the
improvements necessary to
achieve student performance
goals.

The leader héakernsome
decisive actistomake some
changs intime, teacher
assignment, curriculum, leader
practices, ather variables in
order to improve student
achievemertbut additional actio
are needebgenerate
improvements for all students.

Evidence of student improvem|
is not routinely gathered and uj
to promote further growth.

Indifferent to the dabet
learning needthe leader blamey
students, families, and externa|
characteristifsr insufficient
progress.

The leader does not believe th
student achievement can impr¢

The leader has not taken decig
action to change time, teacher
assignmenturaiculum, leadersh
practices, or other variables in
order to improve student
achievement.

Leadership Evidenad proficiency on this indicator may be

in the |

e ader dlgstrative bxampiésuchs

evidence may include, buhatrémited to the following:

Impactevidenceof leadership proficiency may be seen in |
behaviors action®f the facultgtaff students and/or
communityllustrative examptésuch evidence may include
but are not limited to the following:

e The leader generates data that describes what improveme

occurred.

e Agendas, memoranda, and other documents for faculty an
communicate the progress made and relate that progress
and student capacity to make further gains.

e Evidenre on student improvement is routinely shared with p

e  Other leadershapidence of proficiency on this indicator

e Teachers routinely inform students and parents on student

on instructional goals.

e Posters and other informational signagedgndbstudent
improvements are distributed in the school and community

e Team and department meétirigates reflect attention to
evidence of student improvements

e  Other impact evidence of proficiency on this indicator

Scale Levelqdchoose on#yhere there is sufficient evidence to rate current proficiency on this indicator, as
proficiency level by checking one of the four proficiency levels below. If not being rated at this time, leav

[ JHighly Effective

[ ] Effective

[ ] Needdmprovement

[ ]Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicator? The
are illustrative and do not reflect an exclusive list of what is expected):
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ReflectiorQuestions for Indicator 1.4
Highly Effective Effective Needs Improvement Unsatisfactory

How dgoushare with other | How dgouengage students | How dgyouengage faculty in What processes shgudemploy

school leaders how to use | sharing examples of their | routinely sharing examples of | to gather data on student

student improvement resulty growth with other students?| student improvement? improvements?

raise expectations and impr;

future results?
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Narrativethis proficiency area is aligned with Florida Peambipshiptandad #2.A learning organization has essential

Proficiency Area 2. Student Learning as a Priority: Effective school leaders demonstrate

that student learning is their top priority through effective leadership actions that build and
support a learning organization focused on student success.

elements regarding the behavior of people in the or§fiheratdiraieents are present and integagiroductive

systemic chanigepossibldhisproficiency areafocused on the degree to Vesinking organization elemexigsin the

school anceflecthe followingriorities on student learning:
e Supports for personal mastery of each@pjisdocus on job aspesited to student learning

e Team learning among fatsfibcusedmstudent learning

e Pocesses for exploring and challenging mental models that hamper understanding and progress on student learni

are in use

e A shared vision has student learning as a priority
e Systems thinking is employed to align various aspects®frsefayd thiat promote learning

Indicator 2.1 7 Learning Organization: The leader enables faculty and staff to work as a system
focused on student learning and engages faculty and staff in efforts to close learning performance

gaps among student subgroups within the school.

NarrativeéAre the elements of a learning organization present among the adults in the school? Are the learning organization

element®cused ostudenkearning?sthe system in operation at the school engaging faculty indsytiofanginder

achievingubgrousThis indicator addesshe systemic processesibke gap reduction possible. Is the leader proficient

in building capacity for change

Note: Ildicator 5.#om Florida Principal Leadership Standddieg&ses actual success in reducing achievement gaps.

Rating Rubric

Highly Effectiva e ad e
acton@mr i mpact of
relevant to this indicator exceed
effective levels azmhstitute mode|
of proficiency for other leaders

EffectiveLeader 6s
i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement
Leadeirobnss aocrt i m
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

UnsatisfactoryL eade r
actions or i mp

relevant to this indicator are min
orarenotoccurrig, or are having &
adverse impact.

The essential elements of a
learning organization (i.e.
personahastery of
competenciggam learning,
examination of mental model|
shared vision, and systemic
thinking) are focused on
improving student learning
reailts.Positive trends are
evident inlosnglearning
performance gaps amalhg
student subgroups within the
school.

There is evidence that the
interaction among the eleme
of the learning organization
deepen the impact on studer|
learningThe leademoutinely
shares with colleagues
throughout the district the
effective leadership practiceg
learned frontgficient
implementation of the essent
elements of a learning
organization.

The leadéractions and
supported processes enable
instructionahd administrative
workforce of the school to
function aslaarning
organization with all faculty
having recurring opportunitie
participate in deepening pers
mastery a@fompetenciggam
learning, examination of men
models, a shared vision, and
systemic thinking. These full
operational capacities are
focused on improving all
studergdearnin@ndclosng
learning performance gaps
among student subgroups wi
the school.

The | eadreflecd s
attention to building an
organization where the esse
elements of a learning
organizatigfe. personal
mastery @ompetenciegam
learning, examination of men
models, sharedsion, and
systemic thinkirage emerging
but processes tisupport each
of the essential elements are
fully implemented, or are not
consistently focused on stud
learning as the priority, or ar¢
focused odlosnglearning
performance gaps among
student subgroups within the|
school.

There is no orinimal evidencg
of proactive leadership that
supports emergence of a
learning organization focuse
student learning as the priori
function of the organization.

Any works in progress on
personal mastery of instructi
competencies, team learning
processes, examinations of
mental models, a shared visi
of outcomes sought, or syste
thinking about instructional
practices are not aligned or g
not organized in ways that
impact student achievement

gaps.
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Leadership Evidenad proficiency on tihidicator may bj

seen in
of such evidence may include, but are not limited to t
following:

t he | e a dlestrafive exbnep

Impacttvidenceof leadership proficiency may be seen
behaviors action®f the facultgtaff sudents and/or
communityllustrative exampédsuch evidence may
include, but are not limited to the following:

Principal s support for
student learnirgevident throughout the school year.
Pr i n teamearing processarefocused on student
learning.

Principal 8s meeting agen
routinely taking precedence over other issues as refleg
place on the agenda and time committed to the issues
School Improvement Pédlects a systemic analysis of th
actionable causes of gaps in student performance and
goals that support systemic improvement.

The principal supports through personapeafiéssional
learning by self and faculty, exploratientaf mads, team
learning, shared vision, and systems thinking practices
on improving student learning.
Dialogues with faculty stafion professional learning goe
beyond learning what is needed for meeting basic exp
and is focused learnig that enhanct® collectivapacity
to createmproved outcomes for all students

Other leadership evidence of proficiency on this indical

e Team learning practices are evident among the faculty
focused operformance gaps among student sulwithirps
the school.

e Professional learning actions by faculty pddimssance
gaps among student subgroups within the school.

e Performance gaps among student subgroups within th
showimprovement trends.

e Facultydepartment, team, amasscurricular meetings foc
on student learning

e Data Teams, Professional Learning Communities, and
Lesson Study groups show evidence of recurring mee
focus on student learning issues

e Faculty and sttdfk about being part of somethieg than
themselves, of being connected, of being gerfierative
something truly important in stéti\egs

e There is systemic evidence of celebrating student sucq
an emphasis on reflection on why success happened.

e  Teacher or studepiestionnaire results addesssing
organizatidnsssential elements

e  Other impact evidence of proficiency on this indicator

Scale Levelqgchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Highly Effective

[ ] Effective

[ ]Needdmprovement [ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 2.1

Highly Effective Effective

Needs Improvement Unsatisfactory

Has youeadership resulted
people continually exjand
their capacity to create the
results they truly de3ise
there evidence thatv and
expansive pattewfsghinking
are nurtur@dre the people
who make wpur school
communityontinually learnir
toseethbi g pi ct
systemic connections betws
practices and procesges)

Where the essential elemej
of a learning organization g
in place and interacting, ho
doyoumonitor whgbuare
creating collectively is focut
on student learning needs «
making a difference for all
students?

What essential elemerfits
learningrganization have

supports in place and which n

development?

Understanding that systemic

change does not occur unless
of the essential elements of th

learning organization are in
operation, interacting, and

Whahappens in schools that a
effective learning organizations
doesnot happen in this school?|

How can you initiaterk toward g
learning organization by develq
effective collaborative work
systemge.g., Data Teams,
Professional Learning
Communities, Lesson Studies)

focused on student learning a|
their pority function, what gap
doyouneed to fill your

supporting processes and wh
leadership actions will enable
faculty and staff to get involve

Indicator 2.27 School Climate: The leader maintains a school climate that supports student
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engagement in learning.

Narrativel C | i at@asst¢h@obis determined by how people treat one another and what is respected and what is not. School

leaders who promatehool climatehere learning is respected, effort is wafiresiement is recognizedit éndafe to
acknowledge learning séedle provided students support for sustained engagement in learning.

Rating Rubric

Highly Effectiva ead e
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other lesader

EffectiveLeader 6s

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

Needs Improvement
Leaderés actio
actions relevant tistimdicator are
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leader ensures that the
school 6s iden
(e.g., vision, mission, values,
beliefs, and goals) actually d
decisions and informs the

climate of the school.

Respedors t udent s (
linguistic and family backgrot
is evident ihe lead& conduct]
and expectations for the facy

The leader is proactive in gui
faculty indapingthe learning
environment to accommodat
the differing needs and diver|
of students

SchoeWwide values, beliefs, a|
goals are supportedrioyidual
and class behaviors through
welplanned management
system

The leadaystematicallg.g.,
has a plan, with goals,
meastable strategies, and
recurring monitojiegtablisheg
and maintains a school climg
of collaboration, distributed
leadeship, and continuous
improvement, which guides t
disciplined thouglahd actian
of all staff and students.

Policies and the implementat
of those policies result in a
climate of respect for studen
learning needs andtural,
linguistic and fanfickground

Classroom practices daping
the learning environment to
accommodate the differing
needs and diversity of stude
are consistentpplied
throughout the school.

Some practices promote res
for student learning needs ar
cultural, lingatic and family
backgroundbut there are
discernabubgroupsho do
not perceive the school climg
as supportive of their needs.

The school climate does not
generate kevel of schowaide
student engagemtrat leads
to improvement trends in all
studensubgroups

The leader provides school r
and class management prac
that promote student
engagement and are fairly
impgemented acrods a
subgroup£lassroom practice
on aapingthe learning
environment to accommodat
the differing neeatsd diversity
of studeni@re inconsistently

applied

Student and/or faculty apathy
regard to student achieveme
and the importance of learnir
easily discernable across the
school population and there
no or minimal leadership acti
to changechool climate.

Studensubgroupsre evident
that do not perceive the scha
as focused on or respectful g
theilearning needsauritural,
linguistic and family backgro
orthere is no to minimal supy
for nanagngindividual and
class behaviotgdugh a well
planned management systern

Leadership Evidenad proficiency on this indicator ma:

seen in the | ea dlestalive exaneply behaviors action®f the facultgtaff students and/or
of such evidence may include, but are not limited to t| communityllustrative examptésuch evidence may
following: include, but are not limited to the following:

Impactevidenceof leadership proficiency may be seen

The leaderganizes, allocates, and managesstheces of
time, space, and attention so that the needs of all stud
subgroupare recognized and addressed.

There are recurring examples of thélpageentations,
documents, and actithrad reflect respectsfar u d e n t
cultural, linguistic dachily backaund.

The leaderaimtains a climate of openaedsmquirand
supports student and faculty access to leadership
The school éds vision, mis
an expectation that student learning neediwaad
linguistic and family backgreame respected and school
rules consistent with those beliefs are routinely impler
Professional learning is provided to sustain faculty
understanding of student needs.

Procedures are in place and monitored to ensure stud
effective means to express concerns over any aspect
climate.

Other leadership evidence of proficiency on this indical

e Classroom rules and posted procedures stress positive
expect@nsandnptust .dido not s

e All studersubgroupgarticipate in school events and acti

e A muliiered system of supports that acconstioelate
differing needs and diversity of students is evident acr
classes

e Students in alibgroupsxpress a belief that the school
responds to their needs and is a positive influence on
future welleing

e  Walkthroughs provide recurring trends of high student
engagement in lessons

e Sudent services staff/co
trend in student attitudes toward the school and engag
learning.

e Teachdstudent/parent survey or questionnaireeéeatta
school climate that supports student engagésaening

e The availability of and student participation in academi
supports outside the classroom that assist student eng
in learning

e  Other impact evidence of proficiency on this indicator
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Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
profieency level by checking one of the four proficiency levels below. If not being rated at this time
[ ]Needs Improvement

[ JHighly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed thatueflatproficiency on this indicator? The e
above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 2.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

In what waysight you further
extend your reach within the
district to help others benefit
from your knowledge and ski
establishing and maintaining
school climate that supports
student engagement in learn

What strategies have you
considered that would ensur
that the scho
climate (e.g., vision, mission,
values, beliefs, and goals)
actually drives decisions and
informs the climate of the
school?

How could you share with yo
colleagues across the distric
successer failures)f your
efforts?

How might you structure a pl
that establishes and maintair
school climate of collaboratig
distributed leadership, and
continuous improvement, wh
guides the disciplined though
and action of all staff and
students?

What might be the ingrure of
developing a shared vision,

mission, values, beliefs, and
goals to establish and mainta
school climate that supports
student engagement in learn
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Narrativel h e |

eader

wh o

expects |

ttl e

from

student s

Indicator 2.3 7 High Expectations: The leader generates high expectations for learning growth by

all students.

child can |

earno

takes o

n new meani

a lot...ngtist a minimum to getBxpecting quality is a measure of respect.

Rating Rubric

ng

when

Highly Effectiva eades
actions or i mp{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderés actio
actions relevant to thdicator are
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. e ad e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leaderdorporates
community members and oth
stakeholdgroups into the
establishment and support of
high academéxpectations.

The leader benchmarks
expectations to the performal

ofthestae 0 s , nat.
worl dés highe
schools.

The leadareatesystems and
approaches to monitor the le
of academixpectations.

The leademeouagesa culture
in which students abte to
clearly articulate their diverse
personal academic goals.

The leadaystematicallg.g.,
has a plan, with goals,
measuable strategies, and a
frequentnonitoring schedule)
creates and supports high
academiexpectations by
empowering teachers and st
to set high and demanding
academiexpectations for eve
student.

The leader ensuthat student:
are consisténterning,
respectful, and on task.

The leader satkear
expectations for student
academics and establishing
consignt practices across
classrooms.

The leader ensuths use of
instructionalactices with
proven effectiveness in creat
success fall students,
including those with diverse
characteristics and needs.

The leadaraates and support
high academic expectations
setting clear expectations for|
student academibstis
inconsistent or occasionally f
to holdhll students to these
expectations.

The leader sets expectathmrty
failsto empower teachers to ¢
high expectations fodsint
academic performance

The leadatoes not create or
support high academic
expectations bgcapting poor
academic performance.

The leadeaifsto set high
expectations or sets unrealis
or unattainable goals.

Perceptions among students
faculty, or community that
academic shortcomings of
studensubgroupare explaineq
by inadequacy of parent
involvement, community
conditions, or studenttlapare
not tallenged by the school
leader.

Leadership Evidenad proficiency on this indicator ma:

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestraive exbneph

Teacher Evidena#d leadership proficiency may be see
the behaviors or status of the faculty afitustedtive
examplesf such evidence may include, but are not lin

the following:

e School Improvement Rdagets meaningful growth beyor
what normal variation might provide.

e Test specification documents and state standards are
identifyelvels of student performance and performance
higher levels of implementatitressed.

e  Samples of written feedback praevigadhersegarding
student goal setting practioesocuseah high expectation

e Agendas/Minutes from collaborative work systems (e.g
Teams, Professional Learning Commaditiesy processg

ng

e Otheteadership evidence of praficiem this indicator

for Araodosi

the bar

e Rewards and recognitions are aligned wsttoeffatmore
difficult rather than easier outcomes.
e Learning goals routinely identify performance levels al

targeteimplementatitevel.
can

e Teachers
academic expectations

supporefar settirg dight

e Students can attest to t
expectations
e Parents can attest to toh

e  Other impact evidence of proficiency on this indicator

Scale Levelgchoos®ne)Where there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ] Highly Effective

[ ] Effective

[ ] Needs Improvement

[ ] Unsatisfactory
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Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 2.3

Reflection Questions

Highly Effective

Effective

Needs Improvement

Unsatisfactory

Whastrategies have you
considered using that would
increas¢heprofessional
knowledge opportunitbes
colleagues across the schoo
districin the area of setting hi
academic expectations for
student®

How might you incorporate
community members and oth
stakeholdgroups into the
establishment and support o
high academeéxpectations?

What are-2 key strategies yo
have thought abosing that
would increase your consistg
in creating and suppottigh
academiexpectatiorfer every
student?

What might be some strategi
you could usedmeate or
support high academic
expectations of students?
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Indicator 2.41 Student Performance Focus: The leader demonstrates understanding of present
levels of student performance based on routine assessment processes that reflect the current
reality of student proficiency on academic standards.

Narrative:ots of talk akichigh expectatiog®al setting, working hard, aigghigetting results is impohanteaders need
to know where studéattual performance levels are to be able to track reaKpmgiregannual test results is,useful

butit isnot enoughVhat does the leader do to know whether progress is lieing nmadet a n-dourséh et her A mi

corrections are required?

Rating Rubric

Highly Effective. ead e
actonmr i mpact of
relevant to this indicator exceed
effective levels amwhstitute mode|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaddrn d®dnsaor i
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactorny. e ader
actions or i mp
relevant to this indicator are min
orarenotocculing, or are having {
adverse impact.

Assessment data generated
the school level provides an |
going perspective of the curr
reality of student proficiency
academic standards.

There is evidence of decisive
changes in teacher assignme
and curriculum based on stuy
and adult performance data.

Case studies of effective
decisionbased on performan
dataare shared widely with of
leaders and throughout the
district.

Eachacademic standard has
been analyzed and translate
into studesdccessible langual
and processes for tracking
student progress are in
operation.

Powechigh prioritgjandards
are widely shared by faculty
members and are visible
throughout the building.
Assessments on student
progress on them am®utine
event.

The link between standards
student performance is in
evidence from the posting of
proficient student work
throughout the building.

Standards have been analyz
but are not translated into
studenaccessible language.

School level assessments ar|
inconsistent in their alignmer
with the course standards.

Powechigh prioritgjandards
are developed, but not widel
known or used by facaltgl/or
are not aligned with assessm
data on studieprogress.

Student work is posted, but g
not reflect proficient work
throughout the building.

There is no or minimal
coordination of assessment
practices to providegoing
data about student progress
toward academic standards.

School level assessmeme
not monitored for alignment
the implementation level of tf
standards.

No processes in use to analy
standards and identify
assessment priorities.

No high priority standards ar
identified and aligned with
assessment practices.

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

Impacttvidenceof leadership proficiency may be seen
behaviors aaction®f the facultgtaff students and/or
communityllustrative examptdsuch evidence may
include, but are not limited to the following:

e Documents, charts, graphs, tables, and other forms of| e
displays reflecting studient®nt levels of performance ar e
routinely used by the loe|e

e Documents, charts, graphs, tables, and othef dpaphic
displays reflecend lines over time on student growth o1 e
learning priorities

e Teacher schedaleangesarebased on student data

e  Curriculum materials chaagdsased on student data

e  Other leaderstapidence of proficiency on this indicator

Faculty tracitudent progress practices

Students tratheir own progress omnlieg goals
Current examples of studentargpksted with teacher
comments reflecting how the work aligns with priority ¢
Other impact evidence of proficiency on this indicator

Scale Levelqchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ JHighly Effective [ ] Effective [ ] Needdmprovement [ ]Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatqg
above are illustrative and do not reflect an exclusive list of what is expected):
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Reflection Questions for Indica2ot

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What data other than end g
year state assessments wo
be helpful in understanding
student progress at least e\

34 weeks?

What data other than end ¢
year state assessments wo
be helpful in understanding
student progress on at leas

quarterly basis?

What data other than end of y
state assessments would be
helpful in understanding stude
progress on at least a semi
annual basis?

What data othian end of year
state assessments would be hé
in understanding student progr
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Domain 2- Instructional Leadership

Narrative: School leaders do many things. Domain 2 of the FSLA addresses a core of leader behaviors
that impact the quality of essential elements for student learning growth. The skill sets and knowledge
bases employed for this domain generate 40% of the FSLA Score. The success of the school leader in
providing a quality instructional framework, appropriately focused faculty development, and a student
oriented learning environment are essential to student achievement.

Narrative: Proficiency Area 3 is focused on Florida Principal Leadership Standard #3 (FPLS). Aligning the

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

key issues identified in the indicators i nt o an ef ficient system is the | eac
stresses the | eaderds proficiency at understanding t he
and can do regarding priority practices and goals.

Indicator 3.1 7 FEAPs: The | eader aligns the school s instr

the Florida Educator Accomplished Practices (Rule 6A-5.065, F.A.C.) and models use of the

Florida common language of instruction to guide faculty and staff implementation of the

foundational principles and practices.

Narrative: I ndicator 3.1 i s focused on the school [
Accomplished Practices (FEAPs) and ability to use Floridab s ¢ ommon | astrgctioa.gie beo f i
effective participants in school, district and statewide communities of practice working collegially for high

quality implementation of the FEAPSs, educators at the school level must be able to communicate and

organize their efforts using the terms and concepts in the FEAPs and the Florida common language of
instruction. This indicator is about the school |l eader

set of expectations (the FEAPs) and terminology (the common language) to guide and focus teacher
discussions on instructional improvements. Floridad s£ommon language of instruction is used so that

educators in Florida use the core terms in the same way and with a common understanding.
Note: The FEAPs, a FEAPs brochure, and Floridad sommon language may be explored at
http://www.floridaschoolleaders.org.

