Meeting of the Board of Education
Park Ridge-Niles School District 64

Board of Education Agenda
Friday, July 11, 2014
Special Board Meeting

Emerson Middle School- LRC
~ 8101 N. Cumberland Avenue
Niles, IL 60714

On some occasions the order of business may be adjusted as the meeting progresses to
accommodate Board members’ schedules, the length of session, breaks and other needs.

Friday, July 11, 2014

TIME APPENDIX
5:30 p.m. Meeting of the Board Convenes
* Roli Call

* Introductions
* Opening Remarks from President of the Board

¢ Public Comments

* Appointment of New Board Member A-1
-- Board President Action Item 14-07-1
* Administration of the Oath of Office for Newly A-2
Appointed Board Member
~- Board President
* Election of Board Secretary A-3
-- Board President Action Item 14-07-2
DINNER BREAK
6:15 p.m. ¢ CEC System Assessment Overview A-4
-- Board President/Superintendent/ CEC Representative
* Discussion; Superintendent Transition A-5
-- Superintendent
* Strategic Planning — 1 Year Road Map and Board A-6
Consensus Goals
-- Superintendent
* Superintendent Evaluation Tool Development A-7

-- Board President/Superintendent

* Adjournment



Next Meeting: Saturday, July 12, 2014
Special Board Meeting — 8:30 a.m.
Closed Session — 8:30 a.m.
Special Board Meeting - 12:30 p..m. (resume)
Emerson Middle School — LRC
8101 N. Cumberland Avenue
Niles, II. 60714

In accordance with the Americans with Disabilities Act {ADA), the Board of Education of Community Consolidated School
District 64 Park Ridge-Niles will provide access to public meetings to persons with disabilities who request special
accommodations. Any persons requiring special accommodations should contact the Director of Facility Management at
(847) 318-4313 to arrange assistance or obtain information on accessibility. It is recommended that you contact the District,
3 business days prior to a school board meeting, so we can make every effort to accommodate you or provide for any
special needs.



Appendix 1

Appointment of Board Member

ACTION ITEM 14-07-1

I move that the Board of Education of Community Consolidated School District
64, Park Ridge-Niles, Illinois approve the appointment of (name) to fill the open
Board position vacated by Terry Cameron effective immediately until a new
Board Member is elected in April 2015 and seated.

Moved by Seconded by

AYES:
NAYS:
PRESENT:

ABSENT:



Appendix 2

Administration of the Oath of Office for Newly Appointed Board Member

The Board President will administer the Oath of Office.



Appendix 3

Election of Board Secretary

ACTION ITEM 14-07-2

I move the election of to serve as Secretary
of the Board of Education of Community Consolidated School District 64,
Cook County, Illinois beginning effective immediately-2015 year.

Moved by Seconded by

AYES:
NAYS:
ABSENT:

PRESENT:



Appendix 4

_ -
CEC’s District System Assessment Overview: ~-CHANGE
Professional Learning Community Framework

The Consortium for Educational Change (CEC) is a coalition of school districts working together to
create a support system for the learning, implementation, and improvement of quality principles
and practices for continuous improvement.

Research has clearly identified a set of effective practices that define what a high performing district
or school should lock like, sound like and feel like. The system assessment process is an opportunity
to benchmark the district or school against those practices. The definition of a high performing
district or school is one that shows continuous growth and improvement.

The effective practices are grounded in the Baldrige Performance Excellence criteria and translated
into the Professional Learning Community criteria as defined by the work of Richard and Rebecca

DuFour.

The System Assessment involves:

¢ A self-study and self-assessment of where the district or school is in the implementation process
in the use of research-based, effective practices of high performing organizations.

¢ The self-study involves responding to key questions aligned to the effective practices and in a
self-assessment of the implementation of those practices in every school at the district level and

every classroom at the school level.

¢ An external team reviews the self-study and self-assessment and visits the district or school. The
district visit is three days. The school visit is two days. The team interviews stakeholders and
examines evidence to provide an external look at the district or school’s self-study.

¢ An oral report is given at the conclusion of the visit followed by written reports that identify
strengths and opportunities for improvement aligned to the implementation of the research-
based effective practices and gaps between the self-assessment and the external assessment. At
the district level findings inform the district’s strategic plan. At the school level findings inform
the school’s improvement plan.



Why would an organization want to use a continuous improvement framework?

1. The Criteria for Performance Excellence provide a framework for improvement without being
prescriptive. Organizations are encouraged to develop creative and flexible approaches aligned
with organizational needs and to demonstrate cause-effect linkages between these approaches
and their results. They paint a picture of what a high performing organization looks like, feels

like and sounds like.

2. The Criteria are inclusive. While other approaches focus on a single aspect, such as ieadership,
strategic planning, or process management, the Criteria describe an integrated management
framework that addresses all the factors that define the organization, its operations, and its

results.

3. The Criteria focus on common requirements, rather than procedures, tools, or techniques.
Other improvement efforts may be integrated into the organization’s performance management
system and included as part of a response to Criteria requirements. The effective practices link
with organizational performance expectations and define what everyone needs to do well

together.

4. The Criteria are adaptable. They can be used by large and small organizations; urban, rural and
suburban organizations; districts, schools and teams. They mitror effective practices from other

sectors such as business and health care.

5. The Criteria are at the leading edge of validated management practices. They are regularly
improved to enhance coverage of strategy-driven performance, address the needs of all
stakeholders, and accommodate important organizational needs and practices.

The criteria are listed on the next few pages.



PROFESSIONAL LEARNING COMMUNITY CONTINUOUS IMPROVEMENT
FRAMEWORK: FIRST BIG IDEA - FOCUS ON LEARNING

Focus on Learning: Focus on Learning: We acknowledge that our fundamental 1 2, 3. 4. 5.

collective purpose is to help all students achieve high levels of learning and therefore we

are willing to examine all of our practices in light of their impact on learning, % z ~ E e
z =i 2, = <
< b i

A Guaranteed & Viable Curriculum

A | Establishing the Curriculum: We set student learning ontcomes across all classrooms to build shared
knowledge regarding common core state standards, district curriculum guides, frends in student achievement
and outcomes for the next course or grade.

B. | Execwting the Curriculum: We expect that cach teacher give priority to the identified leamming oufeormies in
every il of instruction to guaranies thet cach student hos equol npecess to these leaming sutcomes ih all

olaszrooms for the grade fevel or course

C. { Clarifying and Communicating the Curriculum: ‘We expect that every teacher is able to assist each student
and their parents (families) to know the esseatial learning outcomes so they can assist in monitoring
performance in relationship to those outcomes.

An Aligned, Focused System of Assessments

[, | Defining the Assessment Systen: We ensuse there i5 slignment and balance betwesn common, formative
gssesament datn 1o puads instruotion and leaming snd common, summative assessment data fo reflect on
tenching, progiami, inferventions and perodic stedent propress reparting.

E. | Assessing What Each Student Knows and Needs to Learn Next: We expect each teacher to monitor the
leaming of all students, aligned to the learning outcomes per unit, to identify what cach student knows, is able
to do and needs to learn next.

F. | Providing Freguent and Timely Deseriptive Assessmont Fredhack: We ensure there is fraquent and timely
feedback regarding the performunce of ur shidents on lassroom, team, school, distriet, and state assessments,

(. | Using Assessment Data and Information to Drive Instruction: We expect teachers to use assessment data,
aligned to student learning outcomes per unit, to differentiate instruction and respond to students when they
either demonsirate they have not learned or are ready for more challenge.

H. | Luing Assessment Date and Informeron to Recognize Growdl amid Achisvament
We regularly rocopnize and celehrate mdividual and collective studemt growth, mastery and meceds aligned to
appropriate unif-hased lasming oulcomes

Differentiation: Instruetion, Interventions & Enrichments

1. Differentiating Instruction: We expect Instructional activities are engaging and differentiated to meet
individual and small group needs for a minimum of 80% of the students within the classroom. We expect
classroom differentiation to include models of co-teaching, cross grade instruction, push in instruction, flaxible
grouping, etc.

1. | Atigning Imterventions: We ensure & system of mterventions thel gusrantess ench student will reecive
edditional time ond support for leaming if he/she his ool demonstrated mastery of grade level or course unit
learning outcomes. Such an infervention system must be scheol-wiide and engege & leem of support speoinl s
peglsting clgssronm tesdhers o rmprove mastery of grade Tevel or course unil ledming oulcomes.

K. | Aligning Enrichments: We ensure teachers extend and enrich the learning of students who have mastered
common learning targets so every student is challenged. Such an enrichment system must be school-wide and
engage a team of suppert specialists assisting classroom teachers to improve mastery of content beyond or
extending grade level or course unif lsarning eutcomes.

Ensure a Focus on Learning

L, | Providing Conditions for an Optlmal Léarning Envicomment: We expect ull leaming environments f be safe,
respectfil and engaping while supporting a climate af high expectations for socinl emotionsl l=oming. We
recogntee the imporiance of scting on studenl satisfaclion data 1o improve leaming condiliomg.

M. | Examining Learning Practices: We provide opporhunities for teachers to examine homework, grading, report
cards, efc. to ensure there is organization-wide clarity and consistency across all classrooms, tedms and all other
organizational levels,

N, | Sudging Guatiey Wiek: We expeat all teschers fo clanify the eriteria by which they will judge the quelity of
student work and proclice spplying those eriterin until they can do S0 consisiently

(). | Providing Training and Support: We provide sufficient training and follow-up support to assist teachers with
expectations in the alignment of assessments and instruction within & standards-driven curriculum.

