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National Heritage Academies’ Administrator Evaluation Tool
Administrator Evaluation: Postings and Assurances
Non-State Approved Evaluation Tool; District-Approved Evaluation Tool

Per MCL 380.1249: Beginning with the 2016-2017 school year, a school district,
intermediate school district, or public school academy shall post on its public
website specific information about the evaluation tool(s) used for its performance
evaluation system for school administrators.

The contents of this document are compliant with the law laid forth, specifically
pertaining to National Heritage Academies’ (NHA) Principal Evaluation Tool and
Dean Evaluation Tool that have been approved by the district as the result of a
review process implemented with fidelity.

Research Base for the Evaluation Framework, Instrument, and Process
[Section 1249b(2)(a)]

NHA's locally developed evaluation tools use components from Robert J. Marzano,
Kim Marshall, and Patrick Lencioni, internationally recognized experts in leadership
effectiveness and/or administrator evaluation design.

Identification and Qualifications of the Author(s) [Section 1249b(2)(b)]

Robert J. Marzano

Robert J. Marzano, PhD, is a cofounder of Marzano Research in Colorado. A leading
researcher in education, he is a speaker, trainer, and author of more than 40 books
and 200 articles on topics such as instruction, assessment, writing and
implementing standards, cognition, effective leadership, and school intervention.
His books include The Art and Science of Teaching and Effective Supervision. His
practical translations of the most current research and theory into classroom
strategies are internationally known and widely practiced by both teachers and
administrators.

Kim Marshall

Kim Marshall, a former teacher, principal, and district official in the Boston Public
Schools, is a professional development consultant working with schools and districts
nationally on leadership practices and evaluations. He has written several articles
and reviews for educational journals such as Education Week, has authored the
bestselling book, Rethinking Teacher Supervision and Evaluation, and publishes an
online newsletter called The Marshall Memo which is designed to keep educators
well-informed on current research and best practices in the field.

Patrick Lencioni

Patrick Lencioni, founder and president of The Table Group, a firm dedicated to
providing organizations with ideas, products, and services that improve teamwork,
clarity, and employee engagement. He is an author of more than 10 books on
business and team management, most notably, his national bestseller, The Five
Dysfunctions of a Team. He is highly sought out for public speaking engagements
for his expertise on leadership and organizational health.




Evidence of Reliability, Validity, and Efficacy [Section 1249b(2)(c)]

Beginning in 2015-2016, NHA began to develop a plan that demonstrates the
reliability and validity of administrator evaluations. NHA developed performance
rubrics for administrators built around a research-based model with core tenets
from Robert J. Marzano, Kim Marshall, and Patrick Lencioni. All new evaluators of
administrators participate in training and calibration to ensure reliability and validity
of implementation of the tool. This increases rater reliability and consistency and
drives performance results.

NHA Administrator Evaluation Framework and Rubric [Section 1249b(2)(d)]

The NHA evaluation tool for principals has seven competencies: (1) School Culture,
(2) Teaching and Learning, (3) Staff Development, (4) Operations and Systems, (5)
Leadership, (6) Quality of Student Learning, and (7) Professional Accountabilities.
The first five competencies are collectively referred to as the Principal Success
Factors. Below is an overview of the competencies and their associated indicators:

Competencies Indicators

Build Trust

Manage Conflict

Gain Commitment
Embrace Accountability
Focus on Results

School Culture

Monitor & Support Effective Instructional Strategy
Monitor & Support Effective Teaching Practice
Monitor & Support Effective Assessment of Student
Learning

Teaching and
Learning

Self-Awareness
Stakeholder Engagement

)
o4
O
|_
2
("J") e Monitor & Support Systematic Intervention
0 e Hiring and Placement
(@] e Mentoring Dean Leadership
8 Staff Development | ¢ Teacher Leadership Development
n e Teacher Professional Development
= o Office Staff Development
%‘ e School Improvement Planning
Z . e Monitoring Improvement Progress
E g&setfrﬂgns & e Organization & Use of Time
e Use of Resources
e Positive Impact on Student Enroliment
e Learning Mindset
Leadership e Initiative and Focus
[ ]
[ ]

Quality of Student

Positive Impact on Student Learning

Learning
e Dependability
Professional e Core Values
Accountabilities e Communication
e Teamwork

A detailed principal evaluation rubric is included in the appendix.



The NHA evaluation tool for deans has eight competencies: (1-6) Lead Instructional
Excellence Key Practices 1-6, (7) Quality of Student Learning, and (8) Professional
Accountabilities. Below is an overview of the competencies and their associated
indicators:

Competencies Indicators
Key Practice 1 e Master and Model
e Team Culture
- . e Staff Leadership
<z( Key Practice 2 e Relational Leader
O o Culture of Feedback
G2  Coaching Environment
ouw . e Coaching Approach
x -
'G 5 Key Practice 3 e Feedback
= §<) e Reflection and Goal Setting
!
9{ Key Practice 4 e School Improvement Process
5 e Teacher Development
- . e Drive Instruction and Student Growth
Key Practice 5 .
e Professional Development
Key Practice 6 e NHA and School Systems and Procedures
Quality of Student Learning e Positive Impact on Student Learning
e Dependability
Professional Accountabilities * Core VaIL_Jes .
e Communication
e Teamwork

A detailed dean evaluation rubric is included in the appendix.

Description of Process for Collecting Evidence, Conducting Evaluation
Conferences, Developing Performance Ratings, and Developing
Performance Improvement Plans [Section 1249b(2)(e)]

Collecting Evidence
Evidence of administrator effectiveness is gathered throughout the year using the
following methods:

e Student assessment data review
Progress toward school goals

e Feedback from parents, students, teachers, and other stakeholders, such as
the school board and charter authorizer

¢ One-on-one (03) coaching conversations around continual improvement
Professional development goal setting and progress monitoring (including
professional development plans)

e Performance calibrations

Developing Performance Ratings

NHA administrators are evaluated annually by their assigned leader using the
appropriate NHA administrator evaluation rubric. Evaluators provide a rating in
each of the indicators using the following scale:

Ineffective Developing Effective Exemplary
Below expected (Minimally Effective) Meets expected (Highly Effective)
performance level Approaching expected performance level Model to other staff and

performance level shares knowledge




The administrator evaluation rubrics have criterion-referenced progressions of
performance expectations. When evaluating administrators, evaluators will
individually consider each administrator and review the rubric beginning at the left
“Ineffective” column and progressing to the right “Exemplary” column.
Administrators need to fulfill each performance measure in its entirety before
progressing to the next level.

Conducting Evaluation Conferences

Once all ratings are determined, the evaluator meets with the administrator to
review the evaluation and engage in conversation around clear expectations for
performance and continuous development. Information from the evaluation
contributes to decisions regarding promotion, compensation, professional
development, and employment.

Developing Performance Improvement Plans

During the evaluation conference, the evaluator collaboratively develops specific
performance goals with the administrator that will enhance their effectiveness for
the next school year. If significant performance concerns arise, the evaluator
consults with a human resources business partner to discuss the need for a formal
corrective action plan.

Description of Plan for Providing Evaluators and Observers with Training
[Section 1249b(2)(f)]

New NHA evaluators receive training on how to use the evaluation tool by an
individual with expertise in this area.



NHA PRINCIPAL EVALUATION RUBRIC
PRINCIPAL SUCCESS FACTORS

SCHOOL
CULTURE

Understands the
principal’s role as
the key driver of
cultural change,
establishing a
foundation of an
authentic
relational
community of
staff, students,
and parents,
collaboratively
adopting a
cultural identity
based on a clear
vision and
mission of high
achievement and
college readiness
for all students,
while messaging
the mindset,

values, and
commitments of
excellence.
Focus is

maintained by
seeking to
continually grow
the inclusivity and
reach of the
school culture
and the norms of
behavior which
govern it.

