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Superintendent Evaluation Protocol

Introduction

In 2007, the Commissioner of Education appointed a committee to provide guidelines for revising the content and documents of the Missouri
Performance Based Superintendent Evaluation (PBSE) model. Performance-based evaluation of school personnel has been implemented across
the State of Missouri since 1983. The Excellence in Education Act of 1985 extended this process to include school administrators. With the
leadership of the Department of Elementary and Secondary Education, input from the members of the statewide advisory committee and
interviews with board members and superintendents a revised model of the 1983 PBSE has been completed.

Offered in the new model is a move toward the evaluation of the superintendent in an integrated systems approach. The criteria and the
process in the new model are derived from national preparation standards (ELCC — Educational Leadership Constituent Council), national
leadership assessment standards (ELPS [formerly ISLLC]- educational leadership policy standards), and local district improvement goals (CSIP —
comprehensive school improvement plan ). The approach provides a basis for a system that is practical, ethical, fair, useful, feasible and accurate
so both the superintendent and the board of education can operate in an integrity-filled environment.

The superintendent evaluation process is a part of the Missouri’s Educator Evaluation System, which was created, field-tested and piloted, and
refined by hundreds of educators across the state. The system is founded on general beliefs about the purpose of the evaluation process.
Central to these beliefs is a theory of action which maintains that improving student performance is predicated on the improvement of educator
practice. These beliefs include that evaluation processes are formative in nature and lead to continuous improvement; are aligned to standards
that reflect excellence; build a culture of informing practice and promoting learning; and use multiple, balanced measurements that are fair and
ethical. Districts are encouraged to collectively establish basic beliefs that serve as the foundation of their local evaluation process.

Evaluation of the superintendent is one of the most important responsibilities of the board of education. The evaluation criteria and the
associated process represent the key means by which the board of education can address and effectively serve the needs of the school district as
it seeks to improve student achievement and district operations. It is not a means to an end; instead, it is an ongoing and dynamic process.
Implementing an evaluation tool that is agreed upon by the board and superintendent in a collaborative manner is often the most effective
approach. An effective high quality superintendent evaluation process that is practical across a broad demographic spectrum:

*

«» promotes professional growth;
%+ provides clarity of roles;

>

% develops good board/superintendent relationships;
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creates common understanding of leadership and;
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provides a mechanism for accountability; including improvement in student achievement as determined by multiple assessments.

The accompanying material offers a guide for evaluating the district superintendent for members of local school boards. The content, format,
and suggested procedures are designed in a manner that will enable the model to be used in rural, suburban, and urban school settings. It is
adaptable to local issues and conditions and can be modified to accommodate local priorities. Based on the theory of action and beliefs that are
the foundation to the state’s model Educator Evaluation System, the primary purpose of the Superintendent Evaluation Protocol is to promote

growth in effective practice that ultimately increases student performance. This occurs through the following process:

Superintendent Evaluation Process

What impact? Reflect and Identify Recommended

What new —_— _ . ) focus on no more
indicators? Plan Indicators than 3 indicators
THE
PROCESS
Growth Follow-Up Baseline Growth
Guides Performance Performance Guides &
& Summative Form A-1
Form
New
Strategies and
Feedback
Board / & Possible Sources
Peers Of Evidence
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Growth requires focus. The identification of indicators is essential to establishing a particular focus based on performances articulated in the
indicators. The model recommends that superintendents work on no more than three indicators to ensure a focus providing the best
opportunity for in-depth evaluation and improvement.The baseline data serves as a starting point by establishing a current level of performance.
Strategies for improvement are identified and practiced. Meaningful feedback is provided regarding the extent to which the new strategies are
addressing the area of focus. A follow-up assessment provides indication of the amount of growth in performance that occurred. Reflection on
the proces and amount of growth that occurred or didn’t occur informs whether this particular indicator remains an area of focus or whether
there is a new area of focus. This sequence is an important component to the growth in educational practice that occurs in the superintendent
evaluation process described in the following steps:

Step 1: Identify the indicators to be assessed

Rationale

Appropriate indicators are selected that most support increasing student learning by promoting growth in teacher and principal practice through
a focus on potential growth opportunities for the superintendent. The indicators identified create an alignment between district and school
improvement plans and the efforts and primary responsibilities of the superintendent of the district.

