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Office of Leadership Development

and School Improvement

Provides leadership, support,
and technical assistance to

Aimproveschool
performance,;

Afoster the growth of
effective leaders; and

Aimplement fair and valid
educator evaluation
systems

Not Pictured:
Christina Hill
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ReEnvisioned Approach to School

Improvement and Leadership Development

A Building Relationships
I Collaborate with stakeholders

A Narrowing the Focus
I Align and concentrate resourcesg

A Differentiating Support
I Regionalize services

A Building on What Works o
—
3

I Capitalize on effective practices .-

=
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Agenda and Overview

B. 5alman, PR.O.
dEnt of Schoals

. Y

Meeting Outcomes: Lz
A Discuss and review educator

M Locatian: ‘Washingtan County Board of Ecucation — Hagerstown Room
10435 Downsville Pike
effectiveness data
]
Breakfast: A& continerts| breakfast and coffee will be provided

Parking: Free parking is avsilable arownd the building

A Discuss the transition to PSEL  w=e

¥
= Digcussed and reviewed educatar effectiveness data;
= Discussed the transition to the Professicnal Standards for Educstional Leaders (PSEL);
= Reviewsd and provided feedhack on the PSEL rubric:
-

4 = =
Dizcuzsed the process for submitting locally developed teacher and princips] =valuation madels far
eview an rovidae reedpac
= Discussed professional lesrning experiences for current and future school leaders.

n agenda
on PSEL rubric
. 500 2. - 2030 2. Registration and Breakfast
S:30a.m. - 2D am. ‘Welcome and Introductions

7z

# 2015-2017 Teacher and Principal Effectiveness Data Summary

A Discuss process to submit

Professional Standards for Educationz| Leaders (PSEL) Aulbric

- 100 &, -11:35 a.m. * Introduction te the PSEL Draft Rubric
ocally developed evaluation -
[]
1125 2. - 11:40 3. Euidance Resources for Prindpal Eveluations
Ve . - - 114bam. -11:55a.m. Process to Submit Locally Developed Evaluation Maodels For Approva
Upcomning Professionz! Learning Experiznces
& Evaluator Training Workshops
1155 3.m. - 12:15 p.m. # Promising Principels Acadenmy

# Turnaround Leadership Aczdemy
» Culturally Responsive Leadership Workshops

earning experiences.



The Many Roles of the Principal

Instructional Leader
Operational Manager
Fiscal Manager

Teacher Evaluator
Community/FamilyEngager
Climate Creator

Behavior Enforcer




State Principal Evaluation Model

Professional Practice 50% Student Growth 50%
Maryland Instructional Interstate School Leaders
Leadership Framework Licensure Consortium Standards

Assessment Informed Growth Measure

(informed by local or state assessment)

Vision Operations and Budget

Culture Communication Whole School Growth Measure

Curriculum, Instruction,

and Assessment School Community

Observation / Integrity, Fairness, and
Evaluation of Teachers Ethics

Technology and Data

Professional Development

Stakeholder Engagement | Ratings: Highly Effective, Effective, or Ineffectiv




For the Last 3 Years Mobtaryland Principals

have been Rated Highliffective or Effective
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StateTeacher Evaluation Model

Professional Practice 50% Student Growth 50%

Planning and Preparation Assessment Informed Growth Measure
(informed by local or state assessment)

Classroom Environment

Whole School Growth Measure

Instruction

Professional Responsibility

Ratings: Highly Effective, Effective, or Ineffective



For the Last 3 Years Most Marylafi@achers

have beenRatedHighlyEffective or Effective

100% -

90% -

80% -

70% -

60% -
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2014 N= 43,805

2015 N=56,765

2016 N=56,704
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External Organizations Analyzed
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SREB Educator Effectiveness
Progress Monitoring Report

Maryland
Fall 2017

Report Date: December &, 2017

Site Visit and Report by:
¥ Megan Boren; megan.boren@sreb.org
¥ Anand Vaishnay, aveishnav@education-firstcom
* Terra Wallin; twallin@sducation-first.com
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Teacher and Principal Evaluation
System Research in Maryland
Public Schools