Rating Rubric

Highly Effectivaeades
actions or iionp {
relevant to this indicatareed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s
impacof | eader 6s
this indicator are sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement
Leaderds actio
actions relevant to this indicator
evident but are incotesisor of
insufficient scope or proficiency.

Unsatisfactory. e ad e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

The instructional program an
practices are fulligakd with
the FEAP&aculty and staff
implementation of the FEAP¢
consistently proficient and
professional conversations
among school leadership ang
faculty about instruction use
Florida common language of]
instruction and the terminolof
the FBPs.

The | eader d6s
common language resources
results iall educators at the
school site having access to
making use of the FEAPs an
common language.

Teacheleaders at the school

The | eadEAPD s

content and terms from the
common language is a routir
event and most instructional
activities align with the FEAR

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

The Iesaaf EEABS and
common language resources
results in most faculty at the
school site haviagcess to ang
making use of the FEAPs an
common language.

The leader uses the commor

The leader demonstrates soi|
use of the FEAPs and comm
language to focus faculty on
instructional improvement, b
inconsistent in addressing th
FEAPs.

The | eader 6s
common language resources
results in some faculty at the
school site haviagcess to ang
making use of the FEAPs an
common language.

There are gaps in alignment
ongoing instructional practice
the school site with REAPS.
There is some correct use of]
terms in the common langual

There is no or minimal evide
that the principles and practi
of the FEAPs are presented
the faculty as priority
expectations.

The leader doestmgive
evidence of being conversan
with the FEAPs or the comm
language.

The | eader és
common language resources
results in few faculty at the
school site haviagcess to ang
making use of the FEAPs an
common language.
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use the FEAPs and common
language

language to enable faculty tq
recognize connections betwg
the FEAPs, tldei st r i c
evaluation indicators, and
contemporary research on
effective instructional practic

but errors or omissions are
evident.

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

ImpactEvidencef leadership proficiency may be seen
behaviors aaction®f the facultgtaff students, and/or
communityllustrative examptdsuch evidence may
include, but are not limited to the following:

e The |l eaderodés document s,
reference to the content of the FEAPs and make corre
the common language.

e School improvement documents reflect concepts from
FEAPs and common language.

e The leader can articulate thedtistmal practices set forth
the FEAPs.

e Faculty meetings focus on issues related to the FEAPS

e The |l eaderds monitoring
faculty on quality of alignment of instructional practice
FEAPSs.

e The | e ad eatidhsto parenisrandmther stakehg
reflect use of FEAPs and common language reference

e  Other leadership evidence of proficiency on this indical

e Teachers are conversant with the content of the FEAP|

e Teachers can describe their primary imstrpctiotices usi
the terms and concepts in the FEAPS.

e Teacherasethe common languageattribute their use to
theleadeproviding access to the online resources.

e School level support programs for new hires include tr
the FEAPs.

e FEAPs broahes and excerpts from the common langug
readily accessible to faculty.

e Faculty members are abl e
instructional evaluation system with the FEAPs.

e Subordinate leaders (e.g. teacher leaders, assistant pr
use FEAPs and common language terms accurately in
communications.

e  Other impact evidence of proficiency on this indicator.

Scale Levelgchoose on&Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢
[ ] Needdmprovement

[ JHighly Effective [ ] Effective

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 3.1

Highly Effective

Effective Needs Improvement

Unsatisfactory

How &e you able to provide
specific feedback to teache
on imprargproficiency the
FEAPsnd/or common
language

Do you review the FEARSor
common language resources
frequently enough to be able {
recall the main practices and
principles containethen?

How do yorecognize
practicegeflecteth the
FEAPsnd/or common
language as you conduct
teacher observati®ns

Do you know where to fiive text
of the FEAPs and common
language?
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Indicator 3.2 T Standards-Based Instruction: The leader delivers an instructional program that
i mpl ements the statebds adopted academic standar
is rigorous and culturally relevant to the students by:

e aligning academic standards, effective instruction and leadership, and student
performance practices with system objectives, improvement planning, faculty proficiency
needs, and appropriate instructional goals, and

e communicating to faculty the cause and effect relationship between effective instruction
on academic standards and student performance.

Narrative: Floridads plan of act%centuryfs based erdstacdartlsi ng our

based instruction. Course descriptions specify the standards that are to be learned in each course. All of
the course content in courses for which students receive credit toward promotion/graduation is expected

to be focused on the standards in the course descript i o n .

This i

ndi

cator

at making sure all students receive rigorous, culturally relevant standards-based instruction by aligning

key practi

ces

with the

stateods

academic

does what is necessary to make sure faculty recognize and act on the cause and effect relationship
between good instruction (i.e., research-b a s e d
(the state standards adapted based on data about student needs).

Note: Course descriptions and the standards for each course may be explored at

www.floridastandards.org.

Rating Rubric

strategi es,

rigorous, cul

Highly Effectivaeades
actions or i nep{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsatisfactoryL eade r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

Processes exist for all coursg
ensure thathat students are
learning is aligned with state
standards for the course.

The leader has institutionaliz
quality control monitoring to
ensure that instruction is alig
with the standards and is
consistently delivered in a
rigorous and culturally releva
manner for all students.

Teacher teams coordinate w|
on student mastery of the

standards to promotednation
of the standards into useful g

The leader provides quality
assistance to other school
leaders in effective ways to
communicate the cause and
effect relationship between
effective standafussed

instruction and student growt

Processesxist for most cours
to ensure thathat students ar
learning is aligned with state
standards for the course.

Instruction aligned with the
standards is, in most courses
delivered in a rigorous and
culturally relevant manner fo
students.

The leadeoutinely monitors
instruction to ensure quality i
maintained and intervenes a
necessary to improve alignm
rigor, and/or cultural relevan
for most courses.

Collegial faculty teamwork is
evident in coordinating
instruction on Common Core|
standardihat are addressed i
more than one course.

Processes exist for some
courses to ensure tivhat
students are learning is align|
with state standards for the
course.

Instruction is aligned with the
standards in some courses.

Instruction is deliverea in
rigorous manner in some
courses.

Instruction is culturally releva
for some students.

The leader has implemented
processes to monitor progres
some courses, but does not

intervene to make improvem
in a timely manner.

There is limited or no eviden
that the leader monitors the
alignment of instruction with
state standards, or the rigor
cultural relevance of instructi
across the grades and subje

The leader limits opportunitig
for all students to meet high
expectations by allowing or
igroring practices in curriculu
and instruction that are cultu
racially, or ethnically insensit
and/or inappropriate.

The leader does not know ar|
chooses not to interact with g
about teaching using researq
based instructional strategieg
obtain high levels of

achievement for all students,

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestrafive exbneph

ImpactEvidenceof leadership proficiency may be seen
behaviors action®f the facultgtaff students and/or
communityllustrative examptdsuch evidence may

include, but are not limited to the following:

e The

| facalty, eapdrtmegriaddevel meeting agenda
minutesand othetocumentfocus on the alignment of
curriculum and instructith state standards.

e  School Improvement Plan goals and actions are linked

e Faculty members routinely access or provide evidence
content fromww.floridastandards.org

e Faculty has and makes use of the list of standards ass

with thir course(s).
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targeted academic standards.

The | eader 6s pon@dafidency expectati
include illustrations of
mean.

Monitoring documents indicate frequent review of rese|
based instructional practices regarding alignment, rigo
cultural relevance.

Results of monitayion researtfased instruction are useq
increase alignment to standards, rigor, and/ or cultural
relevance.

School 6s financial docum
standardbased instruction, rigor, and/or cultural releva

Other leadershifpdance of proficiency on this indicator.

Activities and assignments are aligned with standards
to the course and those connections are conveyed to §
Teachers can descrise@h ool wi de fdApl
curriculum and standami$ provide examplelsaf they
implement that plan in their courses.

Teachers attest to the |
time for standasoased instruction.
Teachers attest to the -

based instructional practices and applafehose practice
in pursuit of student progress on the course standards
Other impact evidence of proficiency on this indicator.

Scale Levelqchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ]Highly Effective

[ ] Effective

[ ]Needdmprovement

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 3.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What procedures might you
establisto increasgour
ability to help your colleagul
lead the implementation of
di strictds ¢
instruction that is standards
based, rigorous, and culturi
relevant?

What can you share about |
leadership actions to ensur;
that staff members have

adequate time and support|
and effective monitoring an
feedback on proficiency in 1
ofresearcibased instruction
focused on the standards?

In what ways can you offer
professional learning for
individual and collegial grot
within the school or district
illustrate how to provide rig
and cultural relevance whe
delivering instruct@nthe
standards?

How do you engage teachg
in deliberate practice focus
on mastery of standdrdsed
instruction?

What might be3key leadershi
strategies that would help yoy
systematically act on the belig
that all students can learn lat |

Where do you go to find out wh
standards are to be addressed
each course?

levels?

How can your leadership in

curriculum and instruction cor

respect for the diversity of
students and staff?

How might you increase the
consistency with which you
monitor and support staff to
effectively use resedreked
instruction to meet tharning
needs of all students?

What are ways you can ensu

that staff members are alignin
their instructional practices wi

state standards?

How might you open up
opportaities for all students to
meet high expectatitmmsugh
your leadership in curriculum a
instruction?

Do you have processes to mon
how students spend their learn
time?

In what ways are you monitorin
teacher implementation of effe
researcibased instruction?

In what ways are you monitorin
teacher instru
academic standards?
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Indicator 3.3 i Learning Goals Alignments: The leader implements recurring monitoring and
feedback processes to insure that priority learning goals established for students are based on
student
presented in student accessible forms, and accompanied by scales or rubric to guide tracking

t he stateds

adopted

progress toward student mastery.

academi

c standar dg

Narrative:

fi L e ar reffectgizegtoatedy shat usessscabes on pragressive levels to monitor

student growth on the way to mastery of a state academic standard. Learning goals typically take 2-9
weeks of student time to master so are more comprehensive than daily objectives. The essential issue is

t hat t he

teacher

creates

fiscal eso

or

| evel s of

students use those scales to track progress toward mastery of the goal(s). This indicator addresses the

|l eader 6s

proficiency

at

monitor.

ng

and

goals with scales. The leader is expected to go beyond low levels of monitoring that address whether the
teacher provides such goals and attends to the levels of student understanding and engagement with the
learning goals. Do the students pursue those goals? Do they track their own progress? Is celebrations of
success on learning goals focused on how success was achieved more than that is was obtained?

Note: Beginning in the 2012-13 school year, professional learning about learning goals and sample
learning goals may be explored at www.floridastandards.org, www.floridaschoolleaders.org, and

www.startwithsuccess.org.

Rating Rubric

Highly Effectivaeades
actions or i mp{
relevant to thisdicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsatisfactoryL ead e r
actions or i mp
relevant to thiglinator are minimg
orarenotoccurring, or are having|
adverse impact.

Recurring leadership
involvement in the improvem
in quality of daily classroom
practicés evident and is focug
on student progress on priori
learning goals.

Routine and rating practices
are evident that support
celebration of student succes
accomplishing priority learnir|
goals and such celebrations
focus on how the success wa
obtained.

The leader routinely shares
examples effective learning
goas that are assotd with
improved student achieveme

Other leaders credit this lead
with sharing ideas, coaching|
and providing technical
assistance to implement
successfuise of leaning goals
in standardsased instruction.

Clearly stated learning goals
accompanied by a scale or r
that describeseasurablevels
of performaecaligned to the
statebs adopt
academic standards, is an
instructional strategy in routiy
use in courses school wide.

Standardbased istruction is
an evident priority in the sch
and student results on
incremental measures of
success, like progress on
learning goals, are routinely
monitored and acknowledge

The formats or templates use
express learning goals and
scales are adaptedsupport
the complexity of the
expectations and the learnin
needs of the students.

Clearly stated learning goals
aligned to state or district

initiatives in support of stude
reading skills are in use schq
wide.

Specific and measurable
learningoas with progress
scales, align
adopted student academic
standards in the course
description, are in use in son
but not most of the courses.

Learning goals are
posted/provided in some clag
are not current, do not relate
the studentsirent assignmer
and/or activities, or are not
recognized by the students g
priorities for their own effort.

Learning goals tend to be
expressed at levels of text
complexity not accessible by
targeted students and/or at
levels of complexity too
simgified to promote mastery
the associated standards.

Processes that enable stude
and teachers to track progre
toward mastery of priority
learning goals are not widely|
implemented throughout the
school.

Clearly stategtiorityearning
goals accompiad by a scale
rubric that describes levels o
performance relative to the
learmg goal aneot
systematicalyovidedcross
the curriculuto guide student
learninggriearning goals,
where provided, aataligned
to state standards in the cou
description.

The leader engages in minin
to norexistent monitoring ang
feedback practices on the qu
and timeliness of information
provided to students on what
they are expected to know al
be able to doe(ino alignment
of learning goals with state
standards for the course).

There are minimal or no
leadership practices to monit
faculty practices on tracking
student progress on priority
learning goals.

providing

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestrafive exbneph

ImpactEvidenceof leadership proficiency may be seen
behaviors actionsf the facultgtaff students and/or
communityllustrative examptdsuch evidence may

include, but are not limited to the following:

e Agendas, meeting minutes, and memoranda to the fag

e Cearly stated learning goals accompanied by a scale
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evident a focus on importance of learningtyosdales to
engage students in focusing on what they are to unde
be able to do.

The |l eaderds practices o
routinely address learning goals and tracking student
The leader provides coaching or s¢iwtaace to teachers
struggling with use of the learning goals strategy.
Procedures are in place to manidgromote faculty colle
discussion dhe implementation levels of learning goals
promote alignment with the implementation level of the
associated state standards

Leaderds communications
support of students making progress on learning goals
Progress monitoring of adult and student performance
targeted priority learning goalscumented, charted, and
posted in high traffic areas of the school

Evi dence of the | eaderds
not provide | earning goa
for success.

Other leadership evidence of proficiency on this indical

that describes levels of performance relative to the lea
areposted or easily assessable to students.

Teams or departments meet regularly to discuss the g
learning goals wsttales being employed and adapt then
based on student success rates.

Teacher lesson plans provide evidence of the connect
planned activities and assignments to learning goals.
Teachedocuments prepared for parent information ma
the targetddarning goals for the students.

Students are able to express their learning goals durin
walkthroughs or classroom observations.

Students are able to explain the relationship between
activities and assignments and priory learning goals.
Lesson stly groups and other collegial learning teams
discuss learning goals and scales for progression
Methods of both teachers and students tracking stude
progress toward learning goals are evident.
Celebrations of student success include reffig¢tiankers
and students on the reasons for the success
Teachers can identify the learninggaiaissult in the high
levels ddtudent learning

Other impact evidence of proficiency on this indicator

Scale Levelqchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Needdmprovement

[ ]Highly Effective

[ ] Effective

[ ]Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 3.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What specific strategies haj
you employed to measure
improvements in teaching g
innovations urse of learning
goals and how can you use
such measuras predictors (
improved student

achievement?

What systesupports are in
place tensure thahebest
ideas and thinkiog learning
goalsare shared with
colleagueand are a priority
collegigbrofessional learnin

To what extent ldarning goals
presented to the studesfiect a
clear relationship between the
course standards and the
assignments and activities
students are given?

Whahave | done to deepen my|
understanding of the cororecti
between the instructional strate
of learning goals and tracking
student progress?
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Indicator 3.4 7 Curriculum Alignments: Systemic processes are implemented to ensure alignment

of curriculum resources with state standards for the courses taught.

Narrative: Academic standards are determined at the state level and the curriculum used to enable
students to master those standards is determined at the district and school level. Curriculum must be
aligned with the standards if it is to support standards-based instruction. Curriculum resources may or
may not be fully aligned with the standards assigned to a specific course. The learning needs of students
in specific classes may require additional or adapted curriculum materials to address issues of rigor,
cultural relevance, or support for needed learning goals. School leaders maintain processes to monitor
the appropriateness and alignment of curriculum to standards and intervene to make adjustments as
needed to enable students to access curriculum that supports the standards.

Not e: Wher e

gaps or mi

sal i

gnments ar

e noted by t

actions relevant to Indicator 8.2 (Strategic Instructional Resourcing) should be addressed.

Rating Rubric

Highly Effecte: Leades
actions or i mpji
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsaisfactoryLeader
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

The leader routinely engages
faculty in processes to impro
the quality of curriculum
resources in &gl to their
alignment with standards anc
impact on student achievemg
and supports replacing
resources as more effective {
are available.

The leader is proactive in
engaging other school leadel
sharing feedback on
identification and effectiveofig
curriculummesourcethat are
associated with improved
student achievement.

Parents and community
membersredit this leader witl
sharing ideas curriculum
supports that enable home &
community to support studer
mastery of priority standards

Specific and recurring
procedures are in place to
monitor the quality of alignm
between curriculum resource
and standards.

Procedures under the contro
the leader for acquiring new
curriculum resources include
assessment of alignment witl
standards

Curriculum resources aligneg
state standards by resource
publishers/developers are ug
school wide to focus instructi
on state standards, and state
district, or school supplemen
materials are routinely used
identify and fill gaps, aligh
instruction with the
implementation level of the
standards.

Processes to monitor alignm
of curriculum resources with
standards in the course
descriptions are untimely or
comprehensive across the
curriculum.

Efforts to align curriculum wit
standards are emerging but h
not yet resultednmproved
student achievement

Curriculum resources aligne
state standards by text
publishers/developers are ug
school wide to focus instructi
on state standards, but there
no to minimal use ofesta
district, or school supplemen
materials that identify and fill
gaps, and align instruction w
the implementation level of t
standards.

There are no or minimal
processes managed by the
leader to verify that curriculu
resources are aligned thith
standards in the course
descriptions.

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

Impact Evidencefleadership proficiency may be seen
behaviors aiction®f the facultgtaff students and/or
communityllustrative examptdsuch evidence may
include, but are not limited to the following:

e  Curriculum is presented to faculty and stuttentoatent
reflected in course descriptions rather than the conten
textbook.

e School procedures for acquisition of instructional mate
include assessment of their usefulness irshelping e n
master state standards and include processes sogaghs
or misalignments.

e Course descriptions play a larger role in focusing cour:
than do test item specification documents.

e Agendas, meeting minutes, and memoranda to the fag
evident a focus on importarmgaéulum beingehicle for
enabling students to master standards in the course ds

o Media center acquisitions reflect a systematic effort to

e Teachercan describe the strengths and weaknesses d
primary texts regard to alignment with standards in the
course description.

e Students are able to characterize text books and othe
provided resources tools as aids in student mastery of
standards.

e Pacing guides focus assignments and activitéesfptan
students on learning goals and state standards rather
coverage of chapters in a text.

e Documents can be presented that inform of the alignm
between curriculum resources and standards for the c

e Teachers can identify supplementarglmatstito deepen
student mastery of standards.

59



curriculum supports that support student mastery of cg
standards at various levels of implementation.

NGSSS andommon Core standards are routinely used
frame discussions on the quality and sufficiency of cur|
support materials.

Other leadership evidence of proficiency on this indical

Parenfeedbackuestionnaire resitidicate recognition thg
the school is focused on stantasgsl instruction rather t
covering topics or chapters.
Studenteedbackliestionnaire resitidicate mgnition tha
the curriculum is focused on what students are to undg
and be able to do.

Result®n student growth meassinesv steady
improvemenis student learning.

Other impact evidence of proficiency on this indicator.

Scale Levelgchoosene)Where there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢

[ ] Highly Effective

[ ] Effective

[ ]Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 3.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What system is in place to
ensure that your best ideas
and thinkingn using
curriculum to enable studer|
to master standagde shareg
withcolleagues, particularly
when there is evidence at
school of improved student
achievement?

What specific school
improvement strategies hay
you employed to measure
improvements in teaching &
innovations in curriculum th
serve as predictors of
improved student
achievement?

How can you monitor whether
activities and assignments st
get that involve use of curricu
resources are aligned with

learning goals and standards

Do you know which standards
addressed in your curriculum?
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Indicator 3.5 Quality Assessments: The leader ensures the appropriate use of high quality

formative and interim assessments aligned with the adopted standards and curricula.

Narrative: How do we know what our students already know, what they need to know, and how they are
doing as we move forward with instruction? The
these questions. Where indicator 1.2 addresses

data, this indicator focuses on actions taken at the school site to generate interim assessment data and
make sure faculty use formative assessment practices to monitor and adjust instruction. Assessment of
student progress toward academic standards is an important aspect of tracking student progress.
Leaders need to make use of data on interim and formative assessments to guide goal setting and
progress monitoring. They need to provide teachers access to quality assessments and promote teacher
use of formative assessments as a routine strategy. The leader needs on-going assessment data to
inform a variety of decisions regarding such issues as resource allocations, student and teacher

schedules, professional learning impacts, and adjustments in plans.

Rating Rubric

Highly Effectivaeades
actions or i mpi{
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

Unsatisfactorlea der 6
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact

The leader uses a variety of
creative ways to provide
professional learning for
individual and collegial groug
within the district focused on
applying the knowledge and
skills of assessment literacy,
data analysis, and the use of
state, district, school, and
classroom assessment data
improve student achievemen

Formative assessments are |
of the school cultare interim
assessment data is routinely
used to review and adapt plg
and priorities.

The leadaystematically seek
synthesizes, and applies
knowledge and skills of
assessment literacy and datd
analysis.

The leader routinely shares
knowledge withf§t® increase
studentsd ach

Formative assessment pract
are employed routinely as pg
the instructional program.