Description
The selection of indicators is a very important step in the process. These determine the focus and rationale for improving effective practice and
are based on what is needed most to improve student learning.

The identified indicators provide a focus area for ongoing learning and growth. Typically these are identified at the end of the year for returning
superintendents. The determination of which and how many indicators to identify is determined with the following criteria in mind:

1. Driven by student learning needs
2. Derived from the Comprehensive School Improvement Plan and builidng improvement plans (CSIP-district level/BIP-building level)
3. A maximum of three indicators are recommended which are:
e Based on student needs
e Represents priorities of the district
e Based on a potential growth opportunity for the superintendent and may be determined in collaboration between the
superintendent and the local board of education
4. At a minimum, two of the indicators must address impact on student learning
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5. Otherindicators may be identified at any time based on issues and needs that arise, particularly in extreme instances where growth or
change in practice must be addressed

The superintendent standards and quality indicators include the following:

Standard #1 Vision, Mission, and Goals
Superintendents have the knowledge and ability to ensure the success of all students by facilitating the development, articulation,
implementation, and stewardship of a vision of learning that is shared and supported by the school community.

Quality Indicator 1: Establish the Vision, Mission and Goals
Quality Indicator 2: Implement the Vision, Mission and Goals

Standard #2 Teaching and Learning

Superintendents have the knowledge and ability to ensure the success of all students by promoting a positive culture and an effective
instructional program, applying best practice to student learning, and designing comprehensive professional growth plans for staff.
Quality Indicator 1: Promote Positive Culture in the District
Quality Indicator 2: Provide Effective Instructional Programs
Quality Indicator 3: Ensure Continuous Professional Learning

Standard #3 Management of Organizational Systems
Superintendents have the knowledge and ability to ensure the success of all students by leading personnel and managing the
organizational structure and resources in a way that promotes a safe, efficient, and effective learning environment.
Quality Indicator 1: Manage the Organizational Structure
Quality Indicator 2: Lead Personnel
Quality Indicator 3: Manage Resources

Standard #4 Collaboration with Families and Stakeholders
Superintendents have the knowledge and ability to ensure the success of all students by collaborating with families and other
community members, responding to diverse community interests and needs, and mobilizing community resources.
Quality Indicator 1: Collaborate with Families and Other Community Members
Quality Indicator 2: Respond to Community Interests and Needs
Quality Indicator 3: Mobilize Community Resources
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Standard #5 Ethics and Integrity
Superintendents have the knowledge and ability to ensure the success of all students by acting with integrity, responsibility and in an
ethical manner.
Quality Indicator 1: Personal and Professional Responsibility

Standard #6 The Education System
Superintendents have the knowledge and ability to ensure the success of all students by understanding, responding to and
influencing the larger political, social, economic, legal, and cultural context.
Quality Indicator 1: Understanding the Larger Context
Quality Indicator 2: Respond to the Larger Context
Quality Indicator 3: Influence the Larger Context

Standard #7 Professional Development
Superintendents remain current on best practices in education administration and school-related areas as evidenced by establishing a
plan for his/her professional development each year.
Quality Indicator 1: Increase knowledge and skills based on best practices

Appropriate indicators are selected to most support increasing the capacity of staff for improving student learning and reflect potential growth
opportunities for the superintendent. The indicators identified create an alignment between the Comprehensive School Improvement Plan
(CSIP) and documentation and growth of the superintendent. Growth Guides and Possible Sources of Evidence provide articulation of discrete
elements and evidence. These are used to assist with documentation on the Superintendent Evaluation tool as a part of the evaluation process.

Step 2: Determine baseline performance for each identified indicator

Rationale
In order to determine growth on an indicator, it is necessary to establish baseline performance and compare it to follow-up performance.
Growth in practice occurs between these two points in time.