P | Ongunising and Allocating Reseurces: We nrganize pod allocate resqurces of people, time snd money with &
focud on [eurning as oppoged (o a focks on tesching:

Adapted from Aligning Districts As PLCs, Van Clay, Soldwedel and Many: Solution-Tree, 2011




PROFESSIONAL LEARNING COMMUNITY CONTINUOUS IMPROVEMENT FRAMEWORK:
SECOND BIG IDEA - FOCUS ON COLLABORATION

Focus on Collaboration: We are committed to working together to achieve our collective 1 2, 3. 4.
purpose of learning for all students, We cultivate a collaborative culture through the
- w =
development of high performing teams, % ‘-j' g s i
z = @ ‘

Building Shared Knowledge & Leadership: Mission, Vision, Values, Goals & Strategies

A. | Clarifiing the “Big Picture”: We develop and depley mission, vision, values (collective commitments) goals
and strategies to establish clear direction. Everyone has a clear understanding of where we are and where we
wailt to be.

B: Cormmunicating tie " Big Plore™: We sed clowr direction by communicating & “Big Piolure” so thal everyorno
sees how current end new initiatives connect fo that diretion and how those initiatives align with district amd
school direction. Everyone understands how hisfher work contributes to the “Blg Pioture’s™ improvement
plannine process .

. | Reinforcing the “Big Piciure”: We expect that common behaviors and actions of all staff support the vision,
mission, values, goals and strategies of the organization at all levels. Everyone accountable for aligning their
behaviors and actions to our mission, vision, values and goals.

D. | Livieg the “Big Fiedire"™ We set stTatcgies and action plans to dereribe the steps 0 be taken fowird ot inment
ofgoals. The fmprevement planming prooess serves o he centerpiece for examining how the organization
perfonns. Everyone knows how our goals, strategies and improvement actions will get us from whire we are to
where we want to be,

Making Appropriate Decisions Through High-Performing, Collaborative Teams

E. | Setting Expectations for Teant Function: We expect worlk 1o be done through collaborative teams in which
members work together interdependently to achieve common goals. We have appropriate structures and
processes to promote shared and distributed leadership.

E. | Providing Thme & Purpose for Teants fo Meet: We privvlds time during the contrectual day wnd sehool year
for teams to meet.  Tean meeting time focoses oun improving student leaming, Tesm mestings sre effective
gngd efficizat

(., | Determining Accountabifity Criterin for Teams: We expect teams to be accountable for the decisions they
make and the results they achieve. We expect each team to understand its charge and expectations and take
responsibility for its actions leading to mprovement results.

H. | Implementing a High Performance Culture throngh Collective Inguiry:: We promate 8 cullussiisaching
envirnmment of personal growth and high performance. We understand the importance of high momle snd
professional relatfonships. We expect toam time 1 be used 10 engegs in collective nquiny on questioni
apecifically Hoked o ggins in student ochievement of organizstion improvement,

1. Providing a Safe Data Culture for Effective Teant Function: We ereate a safe environment to report and
compare data so as fo learn from one another and share effective practices.

Fostering Strong Partnerships

1. Fostering Collabarative Intermal Staff Parsnershiips: We foster collaborative staff puitnerships between end
across il arpanizational levels to ensure decisions are made in the best interests of sudents. We reongnize the
fnportinee of scting on staff shtisfiotion data to jmprove working conditions

K. | Fostering Collaborative External Family Partnerships: We foster collaborative partnerships with parents
(families) to engage them i decisions about the progress of district, school and student goal attainment. We
recognize the importance of acting on parent (family} satisfaction data to improve home-scheol relationships to
improve student learning.

L Fastering Collahorative External Community Partrerships: We foster collaborative panmerships with the
commutity (0 engnge Hiem in decisions about the progress of distriot. sabbol and studeat goal attainment

Ensuring a Focus on Collaboration

M. | Providing Conditions for an Optimal Work Environment: We expect all work environments to be safe,
respectful, and engaging while supporting a climate of high expectations for student leaming. We expect
collaboration, commitment and accountability for improving our organization and its results through actions
and behaviors,

N, | Providing Meaningful, Aligned Evaluation Systenn;: We enforee system-wide Job expectafions and provide
meaninziul evaluation svsiems

Providing Job-embedded Training: We ensure professional development and training is job-embedded and
ongoing.

P thrpanizing and Allacaring Resonrces; We organize end allocate resources of people, time and money with &
fioens on golleboration

Adapted from Aligning Districts As PLCs, Van Clay, Soldwedel and Many: Solution-Tree, 2011



PROFESSIONAL LEARNING COMMUNITY CONTINUOUS IMPROVEMENT FRAMEWORK:
THIRD BIG IDEA - FOCUS ON RESULTS

Focus on Results: We assess our effectiveness on the basis of results rather than intentions, 1. 2. 3. 4,

Individuals, teams, schools and districts seek relevant data and information and use that

information to pramoete continuous improvement. E = o a s
S-SR

Data Transparency & Efficacy: Measuring What Matters Most

A. | Measuring What Matters Most: We align key data indicators, measures and targets throughout the
organization — district to school to grade Jevel team/department to individual --- to establish effective ways to
monitor and report progress.

B | Sesting SMART Goals: School, teamn and individual stafl goals are spocific, measurable, attainable, resulis-
oriented and timely (SMAET). They address gaps identified through key data spurces that foca improvement
effiuts,

C. | Aligning Leader Performance Evaluation: Administrative performance goals align with the organization’s
improvement plans.

D. | Afigning Teacher Perfornunce Evaluation: Tesoher perfomeance poals aligh with disteiot, school and feam
improvement plans,

E. | Aligning Student Performance Evaluation: Student performance goals align with wnit-based leaming
outcomes and other assessment data and information.

Creating a Results Orientation

F. Uning Date Effectively: We cxpect all stafT 1o ose assessment data to0 &) identify students who need additional |
time end soppot fof learming: b) discover strengths and wraknesses i their own job performance, ©f meisire
and report progress toward poald. und 4 define scton plans.

G. | Inspiring Shared Accountability: We create a safe data culture so students and staff fecl comfortable sharing
their results in an gffort to learn from others fo improve results.

H_ | Menitaring and Reparting Progress: W view, monitor and report progress to all stakeholders on & regulars
hasig fo identity what to celebrate and what fo foous on next in terms of Improvement,

L Promoting Student Responsibility for Their Own Learning: We expect staff to assist students in faking
responsibility for their own learning by collecting data in order to monitor and track their performance
compared to high expectations and performance results of others.

1. Reporting and Acting on Satisfactfon Date: We collect, anelyie, prioritize and act upon student, puraet and
staff satisfaction data 1o be cerain it is addressing the needs and requirements of our stukebolders

Creating a Data-HBased Picture of Results

K. | Examining Trend Data: We have evidence o show cur results are improving compared to the past. Our
achieverment results include measures of growth. We know and are communicating our strengths. We know
and are communicating our opportunities for improvement.

L. | Exuminimg Cohart Data: We have evidencs to show our student cohort schievement resulis are improving
from prude o gride. Our achievement resnlts include measures of growth.  We Know and are commmusicuting
o strengths. We know end are communicating oir oppartonities fof improvement,

M. | Examining Comparative Data: We have evidence to show cur achievement resulis are improving compared o
others (state and other benchmark districts). We know and are communicating our strengths. We know and
are communicating our opportunities for improvement.

M. | Clasing Achievement Gaps. We huve evidence o show our results have pamowed ar closed achisvement gaps
between groups of students.  We koow and ans colnmunicating our strengths  We know and are
communiceting our opporiunities for improvement

Q. | Meeting Adequate Yearly Progress; We meet adequate yearly progress requirements as defined by federal and
state fegistation. Our students are ready for the next level. (elementary to middle, middle to high school, high
schoel 1o college/career readiness)

Ensuring a Focus on Results

Managing Datg: We cxamine policis and processes rebeted to dats collestion, mansgement sad unalyss 1o be
certuin they are efective und efficient. Data sre casily aooessibile and user-fricndly in their formats,

Providing Meaningful, Data-based Evaluation Systems: We ensure the aligned evaluation system includes
data-based evidence of results.

ol =

Froviding Job-gmbedided Troining: We ensure professional development and raining around datz and results
i jab-embedded and oneoing,

ZI-

Organizing and Allocating Resources: We organize and allocate our resources of people, time and monsy
with a focus on results.

Adapted from Aligning Districts As PLCs, Van Clay, Soldwedel and Many: Solution-Tree, 2011



The 50 Indicators form the basis for the criteria used to conduct the system
assessment visit. The school self study and assessment is based as the Indicators as
well as the external team feedback reports.

In addition the assessment includes the eleven Baldrige Performance Excellence
Core Values. These Core Values examine the culture of the school.

Focus on Learning: Baldrige Core values that centribute to a Focus on Learning.

AL

Learning-Centered Education: A focus of all school activities on the learning needs of students is evident. Active student
learning requires students to take responsibility for the management of key learning processes. The school articulates
essential learning targets and common assessments across grade levels. Key fearning processes are systematic and systemic.

Focus on the Future: & willingness for leaders/staff to make long-term teaching commitments is valued, Teachers plan for
the future with faresight to be proactive as compared to reactive. They know the reguirements for their studants to be
successful for promotion to the next grade or level. They view the year as an opportunity to demonstrats growth and
achlevemant for the class as a whole and for individual students in genaral to meet those requirements by the end of the
year, Other teachers/staff, parents and other students ara partners in ensuring that success.

Managing for innovation: A focus on making meaningful change to improve the school learning system and create new
value for students and parents is valued. The oppartunity for teachers and teams to take risks, experiment, and learn from
mistakes is encouraged. Thare is a safe teaching environment. Teachers use best practices to guide instruction and to meet
requirements. Technology is utilized appropriately.

1

Eocus on Collaboration; Core Values that contribute to a Focus on Collabaration

A

Visionary Leadership: Leadership/ teams set and communicate high expectations with a visible commitment to continuous improvement.
Continucus improvemant principles and practices are modeled. Leaders value high achievement for ail. Shared decision making is valued.
It is clear how decisions are made and communicated. Staff, parents and students have input intc decislons.