The leader uses state, distrig
school, and classroom
assessment data to make
specific and observable charn
in teaching, wiculum, and
leadership decisions. These
specific and observable charn
result in increased achievem
for students.

The leader haphazardly appl
rudimentary knowledge and
of assessment literacy and is
unsure of how to build
knowledge anévelop skills o
assessment literacy and datd
analysis.

The leader inconsistently sha
knowledge with staff to incre
student achievement.

There is inconsistency in ho
assessment data are used tq
change schedules, instructio
curriculum, or leadership.

There is rudimentary use of
assessment data from state,
district, school, and classroo

The leader has little knowled
and/or skills adsessment
literacy and data analysis.

There is little or no evidence
interaction with staff concern
assessments.

The leader is indifferent to déq
and does not use data to chg
schedules, instruction,
curriculum or leadership.

Student achievemamhains
unchanged or declines.

The leader does not use
assessment data from state,
district, school, and classroo

Leadership Evidenad proficiency on this indicator ma:
seen in the | ea dlestrafive exaneph
of such evidemenay include, but are not limited to the | examplesf such evidence may include, but are not lin
following: the following:

Impactevidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlsafitive

e Docurants for faculty use that set clear expectations fo e  Teachers can describe interactions vatidgrenhere
of formative assessments to monitor student progress effective assessment practices are promoted.

mastering course standards e Teachersd assessments ar
e  Samples of written feedback provided to teachers rega standards of the course.
effective assessment practices. e Teachers attest to the |

e Collaborativewsrly st ems 6 (e.g., d skills of effective assessment practices.
learning communities) agendas and minutes reflectre¢ ¢  Teachersan provide assessments that are directly alig
engagements with interim and formative assessment @ course standard.

e Faculty meeting agendas and minutes reflect attention ¢ Teacher s attest to t
formative and interim assessment processes assessment practices.

e Classroom walkthrough data reveals routine use of for] ¢  Student folders and progress tracking records reflect u
assessment practices in the classrooms. formative data.

he |

e  Assessment rubrics are being used by the school. e Documents are in use thatne teachers of the alignmen
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e Otheteadershipvidence of proficiency on this indicator

between standards and assessments.
e  Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢

[ ] Highly Effective

[ ] Effective

[ ] Needdmprovement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 3.5

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How might you engage other
school leaders in sharing qué
examples of formative
assessment and use of interi
assessment data?

What procedures migit
establisko increasgour ability
to help your colleagpesvide
professional learning for
individual and collegial groug
within the district focused on
applying the knowledge and
skills of assessment literacy,
data analysis, and the use of
state, itrict, school, and
classroom assessment data
improve student achievemen

How might you engage teacli
leaders in sharing quality
examples of formative
assessment practices with ot
faculty?

How can you provide ongoin
professional learning for
individual and collegial groug
within the district focused on
applying the knowledge and
skills of assessment literacy,
data analysis, and the use of
state, district, school, and
classroom assessment data
improve student achievemen

How are yaystenatically
seeking, synthesizing, and
applying knowledge and skill
assessment literacy and data
analysis? In what ways are Y
sharing your knowledge with
staff to incr
achievement?

In what ways are you using
state, district, schoald a
classroom assessment data
make specific and observabl
changes in teaching, curricul
and leadership decisions to
increase student achieveme

How are you expanding your
knowledge and/or skills of
assessment literacy and data
analysis?

What stragges have you
considered that would incred
your interaction with staff
concerning assessments?

How are you using your
knowledge and skills of
assessment literacy to chang
schedules, instruction, and
curriculum or leadership
practices to increase student
achievement?
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Narrative: School leaders are responsible for monitoring the effectiveness of classroom teachers. This

Indicator 3.6 1 Faculty Effectiveness: The leader monitors the effectiveness of classroom teachers
and uses contemporary research and the districtdg
procedures to improve student achievement and faculty proficiency on the FEAPs.

indicator addresses the proficiency and focumnessf t he |
of faculty effectiveness and the use of monitoring data to improve student and faculty performance. The

focus here is on monitoring teacher use of strategies supported by contemporary research, teacher
proficiency on i ssues ¢ o0n évaliatioe siystemnwhat teachers destd impravée 6 s t eac
student achievement, and faculty proficiency on the FEAPs.

Not e: I ndicator 3.1 is focused on the | eaderds grasp
monitoring the facul tideiscéatorrasdp 20 fi st feo cRuEARIs .onl nt he | e

data to provide timely feedback.

Rubric

Highly Effectiva eades
actions or i mpji
relevant to this indicator exceed
effective levels and constitute m|
of proficiency father leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderds actio
actions relant to this indicator al
evident but are inconsistent or o
insufficient scope or proficiency

Unsatisfactory. eade r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

The | eader ds
generates a shared vision wi
the faculty of high expectatio
for faculty proficiency in the
FEAPs, researbhsed
instructional strategies, and t
indicators in the teacher
evaluation system.

The leader shares prodeictiv
monitoring methods with oth¢
school leaders to support dis
wide improvements.

The | eaderds
monitoring process provides
leader and leadership team \
a realistic overview of the cu
reality of faculty effectivenes
the FBBPs, the indicators in th
teacher evaluation system, &
researcivased instructional
strategies.

The | eader ds
are consistently implementeq
a supportive and constructive
manner.

The district teacher evaluatig
system is being inmpésted bu
the process is focused on
procedural compliance rathe
than improving faculty
proficiency on instructional
strategies that impact studen
achievement.

The manner in which monito
is conducted is not generally
perceived by faculty as
supportie of their professiona
improvement.

Monitoring does not comply
the minimum requirements o
district teacher evaluation
system.

Monitoring is not focused on
teacher proficiency in resear
based strategies and the FE

Leadership Evidenad proficiency on this indicator ma:

seen in the

| e a dllestraive exbneph

of such evidence may include, but are not limited to t

following:

Impact Evidencef leadership proficiency may be seen
behaviors or actiofishe faculty, staff, students and/or
communityllustrative examptdsuch evidence may

include, but are not limited to the following:

e  Schedules for classroom observation document nj

of faculty.

e Records or notes indicate the frequéortyadfand
informal observations.

e Data from classroom walkthroughs is focused on
effect size strategies and other FEAPs implement

e Notes and memorandum from-fgdloanferences
regarding feedback on formal or informal observal
reflect attéion to FEAPS issues and resbassd

practices.

e The teachers document thataieinitiated
professiondevelpment fased orissues arising from
faculty effégeness monitoring

e Teacheteader meeting agendas or medsorefhect
followup actions based on feedback from leadersh
monitoring on FEAPSs, teacher evainditaiors, or
researcibased strategies.

e Lesson study, PLC, or teacher team work is initiat
address issues arising from monitoring process.

e Agendas for meetings address faculty proficiency .
arising from the monitoring process.

e The leader meets with teachers to provide feedba
their growth in proficiency on instructional strategi

e Leadership team agendas or memoranda focused
issues arising from monitoring. e

e Pr i n re$opreelaldcation actions are adjusted
on monitoring data. revise instructional practices.

e  Other leadership evidence of proficiency on this in e Other impact evidence of proficietiiy owlicator

Teachers can describe thedifgbt size instructional
strategies employed across the grades and canit
how they are adapted i
student needs.

Data and feedback from school leader(s) generatg
walkthroughs and observations are used by teach

Scale Levelqchoose one) Where there is sufficient evidence to rate current proficiency on this ind
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

63



[ ] Highly Effective [ ] Effective [ ]Needs Improvement [ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusmatlist @pected):

Enter data here:

Reflection Questions for Indicator 3.6

Highly Effective Effective Needs Improvement Unsatisfactory

How do you convey to high| How do you improve your | How do you restructure your | How do you improve your own
effective teachers specific | conferencing skills so your| of time so that you spend eno| grasp of what the FEAPS requi
feedback that would move | feedback to teacherbath | time on monitoring the profici¢ that your monitoring has a usef
them toward even hideeels | specific enough to be helpf| of instructional practices and | focus?
of proficiency? and perceived as support | giving feedback to be an eféeq
rather than negative criticis| support for the faculty?
How do you engage highly
effective teachers in sharing
vision of high quality teachi
with their colleagues so tha
there is no
enougho?
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Proficiency Area 4:_Faculty Development: Effective school leaders recruit, retain, and

develop an effective and diverse faculty and staff; focus on evidence, research, and

classroom

realities faced by teachers;

link professional

practice with student

achievement to demonstrate the cause and effect relationship; facilitate effective
professional development; monitor implementation of critical initiatives; and provide
timely feedback to teachers so that feedback can be used to increase teacher

professional practice.

Ve: T
real

Narrati
current
effort and focus.

i s
tyo of

proficie
facu

ncy area 1is
Ity

proficiency

Wi
cont

aligned
t o

t h

Indicator 4.1 7 Recruitment and Retention: The leader employs a faculty with the instructional
proficiencies needed for the school population served.

Narrative: Thef ocus

of this i

ndi

cator i s on

t he |

possible for the needs of the school population. It addresses actions taken to anticipate staffing needs,
seek out quality applicants, and efforts to retain quality staff once on the faculty.

Rating Rubric

eader 60s

Highly Effective eades
actios or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

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

Needs Improvement

Leadleadti ons or
actions relevant to thiicator are
evident but are inconsistent or o
insufficient scope or proficiency.

UnsatisfactoryL e agi e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

The leader titas the success (
her or his recruitment and hir
strategies, learns from past
experience, and revisits the
process annually to continua|
improve the process.

The leader engages in a vari
of traditional and ricaditional
recruitment strategied tren
prioritizes based on where th
find their most effective teact

Effective recruiting and hiring
practices are frequently shari
with other administrators ang
colleagues throughout the
system.

The leader works collaborati
with the stafftine human

resources office to define thg
ideal teacher based upon the
school population served.

The leader is sensitive to the
various legal guidelines abol
the kind of data that can be
sought in interviews.

A hiring selection tool that he
interviewefscus on key
instructional proficiencies thg
are aligned with the teacher
evaluation criteria is develop
and effectively utilized.

A hiring process is clearly
communicated including how
staff is involved.

The leadeelies on the district
office to posiotices of
vacancies and identify poten
applicants.

Efforts to identify replacemer
tend to be slow and come aft
other schools have made
selections.

Interview processes are
disorganized, not focused on
schools needs, and do not
improve fronear to year.

The leader approaches the
recruitment and hiring proceg
from a reactive rather than a
proactive standpoint.
Consequently, the process |
not be well thought out, is
disjointed, and not aligned w
key success criteria embedd
within theeacher evaluation
documents essential to
organizational success.

No coherent plan or process
employed to encourage qual
staff to remain on the faculty

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| toasdllestrabve exbneph

ImpactEvidenceof leadership proficiency may be seen
behaviors or status of the faculty andsatitive
examplesf such evidence may incluteare not limited {

the following:

e The leader maintains an updated assessment of the

instructional capacities needed to improve faculty effe
and uses that assessment in filling vacancies.
Samples of hiring documents (e.g., posting netides; int
guestions with look/listen fors) that identify highly desir
instructional proficiencies needed in teacher applicantg
Documentation that the recruitment and select process
subjected to ardapth review and evaluation for continu
improvesnt purposes.

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

e Teachers can describe a hiring process that incorpora

specific focus on essential instructional proficiencies n
the school population served.

Teachers confirm that a critical parhiirthgrocess
includes an evaluation of the effectiveness of the procs
Teacher leaders are involved in monitoring staffing neq
providing input to the leader.

Teachers new to the school can describe effective ind
processes that had a peditiypact on their adjustment to
school.

Teacher leaders (e.g. department heads, team leaders

65

FPLS
nuous

act

0



e The leader has a systematic process for selecting new
reviews that process for its impact on faculty effectiver

e Programs foew and transfer teachers that promote

adjustment to the school culture and instructional resp

is provided.

e Evidence that the leader has shared successful hiring
with other administrators and colleagues within the dis
e  Otherdadership evidence of proficiency on this indicat

describe the instructional capacities needed in finding
candidates to fill vacancies on the faculty.
e  Other impact evidence of proficiencyiodithi®r

Scale Levelgchoose on&Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢

[ ]Highly Effective

[ ] Effective

[ ]Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq

above are illustrative and do not reflect an exclusive issexpadiat):

Enter data here:

Reflection Questions for Indicator 4.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

Whatan be done to
encourage quality teachers
stay with your school and
quality applicants to seek ta
join théaculty?

What connections do you h
to reach potential applicant]
other that the districts
personnel office?

Have you gathered data abou
why teachers choose to leave]
your faculty?

What strategies have you
employed to meet the learnin
needs of yourcfdty, from novic
to veteran to expert?

At what point in the school yea
you check on staff retention an
estimate future staffing needs?|
In what ways are professional
learning opportunities linked to
individual faculty needs?
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Indicator 4.2 7 Feedback Practices: The leader monitors, evaluates proficiency, and provides
timely and actionable feedback to faculty on the effectiveness of instruction on priority

instructional goals and the cause and effect relationships between professional practice and
student achievement on those goals.

Narrative: Where indicator 3.6 focuses on monitoring to maintain awareness of faculty effectiveness, this
indicator focuses on the use of the monitoring process to provide quality and timely feedback to teachers.
The feedback processes need to deepen teacher understanding of the impact of their practices on

student learning.

Rating Rubric

Highly Effectiva ead e
actosor i mpact of
relevant to this indicator exceed
effective levels agmhstitute mode|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement

Leadeirobnss aocrt i m
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

UnsatisfactoryL e agl e r
actions or i mp
relevant to this indicator are min
orarenotoccurrg, or are having &
adverse impact

The leader uses a variety of
creative ways to provide pos
and corrective feedback. The
entire organization reflects th
| eader d6s focu
timely, and specific recogrmutit
proficiency and improvement
proficiency.

The focus and specificity of
feedback creates a clear visi
of what the priority instructiof
goals are for the school and |
cause and effective relations|
between practice and studen
achievement on those priorit)
goals.

The leadédralances individual
recognition with team and
organizatiemide recognition.

The leader provides formal
feedback consistent with the
district personnel policies, an
provides informal feedback t
reinforce proficient performa
and highlight the strengths
colleagues and staff.

The leader has effectively
implemented a system for
collecting feedback from
teachers as to what they knog
what they understand, where
they make errors, and when
have misconceptions about {
of instructional practices.

Corective and positive feedb|
islinked to organizational god
and both the leader and
employees can cite example
where feedback is used to
improve individual and
organizational performance.

The leader adheres to the
personnel policies in providin
farmal feedback, although thg
feedback is just beginning to
provide details that improve
teachig or organizational
performance, or there are fa
to whom feedback Is not timé
or not focused on priority
improvement needs.

The leader tends to view

feedback as a linear process
something they provide teac
rather than a collegial excha
of perspectives on proficienc

There is no or only minimal
monitoring that results in
feedback on proficiency.

Formal feedbackhen
provideds nonspecific.

Informal feedback is rare,
nonspecific, and not
constructive.

Leadership Evidenad proficiency on this indicator ma:

seen in the

of such evidence may include, but are not limited to t

following:

| e a dilestrafive exbneply

Impactevidenceof leadership proficiency may be seen
behaviors or status of the faculty antlssafative
examples sfich evidence may include, but are not lim

the following:

Rubrics that distinguish among proficiency evaisation
indicators are used by the leader to focus feedback ne
improvements in instructional practice.

Samples of written feedback provided teachers regard
prioritized instructional practices.

Documentation of an instructional monitoring $etedule
supports frequent instru
administrative staff.

The leadémplements schedule that results in frequent
walkthroughs and observation of teaching and learning
School improvement plan reflects monitoring data anal
Evidence the leader has a system for securing feedba
teachers specific to prioritized instructional practices.
The | eaderds use of ti me
spent on monitoring inst
g a me Opjoviding specific and actionable feedback o

Teachersan attesb regularly scheduled formal and infg
observations

Teachers report recognition as team members and as
individuals

Teachers describe feedback from the leader in terms ¢
recognizingstructionatrengths and suggestions to take
teachintp a new level

Teachers report that leader uses a combination of clag
observation and teaededf assessment data as glethe
feedback.

Feedback to teachers, over the course of the year, is K
multiple sources of information (e.g. observations, wal
videos, seféflections, lesson studies, PLCs, assessme
and from more than one person.

Teacher &lers have opportunities to observe colleagug
teaching practices and provide feedback.
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instructional practices.

e The leader provides feedback that describes ways to €

performance and reach the nexvigreficiency.

e Feedback
checkdit approach.

e  Other leadership evidence of proficiency on this indicg

reflects

judgoe®

e Feedback and evaluation data is used by teachers to f

growth plans.

e Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢

[ 1Highly Effective

[ ] Effective

[ ] Needdmprovement

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 4.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How frequently do teachers
recognize that your feedback
directly linked to improving b
their personal performance g
that of the school?

What miglybu do to ensure tk
they see this important
connection?

What are some examples of
focused, constructive, and
meaningful feedback that yo
provide to your stdfi®w does
this support their learning?

In what ways do you currentl
recognize faculty inviing
feedback and affirmation to
them?

To what extent do you
acknowledge the efforts of
teams, as well as that of

individuals?

How can frequent, focuaed,
constructive feedback suppo|
teachers in improving their
instructional practice?
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Indicator 4.31 High effect size strategies: Instructional personnel receive recurring feedback on
their proficiency on high effect size strategies.

Narrative: Teaching is a complex process. The Aright thing ¢t
However, teachers need proficiency on a core repertoire of high importance strategies. These are
strategies all teachers are expected to be able to use effectivel y. Thi s i ndicator s focl

proficiency

in focusing

facul ty

higher probabilities of causing student growth when done correctly and in appropriate circumstances.
Note: Department lists of high-effect size strategies are posted at www.fldoe.org and
www.floridaschoolleaders.org

Rating Rubric

Highly Effectiveeades s
actoson mpact of |
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

Unsatisfactory. e ader
actionsorpmact of | ¢
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact

The leader uses a variety of
creative ways to provide pos
and corrective feedback on |
implementation of high effect
size strategieAs a result, the
correct and appropriate
implementation of high effect
size instructional strategies
across the gigulum and
grades is a routine part of the
learning environment for all
students.

The entire organization reflec
the | eader6s
timely, and specific recogniti
correct and appropriate
implementation of high effect
size strategies.

The leader balances individu
recognition on high effect siz
strategies with team and
organizatiemide recognition.

In addition to the formal
feedback consistent with the
districevaluation system
indictors, the leageovides
recurringhformal feédck on
high effect size strategies to
reinforce proficient performa
and highlight the strengths o
colleagues and staff.

The leader has effectively
implemented a system for
collecting feedback from
teachers as to what they knog
what they understantiere
they make errors, and when
have misconceptions about (
of high effect size strategies.

Corrective and positive feedk
on high effect size strategies|
linked to organizational goalg

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

The leader adheres todik#rict
evaluation system requireme
forproviding formal feedhlmack
high effect size strategies, bt
the feedbackdenerbrather
thanprovithgdetails that
improve teaching or
organizational performance
related to high effect size
strategies.

The leader tends to view
feedback as a linear process
something they provide teac
rather than two way
communications where the
leader also learns from the

t e a cehpertisg.0

The leader is not aware of th
high effect size strategies
expected to be used in distrig
schools or fails to communic
them tdaculty.

Feedback on high effect size|
strategies igre, nonspecific,
and not constructive.

Leadership Evidenad proficiency on this indicator ma

seen in the

| e a dllestradive exbneph

ImpactEvidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlssafitive

of such evidence may include, but are not limited to t
following:

examplesf such evidence may include, but are not lin
the bllowing:

Professional learning supports on the high effective siz
strategies are readily available to faculty.

Samples of written feedback provided teachers high ef
instructional strategies.

Walkthrough and observation practices are designed t
emphasize feedback on use of high effective size strat
School improvement plan includes actions to improve
proficiency in high effect size strategies.

Evidence the leader has a system for securing specifig
from teachers on their implertentdthigh effect size
strategies correctly and in appropriate circumstances.

Teachersan attegb regularly scheduled formal and infg
observationgith feedback on high effect strategies.
Teachers report recognition as teaberseand as
individual®r quality work on high effect strategies.
Teachers describe feedback from the leader in terms ¢
recognizinigstructionatrengths and suggestions to take
teachingp a new level

Teachers report that leader uses a donhhalassroom
observation and teagdaf assessment data as part of th
feedback on high effect size strategies.

High effect size strategies provided through various st
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¢ Documentation of an instructional monitoring schedule district initiatives are employed by teachers to whom th
supports frequent (every other week) instructional mor initiativeapply.
high effect size strategies. e Departments routinely discuss their capacity to implem

e The leader provides feedback that describes ways to ¢ high effect strategies applicable to their subject area.
performanam high effect size stratemielsreach the next| ¢  Teachers are afforded opportunities to observe mento
levelbn same. using the high effect size strategies.

e The leader manages schedules that enable teacherst{ e  Lesson study teams use ftihesss to improve application
observational rounds or view video examples of other high effect strategies to the content of targeted lesson
using the high effect size strategies. e Other impact evidence of proficiency on this indicator.

e  Other leadership evidence of proficiency on this indical

Scale Levelqchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢
[ ] Highly Effective [ ] Effective [ ] Needdmprovement [ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 4.3

Reflection Questions

Highly Effective Effective Needs Improvement Unsatisfactory

How frequently do teachers | What are some examples of | In what ways do you currentl How can frequent, focused, §
recognize that your feedbaclk focused, constructive, and | recognize faculty in providing constructive feedback suppo
directly linked to improving b| meaningful feedbackhigh feedback and affirmation to t| teachers in improving their
their personal performamte | effect size strategilkat you on high effect size strat@gies| instructional practice?
high effedtize strategies and | providéo your stafffow does
well as the organizational this support their learning?
performance?