Description

Each superintendent growth guide inlcudes a description of performance for each indicator. The baseline assessment is determined by
considering the evidence at each level of the growth guide. Evidence falls into one of three different categories: commitment, practice and
impact. Evidence in the commitment frame focuses on the quality of the leadership skills of the superintendent and may include data and
information such as licensing, credentialing, improvement plans at the district and building levels, handbooks, and other district-level regulations
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and protocols. Evidence in the practice frames focuses on observable behaviors, or the quality of leadership that the superintendent
demonstrates. Evidence in the impact frames focuses on outcomes or evidence through the performance or artifacts and products of principals,
teachers and students throughout the district as a result of the superintendent’s leadership practices.

It is important to think about a superintendent’s baseline performance by taking these three separate categories of evidence into consideration.
After all, if the superintendent promotes what they think is a high level of leadership and instruction, monitors principal and teacher
performance and provides feedback in what they think is an effective manner and yet students in the district are not achieving, then there is still
something less than ideal occuring in learning experiences throughout the district. Identifying where that growth opportunity exists that limits
the learning experience for all students in the district is the type of focus that leads to growth in practice.

It is first necessary to determine the appropriate description of the superintendent’s baseline performance. This description of performance will
be either Emerging, Developing, Proficient or Distinguished. To determine the appropriate level, it is necessary to establish the highest level for
which there is an alignment of evidence of performance.

For example, in Growth Guide 2.2, a determination about the superintendent’s performance might be as illustrated below. There is Commitment
evidence that the superintendent ensures documentation and monitoring of current instruction and assessment practices.There is also
observable Practice evidence that the superintendent engages with staff to determne the overall effectiveness of these practices. Evidence at
the Impact level reveals that staff assesses the overall effectiveness of instruction and assessment practices. Although evidence can be gathered
by observing teacher and student performance and various artifacts, an additional way to gather evidence at the impact level could be through
the use of surveys. Although this is perceptual in nature, research maintains that it does offer useful data.
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Superintendent Growth Guide 2.2

Standard 2: Teaching and Learning

Cmality Indicator 2: Provide Effective Instructional Programs

Emerging Developing Proficient Dhistinguizhed
2E2) The emerging superintendsnt .. D7) The developing superintendent IP2) The proficient superintendent 252) The distinguizhed superintendent
also .. also... also. .

Wiorks with staff to evaluate the Promotes and monitors consensus Collaborates with staff o evaluate Leads contimious inprovement of
effectivensss of ciETent instruction relative to the nse of effective the effectivensss of instmactionsl insmuction and assessment
and assessment practices that instroction and assessment and assessment pracices based oo practices that results in sustained
impact smdent achievement at practices. smdent performance data. improvement and growth for all
each level of the district. smdents.

Professional Frames

Evidence of Commitment Evidemee of Commitment Evidence of Commitment Evidence aff Commitment
Ensures documentation of existing Documents the monitoring and Huas a process to evaluate and A process iz in place for
instructional and assessment promoting of the collective Trtituie Changes Neceszary o CORTMUCLS MORitormg aud
Praciices in the disorict. implamentanon af gifeciive ansire gffecine mrtrucional and avaluation af mziruwction and
Tnstructional and assessment OES@SITHEN! Draclices. OSEESIENT Draciices.
pracrices.
Evidence of Practice Evidemee of Practice Evidence of Practice Evidence of Practice
Engages with siqff to dererming Collaboraiiely engage: with Lsaz student data to desarming [f Repularly asseszes the
overall gifecirveness of current teachers and leaders to ensure Tnstruciion and assessment gffectiveness gf mstruction and
instruction and arsessmant effective instruction and praciices are gffecine and acts on OSFESITENT Praciices fo @ure
Practices. assessment practices are used ingffective insiruction and sustamed improvement and growih
consistently across the district. assEssTent practiogs. student learming.
Evidence of Impact Evidence of Impact Evidence of Impact Evidence of Impact
Stqff arsesnes the overall Sregff consistently wres mIfrucTion Teachers and leaders revise and Srudenis experience sushmmed
gifecriveness qff curment mstruction and azsessment praciices proven modify instruction and arsessment improvenent and growth; teachars
and aETEITIEnt Praciices. to be gffectne ar improving student practices to morease gifecivenass. angage in ¢ffecive motruction and
learming. ASFESTMENT Praciicds.