MICHIGAN VERSION

Description

Ineffective

Developing

Effective

Exemplary

The principal leads a school community that is an

The school community conceals

e Some members of the school

e School community members routinely

e The school community is an
emotionally safe place where members

praise others.

the expense of others.

motivating.

@ emotionally safe place where members assume the best weakr_'nesses and mlstakgs; t_hey tfalk community practice openness; minor do what they say they will do; school assume the best about each ot_her; they
Fad i ; negatively about others in private; they | differences are able to be resolved . quickly acknowledge when their own
= about each other; quickly acknowledge when their own ; : h - o s . - leaders acknowledge and own failures g
: . quickly jump to negative conclusions quickly; most individuals mind their i . words or actions may have been
o words or actions may have been harmful; openly . ) ) h e when they occur; important issues are .
= ; . about others; they hold grudges and own business; meetings are civil; and . . harmful; they openly acknowledge
E acknowledge personal weaknesses and mistakes; and 8 ) - dback i db b addressed; and feedback is accepted | K d mistakes:
@ freely request, accept, and give meaningful feedback. bring up p:?\st wrongs; and they avoid feedback is accepted by some but and at times requested personal weaknesses an mistakes;
’ ’ spending time together. rarely offered. ’ and feedback is freely requested,
accepted, and given.
= L . ¢ SChO.OI leaders |g_nore d'ﬁ'CUIt.to.p'CS’ e School community members prioritize . ¢ T_he school community engages in
= The principal leads a school community where members meetings are boring; teams within the . . e School community members address discussions that are genuine and
e > - ; - personal protection over collaborative ; . : . diffieult i
o engage in discussions that are genuine and unguarded, school community do not appreciate success: conflicting ideas are conflict when necessary; solutions are unguarded,; difficult issues are surfaced
g quickly surface and promptly address difficult issues, or tap into the expertise of others; and acknowléd ed andgowned but remain reached by adopting one of the quickly and addressed promptly; and
o and freely express divergent opinions to create a superior | personal agendas are allowed to g S competing views; and divergent divergent opinions are freely expressed
< - - unresolved; and opinions of others are L h
c outcome. thrive and prevent productive occasionally solicited opinions are acknowledged. and are used to create a superior
g collaboration. Y ’ outcome.
e Each team within the school community
2 | The principal leads a school community where teams . . o School leadership advocates for the e The school community has short-term knows how they and their colleagues
- A e The school community debates topics . . o .
© | know how they and their colleagues contribute to the without arriving at viable solutions: success of all students despite some and long-term goals that are clear and contribute to the mission of the school;
£ E mission of the school, take personal ownership for community megmbers doubt that aIYI doubt of achievability; individuals and actionable; individual and team goals each team takes personal ownership
8 £ |achieving school goals, eagerly support school-wide students can achieve at high levels: teams commit to their own goals; connect with overall school goals; for achieving school goals; school-wide
£ |initiatives irrespective of initial disagreement, and make R gr _' teams have goals that don’t align with school-wide initiatives are supported initiatives are eagerly supported
o . ] - . direction and goals are ambiguous; ; . . > - . > i .
O |sure all decisions are grounded in the desire to increase and confidence is low those of other teams; and school-wide | after an explanation is provided; and all | irrespective of initial disagreement; and
success for all students. ’ initiatives are rarely supported. student subgroups show learning gains. | all decisions are grounded in the desire
to increase success for all students.
. * Some tegms within _the school . . e School community members do not
> A - e The school community blames others community own their performance; « The whole school community owns the .
£ | The principal leads a school community where members ; ; : . - want to let each other down;
© = |do not want to let each other down; unproductive for poor performance; Moral Focus Moral Focus virtues are displayed performance of the school; deadlines unproductive behaviors and actions are
o Q ’ i . i .
@ © |behaviors and actions are called out; Moral Focus virtues | VIrtues are unknown; behavior throughout the SChOO.I but not havi are;l reiqularly met; mor?_tbr_nembersr?f the | alled out: Moral Focus virtues guide
5 < id ; il d individualisti ioriti standards are variable and enforced consistently followed; some behavior school community exhibit a growt tions: sil d individualisti
5 |guide actions; silos and individualistic priorities are ; - . . A : A ’ : actions; silos and individualistic
IS . P inconsistently; deadlines are rarely standards are consistently enforced; mindset; and Moral Focus virtues are A ;
b absent; and all members seek feedback and invite met; and accountability is seen as deadlines are sometimes met; and consistently enforced, modeled, and priorities are absent; and all members
o |critique of their plans, approaches, and outcomes. ’ S 4 o o ’ 1y ' ! seek feedback and invite critique of
< solely the principal’s responsibility. accountability is shared among the communicated to students and staff. -
; their plans, approaches, and outcomes.
leadership team.

e Teams within the school community
willingly make sacrifices of time,
money, and personnel to contribute to

The principal leads a school community where teams « The school community rarely develops - : « Teams within the school community better results; morale is affected
= e o : . : o Teams within the school community : iritinee | Negatively when results are not
»n |willingly make sacrifices of time, money, and personnel goals; teams are protective of turf and . N . collaborate to align goals and priorities; f
© = - . ; . establish goals and priorities without : achieved; and team members are slow
»n S |to contribute to better results; morale is affected resources; acceptance of non- reqard to common needs: and results- results-driven team members are ' ! .
3 @ |negatively when results are not achieved; and team performance is common; and drig\]/en team members are rarel recruited and retained; and celebration | O Seek personal credit but quick to
Q X |members are slow to seek personal credit but quick to individual achievement is gained at retained y of accomplishments is common and praise others.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021




NHA PRINCIPAL EVALUATION RUBRIC

TEACHING
AND
LEARNING

Ensures
implementation of
rigorous curricula
and assessments
tied to both state
and college-
readiness
standards.
Ensures
implementation of
high-quality,
effective
instructional
planning,
classroom
instructional
strategies, and
administration
and use of
assessments of
student learning
to drive increases
in student
achievement.
Monitors multiple
forms of student
level data to
assess and
improve the
quality and impact
of the school-wide
intervention
program.

MICHIGAN VERSION

Description

Ineffective

Developing

Effective

Exemplary

Monitor & Support
Effective Instructional

Planning

The principal builds the capacity of the staff to implement
exemplary level planning practice in analyzing standards,
integrating effective instructional components, and
planning differentiated instructional learning

opportunities for all students.

o Directly or indirectly allows staff to
practice poor instructional planning, a
majority of teachers planning does not
reflect an understanding of learning
standards, alignment of instructional
components, effective pacing or
differentiation of instructional plans
based on student’s needs.

Is fluent in the instructional planning
standards of the classroom framework
of instructional practice.

Supports teacher implementation of
analyzing standards, aligning key
instructional activities, carrying out
effective pacing and differentiating
instruction.

o | eads staff improvement in
professional understanding of
instructional planning quality and
effectiveness.

e Regularly monitors and responds to
the learning needs of teachers to
improve planning and provides
necessary supports.

o A large majority of teachers
demonstrate a clear understanding of
the role and components of effective
planning.

Builds the capacity of the staff to
implement exemplary level planning
practice in analyzing standards,
integrating effective instructional
components and planning differentiated
instructional learning opportunities for all
students.

Is fluent in the instructional teaching
standards of the classroom framework

sub-groups.

student need or that students receive
appropriate interventions.

level and supports being provided for
at-risk students.

School-wide intervention
demonstrates a significant impact on
the learning success of at-risk
students.

students.

Makes frequent updates to the
intervention plan for students or sub
groups not making progress.

