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The 205 revision of the Superintendent Evaluation Manual has been carefully reviewed and is being
offered to school boards and superintendents as a viable process to conduct a meaningful and formative
evaluation of the professional performancgualblic schookuperintendentditoughot Indiana. This

manual describes complete process ftne superintendent evaluatigointly developed by

representatives from ISBA and IAPS&dditional assistance for completion or training in the evaluation
procesgnay be obtained from ISBA. The material contained in this manual is the result of the research,
discussions, and conclusiogspressed bthe joint revision committee representing ISBA and IAPSS.

The 2015 RevisionCommitteeMembers:

ISBA: Dr. Michael Adamsoii Director of Board Services
Lisa Tanselle, Esq. Staff Attorney
IAPSS: Dr. Thomas Littlei Superintendent, M.S.f Perry Township
Dr. Kevin Cares$ Executive Director, Central Indiana Educational Service Cente
Dr. Sherry Graté Superintendent, DeKalb County Central U.S.D.
Dr. Scott Hanback Superintendenflippecanoeschool Corporation



Purposeand Value of Evaluation

he superintendent evaluation is one of the fundamental responsibilities of the school board.

However, withthe2011adoption of IC 2e28-11.54, regarding annual performance evaluasitor
certificated employees, theisean even greater reason éareful consideration when selecting an
evaluation instrument, as well Bewthe entire evaluation proceissconducted.Critical to this exercise
is a mutual understanding of the value and overall purpose of the evaluation process.

This manual provides both school boardd anperintendents a structure they rf@pw and an

evaluation instrument thattisfiesthe Indiana Department @ducation (IDOEgxpectationshat are

definedint he Al ndi ana Content St andRirgtsr if d3ee Apmrd&lad or s :
A). Personalities and personal relationshipdangely removed from the procesgh the emgpasis

placed ortheprofessional attributesft h e s u p e rjob petfeenmdce.nt 6 s

The Indiana School Boards Association (ISBA) and the Indiana Association of Public School
Superintendents (IAPSS) endorse HDOE position regarding superintendent evaluation wisicbsss
that,

The development of robust superintendent evaluations is important because the success of the

evaluation of Indianads teachers and principals may
leaders. Superintendents can make a better case fdrolding educators to high levels of
accountability when they themselves are being flged based on student outcomesiad | ndi anaébs

educators are more likely to accept strong accountability when they see themselves as being part of a
broader system that has igorous criteria built into it from top to bottom.

An evaluation instrumergdoptedoy alocal school board magover a range of attributes in several
categories; howeveeyveryevaluation instrumerhust minimally be able to show compliance to theeStat
Standards for School Leadér®istrict Level. To that end, theroposedevaluationprocescontairs
proficiencyelements that address the followstgtestandards:

Human Capital Management

Instructional Leadership

Personal Behavior

Building Relationships

Culture of Achievement

Organizational, Operational, and Resource Management

ogrwWNE

Additionally, the evaluation contains:
1. Instructions and directions for the evaluat@shool board)
2. Clearly stated performance expectations based on professional standarddedimdin leading
research by educational leadership authorities
3. A means to measuradividuaizedgoal and/or objectivperformance;
4. Student growth criteria; and,
5. A sectionthat provides instructions to superintendents on preparation for the evaluation process.

Lastly, there are guidelines fboards and superintendsin effectively weigh various elements of the
evaluation in consideration dfie range and scope of supéendent responsibilitiedepending on the
size of theschoolcorporation, number of subordinate administratpast performancestc.



It is important tostresghat evaluatiors should predominantly be limited am objectively measurable
criterion, illustratedy such things as work samples, observations, reports, and conferences with the
superintendentThe objective is for the evaluation to support the process for improvement and goal
attainment, as well &e encouragehe continuing evolution of professional growth.

This evaluation isormativein substance, identifying areas where job performance can be improved
through intentional activities jobpedoarmascaTheport and e
evaluation is not simply summativeeview of what did or did not happen according to plans.