In this illustration, the highlighted areas reflect the existing evidence of the performance of the superintendent. As noted by the highlighted text,
there are examples of evidence in two different columns, Emerging and Developing. However, it is only in the Emerging column where there is
an alignment of evidence, or evidence from all three professional frames. The alignment of evidence for this particular performance results in a
descriptive rating at the Emerging level. In this particular example, facilitating a collaborative process among teachers and leaders on the
consistent use of effective instruction and assessment practices that positively impact student learning would represent a growth opportunity
for this superintendent. Achieving this growth would establish an alignment of evidence at the Developing level, resulting in a change in the
superintendent’s descriptive rating.
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Step 3: Complete Form A-1 of the Superintendent’s Evaluation Tool

Rationale
The primary purpose of the Superintendent Evaluation process is to promote growth. Therefore, the acquisition and application of new learning
and skills is essential for turning opportunities for growth into outcomes and results.

Description

The baseline performance assessment and description of performance for each indicator identifies opportunities for growth. It is important
when addressing an opportunity for growth that a very clear plan be developed. The Form A-1 of the Superintendent Evaluation is the document
used to articulate the various necessary components of this plan.

This form describes specific indicators of success and how they related to district goals and strategies as articulated in the Comprehensive School
Improvement Plan (CSIP). This provides opportunity to identify specific sources of new learning, the practice of skills related to new learning and
timelines for completion. The following key general components are included:

1. It corresponds to the examples of evidence provided in the appropriate growth guide
2. Itis aclear articulation of a plan or goal statement to address growth opportunities
3. Itincludes specific strategies and timelines for application of new learning and skills

4. ltis focused on results and outcomes
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Form A-1: Superintendent Evaluation Tool

This Form is used in conjunction with the Comprehensive School improvement Plan (CSIP) and the Superintendent’s Professional Development Plan.

Evaluation Indicators - The Superintendent is a district leader who engages in actions that provide a quality educational and instructional program that

pasitively impacts student learning

1.1 Establish the vision, mission and goals
1.2 Implemint the vision, mission and goals
2.1 Promote pasitive culture in the district
2.2 Provide effective instructional programs
2.3 Ensure continuous professional leaming
3.1 Manage the organizational structure
3.2 Lend personnel

3.3 Manage resources

ooooooono

41 Collaborste with families snd other community members
42 Respond to community interests and needs

43 Mobilize community resources

5.1 Personal and professional responsibility

6.1 Understand the larger context

6.2 Respond to the larger comtext

6.3 Influence the larger context

7.1 Intrease knowledge and skills based on best practices

Ta be completed by the Superintendent.

District Goals and Strategies CSIP Goal £ Indicatars of Succes Target Date | Date Achieved
Marrative (Self-Evaluation]: when possible, please evidence your self-evaluation with examples dravwn from CSIP strategies, objectives, or goals.
To be completed by the Board Member.
Professional Commitment Rating: {CheckOne] | T ineffective I Minimally Effective | T Effective | 1 Highly Effective
Marrative (Board Member evaluation):

superintendent's Signature,/Date Board Member's Signature/Date

* & reting of “Inefective™ or “Minimally Efective” must be explined in the narrative and precsded by eMorts to improve as icentified in the Superinbendent’s Professional Development Plan

€ 2013 Missouri Department of Elementary and Secendary Education
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Evaluation Indicators — provides

opportunity to identify which specific
indicator(s) the superintendent is
focusing on

District Goals and Strategies —
articulates the link between the focus

area(s) of the superintendent and
specific priority areas of the district as
documented in the CSIP

CSIP Goal # — documents the goal
number as articulated in the district

csIp

Indicators of Success — corresponds to

the evidence articulated in the
appropriate growth guide

Target Date — establishes a proposed
date for achieving the indicators of
success

Date Achieved - verifies when the
indicator of success was achieved

Narrative — description offered by the
superintendent of the overall
improvement process
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When considering different strategies to address growth opportunities, the state model offers several different sources of research including the

Balanced Leadership Research conducted by Tim Waters, Robert Marzano and Brian McNulty. This includes a crosswalk comparing twenty-one

leadership responsibilities with Missouri’s Leader Standards and Quality Indicators.