*g o of instructional practice. o Regularly monitors and supports staff
& g * Rarely monitors quality of instructional ¢ iljrrlmr/clgleesdsi;?ﬁlgmgﬁ?alt?:r?gﬁng llr;the Ir? i?fg;“ggtgn?éirzﬁgtmg dt:eo ical * Builds the capacity of the entire staff to
(/3) 8 8 The principal builds the capacity of the entire staff to practice in the classroom. insrt)ructional Ft)eachin ractice Y mgethods of thegclassroorr)n fra?ngwork effectively implement a variety of
o - f) effectively implement a variety of rigorous strategies and | e Does not demonstrate fluency in standards 9p of instructional practice to meet rigorous strategies and pedagogical
.~ © «|pedagogical methods that reliably meet student needs quality instructional teaching practices - . - . individual stud P ds and dri methods that reliably meet student
o= K d dri I dv | ing f Il student : - o Provides staff limited support in the individual student needs and drive d d dri i dv | .
9 5 o |and drive college ready learning for all students. of rigor, engagement, use of time and . ; - - . . needs and drive college ready learning
=9 ersonalized instruction use of the key instructional strategies student learning; adapts instruction for all students
o § P ’ that support student learning; and assessments to ensure that all '
=] identifies adaptations to instructional students master content.
practices and assessments with
limited implementation.
o e Demonstrates an ongoing awareness
g e |s fluent in the key school-wide data of the key measures of school function | e Leads a culture of data driven
2 o e Does not demonstrate a fluency in measures and sets goals and and progress, setting goals, improvement at the school-wide, hall
= £ teacher assessment strategies of progress reports based on current communicating progress and prioritize | and classroom levels.
':'_,J c % The principal leads a culture of data driven improvement administration, analysis or feedback. results. needs for improvement. e Uses multiple sources of quantitative
o g o | across all levels of the school utilizing systems for e Does not communicate expectations | e Communicates a clear understanding | e Leads a building wide focus on the and qualitative data to assess and
% » j consistent monitoring of multiple sources of quantitative on and/or is unaware of staff effective and urgency of the effective use of effective use of data in instruction, monitor instruction.
53 S and qualitative data to appropriately identify student use of data in classroom instruction. assessment and data to staff. with staff using multiple sources of o Creates systems for consistent
wn 2 -g outcome trends, prioritize needs, and drive continuous e Inconsistently uses data to evaluate e Monitors and trains teachers in the data to monitor instruction, identify monitoring and frequent collection of
°E < & improvement. instruction; rarely uses data improved implementation of the key student outcome trends, and prioritize data and uses data appropriately to
S « appropriately to identify trends or assessment practices of the needs. identify student outcome trends,
= © prioritize needs. classroom framework of instruction. » Creates system for consistent data prioritize needs, and drive continuous
§ monitoring and uses data to inform improvement.
continuous improvement.
« Monitors and engages in intervention | e Works regularly with the intervention
staff’'s analysis and disaggregation of team to use data to monitor systematic
ot The principal supports a school-wide intervention team * Does not demonstrate an » Provides limited time and support in student-specific data to determine intervention program’s effectiveness and
S < | that gffectﬁ/el rr?gets the learning suppbort needs of all at- understanding of the key components ensuring the needs of the school’s appropriate differentiations and continuously improves its impact on
SR y g supp : of systematic intervention or systematic intervention program are interventions for at-risk students. closing the achievement gap for all
S @ = | risk students through the use of data to monitor program , . : )
%) = : ) . . awareness of the program’s quality or being meet. e Uses data to monitor updates to student sub-groups.
£ g | effectiveness, intentional revision of student plans to ) - ) o - - S .

ST ensure desired progress, and continuous program impact on student learning. e The school’s program monitoring and student intervention plans and e Supports a school-wide intervention
=0 ol ' . * Rarely attempts to ensure that support is delegated. program improvement strategies of team that is effectively meeting the
S > 2 |improvement to close the achievement gap for all student | . N ; . ; . )
E0hcE instruction is differentiated based on o Demonstrates some understanding of sub-groups not making progress. learning support needs of all at-risk
[e]
=

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021




NHA PRINCIPAL EVALUATION RUBRIC

STAFF
DEVLOPMENT

Recruits, hires,
assigns, and
retains effective
staff. Increases
staff effectiveness
through
professional

learning structures.

Oversees
completion of
rigorous
evaluations

of staff for
continuous
improvement and
accountability for
results. Trains,
develops, and
supports a high-
performing
instructional
leadership team.

MICHIGAN VERSION

Description

Ineffective

Developing

Effective

Exemplary

The principal strategically recruits, hires,

o Ineffectively utilizes Service
Center resources to identify
recruits; implements selection
criteria that differs by

Utilizes Service Center resources to
identify high quality recruits; drafts

o |dentifies recruits within and beyond NHA for
high quality recruits; develops clear selection
criteria and hiring processes; identifies and

« |dentifies multiple pipelines within and beyond the schools
for high quality recruits; engages in implementing clear,
specific selection criteria and hiring processes;

enrollment.

parent engagement and
student enrollment.

parent engagement and student
enrollment.

communications about initiatives that impact
families.

c & |places, and retains effective staff based on applicant; rarely involves basu.:_crlterla Vel SEIEEIIE) ST/ T fills vacancies early to ensure the school has proactlvely identifies VETeEIEE to_mform s'electl_o'n, builds
© £ hei A ROt ; : h n staff; includes some members of the . . . o the capacity of staff to participate in selection, hiring, and
o & their skll_ls, str_engths, and quallflcat_lc_)ns in others in the hiring or selection leadership team in selection and diverse expertise and skill set; myolves _ induction processes
£ ¢ |order to intentionally meet the specific needs process. e~ teacher leaders and the leadership team in « Strateqically pl t hers in arade levels and content
-E g of the students in the school. » Rarely assesses qualifications . Plac?aspteachers .in rade level and selection, hiring and induction processes. areaase%;:eﬁ gr?(t:t?:iresél‘((i:llse sstreng ;sear? de z:Iificact(i)on:
D PRI R alons content areas baseg on 0 [FEEES (EEEnEns (N ERER BV CI0 CEnlE! assigns highly effective teécherngto studer?ts most in '
teachers to remain in specific lificati areas based on their qualifications and g. 9 I.y h g f
rades regardless of their qualifications. demonstrated effectiveness needz capitalizes on the strengths of existing sta by
9 : teaming them with new teachers.
impact.
- * Observes deans regularly in dean-teacher
8 o The principal serves as a highly impactful 0O3s and classroom observations, providing
Q = |mentor of dean coaching practice and . . targeted feedback and direction on dean e Serves as a highly impactful mentor of dean coaching
o @ effectiveness, and he/she owns implementing | * gﬁéergeastegr:;ﬂi(l?ﬁeassf(')gggnaengts ¢ P;?}%?;Sar:igu;gferegvt;ggz 82 %eire]m instructional leadership impact on teacher practice and effectiveness, owning and implementing a
g _GOJ avision of dean formation, instructional WithOUtFS)i nificant monitorin girection to deansaor increasegd 9 practice. vision of dean formation, instructional leadership and
S «© |leadership, and reliability to improve teacher | '' or? 9 leadership effectiveness « Collaboratively designs efficient systems reliability in improving teacher instructional quality.
S 9 |instructional quality. pport. P ’ that distributes tasks among the leadership
s team and keeps deans focused on
instructional leadership
o Actively provides meaningful leadership opportunities to
-_g' The principal establishes an effective school » Provides leadership opportunities to | e Identifies effective teachers and provides effective teachers; mentors and supports teacher leaders
2] leadership team that is relentlessly focused o Rarely provides teacher teachers who express interest; them with leadership opportunities; supports and leadership team members in leading other adults;
© @ |on studentlearning, and that intentionally leadership opportunities. attempts to support their the development of teacher leaders and communicates a clear leadership trajectory to those
2 g_ includes highly effective teachers who are e School leadership team does development in leading other adults. leadership team members. teachers with the most leadership potential.
9 © | purposefully mentored, supported, not function, or has ineffective | e Defines the role of the school e Establishes a leadership team made up of e Establishes an effective school leadership team with a
52 encouraged, challenged, and developed to or misaligned staff serving; leadership team and selects some highly-effective teachers with a range of skill relentless focus on student learning; selects highly
s@ achieve their leadership potential. rarely provides support to the members based on skill; develops a sets; works with leadership team members effective teachers and ensures the team has a variety of
ge leadership team. plan to and attempts to support the to lead teacher teams and conduct teacher skill sets; builds the capacity of the team to oversee
ﬁ leadership team. observations. complex projects, lead teacher teams and conduct
teacher observations.
§ | The principal develops and implements a " 2 coaching: diferentates professional
55 £ | system for professional learning | .  Facilitates undifferentiated, group- | : 9 P hers' | . » Develops and implements a system for professional
< n tunities, coaching, evaluation, and * Does not lead or provide based professional learning and earning sessions to meet teachers' learning learning opportunities and coaching; tailors supports to
S 28 opportu e g, eve ' regular or appropriate learning | . P 9 styles and growth needs; ensures effective 9 opport g: PP
8 @ g | Progress monitoring that tailors support to opportunities for teachers implements some targeted supports evaluation of teachers to, identify growth teachers learning styles and growth needs; monitors
— © > |each individual teacher’s learning style and pp ' for struggling teachers. e y g struggling teachers through targeted improvement plans.
el 1) o opportunities; supports struggling teachers
o A | specific growth needs. .
through targeted improvement plans.
« Delegates management of o Meets occasionally with office staff * Regularly meets one-on-one with office staff; | e Prioritizes weekly one-on-ones with office staff; clearly
Th . . . €9 9 one-on-one; has baseline generally understands office staff understands office staff responsibilities, challenges, and
— e principal intentionally supports and office staff to deans or rarely . - 2 Lo e ; - ’
= C ) . . . understanding of office staff responsibilities, challenges, and priorities; priorities and actively works to support needs; provides
g O |develops the office staff by conducting meets one-on-one with them; responsibilities, challenges, or rovides generalized support and individualized development and coaching; ensures two-
{h € |consistent one-on-ones, communicating lacks interest in office staff spor ; > enges, p 9 ) upp ' develop g, en
I : : . ) S priorities; provides minimal support development; communicates clear way communication to ensure clear expectations and
o clear direction, listening to feedback, responsibilities, challenges, or or development; struggles to expectations and priorities regarding tasks riorities regarding tasks, including parent engagement
“L:J q>) addressing concerns or roadblocks, and priorities; expects office staff communif:)ate cI’ear eggectations and incll)udin arent elral a ementgand s?udent , gnd studentgenrollgment' ’roactivelg Fi)ncludes c?ffige staff in
O O |prioritizing parent engagement and student to prioritize other tasks above L ) pect . 9 p. - 9age . . nt, p Y Includ .
a priorities regarding tasks, including enrolliment; includes office staff in meetings or communications about initiatives that impact

