MAGNOLIA

EDUCATIONAL & RESEARCH

FOUNDATION

Magnolia Public Schools

Personnel Committee Meeting

Date and Time
Wednesday January 18, 2017 at 9:00 AM

Location
MPS Home Office: 250 E 1st St. Ste 1500 Los Angeles CA 90012

Regular Personnel Committee Meeting
Access to the Board Meeting: Any interested parties or community members from
remote locations may attend the meeting remotely by dialing in:
Dial: 1.844.572.5683 Code: 1948435

In compliance with the Americans with Disabilities Act (ADA) and upon request,
Magnolia Public Schools may furnish reasonable auxiliary aids and services to qualified
individuals with disabilities. Individuals who require appropriate alternative
modification of the agenda in order to participate in Board meetings are invited to
contact the MPS central office. If you need special assistance to attend the meeting or
translation services, please notify Barbara Torres at (213) 628-3634 x100 to make
arrangements and accommodations.

Any public records relating to an agenda item for an open session of the Board which
are distributed to all, or a majority of all, of the Board members shall be available for
public inspection at 250 East 1st Street Ste. 1500 Los Angeles, CA 90012.

Personnel Committee Members:
Dr. Saken Sherkhanov
Mr. Nguyen Huynh

CEO and Superintendent
Dr. Caprice Young

Agenda

I. Opening Items

A. Call the Meeting to Order



B. Record Attendance and Guests
C. Flag Salute

D. Public Comments

E. Approval of the Agenda

F. Approve Minutes of Personnel
Committee Meeting- March 7, 2016

Il. Updates and Discussion Items

A. Paycom Update; capacities, changes
and benefits

B. Changes in Personnel Costs and
Expenses

C. STRS and PERS Update

D. Recruitment Activities; current and
future action plans

E. Immigration Update

F. MPS Staff Evaluations Update

. Action Items- Recommendations

A. Approval of Cash Advances Policy

IV. Closing Items

A. Adjourn Meeting

Vote

Approve Minutes

Discuss

Discuss

Discuss

Discuss

Discuss

Discuss

Vote

Vote

Terri Boatman

Terri Boatman

Terri Boatman

Terri Boatman

Terri Boatman

David Yilmaz

Terri Boatman

H OB W R

15

10

10
15

15
10

10



Section:

Item:
Purpose:

Key Result:
Submitted by:

Related Material:

Section:

Item:
Purpose:

Key Result:
Submitted by:

Related Material:

Section:

Item:
Purpose:

Key Result:
Submitted by:

Related Material:

Section:

Item:
Purpose:

Key Result:
Submitted by:

Related Material:

Section:

Item:
Purpose:

Key Result:
Submitted by:

Related Material:

Section:
Item:
Purpose:

Agenda Cover Sheets

Il. Updates and Discussion Items

A. Paycom Update; capacities, changes and benefits

Discuss

Il A Paycom Update.pdf

Il. Updates and Discussion Items
B. Changes in Personnel Costs and Expenses
Discuss

Il B Personnel Costs and Expenses.pdf

Il. Updates and Discussion Items
C. STRS and PERS Update
Discuss

Il C STRS PERS Update.pdf

Il. Updates and Discussion Items
E. Immigration Update
Discuss

Il E Immigrant Update.pdf

Il. Updates and Discussion Items
F. MPS Staff Evaluations Update
Discuss

Il F Staff Evaluations.pdf

Ill. Action Items- Recommendations
A. Approval of Cash Advances Policy
Vote



Key Result:
Submitted by:
Related Material: |Il A Cash Advances Policy.pdf



MAGNOLIA

EDUCATIONAL & RESEARCH

FOUNDATION

Magnolia Public Schools
Minutes

Personnel Committee Meeting

Date and Time
Monday March 7, 2016 at 5:30 PM

Location
Teleconference Dial: 1.844.572.5683 Code: 1948435

Regular Personnel Committee Meeting:
Personnel Committee Members:
Mr. Saken Sherkhanov
Mr. Nguyen Huynh

CEO and Superintendent
Caprice Young

Committee Members Present
N. Huynh (remote), S. Sherkhanov (remote)

Committee Members Absent

I. Opening Items

A. Record Attendance and Guests
All committee members joined remotely.

B. Call the Meeting to Order
S. Sherkhanov called a meeting of the Personnel committee of Magnolia Public
Schools to order on Monday Mar 7, 2016 @ 5:34 PM at Teleconference Dial:
1.844.572.5683 Code: 1948435.

C. Approve Minutes of Personnel Committee Meeting- January 20, 2016



N. Huynh made a motion to approve minutes from the Personnel Committee
Meeting on 01-20-16.

S. Sherkhanov seconded the motion.

The committee VOTED unanimously to approve the motion.

Il. Action Items- Committee Recomendations for Full Board Approval

A. Approval of Teacher Compensation Plan
T. Boatman, Chief of Human Resources, presented the 2016-17 teacher
compensation plan to the Personnel Committee. She mentioned that a survey
was sent to teachers to obtain their feedback on health benefits and current pay
scale, this feedback was incorporated into the new scale. C. Young, Chief
Executive Officer and O. Diaz, Chief Financial Officer, explained what the budget
variances would be if the compensation plan was approved. MPS staff believe
that the new pay scale will strengthen staff retention numbers through the offer
of multi year contracts, health benefits and equality amongst subjects taught.
The creation of this scale was based on executive team efforts along with
approval of school principals. This salary scale continues to use the point system
therefore, teacher increases will vary per employee based on experience,
degrees, extra duties and other factors. MPS Executive team provided feedback
and addressed questions. Committee members requested additional information,
they would like to obtain feedback from the principals on the presented scale. No
actions were taken.

B. Approval of Changes from 12 Month Agreements to 10 Month Agreements
T. Boatman, Chief of Human Resources, presented the change from 12 month
employee agreements to 10 month employee agreements. She explained that
this modification will not change salaries, therefore there are no budget
implications. With this modification, teacher salaries will be paid evenly through
out 12 months. Magnolia Public Schools will institute summer holdback, this
system spreads teacher salaries out evenly through 12 months. The new
proposed contract dates will align with the school calendar in order to better
comply with STRS & PERS reporting. The approval of these changes will allow
MPS to begin this new process in fiscal year 2016-17. All questions were
addressed.

S. Sherkhanov made a motion to recommend approval of Changes from 12 Month
Agreements to 10 Month Agreements.
N. Huynh seconded the motion.
The committee VOTED unanimously to approve the motion.
Roll Call
S. Sherkhanov Aye
N. Huynh Aye

C. Approval of Benefits's Broker Services
T. Boatman, Chief of Human Resources, presented the Benefit's Broker Services
to the committee. She explained the Request For Proposal and interview process
of the four companies that applied. She also explained that Magnolia Public
Schools (MPS) has been using the same broker for several years and it was in the
best interest of the organization to re-bid the contract at this time. Re-bidding
allowed MPS to search for competitive prices. The interview team recommended
Montage Insurance Solutions to be the new MPS broker due to recommendations
of other Montage clients and Montage's experience with other CMOs, they are
familiar with the HRIS system that MPS uses and they demonstrate commitment
to customer service. T. Boatman explained that this broker set a $75,000 cap of
commission and anything over that will be reimbursed back to MPS. Current
health benefits will not be changing but we will have the option to add other



benefits. There will be no budget implications with this change. MPS might
benefit financially from the change due to the cap the new broker commits to. T.
Boatman addressed all questions.
S. Sherkhanov made a motion to recommend approval to award Montage as the
new Benefits Broker Services Provider.
N. Huynh seconded the motion.
The committee VOTED unanimously to approve the motion.

Roll Call
S. Sherkhanov Aye
N. Huynh Aye

Ill. Discussion Item

A. Update on Personnel Committee- 18 Month Plan
T. Boatman, Chief of Human Resources, updated the Personnel Committee on the
progress made toward the goals stated in the 18 month Personnel Committee
Plan. She addressed all questions. This was an information item, no actions were
taken.

IV. Closing Items

A. Adjourn Meeting
There being no further business to be transacted, and upon motion duly made,
seconded and approved, the meeting was adjourned at 7:00 PM.

Respectfully Submitted,
S. Sherkhanov



MAGNOLIA

PUBLIC SCHOOLS

Board Agenda Item #

Agenda # 11 A

Date: January 18, 2017

To: MPS Personnel Committee

From: Caprice Young, Ed.D., CEO & Superintendent
Staff Lead: Terri Boatman, Chief Human Resources Officer
RE: Paycom Capabilities

Proposed Board Recommendation

For Information Purposes Only

Background

In January of 2016, Magnolia started the process of implementing the Paycom HRIS/Payroll
System. The purpose of the system implementation was too do several things:

1. Standardize processes and make sure they were compliant with State and Federal

law.

2. Assist with compliance and the tracking of employee data and payroll data.
3. Create systems that will increase audit compliance.
4. Provide a system for workforce analytics.

Below is a list of improvements that have been made with the new system:

Functional Area

Prior State

Current State

Recruiting

Positions were posted on Edjoin,
and Principals had to upload
employee documents (resumes,
recommendations, credentials,
etc.) into Coolsis for approval.
This process generally required
ten to 30 minutes per candidate
and did not facilitate
organization-wide information
sharing.

Candidates now take
responsibility themselves for
uploading all relevant
documentation online, after
which time the candidate
documentation is managed
online all the way through
becoming and continuing as an
employee.

Time and Attendance

Use of paper time cards, manual
process of entering information
into both Google docs and the
Payroll system. This was

Employees clock in and out on
Paycom. Hours automatically
feed to timecard reducing the

time required for principals’ to

—_—
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flagged by state auditors as an
opportunity for fraud and
allowed employee data to be
held in an insecure systems
environment.

produce and approve payroll
data and increasing compliance
with audit requirements.
Training on this process is
ongoing.

Tracking of Paid Time Off
Usage

Personal days were tracked and
approved in Coolsis and not
aligned with payroll files.

PTO approval is set up in
Paycom and feeds to the payroll
files automatically. Training on
this process is ongoing.

Benefits Administration

Manual and paper enrollment
process. No direct feed to the
carriers. Challenges ensuring
accurate payments to/from
carriers and employees.

Everything is done
electronically with benefits
information interfacing
automatically with the carriers,
giving employees direct access
to viewing and updating
benefits information, and
collocating benefits information
with employee electronic files.

Approval of salary changes,
personnel moves

Offer letters were created to
change salaries and other
personnel moves. This
information was tracked in a
combination of CoolSIS and
spreadsheet files resulting in
incomplete current and
historical records as well as data
security risks.

Paycom (PAF function) handles
and records all employee related
approvals and data online.

Compliance

Information needed to be
included in Coolsis

Information is entered into
Paycom, reports can be run,
notifications are sent

Reports/Reports/Reports

Spreadsheets often requiring
accessing multiple files
individually maintained on
school sites and/or centrally
with no simple access to an
audit trail supporting the data
and approvals.

Information is readily available
through routine and
customizable Paycom reports.

(examples will be provided in
the committee meeting)

There are other items that we will be using in Paycom. The timeline of implementation is listed

below:

Action

Completion Date

expiration dates, etc.

Add custom fields for immigration and ID

our attorney

April 2017, current tracking is being managed by

Link Paycom to E-Verify

April 2017




Budget Implications

Cost of software license, maintenance, on-going user trainings and system assistance are all
included in the board-approved budget.

How Does This Action Relate/Affect/Benefit All MSAs?

Paycom has become one of the pillars of HR compliance, will assist in the immigration program,
and assists in the new hire and ongoing employee information, actions and approvals process.

Name of Staff Originator:

Terri Boatman, Chief Human Resources Officer



MAGNOLIA

PUBLIC SCHOOLS

Board Agenda Item # Agenda # 11 B

Date: January 18, 2017

To: MPS Personnel Committee

From: Caprice Young, Ed.D., CEO & Superintendent
Staff Lead: Terri Boatman, Chief Human Resources Officer
RE: Changes in Personnel Costs

Proposed Board Recommendation

For Information Purposes Only

Background
There were significant increase to Personnel Costs in the revised budgets creating a variance of

>6%. The attached file provides key drivers to budget changes to each school. Below is a high
level overview of some the changes which are based on increased costs on benefits plans and
retirement plans.

Benefits:

There are two drivers that affect the overall costs to benefits: 1.) annual increases from the
providers and 2.) actual plan enrollment versus what was originally budgeted.

Each year, providers set new rates at the time of renewal. The average increase to rates varies
between 6% to 95 for health insurance and between 3% and 5% for dental and vision insurance.
This year, Kaiser increased rates by 7.21%, however based on our agreement with the new
benefits broker, Montage Insurance, which included a cap on commissions, Montage was able to
negotiation the a cap to our Kaiser premiums limiting our increase to 5.40%. The costs of all
Kaiser products (HMO and PPO) increased by this amount.

MetLife Dental plan costs increased by 3.0% and vision remained unchanged from the 2015-
2016 plan year. The total increase to benefits plan is 5.15%.

The other key driver is actual plan enrollment versus what was originally budgeted. Since we
did not have our benefits automated at the time of the original budget, a general assumption was
made for benefit costs for each employee. Now that benefits are automated, we have accurate
visibility of what coverage level the employee selected.

There are 283 employees enrolled in a Kaiser plan. A breakdown of coverage by plan is outlined
below:

\
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Plan

Costs Per Month

Total Number of Employees

Employee Only $379.81 121
Employee + Spouse $835.59 43
Employee + Child(ren) $759.62 9
Employee + Family $1,139.44 110

Now that we know have information about plan selection and averages, we can better budget for

next year.

Retirement:

There were two key changes in retirement plans that impacted the budget. Much like the cost of
benefits, the two changes are: 1.) employer contribution increases and 2.) the 13" month of
contributions based on our old contract structure.

The chart below shows the increases for each state retirement program:

Program 2015-2016 Employer Rate 2016-2017 Employer Rate
STRS 10.73% 12.58%
PERS 11.847% 13.888%

Although we cannot control the retirement rates, next year, we will not have the 13™ month of

STRS/PERS to consider.

Budget Implications

>6% variance

How Does This Action Relate/Affect/Benefit All MSAs?

Personnel costs impact the overall budget for each schools.

Name of Staff Originator:

Terri Boatman, Chief Human Resources Officer

Attachments

Consolidated Variance Summary

2016-2017 Benefits Costs

Benefits Enrollment




Magnolia Public Schools

Approved FY16-17 Budget vs. Proposed Revised Budget (October presentation)

Approved Compensation & Benefits

July Payroll Correction
Other Payroll/Staff Changes
STRS/PERS
OASDI/Medicare

H&W Benefits
Unemployment

Worker's Comp Insurance
401K

Net Increase (Decrease)
Proposed revised budget - compensation and benefits

Note: items in BLUE have supporting details on next tab

MSA-1
3,362,064

176,825
111,019
61,365
456
49,638
29,955

(1,348)

427,911

3,789,975

MSA-2
2,987,228

141,085
1,411
28,390
5,255
19,195
3,064

(2,444)

195,956

3,183,183

MSA-3
2,812,109

164,517
228,038
61,533
5,903
51,183
3,163
662

514,998

3,327,107

MSA-4
1,172,519

73,716
(30,367)
(85)
2,620
(10,409)
3,018
268

38,762

1,211,281

1,064,348

64,527
73,329
15,170
1,414
(4,400)
3,066
1,358

154,464

1,218,812

MSA-6
965,253

46,740
46,540
13,402
2,351
4,723
3,047
870

117,673

1,082,926

MSA-7
1,710,715

80,262
(26,429)
19,030

(2,576)
(22,497)

3,027

2,286

53,103

1,763,818

MSA-8
2,842,777

107,831
(105,153)
(1,205)
5,443
(39,068)
3,001
2,807

(26,343)

2,816,434

MSA-SA
3,059,757

38,348
593,179
51,993
23,693
10,397
3,316
10,114

731,040

3,790,797

MSA-SD
2,155,725

89,094
(37,659)
15,775

4,566
21,540
2,026
2,718

98,061

2,253,786

3,467,487

120,521
60,391
(16,188)
55,866

3,173
4,973
24,727

253,462

3,720,949



Site

MSA-1

MSA-1

MSA-1

MSA-1

MSA-2

MSA-2

MSA-3

MSA-3

MSA-3

MSA-4

MSA-4

MSA-5

MSA-5

MSA-6

MSA-6

MSA-7

MSA-7

MSA-7

MSA-8

MSA-8

MSA-SA

MSA-SA

MSA-SA

MSA-SA

MSA-SA

MSA-SD

MSA-SD

MSA-SD

MERF

MERF
MERF

MERF

Amount

111,019

61,365

49,638

29,955

28,390

19,195

228,038

61,533

51,183

Description

Other Payroll/Staff Changes

STRS/PERS

H&W Benefits

Unemployment

STRS/PERS

H&W Benefits

Other Payroll/Staff Changes

STRS/PERS

H&W Benefits

(30,367) Other Payroll/Staff Changes

(10,409) H&W Benefits

73,329

15,170

46,540

13,402

Other Payroll/Staff Changes

STRS/PERS

Other Payroll/Staff Changes

STRS/PERS

(26,429) Other Payroll/Staff Changes

19,030

STRS/PERS

(22,497) H&W Benefits

(105,153) Other Payroll/Staff Changes

(39,068) H&W Benefits

593,179

51,993

23,693

10,397
10,114

Other Payroll/Staff Changes

STRS/PERS

OASDI/Medicare

H&W Benefits
Worker's Compensation

(37,659) Other Payroll/Staff Changes

15,775

21,540

120,521

60,391

STRS/PERS

H&W Benefits

Other Payroll/Staff Changes

STRS/PERS

(16,188) OASDI/Medicare

55,866

H&W Benefits

Explanation/Justification
Teachers and administrators received higher pay than budgeted and included
additional stipends. Hired an IT/Tutor and a TA for $57k. Also added a placeholder
position for a PT office manager and TA for $27k.
$22,000 is a result of the 13th month payroll (12.58%). Additional $39k is due to a
result of higher annual pay and new hires not previously budgeted.
Budget estimated 40 employees receiving H&W at a cost of $8,100. Now based
on per employee cost. 42 people are receiving H&W benefits, with an average
cost of $9,241 per employee
MSA-1 is not a part of School Employer's Fund (SEF) like other MPS sites, and
state unemployment rate is 6.20% of first $7k per calendar year. Budget was
based on 0.05% SEF rate (which is the rate applicable to all other MPS schools)
$18,000 is a result of the 13th month payroll (12.58%). Additional $10k is due to a
result of higher annual pay and new hires not previously budgeted.
Budget estimated 37 employees receiving H&W at a cost of $8,100. Now based
on per employee cost. 34 people are receiving H&W benefits, with an average
cost of $9,379 per employee
Replaced 12 teachers at a lower annual pay than budgeted. Added two SpEd aides
and office manager $85k. Hired 3 additional deans not previously budgeted but
since then, one has left but increased the budget by $187k.
$21,000 is a result of the 13th month payroll (12.58%). Additional 40K is a result
of the new hires.
Budget estimated 44 employees receiving H&W at a cost of $8,100. Now based
on per employee cost. 40 people are receiving H&W benefits, with an average
cost of $8,707 per employee
3 teachers left - savings of $80k which was offset by adding 1 Office Tech - Sub
and 2 PT SpEd Aides.
Budget estimated 14 employees receiving H&W at a cost of $8,100. Now based
on per employee cost. 12 people are receiving H&W benefits, with an average
cost of $8,667 per employee
Added 1 teacher not previously budgeted for $57k. Teachers and administrators
received higher salary than budgeted.
$8,000 is a result of the 13th month payroll (12.58%). Additional 7K is a result of
the new teacher receiving retirement benefits that was not budgeted
Seven teachers left and were replaced by employees at a higher rate, an increase
of $37k. Administrators and classified employees reived higher pay than
budgeted. Also, added a TA not previously budgeted for $15k.
$6,000 is a result of the 13th month payroll (12.58%). Additional $7k is due to a
result of higher annual pay.
Two support staff positions were eliminated as they were primarily ASES
employees. After ASES was outsourced, it was determined that these positions
were no longer needed. One PE teacher position was elimiated as well. Two SpEd
employees received a higher pay than budgeted, however, this was offset by staff
eliminations
$10,000 is a result of the 13th month payroll (12.58%). Additional 9K is a result of
two employees now receiving retirement benefits that were not budgeted
Budget estimated 22 employees receiving H&W at a cost of $8,100. Now based
on per employee cost. 18 people are receiving H&W benefits, with an average
cost of $8,500 per employee
12 employees left and were replaced by employees at a lower rate, savings of
$60K. Stipends for additional duties and were overestimated for staff (additional
$1,500/teacher), which led to savings of $45K
Budget estimated 36 employees receiving H&W at a cost of $8,100. Now based
on a per employee cost. 31 employees are receiving H&W at an average cost of
$8,146.
MSA-SA original budget was for 530 students, but actual enrollment came in at
628. As a result, only 33 teachers were originally budgeted, but 4 more had to be
hired for the increase in students. Budget impact approximately $220K. Four
deans were budgeted, but a fifth was hired for the increase in students, leading to
a $96K increase. An additional office manager was added as well as an IT, with an
impact of $72,000. Only 8 support staff were budgeted (TAs, SpEd Aides, etc.),
however, 23 support staff were hired, with an impact of $200K.
$5K is a result of the July payroll correction. The remaining $46K is a result of the
additional 5 certificated staff that were hired, as well as employees being eligible
for PERS.
Increased staff lead to an increase in OASDI/Medicare expense (see payroll
changes)
Budget estimated 41 employees receiving H&W at an average cost of $8,100 per
employee. Now based on a per employee cost. Actuals are 42 employees
receiving H&W, with an average cost of $8,155 per employee
Rate is at 1.13% and increase is related to additional staff
Budgeted for 28 teachers because MSA-SD planned to hire two full-time SpEd
teachers and remove their PT Aides. SD was unable to find anyone to fill these
positions, thus eliminating two FT positions and replacing with PT Aides, savings
of $50K. A school psychologist was hired, however, there were a corresponding
decrease to SpEd contractors.
$11K is a result of the July Payroll, and remainder is a result of an additional
employee being eligible for STRS
Budget estimated 25 employees receiving H&W at an average cost of $8,100 per
employee. Now based on a per employee cost. 23 employees are receiving H&W
at an average cost of $9,741 per employee.
Two employees were expected to leave before 7/1/16, but did not leave until
September/October. Budget increase of 68K. Vacation has been accrued by
employees, but not booked to the balance sheet as a liability. Forecast has been
updated to account for unused vacation time, which would be paid out should an
employee leave, budget increase of $72,510. Severance was paid out for two
employees that left, resulting in a budget increase of $58,00 to the budget. Three
positions have not yet been filled, and CEO is delaying the hiring, which resulted
in a savings of $78K
Previously, only three employees were receiving STRS. Home office offered STRS
or PERS to all employees this year. 7 employees are now receiving STRS and 1
employee is receiving PERS
STRS employees do not pay Social Security Tax
Budget estimated 28 employees receiving H&W at an average cost of $8,100 per
employee. Now based on a per employee cost. 26 employees are receiving H&W
at an average cost of $10,872 per employee



EE Code
AOFL
AOAZ
AOAD
AODY
AO2N
A0C)
A070
AO07Y
A097
A001
A004
A005
A043
AOOA
A089
AOCQ
AOCF
AOOR
AO0OT
AOOU
A011
AOBH
AODV
A017
AO1B
A010
AO01P
AO1U
AO01V
A022
A024
A026
A029
A02B

Plan Year(s)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Benefit Plan
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO

Benefit Level

Employee and Children
Employee and Children
Employee and Children
Employee and Children
Employee and Children
Employee and Children
Employee and Children
Employee and Children
Employee and Children

Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family

Benefit Status
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

Benefit Effective Date
12/01/2016
09/01/2016
09/01/2016
11/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
11/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/26/2016
09/01/2016



AO2M
A020
AO2P
AO2R
AOB1
AOAE
AOF2
A031
A033
A037
A038
AO3E
A03G
AOCX
AO3M
A03X
AOFZ
A042
AOAM
A044
AOCH
A048
AO4E
AO4|
A04)
A040
A04Q
AOAT
A052
AO053
AOBT
A058
AO5K
AODP
AO5N

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO

Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family

Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
11/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
02/01/2017
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016



AO5U
AO5Y
AOAY
A063
A064
A069
AO6A
A06B
AO6E
AQO6l
AO6M
A0CZ
AOAL
A077
A079
AO7A
AOFY
AO07K
AO7L
AO7N
AOBK
AOF4
A081
A083
A086
AO8A
A08C
A08D
AOAU
A08G
A08J
AO0B3
AO8R
A08V
A08Y

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO

Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family

Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

09/01/2016
09/01/2016
09/27/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
02/01/2017
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016



A093
AOCC
A09B
AOSH
AOCV
AQ09P
A09S
A09T
AO0BI
A0SV
AO9W
A09Y
AO0C5
AOA5
AOA6
A00Q
A015
AO0C8
A01C
AO1H
AO1l
AOBN
A01D
AO02I
AO02L
AOD6
AOCP
AODX
AO7V
AO3V
A0C6
A04G
AOCN
AOBA
AO4M

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO

Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Family
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse

Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
11/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016



AOBD
AO5M
A050
A067
AOBV
AO6F
A06K
A060
A073
A07I
AO0DS8
AO7U
AO0BJ
AODO
A08Z
A090
AOD3
A096
A09I
A09K
AOSM
AO03B
A09Z
A006
AOOD
AOOF
A00G
AOOH
AOOL
AOOV
A00X
A00Z
AODB
AODU
A019

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO

Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee and Spouse
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only

Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
12/11/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
11/01/2016
09/01/2016



AO1A
AO1E
AO1F
AO1L
AO1R
A01S
AO1T
A0D2
AO02A
A02C
AO0CS
A02K
A02S
A02T
AO2W
A030
A035
A036
AO3A
A03C
A03J
AO3N
AOCY
AO3W
A03Z
A045
AOCU
AO4A
AO4F
A04L
A04P
AOD5
A04V
AODW
A04X

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO

Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only

Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
11/01/2016
09/01/2016



AOB4
A04z
AOFT
A054
A056
A0C9
AODS
AO5A
AO5B
AO0C7
AO5E
AOBL
AO5F
AO0SI
AO5H
AODO
AO5P
AO5R
A05S
AO5T
A05Z
AO61
AOAK
A06D
AOBW
AO6H
A06)
AOBS
AOFC
AO0C2
AO6T
A06S
AODG
AOBW
A06Z

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO

Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only

Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

09/01/2016
09/01/2016
01/01/2017
09/01/2016
09/01/2016
09/01/2016
12/09/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
12/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016



AODC
A076
A07G
AOBX
A07)
AQ7P
AODI
AOAB
AODT
A020
AO0B5
AO7W
A07X
A087
AOSE
AO8M
AOCK
AOFP
A08Q
AODR
A08X
AODS
A0B9
A094
AOFF
A098
AODD
AOBY
A09G
AO0BZ
A09Q
AOSL
AOFG
AOFM
AOBP

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO
Kaiser HMO

Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only
Employee Only

Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved
Approved

10/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
12/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
01/01/2017
09/01/2016
09/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
12/01/2016
09/01/2016
10/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
09/01/2016
12/20/2016
12/01/2016
09/01/2016



AOA1
AOCL
AOB8
AOA9

(2016 - 2017)
(2016 - 2017)
(2016 - 2017)
(2016 - 2017)

Kaiser HMO
Kaiser PPO

Kaiser HMO
Kaiser HMO

Employee Only
Employee Only
Employee Only
Employee Only

Approved
Approved
Approved
Approved

09/01/2016
09/01/2016
09/01/2016
09/01/2016
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limitations and/or exclusions. Please refer to carrier's proposal, contract and/or summary plan description for a complete explanation.