Also provided is research specific to instructional practices. These include the work of Dr. Robert Marzano, Dr. John Hattie, and Mr. Doug Lemov.

These bodies of research were included because of the effect size information provided and their proven record of having impact on student

learning. Crosswalks are provided for each to align each body of research with teacher indicators. This research is located in the teacher

evaluation section.

Possible Sources of Evidence

. Standard 2: Teaching and Learnin
A document called the Possible Sources of E— g g

Evidence is provided as well. This is a single

program, applying best practice to student learning, and designing comprehensive professional growth plans for staff,

page document provided for each standard.
This document provides a list of “possible”

+  Evamples of Student, staf, and parent ¢ Classroom observations

sources of evidence that a superintendent cultire/cimate surveys .

Structures and protocols to celebrate
= Focus group interview questions
s Descriptive feedback on culture

student/staff success |academic,
behaviaral, cultural, extra-curricular,

might consider including as a component of

Form A-1 s Procedures for reporting, et
investigating, and resolving incidents ~ ®  Mewsletters
of school bullying, harassment, etc. #  Imternalfexternal communication

+  Student, parent and staff hancbooks structures (website, memies, socil-
madiz, etc]
»  Listof strategies and procedures

refated to professional growth plans

It is important to note that this is not a
comprehensive list of all evidence
sources nor is it a checklist of things to

= Ensures that policies and practices = Develops and nurtures 3 culture in
do and/or prOVide. It Slmply offers for respect 3 cubturally diverse which staff reflect on their practice,
. . . environment. use student dats, current research,
consideration some pOSSIbIe examples *  Ensures that all principals promote best practices and theory to

effective and rigorous standards-

based units of instruction. "
= Ensures that professional growth
plans focus on learning for staff that is
focused on improving student
performance ]

continuously adspt instruction
Fosters instructional practices that
reflect high expactations, engazes all
students, and are personzlized to
accommodate diverse learners

Wsess district meetings as
collabarative opportunities for
prircipals znd teachers to share

that might be included.

The evidence provided is categorized by
the three professional frames found on .

Leads celebrations for student,
schools, and district-wide successes

each of the superintendent’s growth
guides. In this way, superintendents and

. . . +  Examples of professional learning #  Classroom observation data/feedback
boards of education can use this to Clarlfy impacting student lesrning »  Data confirming technology use
*  Documentsd changes and *  Professional growth plans data

exactly what kind of evidence might

improvement of instructionzl practice

Professional Commitment

Strusctures in place to promote
coliegizlity, collaboration, and culturs
aWareness

Culture and profile data

Resezrch on effective practices (journals,

articles, etc.)

Inventory of curricular materials
Assessment of diverse needs of students
Pasted student wark, behaviaral
rorme/class procedures

Professional Practice

Ensures thzt all principals promote 2
variety of formal and informal methods
of assessments to measure student
lezrning, srowth and understanding
Ensures that principals work
collabaratively with their Professional
Development Committes to evaluzte
professionzl learning and its impact on
student performance

Reads and shares research

Survey data; focus group data
PDC Plan evaluation
Student Performance Impact data

Superintendents have the knowledge and ability to ensure the success of all students by promoting a positive school culture, providing an effective instructional

Records/files of meetings and activities
of the Professional Development
Committes

Time management strategies znd plan
Structures and processes to collaborate
with the Professional Development
committee to align lesrning
opportunities to School Improvemant
Effarts