families; considers input from office staff when making
enrollment decisions.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021




NHA PRINCIPAL EVALUATION RUBRIC MICHIGAN VERSION

Description Ineffective Developing Effective Exemplary
OPERATIONS [ Aoy
& SYSTEMS S The principal creates a school culture that * gﬁtsci%r;?gliggg”gtejdgggIgg?rllisnbased
IS engages all staff members in setting o Sets school priorities and goals based data. and studer'lt attendance da%a' e Engages all staff in setting school priorities and goals
— hool g o | school priorities and goals based on « Identifies school priorities and goals on limited achievement data and en a{ es staff in developin rade’ based on school vision, student learning data, and student
.3” s .StF P © £ |school vision, student learning data, and that are unrelatec?to student Ie%rnin informs teachers of the targets for their Iev?al gtJar ets usin disap rg gated attendance data; builds the capacity of staff to establish
W'te pr';:g:;i'es' = S |student attendance data; and builds daia ard sets baseline stidert 9 | classrooms data 9 g disaggreg grade level targets using disaggregated data
:fufl:nt Ieacr’:i?'\ = ® |capacity of staff to use disaggregated learning targets * Develops rudimentary action plans to . Stratle ically develops. maintains and | ® Creates a school culture of action planning based on
oals and 9 S & | data to establish clear, short term action ’ identify change process steps to f0||OW3thI’O)L/J hon :fti’me bound clear, short term action steps that define and guide
g g steps that define and guide change achieve goals. : gnh on change efforts toward goals.
implements an S efforts toward goals action plan that drives change toward
aligned school 2] ’ goals.
improvement
plan. Organizes - The principal builds capacity of staff to .
school time to o5 use disaggregated formative and ¢ 5:(\:/'? Igﬁj :ﬂgl 'Teplgigfmfesﬁf dms o, Supports staff ownership of and accountability for
support all c c 9 | summative data and other leading * Monitors annual student data but does - . . A gareg monitoring progress toward student learning goals.
. = O | B . . o Periodically reviews data but shows formative and summative data and ; ) . .
student learning o O < |indicators to monitor, track, and review not relate it to progress toward student | . ~. I ; > o : o Builds the capacity of staff to use disaggregated formative
= > o . - Lo . limited ability to adjust strategies and other leading indicators to monitor . A
and staff c © o |academic progress, and supports staff learning or use it to inform adjustment A . ) and summative data and other leading indicators to
== : o . practices in order to reach goals. progress toward student learning : ) .
development g o g | ownership of and accountability for to classroom strategies. oals: implements revised strategies monitor, track, and review progress, systematically
priorities. £ monitoring progress toward student gs su’ o?ted by the data 9 adjusting strategies where needed.
Allocates learning goals. pp y .
resources to align
with the strategic = © |The principal strategically plans his/her L . e Sets own daily schedule to address
plan. Positively .g £ |own daily and weekly priorities and * gﬁéer% p::;‘z ?:t ch(\)/\gcttlrEr?"lanfg?vance * ;ittfu%\;\ilgniﬂz:dc:riﬂ?Iebtuot ?deress instructional leadership priorities that | e Strategically plans own weekly and daily priorities and
impacts student @ — [schedules to align with school-wide . g p - S . . 1P b . support the ongoing development of schedules that reflects school-wide priorities; builds in
N5 b - - instructional leadership priorities; is inconsistent on how time is spent; is . - ; A . . -
enrollment. = priorities and builds in time to reflect on f v di db vities th ; di db vities th teacher quality, review of data and time to reflect on their own practice to identify areas for
@ @ | his/her own practice to identify areas for e SUNEIES LG Lo CE TS e other school-wide priorities; builds in growth
(%] 1
o could be delegated to others or that could be delegated to others. . . -
= D |[growth. L time to reflect on their own practice.
O are low priorities.
@ | The principal creatively leverages and « Allocates resources to initiatives that | Distributes the school's resources o Allocates all resources in alignment
B © | maximizes all available resources, and do not aliagn with school qoals and based on priorities while learning about with school priorities and segks o Creatively leverages and maximizes school and district
o o |helshe actively pursues additional does not geek or levera ge available the possibilities for accessing alternate external resgurces to fill anv existin resources, and is relentless in actively accessing
D @ |resources that align to strategic priorities. o 9 district resources to support school Y 9 additional resources that align to strategic priorities.
) district resources. gaps.
o goals.
. Achiﬁves studelnt enrollment near or at « Consistently achieves and maintains enrollment in line with
¢ Achieves student enrollment below . Er;\rge?;fanntdgsoalén to achieve full ¢ Achieves student enrollment goal. the NHA standard enrollment model (not to exceed charter
enrollment goal. enroliment bu?inconsistentl e Takes ownership for enroliment plan; | goals or board limits).
¢ Invests little or no effort to understand Y frequently attends, supports, and « Takes full ownership for enrollment plan: creatively and
attends/supports, enrollment events ! p L plan; ¢ y
- enroliment plan, support enroliment and initiatives, infrequently utilizes promotes enrollment events and strategically addresses barriers to maximize enrollment;
S S events and initiatives, leverage enrollment data to drive decision initiatives; regularly uses enroliment attends, supports, and promotes enroliment events and
- £ enrollment data to drive decision . . o . data to drive decision making; follows | injtiatives and encourages all staff members to do the
o £ . i o : making, considers organizational risk " : . - X -
® S |The principal positively impacts student making, consider organizational risk secondary to school needs and critical enrollment requirements; same; frequently utilizes enrollment data to drive decision
Q= v : or follow critical requirements when L collaborates with office staff and making: follows all critical enrollment requirements:
€ c |enrollment by achieving maximum making enroliment decisions regularly makes situation-based NHA marketing teams to support . '9; . . q v
o Y |enroliment and cultivating an enrollment 9 i ’ enroliment decisions rather than 9 PP intentionally partners with office staff and NHA marketing
> £ | mindset at the school. coIIabo_rate with office staff and NHA following critical requirements, enroll_ment and_ a(_jdress any teams to consistently implement best practices that
=9 marketing teams to support intermittently collaborates with office questions, deviations, or complicated | sypport enroliment and proactively address complicated
8 S enrollment, engage existing families . enroliment situations; intentionally enrollment situations; maintains an open-door policy,
= P o . staff and NHA marketing teams to ; o P : 001
(AN 7s) to minimize attrition, or connect with support enrollment, inconsistently engages with existing families to addresses parent questions or concerns within 24-48
new families to welcome them to the engages with existfng families to minimize attrition; and personally hours, and purposefully engages all existing families
school. minimize attrition, and defers connects with new families to throughout the year to minimize attrition; and prioritizes
responsibility for connecting with new welcome them to the school. engagement with new families by personally reaching out
families to deans, teachers, or office to welcome them to the school within a few days of
staff. enrollment.
INEFFECTIVE: Below expected performance level DEVELOPING: Approaching expected performance level UPDATED—August 2021