Dr. Steve Lee, Dr. Daniel Lasds

August 2017

CNA e
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Ditbution Imited 1o Client

Stay the Course

Teacher and Principal Evaluation
in Maryland

SEPTEMBER 2016
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http://www.marylandpublicschools.org/about/Pages/OTPE/EvaluationRatingsAnalysisReports.aspx
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Evaluation System

A Established foundation for educator
effectiveness data collection

A Established expectations for evaluations

I Annual evaluations of principals and ntanured
teachers

A Aligned professional practice to standards
A Collaborated with stakeholders




Exploring Improvements to

al NEf I YRQA 9@ f dz
Al RR a5S@St2LIAYIE ¢ASI
A Define Highly Effective, Effective, Developing,
and |neﬁeCtiVQEvaluation Rubrics?)
A Conduct Evaluator Training

A Revisit Student Learning Objectives (SLOS)
A Focus Evaluation on Professional Growth

A Review Regulations
A Partner with Institutions of Higher Education




Opportunity to Improve Evaluations with Transition t

Professional Standards for Educational Leaders (P

A Alignment to the PSEL during the 2619
School Year

I Institutions ofhighereducation align
administrator preparation content to the PSEL

I Local school systems align principal professional
practice evaluation to the PSEL

A Guidance resources and professional learning
experiences



Meeting Outcomes

A Discussnd review educator effectiveness
data.

A Discuss the transition to PSE._.
A Review and provide feedback on PSEL rubric.

A Discuss process to submit locally developed
evaluation.

A Discuss upcoming professional learning
experiences.



PSEL Focus on
Student Learning

Capacity of School
Personnel

57: Professional Community
for Teachers and Staff

58: Meaningful Engagement
of Farnilinsgand l1:1:'grl:"|r§r|||r||it},|I

59: Operations and
Management

51: Mission, Vision and
Core Values

$2: Ethics and

Student $4: Curriculum, Instruction,

Professional Norms Lear“ing S5: Community of Care

53: Equity and Cultural and Support for Students
Responsiveness

510: School Improvement

Figure 1: Relationship of School Leadership Work to Student Learning



Rubric Development Process

winvitations sent to superintendents and
CEOs in all 24 school systems for
representatives to participate in the

SISlElels  rybric development work group. y

wWork group convened for rubric
development.



Rubric Development Work Group

A Work group was convened in November
A Work group members

I 54 participants from 13 school systems and institutions of
higher education

I Assistant Superintendents, Directors, Coordinators,
Principals, Assistarf®rincipals, etc.




Rubric Development Process

AParticipants in small groups:
I Reviewed effective category (developed by CTAC)

I Built the remaining tiers (Ineffective, Developing,
and Highly Effective)

I Reviewed 3 other standards provided feedback

AOnline access for two weeks to review and
comment on all the standards.




Rubric Development Process

wRevision of rubric based upon
workgroup discussions and online
feedback.

; ] . )
wkFeedback on rubric from principal
supervisors meetings to inform

rubric revisions.

J




ProfessionalStandarddor Educational Leader

(PSEL) Rubric

Standard 1: Mission, Vision, and Core Values

A Defines expectations of m=—
highly effective, effective,

Rz dsts minimaly £ ifarm ehec
acion:

collsoaratian
® Relis cr raquired cats zystems o pravice
inputen pregress

Highlly Effective

leaders.

A Guides ongoing
professionalearning I
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Performance Levels

Highy9 T T SO0 A BS OoONBI OKSa STFSOGAQ
A Spreadsffective practices beyond the school building.

A Stands outis noteworthy with significant results.

A Impactsthe school system, state, or others outside g@hool
Effective

A Implementseffectivepractices that translate into improved results for students.

A Produces desirednd consistent results in alignment with school system goals.

A Bmbodiesthe fullness of the PSEL elements, fosters robust collaboration anchdatgsis
Developing

A Attempts to implement effective practices.

A Makes stridesthough not yet making consistent results.