Summary of Plan Options / Recommendations
9/1/2016

Effective:

M ONTAGE

INSURANCE SOLUTIONS

™D MAGNOLIA
PUBLIC SCHOOLS

"Together We're Stronger"

Current Plans

Original Renewal

Reduced Renewal

Reduced Renewal w/ Chiro added

MEDICAL Kaiser Kaiser Kaiser Kaiser
Monthly Premium $156,560.69 $168,508.19 $165,021.46 $166,028.14
Annual Premium $1,878,728.28 $2,022,098.28 $1,980,257.52 $1,992,337.68

DENTAL MetlLife Metlife MetlLife MetlLife
Monthly Premium $8,940.38 $9,208.88 $9,208.88 $9,208.88
Annual Premium $107,284.56 $110,506.56 $110,506.56 $110,506.56

VISION Metlife Metlife Metlife Metlife
Monthly Premium $4,017.24 $4,017.24 $4,017.24 $4,017.24
Annual Premium $48,206.88 $48,206.88 $48,206.88 $48,206.88

TOTAL BENEFIT COST

Monthly Premium
Annual Premium

Current Plans

$169,518.31
$2,034,219.72

Original Renewal
$181,734.31
$2,180,811.72

Reduced Renewal
$178,247.58
$2,138,970.96

Reduced Renewal w/ Chiro added
$179,254.26
$2,151,051.12

TOTAL ANNUAL DIFFERENCE

Difference ($) Over Current
Difference (%) Over Current

Difference ($) Over Renewal
Difference (%) Over Renewal

Current Plans
N/A
N/A
N/A
N/A

Original Renewal
$146,592.00

7.21%

N/A
N/A

Reduced Renewal
$104,751.24

5.15%
($41,840.76)
-1.92%

Reduced Renewal w/ Chiro added
$116,831.40
5.74%
($29,760.60)
-1.36%

Current Plans

Original Renewal

Renewing All Plans - No

Reduced Renewal

Reduced Renewal w/ Chiro added

Renewing All Plans - No Changes [Renewing all plans, but adding

or Benefit chiropractic benefits ($5/visit to a
PLAN CHANGES N/A Changes or Benefit p ) (55/ .
Enhancements...renewal reduced|30 visit maximum) to the medical
Enhancements
by Montage plan
Confidential 8/3/2016 Page 2



8/3/2016

Magnolia Public Schools

Current Kaiser Medical Plans Effective: 9/1/2016

CARRIER
PLAN

Grandfathered/Non-Grandfathered - (GF/NG)
Benefits

Main Features
Calendar Year Individual Deductible
Calendar Year Family Deductible
Coinsurance

Calendar year Out-of-Pocket Maximum

Lifetime Maximum
Physician Services
Office Visit
Specialty Doctor Visit
Lab, X-ray, Diagnostic
Complex Lab/X-Ray (MRI/PET/CT/CAT)

Physical Therapy

Chiro

Acupuncture

Durable Medical Equipment (DME)
Routine Preventive Care:

Adult Preventive

Child Preventive
Hospital Services

Inpatient

Outpatient Surgery

Emergency Room

Ambulance

Urgent Care

Inpatient Mental Health

Mental Health Services (S) Severe/(NS) Non-Severe**

CURRENT
KAISER
PRODUCT NAME
NG
HMO Network

N/A
N/A
N/A
$3,000/Individual
$6,000/Family
Unlimited

$20 Copay
$20 Copay
$10 Copay
S50 Copay

$20 Copay

not covered
not covered
50%

No Copay
No Copay

$500 Copay / Admission
$250 Copay / Procedure
$150 Copay; waived if admitted
$150 Copay; waived if admitted
$20 Copay

$500 Copay / Admission

CURRENT
KAISER
PRODUCT NAME
NG

In-Network

Deductible needs to be met first

Out-Network

$1,500 $3,000
$3,000 $6,000
70% 50%
$6,000/Individual $12,000/Individual
$12,000/Family $24,000/Family
Unlimited
$40 Copay 50%*
$40 Copay 50%*
30% 50%*
30% 50%*

30% limited to 60 visits per
Calendar Year
not covered
not covered
30%

No Copay
No Copay

30% after $1,000 copay
30% after $100 copay
$100 Copay (Waived i
50%
$40 Copay

30% after $1,000 copay

50%* limited to 60 visits per
Calendar Year
not covered
not covered
50%*

not covered
50%*

50%* after $1,500 Copay
50%* after $150 Copay

f Admitted), then 30%

50%*

50%*

50%* after $1,500 Copay

Outpatient Mental Health $20 Copay $40 Copay 50%*
Prescription Drugs(Rx)* - (Deductible) No Brand Deductible No Brand Deductible
Generic/Brand/Non-Formulary $10G / S30B S15G / S40B not covered
Plan Rates HMO PPO CURRENT CURRENT
Employee Only 87 3 $360.50 $497.95
Employee + Spouse 30 0 $793.10 $1,095.48
Employee + Child(ren) 12 0 $721.00 $995.89
Employee + Family 83 1 $1,081.50 $1,493.84
Estimated Monthly Premium $153,573.00 $2,987.69
Estimated Combined Premium $156,560.69

Total Annual Premium

Current Increase/Decrease %

Employer Monthly Contribution
Employer Annual Contribution
*Plus all charges in excess of Maximum Allowable Charge.

**Refer to the Evidence of Coverage Booklet for complete details including Mental Health Parity

$1,878,728.28

Montage Insurance Solutions
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Magnolia Public Schools

CARRIER
PLAN

Renewal Kaiser Medical Plans Effective: 9/1/2016

Grandfathered/Non-Grandfathered - (GF/NG)
Benefits

Main Features

Coinsurance

Lifetime Maximum
Physician Services

Office Visit
Specialty Doctor Visit
Lab, X-ray, Diagnostic

Physical Therapy

Chiro
Acupuncture

Routine Preventive Care:
Adult Preventive
Child Preventive

Hospital Services
Inpatient
Outpatient Surgery
Emergency Room
Ambulance
Urgent Care

Inpatient Mental Health

Calendar Year Individual Deductible
Calendar Year Family Deductible

Calendar year Out-of-Pocket Maximum

Complex Lab/X-Ray (MRI/PET/CT/CAT)

Durable Medical Equipment (DME)

Mental Health Services (S) Severe/(NS) Non-Severe**

RENEWAL
KAISER
PRODUCT NAME
NG
Traditional Network

N/A
N/A
N/A
$3,000/Individual
$6,000/Family
Unlimited

$20 Copay
$20 Copay
$10 Copay
S50 Copay

$20 Copay

not covered
not covered
50%

No Copay
No Copay

$500 Copay / Admission
$250 Copay / Proceedure
$150 Copay; waived if admitted
$150 Copay
$20 Copay

$500 Copay / Admission

RENEWAL
KAISER
PRODUCT NAME
NG

In-Network

Deductible needs to be met first

Out-Network

$1,500 $3,000
$3,000 $6,000
70% 50%
$6,000/Individual $12,000/Individual
$12,000/Family $24,000/Family
Unlimited
$40 Copay 50%*
$40 Copay 50%*
30% 50%*
30% 50%*

30% limited to 60 visits per
Calendar Year
not covered
not covered
30%

No Copay
No Copay

30% after $1,000 copay

30% after $100 copay
$100 Copay (Waived i
50%
$40 Copay

30% after $1,000 copay

50%* limited to 60 visits per
Calendar Year
not covered
not covered
50%*

not covered
50%*

50%* after $1,500 Copay
50%* after $150 Copay

f Admitted), then 30%

50%*

50%*

50%* after $1,500 Copay

Outpatient Mental Health $20 Copay $40 Copay 50%*
Prescription Drugs(Rx)* - (Deductible) No Brand Deductible No Brand Deductible
Generic/Brand/Non-Formulary $10G / $308B S15G / S40B not covered
Plan Rates HMO PPO RENEWAL RENEWAL
Employee Only 87 3 $387.83 $548.59
Employee + Spouse 30 0 $853.23 $1,206.90
Employee + Child(ren) 12 0 $775.67 $1,097.18
Employee + Family 83 1 $1,163.50 $1,645.77
Estimated Monthly Premium $165,216.65 $3,291.54

Estimated Combined Premium

$168,508.19

Total Annual Premium

Current Increase/Decrease %

Employer Monthly Contribution
Employer Annual Contribution
*Plus all charges in excess of Maximum Allowable Charge.

**Refer to the Evidence of Coverage Booklet for complete details including Mental Health Parity

$2,022,098.28

Montage Insurance Solutions
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Magnolia Public Schools

CARRIER
PLAN

Renewal Kaiser Medical Plans Effective: 9/1/2016

Grandfathered/Non-Grandfathered - (GF/NG)
Benefits

Main Features

Coinsurance

Lifetime Maximum
Physician Services
Office Visit

Specialty Doctor Visit
Lab, X-ray, Diagnostic

Physical Therapy

Chiro
Acupuncture

Routine Preventive Care:
Adult Preventive
Child Preventive

Hospital Services
Inpatient
Outpatient Surgery
Emergency Room
Ambulance
Urgent Care

Inpatient Mental Health

Calendar Year Individual Deductible
Calendar Year Family Deductible

Calendar year Out-of-Pocket Maximum

Complex Lab/X-Ray (MRI/PET/CT/CAT)

Durable Medical Equipment (DME)

Mental Health Services (S) Severe/(NS) Non-Severe**

RENEWAL
KAISER
PRODUCT NAME
NG
Traditional Network

N/A
N/A
N/A
$3,000/Individual
$6,000/Family
Unlimited

$20 Copay
$20 Copay
$10 Copay
S50 Copay

$20 Copay

not covered
not covered
50%

No Copay
No Copay

$500 Copay / Admission
$250 Copay / Proceedure
$150 Copay; waived if admitted
$150 Copay
$20 Copay

$500 Copay / Admission

RENEWAL
KAISER
PRODUCT NAME
NG

In-Network

Deductible needs to be met first

Out-Network

$1,500 $3,000
$3,000 $6,000
70% 50%
$6,000/Individual $12,000/Individual
$12,000/Family $24,000/Family
Unlimited
$40 Copay 50%*
$40 Copay 50%*
30% 50%*
30% 50%*

30% limited to 60 visits per
Calendar Year
not covered
not covered
30%

No Copay
No Copay

30% after $1,000 copay
30% after $100 copay
$100 Copay (Waived i
50%
$40 Copay

30% after $1,000 copay

50%* limited to 60 visits per
Calendar Year
not covered
not covered
50%*

not covered
50%*

50%* after $1,500 Copay
50%* after $150 Copay

f Admitted), then 30%

50%*

50%*

50%* after $1,500 Copay

Outpatient Mental Health $20 Copay $40 Copay 50%*
Prescription Drugs(Rx)* - (Deductible) No Brand Deductible No Brand Deductible
Generic/Brand/Non-Formulary $10G / $308B S15G / S40B not covered
Plan Rates HMO PPO RENEWAL RENEWAL
Employee Only 87 3 $379.81 $536.89
Employee + Spouse 30 0 $835.59 $1,181.15
Employee + Child(ren) 12 0 $759.62 $1,073.77
Employee + Family 83 1 $1,139.44 $1,610.66
Estimated Monthly Premium $161,800.13 $3,221.33
Estimated Combined Premium $165,021.46

Total Annual Premium

Current Increase/Decrease %

Employer Monthly Contribution
Employer Annual Contribution
*Plus all charges in excess of Maximum Allowable Charge.

**Refer to the Evidence of Coverage Booklet for complete details including Mental Health Parity

$1,980,257.52

Montage Insurance Solutions



8/3/2016

Magnolia Public Schools

Renewal Kaiser Medical Plans Effective: 9/1/2016

CARRIER
PLAN

Grandfathered/Non-Grandfathered - (GF/NG)
Benefits

Main Features
Calendar Year Individual Deductible
Calendar Year Family Deductible
Coinsurance

Calendar year Out-of-Pocket Maximum

Lifetime Maximum
Physician Services
Office Visit
Specialty Doctor Visit
Lab, X-ray, Diagnostic
Complex Lab/X-Ray (MRI/PET/CT/CAT)

Physical Therapy

Chiro

Acupuncture

Durable Medical Equipment (DME)
Routine Preventive Care:

Adult Preventive

Child Preventive
Hospital Services

Inpatient

Outpatient Surgery

Emergency Room

Ambulance

Urgent Care

Inpatient Mental Health

Mental Health Services (S) Severe/(NS) Non-Severe**

RENEWAL
KAISER
PRODUCT NAME
NG
Traditional Network

N/A
N/A
N/A
$3,000/Individual
$6,000/Family
Unlimited

$20 Copay
$20 Copay
$10 Copay
S50 Copay

$20 Copay

S5/visit to a 30 visit maximum
not covered
50%

No Copay
No Copay

$500 Copay / Admission
$250 Copay / Proceedure
$150 Copay; waived if admitted
$150 Copay
$20 Copay

$500 Copay / Admission

RENEWAL
KAISER
PRODUCT NAME
NG
In-Network Out-Network
Deductible needs to be met first
$1,500 $3,000
$3,000 $6,000
70% 50%
$6,000/Individual $12,000/Individual
$12,000/Family $24,000/Family
Unlimited
$40 Copay 50%*
$40 Copay 50%*
30% 50%*
30% 50%*
30% limited to 60 visits per | 50%* limited to 60 visits per
Calendar Year Calendar Year
S5/visit to a 30 visit max not covered
not covered not covered
30% 50%*
No Copay not covered
No Copay 50%*

30% after $1,000 copay 50%* after $1,500 Copay

30% after $100 copay 50%* after $150 Copay
$100 Copay (Waived if Admitted), then 30%
50% 50%*
$40 Copay 50%*

30% after $1,000 copay 50%* after $1,500 Copay

Outpatient Mental Health $20 Copay $40 Copay 50%*
Prescription Drugs(Rx)* - (Deductible) No Brand Deductible No Brand Deductible
Generic/Brand/Non-Formulary $10G / $308B S15G / S40B not covered
Plan Rates HMO PPO RENEWAL RENEWAL
Employee Only 87 3 $382.14 $539.22
Employee + Spouse 30 0 $840.72 $1,186.28
Employee + Child(ren) 12 0 $764.28 $1,078.43
Employee + Family 83 1 $1,146.43 $1,617.65
Estimated Monthly Premium $162,792.83 $3,235.31

Estimated Combined Premium

$166,028.14

Total Annual Premium

Current Increase/Decrease %

Employer Monthly Contribution
Employer Annual Contribution
*Plus all charges in excess of Maximum Allowable Charge.

**Refer to the Evidence of Coverage Booklet for complete details including Mental Health Parity

$1,992,337.68

Vv
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Magnolia Public Schools
Current / Renewal Metlife Dental Plans Effective 9/1/2016

CURRENT / RENEWAL

CARRIER
PLAN
Benefits

METLIFE
SGX85
DMO

METLIFE
(0] o)

Out-of-Network

Annual Maximum Unlimited $1,500 $1,000
Office Visit Copay SO N/A
Annual Deductible - Preventive None Waived
Annual Deductible - Basic/Major None S50 Individual / $150 Family
DPPO Coinsurance
Preventive N/A 0% 20%
Basic N/A 20% 20%
Major N/A 50% 50%
DHMO Coinsurance
Preventive (1110) Prophylaxis - Adult/Child No Copay N/A
Basic (2140) Amalgam, 1 Surface No Copay N/A
Basic (3310) Root Canal-Anterior $40 N/A
Major (4210) Gingivectomy Per Quadrant S35 N/A
Major (6750) Crown-Porcelain fused to metal $85 N/A

Adult/Child: $1,450
Based on Copays

not covered
Falls Under Basic Services

Orthodontia
Endodontics

Periodontics Based on Copays Falls Under Major Services

Crowns Based on Copays Falls Under Major Services

Waiting Periods N/A N/A

Out-of-Network Reimbursement N/A 90th Percentile

Plan Rates (DMO/DPO) HMO PPO CURRENT RENEWAL CURRENT RENEWAL
Employee Only 85 10 $18.24 $18.79 $66.55 $68.55
Employee + Spouse 30 4 $34.66 $35.70 $134.54 $138.58
Employee + Child(ren) 15 0 $36.48 $37.57 $123.90 $127.62
Family 69 5 $51.98 $53.54 $202.54 $208.62

Estimated Monthly Premium $6,724.02 $6,925.96 $2,216.36 $2,282.92

Combined Monthly Premium $8,940.38 $9,208.88

Combined Annual Premium $107,284.56 $110,506.56

Employer Monthly Contribution $8,940.38 $9,208.88
Employer Annual Contribution $107,284.56 $110,506.56
Current Increase/Decrease %
*
8/3/2016 Notes 7 Montage Insurance Solutions
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Magnolia Public Schools

Current/Renewal MetLife Vision VS Alternative Carriers Effective

CARRIER

PLAN

Benefit

Exam Deductible

Material Deductible
Benefits Frequency:

CURRENT / RENEWAL
METLIFE
M130A VSP Choice Network

No Copay
No Copay

Frames

Examination Once Every 12 Months
Lenses Once Every 12 Months
Contact Lenses Once Every 12 Months
Frames Once Every 12 Months
Benefit Summary: In-Network Out-of-Network
Examination SO plan pays up to $45
Single Vision Lenses SO plan pays up to $30
Bifocal Lenses SO plan pays up to $50
Trifocal Lenses SO plan pays up to $65

plan pays up to $130 | plan pays up to $70

Contact Lenses:

Visually Necessary

100% plans pays up to $210

Estimated Monthly Premium
Estimated Annual Premium
Employer Monthly Contribution
Employer Anuual Contribution
Current Increase/Decrease %

*notes
**notes

Elective plans pays up to $130 | plans pays up to $105
Plan Rates Vision CURRENT RENEWAL
Employee Only 98 $10.08 $10.08
Employee Only + Spouse 36 $20.17 $20.17
Employee + Child(ren) 14 $20.77 $20.77
Family 70 $28.75 $28.75

$4,017.24 $4,017.24
$48,206.88 $48,206.88

$4,017.24 $4,017.24

$48,206.88 $48,206.88

0.00%
1 Year Rate Guarantee

v

Montage Insurance Solutions



#REF!

Disclaimer

This presentation and the information contained herein is a summary of current and optional employee
benefit insurance plans. The benefits and rates shown are taken from the quotes received and/or plan
summaries issued by the carriers. The quotes are based upon census and plan information you provided.

This presentation does not in any way confirm acceptance of coverage by any of the proposed insurance
carriers. The presenter of this proposal has no underwriting determination authority. Only the issuing
carrier may determine the acceptance or denial of coverage once all underwriting requirements have been
submitted.

Please refer to the carrier produced quotes and summaries that follow for detailed plan benefits, rates and
underwriting requirements.

If enrollment changes from the quoting enrollment census, Underwriting reserves the right to re-evaluate
the rates.

M O NTAGE

I NS LR ANEBE SOLUTIONS

Montage Insurance Solutions



MAGNOLIA

PUBLIC SCHOOLS

Board Agenda Item # Agenda # 11 C

Date: January 18, 2017

To: MPS Personnel Committee

From: Caprice Young, Ed.D., CEO & Superintendent
Staff Lead: Terri Boatman, Chief Human Resources Officer
RE: STRS/PERS Challenges

Proposed Board Recommendation

For Information Purposes Only

Background

For several years, Magnolia has had implementation challenges complying with STRS and PERS
compliance requirements: including inaccurate payment calculations, reporting, gathering of
enrollment forms, and appropriately timely enrollment. These inaccuracies have been identified
by our authorizers and via audits. Over the course of the last year, Magnolia staff has taken
concrete steps to correct current implementation challenges and begin to address inaccuracies
from previous years.

The below chart identifies some of the findings and challenges identified and how they are
currently being addressed.

Source Issue Corrective Action

FCMAT STRS/PERS forms not on file Magnolia has gathered
STRS/PERS forms for all
eligible employees and begins
collection of forms at the end of
the fiscal year for the upcoming

year.
Authorizers Accuracy of reports The finance team now reviews

reports prior to their submission.
Authorizers Accuracy of reports Hired ExEd to train Magnolia

staff on report completion and to
verify reports for accuracy prior
to submission.
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FCMAT

Part-Time employees may have
not been enrolled in PERS

When part-time employees
exceed a certain number of
hours, they qualify to receive
PERS. Magnolia has not honored
this requirement in previous
years. We now monitor the hours
of current part-time employees to
ensure we enroll them when they
qualify. We are reviewing
pervious fiscal years to identify
and address issues. We are
retroactively enrolling employees
in PERS at the time that they
qualified and bringing payments
up to date.

Authorizers

Employees may not have
received accurate service credits
under the 12 month contracts
since a portion of their
contributions were made in a new
fiscal year and

We have to begin the process of
working with the authorizers to
apply one full year of service
credits to every full-time
credentialed employee as
appropriate.

Budget Implications

Penalties may be assessed could be assessed for retroactively enrolling employees in retirement
plans and there may be fees associated with applying appropriate service credits for all
employees impacted by the 12 month contract. The finance team is in the process of assessing
the potential liability and working to limit potential fines and fees. This analysis is ongoing and
staff will report back to the committee and board at the March meeting.

How Does This Action Relate/Affect/Benefit All MSAs?

Per our Charters, we are required to participate in State Retirement programs. Failure to
appropriately report STRS and PERS could negatively impact our standing with our authorizers.

Name of Staff Originator:

Terri Boatman, Chief Human Resources Officer

Attachments

None




MAGNOLIA

PUBLIC SCHOOLS

Board Agenda Item # Agenda # 11 E

Date: January 18, 2017

To: MPS Personnel Committee

From: Caprice Young, Ed.D., CEO & Superintendent
Staff Lead: Terri Boatman, Chief Human Resources Officer
RE: Immigration Update

Proposed Board Recommendation

For Information Purposes Only

Background

Since the original internal audit of Magnolia’s Immigration Program and 19’s was conducted in
2015 by Kumar and Associates, the HR department has been working to build durable processes
around the immigration program that ensure compliance and addresses any deficiencies
identified in the audit.

Since August 2015, the following steps have been taken to support Magnolia’s Immigration

Program:

e Immigration Desk Procedures were approved by the Board which outlines the process for
managing immigration cases. This was approved by the Board at the May 12, 2016 Board
Meeting.

e We consolidated all immigration activities under, Kumar Associates one attorney and are
actively working with the firm to have all files from other law firms relocated to his
office. In July, the CEO terminated the contracts of any other immigration attorney in
order to build durable processes and continuity.

e We have built an Excel Spreadsheet that outlines cases that outlines all Immigration cases
and their status.

e We continue to work with Paycom to custom design placeholders for Immigration data.

The use of one firm provides greater support to Magnolia’s Immigration Program. The team at

\
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Kumar and Associates regularly schedules to come out to review our files and ensure full
compliance with the management of desk files, approvals, and record keeping.

Currently, Magnolia has ten active employees who are working under an H-1B and/or in the
PERM/Green Card Process. There is one inactive employee for whom Magnolia is initiating his
PERM process. This was done prior to the expiration of his H-1B, but the case was
recommended for supervised recruitment and is still under review. The current status of each of

these cases is included on the attached file.

Please feel free to provide the staff with any questions that you would like addressed in the
future.

Budget Implications

N/A

How Does This Action Relate/Affect/Benefit All MSAs?

It is the goal of Magnolia to actively engage in international recruitment when needed to fill
critical positions for which US citizens are not available. In order to support our staffing
initiatives, it is our goal to build a program focused on a rigorous commitment to compliance and
that shows full transparency in all areas including sourcing candidates, application procedures
and interview/selection criteria.

Name of Staff Originator:

Terri Boatman, Chief Human Resources Officer

Attachments

Current Immigration Actions



Current Immigration Activities

Title School Hire Date Current Status Expiration Date |Current Disposition Status
Perm case was denied; restarting process. H-1B expired but
employee can work up to 240 days while awaiting a response on
Computer Teacher MSA-3 8/1/12|H-1B Oct-16|Perm Applied a renewal.
Core Course Teacher MSA-SA 8/1/13|H-1B 5/27/17|H-1B Extension Initiating process for H-1B extension.
Perm application was selected for audit. Information was
submitted to Dept of Homeland Security on January 6, 2017.
Employee is able to work up to 240 days while awaiting a
Core Course Teacher MSA-1 12/3/13|H-1B 11/8/16|Perm Applied response on PERM case.
Core Course Teacher MSA-5 8/9/12|H-1B 5/21/19|Perm Applied Waiting on approval of PERM Case
Perm I-140 approved. H-1B expired, however employee is
Foreign Language Teacher MSA 8 1/1/11|H-1B 9/19/16|Perm Applied eligible to work up to 240 days pending response.
PERM originally filed but was selected for Supervised
Currently not employed Recruitment. Paperwork was sent in July 2016. Awaiting
Core Course Teacher MSA 4 8/1/12|by Magnolia Perm Applied further information from the Dept of Labor
Core Course Teacher MSA 2 9/1/10|H-1B 9/19/16|Perm Applied IN PROCESS. H-1B extension pending
Perm application was selected for audit. Information was
submitted to Dept of Homeland Security . H-1B extension
Core Course Teacher MSA 2 8/1/14|H-1B 9/19/16|Perm Applied pending
Foreign Language Teacher MSA SD 8/25/15|H-1B 8/31/19 New H-1B converted from OPT
Core Course Teacher MSA-2 8/1/12|H-1B 8/1/17 Awaiting new prevailing wage to apply for perm
Core Course Teacher MSA SD 8/1/14|H-1B 10/31/17|Perm applied for  [Awaiting approval on PERM case




MAGNOLIA

PUBLIC SCHOOLS

Agenda Item # Agenda # 11 F

Date: January 18, 2017

To: MPS Personnel Committee

From: Caprice Young, Ed.D., CEO & Superintendent
Staff Lead: David Yilmaz, Chief Accountability Officer
RE: MPS Staff Evaluations Update

Proposed Board Recommendation

This is a discussion item for the committee.