EFFECTIVE: Meets expected performance level EXEMPLARY: Model to other staff and shares knowledge



NHA PRINCIPAL EVALUATION RUBRIC

LEADERSHIP

Demonstrates
self-awareness,
reflection,
ongoing learning,
and resiliency in
the service of
school-wide
continuous
improvement.
Constructively
manages change
with the ultimate
goal of improving
student
achievement.

MICHIGAN VERSION

school; rarely communicates the
school’s goals with all stakeholders;
rarely supports development of
communication skills among staff.

hosts conversations with all
stakeholders about school goals;
supports staff in developing their
communication skills.

conversations about school goals and values;
works with the leadership team to lead
conversations and tailor messages to the
intended audience.

Description Ineffective Developing Effective Exemplary
) o . .
[} The principal builds the capacity of staff to embrace, * Provides minimal time for staff to - . » Facilitates opportunities for staff to raise
2 support, and adapt to changes that are in the best » Passively manages school change process or adapt to change; * Posn;yely s(;lppl())trts stszf asl_they rzlset h questions, doubts, and feelings about change
= interest of students, proactively manages reactions while ignoring the role change may supports changes that may be in gggsas?ﬁé gléa St t?)nchaerf 'ngn";‘bf;c ecs ange and to adapt to change; builds the capacity of
o |to change by facilitating opportunities to openly have on the school community and the best interest of the students; changes th);t arc-.f)in the begt interest of the staff to embrace and support changes that are
= discuss change initiatives, and capitalizes on rarely provides support to staff understands that change could stu degntS' anticipates reactions to change and in the best interest of the students; proactively
g forward moving momentum to effectively implement during times of change. raise emotions and attempts to nitiates fonNardpmovin momentum 9 manages reactions to change and capitalizes
3 change. support staff. 9 ' on forward moving momentum.
(%]
3 The principal builds the capacity of staff to e Maintains personal belief in the » Builds the capacity of staff to relentlessly
2 relentlessly maintain the focus of all conversations | e Reacts with visible frustration to ggﬁgy:#{:;g@ﬁ{%’gg;xggg ¢ Persistently maintains staff’s focus on m;ilgttié\i/lenstgi Eﬁ%’;\zfnglIstt:l?ggﬁtrz?g;ﬁgje?gm
° and initiatives on improving student achievement, challenges and setbacks; easil : . improving student achievement despite L . ; : .
T |actively identifies anr()i reme?ins focused on solutions | loses fogcus on improving stude)rln when faced with adversity, adeersityg identifies solutions when fgced with | @nd finding solutions despite adversity; actively
o when faced with set-backs, and capitalizes on achievement; rarely demonstrates a attempts to remain solutions set-backé' supports staff growth and identifies solutions and remains focused on
2 o . o oriented; partners with a limited P solutions when faced with set-backs;
= challenges as opportunities to grow and develop solutions orientation. number of staff to respond to development in the face of challenges. capitalizes on challenges as opportunities to
= both him/herself and the staff. : h
= challenges as they arise. grow and develop themselves and their staff.
»n e Demonstrates a non-defensive ; :
o The principal models and builds the capacity of staff - attitude in receiving feedback ) * Models and builds the capacity qf staff to .
c : " ¢ Unwilling to accept feedback and o Proactively seeks feedback, self-reflects, and constantly seek feedback on their own practice,
o e EEmEEmilly SEES B PEE B Anelr et PIEeie:: adjust leadership practice; resistant el S e EE gl adapts own leadership practice; engages in self-reflect, and adapt their leadership practice;
8 GRS MR SIS GEtE El SEiF toJ articipatin iﬂ Irt)earnin ’ Tl EEEHmETIES (5 OUil Iearﬁin (o] ortunitiespa‘l)i ned V\'Iith gtu%ent takes adva’nta e of r?wulti le learnin PP ’
Z SR EMEI, EEEEDE RETBanE MESponelal 187 (ol 0 portunri)ties ?)r acce ting e e needS'gacEg ts ersonalgres onsibility for opportunities a?li ned witrﬁ) student n%edS'
ff mistakes and use them as learning opportunities, PP ibility f " tpk 9 learning opportunities aligned ot k pisp P pp t gl ibility f i k
° and appropriately adapt their practice when needed. (IR AL G with student needs; accepts MIStakes. acgep S pe':sona rfspof‘s' LIyl MBI
) partial responsibility for mistakes. and uses them as learning opportunities.
» Creates a welcoming environment where
o Creates an environment where + Creates an environment where o Creates an environment where parents are parents want to participate in the school
parents are discouraged from parents arer_]'t_enco_uraged to encouraged to participate in the school community and hosts monthly events to foster
actively participating in the school actively participate in the school community and hosts a few events throughout active parent mv_qlvement‘. N
- community. ;:ommgntlty.tl ks to establish the year to cultivate parent involvement. ¢ _Ctél_tn_/datels a ﬁos:tg/e rtzlatlonsbhlp with each I
= . . ¢ Inconsistently works to establis . . L individual school board member; comes we
: o caapae | productve retonsnipwin | * SELLEl Morke o sstabieh i antan | prpare t0schol board meetngs an
@ | The principal creates a welcoming environment, sc?lool board: comes ur? repared to their school board; comes anrd' comes pre ar(fd to school board proactively addresses potential questions or
2 |implements effective two-way communication school board’meetin s faré)l underprepared to school board meetiﬁ . accSratzl and effectively explains concerns before they arise; thoroughly shares
g’ structures with all stakeholders (including school explains school datags}:hooly meetings; struggles to effectively school%a,ta schooly roqrams. or in): or‘t)ant school data, school programs, or important
w board, staff, parents, and students), strategically rc‘)) [ams. of im 0rta{nt school explain school data, school school initia’tives to tﬁei?schobl boar%' school initiatives during school board meetings
5 | focuses conversations on school goals and values, iﬁ\itigtives ’to theiFr)schooI board: programs, or important school reqularly collaborates with their board' and purposefully connects school board
k=] and builds the capacity of staff to openly engage in resists collaborating with their ’ initiatives to their school board; regrese)rlmtative members to the school community between
g crucial conversations where the message is tailored board re resentati\?e inconsistently collaborates with . and ofs and.s orts effective two-wa meetings; forges an intentional partnership with
Ei to the intended audience. « Rarel eggages all st.akeholders in their board representative. comr#unication svﬁ’t‘; all stakeholders: y their board representative.
£ mean)ilngful conversations about the | * Creates systems to share strategically engages all stakeholder’s in * Implements effective two-way communication
n information with all stakeholders; structures with district/system managers and all

stakeholders; strategically focuses
conversations on school goals and values;
builds the capacity of staff to lead and
participate in conversations and to tailor
messages to the intended audience.