A Includes actions and efforts made towards promising outcomes, though outcomestaregularly
achieved.

Ineffective6 A y O2y aAaidSyafteXxo

A Aware of effective practices but does not consistently demonstrate evidence of implementation.
A Demonstrates limited, inconsistent leadership practice and needs signifiropnbvement.

A Requiregargeted intervention to address key improvement needs.
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Unpacking The Rubric

An Ineffective School Leader...

Inconsistently...

& Demonstrates equitable and
culturally responsive? practices. (h)

» Provides student access to learning
experiences that promote equity®
and culturally responsivensssi. (a, b)

& Demonstrates an understanding of
data related to course enrollment,
educator effectiveness, student
achievement, and school climate. {c,
fl

= Demonstrates an understanding of
local, state, and federal laws,
regulations, or policies that foster
eguitable practices. (g, h}

A Developing School Leader...

Implements equity and cultural
responsiveness? initiatives. (h)
Demonstrates understanding of
data related to equity® such as
school climate, educator
effectivenass, course enrcliment,
and student achievement. {a, b}
Uses data to identify achiewvement
gaps among student groups. (c, T)
Identifies institutional and school
biases. (&)

Improwves student pelicies based on
hiz/her own perspective. (d)
Provides students accommadations
and services in accordance with

lecal, state, and federal laws,
regulations, or policies. (g, h)

Standard 3:Wguity and Cultural Responsiveness

An Effective School Leader.

Communicaies ooy ana cultural
responsiveness: as a prierity. (h)

A Highly Effective School

Collaboratively establishes specific and
measurable goals for equity? that are
informed by data and are in alignment wit
student neads. (3, b)

Collaboratively develops and implements 3
action plan to address inequities. {a, c)
Collects and analyzes data to monitor
prograss towards achieving eguity goals and
informing continuous improvement. {c, )
Partners with stakeholders to provide learning
experiences and resgurces for students that
promote cultural responsivensess? and
eguitable practices. (c)

Aligns and allocates resources to foster
eguitable student learning environments (This
includes but is not limited to access to high-
guality instructional materials, effective
educators, rigorous courses, and
extracurricular expeariences.) (g, Tl

ff accountable for engaging

ineq lturally responsive
practi
Aligns 2 ates student services to

address student needs and promote student
academic success and well-being. {c)

Invalves stakeholders in the development or
evision of school policies that promote

ally responsive? practices.

Leader...

.reaches the “effective” Ieue
and...

Informs school system or
state work on matters
related to equity? and/or
cultural responsivenasss,
Leads principals or other
school leaders through
analysis and improvement
efforts for eguitable
practices as it relates to
leading, teaching, and
student learning.

ZCultural responsiveness: Refers to a disposition of valuing the cultures and contexts of others as an asset to learming,
{httpe:ffwww ccsso.orgfsites default/files/2018-01/1 eading %2 0for®%20Eguity 011618 pdf)




Meeting Outcomes

A Discussnd review educator effectiveness
data.

A Discuss the transition to PSEL.
A Review and provide feedback on PSEL rubric.

A Discuss process to submit locally developed
evaluation.

A Discuss upcoming professional learning
experiences.



Feedback for Standard 8Whole Group

A Review theEFFECTI\fierformance levetiescriptors
for standard 1 (15 minutes at your table).

I Are the descriptor measurable, understandable and do
they reflect your definition of an effective school principal?

I Task 1 Green Dots for consensu

I Task 2 Orange Posit ¢ This needs to be changed a
provide suggestion on the pofts)

A Review ineffective, developing, and highly effective
using sameprocess

A Extension (if time permits) Blue postit for suggested
evidence

A Select a team member to report out.

__



Providing Feedback on the DraRubric

(15 minutes)
A Review theEFFECTI\fferformance level
descriptors for the standard

I Task 1 Green Dots for consenSL‘
I Task 2 Orange Posit ¢ This needs to be changed and

provide suggestion on the po#(s)

A Review ineffective, developing, and highly
effective using samprocess

A Extension (if time permits) Blue postit for
suggested evidence.