Background

Teacher Evaluation:

The Purposes of the Evaluation

MPS firmly believes that teacher quality is the most important variable in increasing student
achievement. The evaluation process helps the teacher and the school administrators build on the
strengths of the teacher and identify those areas the teacher needs improvement to become more
effective and efficient at his/her job. Performance evaluation allows the school administrators
and the teacher to communicate openly about performance, mutually establish goals and identify
actions for progress, and evaluate results which may provide a basis and documentation for

transfer, promotion, reassignment, or disciplinary action.
The Evaluation Process

MPS will use multiple measures in order to make a reliable teacher evaluation. These measures
include (1) Teacher Performance on the MPS Framework for Teaching, (2) Teacher Professional
Qualities, Dispositions, and Responsibilities, (3) Student and Parent Voices, and (4) Student
Performance. Using multiple measures will provide for better insight and reliability than using

only one measure.

Standards in the MPS Framework for Teaching involve teaching processes and teaching

outcomes, and are the basis for classroom observation evaluations. The annual evaluation
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process involves frequent informal classroom observations and feedback for the teacher, a formal
observation cycle, collection of evidence to foster collaboration with the teacher, and goal setting
and monitoring. This process is supplemented by assessment of teacher’s professional qualities,
dispositions, and responsibilities, student and parent feedback through surveys, and student
performance data. Numerous academic studies confirm the long-held belief that teacher quality
is one of the greatest determinants of student achievement. By incorporating student performance
into teacher evaluation, MPS wants to keep ongoing student performance discussions with the

teacher.

The Chief Accountability Officer and the Chief Academic officer will continue to train MPS
school site administrations on the Teacher Evaluation Protocol during the monthly academies

throughout the year as well as lead discussion and collect feedback on the protocol.

Attached is the full protocol with its attachments, all in one document.

School Leader Evaluation:

MPS will use multiple measures in order to make a reliable school leader evaluation. These
measures include (1) California Professional Standards for Education Leaders (CPSEL), (2)
Student, Parent, and Staff Voices, and (3) Student Performance. Using multiple measures will

provide for better insight and reliability than using only one measure.

The CPSEL identify what an administrator must know and be able to do in order to move into
sustainable, effective practice. They are a set of broad policy standards that are the foundation
for administrator preparation, induction, development, professional learning and evaluation in
California. Taken together, the CPSEL describe critical areas of leadership for administrators and
offer a structure for developing and supporting education leaders throughout their careers. The
annual evaluation process involves frequent informal observations and feedback for the school
leader, collection of evidence to foster collaboration with the school leader, and goal setting and
monitoring. This process is supplemented by student, parent, and staff feedback through surveys,

and student performance data.

MPS will use the School Leader Evaluation forms for the Principal and Dean positions.
Attached is the full protocol with its attachments, all in one document.

Evaluation of Other Personnel:

MPS will revise its current evaluation protocol for staff other than teaching staff and school

leaders to also include the same multiple measures in order to make a reliable staff evaluation



and to have all our evaluation systems aligned. We will bring the finalized version of the

evaluation protocol for other staff to the board’s attention at a future meeting.

Budget Implications

None.

How Does This Action Relate/Affect/Benefit All MSAs?

All MSAs need a structured staff evaluation model for teaching staff, school leaders, and other
staff.

Name of Staff Originator:

David Yilmaz, Chief Accountability Officer
Attachments
= MPS TEACHER EVALUATION_ALL DOCUMENTS

= MPS SCHOOL LEADER EVALUATION_ALL DOCUMENTS



MAGNOLTIA PUBLIC SCHOOLS (MPS) SCHOOL LEADER EVALUATION
PROTOCOL

Introduction

The vision of Magnolia Public Schools (MPS) is that our graduates are scientific thinkers who contribute to the global
community as socially responsible and educated members of society. It is MPS’ mission to provide a college
preparatory educational program emphasizing science, technology, engineering, arts, and math (STEAM) in a safe
environment that cultivates respect for self and others. All MPS school leaders are expected to learn, grow, and
commit to the vision and mission of MPS within their roles and responsibilities. The successful work of MPS school
leaders can only be realized in a culture where there is learning, open and honest communication, teamwork, use of
data, and accountability. The MPS evaluation process is designed to contribute to the organization’s pursuit of

excellence in education.
The Purposes of the Evaluation

MPS firmly believes that school leader quality is one of the most important variables in increasing student
achievement. The evaluation process helps the school leader and the evaluator(s) build on the strengths of the school
leader and identify those areas the school leader needs improvement to become more effective and efficient at his/her
job. Performance evaluation allows the evaluators and the school leader to communicate openly about performance,
mutually establish goals and identify actions for progress, and evaluate results which may provide a basis and

documentation for transfer, promotion, reassignment, or disciplinary action.
The Evaluation Process

MPS will use multiple measures in order to make a reliable school leader evaluation. These measures include (1)
California Professional Standards for Education Leaders (CPSEL), (2) Student, Parent, and Staff Voices, and (3)
Student Performance. Using multiple measures will provide for better insight and reliability than using only one

measure.

The CPSEL identify what an administrator must know and be able to do in order to move into sustainable, effective
practice. They are a set of broad policy standards that are the foundation for administrator preparation, induction,
development, professional learning and evaluation in California. Taken together, the CPSEL describe critical areas of
leadership for administrators and offer a structure for developing and supporting education leaders throughout their
careers. The annual evaluation process involves frequent informal observations and feedback for the school leader,
collection of evidence to foster collaboration with the school leader, and goal setting and monitoring. This process is
supplemented by student, parent, and staff feedback through surveys, and student performance data. Numerous
academic studies confirm the long-held belief that school leader quality is one of the greatest determinants of student
achievement. By incorporating student performance into school leader evaluation, MPS wants to keep ongoing
student performance discussions with the school leader. MPS will use the following weights for each measure to

determine an end-of-year overall rating.

School Leader Performance on the CPSEL 85% 65%

Student, Parent, and Staff Voices 15% 15%
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Student Performance *** - 20%

*** MPS is in the process of developing a Student Performance metric for the purpose of school leader evaluation.
MPS considers using interim and summative assessments and state and local performance indicators, as well as
student work. MPS needs to make sure that Student Performance data used is of high quality as agreed by all
stakeholders. While evidence of Student Performance will be collected during the evaluation process, a definite
Student Performance metric has not been identified for each subject area yet. Therefore, until a definite Student

Performance metric is developed, MPS will exclude it from the end-of-year overall rating.

Measures of School Leader Evaluation (2016-17)

= Ratings on California Professional Standards for Education Leaders
(CPSELs)

Student, Parent, and Staff Voices

Measures of School Leader Evaluation (TBA)

= Ratings on California Professional Standards for Education Leaders
(CPSELs)

Student, Parent, and Staff Voices

= Student Performance
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End-of-Year Overall Evaluation Rating

Evaluators will use the weights (percents) established above for each measure of school leader evaluation and the

final score earned by the school leader on each measure to calculate an end-of-year overall performance score of the

school leader. As can be seen in the table below, depending on the overall performance score, the school leader will

receive an end-of-year overall evaluation rating of 1 (Ineffective), 2 (Developing), 3 (Effective) or 4 (Highly Effective).

85% - 100%

4: Highly Effective (HE)

School leader consistently demonstrates behaviors reflective of the CPSEL that
are above and beyond stated expectations. School leaders who perform at this
level exceed goals and targets established for student performance and survey
data indicates high levels of satisfaction. A Highly Effective rating means that
the only areas for growth would be to expand on the strengths and find
innovative ways to apply it to the benefit of the school. Specific comments (i.e.,
evidence, explanation) are required for rating a school leader as Highly
Effective. A Highly Effective rating means that performance is excellent. The
employee is a top performer in all areas of school leadership performance,

student achievement, and academic progress in the perception of others.

65% - 84%

3: Effective (E)

School leader demonstrates behaviors reflective of the CPSEL most of the time
and meets goals and any targets established for student performance and survey
data. The indicator of performance delivered when rating one as Effective is that
performance is satisfactory and similar to that of others regarded as good
performers. While there are areas remaining that require further development
to be considered an excellent performer, an Effective classification is indicative

of a valued school leader.

50% - 64%

2: Developing (D)

School leader sometimes demonstrates behaviors reflective of the CPSEL and
meets some of the goals and targets established for student performance and
survey data. A Developing rating indicates that the employee performs well at
times but requires more consistent performance overall. School leader
demonstrates potential, but must focus on opportunities for improvement to

elevate his/her performance on the standards.

Less than 50%

1: Ineffective (I)

School leader rarely demonstrates behaviors reflective of the CPSEL and meets
few goals and targets for student performance and survey data. The
demonstrated performance of this school leader requires intervention. A rating
of Ineffective indicates that performance is unsatisfactory and the school leader
requires significant improvement. Specific comments (i.e., evidence,

explanation) are required when applying this rating.
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Evaluation Calendar

The following table outlines the steps of the evaluation process with recommended timeline.

August Evaluation Protocol At the beginning of the school year, the evaluators will provide
CPSEL the school leader with the evaluation protocol, including the
CPSEL, forms for self-assessment, and goal setting and progress
Self-Assessment Form monitoring.
Goal Setting & Progress
Monitoring Form
September Self-Assessment Form During September, every school leader will complete a self-

Goal Setting & Progress

Monitoring Form

assessment to identify his/her strengths, evidence of meeting
standard, and areas for improvement or refinement for each
CPSEL.

Based on his/her areas for improvement or refinement and
information gathered from artifacts and other sources, the
school leader will meet with the evaluators and set two or three
goals for the school year, at least one of which should be linked
to an organizational goal, e.g., a goal in LCAP, SIP, WASC or

other organizational plan.

December-January

Goal Setting & Progress

Monitoring Form

The school leader will meet with the evaluator mid-year to
discuss progress toward achieving their annual goals, and if
necessary, adjustments to action plans in order to achieve goals
by the end of the school year. The evaluator will determine
whether the school leader is making acceptable progress toward
goal attainment. Depending on accomplishment of the goals set
at the beginning of the school year, the school leader may set
additional goals.

Evaluators may develop an improvement plan with the school
leaders who need to elevate their performance on the CPSEL or
are not making acceptable progress toward goal attainment. The
Goal Setting & Progress Monitoring Form can be used for this

purpose.

March-May

Goal Setting & Progress

Monitoring Form

Every school leader will meet with the evaluators to discuss
progress/completion of goals. School leaders will document
their progress on their goals, and if necessary, make
adjustments to action plans. In addition, the school leaders and
the evaluators will discuss possible new goals for the next school

year.
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May 1 to mid-May School Leader
Summative Assessment

Form

School Leader
Evaluation Summary

Page

For each school leader, the evaluators will assign a rating on

each CPSEL on the Summative Assessment Form.

Evaluators will have the final scores for student, parent, and

staff survey results available.

For each school leader, the evaluators will enter an end-of-year
overall evaluation rating into the School Leader Evaluation

Summary Page.

Evaluators will share the completed evaluation forms with each
school leader. Forms include: School Leader Evaluation
Summary Page and the School Leader Summative Assessment

Form.

The above timeline is recommended to the MPS evaluators to ensure timely completion of all steps of the evaluation

process. Evaluators can be flexible with the timeline without compromising the fundamental design of the process.
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Measures of School Leader Evaluation:
(1) School Leader Performance on the CPSEL

To reach every student and support every teacher in meeting increasingly complex outcomes demands a cadre of
increasingly committed and effective school leaders. The CPSEL serve as broadly supported leadership criteria that
are a critical component of leadership development and support. The CPSEL reflect current and emerging
expectations for education leaders and are built on a set of Guiding Principles that identify foundational beliefs
supporting each CPSEL.

The CPSEL:

» Inform leadership development and performance across a career continuum

» Incorporate existing, accepted descriptions and guides for professional education leadership

» Consistently promote student attainment of performance and content expectations as well as student well
being

»  Acknowledge the need for ongoing dialogue, challenging assumptions and continued learning among staff
and stakeholders

= Reflect the pervasive need to consider equity dilemmas, problems, and issues

*  Promote action on the concepts of access, opportunity, and empowerment for all members of the school

community

The CPSEL are organized into three levels: standards, elements, and example indicators of practice. The standards
are organized into six broad categories that represent the responsibilities of an education leader, reflecting both

professional and personal practice. Each standard has a title that supports its identification and use:

*  Development and Implementation of a Shared Vision
» Instructional Leadership

= Management and Learning Environment

*  Family and Community Engagement

»  Ethics and Integrity

»  External Context and Policy

The elements highlight three to four main focus areas within each standard. They serve to clarify the intention of the

standard and help to organize and define key areas of leadership actions within the standard.

The indicators further delineate leader action. They are examples of how an education leader might demonstrate the
element or standard within his or her practice. The indicators are not intended to be a comprehensive or required list
of administrator behaviors, rather they are examples of practice that illustrate the intent of the standard and element.
MPS will adapt the indicators in a variety of ways to guide and support school leaders from preparation through levels

of increasingly accomplished practice within their roles (principal, dean, etc.)
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The annual evaluation process at MPS involves frequent informal observations and feedback for the school leader,
collection of evidence to foster collaboration with the school leader, and goal setting and monitoring. MPS will use on
online tool to record and share notes, feedback, evidence, forms, evaluation results, and all other related
documentation. The tool can be used by both the school leader and the evaluator in respect to their roles. Informal
observations can be conducted by the school administrators as well as MPS Home Office support team and other

professionals.

The school leader being evaluated will take the lead in conducting the evaluation process through the use of self-
assessment, reflection and by gathering evidence for education leadership practice. The evaluator will collect evidence
on specific standards. Collaborative use of evidence and reflection will provide a basis for self-assessment, goal-
setting, professional development, and demonstration on specific standards and expectations. The evaluator and the
school leader will meet mid-year to discuss progress toward annual goals, and if necessary, any adjustment to action
plans. The evaluator and the school leader will meet toward year-end to discuss progress or completion of goals and

possible new goals for the next school year.

After completion of the evaluation process, each school leader will receive a rating of 1 (Below Standard), 2
(Approaches Standard), 3 (Meets Standard) or 4 (Exceeds Standard) for each CPSEL. Besides rating (1) School Leader
Performance on the CPSEL, the evaluators will also score (2) Student, Parent, and Staff Voices, and (3) Student
Performance. The final score and the weight for each measure will be used to calculate an end-of-year overall
performance score of the school leader. Depending on the overall performance score, the school leader will receive an

end-of-year overall evaluation rating of 1 (Ineffective), 2 (Developing), 3 (Effective) or 4 (Highly Effective).
Rating of School Leader Performance on the CPSEL

The CPSEL are organized into three levels: standards, elements, and example indicators of practice. The indicators
are examples of practice that illustrate the intent of the standard and element. MPS has adapted the indicators in a
variety of ways to guide and support school leaders within their roles, such as principal, dean, etc. (See Attachment:
MPS Example Indicators for CPSELs.) These indicators provide both a rubric for leadership performance and a
roadmap for improvement of school leadership. During informal observations the evaluator(s) will provide the school
leader with bite-sized, focused, constructive, and critical feedback. School leader will be provided more
comprehensive feedback on the standards during goal-setting and monitoring meetings. Before the completion of the
evaluation process, each school leader will receive a rating of 1 (Below Standard), 2 (Approaches Standard), 3 (Meets
Standard) or 4 (Exceeds Standard) for each CPSEL. The following table shows the six CPSEL to be rated by the

evaluators.

Standard 1. Education leaders facilitate the development and implementation of a shared vision of learning and
growth of all students.

* Element 1A: Student-Centered Vision
» Element 1B : Developing Shared Vision

*  Element 1C: Vision Planning and Implementation
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Standard 2. Education leaders shape a collaborative culture of teaching and learning informed by professional

standards and focused on student and professional growth.

*  Element 2A: Professional Learning Culture
*  Element 2B: Curriculum and Instruction

»  Element 2C: Assessment and Accountability

STANDARD 3: MANAGEMENT AND LEARNING ENVIRONMENT

Standard 3. Education leaders manage the organization to cultivate a safe and productive learning and working

environment.

» Element 3A: Operations and Facilities
*=  Element 3B: Plans and Procedures
=  Element 3C: Climate

*= Element 3D: Fiscal and Human Resources

STANDARD 4: FAMILY AND COMMUNITY ENGAGEMENT

Standard 4. Education leaders collaborate with families and other stakeholders to address diverse student and

community interests and mobilize community resources.

*= Element 4A: Parent and Family Engagement
*  Element 4B: Community Partnerships

* Element 4C: Community Resources and Services

STANDARD 5: ETHICS AND INTEGRITY

Standard 5. Education leaders make decisions, model, and behave in ways that demonstrate professionalism, ethics,

integrity, justice, and equity and hold staff to the same standard.

= Element 5A: Reflective Practice
*  Element 5B: Ethical Decision-Making
=  Element 5C: Ethical Action

STANDARD 6: EXTERNAL CONTEXT AND POLICY

Standard 6. Education leaders influence political, social, economic, legal and cultural contexts affecting education to

improve education policies and practices.

»  Element 6A: Understanding and Communicating Policy
= Element 6B: Professional Influence

*= Element 6C: Policy Engagement
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Examples of indicators for each element can be found in Attachment: CPSEL Booklet. Here is an example:

STANDARD 2: INSTRUCTIONAL LEADERSHIP

Education leaders shape a collaborative culture of teaching and learning informed by professional

standards and focused on student and professional growth.

Element 2A: Professional Learning Culture

Leaders promote a culture in which staff engages in individual and collective professional learning that results in their

continuous improvement and high performance.

Example Indicators:

2A-1 Establish coherent, research-based professional learning aligned with organizational vision and goals
for educator and student growth.

2A-2 Promote professional learning plans that focus on real situations and specific needs related to
increasing the learning and well-being of all staff and students.

2A-3 Capitalize on the diverse experience and abilities of staff to plan, implement, and assess professional
learning.

2A-4 Strengthen staff trust, shared responsibility, and leadership by instituting structures and processes

that promote collaborative inquiry and problem solving.
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It is important to note that specific feedback to the school leader on each element provides better focus for

professional practice and growth. The observers and the evaluators are encouraged to pinpoint strengths and areas

for improvement based on the elements. However, rating will be provided for the standard, not for each element.

Elements describe a specific feature of the standard and the school leader is expected to meet or exceed the standard

as a whole. There is variation among school systems and organizations in their approach to rating standards versus

elements. MPS actively seeks feedback from our school leaders and evaluators in order to implement an efficient and

effective system that helps with both measuring school leaders and supporting their growth.

MPS will base 85 percent of school leader’s end-of-year overall evaluation on performance on the CPSEL. Each school

leader will receive a rating of 1 (Below Standard), 2 (Approaches Standard), 3 (Meets Standard) or 4 (Exceeds

Standard) for each of the six CPSEL. Therefore, school leaders will earn up to 24 points on this metric. The following
table describes the ratings that will be used to rate each CPSEL.

Exceeds Standard

School leader consistently demonstrates all indicators reflective of the

standard. School leader performance on the standard is excellent.

Meets Standard

School leader demonstrates the majority of the indicators reflective of

the standard most of the time. School leader performance on the

standard is very good. However, there are areas remaining that require
further development to be considered an excellent performer on this

standard.

Approaches Standard

School leader sometimes demonstrates the indicators reflective of the
standard. School leader performs well at times but requires more
consistent performance overall. School leader demonstrates potential but
must focus on opportunities for improvement to elevate his/her

performance on this standard.

Below Standard

School leader rarely demonstrates the indicators reflective of the
standard. The demonstrated performance of this school leader is
unsatisfactory and requires intervention and significant improvement.
Specific comments (i.e., evidence, explanation) are required when

applying this rating.
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(2) Student, Parent, and Staff Voices

Research into school leadership effectiveness indicates that student, parent, and staff voices play a powerful role in
helping schools and districts learn how to improve education leadership. Surveys have been the primary means of
collecting student, parent, and staff voices about effective leadership. MPS uses an online platform to provide
students, parents, and staff with groups of questions that measure their perceptions of teaching and learning, as well
as their perceptions of school climate and students’ own strengths and weaknesses. MPS believes that students,
parents, and staff have an essential role to play in informing teaching effectiveness and education leadership: this
feedback instrument provides teachers and school leaders with valuable data about how students see their classes,

how much parents are involved, how supported staff feel and how to facilitate improvement.
Following are sample survey questions that MPS uses to hear student, parent, and staff voices.

Student Survey Sample Questions:

Besides many other aspects of their experience with the school, teachers, and each of their classes, students are also
asked their opinions about the school administration, the main office, and support staff, as well as their overall school

satisfaction. Following are sample questions MPS asks students about the school administration.
How much do you agree or disagree with each of the following items?

= Adults at my school expect me to go to college.

= Ifeel adults at my school care about me.

= Icangotoan adult at this school if I need help with a personal problem.
* Iknow who to speak with at the school if I have a question or concern.

* Inmy school, adults treat students with respect.

= Adults at my school care about students’ opinions.
Overall School Experience:
=  Overall, I am satisfied and would recommend this school to other students.

Parent Survey Sample Questions:

Besides many other aspects of their experience with the school, their child’s teachers and each of his/her classes,
parents are also asked their opinions about the school administration, the main office, and support staff, as well as

their overall school satisfaction. Following are sample questions MPS asks parents about the school administration.
Please rate how strongly you agree or disagree with each of the following statements.

»  Thereis a clear academic vision for this school.

= [ feel administration cares about my child.

»  The administration has a visible presence and is accessible to me.

* Iknow who to speak with at the school if I have a question or concern.
= School staff treats me with respect.

»  School staff welcomes comments and suggestions.

»  School staff is responsive to the concerns of parents and the community.
Overall School Experience:

= Overall, I am satisfied and would recommend this school to other parents.
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Staff Survey Sample Questions:

Besides many other aspects of their experience with the school, staff are also asked their opinions about the school
administration, the main office, and support staff, as well as their overall school satisfaction. Following are sample

questions MPS asks staff about the school administration and the support they receive from them.
Please rate how strongly you agree or disagree with each of the following statements.
School Administration and Students/Parents (from staff perspective)

»  Student achievement is the highest priority at this school.

= Itrust the administration to make decisions that are in the best interest of students.

= Ifeel administration cares about students.

»  The administration has a visible presence and is accessible to parents and students when needed.
»  The administration welcomes comments and suggestions from students and parents.

»  The administration sets a professional and positive example.

»  The administration is responsive to the concerns of students and parents.

»  The administration has a good rapport with students and parents.

»  The administration offers opportunities for parental involvement.
School Administration and Teacher Support

= There is a clear academic vision for this school.

»  The administration has a good understanding of issues related to curriculum and instruction.

= Ibelieve the administration will make appropriate adjustments to manage future educational challenges.
»  The administration clearly communicates their expectations of me.

= Tam given the freedom I need to do my job.

=  This school recognizes and celebrates hardworking faculty and staff.

= Ifeel the workload for a teacher at this school is reasonable.

* Tunderstand how my performance will be evaluated.

= School leadership recognizes my strengths and weaknesses.

*  Changes are handled smoothly at this school, allowing time for transition.

On a scale of 5 (highest) to 1 (lowest), please rate the support you receive from your school administration.
=  Principal, assistant principal, etc.

Overall School Experience:

= Overall, I am satisfied and would recommend this school to parents seeking a place for their
child.
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Using Student, Parent, and Staff Voices as a Measure of School Leader Evaluation

Student, parent, and staff surveys provide valuable feedback to the school leader about stakeholders’ perceptions on
school leader’s effectiveness. MPS makes every effort to reach out to our students, parents, and staff to ensure a high
response rate on the surveys. MPS has designed its surveys so that they provide individualized feedback about school
leaders, as well as stakeholders’ overall school satisfaction. MPS will use both individualized and general feedback to

provide constructive critical feedback to the school leaders. Leaders can use this feedback to improve their leadership.

As CPSEL 1 states, “Education leaders facilitate the development and implementation of a shared vision of learning
and growth for all students.” Collaboration linked to shared goals focused on student achievement lead to higher
levels of adult commitment and greater gains in student achievement. MPS values collective commitment and
collaboration for shared goals; therefore, MPS will use overall school experience (satisfaction) rates for students,
parents, and staff as a metric in school leader evaluation. Favorable responses to the following “overall school

satisfaction” question include “Strongly Agree” and “Agree.”
Overall, I am satisfied and would recommend this school to other students/parents.
o Strongly Agree o Agree ¢ Neutral o Disagree o Strongly Disagree

MPS will use percentage of favorable responses, i.e., overall school satisfaction rate, as a metric that represents
stakeholder voices. MPS will base 15 percent of teacher’s end-of-year overall evaluation on student, parent, and staff
surveys. Student, parent, and staff voices will share equal weights of 5 percent. Following table shows how overall
school satisfaction rates will be converted to points on the end-of-year overall evaluation. MPS will use both status
(percent for current year) and change (percent change from prior year) in determining the final points for student,

parent, and staff voices.