INEFFECTIVE: Below expected performance level

EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level

EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021




NHA PRINCIPAL EVALUATION RUBRIC

Quality of Student Learning

Ineffective

Developing

Effective

MICHIGAN VERSION

Exemplary

e Does not achieve expected results on student
POSITIVE IMPACT ON STUDENT academic growth measures.

LEARNING: o Does not achieve expected progress toward
Has a positive impact on student student growth goals.

[ Al =R AR 6] SRS Sl Does not know or understand assessment
academic growth measures applicable to expectations or requirements and fails to
analyze and link decision-making with data.

their position.

(If applicable, M-Step results will account
for 50% of this rating.)

e Makes progress toward expected performance
on student academic growth measures.

o Makes progress toward student growth goals.

e Shares student assessment results with
stakeholders.

Achieves expected performance on student
academic growth measures.

Makes satisfactory progress toward student
growth goals.

Understands and communicates assessment
expectations to stakeholders.

Collaboratively analyzes data with staff and
links decision-making with data.

Develops plans with instructional staff to share
student assessment results with all
stakeholders to improve student learning
results.

Exceeds expected performance in student
academic growth measures.

Exceeds expected progress toward student
growth goals.

Incorporates multiple sources of student
assessment data in collaborative analysis
amongst staff that results in increased school
improvement.

Shares student assessment results consistently
with all stakeholders to improve student
learning results.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021



NHA PRINCIPAL EVALUATION RUBRIC

DEPENDABILITY

Leader can be relied upon to complete duties
and responsibilities in a timely manner;
consistently shows initiative and a desire to
handle crucial duties effectively; maintains an
acceptable attendance record; can be counted
on when a task needs to be completed
immediately.

CORE VALUES:

Leader demonstrates a commitment to NHA'’s
core values: 1) Take ownership for the success
of our students; 2) Do the right thing always; 3)
Behave with care; 4) Make our schools the best
choice for parents and students; and 5) Act with
discipline to sustain our academic success and
financial viability to guide their intentions, actions

and character.

COMMUNICATION

Leader communicates clearly and appropriately
with staff, parents and leaders; listens well and
allows others to share ideas and opinions
without interrupting; involves the right people at
the right time to address important issues.

TEAMWORK

Leader works collaboratively to contribute to the
overall success of the team; develops a positive
workplace culture by treating co-workers with
respect and dignity while supporting team
decisions even when he/she may not agree.

Ineffective

Developing

Effective

MICHIGAN VERSION

Professional Accountabilities: Principal embodies expectations of professional accountabilities through dependability, core values, communication, and teamwork.

Exemplary

Has an unacceptable attendance record.
Cannot be counted on by stakeholders or
teammates to deliver on job requirements.
Does not exhibit a “sees a need, fills a need”
behavior.

Has an inconsistent attendance record.
Inconsistently follows through on job
requirements.

Does not consistently exhibit a “sees a need,
fills a need” behavior.

Fulfills all aspects of current position with
limited supervision.

Can be counted on by teammates and
stakeholders to deliver on responsibilities that
meets expectations in a timely manner.

Takes initiative by demonstrating a “sees a
need, fills a need” behavior.

Positively influences others to exceed their job
responsibilities.

Delivers quality work within tight timelines or
constraints.

Does not make decisions that were founded in
NHA'’s core values.

Behavior and/or words do not align to NHA’s
core values.

Behavior is at times at odds with NHA'’s core
values.

Speaks to core values, but actions do not
always align to NHA's core value
expectations.

Consistently makes decisions found in NHA’s
core values.

Communications and actions reflect a clear
understanding and belief of NHA’s core values
at all times.

Serves as a model for how NHA'’s core values
should be lived out.

Acts as a cheerleader for others to embrace
NHA'’s core values.

Communication does not employ the
appropriate medium, message, tone, or timing.
Does not communicate information that will
impact staff, parents, and leaders.

Does not listen to the point of view of others.

Attempts at communication do not always
employ the appropriate medium, message,
tone, or timing.

Does not always communicate information
that will impact staff, parents and leaders.

At times, does not listen well or allow others to
share ideas or viewpoints.

Communicates clearly and appropriately
utilizing the appropriate medium, message,
tone and timing.

Communicates information to staff, parents,
and leaders that impacts them.

Strategically communicates to ensure clarity
and consistency of messaging.

Seeks to develop strong team performance
through communication.

Proactively engages all stakeholders.

Exhibits a negative influence in the workplace
as reported by stakeholders.

Undermines the effectiveness of others.

Seeks to work in isolation.

Does not positively contribute to the success of
the team or school.

Occasionally supports team members by
providing good ideas and work product that
contributes to the overall success of the team.
Seeks the input from others in the spirit of
growth.

Does not consistently create a positive impact
in the workplace.

e Establishes and monitors team standards.
e Acts in best interest of the team’s mission and

goals.

Provides informal leadership through words,
actions, and work product.

Utilizes support of the Service Center and
reinforces this support as a collaborative team
effort.

Exemplifies a “team player” attitude.
Empowers and guides the implementation of a
high functioning, collaborative team.
Collaborates with administration to support
school-wide improvement.

Integrates the school with the community and
develops strategic partnerships.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021




NHA DEAN EVALUATION RUBRIC

MICHIGAN VERSION

Lead Instructional Excellence
Key Practice 1

Deans personally master and model all
aspects of the Classroom Framework of
Instructional Practice.

Lead Instructional Excellence
Key Practice 2

Deans build relationships with and
among teachers and invest in the
professional success of all staff
members.

Description Ineffective Developing Effective Exemplary

_ e Is unable to articulate the four o Articulates the four competencies o Consistently demonstrates an e Supports and contributes to the

& competencies and the key indicators of and the key indicators of the understanding and models the understanding and effective

§ The D q f and is abl the Classroom Framework. Classroom Framework. Classroom Framework competencies implementation of the Classroom

= @ IRl esninsUElEs iEsie o Gl 1B B || Gees mei e e practices of the e Demonstrates an understanding and at an effective level. Framework in others throughout the

S guide s_taff through effective modeling of the Classroom Framework. models the Classroom Framework building.

5 RIS IOf e C_Iasslrcleom Eramework o e Demonstrates an understanding or competencies at a developing level. ¢ Develops the capacity of others

0 nstructional Practice. models practices of the Classroom across the NHA network to

§ Framework rubric at an Ineffective implement the Classroom

level. Framework competencies.
¢ Social norms are vague and/or not e Establishes and reinforces o Fosters positive interpersonal e Empowers staff in problem solving,

o clearly communicated and/or are expectations, roles, norms, and relationships among staff by conflict resolution, and consensus

5 disconnected from Moral Focus responsibilities for effective maintaining open and effective lines of building.

= . S virtues. working teams. communication. e Empowers staff to monitor and adjust

o ThﬁiDﬁinafj Laggzzzz 3vnitdhnr11?| ﬂtz;nseitc;?igl:];e of e Team goals remain undefined and/or ¢ Develops high expectations based on e Establishes and maintains a culture of practice to successfully meet team

% 9 9 P ' are unaligned to identified team Moral Focus virtues. high moral expectations. goals.