To what extent do you
acknowledge the efforts of
teams, as well as that of

What might you do to ensure individuals?

they see this important
connection?
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Indicator 4.4 - Instructional Initiatives: District supported state initiatives focused on student

growth are supported by the leader with specific and observable actions including monitoring of
implementation and measurement of progress toward initiative goals and professional learning to
improve faculty capacity to implement the initiatives.

Narrative: The Department of Education and/or district-supported initiatives focused on improving student
performance require school leader support to be successful at the school site. This indicator addresses

the | eader 6s

profi ci ency Indicator 4.4 gsp tocuses ongrofesaiandl learnig t i at i v e

needed to implement priority initiatives.
Note: District and FLDOE websites provide support and information about priority initiatives.

Rating Rubric

Highly Effectiveeades s
actos or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s
i mpact of | eadg¢
this indicator are sufficient and
appropriate reflections of quality
withonly normal variations.

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

Unsatisfactory. e ade r
actions or i mp
rdevant to this indicator are mini
orarenotoccurring, or are having
adverse impact

All initiatives are implemente
across the grades and subjeq
as appropriate with full fidelit]
the components of each
initiative.

The leader monitors teaéhers
implementation of the initiatiy
tracks the impact of the initial
on student growth, and share
effective practices and impac
with other school leaders.

Most of the district and state
initiativeare implemented
across the grades and subje
as apropriate with full fidelity|
the components of each
initiative.

The leader is conversant with
impact the initiative is expect
to have and monitors teache
and student implementation
the elements of the initiative.

Somehnitiatives aimplemente
across the some of the grade
and subjects as appropriate
work in progress to impleme
thecomponents of each
initiative.

The leader relies on teachers
implement the initiatives and
seldom involved in monitorin
providing feedbaon the impal
of the initia
on student growth.

District and state supported
initiatives are not supported
the leader with any specific

plans, actions, feedback or

monitoring.

The leader is unaware of wh
state and distrigtiatives are
expected to be implemented
the school.

Leadership Evidenad proficiency on this indicator maj Impad Evidenceof leadership proficiency may be seen

seen in the | eader 6s b e h behaviors action®f the facultgtaff students and/or
of such evidence may include, but are not limited to t| communityllustrative examptésuch evidence may
following: include, but are not limited to the following:

e The initiatives being pursueexpieitly identified and acc|
to supporting resources is provided.

e Leaderds agendas,
faculty on the targeted initiatives.

e A Multiered System of SupptMiEI$andResponse to .

Classroom teachers describehlegviniplement the variou
initiatives.

Video exemplars that support implementing the initiati
routinely used by faculty.

Online resources and technology supports that deeper

me mor aj|e

Intervention (R$)fully implemented and the leader mon
regularly to sustain implementation.

The leader monitors practices in areas where subject g
strategies are expected and provides feedback on the
sue of such strategies (e.g. ESOL strategies)

Reading Strategies from Just Read, Florida! are imple
The leader can identify all of the initiatives in use and ¢

understanding of the initiatives are used by faculty.

e  State or districtlbased resources aligned with the initi
are regularly accessed by faculty,

e Teachers have partigigan professional development
associated with the initiative and implemented the stra

learned.

e Other impact evidence of proficiency atidhtsrin

how progress is monitored for each.
e  Other leadership evidence of proficiency on this indical

Scale Levelqgchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢
[ JHighly Effective [ ] Effective [ ]Needs Improvement [ ]Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusihatlist @pected):

Enter data here:
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Reflection Questions for Indicator 4.4

Highly Effective Effective Needs Improvement Unsatisfactory

How do you engage your | How do you use monitoring
faculty in communities of | these initiatives to identify

practice where practices faculty professional

related to the initiatives are| development needs that, if
shared with faculty in other| addressed, would improve
schools or districts? quality of implementation?

How do you communicate wit
district ansktate resources to
learn more about what these
initiatives can contribute to my
school?

How do you find out what initia
should be implemented?

Indicator 4.5 i1 Facilitating and Leading Professional Learning: The leader manages the
organization, operations, and facilities to provide the faculty with quality resources and time for
professional learning and promotes, participates in, and engages faculty in effective individual
and collaborative learning on priority professional goals throughout the school year.

Narrative: Indicator 4.5 is focused on what the leader does to engage faculty in meaningful professional
learning (which includes being involved in what the faculty is learning).Professional learning on-the-job is
an essential aspect of effective schools. School leaders who manage the school in ways that support both
individual and coll egi al professional |l earning

personal participation in professional learning plays a major role in making professional learning efforts

pay of f Thi

Rating Rubric

s indicator

addresses

t he |

eader 6s r

Highly Effectiva eades s
actos or i mpact
relevant to this indicator exceed
effective lels and constitute mod
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Lea@ r 6s actions
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

UnsatisfactoryL eade r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact

The leader uses a variety of
creative ways to provide
professional learning for
individual and collegial groug
focused on deepening subjeq
matter knowledge and
proficiency at high effect siz¢
strategies.

The leader is personally invg
in the learning activities of th
faculty in way s that both shg
support and deepen
understanding of what to
monitor.

The entire organization reflec
the | eader és
timely, and specific professio
leaning that targets improve(
instruction and student learni
on the standards in the coursg
descriptions.

Leadership monitoring of

professional learning is focug
on the impact of instructional
proficiency on student learnir

The leader provides reagirri
opportunities for professiona
learning for individual and
collegial groups focused on
issues directly related to facy
proficiency at high effect sizg
strategies and student learni
needs.

The leader removes barriers
time for professiolerning
and provides needed resour
as a priority.

Participation in specific
professional learning that tar
improved instruction and stu
learning is recognized by the|
faculty as a school priority.

Leadership monitoring of
professional learnisidocused
on the impact of instructional
proficiency on student learnir

Less than a majority of the
faculty can verify participatio
professional learning focuse
student needs or faculty
proficiency at high effect size
strategies.

Time for prafgional learning i
provided but is not a consiste
priority.

Minimal effort expended to
assess the impact of
professional learning on
instructional proficiency.

Leadership monitoring of
professional learning is focug
primarily participation with
minmal attention given to the
impact of instructional profici
on student learning.

Focused professional
development on priority learn
needs is not operational.

Few faculty members have
opportunities to engage in
collegial professional
development pesses on the
campus.

Individual professional learni
not monitored and is not
connected to the school
improvement plan or student
learning needs.

Leadership Evidenad proficiency on this indicator ma

ImpactEvidenceof leadership proficiency may be seen
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seen in the | ea desrafive exanepl
of such evidence may include, but are not limited to t
following:

behaviors or status of the faculty andlustafitive
examplesf such evidence may include, but are not lin
the following:

Documents generated by or at the direction of the lead
establish a clear pattern of attention to individual profe
development.

Documents generated by or at the directideadithe
establish a clear pattern of attention to collegial profes
development.

Schedules provide evidence of recurring time allocate
professional learning.

Technology is used to provide easy and recurring acce
professional learning.

Budgetecords verify resources allocated to support pri
professional learning.

Documents generated provide evidence that administr
monitoring faculty participation in professional learning
Other leadership evidence of proficiency on tiis indica

Faculty members describe an organizational climate s
of professional learning and can provide examples of
involvement.

Minutes and/or summary records of lesson study team
study groups, and/or PLCs provide evidence thaitabidq
opportunities are active on the campus.

Agendas, documents, or anecdotal records of teams al
department meetings reflect recurring engagement in

professional learning.

Information on the availability of professional learning

accessie for faculty.

Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Needdmprovement

[ JHighly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 4.5

Highly Effective

Effective

Needs Improvement

Unsatisfactory

Whastrategielave you
implemented so that spread
yourlearning about providing
professional learning for
individual and collegial groug
within yauschool to your
colleagues across the schoo
system?

What might be some creative
ways to provide professional
learning for individual and
collegial groups focused on
deepening subject matter
knowledge and proficiency a
high effect size strategjies

As youhink about your
leadership in providing
professional learning, what &
key strategies for you to cons
that would help you provide
recurring opportunities for
professional learning for
individual and collegial group
focused on issues directly
relaté to faculty proficiency a
high effect size strategies an
student learning needs?

How would you describe you
efforts to make certain that y
professional learning is focug
on student needs or faculty
proficiency at high effect sizg
strategies?

73



Narrative:

Facul

ty devel

opment has

many

Indicator 4.6 i Faculty Development Alignments: The leader implements professional learning
processes that enable faculty to deliver culturally relevant and differentiated instruction by:
e generating afocus on student and professional learning in the school that is clearly linked

to the system-wide objectives and the school improvement plan,

e identifying faculty instructional proficiency needs (including standards-based content,
research-based pedagogy, data analysis for instructional planning and improvement),
e aligning faculty development practices with system objectives, improvement planning,

faculty proficiency needs, and appropriate instructional goals,

e and using instructional technology as a learning tool for students and faculty.

aspects.

developing faculty capacity to implement culturally relevant differentiated instruction by aligning the
various faculty developments processes and practices with certain key issues (Standards-based content,
research-based methods, data for planning, etc. as specified in the text of the standard.)

Rating Rubric

Highly Effectiva eades s
actos or i mpact
relevant to this indicatareed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Neals Improvement
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

UnsatisfactoryL eade r
actions or i mp
relevant to this indicatemainimal
orarenotoccurring, or are having|
adverse impact

The leader has demonstrate
record of differentiated
profession&arnindor faculty
based on student needs.

The leader has developed a
system of jagmbedded
professionddarninghat
differentiates training and
implementatiof instructional
prioritiebased on teacher
needs, which help retain
proficient and highly exemplg
staff.

The leader routinely shares
professionédarning
opportunities with other scho
departmentsistticts, and
organizations.

Professional learningudes a
plan for the implementation ¢
theprioritized instructional ne
(e.g., researdtased instructio
data analysis, instructional
technologyulturally relevant
aligned to school improveme|
plan and some effort has bee
made to differentiate (coachi
mentoring, collaborative tean
coaching) and embed
professional development to
meet the needs of all faculty
members. The leader is able
use data from evaluation of
instructional persortoedssess
proficiencies and identify prig
needs to support and retain
proficient and exemplary fac
members.

The leader attempts to
implement all of the priority
instructional needs without a
plan for doing so.

The leader is aware of the
differentted needs of faculty
and staff members, but
professional development is
embedded in faculty meeting
this time, rather than
incorporating the use of
collaboration, study teams, e
in order to meet the unique
needs of staff.

Professionldarnings typically
fone size fit
little or no evidence of
recognition of individual facu
needs or matching of faculty
needs to student achieveme
needs. Consequently, retaini
proficient and exemplary staf
problematic.

Leadership Hdenceof proficiency on this indicator ma:

seen in the | ea dlestrafive exaneph
of such evidence may include, but are not limited to t
following:

Impactevidenceof leadership proficiency may be seen
behaviors oragtis of the faculty and gthf$trative
examplke of such evidence may include, but are not lir
the following:

Documentation that professional learning is determine
basis of student achievement and teacher competency
Evidence thatofessional learning includes culturally rel
instructional practices

Faculty meetings focus on professional learning relate
schools instructional priorities.

The leader examines data on teacher proficiencies an
identifies needs that arssgbently addressed by
professional learning.

Technology resources are provided to maximize facult
to online learning and sharing video exemplars for qug
instructional practices.

Individualized professideaélopmeptansapproved by the
ptincipahre clearly aligned with school improvement pr
Meeting agendas and memorandum to faculty provide

Staffdescribes ways that profesdearaings culturally
relevant to the population servetiftardntiated meet thei
unique instructional needs.

Lesson study groups and PLCs have explicitly stated ¢
a focus for their collegial learning.

Teachers can articulate a prdeattels them develop
individualized learning plans

Faculty requests professional learrmirgfiltered to ensur
that they relateitientified needs within the school
improvement plan.

Teachers can iderttiigir learning needs as they relate tq
student learning needs

Faculty can demonstrate their use of course descriptio
source of learning goals andtotgs.

Faculty can provide evidence of culturally relevant and
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of ongoing monitoring of the implementation of critical
(e.g., data analysis, text complexity), stéadads
instruédbnal program, mtiired system of supports, and
differentiated instruction.

The | eaderd6s documents a
guiding faculty toward deeper understanding of the cul
students in the school and how instruction is adaptedd]
student engagement in learning.

Other leadership evidence of proficiency on this indical

differentiated instruction.

e  Other impact evidence of proficiency on this indicator.

Scale Levelqchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ 1Highly Effective [ ] Effective

[ ] Needdmprovement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 4.6

Highly Effective Effective

Needs Improvement

Unsatisfactory

What procedures have you
established to increase
professional knowledge
opportunities for colleagues
across the school system?

What system do you use to
prioritize learning needs and
empower faculty to create
individual learning plans?

What strategies have you
employed to meet the learnin
needs of your faculty, from
novice to veteran to expert?

In what ways are professiong
learning opportunities linked
individual faculty needs?
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Narrative: An indicator required by 1012.34 F.S., the focus is on whether the accumulated impact of the

Indicator 4.7 1 Actual Improvement: The leader improves the percentage of effective and highly

effective teachers on the faculty.

| eader 6s act
area #3 prov
student growth measures,
occurring.

Rating Rubric

ions resul t
ide a base |
enabl e

assessment

in
i ne

positive
that,

al
of wh e

trend | i
t h
r actual

nes

Highly Effectiveeades s
actos or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiendgr other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderés actio
actios relevant to this indicator g
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. e ader
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impa

The percentage of teachers
rated effective or highly effeg
increases while the percenta|
rated needs improvement for
consecutive years declines.

Student growth measure and
instructional practice ratings

The percentage of teachers
rated effective or highly effed
increases or remains stable
within five percentage points
the prior year, but there is
evidence of specific
improvements in student gro
measures or praditcy in high

There is no evidence of
improvement in student gro
measures for the majority of
teachers rated as effective,
needs improvement, or
unsatisfactory.

There is significant variation

The percentage of teachers
rated effective or highly effeq
declines and cannot be
explained by changes in staf]
membership.

There is no evidence of
improvement in student grow

in substantial agreement for |

effect size strategies.
least 75 percent of the facult] 9

betweeh e a cskudents 6
growtme asur es a
assessment of instructional
practices.

measurefor the majority of th
teachers rated as needs
improvement or unsatisfacto

Leadership Evidenad proficiency on this indicator ma
seen in the | eaderds beh
of such evidence may include, but are nablithéed
following:

ImpactEvidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlssafitive
examplesf such evidence may include, but are not lin
the following:

e Documents generated by or dirdwaion of the leader
establish that the leader tracks the progress of faculty
on student growth measures and identifies those maki
demonstrable progress.

e Documents generated by or at the direction of the leag
establish that the leader trifiekprogress of faculty memi
on high effect size strategies and identifies those maki
demonstrable progress.

e Documents generated by or at the direction of the leag
establish that the leader tracks the progress of faculty
rated as needs impement or unsatisfactory and can idg
specific areas of improvement.

e The leader tracks student growth data and teacher ass
data aligned to learning goals to track actual improven
teacher performance @raihtains records of the perceoitg
staff showing growth over time.

e  Other leadership evidence of proficiency on this indica

e The percentage of teachers rated highly effective incre

e The percentage of teachers rated effective increases.

e The percentage of teachers previousbsratstling
improvement (developing) or unsatisfactory decreases

e The percentage of teachers ranking at or above the dis
average on student growth measures increases.

e The percentage of teachers with highly effective rating
effect size instrocil strategies increases.

e Lesson studies produce revised lessons with improveg
outcomes.

e  Tracking of learning goals produces data and trend lin
showing improvement in teacher effectiveness.

e  State and district tests show improved studentgerforn

e VAM scores in teacher assessment show improvemen
trend lines show improvement in percentage of results
VAM scores.

e  Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ 1Highly Effective [ ] Effective

[ ]Needdmprovement [ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:
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Reflection Questions for Indicator 4.7

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How well aligned are your
assessments of instructional
practice with the results of
student growth measures?

In what ways are you assistif
the better perfning teachers {
improve as much as you are
assisting the lower performel

How would you describe you
efforts to improve instruction

In what ways are you providi
feedback on instructional
practice that result in improvg
student learning for those
teachers most in need of
growth?

How would you describe you
efforts to understand what

instructional improvements &
needed and then communicg
that in useful ways?

What information gol

collecting to help you know
is or is not happening in the
classrooms where teachers

improvement?

How are you making a differg
in the quality of teaching in'y
school?

What are some of the strateg
you are employing that help
be avare of where the greate
problems are in terms of
instructional proficiency?

1



Proficiency Area 5:_ Learning Environment: Effective school leaders structure and

monitor a school | earning environment that

student population.

Narrative: This proficiency area is aligned with FPLS

school is a result of decisions and actions by the adults in the school. Learning environments that are
success oriented, student centered, treat diversity as an asset, and focus on eliminating achievement
gaps support students preparation for fulfilling lives.

Indicator 5.1 7 Student Centered: The leader maintains a safe, respectful and inclusive student-
centered learning environment that is focused on equitable opportunities for learning and building
a foundation for a fulfilling life in a democratic society and global economy by providing recurring
monitoring and feedback on the quality of the learning environment and aligning learning
environment practices with system objectives, improvement planning, faculty proficiency needs,
and appropriate instructional goals.

Narrative: School | eaders who monitor what students ex
have better insights on how to make the system work than those who do not monitor impact of policies
and practices on students. It is the |l eaderdés respons:s

respectful, and supportive of engagement in learning.

Rating Rubric

Highly Effectiveeades s
actos or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader os

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

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

UnsatisfactoryL ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact

The leader provides clear,
convincing, and consistent
evidence that they ensure thy
creation and maintenance of
learning environment condug
to successful teaching and
learning for all and shares thi
practices with others through
the district.

Involves the school and
community to collect data on
curricular and exttarricular
student involvement to assur
equal opportunity for student
participation.

The leadgrovides clear
evidence that they create an
maintain a learning environm
that is generally conducive td
ensuring effective teaching
practices and learning, altho
there may be some exceptio

Collects data on curricular an
extracurricular student
involvement to assure equal
opportunity for student
participation.

The leader provides limited
evidence that they create a g
school either in planning or
actions.

Collects data on curricular ar
exracurricular student
involvement.

The leaderovides little to no
evidence that s/he make plar
for a safe and respectful
environment to ensure
successful teaching and lear
or addresses safety concern
they arise.

Does not collect data on
currialar and extaurricular
student involvement.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dilestrabve exbneph

ImpactEvidenceof leadership proficiency may be seen
behaviors or status of the faculty andlsatitive
examplesf such evidence may include, but are not lin

the following:

e Documents that establish safe, respectful, and inclusiv
widecommon expectations for students and staff.
e Agendas, meeting minutes, etc., show recurring attent|

student needs.
. The |

student needs.

eader O6s
opportunities for achieving success

e Leader has procedures for studenrés®needs and
concerns direct to the leader.

e The leader provides programs and supports for studen
making adequate progress.

e School policies, practices, procedures are designed to

documents r

e Teachers can describe a specific policies, practices, a
procedures that result in a safe, respectful, and inclusi
studententered learning environment.

e Student questionnaire results reflect satisfaction with g
attention to studeseds and interests.

e Counseling services and safe school programs (e.g. al

ar e

e Tutorial processes are provided and easily accessible

bullyingo)

students.

e Teachers receive training on adapting instruction to stt

needs.

e Extended day oeekend programs focused on student

i mpl ement
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e  Other leadership evidence of proficiensyirofichator.

academic needs are operationat@mitbred

e Paent questionnaire results reflect satisfaction with sc
attention to student needs and interests.

e  Other impact evidence of proficiency on this indicator.

Scale Levelqchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ]Highly Effective

[ ] Effective

[ ]Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 5.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

Whapracticebave you
engaged ito increase
professional knowledge
opportunities for colleagues
across the school system
regarding your effortsrisure
the creation and maintenan
of a learning environment
conducive to successful
teaching and learning for al

What evidence would you
accept you were ensuring t
creation and maintenance ¢
learning environment
conduck to successful
teaching and learning for al

How would you describe your
efforts to provide clear eviden
that you create and maintain ¢
learning environment that is
generally conducive to ensure
effective teaching and learnin
although there maysbene
exceptions?

What strategies are you
intentionally implementing to c
and maintain a safe and respe
environment to ensure success
teaching and learning or addre
safety concerns as they rise
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Indicator 5.2 - Success Oriented: Initiates and supports continuous improvement processes and a
supports

multi-t i er ed

being.

system

of

focused

on the stud

Narrative: The issues in 5.1 focus on monitoring how school policy and practice affect the quality of
student lives. This indicator shifts focus from those broad issues to what happens at the school that

creates

opportunities

for

student

success

and

something good for them. School should be rigorous and demanding but also implemented in ways that
create recurring opportunities for success.

Rating Rubric

Highly Effectiva eades s
actos or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement

Leader 6s aclte ad
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are hang
adverse impact

Through all grades and
subjecta multtiered system
of supports is operational
providing core universal
supportgésearctbased,
highmuality, generalusdtion
instruction and support;
screening and benchmark
assessments forstlldents
and continuouatd collection
continues to inform instryctio

Where student are not
successful on core instructiol
problem solving is employed
identify and implement targe
supplemental supports (data,
based interventions and
progress mdoring).

Wherdargeted supplemental
supports are not successful,
intensive individual supports
employed based on individua
student needs.

Skillful problem solving to en
staff have adequate time ang
support, and effectively
monitoringe ac her 6 s
use of researtfased
instruction.

Problem solves skillfully (e.g
conceptualizing, applying,
analyzing, synthesizing, and
evaluating informafion
provide adequate time,
resources, and support to
teachers to d
curriculum to all students.