OVERALL SCHOOL CHANGE (PRIOR YEAR)

SATISFACTION RATE
Declined Declined Maintained Increased Increased

Significantly by 5% to Declined or by 5% to Significantly

by 10% or less than improved by less than by 10% or
more 10% less than 5% 10% more

Very High
85% or greater

High
70% to less than 85%

Medium

60% to less than 70%

Low

50% to less than 60%

Very Low

?
z
z

Less than 50%
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Example: A school with parent overall school satisfaction rates of 75% in the current year and 63% in the prior year
would earn its school leaders 5 points for parent voice on the end-of-year overall school leader evaluation. Similarly,
the same school with student overall satisfaction rates of 68% in the current year and 60% in the prior year would
earn its school leaders 4 points for student voice. If staff overall satisfaction rate increased from 80% to 83% from the
prior year, it would correspond to 4 points for staff voice. A total of 13 points (out of 15) would be used as the overall

score for Student, Parent, and Staff Voices.

School leaders are encouraged to check their school’s targets for student, parent, and staff overall school satisfaction
rates in their Local Control and Accountability Plans (LCAP).

(3) Student Performance
Student Assessments at MPS

MPS uses formative and summative assessment strategies to monitor student progress and to adjust instruction in
order to maximize student achievement. The measures that are used to assess student progress include all state-
mandated standardized tests such as the Smarter Balanced Summative Assessments. MPS also uses the Smarter
Balanced Interim Assessments which are designed to support teaching and learning throughout the year; and the
Digital Library, designed to support classroom-based formative assessment processes. MPS administers both the
Interim Comprehensive Assessments (ICAs) and Interim Assessment Blocks (IABs) to assess student learning and
inform instruction during the year. The Smarter Balanced Interim Assessments! are specifically designed to provide
the following:

»  Meaningful information for gauging student progress throughout the year toward mastery of the skills

measured by the Summative Assessments

= Assessments of the CCSS, which can be used at strategic points during the school year.

MPS teachers also have access to publisher or third-party-provided assessments, such as McGraw Hill, Illuminate,
Accelerated Reader, and MAP. MPS utilizes computer adapted MAP testing to measure student progress three times a
year. Teachers also, with the help of published materials, create standards-aligned formative assignments and tests

that are evaluated using rubrics.

Assessments at MPS are not tests only. MPS teachers are expected to use a variety of formative and summative
assessments that are valid and reliable measures of student achievement. (Ex: performance assessments, portfolios,
etc.) Assessments are expected to be aligned with learning objectives. (Ex: Unit assessments are aligned with unit
standards and learning objectives.) At MPS, teachers provide students with choices of ways to demonstrate learning
and students participate in the development of their learning outcomes. Teachers use summative assessment results

to plan next units and redeliver instruction.

MPS teachers are expected to closely monitor all students’ progress toward meeting student learning outcomes.
Teachers use technology, as appropriate, to conduct data analysis and communicate assessment results and student
growth to all stakeholders (families, colleagues, administration, etc.) Teachers review summative assessment results

with students, and students are involved in self-assessment, goal-setting, and monitoring progress.
Local, State, and Federal Accountability System

MPS will closely monitor its measures on the local, state, and federal accountability and continuous improvement

thttp://www.cde.ca.gov/ta/tg/sa/sbacinterimassess.asp
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systems, including LCFF evaluation rubrics. These measures include, but are not limited to, state and local indicators,
such as graduation rate, scores on the CAASPP, suspension rates, progress of English learners toward English

proficiency, and college and career readiness.
Using Student Performance as a Measure of School Leader Evaluation

MPS is in the process of developing a Student Performance metric for the purpose of school leader evaluation. As
introduced above, state and local accountability indicators along with interim and summative assessments provide
valuable data on student performance and progress. MPS also recognizes that a variety of assessments can and should
be used to measure student progress, such as performance assessments and portfolios. As such, MPS considers using
a thoughtful combination of interim and summative assessments and state and local indicators, as well as student
work. MPS needs to make sure that Student Performance data used is of high quality as agreed by all stakeholders.
While evidence of Student Performance will be collected and analyzed during the evaluation process, a definite
Student Performance metric has not been developed for each subject area yet. Therefore, until a definite Student
Performance metric is identified and agreed upon, MPS will exclude it from the end-of-year overall rating. Once a

metric is fully developed, MPS intends to base 20 percent of end-of-year overall evaluation on Student Performance.
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Attachments:

The following are attachments referenced in the MPS School Leader Evaluation Protocol.

CPSEL Booklet

MPS Example Indicators for CPSELs

MPS School Leader Self-Assessment Form

MPS School Leader Goal Setting & Progress Monitoring Form
MPS School Leader Summative Assessment Form

MPS School Leader Evaluation Summary Page
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Introduction
Introduction

The academic success and well being of California’s students are outcomes that are highly
connected to excellent educators — both teachers and administrators. Robert Marzano, Timothy
Waters, and Brian A. McNulty made note in School Leadership that Works: From Research to
Results that principal and teacher quality account for nearly 60% of a school’s total impact on
student achievement, and principals alone for a full 25%!'. Administrators - at site, district,
regional and state levels - are education leaders who are key players in ensuring that all students,
including those students who have been underserved, graduate ready for advanced learning and
careers. They have the potential to create an environment where teachers want to work and
where teachers and students learn and thrive.

The California Professional Standards for Education Leaders (CPSEL) identify what an
administrator must know and be able to do in order to move into sustainable, effective practice.
They are a set of broad policy standards that are the foundation for administrator preparation,
induction, development, professional learning and evaluation in California. Taken together, the
CPSEL describe critical areas of leadership for administrators and offer a structure for
developing and supporting education leaders throughout their careers.

History of the California Professional Standards for Education Leaders

CPSEL have been a part of the California’s education leader preparation continuum since 2001.
The CPSEL were drafted through a collaboration of representatives from the California School
Leadership Academy at WestEd, the Association of California School Administrators, the
Commission on Teacher Credentialing (Commission), the California Department of Education
(CDE), California public and private universities, and county offices of education. The CPSEL
were adapted from the national Interstate School Leaders Licensure Consortium (ISLLC)
Standards for School Leaders (1996) to fit the California context and emerging accountability
expectations. In 2004, the CPSEL were adopted as part of the standards-based program for the
Administrative Services Clear Credential which licenses a broad range of education leaders,
school principals, district superintendents and directors, county and state program administrators,
and administrators in nursing, special education, counseling and technology. Locally, many
districts have adopted or adapted the CPSEL for administrator induction programs, professional
learning structures and evaluation. Finally, in California's SB 1292 (Liu), Chapter 435, Statutes
of 2012, expectations for principal evaluations are now based on the CPSEL.

1 Marzano, R. J.; Waters, T.; & B. McNulty (2005). School Leadership that Works: From
Research to Results. Alexandria, VA: Association for Supervision and Curriculum Development;
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Still strongly supported a decade after the original CPSEL document was written, the
Administrative Services Credential (ASC) Advisory Panel (2010-2011), the ASC writing panel
(2011-2014), and the 2012 state Educator Excellence Task Force report, Greatness by Design,
recognized the CPSEL as an important component of building a coherent leadership
development system. However, the need for “refreshing” the CPSEL to better reflect the 21st
century leader expectations, the current context for schooling, and needs of California’s widely
diverse students was also identified. In October 2013, the Commission and the California CDE
jointly convened a panel tasked with updating the CPSEL.

After reviewing the original CPSEL, research studies, professional literature, examples of
national, state and district standards for administrators, as well as the newly adopted content and
performance expectations for preliminary administrator certification, the CPSEL Update Panel
drafted the updated set of CPSEL. The draft underwent review by the Commission and two
public surveys soliciting comments. The refined CPSEL were approved by the Commission in
February 2014.

Guiding Principles for the CPSEL

The updated CPSEL reflect current and emerging expectations for education leaders. They are
built on a set of Guiding Principles, developed by the revision committee, that identify
foundational beliefs supporting each CPSEL.

The CPSEL:

* Inform leadership development and performance across a career continuum

* Incorporate existing, accepted descriptions and guides for professional education
leadership

* Consistently promote student attainment of performance and content expectations as well
as student well being

* Acknowledge the need for ongoing dialogue, challenging assumptions and continued
learning among staff and stakeholders

* Reflect the pervasive need to consider equity dilemmas, problems, and issues

* Promote action on the concepts of access, opportunity, and empowerment for all
members of the school community

Organization of the CPSEL

The CPSEL are the professional standards for education leaders and broadly describe effective
leadership.

The updated CPSEL are organized into three levels: standards, elements, and example indicators
of practice. This format helps to describe, in increasing detail, the work of an education leader
and parallels the structure of other state documents such as the California Standards for the
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Teaching Profession (2009) and the Quality Professional Learning Standards (Torlakson,
January 2014).

The standards are organized into six broad categories that represent the responsibilities of an
education leader, reflecting both professional and personal practice. The updated standards
maintain the basic footprint of the six major leadership areas of the original CPSEL. This
continuity helps educators, policymakers and programs align and link the updated CPSEL with
existing California state policies and local uses, the national ISLLC standards (2008), research,
and evidence-based practices across the states. Each standard has a title that supports its
identification and use:

o Development and Implementation of a Shared Vision
Instructional Leadership
Management and Learning Environment
Family and Community Engagement
Ethics and Integrity
External Context and Policy

O O O O O

The elements highlight three to four main focus areas within each standard. They serve to_clarify
the intention of the standard and help to organize and define key areas of leader actions within
the standard.

The indicators further delineate leader action. They are examples of how an education leader
might demonstrate the element or standard within his or her practice. The indicators are not
intended to be a comprehensive or required list of administrator behaviors, rather they are
examples of practice that illustrate the intent of the standard and element. The indicators can be
used and/or adapted in a variety of ways by state and local education leaders to guide and
support administrator leaders from preparation through levels of increasingly accomplished
practice.

Conclusion

The work of California’s administrators has changed and expanded since the first edition of the
California Professional Standards for Education Leaders in 2001. To reach every student and
support every teacher in meeting increasingly complex outcomes demands a cadre of
increasingly committed and effective administrators. Transforming our state’s system for
developing and supporting administrators to become excellent education leaders requires
consensus about high expectations that are attainable over time with quality preparation,
induction, and ongoing professional learning. The CPSEL serve as broadly supported leadership
criteria that are a critical component of a coherent system of leadership development and support
that ensures excellent education leaders throughout California.

California Professional Standards for Education Leaders 3
2014



California Professional Standards for Education Leaders (CPSEL) Standards,
Elements, and Example Indicators

STANDARD 1: DEVELOPMENT AND IMPLEMENTATION OF A SHARED VISION
Education leaders facilitate the development and implementation of a shared vision of
learning and growth of all students.

Element 1A: Student—Centered Vision
Leaders shape a collective vision that uses multiple measures of data and focuses on equitable
access, opportunities, and outcomes for all students.

Example Indicators:

1A-1 Advance support for the academic, linguistic, cultural, social-emotional, behavioral, and
physical development of each learner.

1A-2 Cultivate multiple learning opportunities and support systems that build on student
assets and address student needs.

1A-3 Address achievement and opportunity disparities between student groups, with attention
to those with special needs; cultural, racial, and linguistic differences; and
disadvantaged socio-economic backgrounds.

1A-4 Emphasize the expectation that all students will meet content and performance
standards.

Element 1B: Developing Shared Vision
Leaders engage others in a collaborative process to develop a vision of teaching and learning that
is shared and supported by all stakeholders.

Example Indicators:
1B-1 Embrace diverse perspectives and craft consensus about the vision and goals.
1B-2 Communicate the vision so the staff and school community understands it and uses it for
decision-making.
1B-3 Build shared accountability to achieve the vision by distributing leadership roles and
responsibilities among staff and community.
1B-4 Align the vision and goals with local, state, and federal education laws and regulations.

Element 1C: Vision Planning and Implementation
Leaders guide and monitor decisions, actions, and outcomes using the shared vision and goals.

Example Indicators:
1C-1 Include all stakeholders in a process of continuous improvement (reflection, revision,
and modification) based on the systematic review of evidence and progress.
1C-2 Use evidence (including, but not limited to student achievement, attendance, behavior
and school climate data, research, and best practices) to shape and revise plans,
programs, and activities that advance the vision.
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1C-3 Marshal, equitably allocate, and efficiently use human, fiscal, and technological
resources aligned with the vision of learning for all students.

STANDARD 2: INSTRUCTIONAL LEADERSHIP
Education leaders shape a collaborative culture of teaching and learning informed by
professional standards and focused on student and professional growth.

Element 2A: Professional Learning Culture
Leaders promote a culture in which staff engages in individual and collective professional
learning that results in their continuous improvement and high performance.

Example Indicators:

2A-1 Establish coherent, research-based professional learning aligned with organizational
vision and goals for educator and student growth.

2A-2 Promote professional learning plans that focus on real situations and specific needs
related to increasing the learning and well-being of all staff and students.

2A-3 Capitalize on the diverse experience and abilities of staff to plan, implement, and assess
professional learning.

2A-4 Strengthen staff trust, shared responsibility, and leadership by instituting structures and
processes that promote collaborative inquiry and problem solving.

Element 2B: Curriculum and Instruction
Leaders guide and support the implementation of standards-based curriculum, instruction, and
assessments that address student expectations and outcomes.

Example Indicators:

2B-1 Develop a shared understanding of adopted standards-based curriculum that reflects
student content and performance expectations.

2B-2 Promote and monitor the use of state frameworks and guides that offer evidence-based
instructional and support strategies to increase learning for diverse student assets and
needs.

2B-3 Provide access to a variety of resources that are needed for the effective instruction and
differentiated support of all students.

2B-4 Guide and monitor the alignment of curriculum, instruction, assessment, and
professional practice.

Element 2C: Assessment and Accountability
Leaders develop and use assessment and accountability systems to monitor, improve, and extend
educator practice, program outcomes and student learning.

Example Indicators:
2C-1 Define clear purposes, goals, and working agreements for collecting and sharing
information about professional practice and student outcomes.
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2C-2 Guide staff and the community in regular disaggregation and analysis of local and state
student assessment results and program data.

2C-3 Use information from a variety of sources to guide program and professional learning
planning, implementation and revisions.

2C-4 Use professional expectations and standards to guide, monitor, support, and supervise to
improve teaching and learning

2C-5 Apply a variety of tools and technology to gather feedback, organize and analyze
multiple data sources, and monitor student progress directed toward improving teaching
and learning.

STANDARD 3: MANAGEMENT AND LEARNING ENVIRONMENT
Education leaders manage the organization to cultivate a safe and productive learning and
working environment.

Element 3A: Operations and Facilities
Leaders provide and oversee a functional, safe, and clean learning environment.

Example Indicators:

3A-1 Systematically review the physical plant and grounds to ensure that they are safe, meet
Americans with Disabilities Act (ADA) requirements, and comply with conditions that
support accessibility for all students.

3A-2 Collaborate with the district to monitor and maintain student services (e.g., food,
transportation) that contribute to student learning, health and welfare.

3A-3 Manage the acquisition, distribution, and maintenance of equipment, materials, and
technology needed to meet the academic, linguistic, cultural, social-emotional, and
physical requirements of students.

3A-4 Work with stakeholders and experts to plan and implement emergency and risk
management procedures for individuals and the site.

Element 3B: Plans and Procedures
Leaders establish structures and employ policies and processes that support students to graduate

ready for college and career.

Example Indicators:
3B-1 Develop schedules and assign placements that are student-centered and maximize

instructional time and staff collaboration.

3B-2 Manage legal and contractual agreements and storage of confidential records (both paper
and electronic) to insure student security and confidentiality.

3B-3 Set clear working agreements that support sharing problems, practices and results within
a safe and supportive environment.

3B-4 Engage stakeholders in using problem solving and decision-making processes and
distributed leadership to develop, monitor, evaluate and revise plans and programs.
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Element 3C: Climate
Leaders facilitate safe, fair, and respectful environments that meet the intellectual, linguistic,
cultural, social-emotional, and physical needs of each learner.

Example Indicators:

3C-1Strengthen school climate through participation, engagement, connection, and a sense of
belonging among all students and staff.

3C-2 Implement a positive and equitable student responsibility and behavior system with
teaching, intervention and prevention strategies and protocols that are clear, fair,
incremental, restorative, culturally responsive, and celebrate student and school
achievement.

3C-3 Consistently monitor, review and respond to attendance, disciplinary, and other relevant
data to improve school climate and student engagement and ensure that management
practices are free from bias and equitably applied to all students.

Element 3D: Fiscal and Human Resources
Leaders align fiscal and human resources and manage policies and contractual agreements that
build a productive learning environment.

Example Indicators:

3D-1 Provide clear rationale for decisions and distribute resources equitably to advance
shared vision and goals focused on the needs of all students.

3D-2 Work with the district and school community to focus on both short and long-term fiscal
management.

3D-3 Actively direct staff hiring and placement to match staff capacity with student academic
and support goals.

3D-4 Engage staff in professional learning and formative assessments with specific feedback
for continuous growth.

3D-5 Conduct personnel evaluations to improve teaching and learning, in keeping with district
and state policies.

3D-6 Establish and monitor expectations for staff behavior and performance, recognizing
positive results and responding to poor performance and/or inappropriate or illegal
behavior directly and in a timely and systematic manner.

STANDARD 4: FAMILY AND COMMUNITY ENGAGEMENT
Education leaders collaborate with families and other stakeholders to address diverse
student and community interests and mobilize community resources.

Element 4A: Parent and Family Engagement
Leaders meaningfully involve all parents and families, including underrepresented communities,
in student learning and support programs.
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Example Indicators:

4A-1 Establish a welcoming environment for family participation end education by
recognizing and respecting diverse family goals and aspirations for students.

4A-2 Follow guidelines for communication and participation established in federal and state
mandates, district policies, and legal agreements.

4A-3 Solicit input from and communicate regularly with all parents and families in ways that
are accessible and understandable.

4A-4 Engage families with staff to establish academic programs and supports that address
individual and collective student assets and needs.

4A-5 Facilitate a reciprocal relationship with families that encourages them to assist the
school and to participate in opportunities that extend their capacity to support students.

Element 4B: Community Partnerships
Leaders establish community partnerships that promote and support students to meet
performance and content expectations and graduate ready for college and career.

Example Indicators:

4B-1 Incorporate information about family and community expectations and needs into
decision-making and activities.

4B-2 Share leadership responsibility by establishing community, business, institutional and
civic partnerships that invest in and support the vision and goals.

4B-3 Treat all stakeholder groups with fairness and respect and work to bring consensus on
key issues that affect student learning and well-being.

4B-4 Participate in local activities that engage community members and staff in
communicating school successes to the broader community.

Element 4C: Community Resources and Services
Leaders leverage and integrate community resources and services to meet the varied needs of all
students.

Example Indicators:

4C-1 Seek out and collaborate with community programs and services that assist students who
need academic, mental, linguistic, cultural, social-emotional, physical, or other support
to succeed in school.

4C-2 Build mutually beneficial relationships with external organizations to coordinate the use
of school and community facilities.

4C-3 Work with community emergency and welfare agencies to develop positive
relationships.

4C-4 Secure community support to sustain existing resources and add new resources that
address emerging student needs.
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STANDARD 5: ETHICS AND INTEGRITY
Education leaders make decisions, model, and behave in ways that demonstrate
professionalism, ethics, integrity, justice, and equity and hold staff to the same standard.

Element 5A: Reflective Practice
Leaders act upon a personal code of ethics that requires continuous reflection and learning.

Example Indicators:

5A-1 Examine personal assumptions, values, and beliefs to address students’ various
academic, linguistic, cultural, social-emotional, physical, and economic assets and
needs and promote equitable practices and access appropriate resources.

5A-2 Reflect on areas for improvement and take responsibility for change and growth.

5A-3 Engage in professional learning to be up-to-date with education research, literature, best
practices and trends to strengthen their ability to lead.

5A-4 Continuously improve cultural proficiency skills and competency in curriculum,
instruction, and assessment for all learners.

5A-5 Sustain personal motivation, commitment, energy, and health by balancing professional
and personal responsibilities.

Element 5B: Ethical Decision-Making
Leaders guide and support personal and collective actions that use relevant evidence and
available research to make fair and ethical decisions.

Example Indicators:

5B-1 Consider and evaluate the potential moral and legal consequences of decisions.

5B-2 Review multiple measures of data and research on effective teaching and learning,
leadership, management practices, equity and other pertinent areas to inform decision-
making.

5B-3 Identify personal and institutional biases and remove barriers that derive from economic,
social-emotional, racial, linguistic, cultural, physical, gender, or other sources of
educational disadvantage or discrimination.

5B-4 Commit to making difficult decisions in service of equitable outcomes for students, staff
and the school community.

Element 5C: Ethical Action

Leaders recognize and use their professional influence with staff and the community to develop a
climate of trust, mutual respect, and honest communication necessary to consistently make fair
and equitable decisions on behalf of all students.

Example Indicators:
5C-1 Communicate expectations and support for professional behavior that reflects ethics,
integrity, justice, and equity.
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5C-2 Use a variety of strategies to lead others in safely examining personal assumptions and
respectfully challenge beliefs that negatively affect improving teaching and learning for
all students.

5C-3 Encourage and inspire others to higher levels of performance, commitment, and
motivation by modeling transparent and accountable behavior.

5C-4 Protect the rights and appropriate confidentiality of students, staff, and families.

5C-5 Promote understanding and follow the legal, social, and ethical use of technology among
all members of the school community.

STANDARD 6: EXTERNAL CONTEXT AND POLICY
Education leaders influence political, social, economic, legal and cultural contexts affecting
education to improve education policies and practices.

Element 6A: Understanding and Communicating Policy
Leaders actively structure and participate in opportunities that develop greater public
understanding of the education policy environment.

Example Indicators:

6A-1 Operate consistently within the parameters of federal, state, and local laws, policies,
regulations, and statutory requirements.

6A-2 Understand and can explain the roles of school leaders, boards of education, legislators
and other key stakeholders in making education policy.

6A-3 Welcome and facilitate conversations with the local community about how to improve
learning and achievement for all students, including English Learners, and students
needing additional support.

6A-4 Facilitate discussions with the public about federal, state and local laws, policies,
regulations, and statutory requirements affecting continuous improvement of
educational programs and outcomes.

6A-5 Work with local leaders to assess, analyze and anticipate emerging trends and initiatives
and their impact on education.

Element 6B: Professional Influence
Leaders use their understanding of social, cultural, economic, legal and political contexts to
shape policies that lead to all students to graduate ready for college and career.

Example Indicators:

6B-1 Advocate for equity and adequacy in providing for students’ and families’ educational,
linguistic, cultural, social-emotional, legal, physical, and economic needs, so every
student can meet education expectations and goals.

6B-2 Support public policies and administrative procedures that provide for present and future
needs of all children and families and improve equity and excellence in education.

6B-3 Promote public policies that ensure the equitable distribution of resources and support
services for all students.
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Element 6C: Policy Engagement

Leaders engage with policymakers and stakeholders to collaborate on education policies focused
on improving education for all students.

Example Indicators:

6C-1 Work with the governing board, district and local leaders to influence policies that
benefit students and support the improvement of teaching and learning.

6C-2 Actively develop relationships with a range of stakeholders, policymakers, and
researchers to identify and address issues, trends, and potential changes that affect the
context and conduct of education.

6C-3 Collaborate with community leaders and stakeholders with specialized expertise to
inform district and school planning, policies and programs that respond to cultural,
economic, social and other emerging issues.
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EXAMPLE INDICATORS FOR STANDARDS

Following indicators are examples of how a school leader at MPS might demonstrate the California Professional Standards for Education Leaders (CPSEL) within

his or her practice. The indicators are not intended to be a comprehensive or required list of administrator behaviors, rather they are examples of practice that

illustrate the intent of the standard. MPS has adapted these indicators to guide and support school leaders within their roles (principal, dean of academics, dean of

students, dean of culture, and college counselor). Depending on the school leadership team structure and other site-specific factors, each MPS school leader may be

assigned or expected to perform varied leadership duties and responsibilities. Therefore, the following indicator lists are not meant to be comprehensive job

descriptions for each school leader, but rather guidance and support to meet the CPSEL within each role.

Standard 1. Education leaders facilitate the development and implementation of a shared vision of learning and growth of all students.

Example Indicators:
Principal Dean of Academics Dean of Students Dean of Culture College Counselor

»  Collaboratively develop and
implement a shared vision
and mission

»  Use data to identify problems
and greatest areas of need

»  Develop shared goals and
student learning outcomes

=  Develop a plan to achieve the
goals and student learning
outcomes (e.g., LCAP, SPSA)

=  Communicate the vision,
goals and plan to the staff
and school community

» Identify and address any

=  Use multiple measures of
data to advance support for
the academic development of
each learner

»  Develop shared goals and a
plan for student groups, with
attention to those with
special needs

*  Address achievement and
opportunity disparities
between student groups

»  Emphasize the expectation
that all students will meet

content and performance

=  Use multiple measures of
data to advance support for
social-emotional and
behavioral development of
each learner

=  Use attendance, behavior and
school climate data to shape
and revise plans, programs,
and activities

= Communicate expectations
and standards for student
behavior to the staff and
school community

=  Monitor and evaluate

= Advance support for the
academic, linguistic, cultural,
social-emotional, behavioral,
and physical development of
each learner.

»  Address achievement and
opportunity disparities
between student groups, with
attention to those with
special needs; cultural, racial,
and linguistic differences;
and disadvantaged socio-
economic backgrounds.

=  Communicate the vision,

»  Emphasize the expectation
that all students will go to
college (e.g., meet with
students on a regular basis,
create a college corner, etc.)

= Communicate expectations
and standards for college and
career readiness to the staff
and school community (e.g.,
A-G, college acceptance, etc.)

*  Use multiple measures of
data to advance support for
college and career readiness
of each learner (ACT/SAT,




barriers to accomplishing the
vision

*  Build shared responsibility to
achieve the vision by
distributing leadership roles
and responsibilities among
staff and community

= Include stakeholders in a
process of continuous
improvement

*  Monitor and evaluate
progress and revise plans,
programs, and activities that

advance the vision

standards

Use student achievement
data to shape and revise
plans, programs, and
activities

Monitor and evaluate
progress and revise plans,
programs, and activities that
advance the vision (e.g.,
provide input for LCAP in

student achievement, etc.)

progress and revise plans,
programs, and activities that
advance the vision (e.g.,
provide input for LCAP in the

area of school climate, etc.)

goals and plan to the staff
and school community
Include all stakeholders in a
process of continuous
improvement based on a
systematic review of evidence
and progress

Monitor and evaluate
progress and revise plans,
programs, and activities that
advance the vision (e.g.,
provide input for LCAP in the
area of parental

involvement, etc.)