B.

Organizational and Porsonal Learning: Staff and teams zre engaged a8 full participants in learning and as contributors to Improvement
prmcesses, Stafl and team porfarmance svaluation s aligned to school and school goals, Staff and tedm growth and high achlevemant is

expectad

Valuing Faculty/Staff, Students, and Partners: There is investment in the on-going development of knowledge, capabilities, skilis and
motivation of students, staff and partners. There is a practice of building partnerships internal and external to accomplish goals. The scheol
provides interventicns when students do not learn. Parents are partners in the learning process.

Publlc Responsibillty and Citizenship: The practics of the schoel serving a5 2 rols madal in the operation as a member of the community is
valued, The school is = safe snyirgnment. Appropriste bebaviors and attltudes sre celebmted, Trust and athics are yalued, Sacial and

emotional leaming is a high priodty

Focus on Results: Core values that contribute to a Focus on Resulis

A,

Management by Fact: Leaders/ Teams make decisions based on measurement, informaticn, data and analysis. Teams are responsible for
monitoring thelr own results. Teams can articulate what students know and what they do not know. They can formulate their goals based
on evidence of student learning. Decision-making based on measurement, information, data and analysis guide instruction.

Focus on Resalts & Creating Value: A Focus on the schoaol's perfermance results that reflect and batance the needs and interests of students
and parents [svalued, Knowlng that change makes 2 difference and adds new value to the currsnt situstion 1 imperatlve. New programs
and strategies are studled to be certain thay Improve learning. it is clear when new programs and strategles &re standardized that oid
pragrams and strategies are discarded

Systems Perspective: Using the core values and the key concepts to form the building blocks for an integrated learning and teaching system
is demonstrated. Manzging the whole to be certain the parts of the school are well connected and aligned is valued. The school supports
school, classroom, grade level, and student needs/ requirements.

Agility: Faster and more flexible response to the needs of teachers, students apd parents is expected. Progress 1s shared perlddically sa that
formative results can be addressed befare summative results are glven, There are no surprises for teachers, students, or parents with
progress regors, Cycle time ls maniiorad In responding to impartant needs and requirements.




o

CEC SYSTEMS ASSESSMENT Process

1. Identify district and verify district readiness
2. |dentify Site Coordinator

3. Develop a project timeline

4, Finalize contract for assessment visit

5. ldentify assessment team and team leader _/J

l

//_ PRE-SITE VISIT

1. Provide district with introductory information

|dentify Three Focus Area Contacts and Teams

Meet to ensure understanding of the self-assessment process
Complete self-study documents and post to district website
Finalize logistics for site visit; schedule, team needs, space, etc.

oW

l

Finalize documents and communications for the site visit _/

GTE VISIT

1. Assessment Team meets to discuss self-study data and information

2. Assessment Team conducts interviews to verify/clarify self-study

3. Assessment Team identifies strengths, opportunities for improvement and
sugeested next steps

Team Leader presents Oral Report of overall strengths and opportunities
for improvement

/

\ 4
/I-";ST

o

-SITE VISIT

1. Team Leader synthesizes team input into written feedback reports

2. District receives the final written feedback reports

3, Team Leader returns to provide information and support for findings and
to answer questions/defend the report

4, CEC, Assessment Team and the district debrief system assessment process

to make suggestions for continued improvements.

\

7

}

DISTRICT ACTS ON ASSESSMENT DATA AND INFORMATION.
DISTRICT REPEATS THE CYCLE WHEN APPROPRIATE OR
CONSIDERS SCHOOL SYSTEM ASSESSMENTS.




Appendix 5

Discussion; Superintendent Transition

No report.



Appendix 6
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Appendix 7
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The Superintendent

Evaluation Process

Strengthening the Board-
Superintendent Relationship
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AGHREE ON
EXPECTATICHNS

The Superintendent

Evaluation Process

Strengthening the Board-
Superintendent Relationship

About This Guide

The purpose of this guide is to help the school board develop a superintendent evaluation process that
supports effective leadership for the district. There is no one method to evaluate a superintendent;
therefore TASB suggests a “best practices” approach. The objective is to establish a process that pro-
motes district improvement and provides professional development and growth opportunity.

For a school board that has not yet established a process for evaluating the superintendent, this guide
will suggest steps to follow. Developing such a process for the first time will admittedly require sub-
stantial time and effort from both the board and superintendent. IHowever, the time and energy will,
no doubt, be worth it in the long run by clarifying expectations, establishing a framework for produc-
tive discussions, and strengthening the board/superintendent relationship. For a board that already
has a process in place, this guide will provide an opportunity for the board to review and assess its
current practices in order to make any refinements that may be desired.
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Introduction

As trustee for its community, the school board needs to recognize how critical the board-
superintendent relationship is to the ultimate success of its district's schools. The Foundational
Principles of Effective Governance serves as the Illinois Association of School Boards’ primary
document to explain the role of school board members in their district. (The complete document is
contained in Appendix D.) The third principle — The Board Employs a Superintendent — imposes
the following duties on the board:

» The board employs and evaluates one person — the superintendent — and holds that person
accountable for district performance and compliance with written board policy.

»  An effective school board develops and maintains a productive relationship with the
superintendent.

+ The employment relationship consists of mutual respect and a clear understanding of respective
roles, responsibilities and expectations. This relationship should be grounded in a thoughtfully
crafted employment contract and job description; procedures for communications and ongoing
assessment; and reliance on written board policy.

Having hired the superintendent as its chief executive officer, the board delegates authority to him

or her to operate the district and provide leadership to staff. Delegating authority empowers the
superintendent and staff to pursue board ends — its mission, vision and goals — single mindedly
and without hesitation. Having delegated the authority, the board has the responsibility to monitor
performance, ensuring that the district is making progress towards its ends and is in compliance with
written board policy. 'The superintendent evaluation process is the most visible and arguably the most
important monitoring work in which the board can engage.

Why then do boards sometimes feel the superintendent evaluation process to be so daunting? Some
board members feel intimidated in assessing the performance of a trained, professional educator,
who often has advanced degrees and considerable experience. Some board members view the process
as dissatisfying because they believe it does not allow them the opportunity for an open and honest
dialogue. Still, others are afraid of conflict and avoid the process all together.

William Nemir, director of leadership team services for the Texas Association of School Boards
with over 30 years of experience working with boards and superintendents, writes, “board member
dread is usually a sign that the board’s evaluation process is not fully developed — that the board
and superintendent have not done the necessary ‘up-front” work at the beginning of the process to
clarify expectations of the superintendent and build those expectations clearly into the evaluation

instrument.”

'This guide will assist the local school board in addressing these and other challenges with a fresh
look at superintendent evaluation. It is designed to assist a board and superintendent in fully
developing their superintendent evaluation process — a process that should be fully owned and led
collaboratively by the board of education and the superintendent. This allows the board to monitor
superintendent performance, guide the district toward continuous improvement, and develop and
maintain an effective relationship between the superintendent and the entire board of education.

£ Copyright 2014 lllinois Association of Schooi Boards. All rights reserved,




~ SCHEDULE

- Fi
R MY TS R TR T A e

e e P B gy

EVALUATION ON
A-I-LENEAH . ’- &

Why Conduct a Superintendent Evaluation?

The school board that fully understands its governance role will see four compelling reasons for
conducting regular superintendent evaluations: (1) a means for ensuring accountability, (2} an
opportunity to strengthen the board-superintendent relationship, (3) a structured way for the board
to impact superintendent professional development, and (4) as a tool in determining salary and

contract considerations.

Reason No. 1: Accountability.
A focus on performance starts at the top. The board, as trustee for its community, has the
responsibility to keep the district focused on achjeving the goals it has articulated, based on
the community’s aspirations and vision for its schools. Additionally, its fiduciary responsibility
obligates the board to ensure that its schools are well-run and effectively managed.

Reason No. 2: Board-superintendent relationship.
An effective board continually works to maintain a professional relationship with its
superintendent. In their day-to-day relationship, board members and the superintendent
are generally collegial and [riendly. However, the board, as employer of its chief executive
officer, ultimately has the obligation to judge performance. Fundamental fairness requires
that the superintendent know what is expected and “how am I doing?” A thorough evaluation
process allows the board to answer that question and to address any weaknesses or discuss any
differences in a professional manner and in an appropriate forum,

Reason No. 3: Superintendent professional development.
Superintendents, like most professionals in positions of leadership, are always looking for
ways to improve their craft and receive constructive feedback on their performance. The
board, as employer, has an obligation to provide its district’s chief executive officer with
such opportunities for his or her own professional growth, as well as ensuring that the
superintendent has the skills necessary to lead the district. A thorough evaluation process
will help align professional development activities with mutually agreed upon superintendent

performance goals.
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Reason No 4: Contractual and Compensation Considerations.
The superintendent’s evaluation often assists the board in making
informed decisions about the superintendent’s contract and
compensation. In addition, by law; the board and superintendent
must include performance goals in any multi-year contract and the
board must evaluate the superintendent’s performance toward those
goals. (For more on Superintendent Employment and the Law, see
Appendix B.}) However, the evaluation process and contract and
compensation issues do not necessarily need to occur in conjunction
with each other. 'The board that views the superintendent evaluation
as a part of the overall district planning process rather than merely
a means of “justifying” contract renewal will view the evaluation as
more than a precursor to contract discussions.

How to Effectively Start
the Process

Defined Roles, Responsibilities and
Relationships

In order for a superintendent evaluation process to be effective, all
parties must know their roles, the roles of the other players and the
responsibilities they have to one another. A strong relationship between
the board and the superintendent is one wherein each party values the
other’s contributions, practices open communication and understands
the complex nature of our educational system.