Celebrations of student succ
are common events and are
focused on recognition of the
methods and effort expende
students understamidat

behaviors led to the success

Most grades and subject trag
student learning growth on
priority instructional targets.

MTSS operational across the
grades and subjects.

Problem solving efforts are
unskillfully used to provide
adequate time, resources, a
support to teachers to delive
districtds cu
standards to students.

Celebrations of student succ
are provided but are inconsig
in focusing on how/why stud
succeeded.

MTSS operational in some
classes.

No actions otheathuse of

slogans and exhortations to
succeed are taken by the leg
to address practices and pro
that actually enable success

MTSS not operational.

student

Impacttvidenceof leadership proficiency may be seen
behaviors aictionsf the facultgtaff students and/or
communityllustrative examptdsuch evidence may

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

following:

include, but are not limited to the following:

Agendas, memorandum, and other documents providg
on implementation of MTSS.

Agendas, memorandum, anddithements reflect recurri
discussion with faculty on continuous progress monito
practices.

Theleader recognizes the accomplishments of individu
teachersstudent, groups and the whole sdhool
newsletters , announcements, websites, soz@midfade
toface exchanges

Teacher s 0 databased intbryentiore anel arbg
monitoring.
Teachedirected celebrations of student success identif
causes of success.

Supplemental supports are provided in classes.
Faculty and student describe the leader as one who is
committed to student success in school and life.
Faculty teams, depaents, grade levels or collegial lear
teams who have worked together on student success
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Leader solicits studaptit on processes that support or
hamper their success

Leader does surveys and other data collections that ag
school conditions that impact studdmingll

Data collectigmocesses are empldip collect student,
parent, anstakeholder perception datheoschoaupports
for student success.

Other leadership evidence of proficiency on this indical

recognized.

Teacher and student tracking of progress results in da
student success.

Other impact evidence of proficiency on this indicator.

Scale Levelgchoose on&Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢
[ ]Needs Improvement

[ ]Highly Effectier

[ ] Effective

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 5.2

Highly Effective Effective

Needs Improvement

Unsatisfactory

What supports do you neeq How do you enable teache
provide to d
capacity to providéensive
individual supports?

How do yahare effective
continuous progress practiq with the entire faculty?
with oth4r school leaders?

What continuous progress

What barriers to student succ
are not being addressed in yg
school?

How do you mtmiinstructional How do you obtain training on
proficient at MTSS to sharg practice to assess the quality | the M'SS model requires and h
process with other teachery implementation of MTSS?

do you convey the expectation
inherent in the model to your

How do you monitor the impa( faculty?
practices should be shared| targeted supplemental suppol
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Narrative:

ADi versity

practi

ceso

refers

to the

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

many variations in students that impact learning growth (e.g. learning processes, prior learning
experiences, family and cultural backgrounds); implement practices that respect diversity in learning
needs (e.g. multi-tiered system of supports) and make adjustments at the classroom level that make use
of student strengths and promote growth needs.

Rating Rubric

Highly Effectiveeades s
actos or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scopepooficiency.

Unsatisfactory. e ade r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

Theleadeshares with others
throughout the district strateg
thathelp them pirtto action
their belief that all students ¢
learn at high levels by leadin
curriculum, instruction, and
assessment that reflect and
respect the diversity of stude
and staff.

The leader provides an
instructional program where
recurring adaptations in
instructional to address
variations in student learning
needs, styles, and learning
strengths are routine events
classes.

Theleadesystematically acts
on the belief that all students
learn at high levels by leadin
curriculum, instructiom, an
assessment that reflect and
respect the diversity of stude|
and staff.

Classroom practices consistg
reflect appropriate adjustmer
based on cultural, racial, eth
backgrounds of students.

The | eader 6s
teachers adaipstructional
strategies to meet individual
student needs are an accept
part of the shared vision of th
leader and faculty.

Theleadeinconsistenthcts on
the belief that all students ca
learn at high levels by
sometimes leading curriculur
instrugdn, and assessment th
reflect and respect the divers
of students and staff.

The leader has taken some
actions that set expectations
teachers adapting instruction
strategies to meet individual
student needs and such
individualization is evidien
some but not most classes.

The leader limits opportunitie
for all students to meet high
expectations by allowing or
ignoring practices in curriculy
instruction, and assessment
are culturally, racially, or
ethnically insensitive and/or
inappopriate.

Takes no actions that set
expectations for teachers
adapting instructional strateg
to meet individual student ne

Leadership Evidenad proficiency on this indicator ma

seen in the

| e a dilestrafive exbneply

Impacttvidenceof leadership proficiency may be seen
behaviors or status of the faculty andsatitive

of such evidence may include, but are not limited to tl
following:

examplesf such evidence may include, but are not lin
the fdbwing:

Documents that support the use of diversity as an ass¢
development and implementation of procedures and p
Agendas, memorandum, etc., reflecting recurring atter|
faculty meetings to capacity to recognize diversity issu
adapt instruction accordingly.

Leaderd6s actions in prov
that deepens understanding of a range of diversity iss
evidence of monitoring for implementation in the class
appropriate diversity practices.

Schol policies, practices, procedures that validate and
similarities and differences among students.

The school leader collects and reagenda and minutes
fromdepartmental or team meetingenitoattention to
diversity issues in pursuit oéistlearning growth.

Other leadership evidence of proficiency on this indical

Teachers can describe a specific policies, practices, a
procedures that validate and value similarities and diff
among students.

Professional development oppostandiprovided for new
teachers regarding ways to adapt instruction to addres
issues in the student body and community.

Student questionnaire results reflect belief that their in
characteristics are respected by school leader and fac
Parent questionnaire results reflect belief that their ind
characteristics are respected by school leader and fac
A muldiered system of supports (MTSS) is implemente
classrooms in ways that respect and make adjustment
diversit factors.

The shoolprovides an interactive website for students,
parents, and the commuhgys i gned t o be
sensitive to diversity issues in the community, providin
information of interest to various segments of the scho
community

Other impact evidence of proficiency on this indicator.

Scale Levelqgchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
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proficiency level by checking one of the four proficiency levelstmstmralfecioat this time, leave blank|

[ ]Highly Effective

[ ] Effective

[ ]Needs Improvement

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq

above are illustratirel do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 5.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What procedures might you
establisko increasgour ability
to helpyour colleagues develd
curriculum, instruction, and
assessment that reflect and
respect the diversity of stude
and staff?

What strategies might you
employ so that you could sha
with others throughout the di
practices thhelp them put int
acton your belief that all
students can learn at high le
by leading curriculum,
instruction, and assessment
reflect and respect the diverg
of students and staff?

How might you increase the
consistency with which you 3
on the belief that altlsnts can
learn at high levels by
sometimes leading curriculur
instruction, and assessment
reflect and respect the divers
of students and staff?

How might you expand the
opportunities for all students
meet high expectatibps
leadingurriculum, instruction
and assessment that reflect
respect the diversity of stude
and staff?
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Narrative: Where indicator 5.3 is focused on the broad array of diversity factors that impact success of

Indicator 5.4 i Achievement Gaps: The leader engages faculty in recognizing and understanding
cultural and developmental issues related to student learning by identifying and addressing
strategies to minimize and/or eliminate achievement gaps associated with student subgroups

within the school.

individual students and student sub-groups, indicator 5.4 focuses on academic growth of specific sub-
groups whose academic performance lags behind what they are capable of achieving. The leader is
expected to prepare the faculty to do what is needed to meet the academic improvement needs of the

sub-group(s).

Rating Rubric

Highly Effectiva eades s
actos or i mpact
relevant to thigdicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

i mpact of | ead¢g
this indicator are sufficient and
appropriate reflections of quality
with only normal vioias.

Needs Improvement
Leaderés actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. e ad e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leaddras created a self
regulating system based on ¢
that guarantees regular and
predictable successlb$ab
groups, even if conditions
change from one year to
another.

Achievements gaps have be
eliminated or substantially
minimized with trend lines
consistently moving toward
elimination of such gaps.

Processes to minimize
achievement gaps within all
impacted sukgroups are
employed for all syroups with
positive trend lines showing
reduction of gaps for all
subgroups.

The leadamonsistently applies
the process of inquiry and/or
enabled development of
processes that generate greg
understandin of t he
current systems and their im
on sulgroup academic
achievement.

Subgroups within the school
and associated with achieve
gaps have been identified an
some processes are underw
understand root causes.

Some actions to min@rthe
gaps have been implemente
but either do not reach all su
group students or have
inconsistent or minimal resul

The leadénconsistently appli
the process of inquiry and/or
enabled only limited efforts t
develop of processes that
genera greater understandir
of the school
and their impact on-gobup

academic achievement.

The leader does not identify
implement strategies to
understand the causes of su
group achievement gaps.

No changes in practices or
processesdve been

i mpl emented u
direction thatdgsigned to
address achievement gaps.

The leader does not apply th
process of inquiry and/or dey
processes that generate greg
understanding
current systems and their im
on sukgroup academic
achievement.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestradive exbneph

Impacttvidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlsafitive
examplesf such evidence may include, but are not lin
the following:

e The leader uses statistical analyses identifying acaden

of subyraipmembers.

e  Written goals are developed and provided to faculty th
on reducing or eliminating achievement gaps for stude
undeiperforming sysoups and for students with disabili

refl

understanding of cultural and development issues rela
improvement of academic learning growtigtoupub

) Document s

students.

e The leader develops school policies, practices, proced

validate and value similarities and differences among ¢
acti ons -group studeptpir
selfhelp processes and goal setting related to academ

e |leader 6s

achievement.

e The leader personally engages students-petiodeing
subgroups with support, encouragement, and high

expectations.
o |lealer 0s

take
resources with efforts to reduce achievement gaps.
e Other leadership evidence of proficiency on this indical

ecting Rhyhe

actions in a

Faculty and staff can describe the-a@t@aichievement
goaldocused on narrowing aement gaps and relate ho
that implement those goals to impact individual studen
Undesachieving swdroup students are enrolled in advan
classes and presented with high expectations.
Teachers can describe specific policies, practices, and
procedures that help them use culture and developme
issues to improve student learning.

Faculty and staff can explain how goals eliminate diffe
achievement for studentiffetrent socioeconomic levels.
English language learners, and students with disabilitig
Teacher records reflecting trackiggauybstudent progreg
on targeted learning goals related to academic achievg
Student questionnaire results (fregnaaybstudents)
reflecting recotion of school efforts to improve their aca
performance.

Parent questionnaire results frograub parents reflectin
recognition of school efforts to improve student achiev
Lesson study groups focused on improving lessons to
achievemegap.
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e  Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency ld¥/alst Ibeliog.rated at this time, leave blan
[ ]Needs Improvement

[ ] Highly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence Lo¢Specifically, what has been observed that reflects current proficiency on this indicatq
above ar#lustrative and do not reflect an exclusive list of what is expected):

Enter data here:

Reflection Questions for Indicator 5.4

Reflection Questions

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What strategies might you

employo increasgour ability
help your colleagues undersi
how the elements of culture {
impacted by the current syst
(e.g., curriculum, instruction,
assessment, etc.) in order to
improve student achievemen

What are one or two critical
steps yououlld take that woul
shift your examination of cult
to a point that they become ¢
selfregulating system based
data that guarantees regular
predictable success even if
conditions change?

How might yeystematically
apply the process of igdoir
develop methods of generati
greater understanding of the
cultures of individuals within
building and how the elemen
culture are impacted by the
current systems (e.g.,
curriculum, instruction,
assessment) to improve stud

achievement?

Whydo sukgroups students lil
those in your school not perf
as well as similar groups in 0
schools?

In what ways might you
demonstrate greater
understanding of cultures an
their impact on the current
systems in your school to
improve student leagfin
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Domain 3: Organizational Leadership

Narrative: This domain addresses proficiencies that impact the quality of a broad array of school operations. The focus is
applying these proficiencies to improve student achievement, instructioaatlpaofesdignal conduct.

Narrative: This proficiency area is aligned to FPLS standard #6. How decisions are made can be as impartant as what dec

are made.

The |

eader 6s

pr of i c-makimgigthedotdshisareaa nci ng

Indicator 6.1 7 Prioritization Practices: The leader gives priority attention to decisions that impact
the quality of student learning and teacher proficiency, gathering and analyzing facts and data,
and assessing alignment of decisions with school vision, mission, and improvement priorities.

the val

Narrative: Leaders make many decisions. Those that impact student learning and teacher proficiency require priority atten

The focus i s

the |

eader 6s

laaning and fgculty proficieack @&re netlost amonhghthee t

lower priority issues or given inadequate attention because of all the other things leaders do.

Rating Rubric

Highly Effective. ead e
actonmr i mpact of
relevant to this indicaxceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsatisfactoryL ead e r
actions or i mp
relevant to this indicaterminimal
orarenotoccurring, or are having
adverse impact.

The leader produces clear,
convincing, and consistent
evidence that demonstrates i
understanding of learning,
teaching, and student
development to inform all
decisions and continuouss
this information to enhance
teaching and learning.

The leader produces clear,
convincing, and consistent
evidence that, on an ongoing
basis, all decisions are madg
way that prom
vision and mission.

Effectivelecisiomaking
practices are frequently shari
with other administrators ang
colleagues throughout the

system.

The | eader 6s
consistently demonstrate an
understanding of learning,
teaching, and student
development.

The leader produces clear
evidence of makingst
decisions in a way that supp
the school 6s
regarding student learning af
faculty proficiency.

The leader provides limited
evidence that demonstrates
understanding of learning,
teaching, and student
development to inform detssi
or is inconsistent in using thi
information to enhance decig
about teaching and learning.

The leader produces limited
evidence that
and mission impacts decisio
making.

The leader provides little or 1
evidence that demonstrat
awareness of learning, teach
and student development to
inform decisions.

The leader produces little to
evidence of making decision
that are | ink
vision and mission.

Decisions adverse to studen
growth and/or faculty
developnme are made.

de

Leadership Evidenad proficienon this indicator may b
seen in the | ea dlestrabive exaneph
of such evidence may include, but are not limited to t

ImpactEvidenceof leadership proficiency magdrein the
behaviors aiction®f the facultgtaff students and/or
communityllustrative examptdsuch evidence may

following: include, but are not limited to the following:

e The school ds vision and e Teachers can describe a degsaking process that refleg
leader is focused student growth and improving faculty an emphasis on vision, mission, student learning, and
proficiency. proficiency requirements.

e Staff evaluations and professional development docun| e
emphasize student learning or faculty proficiency grow
e Documents showing the development and modification e
teacher and student scheduldsaaesl on data about stud

Teachersam recall decisions that were made resulting i
changes to their teaching schedule to support student
Team and department meeting minutes reflect student
and faculty proficiency as priority issues.

needs. e Subordinate leaders give prioritytiatteto issues impactin
e Leaderds meeting schedul student learning and teacher proficiency.
learning and faculty proficiency issues. e Principalds secretary pr

86



e Artifacts substantiating school improvement and curric|
review/revision are based on student learning needs of o

assessments of teacher proficiency.

e  Other leadership evidence of proficiency on this indica| e

learning and faculty growth.

Officestaff handlesout i ne events to
instructional and facdétyelopment issues.

Other impact evidence of proficiency on this indicator.

Scale Levelqchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ]Highly Effective

[ ] Effective

[ ]Needdmprovement [ ]Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questiorfer Indicator 6.1

Highly Effective

Effective

Needs Improvement Unsatisfactory

What procedures have you
established to increase
professional knowledge
opportunities for colleagues
across the school system?

How do you promote and fc
continuous impravent with
new staff? What changes n
you make to your decision
making process for further
improvement?

What system do you use tg
prioritize learning needs an
empower faculty to create
individual learning plans?

How might you reinforce ar
establish yw efforts so that

direct reports and your enti
school community understg
the link between decisions

your priorities?

What strategies have you

employed to meet the learnin
needs of your faculty, from ng
to veteran to expert?

How should your awareness of
learning, teaching, and student
development inform deci8ions

How might you better align you
decisions with the vision and
mission of your school?

Why is itecessary to explicitly
reference your vision and mis
even though they are visibly
posted in high traffic areas of
school?
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Indicator 6.2 7 Problem Solving: The leader uses critical thinking and data-based problem solving

techniques to define problems and identify solutions.

Narrative: Problem solvingéssars e nt i a l

problems and identify solutions is the focus here.

Rating Rubric

support to

deci

sion maki

Highly Effectiva ead e
acton®r | mpact of
relevant to this indécaexceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderés actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. ead e r
actions or i mp
relevant to this indicatee minimal
orarenotoccurring, or are having
adverse impact.

The leader demonstrates the
ability to construct a clear an
insightful problem statement
evidence of relevant contextl
factors.

The leader identifies multiple
approaches forwah a
problem and proposes one o
more solutions/hypotheses tl
indicate deep comprehensio
of the problem. The solutions
sensitive to contextual factor
well as all of the following:
ethical, logical, and cultural
dimensions of the problem.

Thel eader 6s ev
solutions is comprehensive &
includes all of the following:
history of the problem,
logic/reasoning, feasibility an
impact of the solution.

The solution is implemented
manner that addresses each
the contextual factorthef
problem. A thorough review (
the results is conducted to
determine need for further wi

The leader demonstrates the
ability to construct a problem
statement with evidence of n
relevant contextual factors a
the problem statement is
adequately teled.

The leader identifies multiple
approaches for solving a
problem.

The | eader 6s
sensitive to contextual factor;
well as at least one of the
following: ethical, logical, or
cultural dimensions of the
problem.

Evaluation of solutiens
adequate and includes: histo
the problem, reviews logic af
reasoning, examines feasibil
solution, and weighs impact.

The solution is implemented
the results reviewed with son
consideration for further worl

The leades beginning to
demonstrate the ability to
construct a problem stateme
with evidence of most releva
contextual factors, but the
problem statements are
superficial or inconsistent in
quality.

Typically, a

solution is identified rather th
desigimg a solution to addres
the contextual factors.

The solution is implemented
manner that addresses the
problem statement but ignor¢
relevant factors. Results are
reviewed with little, if any,
consideration for further worl

The leader demonstrates
limited ability to identify a
problem statement or related
contextual factors.

Solutions are vague or only
indirectly address the proble
statement.

Solutions are implemented in
manner that does not directly
address the problem statemg
and are rewiexd superficially
with no consideration for furt
work.

ng.

Leadership Evidenad proficiency on this indicator ma:

seen in the | ea dlestrafive exaneplf behaviors action®f the facultgtaff students and/or
of such evidence may include, but are not limited to t| communityllustrative examptésuch evidence may
following: include, but are not limited to the following:

Impactevidenceof leadership proficiency may be seen

Samples of problem statemenmigextual factors,
recommended approaches, proposed solutions, evalu
review with consideration for further work are presente
A welkstablished probleoiving process can be describg
the leader.
Data records reveal the range of probiressad and afte
implementation data collections.
Reports and newsletters to stakeholders inform of prok
addressed and the impact of solutions implemented.
Other leadership evidence of proficiency on this indical

Teachersan personally atteghe problessolving skills of
the leader.

Teachers reparhigh degree of satisfaction with the pro
solving process established by the leader

Teacher and/or students describe participating in prob
solving led by the school leader.

MulttieredSystem of Supports (MTSS) is fully operatior]
classrooms.

Subordinate leaders are engaged Hbaised problem
solving.

Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢
[ ]Needdmprovement

[ JHighly Effective

[ ] Effective

[ ] Unsatisfactory

88

The



Evidence LodSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 6.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What might be some of the
things you learned about
problem solving thait
influence your leadership
practice in the future?

Whatan you do to enable ya
subordimte leaders to be mo
effective in problem solving?

What are some specific
recollections (datladt come to
mind that defigeur thinking
about effective problem s@lvi

How would you describe you
problem solving process?
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Indicator 6.3 17 Quality Control: The leader maintains recurring processes for evaluating decisions
for effectiveness, equity, intended and actual outcome(s); implements follow-up actions revealed
as appropriate by feedback and monitoring; and revises decisions or implementing actions as

needed.

Narrative: Decisions are made....but there isip folb@mess. What was the impact of the decisions? The focus here is the

| e ad e rup en décisibns andvcapacity to make revisions where needed.

Rating Rubric

HighlyEffectiveL ead e
actonmr i mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsatigactoryLeader
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leader can provide clear
consistent evidence of decisi
that have been changed bas
on new dat

The leader has a regular pat
of aecision reviews and

fi s u n sirewhich preygodis
decisions are reevaluated in
of the most current data.

There is a culture of open
acknowledgement of undesir
outcomem which the leader
and everyone in tirganizatior|
can discuss what is not work
without fear of embarrassme

reprisal.

The leader has a record of
evaluating and revising decis
based on netata

Review of decision and falfo
actions are consistently time

The leader hasmeprocesses
for acquirimgew information
impact of decisiarsd appears
to be willing to reconsider
previous decisions, but does
have a clear consistentcord
of making changekere
needed or as soon as neede

There is little or no evidence
reflection and reevaluation o
previous decisions.

Subordinate leaders are not
encouraged to evaluate prio
decisions.

Leadership Evidena# proficiency on this indicator ma:
seen in the | ea dlestrafive exaneph
of sub evidence may include, but are not limited to th
following:

Impactevidenceof leadership proficiency may be seen
behaviors action®f the facultgtaff students and/or
communityllustrative examptdsuch evidence may
include, but are not limited to the following:

e Examples dbcuments relategbtevious decisions that | e
indicatee-evaluabnin light of emerging data or trends
e Evidence thetevaluabnsin light of emerging data or tre| e
resulted in changes or adjustments in actions.
o A welhrticulated problswlving process can be produceq e

Teachers can attestawing participated in-avauation of
decision based on emerging trends and data.
Teachers report confidence in the decisions being mag
leader.
Subor di eader sbd

nate | reco

Principal ds work schedul gatheringada and following up on impact and implemer
implementation of priority decisions. of |l eaderds decisions.
e Other leadership evidence of proficiency dic#t.in e Subordinate | eadersd recorl

gathering data and following up on impact and implem
ofthesubr di nate | eaderso6 de
e  Other impact evidence affggency on this indicator.