AP, SBA, GPA, etc.)

*  Monitor and evaluate
progress and revise plans,
programs, and activities that
advance the college-going
vision (e.g., provide input for
LCAP in the area of college

and career readiness, etc.)

Standard 2. Education leaders shape a collaborative culture of teaching and learning informed by professional standards and focused on student and professional growth.

Example Indicators:
Principal Dean of Academics Dean of Students Dean of Culture College Counselor

=  Establish professional
learning plans based on
specific needs (PD plans)

=  Capitalize on the diverse
experience and abilities of
staff to plan, implement, and
assess professional learning

=  Guide and monitor effective

Guide and support
implementation of the
curriculum

Monitor the use of the
curriculum and instructional
resources

Guide and monitor effective

instruction and differentiated

Provide access to a variety of
resources that are needed for
the effective instruction and
differentiated support of all
students

Guide and monitor effective
instruction and differentiated

support for all students

Provide access to a variety of
resources that are needed for
the effective instruction and
differentiated support of all
students

Guide and monitor effective
instruction and differentiated

support for all students

=  Provide access to a variety of
resources that are needed for
the effective instruction and
differentiated support of all
students (e.g., online credit
recovery, etc.)

*  Guide staff and the

community in regular




instruction and differentiated
support for all students
Conduct informal classroom
observations and use
evidence to provide ongoing
feedback and coach
individual teachers

Use information from a
variety of sources to guide
program and professional
learning, planning,
implementation and
revisions

Use professional expectation
and standards to guide,
monitor, support, and
supervise to improve
teaching and learning
Create an accountability
system grounded in
standards-based teaching

and learning

support for all students
Conduct informal classroom
observations and use
evidence to provide ongoing
feedback and coach
individual teachers

Guide and monitor
assessments

Prepare and coordinate
testing schedules

Guide staff and the
community in regular
disaggregation and analysis
of local and state student
assessment results and
program data

Apply a variety of tools and
technology to gather
feedback, organize and
analyze multiple data
sources, and monitor student
progress directed toward
improving teaching and
learning

Oversee teacher assessment,
grading, and use of SIS
Oversee academic
intervention programs
Coordinate planning of

summer in-service training

Conduct informal classroom
observations and use
evidence to provide ongoing
feedback and coach
individual teachers

Guide, monitor, and support
staff in development of
expectations and standards

for student behavior

Conduct informal classroom
observations and use
evidence to provide ongoing
feedback and coach
individual teachers

Guide, monitor, and support
staff with Culturally
Responsive Teaching (CRT)
Oversee Life Skills and
character education

programs

disaggregation and analysis
of college and career
readiness and program data
Apply a variety of tools and
technology to gather
feedback, organize and
analyze multiple data
sources, and monitor student
progress directed toward
college and career readiness
Assist with UC course
submissions

Oversee Advisory programs
(ACT/SAT prep, etc.)
Oversee course credits for all
high school students

Oversee graduation plans




and teacher PD during the
year

Prepare and oversee
academic agenda for staff
meetings and PLCs
Coordinate UC course

submissions

Standard 3. Education leaders manage the organization to cultivate a safe and productive learning and working environment.

Example Indicators:
Principal Dean of Academics Dean of Students Dean of Culture College Counselor
*  Maintain visibility with Maintain visibility with Maintain visibility with Maintain visibility with Maintain visibility with

students, parents, and staff

=  Systematically review the
school grounds for ADA
compliance, safety, and
cleanliness

= Oversee all aspects of general
office coordination

*  Monitor and maintain
student services for health
and welfare (food,
transportation, etc.)

= Manage legal and contractual
agreements and storage of
confidential records (both

paper and electronic) to

students, parents, and staff
Manage the acquisition,
distribution, and
maintenance of equipment,
materials, and technology
needed to meet the academic,
linguistic, cultural, social-
emotional, and physical
requirements of students
Develop master schedules
and assign placements that
are student-centered and
maximize instructional time
and staff collaboration

Engage staff in professional

students, parents, and staff
Systematically review the
school grounds for ADA
compliance, safety, and
cleanliness

Monitor and maintain
student services for health
and welfare (food,
transportation, etc.)

Work with the stakeholders
and experts to implement
emergency and risk
management procedures for
individuals and the site

Implement a positive and

students, parents, and staff
Strengthen school climate
through participation,
engagement, connection, and
a sense of belonging among
all students and staff

Lead recognition assemblies
and other schoolwide culture-
building activities such as
monthly celebrations/
recognitions, students of the
week/month, word of the
week, science fair, contests,
etc.

Consistently monitor, review

students, parents, and staff
Assist with developing master
schedules and assigning
placements that are student-
centered and maximize
college and career readiness
Collaborate with school
leaders, teachers and other
support roles (resource
teachers, EL coordinator,
department chairs, etc.)
Support SST, 504, and other
student support meetings as
needed

Provide input for budget




insure student security and
confidentiality

Ensure strategic allocation
and equitable use of financial
resources to meet
instructional goals and
support teacher needs

Work with the Home Office
and school community to
focus on both short and long-
term fiscal management
Actively direct staff hiring
and placement to match staff
capacity with student
academic support and goals
Engage staff in professional
learning and formative
assessments with specific
feedback for continuous
growth

Conduct personnel
evaluations to improve
teaching and learning, in
keeping with MPS and state
policies

Establish and monitor
expectations for staff
behavior and performance,
recognizing positive results

and responding to poor

learning and formative
assessments with specific
feedback for continuous
growth

Coordinate collaboration
among teachers and other
support roles (resource
teachers, EL coordinator,
department chairs, etc.)
Coordinate SST, 504, and
other student support
meetings

Arrange for substitute
teachers

Develop school calendar and
bell schedule

Provide input for budget

development

equitable student
responsibility and behavior
system with teaching,
intervention and prevention
strategies and protocols that
are clear, fair, incremental,
restorative, culturally
responsive, and celebrate
student and school
achievement

Consistently monitor, review
and respond to attendance,
disciplinary, and other
relevant data to improve
school climate and student
engagement and ensure that
management practices are
free from bias and equitably
applied to all students
Establish schedules and
procedures for the
supervision of students in
non-classroom areas
(including before and after-
school)

Develop and monitor a
comprehensive safety and
security plan

Provide input for budget

development

and respond to attendance,
disciplinary, and other
relevant data to improve
school climate and student
engagement and ensure that
management practices are
free from bias and equitably
applied to all students
Provide input for budget

development

development




performance and/or
inappropriate or illegal
behavior directly and in a
timely and systematic
manner

= Systematically prioritize
high-leverage activities for
self and other staff and

manage time effectively

Standard 4. Education leaders collaborate with families and other stakeholders to address diverse student and community interests and mobilize community resources.

Example Indicators:
Principal Dean of Academics Dean of Students Dean of Culture College Counselor

*» Communicate information
about the school on a regular
and predictable basis through
a variety of media

*  Solicit input from and
communicate regularly with
all parents and families in
ways that are accessible and
understandable (LCAP, SSC,
ELAC, PTF, etc.)

=  Share leadership
responsibility by establishing
community, business,

institutional and civic

» Engage families with staff to
establish academic programs
and supports that address
individual and collective
student assets and needs

»  Coordinate and support
schoolwide programs such as
orientation, back to school
night, assemblies, parent-
teacher conferences, career
fairs, guest speakers, etc.

=  Assess progress and grade
reports before they are

mailed out to families

= Seek out and collaborate with
community programs and
services that assist students
who need academic, mental,
linguistic, cultural, social-
emotional, physical, or other
support to succeed in school

*  Work with community
emergency and welfare
agencies to develop positive
relationships

*  Coordinate and support
schoolwide programs such as

orientation, back to school

*» Communicate information
about the school on a regular
and predictable basis through
a variety of media

»  Establish a welcoming
environment for family
participation and education

*  Coordinate and support
schoolwide programs such as
orientation, back to school
night, assemblies, parent-
teacher conferences, career
fairs, guest speakers, etc.

= Serve as liaison to the

* Communicate college-related
information on a regular and
predictable basis through a
variety of media (e.g.,
website, college night,
financial aid workshops,
etc.)

»  Engage with families to
establish academic programs
and supports that address
individual and collective
student assets and needs

= Seek out and collaborate with

colleges and community




partnerships that invest in
and support the vision and
goals

Participate in local activities
that engage community
members and staff in
communicating school
successes to the broader
community

Secure community support to
sustain existing resources
and add new resources that
address emerging student

needs

night, assemblies, parent-
teacher conferences, career

fairs, guest speakers, etc.

community in raising
awareness and building
capacity in all stakeholders
regarding educational
initiatives

Solicit input from and
communicate regularly with
all parents and families in
ways that are accessible and
understandable (LCAP, SSC,
ELAC, PTF, etc.)

Facilitate a reciprocal
relationship with families
that encourages them to
assist the school and to
participate in opportunities
that extend their capacity to
support students

Share leadership
responsibility by establishing
community, business,
institutional and civic
partnerships that invest in
and support the vision and
goals

Participate in local activities
that engage community
members and staff in
communicating school

successes to the broader

programs and services that
assist students who need
academic, mental, linguistic,
cultural, social-emotional,
physical, or other support to
succeed in school

Facilitate a reciprocal
relationship with families
that encourages them to
participate in opportunities
that extend their capacity to
support students

Secure college and
community support to
sustain existing resources
and add new resources that
address emerging student
needs

Cultivate relationships with
alumni

Coordinate all college-related

field-trip planning




community

*  Build mutually beneficial
relationships with external
organizations to coordinate
the use of school and
community facilities

»=  Secure community support to
sustain existing resources
and add new resources that
address emerging student
needs

»  Coordinate all field-trip
planning

=  Schedule, attend, and oversee

all home visits with parents

Standard 5. Education leaders make decisions, model, and behave in ways that demonstrate professionalism, ethics, integrity, justice, and equity and hold staff to the same standard.

Example Indicators:
Principal Dean of Academics Dean of Students Dean of Culture College Counselor

= Reflect on areas for
improvement and take
responsibility for change and
growth

* Engage in professional
learning to be up-to-date
with education research,
literature, best practices and

trends to strengthen

= Reflect on areas for
improvement and take
responsibility for change and
growth

* Engage in professional
learning to be up-to-date
with education research,
literature, best practices and

trends to strengthen

= Reflect on areas for
improvement and take
responsibility for change and
growth

* Engage in professional
learning to be up-to-date
with education research,
literature, best practices and

trends to strengthen

= Reflect on areas for
improvement and take
responsibility for change and
growth

* Engage in professional
learning to be up-to-date
with education research,
literature, best practices and

trends to strengthen

= Reflect on areas for
improvement and take
responsibility for change and
growth

* Engage in professional
learning to be up-to-date
with education research,
literature, best practices and

trends to strengthen




leadership ability

Sustain personal motivation,
commitment, energy, and
health by balancing
professional and personal
responsibilities

Commit to making difficult
decisions in service of
equitable outcomes for
students, staff, and the school
community (problem solving,
change management,
conflict management, etc.)
Communicate expectations
and support for professional
behavior that reflects ethics,
integrity, justice, and equity
Encourage and inspire others
to higher levels of
performance, commitment,
and motivation by modeling
transparent and accountable
behavior

Protect the rights and
appropriate confidentiality of
students, staff, and families
Promote understanding and
follow the legal, social, and
ethical use of technology

among all members of the

leadership ability

Sustain personal motivation,
commitment, energy, and
health by balancing
professional and personal
responsibilities

Commit to making difficult
decisions in service of
equitable outcomes for
students, staff, and the school
community (problem solving,
change management,
conflict management, etc.)
Encourage and inspire others
to higher levels of
performance, commitment,
and motivation by modeling
transparent and accountable
behavior

Protect the rights and
appropriate confidentiality of

students, staff, and families

leadership ability

Sustain personal motivation,
commitment, energy, and
health by balancing
professional and personal
responsibilities

Commit to making difficult
decisions in service of
equitable outcomes for
students, staff, and the school
community (problem solving,
change management,
conflict management, etc.)
Encourage and inspire others
to higher levels of
performance, commitment,
and motivation by modeling
transparent and accountable
behavior

Protect the rights and
appropriate confidentiality of

students, staff, and families

leadership ability

Sustain personal motivation,
commitment, energy, and
health by balancing
professional and personal
responsibilities

Commit to making difficult
decisions in service of
equitable outcomes for
students, staff, and the school
community (problem solving,
change management,
conflict management, etc.)
Encourage and inspire others
to higher levels of
performance, commitment,
and motivation by modeling
transparent and accountable
behavior

Use a variety of strategies to
lead others in safely
examining personal
assumptions and respectfully
challenge beliefs that
negatively affect improving
teaching and learning for all
students

Protect the rights and
appropriate confidentiality of

students, staff, and families

leadership ability

Sustain personal motivation,
commitment, energy, and
health by balancing
professional and personal
responsibilities

Commit to making difficult
decisions in service of
equitable outcomes for
students, staff, and the school
community (problem solving,
change management,
conflict management, etc.)
Encourage and inspire others
to higher levels of
performance, commitment,
and motivation by modeling
transparent and accountable
behavior

Protect the rights and
appropriate confidentiality of

students, staff, and families




school community

Standard 6. Education leaders influence political, social, economic, legal and cultural contexts affecting education to improve education policies and practices.

Example Indicators:
Principal Dean of Academics Dean of Students Dean of Culture College Counselor

= Operate consistently within
the parameters of federal,
state, and local laws, policies,
regulations, and statutory
requirements

» Interpret federal, state, and
local mandates for the school
community so that such
mandates are viewed as an
opportunity for improvement
within the school

= Actively develop relationships
with a range of stakeholders,
policymakers, and
researchers to identify and
address issues, trends, and
potential changes that affect
the context and conduct of
education

*  Promote public policies that
ensure the equitable

distribution of resources and

=  Operate consistently within
the parameters of federal,
state, and local laws, policies,
regulations, and statutory
requirements

» Interpret federal, state, and
local mandates for the school
community so that such
mandates are viewed as an
opportunity for improvement
within the school

= Actively develop relationships
with a range of stakeholders,
policymakers, and
researchers to identify and
address issues, trends, and
potential changes that affect
the context and conduct of
education

*  Promote public policies that
ensure the equitable

distribution of resources and

= Operate consistently within
the parameters of federal,
state, and local laws, policies,
regulations, and statutory
requirements

» Interpret federal, state, and
local mandates for the school
community so that such
mandates are viewed as an
opportunity for improvement
within the school

= Actively develop relationships
with a range of stakeholders,
policymakers, and
researchers to identify and
address issues, trends, and
potential changes that affect
the context and conduct of
education

*  Promote public policies that
ensure the equitable

distribution of resources and

=  Operate consistently within
the parameters of federal,
state, and local laws, policies,
regulations, and statutory
requirements

» Interpret federal, state, and
local mandates for the school
community so that such
mandates are viewed as an
opportunity for improvement
within the school

= Actively develop relationships
with a range of stakeholders,
policymakers, and
researchers to identify and
address issues, trends, and
potential changes that affect
the context and conduct of
education

*  Promote public policies that
ensure the equitable

distribution of resources and

Operate consistently within
the parameters of federal,
state, and local laws, policies,
regulations, and statutory
requirements

Interpret federal, state, and
local mandates for the school
community so that such
mandates are viewed as an
opportunity for improvement
within the school

Actively develop relationships
with a range of stakeholders,
policymakers, and
researchers to identify and
address issues, trends, and
potential changes that affect
the context and conduct of
education

Promote public policies that
ensure the equitable

distribution of resources and




support services for all
students

Work with the governing
board, Home Office,
community leaders and
stakeholders to influence and
inform policies and programs
that benefit students and
support the improvement of
teaching and learning

Attend MPS board meetings
Ensure all required reports
are completed timely and in
high quality

Communicate with the
chartering authority, attend
necessary meetings, and
prepare school for oversight

visits

support services for all
students

Work with the governing
board, Home Office,
community leaders and
stakeholders to influence and
inform policies and programs
that benefit students and
support the improvement of

teaching and learning

support services for all
students

Work with the governing
board, Home Office,
community leaders and
stakeholders to influence and
inform policies and programs
that benefit students and
support the improvement of

teaching and learning

support services for all
students

Work with the governing
board, Home Office,
community leaders and
stakeholders to influence and
inform policies and programs
that benefit students and
support the improvement of

teaching and learning

support services for all
students

Work with the governing
board, Home Office,
community leaders and
stakeholders to influence and
inform policies and programs
that benefit students and
support the improvement of

college and career readiness




MPS SCHOOL LEADER SELF-ASSESSMENT FORM

School Leader Information:

Name: School:

Present School Assignment: Years at School:

Use this form for personal reflection about your professional practice to identify your strengths and areas for
improvement or refinement. Evidence your strengths and highlight key areas for improvement or refinement based
on your reflection of data gathered from artifacts and other sources. Indicate data source and identified data patterns
or trends corresponding to your strengths and areas for improvement or refinement. This process will later help you
identify data-driven, targeted professional growth goals. This tool should be used at the beginning of the year, mid-

year, and toward the end of the school year.



Education leaders facilitate the development and implementation of a shared vision of learning

and growth of all students.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 1A: STUDENT-CENTERED VISION

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 1B: DEVELOPING SHARED VISION




Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 1C: VISION PLANNING AND IMPLEMENTATION

Education leaders shape a collaborative culture of teaching and learning informed by professional

standards and focused on student and professional growth.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 2A: PROFESSIONAL LEARNING CULTURE




ELEMENT 2B: CURRICULUM AND INSTRUCTION

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 2C: ASSESSMENT AND ACCOUNTABILITY

Strengths and Evidence:

Areas for Improvement or Refinement:




Education leaders manage the organization to

working environment.

cultivate a safe and productive learning and

ELEMENT 3A: OPERATIONS AND FACILITIES

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 3B: PLANS AND PROCEDURES

Strengths and Evidence:

Areas for Improvement or Refinement:




ELEMENT 3C: CLIMATE

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 3D: FISCAL AND HUMAN RESOIRCES

Strengths and Evidence:

Areas for Improvement or Refinement:




Education leaders collaborate with families and other stakeholders to address diverse student and

community interests and mobilize community resources.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT g4A: PARENT AND FAMILY ENGAGEMENT

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 4B: COMMUNITY PARTNERHSHIPS




Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 4C: COMMUNITY RESOURCES AND SERVICES

Education leaders make decisions, model, and behave in ways that demonstrate professionalism,

ethics, integrity, justice, and equity and hold staff to the same standard.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 5A: REFLECTIVE PRACTICE




ELEMENT 5B: ETHICAL DECISION-MAKING

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 5C: ETHICAL ACTION

Strengths and Evidence:

Areas for Improvement or Refinement:




Education leaders influence political, social, economic, legal and cultural contexts affecting

education to improve education policies and practices.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 6A: UNDERSTANDING AND COMMUNICATING POLICY

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 6B: PROFESSIONAL INFLUENCE




ELEMENT 6C: POLICY ENGAGEMENT

Strengths and Evidence:

Areas for Improvement or Refinement:




MPS SCHOOL LEADER GOAL SETTING & PROGRESS MONITORING FORM

School Leader Information:

Name: School:

Present School Assignment: Years at School:

Use this form for setting professional growth goals and documenting progress toward accomplishment of the goals.
This tool should be used at the beginning of the year (e.g., during September), mid-year (e.g., during December-
January), and toward the end of the school year (e.g., March through May).

Beginning of the year:

The school leader will use this form for goal-setting following the self-assessment process. Based on his/her areas for
improvement or refinement and data gathered from artifacts and other sources, the school leader will set two or three
goals for the school year, at least one of which should be linked to an organizational goal, e.g., a goal in LCAP, SIP,
WASC or other organizational plan. The goals, as well as activities to accomplish the goals, outcomes and timeline,
will be reviewed by the evaluator prior to the beginning work on the goals. The evaluator may suggest additional goals

as appropriate.

Mid-year:

The school leader will meet with the evaluator mid-year to discuss progress toward achieving their annual goals, and
if necessary, adjustments to action plans in order to achieve goals by the end of the school year. The evaluator will
determine whether the school leader is making acceptable progress toward goal attainment. Depending on

accomplishment of the goals set at the beginning of the school year, the school leader may set additional goals.

Toward end-of-year:

The meeting toward the end of the school year will focus on goal attainment and completing the evaluation process.

In addition, the school leader and the evaluator will discuss possible new goals for the next school year.

Legend:
=  N: Not progressing or level of progress is not acceptable
= P: Progress is at acceptable level

=  A: Goal is accomplished.



Oa Ojz HO3 [H4 HOs O

Goal: Outcomes (Measurement):

Linked to: [] LCAP []SIP [[] WASC [] Other plan

Key Activities/Strategies: Timeline for measuring goal outcomes:

Progress: Revised Action Plan: (if applicable)

Mid-year comments by evaluator: [ ]N [P []A| Year-end comments by evaluator: [|N [JP [JA

School Leader’s Signature: Date:

Evaluator’s Signature: Date:




MPS SCHOOL LEADER SUMMATIVE ASSESSMENT FORM

School Leader Information:

Name: School:

Present School Assignment: Years at School:

The evaluator will use this form as a summative assessment of the school leader’s performance on each California
Professional Standard for Education Leaders (CPSEL). Observations, formal discussions of performance, and other

relevant evidence have been considered in determining the ratings for the school leader.

Education leaders facilitate the development and implementation of a shared vision of learning and
growth of all students.

Rating: [14 ) 2 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Education leaders shape a collaborative culture of teaching and learning informed by professional

standards and focused on student and professional growth.

Rating: [14 ) 2 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:




Education leaders manage the organization to cultivate a safe and productive learning and working

environment.

Rating:[14 [O3 [O2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Education leaders collaborate with families and other stakeholders to address diverse student and

community interests and mobilize community resources.

Rating: []4 ) 2 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Education leaders make decisions, model, and behave in ways that demonstrate professionalism,

ethics, integrity, justice, and equity and hold staff to the same standard.

Rating:[14 [d3 [O2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:




Education leaders influence political, social, economic, legal and cultural contexts affecting

education to improve education policies and practices.

Rating:[14 [O3 [O2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Note: The school leader’s signature on this form represents neither acceptance nor approval of the evaluation. It does,
however, indicate that the school leader has reviewed the evaluation with the evaluator and may reply in writing. The
signature of the evaluator verifies that the evaluation has been reviewed and the proper process has been followed

according to the MPS School Leader Evaluation Protocol.

School Leader’s Signature: Date:

Evaluator’s Signature: Date:




MPS SCHOOL LEADER EVALUATION SUMMARY PAGE

School Leader Information:

Name:

School:

Present School Assignment:

Years at School:

Ratings on California Professional Standards
for Education Leaders (CPSEL)

1: Below Standard, 2: Approaches Standard,
3: Meets Standard, 4: Exceeds Standard

Student, Parent, and Staff Voices

Standard Rating: (1-4)

(Rating: 0-5 each)

Standard 1

Voices Rating: (0-5)

Standard 2

Student Voices

Standard 3

Parent Voices

Standard 4

Staff Voices

Standard 5

Standard 6

(B) Total:

(A) Total:

Student Performance (Rating: 0-20)

Until a definite Student Performance metric is identified
and agreed upon, MPS will exclude it from the end-of-year
overall rating. Once a metric is fully developed, MPS
intends to base 20 percent of end-of-year overall school

leader evaluation on Student Performance.

Leader’s Overall Performance (Out of 100%)

(85/24) xA+B =

Leader’s Overall Evaluation Rating (1-4)

School Leader’s Signature:

[0 | Highly Effective (HE) 85% - 100%
O Effective (E) 65% - 84%

[0 | Developing (D) 50% - 64%

[0 | Ineffective (I) Less than 50%

Evaluator’s Signature:

Date:

Date:

Note: The school leader’s signature on this form represents neither acceptance nor approval of the evaluation. It does, however,
indicate that the school leader has reviewed the evaluation with the evaluator and may reply in writing. The signature of the
evaluator verifies that the evaluation has been reviewed and the proper process has been followed according to the MPS School

Leader Evaluation Protocol.
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MAGNOLIA PUBLIC SCHOOLS (MPS) TEACHER EVALUATION PROTOCOL
Introduction

The vision of Magnolia Public Schools (MPS) is that our graduates are scientific thinkers who contribute to the global
community as socially responsible and educated members of society. It is MPS’ mission to provide a college
preparatory educational program emphasizing science, technology, engineering, arts, and math (STEAM) in a safe
environment that cultivates respect for self and others. All MPS teachers are expected to learn, grow, and commit to
the vision and mission of MPS within their roles and responsibilities. The successful work of MPS teachers can only
be realized in a culture where there is learning, open and honest communication, teamwork, use of data, and
accountability. The MPS evaluation process is designed to contribute to the organization’s pursuit of excellence in

education.
The Purposes of the Evaluation

MPS firmly believes that teacher quality is the most important variable in increasing student achievement. The
evaluation process helps the teacher and the school administrators build on the strengths of the teacher and identify
those areas the teacher needs improvement to become more effective and efficient at his/her job. Performance
evaluation allows the school administrators and the teacher to communicate openly about performance, mutually
establish goals and identify actions for progress, and evaluate results which may provide a basis and documentation

for transfer, promotion, reassignment, or disciplinary action.
The Evaluation Process

MPS will use multiple measures in order to make a reliable teacher evaluation. These measures include (1) Teacher
Performance on the MPS Framework for Teaching, (2) Teacher Professional Qualities, Dispositions, and
Responsibilities, (3) Student and Parent Voices, and (4) Student Performance. Using multiple measures will provide

for better insight and reliability than using only one measure.

Standards in the MPS Framework for Teaching involve teaching processes and teaching outcomes, and are the basis
for classroom observation evaluations. The annual evaluation process involves frequent informal classroom
observations and feedback for the teacher, a formal observation cycle, collection of evidence to foster collaboration
with the teacher, and goal setting and monitoring. This process is supplemented by assessment of teacher’s
professional qualities, dispositions, and responsibilities, student and parent feedback through surveys, and student
performance data. Numerous academic studies confirm the long-held belief that teacher quality is one of the greatest
determinants of student achievement. By incorporating student performance into teacher evaluation, MPS wants to
keep ongoing student performance discussions with the teacher. MPS will use the following weights for each measure

to determine an end-of-year overall rating.