Consequently tiis important to kow for some flexibility in the process, remembering to differentiate

between those goals that can m@sonablyxpected o beachieved and those goals that are more subject

to circumstances beyond the superintendentds abil

Theschoolboard should strive to accomplish the following objectiesugh the evaluation process
1. To clarify the assegnéytiebdardindent 6s r ol e
2. To develop a harmonious working relationship between the board and the superintendent;
3. To encourage job performanaaprovement and development; and
4. To estabkh goals and objectives for theure.

Strengthening thboard/superintendent relationship is vital to the continuing health and productive
performance of a s c h o@ohseguentytthe supeintedndert sheutd Henan active e a m.
participant in the evaluation as well as establishing the perforngmate and a method afonitoring

and reporting his or her progress to the board at regular intervals throughout the year.

The evaluation process is ran exercise that that can be accomplished without considerable thought and
effort. Board memberandsuperintendentsiust become familiar with the processlapt and apply the
performance criteria to the expectations and responsibilities of the superintendent and the needs and
charactenf the school corporationA good evalation process, carefully adinistered and completets

not only a record of annual performance, bitdth a necessary and constructieeountabilitytool for
schoolboardsand superintendents



Different Evaluation Instruments

he school board iesponsible tehoose an evaluation instrument that meetst¢heolc or por at i on o
needs. Developing or choosing the right evaluation form is as important as writing a comprehensive
job description.Certainly, theboard should select avaluationinstrument that best represents both the
board and t he s u pobaetitmusttalsomedbectitéria forievaluagionfecertificated
employee®stablishedby IC 20-28-11.54 (see Appendix €

The goal of the evaluation instrument should belectively measure performance characteristics that

reflect the priorities jointly established by the board and superintendent, as well as to assess a
superintendent 6s per f or man c Addiiionallyctmegvaliatioa | areas of
instrurrent should be reasonably easy to use.

It is important to remember that the purpose of t
superintendent is performing his or her duties and responsibégiebjectively as possihleothing else.
Its purpose is to evaluate professional performance only!

The board shouldlwaysinclude the superintendent in the evaluation prockss.a fairly common
practice for a superintendent to complete aeedliuation using the same evaluation instrumasthe
board with the results of thatelfassessmershared with the board after their assessment is completed.

Selecting the best evaluationforrme t hat me gurmses, is mutually accepdt@ble, and
reasonably easy to use, is worthyegpending the time necessary to choose or devé@lbpre are many
types of instruments readily availapl®owever, most doot meet the current intent of evaluations as
defined in Indiana statute (see Appen@)x If an evaluation instrumemheets theéequirements of your
corporation, it is perfectly acceptaltie use itas is However, it is permissible and in some cases
preferable, to customize a form to maurately reflect the mission of your individual school
corporation.

Choosing the corre@valuation form and typghould not be done solely by the board, or solely by the
superintendentlt is important that choosing the evaluation instrument and devising the performance
criteria be a joint activity between the board and superinten@&uhhas a vested interest in the tool and

if all parties are comfortable with the procedure, the results of the evaluation will be more beneficial and
will focus on ways to enhance job performance.

Various evaluation instruments have been commonly usee superintendengévaluation procesand
school boards are responsible for choosing the evaluation type and process that best fits their purposes
and the criteria that is now in statufEhe more common of thesealuations typeare explained below:

The Rubric Instrument

An increasingly populagvaluation method is a rubric evaluation instrumdritis method is commonly

utilized by classroom teachers as a mearbjgctivecourse and assignment evaluatiohkore

recently, the rubric style of assessmeas been modeled by IDOE in their RISE rubric evaluatdon

evaluation instrumerft or s c ho ol corporationsd® use in teacher

The merit in using aubric instrument is that eadhdicator,question, skill set, or attribute is agsed
values that describe various levelgpefformance ocompliance.lIt is scoredsimilar to Likert scale
models but instead of a number or letteith a subjective valugeach performance levihas a
accompanyinglescription thatlearly defines theerformance attributes that should be present for each
indicatorbeing assessed.



The rubric provides excellent formative evaluation informatiwat is especiallpeneficial to continuous
improvement goalsOne of the difficulties with this instrument is that formulating the instrument is a
researckbased activity that is probably best facilitated by an outside consultant.

The Likert Scale Instrument

The Likert Scale instrument is one of the more commoncagpes used in superintendent evaluations.