Scale Levelqgchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being ratee &tdhis timg
[ ]Highly Effective [ ] Effective [ ]Needs Improvement [ ] Unsatisfactory

Evidence LodSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not re#aciusive list of what is expected):
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Reflection Questions for Indicator 6.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How do you continue to clarif
the decisiemaking process in
dynamic, changing environm

Why is itecessary for you as
school leader to reevaluate p
decisions and programs in lig
of emerging research, perso
experience, and changing
situations?

What will you do from now o
ensure previous decisions ar|
programs are revisited and

evaluate on a routine basis?

When do you take time with
leadership team to reflect on
decisions that have been ma
In what ways glou evaluate
decisions on the basis of stu
achievement?
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Indicator 6.4 1 Distributive Leadership: The leader empowers others and distributes leadership

when appropriate.

Narrative: A school is too complex for one person to make all decisions. Some of the functions of leadership must be shar
with others. Developing capacity for success in a workforeeatdmgrether people to be responsible for meaningful
The | eader 6s

deci si
focus here.

ons.

Rating Rubric

capacity to

share

Highly Effective. ead e
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

Unsatisfactory. eader
actonso i mpact of
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

Innovation and improvement
instructional processes, facu
development, or school
operations have resulted fror
distributive ldarship.

The leader encourages staff
members to accept leadersh
responsibilities outside of the
school building.

The leader incorporates teac
and support staff into leaders
and decisiemaking roles in th
school in ways that foster the
careedevelopment of
participating teachers.

The leader creates opportun
for staff to demonstrate
leadership skills by allowing
them to assume leadership 3
decisiomaking roles.

The leader supports the
decisions made as part of th
collective decisimaking
process.

Deciginrmakinglelegations ar
clear: Subrdinates know wh
decisions are made by the
leader, which by the leader 4
input from others, and which
delegated to sobdinates to
decide.

Some wellnderstood
leadership roles otteem the
school principal are functioni
and contributing to effective
timely decisions on some sc
priorities, but there are recur
delays in reaching decisions
other issues.

Decisions are often rushed o
made without appropriate inf
due o lack of planning and
implementation of developm
activities by staff members.

There is no or only minimal

evidence that anyone other t
the principal has a meaningf
role in making timely decisio

The leader rarely seeks inpu
significanissues from a variet
of stakeholder groups (e.g.
faculty leaders, teachers,
student, parents, community
business leaders).

t hlee Airight

Leadership Evidenad proficiency on this indicator maj ImpactEvidenceof leadership proficiency may be seen

seen in the | eader 6s b e R behaviors action®f the facultgtaff students and/or
ofsuch evidence may include, but are not limited to th communityllustrative examptdsuch evidence may
following: include, buteanot limited to the following:

Organizational charts or other documents reveal how |
is distributed and informs who is involved in what.
School improvement plan process reflects involvemen
variety of parties.

Subordinate leaders and teacher leaders report meani
roles imecision making.

Minutes, agendas, and other records of meetings held
ordinate leaders reflect their involvement in significant

e Evidence of shadetisiomaking and distributed leaders making.

is present i n |lmiscedothes m| e Teachers are able to identify which colleagues have a
communications. leadeship or decision making role in any given issue.
e Leaderds communicati on t|e Teacherand orparentsurveys reflect satisfaction with

the role of those to whom leadership functions were di
e  Other leaderghévidence of proficiency on this indicator

subordinate and teacher leaders rather than requiring
only totte principal.
e  Other impact evidence of proficiency on this indicator

Scale Levelqdchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Highly Effective [ ] Effective [ ]Needdmprovement [ ] Unsatisfactory

Evidence LodSpecifically, what has been observed that reflects current proficiency on this indicatq
above are illustrative and do not reflect an exclusive list of what is expected):
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ReflectiorQuestions for Indicator 6.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

To what extent do you have |
systematic process in place 1
delegating authority to
subordinates?

How might you increase the
range and scope of tasks an
responsibilities you delegate
key individuals or teams?

In what areas do faculty and
bring expertise that will imprg
the quality of decisions at yo

school?

Under what circumstancesiw
you be willing to release
increased decisimraking
authority to your staff and
faculty?

How might you use the funct
of delegation to empower stg

and faculty at your school?

What factors prevent you fro
releasing responsibilities to §

93



Indicator 6.517 Technology Integration: The leader employs effective technology integration to
enhance decision making and efficiency throughout the school. The leader processes changes
and captures opportunities available through social networking tools, accesses and processes
information through a variety of online resources, incorporates data-driven decision making with
effective technology integration to analyze school results, and develops strategies for coaching
staff as they integrate technology into teaching, learning, and assessment processes.

Narrative: Technology was a separate standard in the 2005 Florida Principal Leadership Standards (FPLS). By 2011 the st
had made great strides toward accepting technology into the schools. In the 2011 FPLS, technology moved from a separat
genertad c Mipaloogy 0 appliaaticoatecdnology emberladed in ®ekral standards. This indicator focuses

on technology integration and -niaking prbcesaed ia sebesal pricsitgaread. t e c h |

Rating Rubric

Highly Effectiva ead e
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leader s actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

The leader mentors other scl
leaders on effective means g
acquiring technology and
integrating into the decision
making process.

The leader provides direct
mentoring and coaching
supports so that new staff an
new suordinate leaders are
quickly engaged in effective |
of technology supports need;
to enhance decisioaking
quality.

Technology support for deeis
making processes is provide
all of the staff involved in
decision making on school
instructional and faculty
improvement efforts.

Technology integration supp
all of the following processes
decisiommaking prioxétion,
problem solving, decision
evaluation and distributed
leadership.

Engages sdirdinate leaders i
developing strategies for
coaching staff on integration
technology.

Technology support for deeis
making processes is provide
some, but nall of the staff
involved in decision making
school instructional and facu
improvement efforts.

Technology integration supp
some, but not all of the follo
processes: decisioaking
prioritization, problem solving
decision evaluation and
distributed leadership.

There is no or only minimal
evidence that decisioaking
prioritization, problem solving
decision evaluation or distrib
leadership processes are
supported by technology
integration.

Decision making is not supp
by a wélinderstood system o
procedures to identify proble
and generate solutions.

Technology integration does
support data exchanges, pro|
management, and feedback
processes.

Leadership Evidenad proficiency on this indicator ma:
seenintheded er 6 s behaviors or
of such evidence may include, but are not limited to t
following:

Impactevidenceof leadership proficiency may be seen
behaviors aiction®f the facultgtaff students and/or
communityllugrative exampleésuch evidence may
include, but are not limited to the following:

School improvement plan reflects technology integrati
support in improvement plans.

Leader has a technology integration plan used to provi
technology suppddghe degree possible with available
resources.

School website provides stakeholders with information|
and access to the leader.

Technology tools are used to aid in data collection ang
and distribution of data findings.

Evidence that shadatisioamaking and distributed
leadershiis supported by technology.

Technology used to enhance coaching and mentoring
Other leadership evidence of proficiency on this indical

Subordinate leaders integrate technology into their wo
fundions and use technology to streamline the process
Data from faculty that supports decision making and mm
impact of decisions are shared via technology.
PowerPoint presentatiomsaits, andieb pagesf faculty
members support involvement in decision making and
dissemination of decisions made.

Faculty use social network methods to involve student
parents in data collection that supports decision makin
inform stakeholders of decisions made

Other impact evidence of proficiency on this indicator.

Scale Levelqgchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ] Needdmprovement

[ JHighly Effective [ ] Effective

[ ] Unsatisfactory

Evidence LodgSpecifically, what has been observed that reflects current proficiency on this indicatg
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above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 6.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

To what extent do you have |
systematic process in place 1
delegating authority to
subordinates?

How might you increase the
range and scope of tasks an
responsibilities you delegate
key individuals or teams? In
areas do faculty and staff bri
expertise that will improve th
quality of decisions at your
school?

Under what circumstances w
you be willing to release
increased decisimaking
authority to your staff and
faculty? How might you use {
function of delegation to
empower staff and faculty at
school?

What factors prevent you fro
releasing responsibilities to §
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Proficiency Area 7. Leadership Development: Effective school leaders actively cultivate,

support, and develop other leaders within the organization, modeling trust, competency,
and integrity in ways that positively impact and inspire growth in other potential leaders.

Narrative: This proficiency area aliggasttard 7. Leaders are developed by other leaders. This is a process critical to an

organi zation

6s capacity

develop leadership in others.

to i mprove

over

ti me

atm d

Indicator 7.1 17 Leadership Team: The leader identifies and cultivates potential and emerging
leaders, promotes teacher-leadership functions focused on instructional proficiency and student
learning, and aligns leadership development practices with system objectives, improvement
planning, leadership proficiency needs, and appropriate instructional goals.

sust al

Narrative: The FPLS are based on a presumption that the school leader works with and through a team of other people to
coordination and focus of school opgiatid improvements. Leadership teams get things done!

Rating Rubric

Highly Effectiva e ad e
acton@mr i mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsatisfactoryL ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

The participants in tbehso o
leadership team function
independenthith clear and
efficient implementation of th
role(s) and work in a collegia
partnership with other leader|
team participants to coording
operations on student growth
and faculty development.

Leadersp development
processes employed by the
school leader are shared witl
other school leaders as a mg
for developing quality leaders
teams.

The leader has specifically
identified at least ®woerging
leaders in the past year, and
entered them irhe ranks of
leadership training or provide
personal mentoring on site.

Other school leadeite this
leader as a menioidentifying

and cultivating emergent leag

Those who are assigned or h
accepted leadership function
have consistent supfimm the
school leader in focusing the|
efforts on instructional
improvement and faculty
development.

The leader has specifically
identified and cultivgietential
and emergingadergor the
major functions of the school

The leader has personally
mentored at least one emerg
leader to assureadership
responsibilityimstructional
leadership or at an administr
level, with positive results.

The leadéras identified staff {
leadership functiofudlows
districpersonnel guidelines fq
accepting applications for ne|
leadersbut has not
implemented any systemic
processof identifying emerge
leaders, or is inconsistent in
application of such a process

The leader provides some
training teomeof the people
assigned leadership fungtion
but does not involve staff oth
than those in the designated
roles.

The leader does not recogniz
the need for leaderdhjimther
peopleStaff with leadership
titles (e.g., department heads
team leaders, deans, assistd
principals) héittle oro
involvement in processes thg
build leadership capacities.

Persons under
direction are unable or unwill
toassume added
responsibilities.

There is nor only minimal
evidence of effort to develop
leadership potentiadtimers.

Leadership Evidenad proficiency on this indicator ma:

seen in the

|l eader 6s beh

of such evidence may include, but are not limited to t

following:

Impactevidenceof leadership proficiency may be seen
behaviors action®f the facultgtaff students and/or
communityllustrative examptdsuch evidence may

include, but are not limited to the following:

e Organizational chadentify the leadership rafesteam

members.

e The leader has a system for identifying and mentoring

leaders.

e The leader can cite examples in which s/he coached s
emerging leaders to assume greater levels of respons

within the organization

e Teachers at the school can describe informal and forn
opportunities to demonstrate and develop leadership

competencies

e Teachers at the school report that leadership developr
supported and encouraged

e  Currenteadership team members can describe training
mentoring they receive from the school leader regardi

leadership.
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Minutes,-mails, and memorandumeactefty exchanges
among leadership team members are focused on schg
improvement goals, student growth, and faculty develq

Teachers can describe processes that encourage then
involved in school improvement and prepare for leade
roles.

e The

| eader 6s

recognition of the leadership team.

e Other leadership eviderigeaficiency on this indicator.

communi cati

e Other impact dence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not lsdinterdésvatitaink:
[ ]Needs Improvement

[ ] Highly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence LodgSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and deeflett an exclusive list of what is expected):

Reflection Questions for Indicator 7.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How dgou provide guidanci
and mentorship to emerging
leaders outside of your

personal job description an|
leadership responsibilities?

How would you describe thi
systenyou us¢o ensure that
emerging leadersrsue job
opportunities when they are
availableRlow might you
embed this preparation into
their job duties, and what
changes will you need to m
to help build such leadershi
capacity at your school?

How have you designed thg
school improvement proceg
develop leadership capacit)
from existing fai?

What strategies and lesson
might you impart to your dif
reports to better prepare th
for expanded leadership
opportunities?

What process do you employ

encourage participation in
leadership development?

When do you release

responsibility your assistants t
own key decisions? How do y
leverage school improvement

activities to build leadership
capacity for assistants and
emerging teacher leaders?

What process is available to ya
that help you screen and devel
potential leaders?

How mighyou spend time explig
preparing your assistants to
assume your role as principal?
What steps would you take to
spend more time in preparing y
assistants to assume your role
principal?
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Indicator 7.2 1 Delegation: The leader establishedelegated areas of responsibility for suordinate leaders
and manages delegation and trust processes that enable such leaders to initiate projects or tasks, plan,
implement, monitor, provide quality control, and bring projects and tasks to closure.

Narative: Leadership teams engage other skilled people in the business of the school. However, involvement does not ins

effective organizations. This indicator focuses on the distribution of responsibility-ardinateteadstbhave been
delgated all that is needed to succeed.

Rating Rubric

Highly Effective. ead e
actonmr i mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderds actio
actions relevant to this indicator
evident but areconsistent or of
insufficient scope or proficiency.

Unsatisfactory. e ader
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

Stafthroughout the organizat
isempowered in formal and
informal ways.

Faculty members participate
the facilitation of meetings ar,
exercise leadership in
committees and task forces;
other employees, including
noncertified staff, exercise
appropriate authority and
assume leadershifesovhere
appropriate.

The climate of trust and
delegation in this organizatio|
contributes directly to the
identification and empowerm
of the next generation of
leadership.

There is a clear pattern of
delegated decisions, with
authority to match restity
at every level in the organiza

The relationship of authority
responsibility and delegation
authority is clear in personne
documents, such as evaluati
and also in the daily conduct
meetings and organizational
business.

The leagk sometimes

delegates, but also maintains
decisiomaking authority that
could be delegated to others

Clarity of the scope of delega
authority is inconsistent from
delegation to another.

Actions taken by those to wh
tasks are delegated are
sometimes overrugthout
explanation

The leader does not afford
subordinatehe opportunity o
support to develogamexercise
independent judgment.

If delegation has occurred th
is a lack aflarify on what was
be accomplished or what
resources were available to
out delegated tasks.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may dglbut are not limited to the

following:

| e a dilestrafive exbneply

Impacttvidenceof leadership proficiency may be seen
behaviors or status of the faculty andlsatitive
examplesf such evidence may include, but are not lin

the following:

or chart of

e AResponsibildat r i x

evidence that the leader trust others within the school
identifying how leadership responsibilities are delegatg
faculty members on his or her staff.

The | ead e edppeopgerfront perosning redk
activities.
The | eader has cr adrdinatel 0

leader&oles that clarify what they are to do and have t
delegated authority to do

Communications to delegated leaders provide predete
decisionmaking responsibility.

Documents initiating projects and tasks identify person
responsibility for success at the beginning of the proje
Delegation and trust are evident in personnel evaluatid
Delegation and trust are evident in thérsphooément plg
as a variety of school staff are identified as being direg
responsible for various components of the planning eff
Meeting minutes provide evidence of delegation and tn
extended to select members of the faculty.

Other leatship evidence of proficiency on this indicato

e Teachers report that areas of delegated responsibility

authority to make decisions and take action within defi
parameters.

Faculty and staff can cite examples of delegation whe
leadersugpr t ed t he staff memb
Faculty report that building leaders express high levelg
confidence in their capacity to fulfill obligations relevan
shared task of educating children.
Staff to whom responsibility has been delegated in turr
ddegatesippropriate aspects of their tasks to other staf
expanding engagement.

Other impact evidence of proficiency on this indicator.
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Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢

[ JHighly Effective

[ ] Effective

[ ] Needdmprovement

[ ] Unsatisfactory

Evidence LodgSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 7.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

To what extent do you have |
systematic process in place 1
delegating authority to
subordinates?

How might you increase the
range and scope of tasks an
responsibilities you delegate
key individuals or teams?

In what areas do faculty and
bring expertise that will imprg
the quality of decisions at yo
school?

Under what circumstances w
you be willing to release
increased decisimaking
authority to your staff and
faculty?

How might you use the funct
of delegation to empower stg
and faculty at your school?

What factors prevent you fro
releasing regpsibilities to staf
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Indicator 7.3 17 Succession Planning: The leader plans for and implements succession
management in key positions.

Narrative: When the leader is off camvpais in charge? When the leader changes jobs or retires, who is prepared to take
over ? What ab eudihatetlehders?snhd takesl odesfor themy sSuccession planning is building relationships
and preparation processes for involving otagsslimtprepare them to move into key positions as they become vacant.

Rating Rubric

Highly Effective. ead e
actonmr i mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for otleaders

EffectiveLeader 6s

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

Needs Improvement
Leaderds actio
actions relevawtthis indicator arg
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. e ade r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

In adlition to the practices at
effective levéhe leader
systematically evaluates the
success of the succession
program, making adjustment|
needed and engaging sub
ordinate leaders in successid
management processes in th
own areas of responsibilit

Central office personnel rely
upon this leader to staghly
successful succession plann
practices with other leaders
throughout the district.

The leader proficiently
implements a plan for
succession management in k
positions that includes
identification kofy and haitd-
fill positiorfer whichritical
competenciégve been
identified.

In conjunction with central of]
staff, the leader identiies
evaluateapplicant pt
collecs information on
competency levels of employ,
inidentied applicant pools an
identifies competency gaps.

Based on an analysis of theg
gaps, the leadenetlop and
usesprograms antrategies fo
smooth successianluding
temporary strategies for getti
work done during aacy
periods.

Inasmuch as the leader
understands the need to
establish a plan for successi
management, the plan remai
simply thaia plan as thoughtg
about the plan and its
component parts have yet to
implemented.

The leader primarily relies or
central officgtaff to identiéyd
evaluate applicantigpthe
competency levels of employ,
in ideniiéd applicant pools, af
the competency gaps.

Little to no effort on the part
the leader is madertcrease
the competey level of the
potential successa@ders
within the faculty or such effg
are limited in scope.

The leader takes little or no
actions to establish a plan fo
succession management.

Staff are hired tib\facancies if
key positionsho do not
possess the critical instructio
capabiligs required of the
school, which compromises t
school 6s sf fo
student academic achievemsg
and no processes to remedy
trend are taken.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| eoasdllestradive exbneph

Impacttvidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlisafitive
examplesf such evidence may includerb not limited t

the following:

e Documents generated by or at the direction of the leag

establish a clear pattern of attention to individual profe
development tlatdressesuccession management prior
The leader has processesanitor potential staff departu
The leader accesses district applicant pools to review
soon as district processes permit.

Informal dialogues with faculty routinely explore their i
expanded involvement and future leadership roles.
Leader has documents or processes to inform potentig
of the tasks and qualifications involved in moving into |
roles.

A succession managementipdandentifies succession
problems, key and harll positiorfer whichbritical
comptenciebave been identified, and key contacts witl
school community.

Other leadership evidence of proficiency on this indical

e Selectdachersan attegbhaving been identified into

applicant pools for leadership in key atwfiigrdsions
that may develop in the future.

Selectdacherseport that the principal has identified var|
competency levels needed for key -toilaldadership
positions.

Selectdachers descripeviding the leafleedbacks to
gaps in their persor@ihpetency for which the leader ha
developed professional learning experiences.
Teachers can describe transparent processes for bein
considered for leadership positions within the school.
Subordinate leaders engage other faculty in competen
buildingasks that prepare them for future leadership ro
Other impact evidence of proficiency on this indicator.

Scale Levelqgchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ] Needdmprovement

[ ]Highly Effective

[ ] Effective

[ ] Unsatisfactory
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Evidence LogSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 7.3

Reflection Questions

Highly Effective

Effective

Needs Improvement

Unsatisfactory

In what ways might you furth
extend your reach within the
district to help others through
the district benefit from your
knowledge and skill
succession management
practices?

What have you prepared to
assist your successor when {
time comes?

In what ways are you interac
with central office personal tq
sharehighly effective success
planning practices with other|
leadershroughout the diskrict

What are some of your strate
you have employed that help
your school get work done d
vacancy periods?

What are the key component
within your succession
management plan?

What might be the one or tw
personal leadeigipractices to
which you will pay particular
attention as you implement y|
succession management pla|

In what ways woulplan for
succession management be
helpful to you as you move t
replace key and herdill
positions at your school?
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Indicator 7.47 Relationships: The leader develops sustainable and supportive relationships
between school leaders, parents, community, higher education, and business leaders.

Narrative: This is a fundamentally important skill set. Leaders getiqonalttyreeayk other people. The skill set of

relationship building, including networking and engaging others in a shared vision, are hallmarks of quality leaders.

Rating Rubric

Highly Effective. ead e
actonmr i mpact of
relevant tthis indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

Unsatisfactory. e ader
actions or i mp
relevant toithindicator are minim
orarenotoccurring, or are having
adverse impact.

While maintainingsite work
relationships with faculty and
students as a priority, the lea
finds ways to develop, suppd
and sustakey stakeolder
relationshipsithparent
organizations, community
leaders, and businesses, an(
mentors other school leaders
quality relationship building.