Aczdemic guidelines

Technology plan

Fasters on-going coaching and training
that builds classroom proficiency
Provides time and apportunities for
individual/teamfand whole staff
professional leaming

Promotes the use of effective and
appropriate technology to support
student keaming

Uses peer obserations to monitor
collective implementation of
instructional strategies

strateries and best-oractioes
Professional Impact

Non-academic records of individual
progress [class partidpation, engagement,
miotivation, behavior, ste.)

be considered for each indicator of
success.
MISSOURI'S EDUCATOR EVALUATION SYSTEM
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Step 4: Regularly assess progress and seek feedback

Rationale
In keeping with the research on formative development, the essential role of practice and feedback will ensure that the acquisition and
application of new learning, skills and strategies will lead to the improvement of effective practice resulting in improved learning for students.

Description

Determine progress made on the acquisition and application of new skills and knowledge using a variety of formal and informal strategies.
Helpful feedback and resources can be gathered from members of the the local board of education, key stakeholders in the community, building
and district administrators, peers, mentors, coaches, associations, and regional service centers.

Feedback on the extent of progress made on the growth opportunities from the identified indicator is critical. It ensures that new learning takes
place. More importantly, it ensures that new skills and strategies are applied and practiced and there is documentation of growth and
improvement. The following guidelines assist in this process of regular assessment of progress and feedback:

Seek regular and frequent feedback
Feedback should be specific to the appropriate growth guide and information documented on Form A-1
Informal feedback may be provided by mentors, coaches, peers, external consultants, etc.

i e

A formal follow-up assessment and discussion should occur between the superintendent and board members

Step 5: Complete a follow-up assessment for each selected indicator

Rationale
To determine growth on an indicator, it is necessary to compare the follow-up assessment to the baseline assessment. The comparison of these
two assessments provides a measure of growth that has occurred on the performance articulated in each selected quality indicator.

Description

Using the same process to determine the baseline performance assessment, the follow-up performance assessment is determined by
considering the evidence at the appropriate level of the growth guide. When making a determination about the follow-up assesment, it is
necessary to consider the particular professional frame of the superintendent’s opportunity for growth. For example, a superintendent might be
working on growth in the area of commitment, or in practice, or in impact.
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As a reminder, evidence falls into one of three different categories: commitment, practice and impact. Evidence in the commitment frame
focuses on the quality of the leadership skills of the superintendent and includes data and information such as licensing, credentialing,
improvement plans at the district and building levels, handbooks, and other district-level regulations and protocols. Evidence in the practice
frames focuses on observable behaviors, or the quality of leadership that the superintendent demonstrates. Evidence in the impact frames
focuses on outcomes or evidence through the performance or artifacts and products of principals, teachers and students throughout the district
as a result of the superintendent’s leadership practices.

The purpose of a follow-up assessment is to determine the extent to which the plan articulated on Form A-1 was addressed. In particular, it is
used to determine the extent to which the strategies outlined addressed the goal. If the strategies did address the goal, then the opportunity for
growth will have been addressed and satisfied. This is documented in the Date Achieved section of the form and may be added to the Narrative
section that the superintendent completes.

Step 6: The board completes the final summative evaluation

Rationale

The evaluation process exists for the improvement of superintendent, principal and teacher practice as a necessary catalyst for improving
student performance. The summative evaluation pulls together the data that has been collected and provides a final overall statement of the
superintendent’s effectiveness.

Description

An overall determination on performance uses baseline and follow-up assessments, feedback generated throughout the year on selected
indicators and any other data or information relevant to the superintendent’s performance observed or gathered throughout the year. This
information is captured on the bottom of Form A-1 in the “Narrative (Board Member evaluation)”. Each board member completes a copy of this
section, including an overall rating for the superintendent’s performance. The possible overall ratings of performance include “Ineffective,
Minimally Effective, Effective and Highly Effective”.