In this summative process, the evaluation consists of a list of responsibilities and tasks that are to be

ranked, usinguscaleto ndi cate the superintendentodés perfor man
the end of each category to permit the board to describe performance areas where they would like to see
improvement and to identify areas where they believe the superintendent excels. This counters feelings

that the evaluation is based on a series ofestilyp opinions. This evaluation instrument can be

completed by the board individually and then averaged, or as a group by reaching consensus. Some of

the advantages of the checklist instrument are:

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

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

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

Some instruments havan additional scale for each category, asking board members to indicate their level
of understanding or proficiency #ach evaluation category. This adds an element of fairness to the
evaluation by allowing a board member who does not thoroughly uadératparticular performance
category to be exempted from assessing the s
scale may be used to evaluate a board member
overall job perbrmance. This allows performance in areas deemed more critical to receive a stronger
focus in the evaluation.

per.i
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The Attribute Instrument

The short question and answer format consists of a few simple questions or statements that focus on the
S uper i sbasinrespondbiiities and how well he or she is fulfilling these responsibilities. Some
guestions frequently used are:

What are the primary responsibilities of the superintendent?

Which of these responsibilities has the superintendent done well?

What ould the board do to help the superintendent improve job performance?
What could the superintendent do to improve the school system?

PR

Board members should have the superintendentds j o
to assure their aessments reflect the responsibilities assigned by the job description.

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

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

The Narrativelnstrument

The narrativenstrument requires the superintendent to write an assessment of his or her performance for
the past year, relying on all the major perfor man
description.



The board is responsible to review the asseent and to respond with its own report, emphasizing areas
of agreement and outlining any disagreements, including proposiag)faramproved job performance.



The Indiana Superintendent Evaluation
Process

SBA and IAPSS are recommending thdiana Superintendent EvaluatiBnocesgo all school boards
and superintendents to consider using for superintendent evaluzginging with school year 20412
13. ThelndianaSuperintendent Evaluatid®rocess has tle primary components

1. TheEvaluation Rubric
2. SuperintendenBoals and/or Objectives (Minimum of two per year)
3. TheCorporation Accountability Grade (AF)

Most importantly is that this evaluation processpletely meets the requirements of the General
Assembl yos20&lL.=4nt i n | C

Setting the Evaluation Proces®ercentages

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

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

Process Percentages

for school yem::l

|Date Established | ,l

|Rubr1'+: | |

|Cmpnrat{nn Accountability Gradel |

|Gcrals / Objectives | |

[ Towld] |

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

Consequently, it will be important for every school boardthed superintendent to spend some time
discussng the merits of each categdoyarrive at a defensible position for the weight that will be applied

to each category. Most importantly, category weighting should be determined at the beginning of each
evaluation period and not be altered without official board action.

The Evaluation Rubric

he

rubric

consi

sts

of

25

guest.

ons

d i Isdiamai

Content Standards for Educators: School Lead®istrict Level. d&achof the six categories has
between two and six indicators that describe a specific performance to be evaluated. Next to each
indicator, there are four performangescriptions:Highly Effective, Effective, Needs Improvement, and
Ineffective,which describe varying levels of performaneee Figure 1)

Indicator

Highly Effective (4)

Effective (3)

Improvement Necessary (2)

Ineffective (1)

54

Guiding building-level
staff to build productive

relationships with

children’s learning.

The superintendent sets clear

expectations and providesresourcesto
and respectful st
andregulaily engage all families in
parents/guardians and st
engage them in their H

upport administrators to consistently

upporting their children’s leaming at
choolandhome.

The superintendent sets clear
expectations and provides
support for administrators to
regularly engage families in
supporting their children’s
lzaming atschool andhome.

The supenntendent sets general
expectations and provides
occasional support for
administrators to engage families
in supporting their children’s
leaming at school andhome

The supenntendent dossnot
set expectations orprovide
support for administrators to
regularly commmmicate with
families on waysto support
their children’s leaming at
schoolandhome.

— N

Indicator

Performance Descriptions

The board member reads the indicator and, after revielegbjective evidence of performance

Figure 1i Rubric indicators and performance descriptions

but ed

provided by the superintendent in his or her annual performance portfolio, marks the appropriate level of
performance on the corresponding Rubric Score Sheet (see Appendix D). See Figure 2, below.