For the board:

Members need to know the unique role they play as employer to the
superintendent. First, the board has a responsibility to speak with “one
clear voice” to the superintendent regarding its expectations for his

or her work. Second, as trustees for the community, the board has the
obligation to ensure the superintendent is meeting the goals the board
had established and is operating the district in compliance with written
board policy.

In addition, the board as employer has certain obligations to its most

important employee. In some respects, the board fulfills the “human
resources” function for the superintendent. Board members need to be
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An Important
Prerequisite

Before the board can
effectively engage in

the development of a
superintendent evaluation
process, it is extremely
important that the board
undertake an examination of
its own performance.

A board that takes
responsibility for its own
work and behavior, reviews
its role and decision-making
processes, examines its own
strengths and weaknesses
and holds itself accountable,
creates a climate of
continuous improvement
which is essential for a
successful relationship

with and appraisal of the
superintendent.

Best practice suggests that
a board engage in an annual
self-evaluation sometime
prior to the annual formal
superintendent evaluation.
{See Sample Calendar for
Superintendent Evaluation
Activities, Appendix C.)

IASB field services directors
are available to facilitate

such a discussion, and will
make every effort to meet the
specific needs of the board.
The lillincis Open Meetings
Act allows boards to meet in
closed session for the purpose
of self-evaluation, “when
meeting with representative
of statewide association of
which the public body is a
member.” ILCS 120/2(c){16).




aware of the legal aspects of the employment refationship - many of which may be spelled out in
the superintendent’s contract. The board is responsible for the fair treatment of the superintendent
and must comply with all federal and state laws regarding employment. Board members also must
understand that in their role as supervisor, they cannot not individually or collectively abuse their
authority in any way. Every board member is responsible to the governing team and needs to exhibit
trustworthy behavior or the entire board-superintendent relationship and the district will suffer.

Boards are charged with the responsibility to evaluate superintendent performance. So what is
superintendent performance? Performance implies results or impact, which means that focus on
performance starts at the top. The board, as trustee for its community, has the responsibility to
keep the district focused on achieving the goals it has articulated for its schools, to confirm the
administration is in compliance with written board policy, and to assure the community its schools

Sample Policy —
Superintendent

Duties and Authority

The Superintendent is the District’s exescutive
officer and is responsible for the administration
and managemenit of the District schools inaccor
dance with School Board policies and directives,
and State and federal law. District management
duties include, without limitation. preparing.
submitting, publishing. and posting reporis and
nolifications as reguired by State and federal
law, The Superintendent is authorized to develop
administrative procedures and take other action
as needed to implement Board policy and other-
wise Tulfill his or her responsibilities.

The Supenntendent may delegate to other Dis-
trict staff members the exarcizse of any powers
and the discharge of any dulies imposed upaon
the Superintendent by Board policies or by Board
vete: The delegation of power or duty, however,
shall not relieve the Superintendent of responsi-
bility for the action that was delegated.

Cualifications

The Superintendent must be of good charac-
ter and of unquestionable morals and integrity.
The Superintendent shall have the experience
and the skills necessary to work effectively with
the Board, District employees, students, and the
community, The Superintendemt shall have a
valid administrative certificate and Superinten-

dent Endorsement issued by the State Educator
Preparation and Licensure Board.

Evaluation

The Board will evaluate, at least annually, the Su-
perintendent’s: performance and effectiveness,
using standards and objectives developed by the
Superintendent and Board that are consistent
with the Board's policies and the Superinten-
dent's cantract. A specific time should be des-
ignated for a formal evaluation session with all
Board members present. The evaluation should
include a discussion of professional strengths
as well as performance areas needing improve-
ment.

The Superintendent shall annually present ev-
idence of professional growth through atten-
dance at educational conferences, in-service
training. or similar continuing education pursuits,

Compensation and Benefiis

The Beard and the Superintendent shall enter
into an employment agreemeant that conforms 0
Board policy and State law. This contract shall

govern the employment relationship: between

the Board and the Superintendent. The ferms
of the Superintendent’s employment agreement,
when in conflict with this policy, will control,

From PRESS sample policy 3:40, linots
Association of School Boards, May 2012
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are well-run. The board must have consensus. The top administrator cannot effectively work
when given multiple directives. Speaking with one voice is an absolute necessity in order for the
superintendent evaluation process to succeed.

Clarity is of equal importance to consensus. Only a school board that effectively articulates its
expectations can engage in meaningful evaluation of the superintendent’s performance. A board
that gives the superintendent a largely free hand with no clear guidance is one that does not set
expectations. Without expectations, there is no way to gauge performance.

For these objectives to be achieved, the board needs to create a climate where continuous
improvement is possible. In order to achieve continuous improvement, however, the board needs

to nurture a climate where risk-taking is encouraged. The superintendent should feel comfortable
admitting when something is not working and make mid-course corrections. Therefore, an effective
superintendent evaluation process should be designed to allow for such corrections.

For the superintendent:

Understanding the board’s role in clarifying district purpose, prioritizing goals, and establishing
desired outcomes is key. The board has a responsibility to clarify intended student outcomes and
monitor organizational effectiveness. While good school leaders are “wired” to lead, they should know
that the role of the board is to determine mission, vision and goals, and monitor progress. Effective
superintendents understand the alignment needed between monitoring the progress of the school
system and evaluating the work of the top administrator. Supporting and encouraging the work of

the board throughout the evaluation process is not self-serving; rather, it is important in modeling
accountability for the entire district.

For the board and the superintendent:

Both parties should understand and appreciate that superintendent evaluation is an opportunity

to grow the relationship and continually improve. It is typical for superintendent evaluation to be
followed by discussions related to contract renewal and salary issues, but that should not be the main
focus. The evaluation process ought to bring about a discussion of what is going well, what needs to
improve and how to focus on the future.

When a board and superintendent view the evaluation process as an opportunity for professional
growth for the superintendent and as an opportunity to facilitate growth of the superintendent-board
relationship, much of the apprehension on both sides is diminished and the superintendent evaluation
process becomes a natural extension of the district planning process.
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Setting Expectations

Written Documents Provide the Foundation

The basis of a high quality board-superintendent relationship and a productive superintendent
evaluation is a set of documents designed to formalize the relationship, detail the responsibilities of
the superintendent, and express the expectations of the board. The agreements contained within these
documents are yet another expression of the board speaking with one voice. Documents that contain
these agreements include the following:

+ A copy of the superintendent’s employment contract. An employment contract covering
multiple years must, by Illinots law, include specific performance based components. (See
Appendix B, Superintendent Employment and the Law). The academic improvement goals
contained in the contract can be among those addressed in the evaluation process. Conversely,
academic improvement goals developed for the evaluation process may be used in writing a
new multi-year contract. The contract may also contain other requirements for evaluating the
superintendent that need to be followed. Boards should always consult their school attorney

regarding contractual issues.

+ A job description describes or contains the superintendent’s leadership and management
responsibilities. Some job descriptions merely enumerate the chief executive’s responsibilities for
each area of district operations, while others may contain standards for each area of responsibility.
Regardless of how specific it is, the job description should be a tool to aid board members as they
think about their expectations for the superintendent.

« A copy of the district’s mission and vision statements and the goals intended to drive the
superintendent’s work. Goals for the superintendent typically are extensions of district goals and
should be carefully aligned with them. Goals should be primarily forward-focused. Goal-setting is
discussed in more detail below.

+ School board policies express the board’s expectations for the district, delegate authority to
the superintendent, describe the limitations placed on executive authority; and regulate the
board-superintendent relationship. Compliance with board policies is a legitimate focal point
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in superintendent appraisal. As part of the on-going evaluation process, the board may ask the
superintendent to provide evidence of compliance with written board policies.

«  School district plans may have been developed by the board, with involvement of the community
and/or staff in order to give the district some direction. These are often referred to as “strategic
plans”” The board and superintendent will need to ask if the plans are still relevant. Do they
contain goals for the superintendent?

« Professional standards have been developed for the superintendency at both the national and
state levels. The board may wish to incorporate either the Interstate School Leaders Licensure
Consortium (ISLLC) Standards for superintendents or the American Association of School
Administrators (AASA) Professional Standards for Superintendents as part of the evaluation
process. Alternatively, it may want to create its own set of expectations, influenced by district
priorities, available staff resources and other location considerations. (Appendix A offers a sample
of the types of professional standards a board might wish to consider.)

A Suggested Framework

The roles and responsibilities of the superintendent are many and varied. He or she is ultimately
responsible for everything that goes on in the district — from student learning to well-maintained
buildings and grounds. These roles and responsibilities require a variety of skills, characteristics,
expertise, knowledge, and activities. Therefore, in determining the expectations on which the
superintendent’s performance will be measured, it is useful to devise categories within which
expectations and specific targets can be set.

The four categories below may provide a useful framework: (Eadie, 2005)

1. Board-superintendent relations

2. Implementation of the district’s strategic initiatives (mission/vision/ goals)
3. District leadership and management

4. Community (external) relations

Category No. 1: Board-superintendent relations. One of the major responsibilities of the
superintendent is to support the board in doing its work. This may include assisting the board in
buildings its own capacity as a governing board — through providing professional development
opportunities, keeping the board abreast of developments at the local, state or national level that may
impact its work, and most significantly, ensuring the board has the best information possible to make

informed decisions.

Category No. 2: Implementation of the district’s strategic initiatives. The board sets the district’s
direction and articulates that direction in its mission, vision and goals statements (ends). 'These ends
statements then become the cornerstone of the board’s written policy manual. A few policies will

be pure “ends” policies, but “ends” language may appear throughout the policy manual in policies
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that serve primarily another purpose, such as delegating authority or sefting executive limitations.
'The board then monitors progress towards these ends and compliance with written board policy,
using data as the means for its assessment. The board that has received monitoring reports from the
superintendent throughout the year will find most of this piece of the evaluation complete. District
performance equates to superintendent performance. District goal setting is addressed in more detail

below.