Teacher Performance on the MPS Framework for Teaching 80% 60%
Teacher Professional Qualities, Dispositions, and Responsibilities 10% 10%
Student and Parent Voices 10% 10%
Student Performance *** - 20%
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*** MPS is in the process of developing a Student Performance metric for the purpose of teacher evaluation. MPS
considers using interim and summative assessments and state and local performance indicators, as well as student
work. MPS needs to make sure that Student Performance data used is of high quality as agreed by all stakeholders.
While evidence of Student Performance will be collected during the evaluation process, a definite Student
Performance metric has not been identified for each subject area yet. Therefore, until a definite Student Performance

metric is developed, MPS will exclude it from the end-of-year overall rating.

Measures of Teacher Evaluation (2016-17)

= Teacher Performance on the MPS Framework for Teaching
= Teacher Professional Qualities, Dispositions, and Responsibilities

= Student and Parent Voice

Measures of Teacher Evaluation (TBA)

>

= Teacher Performance on the MPS Framework for Teaching
= Teacher Professional Qualities, Dispositions, and Responsibilities
= Student and Parent Voice

= Student Performance
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End-of-Year Overall Evaluation Rating

Evaluators will use the weights (percents) established above for each measure of teacher evaluation and the final

score earned by the teacher on each measure to calculate an end-of-year overall performance score of the teacher. As

can be seen in the table below, depending on the overall performance score, the teacher will receive an end-of-year

overall evaluation rating of 1 (Ineffective), 2 (Developing), 3 (Effective) or 4 (Highly Effective).

85% - 100%

4: Highly Effective (HE)

Teacher consistently demonstrates behaviors reflective of the standards in the
MPS Framework for Teaching that are above and beyond stated expectations.
Teachers who perform at this level exceed goals and targets established for
student performance and survey data indicates high levels of satisfaction. A
Highly Effective rating means that the only areas for growth would be to expand
on the strengths and find innovative ways to apply it to the benefit of the school.
Specific comments (i.e., evidence, explanation) are required for rating a teacher
as Highly Effective. A Highly Effective rating means that performance is
excellent. The employee is a top performer in all areas of teaching performance,

student achievement, and academic progress in the perception of others.

65% - 84%

3: Effective (E)

Teacher demonstrates behaviors reflective of the standards in the MPS
Framework for Teaching most of the time and meets goals and any targets
established for student performance and survey data. The indicator of
performance delivered when rating one as Effective is that performance is
satisfactory and similar to that of others regarded as good performers. While
there are areas remaining that require further development to be considered an

excellent performer, an Effective classification is indicative of a valued teacher.

50% - 64%

2: Developing (D)

Teacher sometimes demonstrates behaviors reflective of the standards in the
MPS Framework for Teaching and meets some of the goals and targets
established for student performance and survey data. A Developing rating
indicates that the employee performs well at times but requires more consistent
performance overall. Teacher demonstrates potential, but must focus on

opportunities for improvement to elevate his/her performance on the standards.

Less than 50%

1: Ineffective (I)

Teacher rarely demonstrates behaviors reflective of the standards in the MPS
Framework for Teaching and meets few goals and targets for student
performance and survey data. The demonstrated performance of this teacher
requires intervention. A rating of Ineffective indicates that performance is
unsatisfactory and the teacher requires significant improvement. Specific

comments (i.e., evidence, explanation) are required when applying this rating.
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Evaluation Calendar

The following table outlines the steps of the evaluation process with recommended timeline.

August

Evaluation Protocol

MPS Framework for
Teaching

Self-Assessment Form

Goal Setting & Progress

Monitoring Form

Planning & Preparation

Evidence Form

At the beginning of the school year, the evaluators will provide
the teacher with the evaluation protocol, including the MPS
Framework for Teaching, forms for self-assessment, goal setting
and progress monitoring, and planning and preparation

evidence.

August-September

Classroom Observation

Form

The evaluators will complete two informal observations per
teacher focusing on Domain 1:
(Standards 1 & 2)

Learning Environment

September

Self-Assessment  Form

#1

Goal Setting & Progress

Monitoring Form #1

During September, every teacher will complete a self-
assessment to identify his/her strengths, evidence of meeting
standard, and areas for improvement or refinement for each
standard, with a focus on Standards 1-7.

Based on his/her areas for improvement or refinement and
information gathered from artifacts and other sources, the
teacher will meet with the evaluators and set one or two goals
for the school year that focus on one or two of the standards

from Standards 1-7.

October

Classroom Observation

Form

The evaluators will complete one informal observation per
teacher focusing on Domain 2: Planning & Preparation
(Standards 3 & 4)

Mid-October to end
of October

Planning & Preparation

Evidence Form

By the end of October, every teacher will provide the evaluators
with his/her planning and preparation evidence form to
demonstrate teacher’s effectiveness in organizing subject
matter, planning instruction, and designing learning
experiences for all students. The teacher will attach unit plan(s)
for the months of October, November, and December and an
exemplary lesson plan to be implemented during November,
which may be picked for a formal observation.

The evaluators will set dates with selected teachers for a formal
observation cycle, preferably from mid-October to mid-

November. The cycle includes a formal observation, preceded by
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a pre-observation conference and followed by a post-
observation conference. Ideally, the formal observation cycle for
a selected teacher will be completed within a week.

= Selected teachers include all teachers with 1, 2 or 3 years at MPS

and random teachers with 4+ years.

Mid-October to end

Planning & Preparation

=  The evaluators will conduct a Formal Observation Cycle for each

of November Evidence Form selected teacher. Please refer to the section for “Formal
. tions” in thi tocol f tail ipti f th
Classroom  Observation Observations” in this protocol for detailed description of the

le.

Form aee
November- Classroom Observation | = The evaluators will complete one informal observation per
December Form teacher focusing on Domain 3: Instruction & Assessment

(Standards 5, 6, & 7).

Early December Goal Setting & Progress | =  Every teacher will complete a self-assessment to identify his/her

Monitoring Form #1

Self-Assessment  Form

#2

Goal Setting & Progress

Monitoring Form #2

Summative Assessment

Form

strengths, evidence of meeting standard, and areas for
improvement or refinement for each standard with a focus on
Standards 8-10.

= Based on his/her areas for improvement or refinement and
information gathered from artifacts and other sources, the
teacher will meet with the evaluators in December. At this
meeting, teachers will discuss progress/completion of goals set
in September with the evaluators. Teachers will document their
progress on their prior goals, and if necessary, make
adjustments to action plans. Teachers will also set one or two
goals with a focus on one or two of the standards from
Standards 8-10 for the remainder of the year.

* For each teacher who went through the Formal Observation
Cycle, the evaluators will assign a rating on Standards 1 through
7 on the Summative Assessment Form.

»  Evaluators may develop a teaching improvement plan with the
teachers who receive ratings of 1 or 2 on any standard. The Goal
Setting & Progress Monitoring Form can be used for this

purpose.

By the end of

December

By the end of December, the following will have been completed:

=  For every teacher:
o  Four (unrated) informal observations
o Planning & Preparation Evidence Form
o Self-Assessment Forms #1 & 2 (with Goal Setting
& Progress Monitoring)

o Atleast one peer-observation
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=  For selected teachers:
o One formal observation cycle (Ratings will be
recorded on the Summative Assessment for

Standards 1 through 7)

January-March

Classroom Observation

Form

» The evaluators will complete two informal observations per
teacher focusing on Domain 3: Instruction & Assessment
(Standards 8 & 9).

Mid-February to
mid-March

Planning & Preparation

Evidence Form

Classroom Observation

Form

= For those teachers who have not gone through a formal
evaluation cycle yet, the evaluators will set dates for a formal
observation cycle, preferably in mid-February through mid-
March.

= Teachers who will go through the formal evaluation cycle will
provide the evaluators with his/her planning and preparation
evidence form to demonstrate teacher’s effectiveness in
organizing subject matter, planning instruction, and designing
learning experiences for all students. The teacher will attach
unit plan(s) for the months of February and March and an
exemplary lesson plan to be implemented during the week of

observation, which may be picked for a formal observation.

Mid-March to April 1

Summative Assessment

Form

= For each teacher, the evaluators will assign a rating on

Standards 1 through 10 on the Summative Assessment Form.

By April 1

Since the beginning of the year until April 1, the following will have

been completed:

=  For every teacher:

o  Six (unrated) informal observations

o One formal observation cycle (Ratings recorded on
the Summative Assessment for Standards 1
through 10)

o Planning & Preparation Evidence Form

o Self-Assessment Forms #1 & 2 (with Goal Setting
& Progress Monitoring)

o Atleast two peer-observations

April 1 to mid-April

Professional  Qualities,
Dispositions, and

Responsibilities Form

Teacher Evaluation

Summary Page

= Evaluators will complete the Professional Qualities,

Dispositions, and Responsibilities Form.

=  Evaluators will have the final scores for student and parent

survey results available.

=  For each teacher, the evaluators will enter an end-of-year

overall evaluation rating into the Teacher Evaluation Summary
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Page.

Evaluators will share the completed evaluation forms with each
teacher. Forms include: Teacher Evaluation Summary Page,
Teacher Summative Assessment Form, and the Professional

Qualities, Dispositions, and Responsibilities Form.

April-May Classroom Observation The evaluators will complete two informal observations per
Form teacher focusing on Standards 8 & 9, and other identified areas
for growth unique to each teacher.
May Goal Setting & Progress Every teacher will meet with the evaluators to discuss

Monitoring Form #2

progress/completion of goals. Teachers will document their
progress on their goals, and if necessary, make adjustments to
action plans. In addition, the teachers and the evaluators will

discuss possible new goals for the next school year.

The above timeline is recommended to the MPS evaluators to ensure timely completion of all steps of the evaluation

process. Evaluators can be flexible with the timeline without compromising the fundamental design of the process.

For example; depending on the number of teachers and actual formal observation schedules, evaluators may choose

to combine the post-observation conference in November with the goal setting and progress monitoring meeting in

December for selected teachers. Or, instead of doing it in May, the evaluators may choose to conduct the final goal

setting and progress monitoring meetings, for some or all of the teachers, before final evaluations are shared out.

Also, while monthly focus on specific standards promotes organization-wide coherence and is strongly recommended

by MPS, evaluators can and should focus on any identified area for growth at any time of the year.
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Measures of Teacher Evaluation:
(1) Teacher Performance on the MPS Framework for Teaching

MPS Framework for Teaching is based on research in educational psychology and cognitive science, as well as best
practices in the field. The standards involve teaching processes and teaching outcomes, and are the basis for
classroom observations and evaluations. The framework provides a foundation for professional conversations among
practitioners as they seek to enhance their teaching skills. It may also be used organization-wide as the foundation of
mentoring, coaching, professional development, and teacher evaluation processes, thus linking all those activities
together and helping teachers become more thoughtful practitioners. Developing a common understanding of the

framework is critical; therefore, training for all teachers, school administrators, and staff is highly recommended.

The annual evaluation process at MPS involves frequent informal classroom observations and feedback for the
teacher, a formal observation cycle, collection of evidence to foster collaboration with the teacher, and goal setting
and monitoring. MPS will use on online tool to record and share classroom observation notes, feedback, evidence,
forms, evaluation results, and all other related documentation. The tool can be used by both the teacher and the
observer or evaluator in respect to their roles. Teachers are encouraged to conduct peer observations. Informal
observations can be conducted by the school administrators as well as instructional coaches, department chairs, MPS
Home Office support team, and other professionals. Informal observations are mainly conducted for the purpose of
providing focused, constructive, and critical feedback to the teacher aimed at improving teaching, or sometimes, just
for learning from the observations. While formal observations also provide feedback and guide coaching of the
teacher like the informal ones, they form the basis for evaluation of job performance evaluation and are conducted by

the school administrators.

The teacher being evaluated will take the lead in conducting the evaluation process through the use of self-
assessment, reflection and by gathering evidence for teaching practice. The evaluator will conduct classroom
observations to collect evidence on specific standards. Collaborative use of evidence and reflection will provide a basis
for self-assessment, goal-setting, professional development, and demonstration on specific standards and
expectations. The evaluator and the school administrator will meet mid-year to discuss progress toward annual goals,
and if necessary, any adjustment to action plans. The evaluator and the administrator will meet toward year-end to

discuss progress or completion of goals and possible new goals for the next school year.

After completion of the evaluation process, each teacher will receive a rating of 1 (Below Standard), 2 (Approaches
Standard), 3 (Meets Standard) or 4 (Exceeds Standard) for each standard on the MPS Framework for Teaching.
Besides rating (1) Teacher Performance on the MPS Framework for Teaching, the evaluators will also score (2)
Teacher Professional Qualities, Dispositions, and Responsibilities, (3) Student and Parent Voices, and (4) Student
Performance. The final score and the weight for each measure will be used to calculate an end-of-year overall
performance score of the teacher. Depending on the overall performance score, the teacher will receive an end-of-year

overall evaluation rating of 1 (Ineffective), 2 (Developing), 3 (Effective) or 4 (Highly Effective).
Classroom Observations

Classroom observations are at the heart of a teacher evaluation system. These observations have potential to identify
strengths and address specific areas for growth in teachers’ practice. The following are important to consider in order

for observations to become a fair and reliable tool:

=  Focus of the observation

=  How evidence is collected
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*=  How evidence is interpreted against performance ratings

=  How observations and feedback are shared

MPS uses two types of observations that work in collaboration:

Informal Observations/Walkthroughs:

=  Are conducted minimum eight (8) times a year per teacher (Recommended: every other week)

*  Are 10-15 minutes in length

=  Are unannounced

=  Focus on specific standard or element (While not opposing the idea that observation can focus on any identified

area for growth at any time of the year, MPS recommends an organization-wide schedule as outlined below.)

o

o

o

o

o

August-September:  Domain 1: Learning Environment (Standards 1 & 2)

October: Domain 2: Planning & Preparation (Standards 3 & 4)

November-December: Domain 3: Instruction & Assessment (Standards 5, 6, & 7)

January-March: Domain 3: Instruction & Assessment (Standards 8 & 9)

April-May: Standards 8 & 9, and other identified areas for growth unique to each teacher

= Result in bite-sized feedback to the teacher (Recommended: Feedback on both strengths and areas for

improvement; leverage questions, if applicable; notes about what worked best and what could have been done

differently and why; and some targets for improvement, if applicable.)

=  Connect to the teacher’s goals, if applicable

*  Guide the coaching work of the school administrator

=  Can also be done by peers (Recommended: at least two peer-observations per year by each teacher)

=  Arerecorded on the “MPS Classroom Observation Form”

Formal Observations:

* Are conducted once a year per teacher (Can be conducted more for teachers who are new at MPS or have

ratings of 1 or 2 on any standard)

o

While scheduling of formal observations is flexible, MPS recommends the months of November and
February for formal observations; November for teachers with 1, 2 or 3 years at MPS and random

teachers with 4+ years and February for the remaining teachers.

= Take full class period
= Scheduled

=  Have three parts called the “Formal Observation Cycle”: Pre-Observation Conference, Formal Observation, Post-

Observation Conference.

(0]

o

Ideally, the formal observation cycle for a selected teacher will be completed within a week.

Pre-observation conference: The teacher will provide the evaluators with his/her planning and

preparation evidence form to demonstrate teacher’s effectiveness in organizing subject matter, planning
instruction, and designing learning experiences for all students. Evidence includes “Planning and
Preparation Form” that teachers will bring to the conference, along with unit plan(s) and an exemplary
lesson plan which may be picked for a formal observation. Focus for the unit plan(s) and the lesson plan
are Standard 3 and Standard 4, respectively. Since formal observations focus on Standards 5-9, using
the exemplary lesson as a model, the teacher will also explain how they would meet those standards if

the lesson were actually observed.
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o Formal observation: Formal observation will focus on observing implementation of standards and

collecting evidence. The focus of the formal observation is Domain 3: Standards 5-9. Emphasis will be
placed on Standards 5, 6, and 7 in November and on Standards 8 and 9 in February. Evidence of what
teachers and students are doing/saying will be collected, free of opinion and bias. Evaluators will enter
their notes in the “Classroom Observation Form.”

o Post-observation conference: The teacher and the evaluators will reflect on the observed lesson in a

highly collaborative way. Ideally, the evaluators will share teacher’s ratings on the standards based on
the observed lesson and evidence collected throughout the school year. However, if additional time is
needed for evidence collection in order to determine more accurate ratings, the evaluators can share
their ratings at a later time. Meeting will end with suggestions for improving practice and a professional
learning focus.

=  Arerecorded on the “MPS Classroom Observation Form” and rated on the “Summative Assessment Form.”
Evidence Collection:

Formal Observations need to capture evidence of everything that is happening in the classroom, both verbal and non-
verbal: What was the teacher doing and saying? What were students doing and saying? What were the tasks? What
interactions took place between and among the students and the teacher? There are typically four types of evidence

the evaluators can collect during an observation:

»  Verbatim scripting of teacher or student comments
=  Non-evaluative statements of observed teacher or student behavior
=  Numeric information about time, student participation, resource use, etc.

*  Anobserved aspect of the learning environment

High quality evidence is important in fostering collaboration with the teacher. The evaluators need to be cautious in
collecting evidence rather than recording their opinions. The following are some differences between opinion and
evidence, respectively. Subjective vs. objective; ambiguous vs. unambiguous; may include value judgment vs. free of
value judgment; draws conclusions, makes inferences or guesses vs. makes observations; summarizes teacher practice

vs. gives proof of teacher practice.
Rating of Teacher Performance on the MPS Framework for Teaching

MPS Framework for Teaching provides a total of 40 elements for teaching under 10 standards that span four

domains. The domains are:

=  Domain 1: Learning Environment (2 standards)
*  Domain 2: Planning & Preparation (2 standards)
=  Domain 3: Instruction & Assessment (5 standards)

=  Domain 4: Professional Growth (1 standard)

Each standard contains four elements that describe a specific feature of the standard. The standards in the framework
build on each other to support teacher growth, development, and performance. The rubric for teaching performance
describes teacher and student behaviors and expectations for each standard and provides a roadmap for improvement
of teaching. Informal classroom observations will mainly focus on a standard or an element within the standard to
provide teachers with bite-sized, focused, constructive, and critical feedback. Teachers will be provided more

comprehensive feedback on the standards during a formal observation cycle. Before the completion of the evaluation
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process, each teacher will receive a rating of 1 (Below Standard), 2 (Approaches Standard), 3 (Meets Standard) or 4
(Exceeds Standard) for each standard on the MPS Framework for Teaching. The following table shows the 10

standards to be rated by the evaluators.

DOMAIN 1: LEARNING ENVIRONMENT

Teacher creates a safe, productive, collaborative, and inviting learning environment that fosters a

sense of community and personal responsibility to ensure that students maximize learning.

Standard 1. Teacher establishes classroom rules, practices, and procedures that support a positive, productive

learning environment.

= ELEMENT 1: CLASSROOM NORMS

= ELEMENT 2: TEACHER WITHITNESS & RESPONSIVENESS

= ELEMENT 3: MAXIMIZING LEARNING TIME

= ELEMENT 4: CLASSROOM ENVIRONMENT & ACCESS TO RESOURCES

Standard 2. Teacher creates learning environments that promote student learning, reflect diversity, and encourage

constructive and productive interactions among students.

= ELEMENT 5: BUILDING A CARING COMMUNITY OF LEARNERS
= ELEMENT 6: CULTURALLY RESPONSIVE TEACHING (CRT)

= ELEMENT 7: HIGH EXPECTATIONS & STUDENT MOTIVATION
= ELEMENT 8: SOCIAL-EMOTIONAL SUPPORT & RECOGNITION

DOMAIN 2: PLANNING & PREPARATION

Teacher makes decisions about planning that demonstrate a deep understanding of grade level

content knowledge, pedagogy, and curriculum implementation by appropriately planning for what

students are expected to know, understand, and be able to do.

Standard 3. Teacher understands and organizes subject matter for student learning.

= ELEMENT 9: KNOWLEDGE OF SUBJECT MATTER & PEDAGOGY
= ELEMENT 10: DESIGNING CURRICULUM

= ELEMENT 11: CURRICULAR FOCUS

= ELEMENT 12: COHERENCY & CONNECTIONS

Standard 4. Teacher plans instruction and designs learning experiences for all students.

= ELEMENT 13: LEARNING OBJECTIVES

= ELEMENT 14: MODELS OF INSTRUCTION

= ELEMENT 15: PREPARING & ORGANIZING LEARNING ACTIVITIES

= ELEMENT 16: USING KNOWLEDGE OF STUDENTS & DATA IN PLANNING

DOMAIN 3: INSTRUCTION & ASSESSMENT

Teacher consistently uses research-based practices in the classroom, challenging all learners to

achieve high levels of learning.
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Standard 5. Teacher sets the stage and effectively communicates learning expectations.

= ELEMENT 17: ARTICULATION OF LEARNING OBJECTIVES

= ELEMENT 18: HOOK & ACTIVATING PRIOR KNOWLEDGE (APK)
= ELEMENT 19: LESSON SIGNIFICANCE & CONNECTIONS

= ELEMENT 20: REFERRING TO LEARNING OBJECTIVES

Standard 6. Teacher implements effective teaching strategies that engage students in learning.

= ELEMENT 21: EXECUTION OF LESSON CYCLE & PACING

= ELEMENT 22: CONCEPT LEARNING & MODELING

= ELEMENT 23: SCAFFOLDING & CONNECTING

= ELEMENT 24: INSTRUCTIONAL CLARITY & MEANINGFUL ENCODING

Standard 7. Teacher uses formative and summative assessment strategies to monitor student progress and to adjust

instruction in order to maximize student achievement.

= ELEMENT 25: CHECKING FOR UNDERSTANDING & QUESTIONING

= ELEMENT 26: RUBRIC & FEEDBACK

= ELEMENT 27: SUMMATIVE ASSESSMENTS

= ELEMENT 28: MONITORING & COMMUNICATING STUDENT GROWTH

Standard 8. Teacher differentiates instruction to meet the needs of diverse learners.

= ELEMENT 29: ASSESSING FOR DIFFERENTIATION
= ELEMENT 30: DIFFERENTIATION STRATEGIES

= ELEMENT 31: TECHNOLOGY & RESOURCES

= ELEMENT 32: PERSONALIZED SUPPORT

Standard 9. Teacher helps students become strategic learners and develop higher order thinking skills.

= ELEMENT 33: HIGHER-ORDER QUESTIONING & ADDRESSING MISCONCEPTIONS
= ELEMENT 34: STUDY STRATEGIES & USING EVIDENCE FROM TEXTS

= ELEMENT 35: COOPERATIVE LEARNING & USE OF ACADEMIC LANGUAGE

= ELEMENT 36: INTELLECTUAL CURIOSITY & CREATIVITY

Standard 10. Teacher engages in professional growth.

= ELEMENT 37: REFLECTING ON TEACHING PRACTICE

= ELEMENT 38: ENGAGING IN PROFESSIONAL LEARNING

= ELEMENT 39: COLLABORATING WITH PROFESSIONAL COMMUNITY
= ELEMENT 40: DEMONSTRATING GRIT
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Descriptions of teacher and student behaviors and expectations for each standard can be found in Attachment: MPS

Framework for Teaching. Here is an example:

Standard 5. Teacher sets the stage and effectively communicates learning expectations.

Meets:

ELEMENT 17: ARTICULATION OF LEARNING OBJECTIVES: Teacher articulates learning
objectives in a student-friendly language. Teacher has the students interact with the objectives and checks
for student understanding of them. (Ex: “TAPPLE”)

ELEMENT 18: HOOK & ACTIVATING PRIOR KNOWLEDGE (APK): Teacher gets students’
attention and focus and hooks them into the lesson. (Ex: anticipatory set) Teacher activates prior

knowledge. (Ex: through universal experience or sub-skill review)

ELEMENT 19: LESSON SIGNIFICANCE & CONNECTIONS: Teacher clearly communicates
significance of the lesson and how it fits with the unit/curriculum goals. Teacher makes connections between
the current learning objectives and the students’ prior and future learning to further student understanding
of the content material within or outside of the unit or discipline. (Ex: personal, academic, real-life

importance)

ELEMENT 20: REFERRING TO LEARNING OBJECTIVES: Teacher uses strategies consistently,
such as paraphrasing, repetition, visual cues, essential questions, etc., to interpret learning objectives to
students. Teacher routinely refers to the learning objectives and supporting materials (e.g., word walls,

essential questions, etc.) during instruction.

Exceeds:

When asked, students can explain the learning objectives of the lesson.

Students are mentally engaged in the concept, process, or skill to be learned. In relationship to the objective,

students actively and effectively engage in the process of connecting the lesson to prior learning.

When asked, students can explain connections between objectives and how they apply to other goals and

learnings.

When asked, students can explain how their current activities relate to the learning objectives.
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It is important to note that specific feedback to the teacher on each element provides better focus for professional
practice and growth. The observers and the evaluators are encouraged to pinpoint strengths and areas for
improvement based on the elements. However, rating will be provided for the standard, not for each element.
Elements describe a specific feature of the standard and the teacher is expected to meet or exceed the standard as a
whole. There is variation among school systems and organizations in their approach to rating standards versus
elements. MPS actively seeks feedback from our teachers and evaluators in order to implement an efficient and

effective system that helps with both measuring teachers and supporting teacher growth.

MPS will base 80 percent of teacher’s end-of-year overall evaluation on “Teacher Performance on the MPS
Framework for Teaching.” Each teacher will receive a rating of 1 (Below Standard), 2 (Approaches Standard), 3
(Meets Standard) or 4 (Exceeds Standard) for each of the ten standards on the MPS Framework for Teaching.
Therefore, teachers will earn up to 40 points on this metric. The following table describes the ratings that will be used

to rate each standard on the framework.

Exceeds Standard 4 Teacher and students consistently demonstrate all behaviors reflective of
the standard stated under “Meets” and the majority of the behaviors

i

stated under “Exceeds.” Teacher performance on the standard is

excellent.

Meets Standard 3 Teacher and students demonstrate the majority of the behaviors
reflective of the standard stated under “Meets” most of the time. Teacher
performance on the standard is very good. However, there are areas
remaining that require further development to be considered an

excellent performer on this standard.