£.0 Culture of Achievement-5chool district superintendents develop a district wide culture of achievement aligned to the

district’s vision of success for every student.

Indicator | Highly Effective (4) Effective (3) Improvement Ineffective (1) Category Score
Necessary (2)
21 L] L] L] L]
52 L] L L] L]
33 [ L L] L]
Bl O X ] [m]
Score \

Pl aceod ainn itXh e

correct

b o x

matching

Figure 2i Rubricscore sheet

\
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Performance-Based Goals / Objectives

Formalized evaluans affordboards an opportunity to proviggidance to their superintéants
regarding desiredhanges withirarea of job performance, as well #se reinforcement of existing
strengths that serve the school corporatiBlus, t is an opportunity for the superintendent and school
board to discuss formative improvements.

It is extremely importatnthateveryone is working toward the same go&shool boards and
superintendents cannot achieve corporation goals if the board and the superintendent aratwookig
purposes, or if the superintendent does not have a clear vision of where thieesgbharation should be
headed. What are the prioritie§?hat are the guidelines?

Consequently, it is critical that tlseiperintendentte involved throughout therocesof setting his or her
annual performanebased goalsThere are a number of ways to approtus activity, but the most
effective way is to do it jointly After performance objectives have been identified, the superintendent
shoulddraft a set of goal® meet those objectivedt is wise to have the supetendentalso incorporate
actions steps that include scheduled feedback to the abexdular intervals throughout the year

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

It is critical that boards work with thesuperintendent during this stage of the evaluation process to

establish mutually agreed upon goals and objectiVes.e s uperi ntendent serves as
educatioml expert and should be the primaythor of objectives angbals, but board members nded

alsobe ircluded in the formative stages of thia¢ processObjectives and/oragls are the primary
ingredient in the evaluation procedsf t he superintendentds goals are
process is ineffectiveAssuming thabbjectves and/ogoals are in place, some guidelines to follow

include:

Be sure the objectives and/or goals are:

x  Written
This is the only way to ensure future reference to the goals and to avoid disputes regarding what was
said. The goals should be statedin manner t hat all ows the board to

progress. Be as specific as possible regarding what you want to achieve. Avoid generalities and
broad, sweeping statements.

x Measurable
When and how will you know the superintendent has achigwedstablished performance targets?

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

x  Established with reasonabletime-frames for completion
When does the board expect the goals to be achiestiblish deadlines and ask periodic
progress reports to determine whether the action plan is proceeding as pldoneder, do not
overburden the superintendent to the degreegbatreporting interferes with his or her normal
duties and do not expect all goals to be comeplet the same time&Some goals are and need to be
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ongoing. For those goals that may be extended for more than one evaluation period, it is critical that
planned progress towards goal completion be monitored and the evaluation be based on that progress.

The superintendent should report his or her progress at various intervals throughout the year; however, a
summary report should be prepared for the board prior to the annual evaluation. The process
recommends a minimum of two goals and/or objectpersevaluation cycle, but the number may exceed

two. The evaluation process form allows for up to six (see Figure 3). Eachngiat objectivés

evaluated aslighly Effective, (exceedinds targe}, Effective, (netits targe}, Needs Improvement, (e

a portion of its target)Ineffective, failedto meet its targét after which it is scored based on a scale-of 1

4, with 4=Highly Effective 3= meeting all targets, perhaps exceeding in some, 2tngéalf of the

targes, and 1= meting less than Haof thetargets The final scoré€l-4) is placed in théox next to the
Goals/Objectives Score

[ Superintendents Goals/Objectives
Goal / Highly Effective (4) Effective (3) Improvement Ineffective (1) Category Score
Objective Necessary (2)
1 O | | |
2 L1 [ [ [
3 L1 [ [ [
4 L1 [ [ [
5 1 [ [ [
§ O | | |

Figure 3i Superintendent Goals/Objectives

It is important that the goals and/objectives and their measurement criteria be defined sufficiently to
eliminate any subjectivenessthe assessmerdggardingcompleton or progress to completion. Vague
goak and/or objectives, orsnfficient milestones to mark progress towards completidhhinder the
process and drive subjectiveness into the evalu#tat will makescoringdifficult, if not impossible, to
justify.