Category No. 3: District leadership and management. In addition to implementing the board’s
strategic goals and objectives, the superintendent is charged with operating the district efficiently and
effectively. Managing operations is relatively easy to assess because efficiency and cost-effectiveness
can be measured. For example, a budget recommendation is either balanced or it’s not. A building
project comes in on time or on budget, or it does not. While leadership is perhaps a subjective quality
and more difficult to assess, it is at the heart of an individual’s ability to bring a group of people
together around a common objective.

A well-designed evaluation instrument also provides the board an opportunity to assess leadership
and management skills. Beyond simply achieving outcomes, the superintendent can and should be
expected to conduct his/her duties in a moral and ethical manner. In addition, the board may also
choose to evaluate the superintendent’s skills by his method and manner, style and tone used with
stafl, students, board and the public. The superintendent can be held accountable for creating a
positive school climate and culture only when the school board is clear about these expectations.

Category No. 4: Community (external) relations. The board should expect its superintendent to
represent the district within the community, to carry the district’s message and advocate on its behalf.
What this interaction looks like will differ from community to community, but could include media
relations, participation in local civic groups, or forming partnerships with other governmental bodies
such as the city council or park district.

The expectations that fall within each of these categories may already be articulated in the documents
discussed above. For example, most policy manuals will contain several policies regarding board-
superintendent relations and community relations. A well-crafted job description will contain
expectations about the superintendent’s leadership and management responsibilities. A district’s
mission, vision and goals may be contained within a district’s strategic plan and/or policy manual.

: " and to become responsible learners and deck:

Sampla PDI“:'f A sion-makers. The School District is committed

School District Philosophy to developing and using a visionary and innova-
tive curriculum, a knowledgeable and dedicated

The School District, in an active parinership with  staff, and sound fiscal and management prac-

parents and community, will promote excellence  tices.

in a caring environment in which all students

learn and grow. This partnership shall empovwe-  From PRESS sample policy 1:30, lllinois

er all students to develop a strong selfesteem  Association of School Boards, June 2011
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Development of Written District Goals

An effective superintendent evaluation process begins with a clear set of written expectations for the
district, articulated as written district goals, If the school board does not have district goals that are
up-to-date and relevant, it would be a good idea to engage in a goal setting process. Goal setting in its
simplest form involves three big questions:

Question No. 1: Where are we now? Setting District
Here the board assesses current needs and problems and anticipates future Goals and Direction
challenges.

IASB field services directors
are available to assist the
board in the goal-setting
process.

Question No. 2: Where do we want to go?
Here the board determines what it wants its schools to do for students and/
or what it wants in place in the district in one to five years.

Question Ne. 3: How shall we get there?
Here the board adopts its goals and the superintendent and staff create plans for reaching these goals.

Although goal setting is beyond the scope of this guide, a board should expect to devote time and
effort to the process and to involve a wide range of district stakeholders. Goals for the district need
to be aligned with the community’s aspirations for the schools and be reasonably appropriate for the

district’s resources.

When a board has engaged in a thoughtful goal setting process for the district, whether they are
broad, comprehensive long-term goals or specific annual goals, then the question can be asked, “What
can we as a board expect of the superintendent over the next 12 months to help the district fulfill
these goals?” Where a district has only broad goals, superintendent goals and targets will need to be
developed that are appropriate for the evaluation instrument.

For example, a board may have a long-term goal “to provide facilities that create an environment
that enhances learning” An appropriate goal statement for a superintendent might be to “present a
facilities plan that supports the technology and other needs of the district’s high school curriculum.”
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Agreement on Key Performance Indicators

As previously addressed, there are a number of documents which may
contain potential expectations of the superintendent. However, for the
process to be fair, the superintendent and board must discuss and reach
agreement on what the board will reasonably expect of the superintendent
in terms of results. Nothing will erode the board-superintendent
relationship more quickly than the board evaluating the superintendent
for something for which he or she had no idea he or she was being held

accountable.

Further, the board and superintendent also need to agree on what
measurements will be used to determine whether a particular goal has been
met, or whether the administration is in compliance with board policy. For
goals, the board needs to ask, “What will success look like?” For policies,
the board needs to ask “What assurances do we have that the policy is
being implemented?” A measure may be quantitative (e.g. did we decrease
truancy by 2 percent?) or qualitative (e.g. is our facilities plan effective?)

The performance review of each goal and expectation should be based

on enough data and informed opinion to avoid personal biases and “gut
feelings.” Because the evaluation will provide the foundation for planning
the next year’s goals, conclusions need to be based on the most informed
judgments possible. As part of the goal-setting process, the board and
superintendent will need to agree on what data the board will need in order
to monitor performance. Data collection efforts could include surveys, data
from the Illinois Interactive Report Card (IIRC), periodic performance
updates, etc.

In addition, the superintendent should feel free to ask the school board:
“What evidence will you require of me to demonstrate that I have achieved
my goals or fulfilled your expectations?”
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School Board
Accountability:
Monitoring District
Performance

IASB offers an in-district
workshop to assist boards

in learning and developing
an effective process

for monitoring district
performance. Working with
their own district goals and
policy manuals, boards have
an opportunity to identify
monitoring criteria, identify
indicators of district progress
towards these goals and
compliance with board policy
and to develop a district
“monitoring calendar.”

For more information, boards
should contact their IASB field
services director.




The school board should also keep in mind that information comes with a price tag. Even when
information is available from internal sources, the process of gathering and compiling it into a
comprehensible form takes staff time and energy. When each board member wants to see something
different, generating all of the information can be cost prohibitive. Therefore, members of the board
need o reach agreement on a precise description of the information that the superintiendent will be
asked to provide. And that agreement should take into account the amount of staff time that can be
devoted to the task. This is a critical area in which the board must again “speak with one voice.”
Note: When a board has not engaged in a district planning and goal setting process, it may be
necessary for the board and superintendent to agree on an interim evaluation mechanism until

such planning is undertaken. This is a situation a superintendent new to a district often faces. An
interim evaluation instrument could be based on the requirements contained in the superintendent’s
contract, job description and state or national professional standards. After district goals have been
established and superintendent goals that align with the district goals have been created, the focus
of the evaluation can move towards measurement of how the superintendent performed via these
goals. As an initial step, the board and superintendent might agree on a small number of goals for
the superintendent that express the board’s most immediate priorities to serve as a focus for district
improvement and for the superintendent’s evaluation.
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Put It in Writing and Develop
an Instrument

'The school board hasn’t spoken until it puts its expectations in writing and into an evaluation
instrument. While it is tempting to want to start the process by “borrowing” an instrument from
another district or other source, a board that views the superintendent evaluation as part of the overall
district planning process recognizes the need to develop an instrument based on its own unique
priorities, expectations and needs.

Using a template from another source or from the collection of samples available from an IASB field
services director is certainly acceptable; however, we caution board members against using the content
contained within the instrument. As previously stated, the expectations and goals for superintendent
performance are unique to each community and are a foundation to an evaluatjon process.

Crafting the language to express expectations and goals should be a collaborative process, owned
by the full board and superintendent. In addition, an evaluation instrument should never be “set
in stone;” but may need to be modified as the board-superintendent relationship develops, or as
situations or circumstances may warrant.

What to include:

An evaluation instrument will normally include one or all of the following components:
» progress towards district goals
» performance against professional standards
» performance on other expectations

Progress towards district goals. As discussed earlier, the board generally adopts broad,
comprehensive long-term goals or specific annual goals. For the evaluation instrument,

superintendent goals and targets will need to be developed for the twelve-month period under review.

Before board members complete their individual rating forms, the superintendent must provide a
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report demonstrating evidence of completion or progress towards the goal. The form may include
room for the superintendent’s report or the report may be provided as a separate document.

Performance against professional standards. The board may wish to measure the superintendent’s
performance against the Interstate School Leaders Licensure Consortium (ISLLC) Standards for
superintendents or the American Association of School Administrators (AASA) Professional
Standards for Superintendents. These are both comprehensive documents: the board may wish to
include those items judged most significant and relevant.

Performance on other expectations. There may be expectations contained in the superintendent’s
job description or contract, or otherwise agreed upon, which are not reflected in district goals. These
would need to be incorporated into the instrument as well.

Rating process

Evaluation instruments generally include numeric rating scales, narratives or a combination of both.

A numeric rating scale is more valuable if it includes descriptors, e.g. “Exceeds” expectations;” “Meets
expectations,” or “Below expectations.” Many practitioners prefer a system with multiple gradations
of performance such as the 9-point Likert-type rating scale, as it reduces the effect of one rating that
may not be consistent with the majority cast. Whenever a numeric scale is used, it is valuable to add a
“Comment” section, so that the evaluator may add an explanation of the rating given. Numeric rating
scales are commonly used when evaluating performance against professional standards.

A narrative format may be particularly appropriate when the evaluator is assessing progress towards
district goals. Although the superintendent will provide data to demonstrate progress or completion
of a particular goal, individual board members may want to add their own observations.

Summative report

it may be helpful to develop a summation sheet to assist the board president or evaluation committee
chair who collates the individual board member results. Ultimately, the final report that the
superintendent receives needs to reflect the consensus of the board.

Signature section

Tt is common to have a section at the end of the instrument where the board president and
superintendent provide their signatures and date that the evaluation was reviewed with the
superintendent. This is the copy that will be placed in the superintendent’s personnel file.
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The Annual Performance Review

In the annual performance review, the school board compares the superintendents results with the
board’s expectations. One year prior, the board and superintendent will have already reached a clear
agreement on and documented:

» the board’s expectations of the superintendent
o the factors that the board will evaluate in measuring the superintendent’s performance against

those expectations
« the information that the board will want to see in evaluating the superintendent’s performance

If the board has diligently come to consensus and spoken with clarity regarding its expectations

and has been monitoring progress towards district goals, the annual performance review will in all
likelihood go smoothly. The board and superintendent have a clear idea of what will be evaluated

and the performance information that will be shared and examined. The performance review should
produce real growth for the district’s leadership. Keep in mind, however, that the performance

review is no time to make changes in expectations or to ask for different kinds of measurements.