The leader has effective
relationships throughout all
stakeholder groups and mod
effective relationship building
otherschool leaders.

The leader systematidally.,
has a plan, with goals,
measurable strategies, and §
frequentmonthimonitoring
schedula@)etworks with all key
stakeholder grouesg., school
leaders, parents, community
members, higher education,
business leadeir)order to
cultivate, support, and devel
potential and emerging leadg

Leader has effective collegial
relationships with most faculi
and subordinates.

The leadés inconsistent in
planning and taking action to
netvork withtakeholder group
(e.g., school leaders, parentg
community members, higher
education, and business leag
to support leaxship
development.

Relationship skills are emplo
inconsistently.

The leadanakes no attempt t
orhas difficulty workirithva
diverse group of people.
Consequentiye leader does
not network with individuals ¢
groups in other organizationg
build collaborative partnershi
in support of leadership
development.

Leadership Evidenad proficiency on this indicatobena:

seen in the

| e a dllestrafive exhneph

Impactevidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlssafitive

of such evidence may include, but are not limited to t
following:

examplesf such evidence may include, but are not lin
the following:

Documentation can be prodded c r i b i np@ad t
with goals, measurable strategies, and a-fremubiyt
monitoring schedute develop sustainable and supporti
relationships with key stakeholder groups in support of
and emerging leaders.

Documentation can be proeistedthe relationships with
other building leaders the leader has established in su
potential and emerging leaders withinable sch
Documentation can be proeistedthe relationships with
parents, community members, higher education, and
leaders the leader has established in support of potent
emerging leaders within the school.

Other leadership evidence afiprafy on this indicator.

Parents report that the leader has developed sustainal
supportive relations with them in support of potential a|
emerging leaders at the school.

Community members report that the leader has develd
sustainable and sugpertelations with them in support g
potential and emerging leaders at the school.

Higher education members within the area report that
has developed sustainable and supportive relations wi
support of potential and emerging leatlersditool.
Business leaders within the area report that the leader
developed sustainable and supportive relations with th
support of potential and emerging leaders at the schog
Other impact evidence of proficiency on this indicator.

Scale Lewls:(choose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg

[ ]Highly Effective [ | Effective

[ ]Needs Improvement

[ ] Unsatisfactory

Evidence LodSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):
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Reflection Questions for Indicator 7.4

Highly Effective

Effective

Needs Improvement

Unsatisfactory

In what ways might you furth
extend your reach within the
district to help others through
the district benefit from your
knowledge and skill in

establishing relationships an

key stakeholder groups?

What strategies are you
employing so you can share
experiences relative to
establishing relationships wit
key stakeholders to support
potential and emerging le@de

In what ways ayeuworking to
establish networks with key
stakeholder groups to cultiva
and support potential and
emerging leaders in your sgh

How might your relationships
with faculignd kegtakeholder
groups help to cultivate and
support potential and emergi
leaekrs in your sch@ol
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Proficiency Area 8. School Management: Effective school leaders manage the
organization, operations, and facilities in ways that maximize the use of resources to
promote a safe, efficient, legal, and effective learning environment; effectively manage
and delegate tasks and consistently demonstrate fiscal efficiency; and understand the
benefits of going deeper with fewer initiatives as opposed to superficial coverage of
everything.

Narrative: This proficiency area alig8stwihn d ar d 8. A
many rules, regulations, and policies.

school is an fAorganizat:i
Howeveents. the ol

What leaders do to manage those pabpite anvironment in which they work is the focus of this area.

Indicator 8.1 7 Organizational Skills: The leader organizes time, tasks, and projects effectively with
clear objectives, coherent plans, and establishes appropriate deadlines for self, faculty, and staff.

Narrative: Time, tasks, and projects all need organization to have the desired impact. This indicator foatses on the key asy

of organization essential to school success.

Rating Rubric

Highly Effective. ead e
actionsr impactofldee r 6 s
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsatisfactoryL ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leader uses project
management as a teaching
device, helping others
understand the interrelations|
ofcomplex project milestones
throughout the organization.

The leader uses complejegird
management to build system
thinking throughout the
organization.

Project plans are visible in
heavily trafficked areas, so tH
accomplishments are publicly
celebratednd project
challenges are open for inpu
from a wide variety of source

Successful project results cal

documented.

Project management docum
are revised and updated as

milestones are achieved or

deadlines are changed.

The leader understands the
imm@ct of a change in a
milestone or deadline on the
entire project, and communig
those changes to the approp
people in the organization.

Task and project manageme
and tracking of deaels are
routinely monitored with an
emphasis of issues related
instruction and faculty
development.

Project management
methodologies are vague or
unclear how proposed projeq
management tools will work
tagether in order to help keef
tasks angrojecton time and
within budget.

The impact of chasgea
adion plawor deadline is
inconsistently documeatedi
communicated to people wit
the organization.

There is little or no evidence
time, task @roject
managemefdcused ogoals,
resources, timelines, and reg

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dilestrabve exbneph

Impact Evidencef leadership proficiency may be seen
behaviors or statushef faculty and stéffistrative
examplesf such evidence may include, but are not lin

the following:

e Examples of projects that have been adjusted based d

input from a variety of sources.

Examples of timely completion of leaviirmgnment
improvement projects focused on issues like safety, ef
effectiveness, or legal compliance.

Examples of multiple projects and timelines managed
leader by strategically delegating time, resources, and
responsibilities.

School Imprvement Plan implementation records revea|
planning of tasks with clear stages of progress and tim
measure progress.
Leadership responsibility matrix or chart describes hoy
management of tasks and projects are allocated and r

e Reports that require teacher input are submitted on tin

compliance with expectations.
Subor di nate | eader s 0 offiseat o1
support to projects delegated to them and processes f
the expenses are implemented.

Random sampling (informal interviews) with teachers 1
consistent capacity of staff to describe ongoing project
tasks.

Random sampling (imfal interviews) with teachers reve
consistent capacity of staff to describe how school lea
monitors work in progress and due dates.

Minutes, agendas, records and/or anecdotal informatid
teachers reveal the preponderance of teacher nageting
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monitoring ties.

School financial information showing meeting deadline
procedures and processes for assessing the adequacy
resources budgeted to tasks. (Is there a way to recogn
funds will run short or if there will be an excess which
repurposed?)

Examples of fAsystems pl a
diagam, flowchart, PERT Chart, Gwart) are used that
display the chronological interdependence of the proje|
that unfold over time.

Tasks and reports for parties etitgicchool are monitorg
for timely completion.

Other leadership evidence of proficiency on this indical

clear objectives or purposes focused on system instru
goal, professional learning, or improvement planning.

SchooWide teacher questionnaire results related to sch
management issues reflect awareness of a positive im|
organizatiomachool operations.

Teachers are aware of time and task management pro
and contribute data to them.

Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢
[ ] Needdmprovement

[ ] Highly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 8.1

Effective

Highly Effective

Needs Improvement

Unsatisfactory

How much of your work on
organization of time and
projects is reactive to estab
conformity with deadlines a
short term situations and hg
much is proactive famisn
creating capacity for
continuous improvement.?

Are you able to identify and
articulate to others the
systemic connections betws
the various projects and tas
you manage?

To what extent are tasks ai
major tasks delineated in y:
overalproject design? What
might you do to emphasize
most important component
over minor tasks?

How do you distinguish
between the suppwreded
for high priority projects an(
tasks that impact student
achievement or faculty
development acdmpliance
wih projects that have fixed

How do you ensure unanticip
changes do not derail or prev
completion of key projects at
school?

How do you monitor whether
needed to meet deadlines is
proceeding anacessary pace

What changes in your practice
needed to ensurecessary

projects are identifiedlistically
designed, carefully implement]
and supported with sufficient {
and resources?

How to you distribute workloal
so the appropriate geape

involved and with sufficient clg
on goals and timeframes to g€
work done?

due dates for parties outsid
the building?
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Indicator 8.21 Strategic Instructional Resourcing: The leader maximizes the impact of school
personnel, fiscal and facility resources to provide recurring systemic support for instructional

priorities and a supportive learning environment.

Narrative: Resources are always limited. How wetlgekeatiputting resources where they are needed and when they are
needed to support instructional goals is the focus here. Do teachers and students get what they need when they need it?

Rating Rubric

Highly Effective. ead e
action® r i mp a sdctiomsf
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement
Leaderés actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. e ade r
actions or atctiong
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leader regularly saves
resources of time and money
the organization, and proacti
redeploys those resources tg
help the organization achisvg
strategic prioriti€esults
indicate the positive impact ¢
redeployed resources in
achieving strategic priorities.

The leader has established
processes to leverage existir
limited funds and increase
capacity through grants,
donations, and community
resourcefulness.

The leader leverages knowle
of the budgeting process,

categories, and funding sour
to maximize all available doll
to achieve strategic priorities

The leader has a documente
history of managing complex
projects, meeting dead|iaad
keeping budget commitment

The leader documents a pro
to direct funds to increase
student achievement that is
based on best practice and
leveraging of antecedents of
excellence in resources, time
and instructional strategies.

The leadesometnes meets
deadlines, bahly at the
expense of breaking the bud
or, the leader meets budgets
fails to meet deadlines.

The leader lacks proficiency
usinghebudget to focus
resources on school
improvement priorities.

Resources are not coteghibr
used until late in the year or
carried over to another year
to lack of planning and
coordination.

The leader makes minimal
attempts to secure added

resources.

The leader has clear plan fo
focusing resources on
instructional prioritiesllétle or
no record of keeping
commitments for schedules §
budgets.

Leadership Evidenad proficiency on this indicator ma

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestrafive exbneph

ImpactEvidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlstafitive
examplesf such evidence may include, but are not lin

the following:

e School financial informatimws alignmenspénding with

instructional needs.

e SchooWide teacher questionnairdtsesueal satisfaction
with resources provided for instructional and faculty

development.

e Documents are provided to faculty that indicatetatesr g

for accessirsghool resources.

School Improvement Rlath spending plans are aligned.
Leaderdéds documents revea
timefacility use, and human resources with priority sch
needs.
Schedules and calendars for use of the facility reflect
to instructional priorities.

Other leadership evidence of proficiency on this indical

Staff receipt books, activity agreemerisna@raiser reques
reflect priority attention to instructional needs.
Teachers can debe the process for accessidgpending
moneyn support of instructional priorities

Teachers can provide examples of resource problems
taken on by school leadership as a priority issue to be
Other impact evidence of proficiency on this indicator.

Scale Levelqcthoose oné)/here there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Needs Improvement

[ ]Highly Effective [ ] Effective

[ ] Unsatisfactory

Evidence LodSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):
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Reflection Questions for Indicator 8.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How would you describe the
systematic method for pursui
grants, partnerships, and
combining community resour
you have implemertied
supporincreasetostudent
achievement?

To what extent are faculty an
staff aware of your budgeting
expectations? How are your
budgeting expectations
delineated, published, and
communicated?

Have there been instances i
which you failed to meet
deadlines or whexgenditures
resulted in budget overruns?
What did you learn from that
experience and how did you
apply lessons from it?

When resources are limited,
what actions do you take as
school leader to allocate ther
most efficiently?
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Narrative: Team learning esaantial element in a learning organization. Does the leader provide needed supports to collegia

Indicator 8.3 1 Collegial Learning Resources: The leader manages schedules, delegates, and
allocates resources to provide recurring systemic support for collegial learning processes

focused on school improvement and faculty development.

learning? Are barriers to success removed? Everyone working in isolation reduces the probability of imMprovements. Colle

processes need resource suppor Thi s i

Rating Rubric

ndi

cator assess

es the |

Highly Effectiva ead e
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for otleaders

EffectiveLeader 6s

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

Needs Improvement
Leaderés actio
actions relevato this indicator arg
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

Theleader leverages knowleg
of the budgeting process,
categories, and funding sour
to maximize the impact of
available dollars on collegial
processes and faculty
development.

Results indicate the positive
impact of deployed resource]
achieving a cuktwof deliberate
practice focused on school
improvement needs.

The leader has established
processes to support collegig
processeand faculty
developmettirouglyrants,
business or higher education
partnerships, andzommunity

resourcefulness.

Theleader has established
routines regarding allocation
time and facility resources th
result in wide faculty particip
in collegial processes and fa
development.

School fiscal resources are
allocated to support collegial
processes and faculty
development.

Clear delegations of

responsibility are evident tha|
involve highly effective facult
sustaining collegial processe
and faculty development.

The leader lacks proficiency
using budget, work schedule
and/ or delegation of involve
tofocus time and resources d
collegial processes and facu
development.

There is a lack of sustained ¢
focused resource allocation
these issues.

The leader has little or no re
of making plans or keeping
commitments to provide
resources dwild schedules of
events that support collegial
processes and faculty
development.

eader 6s

Leadership Evidenad proficiency on this indicator ma:

seen in the | ea dlestrafive exaneply behaviors or status of the faculty anidlisafitive
of such evidence may include, but ardtedtblithe examplesf such evidence may include, but are not lin
following: the following:

Impactevidenceof leadership proficiency may be seen

School financial informadientifies resources employed i
support of collegial learning.

Procedures for collegial groups to reserve rooms for m
are provided to all faculty.
Protocol for accessingool resources to support collegid
learning needs.
School Improvement Pédllects role(s) of collegial learnir
teams.

Leader 6 s mmails and otlebrudotsmenterefl
support for team learning processes ‘athmrs and via
digital participation on communities of practice.
Master schedules are modified to pooffeg@l use throug
common planning times.

Other leadership evidence of proficiency on this indical

Teachers routinely recount examples of collegial work
learning or problem solving focused on student achiev
Lesson st ud wdotherfommp af collegidl C
learning teams are operational.

SchoaeWide teacher questionnaire restlést teacher
participation in collegial learning groups.

T e a c prafessiodal learning plans incorporate partici
in collegial learning.

Departmnt, team, or grade level meetings devote a ma
their time to collegial learning processes.

Other impact evidence of proficiency on this indicator.

Scale Levelqgchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ] Needdmprovement

[ ] Highly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence LodSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):
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Reflection Questiorisr Indicator 8.3

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How would you describe the
systematic method for pursui
grants, partnerships, and
combining community resour
you have implemented to
support increases in the qual
ofcollegial processes?

To what extent are faculty an
staff aware of your focus on
collegial processes?

How are faculty given
opportunities to request or
recommend time or resource
allocations that support colle
processes and faculty
development?

Havethere been instances in
which you failed to act on
opportunities to support colle
processes or faculty
development?

What did you learn from that
experience and how did you
apply lessons from it?

When resources are limited,
what actions do you takihas
school leader to reallocate th
to the high impact functions |
collegial processes and facu
development?
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Proficiency Area 9. Communication: Effective school leaders use appropriate oral,

written, and electronic communication and collaboration skills to accomplish school and

system goals by:

e Practicing two-way communications, seeking to listen and learn from and building
and maintaining relationships with students, faculty, parents, and community;

e Managing a process of regular communications to staff and community keeping
all stakeholders engaged in the work of the school; and

e Recognizing individuals for good work; and maintaining high visibility at school
and in the community.

Narrative:
the | eader 6s

The

communi cat i

ons centr al

among t hem.

fi voi c e ofednmunitation prochsses that shape percepsoasmbosit tha sclwool r e

The | e

accurate information flows to faculty, students, and stakékgb@eceptions of those involved in the success of the school
need to be heard, acknowledged, and understood.

Indicator 9.1 17 Constructive Conversations: The leader actively listens to and learns from
students, staff, parents, and community stakeholders and creates opportunities within the school
to engage students, faculty, parents, and community stakeholders in constructive conversations

about important issues.

Narrati ve:

Skill

ful

fispeaki ngo eingonvensgtian ort naanytthings, bBtsome s

S ki

things are more important to school improvement than others. Making sure speaking and listening occurson the important

is a |

Rating Rubric

eader 6s

task.

Highly Effectiva ead e
acton@mr i mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

UnsatisfactoryL eade r
actionso i mpact of
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

In addition to the practices al
effective level, the highly
effectivéeader routinetyentors
others whin the district to
efectively employ lastive
listening skills.gewait time,
paraphrasingsking clarifying
questior)swhen interacting wij
diverse stakeholder groups
about high achievement for g
students

There is evidence of the leag
making use of what was éehar
in constructive conversationg
with others i
subsequent actions,
presentations, and adjustmel
to actions.

The leader systematidally.,
has a plan, with goals,
measurable strategies, and g
frequentmonthimonitoring
scheduleggnd reiprocally listen
to and communicates with
students, parents, staff, and
community using multiple
methods (i.e., oral, written, a
electronic) to seek input/
feedback and to inform
instructional and leadership
practices.

The leader systematically
communates with diverse
stakeholders about high
achievement for all students,

The leadérisvolvement in
regard tbstening to and
communicating with students
parents, staff, and communit
primarily unplanned and/or
initiated by others rather tha
|l eader fAreach

The leader has only a few
methods to seek input/feedb
with the intent to inform
instructional and leadership
practices.

The | eader d6s
with stakeholders about high
achievement for all students
not carefully ptaed and
implemented.

The | e \asibibty withEn the
communitig virtually nen
existengonductbttle to no
interactions with stakeholder
regarding the work of the sch

The leadés isolated from
students, parents, staff, and
community aethigages in no ¢
minimal listening to and
communicating with them to
seek input/feedback and infg
instructional and leadership
practices.

The leader avoids engaging
faculty and/or stakeholders i
conversations on controversi
issues that need toalelresseq
in the interest of school
improvement.

Leadership Evidenad proficiency on this indicator ma

seen in the

| e a dllestradive exbrmphI
t

of such evidence may include, but are not limited to

ImpactEviderte of leadership proficiency may be seen
behaviors or status of the faculty anidlssafitive
examplesf such evidence may include, but are not lin
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following:

the following:

Samples of communication methods used by the leadé
A School ImprovernPlan that demonstrates knowledge
specific school community and the impact of communi
on learning needs of students and faculty.

A schoelide plan to engage families and conamunity
understanding student needs and participating in scho
improvement efforts.

Evidence of opportunities for fampiesite feedback abg
studersbeducational experiesce
Logs of community interaction (e.g., number of voluntg
community membar the school, telephone conversatio
community presence at school activities).

Leader writes articles for school or community newspa
Leader makes presentations at PTSA or community
organizations.

Leader host s i nffacultyadrentd c
and/or business leaders to share perceptions about th
and pertinent educational issues.

The | eader can identify
community and has processes for engaging them in sg
improvement effort

Other leadership evidence of proficiency on this indical

Students confirm that the leader is a good listener and
effectively uses a wide variety of methods of communi
describe expectations and seek input/feedback.
Faculty members confirah the leader is a good listener
effectively uses a wide variety of methods of communi
describe expectations and seek input/feedback.
Parents and community members confirm that the leag
good listener and effectively uses a wide¥areéhods of
communication to describe expectations and seek
input/feedback.

Local newspaper articles report involvement of school
and faculty in school improvement actions.

Letters andraails from stakeholders reflect exchanges
important ises.

Other impact evidence of proficiency on this indicator.

Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levett belog/ rdtted at this time, leave blani

[ ]Highly Effective

[ ] Effective

[ ]Needs Improvement

[ ]Unsatisfactory

Evidence LodgSpecifically, what has been observed that reflects current proficiency on this indicatg
above ar#lustrative and do not reflect an exclusive list of what is expected):

Reflection Questions for Indicator 9.1

Highly Effective

Effective

Needs Improvement

Unsatisfactory

How might you further expz
your influence over your
colleagues within thtrict
relative to the implementati
of effective listening and
communication technigues

What support might you
provide your colleagues wit
the school that would help
them become as capable i
the area of listening and
communicating as you?

How wdd you describe your
efforts to implement a plan to
communicate with various
stakeholders within your scho
communi®y

What might be some of the th
you are taking away from this
experience that will influence

communication practice in the
futue?

How might listening with the int
to learn from students, staff,
parents, and community
stakeholders be beneficial to th
successful operation of the &ch
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Indicator 9.27 Clear Goals and Expectations: The leader communicates goals and expectations

Fl or i demdapprepoatemaitien hnal n
oral skills, communicates student expectations and performance information to students, parents,
and community, and ensures faculty receives timely information about student learning
requirements, academic standards, and all other local, state, and federal administrative

clearly and

concisely wus

requirements and decisions.

i ng

Narrative: Proficiency in the competencies addressed in this indicator impacts soiterssdicatasy The most
successful school leaders are able to provide clear goals and expectations on every aspect of school opeahtions and instru

|l eader shi p.

You need to

so others can act on them is step two.

Rating Rubric

do the

fi s ¢ hstep bne, lcamenuhieatiriy shent w o

Highly Effectiva ead e
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

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

Unsatisfactory. ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

Ckar evidenammmunication
on goals and expectatisns
present, including open forur|
focus groups, surveys, persg
visitsand use of available
technology.

Ensures that all community

stakeholders and educators i
aware of the school goals for
instructiorstudent achieveme|
and strategies and progress
toward meeting these goals.

The leader coaclehers wiin

the district to effectively emp
the Florida common languag
instruction in communicating
school goals and expectatior|

The leadaeronductérequent
interactions wittudents,
faculty, anstakeholdete
communicate and enforce clé
expectations, structures, and
rules and procedures.

Utilizes a system of open
communication that provides
the timely, responsible shari
information with the school
community using a variety of]
formats in multiple ways thro
different media in order to en
communication with all mem
of the school community.

Is proficient in use of the Flo
common language of instruc
to alig school goals with disti
and state initiatives.

Expectations and goals are
provided and communicated
timely, comprehensible and
actionable form regarding so
student and faculty performa|
issues.