The Superintendent Goals / Objectives worksheet computes a rating for each goal based upon the average
of all boar d meumbrieal valde ofsthe catingsss.compuiguttim Goals/Objectives

Score ad the results tabulated in tReocess Evaluation Workbook (see FiguiieSupt. Goals &

Objectives).

Superintendent Goals / Objectives

School Corporation: | |

Number of Goals / Ohjectives:

Exceads all goals HE=4
Mests all goals, may exceed in some E=S

Meets half of goals =
Mzats less than half of goals IN=1
Board Members
Goal 1 2 3 4 5 [i] 7 8 9 10 11 12 Board Consensus Rating|

Goals/Objectives Score = |

Figure 4i Supt. Goals & Objectives
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Corporation Accountability Grade

he accountabil ity gr aodesallgrade inEmgish and Matmehlevementaas por at
assigned by the | DOE. This grade appears as an
corresponding point value. Tée point values identify a corporatiors o v e r ailFlanddhesed e, A
poins are available from the I DOE in August of each
Consequently, while the Rubric and Goals atjeCtives categories can be assessed earlier, the final
evaluation rafig will haveto wait until the Accountability @de is available to add to the overall
evaluation rating.

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

Corporation Accountability Grade

School Corporation: | Date |

Points

Accountability Grade =

A - F Grade Scoring Criteria
A HE =4
B E =3
C I=2

DorF IN =1

Figure 5i Accountability Grade

Once the grade point value has been entered, that nualbers automaticallytransferred tohte
EvaluationSummary worksheet.

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

Preparation for the evaluation should be an ongoing activity, beginning at the start of the evaluation
period and concluding atelformal evaluation. This format is foreign to many administrators, but
especially those who have not been accustomed to regular evalaatwing have only received verbal
affirmation of their performance from yeto-year.

It is critical that the goerintendent communicate with his or her bganidr tothe beginning of the

evaluation period. First, performance goals and/or objectives must be identifieddualiination period.

Most often these recommendations will come from the superintenbenthe board may alsmntribute

their ideasand suggestions to the procegsminimum of two goals and/or objectives are recommended
during each evaluation cycle along with the criteria upon which the board can objectively ascertain
performance progressSecondly, the superintendent and school board must determine the weight of each
of the three evaluation performance areas, the rubric, goals and/or objectives, and corporation grade rank.

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

Finally, the superintenai¢ and board should discuss and agree tippmethod of providing the

supporting evidence for the final evaluation. One suggestion is for the superintendent to maintain a
performance portfolio with documents catalogued according to category and indMdatiotaining a

performance portfolio throughout the year assures that the documentation is readily available for the
boardds review at the end of t he deviawlwihaninimaln per i o
effort.

There is nothing that pcludes a school board or a superintendent from engaging in an interim evaluation
at a midpoint in the evaluation period. In fact, it is strongly recommended if the superintendent is new to
the corporation or to the position. An informal, rigdlm eval@tion is an effective means of providing

good feedback regarding performance, making sure that goals and/or objectives are progressing to
expectation, or to addregsexific concerns or questions by either the superintendent or the school board.

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

he key to preparing lsigh-quality evalwationis the conscientiouparticipation ofevery membeof

the sdool board. Furthermoré is impossible to conduct a thoroughd completsuperintendent
evaluatiorwithoutme mb er s 6 i nt e nt ithe alachtionpof neoge thanaad brief minutes d
to conduct the evaluation Board members should be prepared

performance evidence against the rubric descriptions and/or agreed upon criteria for each indicator and

for each goal or objective in the evaluation.