The superintendent should be informed far in advance how the board plans to gather and use
evaluative information. Unless the superintendent has misinterpreted the board’s original request for
information, the board needs to live with what it said it wanted in terms of results and information for

measuring those results.

A Note on Public Maatings the superintendent’s performance, therefore.

needs to be carried out in public meetings. On
The lllincis Open Meetings Act permits the  the other hand, any discussion involving the
school board to hold closed meetings to consider  supenintendent's actual performance or the
the performance of specific employees. There is board's evaluation of the superintendent can and
no exception to public mestings that is generally  should be conducted in a closed meeting.

-applicable 1o goal setting or planning.
This is not a legal opinion; for legal advice, each

The work of planning a process for evaluating  school board should contact its own attorney.
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When the time comes to assess the superintendent’s performance against the expectations agreed
to with the board, who takes the initiative? While there are many approaches that can be taken, the
following could be considered best practice:

« The superintendent presents to the school board his or her own self-assessment of
performance on each of the goals and expectations that have been agreed to. The
superintendent should provide evidence of some tangible progress toward the agreed-upon
expectations.

+ Individual board members complete the evaluation forms. The forms are collected by the
board president, or perhaps an evaluation committee chair, who compiles the ratings and/or
feedback.

» The board then meets to discuss and come to a consensus regarding superintendent
performance. The ratings are compiled into a single document.

s 'The board president or evaluations chairman meets with the superintendent to present the
final evaluation to the superintendent.

» The entire board meets with the superintendent, so that he or she has the opportunity to hear
from all board members. If board members disagree about superintendent performance, it is
important that superintendent hear all points of view. However, the board president will want
to remind everyone that the “one voice” whose direction the superintendent will be expected
to follow is that of the majority.

s A written summary of the evaluation should be given to the superintendent with a copy
retained by the board in a confidential “superintendent’s personnel file”

» If the evaluation instrument or process needs to be modified to reflect additional or modified
expectations as well as updated goals, this is the time to do so.

Decisions regarding the superintendent’s compensation and benefits and contract renewal issues may

be considered at this time.
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CONDUCT THE
MID-YEAR

CHECK-UP

Conduct the Mid-Year Check-Up

While this guide describes an annual formal evaluation process, boards are encouraged to engage

in a less formal, semi-annual evaluation. Typically, the superintendent presents an update on his or
her own progress to date on each of the goals and expectations that have been agreed to. 'This is an
opportunity for both the board and superintendent to determine if any adjustments to the yearly plan
are required, due to unforeseen circumstances or a shift in district priorities. It is also an opportunity
for the board to express to the superintendent any concerns about his or her performance to date,

so the superintendent can react and make corrections where appropriate prior to the formal annual
review.
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Focus on the Future

Once the annual formal review is complete, the cycle begins anew. The board and superintendent will
want to review district goals and objectives and any guiding statements regarding district mission and
philosophy. If revision of any of these “ends” documents seems appropriate, the board may want to
establish steps to involve stakeholders in the process.

The superintendent will then develop superintendent goals for the coming year. The board and
superintendent will agree on the goals and measures of progress. These may be written into the
superintendent’s performance contract, if appropriate.
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Bringing it All Together — Final Thoughts

As trustee for the community, the board has an obligation to evaluate the individual to whom it has
entrusted its most important assets — its children and its money. In addition, as employer, the board
has an obligation to let its chief executive officer know what is expected of him or her, to give feedback
regarding on performance, and to offer opportunities for continuous improvement.

The process begins with a clear understanding of roles, responsibilities, and relationships. The
employment of the superintendent is based on concepts outlined in the contract, job description,
district goals, and board policy. The board and superintendent reach consensus regarding
expectations and measures and document then in an evaluation instrument. Time is scheduled

for this work on the board’s annual agenda calendar, taking into account dates by which certain
decisions have to be made, most notably decisions regarding the superintendent’s compensation and
contract status. Ideally, at least one opportunity for a more informal superintendent evaluation is
scheduled to allow for mid-year corrections and a discussion regarding progress towards goals. An
annual summative evaluation takes place in executive session. After the formal evaluation process

is complete, the board may want to review the superintendent’s job description and employment
contract to determine whether they are current and relevant. If appropriate, the board may act on
superintendent’s compensation or contract. At this point, the board and superintendent focus on the
future, establishing goals, expectations and measures for the following year.

A board and superintendent that have taken the time to develop a mutually agreed upon process
for evaluation will have taken great strides towards strengthening the district’s leadership team and
moving the district forward to even higher levels of achievement and success.
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Appendix A
Educational Leadership Policy Standards (ISLLC 2008)

The Interstate School Leaders Licensure Consortium (ISLLC) Standards for School Leaders is a set
of high-level policy standards for education leadership. These standards are intended to provide
guidance to state policymakers as they work to improve education leadership preparation, licensure,
evaluation, and professional development. The list of six standards can be found at: www.ccsso.org/
Documents/2008/Educational_Leadership_Policy_Standards_2008.pdf

Standard 1:
An education leader promotes the success of every student by facilitating the development,

articulation, implementation, and stewardship of a vision of learning that is shared and supported by
all stakeholders.

Functions:

A. Collaboratively develop and implement a shared vision and mission

B. Collect and use data to identify goals, assess organizational effectiveness, and promote
organizational learning

C. Create and implement plans to achieve goals

D. Promote continuous and sustainable improvement

E. Monitor and evaluate progress and revise plans

Standard 2:
An education leader promotes the success of every student by advocating, nurturing, and sustaining a

school culture and instructional program conducive to student learning and staff professional growth.

Functions:
Nurture and sustain a culture of collaboration, trust, learning, and high expectations

Create a comprehensive, rigorous, and coherent curricular program

Create a personalized and motivating learning environment for students

Supervise instruction

Develop assessment and accountability systems to monitor student progress

Develop the instructional and leadership capacity of staff

Maximize time spent on quality instruction

Promote the use of the most effective and appropriate technologies to support teaching and

learning
Monitor and evaluate the impact of the instructional program

HOEEOTOR >
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Standard 3:
An education leader promotes the success of every student by ensuring management of the
organization, operation, and resources for a safe, efficient, and effective learning environment.

Functions:
A. Monitor and evaluate the management and operational systems
B. Obtain, allocate, align, and efficiently utilize human, fiscal, and technological resources
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C. Promote and protect the welfare and safety of students and staff
D. Develop the capacity for distributed leadership
E. Ensure teacher and organizational time is focused to support quality instruction and student

learning

Standard 4:
An education leader promotes the success of every student by collaborating with faculty and

community members, responding to diverse community interests and needs, and mobilizing

community resources.

Functions:
A. Collect and analyze data and information pertinent to the educational environment

B. Promote understanding, appreciation, and use of the community’s diverse cultural, social, and
intellectual resources

C. Build and sustain positive relationships with families and caregivers

D. Build and sustain productive relationships with community partners

Standard 5:
An education leader promotes the success of every student by acting with integrity, fairness, and in an

ethical manner.

Functions:
Ensure a system of accountability for every student’s academic and social success

Model principles of self-awareness, reflective practice, transparency, and ethical behavior
Safeguard the values of democracy, equity, and diversity

Consider and evaluate the potential moral and legal consequences of decision-making
Promote social justice and ensure that individual student needs inform all aspects of schooling

MO0

Standard 6:
An education leader promotes the success of every student by understanding, responding to, and

influencing the political, social, economic, legal, and cultural context.

Functions:

A. Advocate for children, families, and caregivers

B. Act to influence local, district, state, and national decisions affecting student learning

C. Assess, analyze, and anticipate emerging trends and initiatives in order to adapt leadership

strategies
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Appendix B
Superintendent Employment and the Law

The legal backdrop shaping the board-superintendent relationship is explained below in a Q&A
format. Boards should consult their attorney before taking any action concerning a superintendent’s

employment:
Q: What process should a board use to employ a new superintendent?

A: During or even before a search for a superintendent, a board should meet with the board
attorney. Together with the attorney, the board should identify terms for the superintendent’s
contract. They should spend some time identifying performance components for a contract
that align with the board’s goals for the district and that the board may use as the basis for
evaluating the superintendent. After this discussion, the attorney will draft a contract to
present to the applicant(s) whom the board select(s) as finalist(s).

Q: Must a district employ a superintendent?
A: Yes. All except very small school districts are required to employ a full-time
superintendent. A superintendent may serve in two professional capacities, provided that full-
time equivalency results in a maximum of one full-time position.

Q: Where are the superintendent’s duties and responsibilities found?
A: They are in four primary places: the School Cede, Illinois State Board of Education rules,
board policies, and superintendent’s employment contract. The board has considerable

authority to shape these duties and responsibilities through its policy-making function and
the superintendent’s contract.

Q: Must the board enter into a contract with the superintendent?

A: Yes. A district must employ a superintendent under either a contract for a period not
exceeding one year or a performance-based contract for a period not exceeding five years.

Q: Why would a board offer a superintendent a single-year contract?
A: Boards have used a contract for one year or less to fill an interim position. Other reasons

certainly exist depending on the circumstances. Superintendents employed under a one-
year contract gain tenure rights, meaning that they will have the same due process rights as a

licensed teacher.
Q: What are the requirements for a multi-year contract?

A: A multi-year contract is called a “performance-based contract” because it must be linked
to student performance and academic improvement. To accomplish this, each performance-
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based contract must include the goals and indicators of student performance and academic
improvement. The school board determines and uses these to measure the superintendent’s

performance and effectiveness.
Q: How does a board extend a multi-year contract?