Using board members individual responses, the board reaches consensus using the following Summative Report. Keep in mind, the levels

provided on the growth guides (Emerging, Developing, Proficient and Distinguished) are specific to describing the degree of competence of the
superintendent on a performance articulated through a quality indicator on a particular growth guide. The performance ratings listed on the
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Summative Report (Ineffective, Minimally Effective, Effective aand Highly Effective) provide a rating for the superintendent’s overall

effectiveness in their position as leader of the district.

MISSOURTS EDUCATOR EVALITATION SYSTEM

Performance Based Superintendent Evaluation SUMMATIVE Report

Directions: To be used by the Board President and Board members to reach consensus based on individual Board member responses.

Education Leadership Policy . Minimally . . .
Standard Ineffective Effective Effective Highly Effective Consensus
INDICATOR #1 —
INDICATOR #2 —
INDICATOR #3 —

Signatures indicate the document has been reviewed and discussed with the Superintendent.

Superintendent’s Signature/Date

2013 Missowri Department of Elementary and Secondary Education

MISSOURI'S EDUCATOR EVALUATION SYSTEM

Board President’s Signature/Date
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Step 7: Reflect and Plan

Rationale
The evaluation process exists primarily for the improvement of effective practice in order to improve student performance. Ongoing reflection
and planning are used to ensure that learning needs for all students in the district are continually met.

Description

The improvement of effective practice is a means to an end. The ongoing and continual process of improving professional practice is essential
for ensuring that student learning needs remain the focus of the evaluation process. The ultimate result is the improvement of student learning.
Monitoring the growth of student learning caused as a result of the superintendent’s improved practice satisfies the primary purpose of the
evaluation process.

Reflection on personal growth is an important part of feedback. It provides personal insight to areas of strength and potential growth
opportunities for future focus. As a part of this reflection, consider the following:

1. Assess whether the particular areas of improvement of effective practice impacted principal and teacher practice and student learning
Reflect on personal growth and possible future opportunities for continued growth

3. Plan ahead for future opportunities for growth. In collaboration with the board members, key stakeholders, other district leadership,
principals, and perhaps teachers and staff and/or colleagues, select indicators for next year (applies to returning superintendents).

4. Continue to acquire new knowledge and practice new strategies and skills
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Timeline for completion of the Superintendent Evaluation Protocol

Steps and Timeline for completion of the Superintendent Evaluation Protocol

Step # Step 1 Step 2 Steps 3 Step 4 Step 5 Step 6 Step 7
ldentify Determine Develop a Reguarly assess progress on the Determine Status and Monitor the impact of
indicators baseline plan for intended growth foll ow-up growth improved practice on
to be performance grovwth performance determines student performance
assessed owverall rating
Select Conduct an Based on the Seek feedback on progress bosed on the Conduct @ final | petermine the Continue to maenitor
indicotors to | boseline opportunitiss evidence of opproprigte growth guides. assessment af final status and student growth and reflact
be ossessed assessment of | for growth and identified growth score to on the impaoct of improved
based on identified the bossline Use the approprigte growth guides, possible | indicotors. inform effective proctice.
Title and | C5iP, previous | indicotors and | ossessment, sources of evidence, and repeated Determing employment
Description | year’s identify areas | determine an oppartunities for practice. overall determingtion.A | Aeflect on progress an
of 5step Growth Plan | of strength opproprigte progress on ct on the final growth opportunities.
fif and areays} for Seek targeted feedbock on oregs of strength | the growth determingtion.
opplicable], oppartunities growth that and oppartunities for growth. plan as Indicators for next year
ond student | fior growth. include the ewvidenced by may be selected bosed on
and/or practice and the locol student dota and the
teacher application of appropriate resuits of the evaluation
perfomance new growth guides. OFOCESE.
data. knowiedige .
ond skillz.
FOrms A-1 Growth Guides a-1 Growth Guides & Possible Sowrces of Evidence Growth Guides A - 1 Summmtive Growth Guides
Timeline:
1" year July - Aug Sept et Movember through December Jan - Feb Feb - June
Supt
Timeline:
retuming | April —June Aug - Oct Movember through December Jan - Feb Feb - April
Supt
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