LSS |



Providing Feedback on the Draft Rubri

(10 Minutes)
Read the standard

A Review effective performance Ie‘el
I Taskl - Green Dots for consensus
I Task 2 OrangePostit ¢ This needs to be changed and
provide suggestion on the po{(s)

A Review ineffective, developing, and high
effective using samprocess.

A Extension (if time permits) review blue posits
and provide additional evidence ideas for
suggesteavidence Fa

e




Gallery Walk

AMove to and read the next standard
A5 minutes at each station to review the
rubric, comments, and give feedback.

V Consensus @
VChanges/Suggestions.



Rubric Development and Training

N
wRevise rubric based on feedback from January regional meetings

wSolicit public feedback (this includes professional organizations) on
draft rubric

/
)
wFinalize rubric and make available publically
wFinalize guidance documents
J
~

wConduct professional learning experiences on PSEL, rubric and use
of the tools for effective evaluation of principals

J




Meeting Outcomes

A Discussnd review educator effectiveness
data.

A Discuss the transition to PSEL.
A Review and provide feedback on PSEL rubric.

A Discuss process to submit locally developed
evaluation.

A Discuss upcoming professional learning
experiences.
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Evaluation Model

Letter signed bguperintendent or Letter signed byguperintendent or CE@ndexclusive
CEGstating the schoosystem will use  employeerepresentative organizatiorstating that the
state default model. schoolsystem will use a locally developed model in

alignment with COMAR.

Timelinefor the evaluation process  Timelinefor the evaluation process

Evaluatiorresourcedf different than  Evaluationresourcegorientation sign off, observation
default state resource@rientation forms, conference forms, and evaluation rubric)
sign off, observation forms, conferenc

forms, and evaluation rubric)

Cross walk fornto show alignment to PSEL

A Submission to MSDE for approval by August
2018

A Feedback from MSDE September 2018



Meeting Outcomes

A Discussnd review educator effectiveness
data.

A Discuss the transition to PSEL.
A Review and provide feedback on PSEL rubric.

A Discuss process to submit locally developed
evaluation.

A Discuss upcoming professional learn ng
experiences.



Principal Supervisor Workshops

A Evaluator Training on the PSEL Rubric
A Building Capacity for Rubric Implementation

Evaluator Training March Principal Supervisors Late 1 day
Workshops Spring
2018




Principal and Assistant Principal Workshops

A Unpacking the PSFEL2 day)
A Focusing on Teach&valuation(1 1/2 days)
I Learning Vdlks; Establishing Look For; Studdrark
I Classroom @servations; Writinghe Evaluation
Report oy
i Actionable Feedback |
I Aligning SLOs
I Interrater Reliability
A Building Capacity for Culturally Responsive
Leadershig1/2 day) | -




YearLong Academies

A Promising Principals Academy

I Teacher evaluation (actionable feedback, SLOs, etc.),
budget management, datmformed decisions, change
management, media training, interview preparation, etc.

I Other topics?
A Turnaround Leadership Academy

I Builds capacity of leadership teams to improve-{ow
performing schools.

I Focus on Four Domains for Rapid School Improvement
A Turnaround Leadership
A Talent Development
A Instructional Transformation
A Culture Shift




Logistics

Evaluator Training  March Principal Supervisor Late 1 day
Workshops Spring
2018
Regional March Principalsand Assistant Summer 2 day
Principal/Assistant Principals 2018
Principal Workshop
Series
Promising Principal March- Superintendent AssistanPrincipals* Late Year long
Academy recommendation summer  (201819)
2018
Turnaround March-Comprehensive Leadership Teanfsom Late Year long
Leadership Academy Suppot and Comprehensive Support Summer (201819)
Improvement identified and Improvement (CSI) 2018
by MSDE Schools*

* By invitation



Closing Remarks and Feedback Surve
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Tiara BooketDwyer, Director
tiara.booker-dwyer@maryland.gov
410-767-3676

EDUCATION

Office of Leadership Development
and School Improvement



mailto:tiara.booker-dwyer@maryland.gov