Approaches Standard 2 Teacher and students sometimes demonstrate the behaviors reflective of
the standard stated under “Meets.” Teacher performs well at times but
requires more consistent performance overall. Teacher demonstrates
potential but must focus on opportunities for improvement to elevate

his/her performance on this standard.

Below Standard 1 Teacher and students rarely demonstrate the behaviors reflective of the
standard stated under “Meets.” The demonstrated performance of this
teacher is unsatisfactory and requires intervention and significant
improvement. Specific comments (i.e., evidence, explanation) are

required when applying this rating.
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(2) Teacher Professional Qualities, Dispositions, and Responsibilities

MPS will use teachers’ professional qualities, dispositions, and taking responsibilities seriously as one of the measures
in their evaluation. MPS wants to ensure that each teacher respects commitments and agreements as well as assumes
responsibility and accountability for actions, striving for excellence, ensuring effectiveness. Therefore, each teacher
needs to have an understanding of and fulfill his/her fundamental professional responsibilities as an educator and as
a member of a well-established profession as well as assume his/her accountability to students, families, colleagues,

and school.
Following are five areas to be evaluated under this metric:

»  Professional, Legal, & Ethical Responsibilities
*  Work Ethics & Efficiency

*» Communication & Coordination

=  Collegiality & Professionalism

= Other Professional Responsibilities

Descriptions of professional qualities, dispositions, and responsibilities for each of the above five areas can be found

in Attachment: MPS Teacher Professional Qualities, Dispositions, and Responsibilities Form. Here is an example:

WORK ETHICS & EFFICIENCY:

» Teacher handles responsibilities and tasks promptly and efficiently. He/she plans and gets organized for
upcoming duties; completes tasks, reports, and analyses in a timely fashion. He/she schedules time efficiently

and completes an appropriate amount of work in the allotted time.

= Teacher is consistently punctual for work and work-related activities. He/she consistently produces high-quality
work and demonstrates reliable consistency in the performance of assigned duties. He/she shows commitment to
quality and excellence and pays close attention to detail. He/she does not allow personal problems to effect work

efficiency in a negative way.

MPS will base 10 percent of teacher’s end-of-year overall evaluation on Teacher Professional Qualities, Dispositions,
and Responsibilities. The following ratings will be used to rate each of the five areas. Teachers will earn up to 10

points on this metric.

Fully meets or exceeds 2 Teacher consistently fulfills responsibilities and commitments and

expectations (F)

demonstrates professional qualities and dispositions reflective of the

expectations in this area.

Partially or minimally meets

expectations (P)

Teacher sometimes fulfills responsibilities and commitments and
demonstrates professional qualities and dispositions reflective of the

expectations in the area. Teacher performs well at times but requires
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more consistent performance overall.

Not yet within expectations (N)

Teacher rarely fulfills responsibilities and commitments and
demonstrates professional qualities and dispositions reflective of the
expectations in this area. The demonstrated performance of this teacher
is unsatisfactory and requires intervention and significant improvement.
Specific comments (i.e., evidence, explanation) are required when

applying this rating.
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(3) Student and Parent Voices

Research into teaching effectiveness indicates that student and parent voices play a powerful role in helping schools
and districts learn how to improve teaching. Surveys have been the primary means of collecting student and parent
voices about effective teaching. MPS uses an online platform to provide students and parents with groups of questions
that measure their perceptions of teaching and learning, as well as their perceptions of school climate and students’
own strengths and weaknesses. MPS believes that students and parents have an essential role to play in informing
teaching effectiveness: this feedback instrument provides teachers and principals with valuable data about how

students see their classes, how much parents are involved, and how to facilitate improvement.
Following are sample survey questions that MPS uses to hear student and parent voices.

Student Survey Sample Questions:

Besides many other aspects of their experience with the school, students are also asked their opinions about their
teachers and each of their classes, as well as their overall school satisfaction. Following are sample questions MPS

asks students about their teachers and classes.
How much do you agree or disagree with each of the following items?

=  All of my teachers make learning interesting and challenging.

= All of my teachers motivate me to learn new things.

= All of my teachers give me useful feedback on my work.

= All of my teachers help me if I have trouble learning something.

= Inall my classes, rules/expectations and consequences are clear.
English:
How much do you agree or disagree with each of the following items?

*  Wedo alot of writing.

=  We work together to edit our writing to make it better.

*  We connect what we read to real life people and situations.
*  We use evidence from the text.

=  We compare/contrast different points of view.
Math:
How much do you agree or disagree with each of the following items?

*  We write sentences to explain how we solve math problems.

»=  We discuss possible solutions to math problems with other students.

=  Welearn how math is used in everyday life.

=  We use different strategies (estimation, working backwards, drawing, patterns, graphs, tables, hands-on
materials, etc.) to solve math problems.

=  We have enough time to practice what we are learning during class.
Overall School Experience:

=  Overall, I am satisfied and would recommend this school to other students.
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Parent Survey Sample Questions:

Besides many other aspects of their experience with the school, parents are also asked their opinions about their
child’s teachers and each of his/her classes, as well as their overall school satisfaction. Following are sample questions

MPS asks parents about their child’s teachers.
Please rate how strongly you agree or disagree with each of the following statements.

= All of my students’ teachers use a curriculum that meets my child’s learning needs.

= All of my child’s teachers use a variety of teaching strategies and learning activities.

= All of my child’s teachers inform me about my child’s academic progress (in person, by phone, over email,
through school information system, or other ways.)

» Iam satisfied with the amount and challenge of homework my child receives.

= Ifeel all of my child’s teachers care about my child’s success.
Please rate your overall satisfaction in the following classes on a scale of 5 (highest) to 1 (lowest).

»  English, math, science, history/social science, computer/technology, PE, Spanish, etc.
Overall School Experience:

= Overall, I am satisfied and would recommend this school to other parents.
Using Student and Parent Voices as a Measure of Teacher Evaluation

Student and parent surveys provide valuable feedback to the teacher about students’ and parents’ perceptions on
teacher’s teaching effectiveness. MPS makes every effort to reach out to our students and parents to ensure a high
response rate on the surveys. MPS has designed its surveys so that they provide individualized feedback about
teachers and their classes, as well as students’ and parents’ overall school satisfaction. MPS will use both
individualized and general feedback to provide constructive critical feedback to the teachers. Teachers can use this

feedback to improve their teaching.

Rosenholtz’s (1989) study found “learning-enriched schools” were characterized by “collective commitments to
student learning in collaborative settings,” ... “where it is assumed improvement of teaching is a collective rather than
individual enterprise, and that analysis, evaluation, and experimentation in concert with colleagues are conditions
under which teachers improve.” Teacher collaboration linked to shared goals focused on student achievement led to
improved teacher learning, greater certainty about what was effective, higher levels of teacher commitment and
ultimately, greater gains in student achievement. MPS values collective commitment and collaboration for shared
goals; therefore, MPS will use students’ and parents’ overall school experience (satisfaction) rates as a metric in

teacher and administrator evaluation.

Students’ and parents’ favorable responses to the following “overall school satisfaction” question include “Strongly

Agree” and “Agree.”
Overall, I am satisfied and would recommend this school to other students/parents.
o Strongly Agree o Agree ¢ Neutral ¢ Disagree ¢ Strongly Disagree

MPS will use percentage of favorable responses, i.e., overall school satisfaction rate, as a metric that represents
student and parent voices. MPS will base 10 percent of teacher’s end-of-year overall evaluation on student and parent

surveys. Student and parent voices will share equal weights of 5 percent. Following are two methods to calculate how
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students’ and parents’ overall school satisfaction rates will be converted to points on the end-of-year overall
evaluation. The first uses an achievement model and the second a growth model. The model that yields a higher score

for a particular school will be applied to that school.

Achievement Model:

85% - 100% 5
75% - 84% 4
65% - 74% 3
55% - 64% 2
50% - 54% 1

Less than 50% o)

Example: A school with student and parent overall school satisfaction rates of 70% and 80%, respectively, will earn its

teachers 3 + 4 = 7 (out of 10) points on the end-of-year overall teacher evaluation.

Growth Model:

15% or more 5
12% - 14% 4
9% - 11% 3
6% - 8% 2
3% -5% 1
Less than 3% 0

Example: A school with growth rates of 10% and 15% in student and parent overall school satisfaction, respectively,

will earn its teachers 3 + 5 = 8 (out of 10) points on the end-of-year overall teacher evaluation.

If the above two examples applied to a particular school, the higher of the scores, i.e., 8 (out of 10) would be used as

the overall score for Student and Parent Voices.

Teachers are encouraged to check their school’s targets for student and parent overall school satisfaction rates in their

Local Control and Accountability Plans (LCAP).
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(4) Student Performance
Student Assessments at MPS

As explained in Standard 7 of the MPS Framework for Teaching, “Teachers are expected to use formative and
summative assessment strategies to monitor student progress and to adjust instruction in order to maximize student
achievement.” The measures that are used to assess student progress include all state-mandated standardized tests
such as the Smarter Balanced Summative Assessments. MPS also uses the Smarter Balanced Interim Assessments
which are designed to support teaching and learning throughout the year; and the Digital Library, designed to support
classroom-based formative assessment processes. MPS administers both the Interim Comprehensive Assessments
(ICAs) and Interim Assessment Blocks (IABs) to assess student learning and inform instruction during the year. The
Smarter Balanced Interim Assessments? are specifically designed to provide the following:

»  Meaningful information for gauging student progress throughout the year toward mastery of the skills

measured by the Summative Assessments

=  Assessments of the CCSS, which can be used at strategic points during the school year.

MPS teachers also have access to publisher or third-party-provided assessments, such as McGraw Hill, Illuminate,
Accelerated Reader, and MAP. MPS utilizes computer adapted MAP testing to measure student progress three times a
year. Teachers also, with the help of published materials, create standards-aligned formative assignments and tests

that are evaluated using rubrics.

Assessments at MPS are not tests only. As detailed in Standard 7, MPS teachers are expected to use a variety of
formative and summative assessments that are valid and reliable measures of student achievement. (Ex: performance
assessments, portfolios, etc.) Assessments are expected to be aligned with learning objectives. (Ex: Unit assessments
are aligned with unit standards and learning objectives.) At MPS, teachers provide students with choices of ways to
demonstrate learning and students participate in the development of their learning outcomes. Teachers use

summative assessment results to plan next units and redeliver instruction.

MPS teachers are expected to closely monitor all students’ progress toward meeting student learning outcomes.
Teachers use technology, as appropriate, to conduct data analysis and communicate assessment results and student
growth to all stakeholders (families, colleagues, administration, etc.) Teachers review summative assessment results

with students, and students are involved in self-assessment, goal-setting, and monitoring progress.
Local, State, and Federal Accountability System

MPS will closely monitor its measures on the local, state, and federal accountability and continuous improvement
systems, including LCFF evaluation rubrics. These measures include, but are not limited to, state and local indicators,
such as graduation rate, scores on the CAASPP, suspension rates, progress of English learners toward English

proficiency, and college and career readiness.
Using Student Performance as a Measure of Teacher Evaluation

MPS is in the process of developing a Student Performance metric for the purpose of teacher evaluation. As
introduced above, state and local accountability indicators along with interim and summative assessments provide
valuable data on student performance and progress. MPS also recognizes that a variety of assessments can and should

be used to measure student progress, such as performance assessments and portfolios. As such, MPS considers using

thttp://www.cde.ca.gov/ta/tg/sa/sbacinterimassess.asp
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a thoughtful combination of interim and summative assessments and state and local indicators, as well as student
work. MPS needs to make sure that Student Performance data used is of high quality as agreed by all stakeholders.
While evidence of Student Performance will be collected and analyzed during the evaluation process, a definite
Student Performance metric has not been developed for each subject area yet. Therefore, until a definite Student
Performance metric is identified and agreed upon, MPS will exclude it from the end-of-year overall rating. Once a

metric is fully developed, MPS intends to base 20 percent of end-of-year overall evaluation on Student Performance.

Page 22 of 23



Attachments:

The following are attachments referenced in the MPS Teacher Evaluation Protocol.

MPS Framework for Teaching

MPS Classroom Observation Form

MPS Teacher Self-Assessment Form

MPS Teacher Goal Setting & Progress Monitoring Form

MPS Teacher Planning & Preparation Evidence Form

MPS Teacher Post-Observation Reflection Form

MPS Teacher Summative Assessment Form

MPS Teacher Professional Qualities, Dispositions, and Responsibilities Form

MPS Teacher Evaluation Summary Page
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MPS F

RAMEWORK FOR TEACHING

Standard 1. Teacher establishes classroom rules, practices, and procedures that support a positive,

productive learning environment.

Meets:

Exceeds:

ELEMENT 1: CLASSROOM NORMS: Teacher employs classroom norms and supports for positive
behavior to ensure a climate in which all students can learn. Teacher communicates and maintains high
standards for individual and group behavior. (Ex: Teacher posts classroom norms prominently and refers

to them at appropriate times.)

ELEMENT 2: TEACHER WITHITNESS & RESPONSIVENESS: Teacher makes sure students follow
classroom norms, rules, and procedures. Teacher is proactive and quickly aware when students don’t meet
expectations. Teacher’s verbal or non-verbal response to student behavior is consistent, respectful, and
includes redirection, feedback or positive reinforcement to specific students. (Ex: teacher has effective

presence in the room with voice, eye contact, facial expressions, posture, proximity, etc.)

ELEMENT 3: MAXIMIZING LEARNING TIME: Teacher has established routines and procedures for
management of transitions, instructional groups, materials, supplies, and other activities that maximize
learning time. (Ex: Students know how to enter the room, where to sit, what to do with homework, etc.)
Teacher provides bell-to-bell instruction that is rarely interrupted by management issues. Teacher

communication is effective with precise language, connected discourse, transition signals, and emphasis.

ELEMENT 4: CLASSROOM ENVIRONMENT & ACCESS TO RESOURCES: Teacher provides a
physically safe, clean, orderly, and inviting environment. Teacher creates a versatile classroom layout that
facilitates movement, communication, and planned activities. (Ex: mindful seating arrangements) Teacher
assures that students have physical access, support, and time to use classroom, school, and community

resources, including instructional materials and technology.

Without being prompted, students articulate or promote behavioral expectations that support the

classroom’s academic environment.

Teacher uses positive framing to model and reinforce appropriate behavior and redirect inappropriate
behavior. Students take an active role in monitoring their own behavior; they also appropriately respond to

or redirect each other’s behavior.

Instructional time is maximized due to efficient and seamless classroom routines and procedures. Students
take initiative in the management of instructional groups and transitions and the handling of materials and
supplies. Students are on task throughout and across lessons. Teacher plans for and clearly articulates what

students are to do if they complete work earlier than others. Teacher provides clear and consistent directions




that exemplify positive and effective communication.

Seating and furniture arrangements are neat and optimal for learning. Teacher has appropriate
materials/resources consistently ready for instruction. Classroom is inviting, with subject-related or

motivational posters, college pennants, tactful decoration, lighting, etc.

Standard 2. Teacher creates learning environments that promote student learning, reflect diversity,

and encourage constructive and productive interactions among students.

Meets:

Exceeds:

ELEMENT 5: BUILDING A CARING COMMUNITY OF LEARNERS: Teacher models and builds
mutual respect and establishes a warm and caring environment. Teacher uses classroom strategies to
promote students’ respect and caring for others. Interactions (i.e., teacher-student, student-student, etc.) are

friendly and demonstrate respect and caring.

ELEMENT 6: CULTURALLY RESPONSIVE TEACHING (CRT): Teacher implements Culturally
Responsive Teaching. Teacher uses cultural characteristics, experiences, and perspectives of diverse students
to create culturally rich lessons. Teacher uses a variety of resources to support engagement of diverse
learners. Teacher informs families, including non-English speaking families, about the instructional
program and develops activities designed to engage families successfully and appropriately in their

children’s learning.

ELEMENT 7: HIGH EXPECTATIONS & STUDENT MOTIVATION: Teacher develops and
communicates a clear “big picture” to motivate students to make positive choices regarding their own
learning and acts in accordance with the belief that all students can learn. Teacher creates a rigorous
learning environment where high expectations for learning and hard work are classroom norms. Teacher’s
passion and enthusiasm inspire students to learn. Teacher displays a variety of successful student work

prominently in the classroom to represent multiple perspectives and ways of knowing and doing.

ELEMENT 8: SOCIAL-EMOTIONAL SUPPORT & RECOGNITION: Teacher promotes students’
social-emotional growth, development, and individual responsibility using positive interventions and
supports such as restorative and conflict resolution practices. Teacher offers praise and positive
reinforcement consistently, even for small gains. Teacher recognizes individual students and groups for

accomplishments.

Teacher creates a moral community, helping students respect and care about each other and feel valued
within the group, and a democratic classroom environment, where students are involved in decision-making.
Teacher models responsibility, integrity, and ethical conduct. Student interactions are generally polite and
respectful, and students support each other’s learning and critique each other’s work under their own
initiative.

Teacher is approachable, genuine, and humorous. Teacher actively listens to students and gets to know the
students and the lives they live. (Ex: home visits) Students feel valued and are comfortable taking

intellectual risks. Teacher’s communications are highly sensitive to families’ cultural norms.




Teacher teaches students how to monitor their own behaviors in relation to learning expectations, classroom
configurations, and individual and group learning needs. Students assume responsibility or take initiative for
producing high quality work, holding themselves, and each other, to high standards of performance.
Students are not afraid to share their willingness to learn and accept mistakes as a healthy part of the

learning process. Students find joy in the work of learning.

Teacher teaches self-regulation strategies to students. Teacher provides time and guidance for students to
reflect on their progress, express their frustrations, and think about how they can change behaviors to be
more successful, if needed. Students may get upset at times, but the teacher remains calm and under control.
Teacher knows how to support students who have experienced trauma, homelessness, foster care,
incarceration, and/or are medically fragile. Teacher routinely plans for students to share and celebrate one

another’s accomplishments.

Standard 3. Teacher understands and organizes subject matter for student learning.

Meets:

Exceeds:

ELEMENT 9: KNOWLEDGE OF SUBJECT MATTER & PEDAGOGY: Teacher demonstrates
knowledge of subject matter, academic-content standards, and curriculum frameworks as well as content-

related pedagogy of the discipline to ensure student learning.

ELEMENT 10: DESIGNING CURRICULUM: Teacher identifies important topics based on standards
and his/her knowledge of content, and plans curricullum backward from desired results. (Ex:
“Understanding by Design”) Teacher designs standards-based, rigorous, challenging, relevant, and coherent
curriculum that is accessible to all students. (Ex: Teacher develops and sequences long-term and short-term
instructional plans with how much time to spend on each unit and adjusts them as knowledge of students is

developed.)

ELEMENT 11: CURRICULAR FOCUS: Curriculum reflects philosophy and pedagogy of the discipline
(e.g., instructional shifts for common core) with a focus on key standards. Rather than racing to cover many
topics, teacher plans to deepen the way time and energy are spent in the classroom. (Ex: “Greater attention

on literary nonfiction” Ex: “Key Shifts in Mathematics: Greater focus on fewer topics”)

ELEMENT 12: COHERENCY & CONNECTIONS: Teacher sequences instruction, plans for progression
of learning, and correlates with previous units to develop rich content knowledge within and across grades.
(Ex: “Key Shifts in Mathematics: Coherence”) Units and lessons are clearly linked to the coherent
curriculum. Teacher can identify prerequisite knowledge and skills to achieve learning objectives. Teacher

can relate concepts to one another and to other disciplines.

Teacher locates and uses multiple resources to expand subject matter beyond manuals, texts, and curriculum




guides. Teacher’s subject matter expertise and enthusiasm can be sensed by students.

Teacher develops assessments, rubrics and/or exemplars for summative assessments before teaching in
order to guide instruction throughout the unit. Teacher collaborates with other teachers for common

planning and assessments.

Curriculum supports MPS core values (i.e., Excellence, Innovation, and Connection) and Schoolwide

Learner Outcomes (SLOs).

Teacher integrates content, skills, and practices from other disciplines. (Ex: interdisciplinary projects)
Students are provided with opportunities to access the curriculum by incorporating the visual and
performing arts, as appropriate to the content and context of learning. Teacher incorporates current events
and global issues into curriculum/instruction while respecting and embracing cultural diversity through the

understanding of our global world.

Standard 4. Teacher plans instruction and designs learning experiences for all students.

Meets:

Exceeds:

ELEMENT 13: LEARNING OBJECTIVES: After identifying a topic (See Standard 3.2: Designing
Curriculum), teacher specifies learning objective(s) for the lesson that are closely aligned with standards.

Teacher posts learning objectives in the classroom.

ELEMENT 14: MODELS OF INSTRUCTION: Depending on learning objectives and knowledge of
students, teacher plans a well-thought blend of research-based models of instruction and incorporates
phases (design components, etc.) of these models in his/her lesson plans. (Ex: Models of instruction include
EDI, lecture-discussion, guided discovery, cooperative learning, etc. Ex: Well-crafted EDI lessons include:
Learning Objective, Activating Prior Knowledge, Concept Development, Skill Development, Lesson
Importance, Guided Practice, Lesson Closure and Independent Practice. Ex: 5E Learning Cycle model

includes five stages: Engagement, Exploration, Explanation, Elaboration or Extension, Evaluation.)

ELEMENT 15: PREPARING & ORGANIZING LEARNING ACTIVITIES: Teacher prepares and
organizes learning activities that are congruent with learning objectives. All planned activities are

pedagogically appropriate. Teacher posts an agenda outlining the planned activities.

ELEMENT 16: USING KNOWLEDGE OF STUDENTS & DATA IN PLANNING: Teacher uses
student developmental needs, background, and interests in planning for instruction. Teacher uses data from
multiple sources of assessment to determine students’ accurate, current levels of performance. (Ex: state-
tests, interim assessments, informal assessments, etc.) Teacher data and knowledge of students to inform

planning of content organization and instructional strategies.

The learning objective is a clearly written, specific statement of observable student behaviors that can be

measured and contributes to reaching the learning goals as opposed to an activity or assignment.

Teacher is flexible and effective in choosing and implementing the appropriate model (or blends of models)
for the instructional scenario. (Ex: The mode models teachers investigate and practice, the more techniques

they will have at their disposal and the better their chances at optimizing efforts to successfully reach and




teach their students.)
=  Teacher has a well-thought lesson plan with varied learning activities and a backup plan.

= Teacher makes himself/herself aware of current research regarding strategies to meet individual student
needs and includes strategies to address potential gaps for (subgroups of) students. Teacher works
collaboratively with other staff and informed individuals (e.g., co-teacher, resource teacher, EL coordinator,
etc.) to interpret assessment results and to plan targeted interventions and differentiated instruction for

meeting individual student needs.

Standard 5. Teacher sets the stage and effectively communicates learning expectations.

Meets:

» ELEMENT 17: ARTICULATION OF LEARNING OBJECTIVES: Teacher articulates learning
objectives in a student-friendly language. Teacher has the students interact with the objectives and checks
for student understanding of them. (Ex: “TAPPLE”)

= ELEMENT 18: HOOK & ACTIVATING PRIOR KNOWLEDGE (APK): Teacher gets students’
attention and focus and hooks them into the lesson. (Ex: anticipatory set) Teacher activates prior

knowledge. (Ex: through universal experience or sub-skill review)

* ELEMENT 19: LESSON SIGNIFICANCE & CONNECTIONS: Teacher clearly communicates
significance of the lesson and how it fits with the unit/curriculum goals. Teacher makes connections between
the current learning objectives and the students’ prior and future learning to further student understanding
of the content material within or outside of the unit or discipline. (Ex: personal, academic, real-life

importance)

» ELEMENT 20: REFERRING TO LEARNING OBJECTIVES: Teacher uses strategies consistently,
such as paraphrasing, repetition, visual cues, essential questions, etc., to interpret learning objectives to
students. Teacher routinely refers to the learning objectives and supporting materials (e.g., word walls,

essential questions, etc.) during instruction.
Exceeds:
*  When asked, students can explain the learning objectives of the lesson.

»  Students are mentally engaged in the concept, process, or skill to be learned. In relationship to the objective,

students actively and effectively engage in the process of connecting the lesson to prior learning.

=  When asked, students can explain connections between objectives and how they apply to other goals and

learnings.

=  When asked, students can explain how their current activities relate to the learning objectives.

Standard 6. Teacher implements effective teaching strategies that engage students in learning.




Meets:

Exceeds:

ELEMENT 21: EXECUTION OF LESSON CYCLE & PACING: Teacher executes a lesson cycle with
learning activities as outlined on the agenda. (See Standard 4: “Models of Instruction” and “Preparing &
Organizing Learning Activities.”) Teacher facilitates the lesson at an appropriate pace that maximizes
student learning and on-task behavior. (Ex: The desired pace is neither so slow that students get bored nor

so quick that they can’t keep up.)

ELEMENT 22: CONCEPT LEARNING & MODELING: Teacher implements multiple strategies to help
students construct their understanding of a concept. (Ex: Teacher provides high-quality examples,
examples and non-examples of the concept, presents examples in a real-world context, sequences examples
beginning with the most typical and ending with those least familiar, promotes meaningful learning by
linking the concept to related concepts, etc.) Teacher explains, models, and demonstrates knowledge (i.e.,
declarative, procedural, conditional) and skills, such as solutions to problems, and simultaneously reveals

his/her strategic thinking processes to students. (Ex: think-aloud)

ELEMENT 23: SCAFFOLDING & CONNECTING: Teacher engages students in activities that help
them link what they already know to the new content and facilitates these linkages. Learning experiences
throughout the lesson cycle are cognitively engaging. (Ex: schema activation Ex: Lesson is scaffolded to
match students’ Zone of Proximal Development (ZPD) levels and rigor for the learning objectives.) Teacher

connects learning to students’ prior knowledge, backgrounds, life experiences, and interests.

ELEMENT 24: INSTRUCTIONAL CLARITY & MEANINGFUL ENCODING: Teacher accurately
presents content in a way that is accessible to students, in both verbal and visual forms, and implements
strategies that help reduce cognitive load and clarify content. (Ex: chunking, providing frequent practice to
develop automaticity, using both linguistic and nonlinguistic modes of communication, using graphic
organizers and hands-on activities, using the board efficiently, etc.) Teacher uses effective strategies for
meaningful learning and long-term memory encoding. (Ex: imagery, organization, schema activation,

elaboration, etc.)