A: The board must make a finding that the superintendent met the contract’s performance
goals before it may extend or roll-over the contract, although the parties may enter into 2 new
contract. Superintendents employed under a multi-year contract do not receive tenure but
they do not lose any previously acquired tenure credit with the district.

Q: Who supervises and evaluates the superintendent?

A: The school board! The School Code requires the school board “to direct, through policy,
its superintendent in his or her charge of the administration of the school district” The statute
also requires the school board to evaluate the superintendent in his or her “administration of
school board policies and his or her stewardship of the assets of the district”

Q: Can a board dismiss a superintendent during his or her contract?

A: To dismiss an individual during the term of a contract, the school board must have sufficient cause
(e.g., prove breach of contract) and provide thorough due process procedures.

Q: How does a board non-renew a superintendent contract?

A: Unless the employment contract specifically provides a different date, notice of the board’s
intent to not renew a contract (either annual or multi-year) must be given by April 1 of the
year in which the contract expires. If notice is not given, the contract automatically extends
for one more year. Notice must be served in writing and state the specific reason for the non-

renewal.

Legal References:

105 ILCS 5/10-16.7, 10-21.4, 10-23.8, and 21-7.1.
23 [Il. Admin. Code 1.310.

PRESS sample policy 3:40, Superintendent.
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Appendix C
Sample Calendar for Superintendent Evaluation Activities

In establishing a schedule for evaluating the superintendent, the board should take into account
the dates by which certain decisions need to be made, most notably decisions regarding the
superintendent’s contract and contractual status.

May/June
Board and superintendent agree on district goals for the year.

June/July
Superintendent creates superintendent goals which support district goals, including indicators

of success. Board approves these superintendent goals. The board and superintendent agree on
any additional expectations for which the superintendent will be held accountable.

August
Through the budgeting process, resources are allocated to support district goals.

Fall
The board evaluates its own processes and effectiveness through a board self-evaluation.”

The board and superintendent conduct a less-formal semi-annual evaluation to monitor

progress to-date.

January/February
'The Superintendent provides the board with a self-assessment of performance on each of the

goals and expectations that had been agreed to. _
Individual board members complete evaluation forms. The forms are collected by the board

president or evaluations committee chair, and results compiled.
Board meets to discuss and come to consensus regarding superintendent performance.
Board president (or committee) meets with superintendent to present the final evaluation.

February/March
'The entire board meets with the superintendent so that he or she has the opportunity to hear

all points of view.
A written summary of the evaluation is given to the superintendent and a copy retained by the

board in a confidential “superintendent’s personnel file”

March/April
Decisions regarding the superintendent’s compensation and benefits and contract renewal

may be considered.
If the evaluation form or process needs to be modified, this is the time to do so.

May/June
'The process repeats. The board and superintendent revisit district goals and modify as

appropriate.

*A board self-evaluation can occur any time before the annual formal superintendent evaluation process.
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Appendix D

Foundational Principles of Effective Governance

As the corporate entity charged by law with governing a school district, each School Board sits in trust
for its entire community. The obligation to govern effectively imposes some fundamental duties on the

Board:

1. The Board Clarifies the District Purpose.
As its primary task, the Board continually
defines, articulates and re-defines district

ends to answer the recurring question — who

gets what benefits for how much? Effective

ends development requires attention to at

least two key concerns: student learning and

organizational effectiveness.

» Ends express the benefits the school district
should deliver, thereby providing the entire
system with clarity of purpose and a clear
direction. A School Board rarely creates
district ends; rather, it most often detects
them through listening and observing.

» Ends reflect the district’s purpose, direction,
priorities and desired outcomes and are
recorded in statements of core values/beliefs,
mission, vision and goals.

» In effective school districts, every part of
the organization is aligned with the ends
articulated by the School Board in written
Board policy.

»  Well-crafted ends enable the School Board
to effectively and efficiently monitor district
performance and assess organizational
success (Principle 5).

2. The Board Connects With the Community.
The School Board engages in an ongoing two-
way conversation with the entire community.
This conversation enables the Board to hear
and understand the community’s educational
aspirations and desires, to serve effectively as an
advocate for district improvement and to inform
the community of the district’s performance.
«  Community engagement, also called

public engagement or civic engagement,

is the process by which school boards

actively involve diverse citizens in dialogue,
deliberation and collaborative problem
solving around common concerns.

o Effective community engagement is
essential to create trust and support among
community, Board, Superintendent and staff.

» A Board in touch with community-wide
concerns and values will serve the broad
public good rather than being overly
influenced by special interests.

» The School Board must be aggressive
in reaching out to the community - the
district’s owners - fo engage people in
conversations about education and the
public good. In contrast, people who bring
customer concerns to Board members
should be appropriately directed to the
superintendent and staff.

3. 'The Board Employs a Superintendent.

The Board employs and evaluates one person

— the Superintendent — and holds that person

accountable for district performance and

compliance with written Board policy.

o An effective School Board develops and
maintains a productive relationship with the
Superintendent.

»  The employment refationship consists of
mutual respect and a clear understanding
of respective roles, responsibilities and
expectations. This relationship should
be grounded in a thoughtfully crafted
employment contract and job description;
procedures for communications and ongoing
assessment; and refiance on written policy.

o Although the Board is legally required to
approve all employment contracts, the Board
delegates authority to the Superintendent
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to select and evaluate all district staff within
the standards established in written Board

policy.

4. The Board Delegates Authority.

The Board delegates authority to the

Superintendent to manage the district and

provide leadership for the staff. Such authority is

communicated through written Board policies
that designate district ends and define operating
parameters.

»  Ultimately, the School Board is responsible
for everything, yet must recognize that
everything depends upon a capable and
competent staff.

o “Delegates authority to” means empowering
the Superintendent and staff to pursue
Board ends single mindedly and without
hesitation. A Board that does (or re-does)
staff work disempowers the staff. High levels
of Superintendent and staff accountability
require high levels of delegation.

» Delegation is difficult for anyone accustomed
to direct action. However, to appropriately
stay focused on the big picture and avoid
confusing the staff, members of the School
Board must discipline themselves to trust
their Superintendent and staff and not
involve themselves in day-to-day operations.

5. The Board Monitors Performance.

The Board constantly monitors progress toward

district ends and compliance with written Board

policies using data as the basis for assessment.

» A School Board that pursues its ends
through the delegation of authority has a
moral obligation to itself and the community
to determine whether that authority is being
used as intended.

o  Unless the Board is clear about what it wants,
there is no valid way to measure progress
and compliance.

« A distinction should be made between
monitoring data (used by the Board for
accountability) and management data (used
by the staff for operations).

» 'The constructive use of data is a skill that
must be learned. The Board should have
some understanding of data, but will
typically require guidance from the staff.

6. The Board Takes Responsibility For Itself.

The Board, collectively and individually,

takes full responsibility for Board activity and

behavior — the work it chooses to do and how

it chooses to do the work. Individual Board
members are obligated to express their opinions
and respect others’ opinions; however, Board
members understand the importance of the

Board ultimately speaking with one clear voice.

« The School Board’s role as trustee for the
community is unique and essential to both
the district and community.

«  While the Board must operate within legal
parameters, good governance requires the
Board be responsible for itself, its processes
and contributions. Board deliberations and
actions are limited to Board work, not staff
work.

» The Board seeks continuity of leadership,
even as it experiences turnover in
membership. The Board accomplishes this
by using written Board policies to guide
Board operations, by providing thorough
orientation and training for all members,
and by nurturing a positive and inviting
Board culture.
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Attachment 1

JOB DESCRIPTION
Title: Superintendent of Schools
Reports To: Board of Education
Supervises: Assistant Superintendents
Directors
Principals

Primary Function: Chief Administrative Officer of the District

Specific Duties and Responsibilities:

1. Attend and participate in all meetings of the Board and its committees, except
when the Superintendent’s employment or salary is under consideration.

2. Prepare and submit to the Board recommendations relative to all matters requiring
Board action, placing before the Board such necessary and helpful facts, information,
and reports as are needed to ensure the making of informed decisions.

3. Advise the Board on the need for new or revised policies and see that all policies of the
Board are implemented.

4. Report to the Board such matters as decmed material to the understanding and proper
management of the schools, or as the Board may request.

5. Formulate school objectives, policies, plans, and programs; and prepare (or cause to be
prepared) and present facts and explanations necessary to assist the Board in its duty
of legislating for the schools.

6. Communicate directly or through delegation all actions of the Board relating to
personnel matters to all employees; and receive from employees all communications

to be made to the Board.

7 Recommend to the Board for final action the promotion, salary changes, demotion, or
dismissal of any employee.

8. Submit to the Board a clear and detailed explanation of any proposed procedure
which would involve either departure from established policy or the expenditure of

substantial sums of resources.

9. Recommend to the Board sales of all property no longer required by the Board, and
supervise the proper execution of such sales.

10. Make recommendations to the Board concerning the transportation of pupilsin
accordance with the law and the requirements of safety.
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Superintendent of Schools —continued
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11.

12.

13.

14.

15.

16.

17.

183.

19.

20.

21.

22.

23.

24,

Make recommendations with reference to the location and size of new school sites and
of additions to existing sites; the location and size of new buildings on school sites; the
plans for new school buildings; all appropriations for sites and buildings; and

improvements, alterations, and changes in the buildings and equipment of the district.

Act on own discretion if action is necessary in any matter not covered by Board policy,
report such action to the Board as soon as practical, and recommend policy in order to
provide guidance in the future.

Supervise the implementation of all constitutional or statutory laws, state and charter
regulations, and Board policies.

Make all administrative decisions within the school necessary to the proper function of
the school district.

Exercise power to make such rules and give such instructions to school employees and
students as may be necessary to implement Board policy.

Delegate at own discretion to other employees of the Board the exercise of any powers
of the discharge of any duties with the knowledge that the delegation of power or
duty does not relieve the superintendent of final responsibility for the action taken

under such delegation.
Serve as ex officio member of committees.