It is important that the board clearly establish its expectations betirningof the evaluation period
regarding how the evidea®f performance is to be presentedhe board for its review.To facilitate

this processtiis suggested that the boanald superintendemtork collaboratively to develop the review
criteriato insurethatthere are no misunderstandings regarding how and when the superintendent is to
provide the performance evidence to timard forthis annualevaluation

Keep in mind that the procggoal of this evaluatiois to yield anobjective evaluationTo that endthe
rubric instrument helps to insure that the superintendent is being evadgaiadt objective criteritdnat
canbe supported by docunmiation representing the evidencehid or her performancdnt oday 6 s
current educational climate amdth everincreasing demander greater transparency aadcountability,
the superintendent ds eatiawayaforithesthodl soardto walidaidits t h e
support of the superintendentoés | eadership of

Lastly, the annual evaluation process should not reveaampyisesto either the superintendent or the
school board.Schoolboard members should not attempt to use the evaluation process to forward a
personal agenda or to subjectively rank the superintefsdestformance to the evaluation criteria for
ulterior motives.

t

(0]
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t
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The Evaluation Schedule

he frequency of evaluatidmas been defined by statute to be annually, but the actual time of the year

can be set to a mutually satisfactory time that
superintendent s schedul es. Most bosprindandthet i | i z e
beginning of the fall term to conduct the evaluati®egardless,mce the annual time for evaluation has
been established, every effort to maintain that schedule should be taken.

The following are the steps to be included in the evimodimeline:
U Stepl
A The board and superintendent meet at the beginning of the evaluation pestabtish
the procespercentages for the evaluation instrument, the corporation accountability
grade, and the superint eacmbmnéeddotal musieqguas and/ ¢
100%, but the percentages of each are to be determined locally between the school board
and the superintendent.
A Once establishethe board president enters thesecentagemsto theProcess
Percentagesvorksheet of the Excel Process Analysis Workbook.
U Step?2
A The board president provides each member with a rubric score sheet
A The superintendent delivers his or her performance portfolio to the board for their
reference in completing the rubric sceteet.
u Step3
A The board president inputs the information into@emeral Datavorksheet of the Excel
Process Analysis Workbook.
A The board president collects the individual
results into théndicator Summaryand Supt. Goals an@®bjectivesvorksheets in the
Excel Process Analysis dvkbook.
u Step4
A The board president inputs the school corpo
Accountability Gradevorksheet in the Excel Process Analysis Workbook. (Note: this
grade is not available from the Indiana Department of Education until A(auster)of

each year.)
u Step5
A The board president prints tBwaluationSummaryworksheet of the Excel Process
Analysis Workbook.
A All board members sign the completed assessment
U Step6

A The superintendent is presented with the evaluation summary a minimum of one week
prior to the evaluation meeting with the school board.
u Step7
A The board and superintendent meet in executive se@saesired)to provide
clarification or ask any questions rega
t

di
A A copy of the evaluation is placed in e

r n
h S
It is understood that the evaluation process has been the topic of a thorough discussionietween t
superintendent and the school board at the beginning of the year or the period to becstredtiat

superintendent goals and/or objectives were ident#igtat timeand nothing is beinmvented

immediately prior to conducting the evaluation.
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Every board member should dedicate sufficient time to comgiievaluation process. It is important to
remember that, in addition to being guaement by statute, the purgosf the evaluation is twinld:

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

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

This process requires more than a cursory overview to completmaret members do not need to be
educators to understand and perform the superinte
Likewise, superintendents who are unaccustomed to a rubric type of evaluation process will need to adapt

to this model of evalation and a new process for providing evidence of performance. Ultimately, the

process will become secomature; it will become standard However, it is what is
educational environment and as a response to increasing demands fatadwtityu



APPENDIX A

Indiana Content Standards
for Educators

SCHOOL LEADER—-DISTRICT LEVEL

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

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

December 2010
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The Indiana standards for School Leader—District Level consist of "core"” and "supplementary”
content and skills. In this document, content and skills considered "core" are indicated with
bold text. Supplementary content and skills are indicated with nonbold text. It should be noted
that all of Standard 6 is supplementary, including both the standard and the essential elements
of knowledge within the standard.

Standard 1: Human Capital Management

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

Standard 2: Instructional Leadership

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

Standard 3: Personal Behavior

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

Standard 4: Building Relationships
School district leaders build relationships to ensure that all key stakeholders work effectively with
each other to achieve transformative results.

Standard 5: Cuiture of Achievement

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

ard 6: Organizational, Operational, and Resource Management

School district leaders leverage organizational, operational, and resource management skills to support district
improvement and achieve desired educational outcomes.
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Standard 1: Human Capital Management

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

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

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

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

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

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

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

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

1.8 strategically assigning building leaders and other staff to support district goals and maximize achievement
for all students



22

























