Designs a system of open
communication thawjes for
the timely, responsible shari
information to, from, and with
school community on goals 3
expectations, but it is
inconsistently implemented.

Has a limited capacity to em|
Fl oridads com
instruction in aligning school
goals and expectations with
district and state initiatives.

Expectations and goals
regarding student and faculty
performance are not provide
are not communicated in a
timely, comprehensible and
actionable form.

The | eader ds
demonstrate a laafk
understanding of the importa
of establishing clear
expectations, structures, rule
and procedures for students
staff.

Uses terms in the Florida
common language of instruc
incorrectly thus misguiding
others.

Leadership Evidenad profieincy on this indicator may

seen in the

of such evidence may include, but are not limited to t

following:

| e a dllestradive exbneph

Impactevidenceof leadership proficiency may be seen
behaviors or status of thdtfaand stafflustrative
examplesf such evidence may include, but are not lin

the following:

e Evidence of visibility and accessibility (e.g., agendas o

meetings, newslettermaél correspondence, appointmer|
book, etc.) is provided.
Evidencef formal and informal systems of communicat
include a variety of formats (e.qg., written, oral) in multiy
through different media (e.g., newsletter, electronic) ug
communicate goals and expectations for how to accon
goals.

School safety and behavioral expectations are accessi
Dissemination of clear norms and ground rules for-sta
based instruction and Mettd System of Supports (MTS
provided.
School Improvement Plan is based on clear actionable
Leader is able to access
instruction via online resources.

Other leadership evidence of proficiency on this indical

e  Faculty routinely acoassv.floriodastandards@agign
course content with state standards.

e  Staff survey results reflect awareness and understand
priority goals and expectations.

e Parent survey results reflect understanding of the priof
academic improvement goals of the school.

e Par ent sidatiors dorthe school reflect understand
the goals and expectations that apply to their children.

e PTSA/Booster club operations and participation addre
support for school academic goals.

e  Student survey results reflect understanding of goals g
expectations that apply to the students.

e Subordinate
instruction.

e  Other impact evidence of proficiency on this indicator.

eaders use FI
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Scale Levelqchoose ondYhere there is sufficient evidence to rate current proficiency on this indicq
proficiency level by checking one of the four proficiency levels below. If not being rated at this tim¢

[ JHighly Effective

[ ] Effective

[ ] Needdmprovement

[ ] Unsatisfactory

Evidence LodgSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):

Reflection Questiorier Indicator 9.2

Highly Effective

Effective

Needs Improvement

Unsatisfactory

What additional strategies ha
you established to diffuse yo
practicesn goals and
expectatioreamong your
colleagues across the schoo
system?

How does feedback from key
stakeholder groups inform th
work of the school?

How might you articulate
facultyhe benefits that could
gained by the school if paren
and community members
understood the rationale for
decisionen goals and
expectations?

How might you immpe your
consistency of interactions W
stakeholders regarding the w
of the school?

Knowing that soteachers ang
parents are reluctant to initia
conversations with school
leaders, what strategies have
you employed or considered
which yadlias he leadér
would initiate commatiin on
priority goals and expectatior

What are your priority goals f
school improvement?

How do you know whether
others find them clear and
comprehensible?
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Narrative: Leaders need to be seen by those they are to lead...andetlaskedvtwoengage in rigorous effort on the

Indicator 9.3 1 Accessibility: Maintains high visibility at school and in the community, regularly
engages stakeholders in the work of the school, and utilizes appropriate technologies for

communication and collaboration.

|l eader 6s

goal s

need acce

ss to the |

technologies to promote accessibility is a valuable leadership competency.

Rating Rubric

eader .
access can get it in reasonable ways and timeframé&semtuay2tchnologicaletyaise of social networking and other

Whi | e

Highly Effectiva ead e
acton®r | mpact of
relevant to this indicator exceed
effective levels armhstitute mode
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Improvement

Leadeirobnss aocrt i m
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurrg, or are having &
adverse impact.

In addition to the practices al
effective level, the leader init
processes that promote sub
ordinate leaders access to al
through a variety of methods
stressing the need for
engagement with stakeholde
groups

The | eader se
of the school

stakeholders and advocating
school needs.

The leader mentors other scl
leaders on quality processes
accessibility, engaging
stakeholders, and using
technologies to expand impa

Leader provides timely acceg
all through a variety of methg
using staff and scheduling
practices to preserve time on
instructional priorities while
providing processes to enabl
access for parents and
community.

Leader is consistently visible
withirthe school and commur
focusing attention and
involvement on school
improvement and recognitior]
success.

Stakeholders have access vi
technology tools (e.gmals,
phone texts, video confereng
websites) so that access is
provided in ways thatnot
mini mize the
instructional leadership and
faculty development.

Leaderds acti
and accessible are inconsist
or limited in scope.

Limited use of technology to
expand access and involvem

Leadership is focuseéthin the
school with minimal outreach
stakeholders.

Leader is not accessible to g
student, or stakeholders and
does not engage stakeholde
the work of the school.

Leader has low visibility to
students, staff, and commun

Leadership Evidenad proficiency on this indicator ma

seen in the | ea dlestrabive exaneph
of such evidence may include, but are not limited to t
following:

Impacttvidenceof leadership proficiency may be seen
behaviors aiction®f the facultgtaff students and/or
communityllustrative examptdsuch evidence may
include, but are not limited to the following:

Leader éds wor k schedakdaysa
week in classrooms and interacting with students and
on instructional issues.

Meeting schedules reflect frequency of access by vari
stakeholders.

Executive business partnerships engaging local busing
leaders in ongoing suppathaiol improvement.

E-mail exchanges with parents and other stakeholders
Websites or weblogs provide school messaging into th
community.

Leaderds participation i
Leader has established policies that inform students, f
andparetsonhow to get access to the leader
Leademonitors office staff implementation of access p
insure timely and responsive accessibility

Other leadership evidence of proficiency on this indical

School office staff have effective proceduesirig parent
and stakeholders to appropriate parties for assistance
informing the leader when direct involvement of the lea
necessary.

Subor di nate | eader sd i
school issues may be addressed.

AfUdern endl yo processes fo
visitors.

Newspaper accounts refle
Teacher and student anecdotal evidence of ease of ag
Parent surveys reflect belief that access is welcomed.
Officestaff handlgsutine requests ficcess in ways that
satisfistakeholdedseeds without disrupting |&atiiere on
instructional issues, but gives school leader timely noti
his/her personal involvement should occur without delg
Other impact evidence digieacy on this indicator.

nvol

Scale Levelqgchoose on#Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being ratesl lalbtiis timg
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[ ] Highly Effective [ ] Effective [ ]Needs Improvement [ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not re#aciusive list of what is expected):

Reflection Questions for Indicator 9.3

Highly Effective Effective Needs Improvement Unsatisfactory
How can you involve-sub | What uses can you make g How can you assess what What work habits would you n¢
ordinate leaders as high modern technology to deef] students, faculty, and to change to be more visible to

visibility assets of the scho¢ community engagement an stakeholders think of your levq studers, faculty, and stakeholdg
expand your accessibility tq accessibility?
all?
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Indicator 9.4 7 Recognitions: The leader recognizes individuals, collegial work groups, and
supporting organizations for effective performance.

Narrative: Leading is about enabling others to succeed. Recogunittmsséshend contributions of others is a key
| eadership function. Recognition from the | ealder s
identifies what people did to generate the success being recognizegtiRasagrizinhich people succeed encourages

m ¢

them to continue ractices and informs others

Rating Rubric

those p

Highly Effective. ead e
acton®r | mpact of
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

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

Needs Immvement:
Leaderds actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory: e ade r
actions or i mp
relevant to this indicator are ahin
or are not occurring, or are havi
adverse impact.

In addition to meeting effectiy
level criteridye leadautilizes
recognition reward, and
advancement as a way to
promote the accomplishment
the school.

Shares the methods that lea
success with other leaders.

Engages community groups
supporting and recognizing
rigorous efforts to overcome
failures.

The leader systematidally.,
has a plan, with goals,
measurable strategies, and §
frequentmonthimonitoring
scheduleecogizes individual
for praise, and where approp
rewards and promotes baseq
established criteria.

Recognizes individual and
collective contributions towar
attainment of strategic goals
focusing on what was done t
generate the success being
celebated.

The leaderses established
criteria for performance as th
primary basis for recognition
and reward, but is inconsiste
untimely in doing so, with so
people deserving of recognit
not receiving it.

The leader does not celebrat
accomplishents of the school
and staff, or has minimal

participation is such recognit

Leadership Evidenad proficiency on this indicator ma:

seen in the

of such evidence may include, but are nablithéed

following:

| e a dllestrafive exhneph

Impactevidenceof leadership proficiency may be seen
behaviors or status of the faculty anidlssafitive
examplesf such evidence may include, but are not lin

the following:

e Faculty meeting agendas routickige recognitions of
progress and success on goals.

e Rigorous effort and progress points of collegial work g
recognized and the methods they employed shared.

e  Samples of recognition criteria and reward structures 3

utilized.

Documents (e.g.tten correspondence, awards, agendd
minutes, etc.) supporting the recognition of individuals
based on established criteria.

Communications to community groups are arranged re
student, faculty, and school accomplishments.

Other leadershipdarice of proficiency on this indicator.

e Teachers
and as team members.

e Teachers describe feedback from thethetatsmowledges
specific instructiosgiengther improvements.

e Teachereeport that the leader uses a combination of m
to promote the accomplishments of the school.

e  Students report both formal and informal acknowledge

their growth.

e Bulletin boards or other media display evidence of stug

growth.

e  Other impactidence of proficiency on this indicator.

at treeagritioof thenasifdigidubly

Scale Levelgchoose on&Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Highly Effective

[ ] Effective

[ ]Needdmprovement

[ ] Unsatisfactory

Evidence LogSpecifically, what has been observed that reflects current proficiency on this indicatg
above are illustrative and do not reflect an exclusive list of what is expected):

ReflectiorQuestions for Indicator 9.4
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Highly Effective

Effective

Needs Improvement

Unsatisfactory

What might be some of the
potential benefits that would
come from you sharing your
talents in this area with your
colleagues in the district?

In what ways are yuilizing the
recognition of failure as an
opportunity to improve?

How do you enable those thg
make progress
met hodo t hey

How might you compare you
beliefs about the importance
providing individual and
collective praiseytmur actual
practice?

What do you want to be mos
aware of as you make future
plans in this area?

As you assess the importang
acknowledging failures and
celebrating accomplishments
what assumptions are guidin
yowp
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Domain 4- Professionabnd Ethical Behavior

Narrative: This domain is focused on the professional integrity and dedication to excellence of the school
leader. The indicators in this domain focus on behaviors essential to success as a school leader.

Narrative: There are two broad proficiency areas that are the focus of evaluation of behavior and ethics.
One is approached as Proficiency Area 10 of the FSLA which is focused on Florida Principal Leadership
Standard #10 (FPLS). The indicators in proficiency area 10 address resiliency, professional learning,
commitment, and conduct. The other major professional behavior area, Deliberate Practice, is a separate
metric, scored separately and, when combined with the overall FSLA score, generates the Leadership

Practice Score.

Indicator 10.1 i Resiliency: The leader demonstrates resiliency in pursuit of student learning and

faculty development by:

e staying focused on the school vision,
e reacting constructively to adversity and barriers to success,
e acknowledging and learning from errors,

e constructively managing disagreement and dissent with leadership,
e bringing together people and resources with the common belief that the organization can

grow stronger when it applies knowledge, skills, and
e productive attitudes in the face of adversity.

Narrative: The lead indicator in this FSLA domain is focused on resiliency. Leadership takes strength of

character an

d a

and sticking with it until you get it right.

Rating Rubric

capacity

to fnweather

t he

Highly Effectiveeades s
actios or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveL e a detions or

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

Needs Improvement
Leaderds actio
actions relevant to this indicator
evidehbut are inconsistent or of
insufficient scope or proficiency.

UnsatisfactoryL ead e r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having
adverse impact.

The leadduilds resilience in
colleagues and throughout th
organization by habitually
highlighting
mi stakeso whe
taken, mistakes were made,
lessons were learned, and bq
the individual and the
organization learned for the
future.

The leadencourages
constructive dissent in which
multiple voices are encourag
and heard; the final decision
made better and more broad
supported as a result.

The leadés able tbounce
back quickly from adversity v
remaining focused on the vis
of the organian

The leadaffers frank

The leader readily acknowle
personal and organizational
failures and offers clear
suggestions for personal
learning.

The leader uses dissent to
inform final decisions, impro
the qualityf decisiemaking,
and broaden support for his
her final decision.

The leader admits failures
quickly, honestly, and openly
with direct supervisor and
immediate colleagues.

Nondefensive attitude exists
accepting feedback and
discussing errors daitlires.

There is evidence of learning
from past errors. Defined
structures and processes are

The leder is able to accept
evidence @lersonal and
organizational failuoes
mistakes when offered by ot
but does not initiatswpport
the evidence gathering

Some evidence of learning fi
mistakes is present.

The leader tolerates dissent,
therds very little of it in publig

The leader sometimes
implements unpopular policig
unenthusiasdity or in a
perfunctory manner.

The leaddplerates dissent, b
thereare minimal to no syste
processes to enable revision
levels of engagement, alent
models, and/or misconceptio

The leader is aware of

The leader is unwilling to
acknowledge errors.

When confronted with evider|
of mistakes, theader is
defensive and resistant to
learning from mistakes.

The leader ignoresobved
policy decisions or initiatives
focused on student learning
faculty development that are
unpopulasr difficult.

Dissent or dialogue about thg
need for improvements is ab
due to a climate of fear and
intimidation and/or apathy

No evidence eference to
previous leadership evaluatiq
is present in
of tasks and priorities.
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acknowledgement of prior
personal and organizational
failures and clear suggestion
systenwide learning resulting
from those lessons.

The influence of previous
evaluations hapasitivémpact
not only on the leader, but or

place for eliciting input.

Improvement needs notdtkin
|l eaderdés prev
explicitly reflected in projects
tasks, and prigeg.

improvement needs noted in
previous evaluations, but hag
translated them into an actio
plan.

entire organization.

Leadership Estenceof proficiency on this indicator ma

seen in the | ea dlestrafive exanepli behaviors actonsof the facultgtaff students, and/or
of such evidence may include, but are not limited to t| communityllustrative examptésuch evidence may
following: include, but are not limited to the following:

ImpactEvidencef leadership proficiency may be seen

The leader offers frank acknowledgement of prior pers
organizational failures and clear suggestsysserwide
learning resulting from those lessons.

The leader builds resilience in colleagues and through
organization by habitual
mi stakeso where risks we
were learned, abath the individual and the organizatior|
learned for the future.

The leader demonstrates willingness to question distri
authority and policy leaders appropriately with evidenc
constructiveiticism, but once a district detssieade, fully
supports, and professionally implements organizationg
and leadership decisions.

The leader recognizes and rewards thoughtful dissent
The | eaderds previous ev
projects, tasks, and priorities.

The leader off@gidence of learning from dissenting vie
Improvement plans reflect changes in leadership pract
(either from one year to the next or amending of currer
based on new insights)

The leadercaeps and implemesieadership and policy wi
fidelityand district and stai@atives are represented by th
leader in thorough way citing the student data, researc
and performance goals relevant to these initiatives
Other leadership evidence of proficighiyyindicator.

Faculty, staff, parents, and community members expre
perceptions that their concerns and dissent receive fai
consideration aadtwelcome input from the leader even
they disagree with policies or practices being impleme
Faculy or students share anecdotes of practices/policie
previously challenged or resistetlibuty princigal
resiliencaheyhave chamglways of working without actin
dysfunctional or harmful ways to others within the orgg
Theprincipl 6 s resilience in p
generated a school climate where faculty and staff fee
comfortable voicing concerns and disagreements and
that their concerns are treated as a basis for deepenin
understanding.

Previously rissed policies and practices are now percei
faculty or students as appropriate and are being imple
with fidelity.

Results of stagtudent, or commugitgstionnairegarding
the | eaderdés vision and
Changes advocated by the leader and implemented dé
resistance have had a positive impact on student gro
Faculty and staff describe the school leader as unwavg
commitm# to raising student achievement.

Other impact evidence of proficiericis indicator

Scale Levelgchoose on&Yhere there is sufficient evidence to rate current proficiency on this indicg
proficiency level by checking one of the four proficiency levels below. If not being rated at this timg
[ ]Needs Improvement

[ |Highly Effective

[ ] Effective

[ ] Unsatisfactory

Evidence Lo@Specifically, what has been observed that reflects current proficiency on this indicatqg
above are illustrative and do not reflect an exclusibatlist eXpected):

Reflection Questions for Indicator 10.1

Reflection Questions

Highly effective

Effective

Needs Improvement

Unsatisfactory

What additional insights are
gaining about the challenges
reconciling points of view
disagreements and fully
supporting and executing
organizational policy and

How might you reconcile you
opinions with final decisions
supporting and implementing
organizational policy and
leadership disions?

How can you help your staff

When or how is it appropriate
challenge policy and leaders
decisions, if at all?

What leadership practices,
structures, and processes cg

youput in place that would he

How do you deal with decisig
with which you are
uncomfortable? Do you think
about thempact when
unpopular or difficult policy
decisions are undermined,
ignored, or executed with pu
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leadership decisions?

What additional insights have
you gained ababe value of
suppoitg processes that eng
faculty to reflect on and modi
their own mental models bas
on evidence rather than
assumptions?

grow to acknowledge and
implement systems for gainin
multiple perspectives in deei
making?

staff know that dissent is
welcomed as part of &mrimed
decisiomaking process?

disagreement or lack of
enthusiasm frgmurself or you
staff

What needs to be done to
establish enough trust that
faculty and staff feel feee
present opposing views with
in an open, sharing way?
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Indicator 10.2 7 Professional Learning: The leader engages in professional learning that improves
professional practice in alignment with the needs of the school and system and demonstrates
explicit improvement in specific performance areas based on previous evaluations and formative

feedback.

Narrative: Professional learning is addressed in several FSLA indicators, each from a different
perspective. Indicator 4.5 is focused on what the leader does to engage faculty in meaningful professional
learning (which includes being involved in what the faculty is learning). Indicator 4.4 focuses on
professional learning needed to implement priority initiatives. Indicator 4.6 addresses alignment of faculty
professional learning with improvement of instruction. The Deliberate Practice metric concentrates on a

very few i
I ndicator

ssues

10. 2 is

where the [

result in improved performance?

Rating Rubric

eader
focused

dr i
he

vV es
on t

i mpaes

for deep |

Highly Effectiva eades s
actos or i mpact
relevant to this indicator exceed
effective levels and constitute m|
of proficiency for other leaders

EffectiveLeader 6s

i mpact of | ead¢g
this indicatare sufficient and
appropriate reflections of quality
with only normal variations.

Needs Improvement
Leaderé6s actio
actions relevant to this indicator
evident but are inconsistent or o
insufficient scope or proficiency.

Unsatisfactory. eade r
actions or i mp
relevant to this indicator are min
orarenotoccurring, or are having|
adverse impact.

Performance improvements
linked to professional learnin
are shared with other leaders
thus expaim impact.

The leader approaches every
professional learning opporty
with a view toward
multidimensional impact.

Knowledge and skills are shg
throughout the organization ¢
with other departments, scha
and districts.

Rather than meratjopting the|
tools of external professional
learning, this leader creates
specific adaptations so that
learning tools become part o
culture of the organization ar|
are ghomad r a
externally generated.

The leader provides evidenci
leveage, applying each learn
opportunity throughout the
organization. This leader cre|
forms, checklists, self
assessments, and other tooly
that concepts learned in
professional development arf
applied in the daily lives of
teachers and leaders tijinout
the organization.

The leader routinely shows
improvement in areas where
professional learning was
implemented.

The leader engages in
professional learning that is
directly linked to organizatior
needs.

The priority is given to buildi
on persomdeadership
strengths.

The leader personally attend
and actively participates in th
professional learning that is
required of other leaders in t
organization.

The leader personally attend
and actively participates in th
professional learning regubf
teachers.

There is clear evidence of th
actual application of persona
learning in the organization.
Where learning has not beer
applied within the organizatiq
this leader rigorously analyze
the cause for this and does
continue investingetiamd
money in professideatning
programs that lack clear
evidence of success when
applied in the organization.

The leader demonstrates soi
growth in some areas based
professional learning.

The leader actively participat
in professionalarningbut it is
reflective of a personal agen
rather than addressing the
strategic needs of the
organization.

The leader attends professio
learning for colleagues, but @
not fully engage in it and set
example of active participatiq

The leader hgéven intellectus
assent to some important
learning experiences, but ca
give only a few specific
examples of application to th
organization.

There is no or only minimal
impact of professional learnir
on the | eader

Theleader might irdiece a
professional learning prograr
but does not participate in th
learning activities along with
staff.

The leader is not strategic in
planning a personal professi
learning focus aligned with th
school or district goals.

Even on those rareasions
when taleader engages in
profession&arningthe
purpose appears to be mere
collecting information rather
reflecting on it and applying i
the organization. Professiona
learnings an expense, not an
investment in constructive
impreements.

Leadership Evidenad proficiency on this indicator ma

seen in the

| e a dllestrafive exbneph

of such evidence may include, but are not limited to t

following:

ImpactEvidenceof leadership proficiency may be seen
behaviors action®f the facultgtaff students, and/or
communityllustrative examptdsuch evidence may

include, but are not limited to the following:

e The leader is an active participant in pnafdesiming

provided for faculty.
e Thedader 6s

professional g

e Teache@necdotal evidence of the I&azlgyport for and
participation in professile@ahing
e The frequency with which faculty members are engage
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