2 needs. ¢ |dentifies team goals to promote e Develops team goals to promote e Empowers staff to monitor and

e Takes a “hands off” approach to growth of the group. positive growth of the team adjust practice to meet high moral
leadership. amongst all members. expectations.
o e Potential leaders are unidentified. ¢ Identifies strengths and interests of e Builds on staff’s skills and interests to ¢ Matches staff to leadership
= 7 . . e Qualities of leaders are undeveloped. potential leaders. advance leadership capacity. responsibilities and coaches staff to
ol The D_ean ﬁ!d"a“_ce_s leadership CEREEI by e Shares leadership responsibilities develop and hone leadership skills.
n g effectively identifying and developing staff. with staff
s .
-
¢ Inconsistently responds to situations o Fosters relationships through the e Develops, fosters, and consistently ¢ Invests individually in each staff

5 and others. sharing of appropriate personal models an emotional connection by member’s success.

i) e Shows favoritism. information. building knowledge of, and responding e Connects all members of the team

9 The Dean builds relationships with and among o Demonstrates a “command and ¢ Builds trust through consistency. to personal aspects of individual staff by facilitating staff in building

T staff that promotes a positive and proactive control” leadership style. ¢ Proactively builds culture. members’ lives. knowledge of and responding to

S environment built on trust. o Neglects to appreciate or recognize ¢ Appreciates, recognizes, and e Facilitates and calendarizes school- personal aspects of one another’s

= others. rewards staff. wide appreciation and recognition. lives.

E o Resolves issues appropriately. ¢ Proactively responds to potential
obstacles that could negatively
impact culture.

e Feedback is not solicited. » Solicits anonymous feedback. e Solicits feedback from various ¢ Fosters open and transparent
o e Struggles to receive feedback as a o Solicits feedback during each O3. stakeholders, including staff, feedback with all stakeholders,
S5 growth opportunity. e Models a growth mindset. parents, students, and fellow including amongst all members of the
o S T?ﬁ)ze\?grﬁ)eueskz't;;grj\isla:Psd (?ncélsug?non fg?gr?tzck o Does not personally exhibit a growth g administrative team members. staff (teachers-dean, dean-teacher,
= ? 9P ’ mindset or foster a growth mindset in e Receives planned and intentional teacher-teacher).
S 0 students, and fellow staff members). .
OLw others. feedback from staff when solicited.

¢ Reflects on feedback and adjusts
practice.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021




NHA DEAN EVALUATION RUBRIC

MICHIGAN VERSION

Lead Instructional Excellence
Key Practice 3

Deans coach teachers toward
instructional mastery.

Description

Ineffective

Developing

Effective

Exemplary

¢ Fails to prioritize and make coaching

o Establishes clear purpose and

Utilizes O3s to build a strong

Asks probing, open-ended

Breaks a goal into achievable,
scaffolded, learning targets.

= purposeful and intentional. expectations for coaching. relationship with direct reports, in questions during coaching
g e Frequently dominates the content of e Listens to teachers and collects order to have open discussions about conversations to understand
c the coaching conversation. information. performance. accurately, and listens intently to
2 Differentiates the amount, gain full understanding.
s The Dean establishes a positive environment that frequency, and purpose of Intentionally collaborates with
'-; supports effective coaching. observations. colleagues to hone coaching skills.
< Paraphrases, reiterates, and Serves as a model in effective
S summarizes the information offered by teacher development practices
s direct reports. across the NHA network.
o Collects and analyzes a variety of
evidence to inform coaching.
e Unable to articulate coaching ¢ Plans coaching conversations in Asks planned questions that prompt Internalizes the coaching process
- approaches and/or the coaching advance. meaningful conversation and learning. and appropriately adapts and
S models. e Asks instructional practice-focused Identifies and applies situationally differentiates to staff members’
o ¢ Coaching practices do not drive on- questions. appropriate coaching approach needs.
e going staff development. e Provides directive suggestions (reflective, directive). Differentiates coaching based on
< The Dean applies differentiated coaching when appropriate. Fluently coaches utilizing reflective and direct report’s needs.
i methods to ensure staff growth. ¢ Understands the differences directive coaching models selected (i.e., Seamlessly alternates between
% between reflective and directive GROW model, 5-step cycle). directive and reflective coaching
< coaching approaches. Holds direct reports accountable to during a coaching conversation.
Q - .
O e Understands reflective and growth goals. Feedback is seamlessly embedded
directive coaching models (i.e., within coaching.
GROW model, 5-step cycle).
¢ Neglects to or ineffectively plans, ¢ Provides timely affirming and Gives frequent feedback aligned to Challenges teachers to utilize the
« crafts, or provides feedback. adjusting feedback. goals, expectations, and data and performance expectations as a tool
Q ) ) . e Planned and concisely delivered addresses performance issues. to self-assess their own learning and
2 The Dean provides timely and ongoing feedback feedback identifies the action and the Leverages (monitors, holds professional development.
o to drive positive change in staff practice. direct outcome. accountable, follows up) feedback to Consistently adjusts personal
L drive a change in practice. practice based on teacher
performance against expectations.
* Neglects goal-setting portion of e Develops measurable and time- Facilitates staff’s reflection and Uses a variety of data to facilitate
coaching, or goals do not drive based growth goals with each examination of instruction to staff’s reflection and examination of
f_g ongoing staff development. direct report. improve personal practice. instruction to improve personal
o o Identifies each direct reports’ Empowers staff to actively seek practice and measures progress
% o The Dean facilitates staff reflection and goal individuell_l neleds (_i.e., ft«late of mind, z_upport_in %erfsonal nse(fjts, and dr:i_ves 'g)w?rds gq?rl]sa_ t ot
o= setting, and coaches teachers toward personality, learning style). iscussion before and after coac |’ng. Partners with direct reports to
o @ : . e Uses a targeted goal to plan Regularly discusses direct reports individually adapt goals as each
=0 instructional mastery. . o .
3 conversations. progress toward fulfilling growth goals direct report grows and develops
= and revises based on a calendarized based on evidence.
4 process.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge

UPDATED—August 2021
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Lead Instructional Excellence
Key Practice 4

Deans manage and hold teachers
accountable to college readiness
through teacher development (e.g.,
observations, full lesson observations,
evaluations, goal setting, O3s, and
coaching).

Lead Instructional Excellence
Key Practice 5

Deans routinely analyze student, class,
and wing data to drive instruction,
student growth, and professional
development to ensure all student
needs are met.

Lead Instructional Excellence
Key Practice 6

Deans promote, model, and reinforce all
NHA and school procedures (e.g., SBS,
BWC, Moral Focus, and Attendance).