Administer as chief school executive, the development and maintenance of a positive
educational program designed to meet the needs of the community and to carry out
the policies of the Board.

Conduct a periodic evaluation of the total school program and advise the Board on
recommendations for any improvements.

Recommend to the Board for its adoption all courses of study, curriculum guides, and
major changes in texts and time schedules to be used in schools.

Study and revise, together with the staff, all curriculum guides and courses of study,
on a continuing basis.

Supervise methods of teaching, supervision, and administration in effect in the
schools.

Plan and direct a program for selection and assignment of the best qualified teachers
and personnel.

Administer provisions of the School Code as they apply to personnel, practice teacher
agreements between the district and participating colleges and universities, and
sabbatical leave and leave of absence policies.
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25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

39,

Recommend for appointment, election, or employment all employees of the Board and
assign, transfer, and recommend for dismissal any and all employees of the Board.

Assign and define the duties of all personnel, subject to Board approval where
appropriate.

Hold such meetings of teachers and other employees as necessary for the discussion of
matters concerning the improvement and welfare of the schools.

Suspend any employee for just cause, and report such suspension to the Board at the
next meeting thereafter for final action.

Report to the Board the case of any employee whose service is unsatisfactory, and
recommend appropriate action.

Keep informed on Federal and State regulations as they relate to students and work
closely with the appropriate administrators to assure compliance.

Direct the preparation of the annual budget for adoption by the Board, and administer
the budget as enacted by the Board, acting at all times in accordance with legal
requirements and adopted Board policies.

Approve vacation schedules for all salaried district employees.

Establish and maintain efficient procedures and effective controls for all expenditures
of schoo! funds in accordance with the adopted budget, subject to direction and

approval of the Board.

Provide suitable instructions and regulations to govern the use and care of school
properties,

Maintain directly or through delegation such personnel records, pupil accounting
records, business records, and other records which are required by law and by Board

policy.
File, or cause to be filed, all reports required by the State and the School Code.

Recommend the establishment or alteration of attendance boundaries for all schools in
the interest of good administration of the instructional program, and approve the
special transfer of students from one school to another only when, in the
superintendent’s opinion, conditions in each case warrant such action.

Attend, or delegate a representative to attend, all meetings of municipal agencies at
which matters pertaining to the public schools appear on the agenda or are expected

to be raised.

Attend such conventions and conferences as are necessary to keep abreast of latest
educational trends.



Superintendent of Schools —continued

40.

41.

42.

43.
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Represent the schools before the community and maintain, through cooperative
leadership, a program of publicity and public relations that keeps the public informed
as to the activities, needs, and successes of the schools.

Keep the public informed about modern educational practices, educational trends, and
the policies, practices and problems in the district’s schools.

Confer periodically with professional and lay groups concerning the school program,
and transmit to the Board suggestions gained from such conferences.

Perform such other tasks as may be assigned by the Board.
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Attachment 2

2014-2015
SUPERINTENDENT EVALUATION TOOL

DATE

Standard 1: Vision

Promotes the success of every student by facilitating the articulation, implementation, and stewardship
of a vision for learning that is shared and supported by all stakeholders.

The superintendent will;

Facilitate the development and implementation of the Strategic Plan.

Promote high academic standards for all.

Implement the goals of the Board of Education.

Provide organizational leadership and inspiration to administrators, staff, and students
of the district.

Act as the spokesperson of the district.

Monitor district performance and report to the Board of Education.

Suggest district improvement ideas to the Board of Education.

Evidence to demonstrate growth in goal area:

Rating for Visien:
4 Always exceeds expectations - Outstanding
3 Exceeds expectations — Excellent
2 Meets expectations — Good
1 Seldom meets expectations - Below Average

Comments:




Promotes the success of every student by advocating, nurturing, and sustaining a school culture and
instructional programs conducive to student learning and staff professional growth.

The superintendent will:
* Oversee development of a comprehensive, rigorous, and coherent curriculum which will
engage and inspire learners.
* Review curriculum and instructional practices to ensure best practice approaches are used
throughout the district.

e Provide clear explanation and communication regarding curricular degisions to board, staff,
students, and community.

* Ensure alignment of curriculum, instruction, and assessment.

* Use multiple sources of data to monitor impact of the instruetional program.
¢ Develop instructional leadership and build capacity of staff.

* Promote a positive school environment for every student.

e Promote the use of appropriate technologies to suppoit feaching and learning.

* Maintain a regular physical presence in schools.

Evidence to demonstrate growth in goal area:

Rating for Learning and Instruction:

4 Always exceeds expectations - Outstanding
3 Exceeds expectations — Excellent

2 Meets expectations — Good

1 Seldom meets expectations - Below Average

Comments:




Stapdard 3: Organization, Fi & Facilii
Ensures effective management of the organization, operations, and district resources tn order to create a
safe, efficient, and effective learning environment.

The superintendent will:

Maintain a safe, caring, and orderly learning environment in all schools.

Keep the Board of Education informed of district financial status and work with the Board to
establish budgetary and financial priorities.

Balance the needs of the district innovation and operating expenses with the resources available.
Evaluate facilities and report needed improvements to the Board.

Obtain, allocate, and efficiently utilize human, fiscal, and technological résources

Establish procedures and practices for dealing with emergencies.

Develop the capacity for distributed leadership. ‘

Evidence to demonstrate growth in goal area:

Rating for Organization, Finance & Facilities:

4 Always exceeds expectations - Qutstanding
3 Exceeds gXpé;:ﬁEions — Excellent

2 Meets expectétions — Good

1 Seldom meets expectations - Below Average

Comments;




Standard 4: Ethics

Act with integrity and fairness in an ethical manner.

The superintendent will:

* Model principles of self-awareness, reflective practice, transparency, and ethical behavior.

* [ ead by example by being ethical, trustworthy, caring, and professional.

® Uphold Board policy.
* Maintain transparent and honest relationships with the Board of Educativn and staff.

* Communicate regularly with the Board of Education.
* Explore and develop ways to find common ground in dealing with difficultand divisive

issues.
* Evaluate the potential moral and legal consequences of decision-making.

Evidence to demonstrate growth in goal area:

Rating for Ethics:
4 Always exceeds expectations - Outstanding
3 Exceeds expectations — Excellent
2 Meets expectations — Good
1 Seldom meets expectations - Below Average

Comments:




Standard 5: Social & Political Envi
Understand, respond to, and influence political, social, economic, legal, and cultural
environments.

The superintendent will:

® Maintain awareness of current legal and political issues.

* Inform the Board of Education of social and political issues that impact our district.
* Connect to local professional organizations.

* Prepare for the potential pitfalls of change initiatives.

Evidence to demonstrate growth in goal area:

Rating for Social and Political Environments:

4 Always exceeds expectations - Qutstanding
3 Exceeds expectations — Excellent
2 Meets expectations — Good

—

Seldom meets expectations - Below Average

Commentis:




Standards 6: Policy and Governance
Works with the Board to formulate district policy.

The superintendent will:

e Understand and articulate the system of public school governance and differentiate
between policy making and administrative roles.

» [stablish procedures for Superintendent/Board interpersonal and working relationships
and demonstrate clear understanding of appropriate roles and responsibilities of each.

* Promote shared decision-making throughout the organization.

* Ensure compliance with all local, state, and federal laws.

e Use legal counsel in governance and procedures to avoid civil and criminal liabilities as
appropriate,

Evidence to demonstrate growth in goal area:

Rating for Policy and Governance:

4 Always exceeds expectations - Outstanding
__ =3 Exceeds expectations — Excellent
= . Meets expectations — Good

1 Seldom meets expectations - Below Average

Comments:




Standard 7: Communication and Community Relations
Articulates district vision and purpose, handles media relations, solicits community feedback, and

builds consensus for community support.

The superintendent will:

» Clearly articulate district vision, mission, and priorities to community and media.

*  Develop formal and informal techniques to gain external perceptions of district.
*  Demonstrate effective communication skills {oral and writien)
* Promote involvement of all stakeholders.

o Establish effective school/community relations and school/business partnerships.

* Be visible at school activities.
* Provide a public relations role in the community.
* Develop and maintain an approachable style.

Evidence to demonstrate growth in goal area:

Rating for Communications apd Community Relations:

4 Always exceeds expectations - Outstanding
B Exceeds expectations — Excellent
2 Meets expectations — Good

! Seldom meets expectations - Below Average

Comments:




Superinicndent Evaluation S Ratings:

Standards

Rating

Vision

Learning and [nstruction

Organization and Facilities

Ethics

Social and Poliiical Environment

Policy and Governance

Communication and Community Relations

Rating Levels:

Always exceeds expectations - Outstanding

Meets expectations — Good

4
3 Exceeds expectations — Excellent
2
1

Seldom meets expectations - Below Average

Commendations/Recognition:

Areas for Growth:

Key Dates;
Goal Setting Date: August, 2014

Mid-Year Evaluation Date: January, 2015
Annual Evaluation Conference: April, 2015

Superintendent’s Signature:

Board President’s Signature:

Date:




Superintendent Evaluation Form

Attachment 3

GOAL

[RATING | COMMENTS

I. Deliver appropriate leadership District-wide to provide continuous improvement
for the “Whole Child” utilizing goals and action plans of the district strategic plan.

A.

4321

4321

II. Support the Board with ongoing and timely information relating to the financial

health of the District.

A.

4321

4321

III. Maintain consistent and precise communications with District employees, parents,

and the entire Park Ridge-Niles conmunity.

A.

4321

4321

IV. Deliver and support high levels of leadership.

A.

4321

B.

43121

V. Deliver and support high levels of management.

A.

4321

B.

4321

VL. Other leadership and management expectations.

A.

4321




4321

OTHER COMMENTS:

As of 2013-14