Description

Ineffective

Developing

Effective

Exemplary

Performance expectations are not
clearly developed and/ or

Collaborates with the administrative
team in establishing school-wide goals

Facilitates and monitors a team-
based instructional improvement

o Holds each direct report accountable
to the expectations for individual

= communicated. founded in a consistent vision. process aimed at achieving identified contribution toward the attainment of
“E’ Systems and/or procedures are not Establishes consistent. goals. school-wide goals.
° ., clearly defined. expectations for instructional Connects performance expectations to
o9 The Dean supports and maintains school wide practice and college readiness school goals/vision by referencing them
g g improvement through ongoing coaching and staff goals that lead to student often.
=X development. achievement. Anticipates staff needs and works
S proactively to ensure systems are
5 adjusted and resources are obtained
n to meet those needs.
Established systems function
interdependently.
= Inconsistently implements the Procedurally implements all common Analyzes all data collected to e Supports administrative team with
5 @ common NHA practices of teacher NHA practices of teacher support teacher growth. communication, organization and
< g_ development. development within specified time Utilizes data collected to drive planning, and works to develop the
S 2 The Dean manages and holds staff accountable Miscommunicates or fails to frames. professional development decisions and team further.
- > to college readiness. communicate expectations. Documents specific behaviors and provide targeted support. « Supports and contributes to the
8] Neglects to document evidence in a actions, based on evidence. development of peers across NHA.
timely manner.
Misinterprets data. Inconsistently analyzes data. Demonstrates ongoing data o Designs a systematic approach to
Identifies goals not supported by Identifies goal areas that promote analysis. collect and analyze multiple points of
° the data. high levels of achievement. Monitors progress toward data on student progress toward
T < Provides inconsistent monitoring Facilitates staff’s use of assessment established goals. attaining established goals.
5 g and/or support of staff data analysis. data to design and adapt instruction. Supports staff in a structured, ongoing o Ensures staff synthesizes multiple
3 5 | The Dean routinely analyzes student, class, and Communication regarding student Monitors and supports staff cycle of data collection and analysis of sources of data to make informed
£ & |wing datato drive instruction and student growth progress is minimal and/or adjustments to practice based on progress toward established goals. decisions.
2o to ensure that all student needs are met. ineffective. subsets of student needs. Leads staff's use of assessment
» 3 Communicates student progress to data to continually design and adapt
z20 stakeholders. instruction.
a Monitors, supports and holds staff
accountable to adjustments in practice
based on all student needs.
Neglects to plan, deliver and/or Gathers and analyzes data to Provides ongoing learning opportunities e Monitors the effectiveness of the
- monitor staff development. inform professional development that facilitate staff learning in how to professional development plan using
S5 Makes professional development aligned with the school collect, analyze, interpret, and use data data to determine if professional
o E The Dean ensures that staff professional decisions independent of data. improvement process. to impact student achievement. development activities meet the
? ‘_3' development is ongoing and is based on relevant Develops a cohesive year-long intended objectives.
ug g data. professional development plan o Differentiates and adjusts
g & driven by staff and student data professional development offerings
(academic and behavioral). based on staff and student data
(academic and behavioral).
* Unable to articulate essential NHA Identifies and articulates NHA and Models NHA and school systems and ¢ Analyzes and reflects on the
£ and/or school systems. school system and procedure procedures. implementation of NHA and school
3 o Disregards NHA and/or school expectations. Ensures effective implementation of systems and procedures for
AL systems. Positively promotes and advocates NHA and school systems and effectiveness.
S 3 Undermines NHA and/or school for implementation of NHA and procedures by stakeholders. o Differentiates implementation of
9 9 The Dean understands, supports, and sustains procedures through decisions, school systems and procedures to Provides feedback to reinforce positive NHA systems and procedures
3 E the implementation of systems and procedures. words, and/or actions. stakeholders. implementation and holds each team (within the parameters of intent)
o5 Collaborates with the administrative member accountable to NHA and based on research, data, and best
85 team to develop school systems and school systems and procedures. practice.
< procedures, as supported by o Facilitates a positive implementation
% research, data, and best practices. of NHA and school systems and

procedures across the organization.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge
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NHA DEAN EVALUATION RUBRIC

Quality of Student Learning

MICHIGAN VERSION

Description

Ineffective

Developing

Effective

Exemplary

POSITIVE IMPACT ON STUDENT LEARNING:
Has a positive impact on student learning as
measured by multiple student academic growth
measures applicable to their position.

(If applicable, M-Step or Oral Reading
Fluency results will account for 50% of this
rating.)

*Does not achieve expected results on student
academic growth measures.

-Does not achieve expected progress toward
student growth goals.

*Does not know or understand assessment
expectations or requirements and fails to analyze
and link decision-making with data.

*Makes progress toward expected performance on
student academic growth measures.

*Makes progress toward student growth goals.
*Shares student assessment results with
stakeholders.

*Achieves expected performance on student academic
growth measures.

*Makes satisfactory progress toward student growth goals
*Understands and communicates assessment
expectations to stakeholders.

*Collaboratively analyzes data with staff and links
decision-making with data.

*Develops plans with instructional staff to share student
assessment results with all stakeholders to improve
student learning results.

*Exceeds expected performance on student academic growth
measures.

*Exceeds expected progress toward student growth goals.

* Incorporates multiple sources of student assessment data in
collaborative analysis amongst staff that results in increased
school improvement.

* Shares student assessment results consistently with all
stakeholders to improve student learning results.

Ineffective

Developing

Professional Accountabilities: Dean embodies expectations of professional accountabilities through dependability, core values, communication, and teamwork.

Effective

Exemplary

DEPENDABILITY

Leader can be relied upon to complete duties and
responsibilities in a timely manner; consistently shows
initiative and a desire to handle crucial duties effectively;
maintains an acceptable attendance record; can be
counted on when a task needs to be completed
immediately.

Has an unacceptable attendance record.

Cannot be counted on by stakeholders or teammates to
deliver on job requirements.

Does not exhibit a “sees a need, fills a need” behavior.

Has an inconsistent attendance record.

Inconsistently follows through on job requirements.

Does not consistently exhibit a “sees a need, fills a need”
behavior.

Fulfills all aspects of current position with limited
supervision.

Can be counted on by teammates and stakeholders to
deliver on responsibilities that meets expectations in a
timely manner.

Takes initiative by demonstrating a “sees a need, fills a
need” behavior.

Positively influences others to exceed their job
responsibilities.

Delivers quality work within tight timelines or constraints.

CORE VALUES:

Leader demonstrates a commitment to NHA'’s core
values: 1) Take ownership for the success of our
students; 2) Do the right thing always; 3) Behave with
care; 4) Make our schools the best choice for parents and
students; and 5) Act with discipline to sustain our
academic success and financial viability to guide their

intentions, actions and character.

Does not make decisions that were founded in NHA’s core
values.
Behavior and/or words do not align to NHA'’s core values.

Behavior is at times at odds with NHA'’s core values.
Speaks to core values, but actions do not always align to
NHA's core value expectations.

Consistently makes decisions found in NHA’s core values.

e Communications and actions reflect a clear understanding

and belief of NHA’s core values at all times.

Serves as a model for how NHA'’s core values should be
lived out.

Acts as a cheerleader for others to embrace NHA'’s core
values.

COMMUNICATION

Leader communicates clearly and appropriately with staff,
parents and leaders; listens well and allows others to
share ideas and opinions without interrupting; involves
the right people at the right time to address important
issues.

Communication does not employ the appropriate medium,
message, tone, or timing.

Does not communicate information that will impact staff,
parents, and leaders.

Does not listen to the point of view of others.

Attempts at communication do not always employ the
appropriate medium, message, tone, or timing.

Does not always communicate information that will impact
staff, parents and leaders.

At times, does not listen well or allow others to share ideas
or viewpoints.

Communicates clearly and appropriately utilizing the
appropriate medium, message, tone and timing.
Communicates information to staff, parents, and leaders
that impacts them.

Strategically communicates to ensure clarity and
consistency of messaging.

Seeks to develop strong team performance through
communication.

Proactively engages all stakeholders.

TEAMWORK

Leader works collaboratively to contribute to the overall
success of the team; develops a positive workplace
culture by treating co-workers with respect and dignity
while supporting team decisions even when he/she may
not agree.

Exhibits a negative influence in the workplace as reported
by stakeholders.

Undermines the effectiveness of others.

Seeks to work in isolation.

Does not positively contribute to the success of the team or
school.

Occasionally supports team members by providing good
ideas and work product that contributes to the overall
success of the team.

Seeks the input from others in the spirit of growth.

Does not consistently create a positive impact in the
workplace.

Establishes and monitors team standards.

Acts in best interest of the team’s mission and goals.
Provides informal leadership through words, actions, and
work product.

Utilizes support of the Service Center and reinforces this
support as a collaborative team effort.

Collaborates with co-workers and leaders to support
school-wide improvement.

Provides informal leadership through words, actions, and
work product.

INEFFECTIVE: Below expected performance level
EFFECTIVE: Meets expected performance level

DEVELOPING: Approaching expected performance level
EXEMPLARY: Model to other staff and shares knowledge
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