Instruction is facilitated at an appropriate pace to optimize learning time, the amount of content that can be
learned, and on-task behavior. Pacing allows a reasonable amount of time for students’ thinking and

processing.

Teacher gives students opportunities to practice think-aloud, and offers structured feedback. Students

explain or demonstrate the strategies they use.

Lesson reflects a clear and appropriate progression from teacher modeling to student independence. Teacher
facilitates as students build connections between the current learning objectives and their prior and future

learning. Students make explicit connections within or outside of the discipline or unit.

Teacher avoids extended periods of lecturing in order not to overload learners’ working memories. Students
engage with the content through multiple opportunities for practice and application. Teacher makes

himself/herself aware of current research regarding meaningful learning and encoding.




Standard 7. Teacher uses formative and summative assessment strategies to monitor student

progress and to adjust instruction in order to maximize student achievement.

Meets:

Exceeds:

ELEMENT 25: CHECKING FOR UNDERSTANDING & QUESTIONING: Teacher continually checks
for understanding through a variety of informal and formative assessments to guide real-time adjustments to
instruction. (Ex: TAPPLE, cold-calling, show of hands, clickers, student notes and reflections, mini-
whiteboards, assignments, quizzes, demonstrations, concept maps, exit slips, etc.) Teacher poses questions
to a wide range of students that are scaffolded toward cognitive challenge and mastery of the learning

objectives. Teacher uses wait time consistently.

ELEMENT 26: RUBRIC & FEEDBACK: Teacher provides a rubric that describes levels of performance
relative to the learning goals and objectives. Teacher uses exemplary work, benchmarks, or examples of
student work to illustrate various levels of achievement during instruction. Teacher teaches students how to
compare their work to the benchmark work to identify gaps and next steps to move forward. Teacher
provides timely, accurate, and specific commentary/feedback regarding students’ work/performances and
connects the comments to the learning objectives and rubric. Teacher feedback has a positive emotional

tone.

ELEMENT 27: SUMMATIVE ASSESSMENTS: Teacher uses a variety of summative assessments that
are valid and reliable measures of student achievement. (Ex: tests, performance assessments, portfolios,
etc.) Assessments are aligned with learning objectives. (Ex: Unit assessments are aligned with unit

standards and learning objectives.) Grading is fair and equitable.

ELEMENT 28: MONITORING & COMMUNICATING STUDENT GROWTH: Teacher closely
monitors all students’ progress toward meeting student learning outcomes. Teacher uses technology, as
appropriate, to conduct data analysis and communicate assessment results and student growth to all

stakeholders (families, colleagues, administration, etc.)

Teacher uses strategies to enable students to correctly answer questions and extend or justify their thinking.
Teacher adapts plans as he/she develops knowledge of specific students and adjusts instruction to address

the needs of students who are having difficulty understanding the lesson.

When asked, students can explain the meaning of the levels of performance articulated in the rubric. Teacher
plans time and guidance for students to reflect on and assess progress. Teacher responds to student work,

providing time to remediate for success before final grading.

Teacher provides students with choices of ways to demonstrate learning and students participate in the
development of their learning outcomes. Teacher uses summative assessment results to plan next units and
redeliver instruction. Teacher creates reasonable number of assignments for each subcategory with

appropriate weights in the grading system.

Teacher reviews summative assessment results with students. Students are involved in self-assessment, goal-

setting, and monitoring progress.




Standard 8. Teacher differentiates instruction to meet the needs of diverse learners.

Meets:

Exceeds:

ELEMENT 29: ASSESSING FOR DIFFERENTIATION: Teacher uses a variety of diagnostic
assessments and activities at the beginning of a new unit, lesson or topic to check students' prior knowledge
and skill levels, identify student misconceptions, profile learners' interests, and reveal learning-style
preferences. (Ex: initial writing prompts, informal reading assessments, pre-tests, anticipation guides,
polling, K-W-L, etc.) Teacher uses results from assessments and knowledge of students to plan for

differentiated instruction.

ELEMENT 30: DIFFERENTIATION STRATEGIES: Teacher implements a variety of types of effective
instructional strategies, facilitation techniques, and classroom activities that actively engage students in
learning. Teacher differentiates classroom elements (e.g., content, process, products, learning environment,
etc.) based on student readiness, interest, or learning profile. Teacher is responsive to students’ input.
He/she encourages student questions and talk in the classroom and demonstrates flexibility by using student

input for spontaneous planning and adjustments.

ELEMENT 31: TECHNOLOGY & RESOURCES: Teacher uses accessible technology tools and other
resources on a regular basis to engage and enhance learning and to differentiate instruction to meet the
needs of every student. Teacher effectively uses challenging resources that are mentally, visually, aurally, and
kinesthetically stimulating. (Ex: internet, PowerPoint, interactive white boards, document camera,
multimedia, educational software, interactive games and simulations, apps, class website, lab materials,

manipulatives, assistive technology, etc.)

ELEMENT 32: PERSONALIZED SUPPORT: Teacher addresses the needs of English learners and
students with special needs to provide equitable access to education. Teacher provides personalized support
as needed. (Ex: EL strategies, accommodations/modifications, interventions, supplementary enrichment

activities, etc.)

Teacher regularly uses knowledge of students’ skills, knowledge, needs, interests, language proficiencies,
cultural backgrounds, and individual development to plan instruction according to their learning needs.
Teacher plans carefully so that instruction incorporates appropriate strategies to meet all learning needs,

styles, and interests, and all students have equal access to the curriculum.

Teacher provides different avenues for students to acquire content, process ideas, and demonstrate their
understanding. Teacher provides tasks of varied levels of difficulty, along with supports, including principles
of Universal Design and Multi-tiered System of Supports (MTSS), to multiple instructional groups, and by
allowing students to work in modes that are most successful for them (e.g., alone or collaborative, auditory
or visual, practical or creative). To address the learning needs of students, teacher adapts the pacing or the

release of responsibility.

Teacher keeps up to date with technology and blended learning practices. Teacher models and develops
digital literacy by using technology to engage students and support their learning, and promote digital

citizenship, including respecting copyright law and student maintaining internet security. Teacher provides




resources and instructional materials that require cognitive engagement. Students choose, adapt, or create

materials to extend learning.

Teacher tactfully provides academic, social, and emotional support to all students and promotes social
integration and development. Teacher works collaboratively with other staff and informed individuals (e.g.,
co-teacher, resource teacher, EL coordinator, etc.) to provide personalized support. Teacher participates in
SST and IEP meetings and complies with all IEP/IFSP/ITP/504 requirements. Teacher provides integrated

ELD instruction and SDAIE. Teacher provides tutoring as needed.

Standard 9. Teacher helps students become strategic learners and develop higher order thinking

skills.

Meets:

Exceeds:

ELEMENT 33: HIGHER-ORDER QUESTIONING & ADDRESSING MISCONCEPTIONS: Teacher
uses higher-order questioning strategies to promote metacognition and help students engage in deeper
thinking about concepts and processes, exploring “whys” and “why nots,” and justifying their thinking.
Teacher uses questioning to encourage students to allow their misconceptions to emerge and improves

student learning by addressing misconceptions. (Ex: “How do you know?”, “Why do you say that?”)

ELEMENT 34: STUDY STRATEGIES & USING EVIDENCE FROM TEXTS: Students use multiple
study strategies to increase their understanding of written materials and teacher presentations. (Ex: note-
taking, using text signals, summarizing, elaborative questioning, concept mapping, close reading
strategies, etc.) Students have extensive opportunities to build knowledge through content-rich nonfiction
texts so they can learn independently. Students are able to answer a range of text-dependent questions,
whose answers require inferences based on careful attention to the text. Students use evidence from texts to
present careful analyses, well-defended claims, and clear information. (Ex: close reading, evidence-based
writing. See “Key Shifts in ELA.”)

ELEMENT 35: COOPERATIVE LEARNING & USE OF ACADEMIC LANGUAGE: Teacher provides
cooperative learning experiences. (Ex: T-P-S, peer-teaching, group-work, jig-saw, discussion, round robin,
etc.) Teacher facilitates conversations in whole class and small group settings that require all students to
consistently use academic vocabulary, discuss academic ideas, and justify their reasoning. (Ex: Socratic
seminar) Teacher focuses on academic vocabulary, especially words that appear in a variety of content areas.
Students grow their vocabularies through a mix of conversation, direct instruction, and reading. Students

use academic language correctly.

ELEMENT 36: INTELLECTUAL CURIOSITY & CREATIVITY: Teacher ignites intellectual curiosity,
provides rigorous instruction, and fosters creativity. Teacher thoroughly teaches and engages students in
tasks, activities, or strategies that address different types of critical thinking relevant to the learning
objectives and content. (Ex: open-ended problem solving, PBL, inquiry and discovery, etc. Ex: analytical
thinking where students analyze, compare and contrast, evaluate and explain information; practical
thinking where students use, apply, and implement learning in real life scenarios; creative thinking where

students create, design, imagine, suppose, and generate a variety of ideas and alternatives.)




Teacher plans for and anticipates student misunderstandings and/or misconceptions and teaches with those
in mind. Students explain their own misunderstandings and support other students in unraveling

misconceptions.

Teacher models a variety of strategies and teaches how to match strategies to different tasks in a variety of
contexts. Students regularly practice with complex texts and their academic language. Writing focuses on

evidence-based writing along with the ability to inform and persuade.

Teacher uses thoughtful grouping strategies and holds students individually accountable for their
understanding. Students demonstrate positive interdependence. Students engage in peer review to give each
other feedback. Students initiate questions and push each other’s thinking. Teacher uses effective strategies

for teaching vocabulary (e.g., word map, context skills, etc.)

Teacher puts students in new situations that require new solutions. Teacher has students/student teams
defend decisions for open-ended real-world questions. Teacher requires students to make complex choices
and synthesize knowledge. Students instigate classroom projects and inquiry independent of teacher

structures.

Standard 10. Teacher engages in professional growth.

Meets:

ELEMENT 37: REFLECTING ON TEACHING PRACTICE: Teacher routinely reflects on his/her own
teaching practice and level of subject matter and pedagogical knowledge to initiate learning that can improve
instruction and learning for students. Teacher assesses the effectiveness of instructional activities he/she

uses and identifies ways for improving lessons.

ELEMENT 38: ENGAGING IN PROFESSIONAL LEARNING: Teacher establishes professional goals
and engages in continuous and purposeful professional growth and development. Teacher engages in
professional learning that integrates theories, research, and models of human learning to increase educator
effectiveness and results for all students. Teacher seeks opportunities for continued professional

development. (Ex: goal-setting, keeping up to date with research, etc.)

ELEMENT 39: COLLABORATING WITH PROFESSIONAL COMMUNITY: Teacher participates in
school-wide collaborative efforts to support the success of all students and contributes to the ongoing school
improvement process. Teacher promotes the vision, mission, core values, practices and policies that improve
school environment and student learning. Teacher participates in grade level/department meetings and
school projects and works as a team player. (Ex: Teacher participates in WASC self-study, serves on school

committees, participates in school events, etc.)

ELEMENT 40: DEMONSTRATING GRIT: Teacher demonstrates grit in his/her teaching and models it
for students. Teacher works diligently toward challenging long-term goals, sustaining commitment when

confronted with setbacks and adversity. Teacher has a growth mindset and actively promotes positive,




Exceeds:

problem-solving attitude and a purposeful, enjoyable learning and working environment.

Teacher uses peer observation opportunities to view other teachers’ teaching styles in order to reflect
critically on his/her own teaching. For reflection purposes, teacher may also use tools such as journal
writing, self-reporting, making recordings of lessons, etc. (Ex: Teacher keeps a journal to record significant

learning experiences and possible lesson improvements.)

Teacher establishes professional learning goals and makes progress to improve his/her practice by routinely
engaging in professional development and communication and inquiry with colleagues. Teacher actively
seeks feedback from other professionals. Teacher has a habit of reading current educational journals and/or

other professional literature to improve learning and practice.

Teacher participates in PLCs, and finds ways to contribute to students, parents/guardians, colleagues,
community, self, and the profession. Teacher takes leadership roles in teams and understands how to involve
and communicate effectively and appropriately with other adults, including peers, parents/guardians, and
members of the larger school community and local community to support teacher and student learning.

Teacher contributes to community and education projects.

Teacher puts students’ best interests first in all considerations of his/her practice and solves problems with

students’ needs as a priority.




Standard 1. Teacher establishes classroom rules,
practices, and procedures that support a positive,

productive learning environment.

Standard 2. Teacher creates learning environments that
promote student learning, reflect diversity, and encourage
constructive and productive interactions among students.

BUILDING A CARING COMMUNITY OF LEARNERS

MPS CLASSROOM OBSERVATION FORM

Teacher: School:

Subject: Grade/Class Size: ____
Topic/Activity:

Date/Time: Observer:

Feedback on Strengths: 1)

2)

1 | CLASSROOM NORMS 5
O a

5 | TEACHER WITHITNESS & RESPONSIVENESS 6 | CULTURALLY RESPONSIVE TEACHING (CRT)
(] O

3 MAXIMIZING LEARNING TIME 7 HIGH EXPECTATIONS & STUDENT MOTIVATION
O O

4 | CLASSROOM ENVIRONMENT & ACCESS TO RESOURCES 8 | SOCIAL-EMOTIONAL SUPPORT & RECOGNITION
O O

Standard 3. Teacher understands and organizes subject

matter for student learning.

Standard 4. Teacher plans instruction and designs learning
experiences for all students.

3)

Leverage Question:

9 KNOWLEDGE OF SUBJECT MATTER & PEDAGOGY 13 LEARNING OBJECTIVES
10 DESIGNING CURRICULUM 14 MODELS OF INSTRUCTION .

Reflection: 1) What worked best about the
O O lesson and why?
11 CURRICULAR FOCUS 15 PREPARING & ORGANIZING LEARNING ACTIVITIES

2) What could have been done differently and
12 | COHERENCY & CONNECTIONS 16 | USING KNOWLEDGE OF STUDENTS & DATA IN PLANNING why?

LESSON SIGNIFICANCE & CONNECTIONS

17 ARTICULATION OF LEARNING OBJECTIVES 19
18 | HOOK & ACTIVATING PRIOR KNOWLEDGE (APK) 20 REFERRING TO LEARNING OBJECTIVES

3) What are some targets for improvement?




Standard 6. Teacher implements effective teaching
strategies that engage students in learning.

21 | EXECUTION OF LESSON CYCLE & PACING

Standard 7. Teacher uses formative and summative
assessment strategies to monitor student progress and to

adjust instruction in order to maximize student achievement.

MPS CLASSROOM OBSERVATION FORM

Teacher: School:

Subject: Grade/Class Size: .
Topic/Activity:

Date/Time: Observer:

Feedback on Strengths: 1)

2)

25 CHECKING FOR UNDERSTANDING & QUESTIONING
a a
22 | CONCEPT LEARNING & MODELING 26 RUBRIC & FEEDBACK
a a
23 | SCAFFOLDING & CONNECTING 27 | SUMMATIVE ASSESSMENTS
a a
24 | INSTRUCTIONAL CLARITY & MEANINGFUL ENCODING 28 | MONITORING & COMMUNICATING STUDENT GROWTH
a a

Standard 8. Teacher differentiates instruction to meet

the needs of diverse learners.

Standard 9. Teacher helps students become strategic
learners and develop higher order thinking skills.

3)

Leverage Question:

Reflection: 1) What worked best about the
lesson and why?

29 | ASSESSING FOR DIFFERENTIATION 33 HIGHER-ORDER QUESTIONING & ADDRESSING MISCONCEPTIONS
30 | DIFFERENTIATION STRATEGIES 34 STUDY STRATEGIES & USING EVIDENCE FROM TEXTS
TECHNOLOGY & RESOURCES COOPERATIVE LEARNING & USE OF ACADEMIC LANGUAGE
31 35
PERSONALIZED SUPPORT INTELLECTUAL CURIOSITY & CREATIVITY
32 3

Standard 10. Teacher engages in professional growth.

2) What could have been done differently and
why?

3) What are some targets for improvement?

REFLECTING ON TEACHING PRACTICE COLLABORATING WITH PROFESSIONAL COMMUNITY
37 39

EN ING IN PROFESSIONAL L IN DEMONSTRATING GRIT
38 GAGING OFESSIONAL LEARNING 40 ONSTRATING G|




MPS TEACHER SELF-ASSESSMENT FORM

Teacher Information:

Name: School:

Present School Assignment: Years at School:

Use this form for personal reflection about your professional practice to identify your strengths and areas for
improvement or refinement. Evidence your strengths and highlight key areas for improvement or refinement based on
your reflection of data gathered from artifacts and other sources. Indicate data source and identified data patterns or
trends corresponding to your strengths and areas for improvement or refinement. This process will later help you
identify data-driven, targeted professional growth goals. This tool should be used at the beginning of the year, mid-

year, and toward the end of the school year.



Standard 1. Teacher establishes classroom rules, practices, and procedures that support a positive,

productive learning environment.

Strengths and Evidence:

ELEMENT 1: CLASSROOM NORMS

Areas for Improvement or Refinement:

Strengths and Evidence:

ELEMENT 2: TEACHER WITHITNESS & RESPONSIVENESS

Areas for Improvement or Refinement:




ELEMENT 3: MAXIMIZING LEARNING TIME

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 4: CLASSROOM ENVIRONMENT & ACCESS TO RESOURCES

Strengths and Evidence:

Areas for Improvement or Refinement:




Standard 2. Teacher creates learning environments that promote student learning, reflect

diversity, and encourage constructive and productive interactions among students.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 5: BUILDING A CARING COMMUNITY OF LEARNERS

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 6: CULTURALLY RESPONSIVE TEACHING (CRT)




ELEMENT 7: HIGH EXPECTATIONS & STUDENT MOTIVATION

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 8: SOCIAL-EMOTIONAL SUPPORT & RECOGNITION

Strengths and Evidence:

Areas for Improvement or Refinement:




DOMAIN 2: PLANNING & PREPARATION

Teacher makes decisions about planning that demonstrate a deep understanding of grade level

content knowledge, pedagogy, and curriculum implementation by appropriately planning for what

students are expected to know, understand, and be able to do.

Standard 3. Teacher understands and organizes subject matter for student learning.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 9: KNOWLEDGE OF SUBJECT MATTER &

PEDAGOGY

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 10: DESIGNING CURRICULUM




ELEMENT 11: CURRICULAR FOCUS

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 12: COHERENCY & CONNECTIONS

Strengths and Evidence:

Areas for Improvement or Refinement:




Standard 4. Teacher plans instruction and designs learning experiences for all students.

Strengths and Evidence:

ELEMENT 13: LEARNING OBJECTIVES

Areas for Improvement or Refinement:

Strengths and Evidence:

ELEMENT 14: MODELS OF INSTRUCTION

Areas for Improvement or Refinement:




Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 16: USING KNOWLEDGE OF STUDENTS & DATA IN PLANNING | ELEMENT 15: PREPARING & ORGANIZING LEARNING ACTIVITIES

Strengths and Evidence:

Areas for Improvement or Refinement:




Standard 5. Teacher sets the stage and effectively communicates learning expectations.

Strengths and Evidence: Areas for Improvement or Refinement:
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Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 18: HOOK & ACTIVATING PRIOR KNOWLEDGE (APK)




ELEMENT 19: LESSON SIGNIFICANCE & CONNECTIONS

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 20: REFERRING TO LEARNING OBJECTIVES

Strengths and Evidence:

Areas for Improvement or Refinement:




Standard 6. Teacher implements effective teaching strategies that engage students in learning.

Strengths and Evidence:

ELEMENT 21: EXECUTION OF LESSON CYCLE & PACING

Areas for Improvement or Refinement:

Strengths and Evidence:

ELEMENT 22: CONCEPT LEARNING & MODELING

Areas for Improvement or Refinement:




ELEMENT 23: SCAFFOLDING & CONNECTING

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 24: INSTRUCTIONAL CLARITY & MEANINGFUL ENCODING

Strengths and Evidence:

Areas for Improvement or Refinement:




Standard 7. Teacher uses formative and summative assessment strategies to monitor student

progress and to adjust instruction in order to maximize student achievement.

Strengths and Evidence:

ELEMENT 25: CHECKING FOR UNDERSTANDING &

QUESTIONING

Areas for Improvement or Refinement:

Strengths and Evidence:

ELEMENT 26: RUBRIC & FEEDBACK

Areas for Improvement or Refinement:




ELEMENT 27: SUMMATIVE ASSESSMENTS

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 28: MONITORING & COMMUNICATING STUDENT GROWTH

Strengths and Evidence:

Areas for Improvement or Refinement:




Standard 8. Teacher differentiates instruction to meet the needs of diverse learners.

Strengths and Evidence: Areas for Improvement or Refinement:
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Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 30: DIFFERENTIATION STRATEGIES




ELEMENT 31: TECHNOLOGY & RESOURCES

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 32: PERSONALIZED SUPPORT

Strengths and Evidence:

Areas for Improvement or Refinement:




Standard 9. Teacher helps students become strategic learners and develop higher order thinking
skills.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 33: HIGHER-ORDER QUESTIONING &

ADDRESSING MISCONCEPTIONS

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 34: STUDY STRATEGIES & USING EVIDENCE FROM TEXTS




ELEMENT 35: COOPERATIVE LEARNING & USE OF ACADEMIC

LANGUAGE

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT 36: INTELLECTUAL CURIOSITY & CREATIVITY

Strengths and Evidence:

Areas for Improvement or Refinement:




DOMAIN 4: PROFESSIONAL GROWTH

Teacher demonstrates habits and skills of continuous inquiry and learning and works

collaboratively to improve professional practice and student learning.

Standard 10. Teacher engages in professional growth.

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 37: REFLECTING ON TEACHING PRACTICE

Strengths and Evidence: Areas for Improvement or Refinement:

ELEMENT 38: ENGAGING IN PROFESSIONAL LEARNING




ELEMENT 39: COLLABORATING WITH PROFESSIONAL

COMMUNITY

Strengths and Evidence:

Areas for Improvement or Refinement:

ELEMENT g40: DEMONSTRATING GRIT

Strengths and Evidence:

Areas for Improvement or Refinement:




MPS TEACHER GOAL SETTING & PROGRESS MONITORING FORM

Teacher Information:

Name: School:

Present School Assignment: Years at School:

Use this form for setting professional growth goals and documenting progress toward accomplishment of the goals.
This tool should be used at the beginning of the year (e.g., during September), mid-year (e.g., during December), and
toward the end of the school year (e.g., March through May).

Beginning of the year:

The teacher will use this form for goal-setting following the self-assessment process. Based on his/her areas for
improvement or refinement and data gathered from artifacts and other sources, the teacher will set one or two goals
for the school year. For the goal setting meeting at the beginning of the school year, MPS recommends that the
teacher sets goal(s) that focus on one (or two) of the standards from Standards 1-7. It is not required, but goal(s) can
be linked to an organizational goal, e.g., a goal in LCAP, SIP, WASC or other organizational plan. The goals, as well as
activities to accomplish the goals, outcomes and timeline, will be reviewed by the evaluator prior to the beginning

work on the goals. The evaluator may suggest additional goals as appropriate.

Mid-year:

The teacher will meet with the evaluator mid-year to discuss progress toward achieving their annual goals, and if
necessary, adjustments to action plans in order to achieve goals by the end of the school year. The evaluator will
determine whether the teacher is making acceptable progress toward goal attainment. Besides monitoring progress
on the goal(s) set at the beginning of the school year that focused on one or two of the standards from Standards 1-7,

the teacher will now set one or two goals that focus on one (or two) of the standards from Standards 8-10.

Toward end-of-year:

The meeting toward the end of the school year will focus on goal attainment and completing the evaluation process.

In addition, the teacher and the evaluator will discuss possible new goals for the next school year.

Legend:
=  N: Not progressing or level of progress is not acceptable
= P: Progress is at acceptable level

»  A: Goal is accomplished.



1+ 2 3 4 5 6 7 8 |9

Goal: Outcomes (Measurement):

Linked to: [] LCAP []SIP [[] WASC [] Other plan

Key Activities/Strategies: Timeline for measuring goal outcomes:

Progress: Revised Action Plan: (if applicable)

Mid-year comments by evaluator: [ ]N [P []A| Year-end comments by evaluator: [|N [JP [JA

Teacher’s Signature: Date:

Evaluator’s Signature: Date:




MPS TEACHER PLANNING & PREPARATION EVIDENCE FORM

Teacher Information:

Name: School:

Present School Assignment: Years at School:

The purpose of this form is to guide pre-observation conference and to allow the observer to gather evidence before a

formal observation.

Pre-observation conference:

The teacher will provide the evaluators with his/her planning and preparation evidence to demonstrate teacher’s
effectiveness in organizing subject matter, planning instruction, and designing learning experiences for all students.
Evidence includes teacher’s responses to the questions on this form, which could be in the form of a presentation, unit
plan(s), an exemplary lesson plan which may be picked for a formal observation, and other relevant information

gathered from artifacts and other sources.

Focus for the unit plan(s) and the lesson plan are Standard 3 and Standard 4, respectively. Since formal observations
focus on Standards 5-9, using the exemplary lesson as a model, the teacher will also explain how they would meet

those standards if the lesson were actually observed.

Formal observation:

Formal observation will focus on observing implementation of standards and collecting evidence. The focus of the
formal observation is Domain 3: Standards 5-9. Emphasis will be placed on Standards 5, 6, and 7 in November and on
Standards 8 and 9 in February. Evidence of what teachers and students are doing/saying will be collected, free of

opinion and bias. Evaluators will enter their notes in the “Classroom Observation Form.”



Standard 3. Teacher understands and organizes subject matter for student learning.

Sample Questions: How does the attached unit plan demonstrate backward design? What is the curricular focus of

the unit? How is the unit linked to the curriculum? How does the planned summative assessment guide instruction

throughout the unit?

Teacher Response/Evidence: Teacher’s self-rating: [ ] 4 3 02 O

Standard 4. Teacher plans instruction and designs learning experiences for all students.

Sample Questions: What are the learning objective(s) for the attached lesson plan? Did you choose a particular

model of instruction? How are the learning activities congruent with the learning objective(s)? What information

about your students did you use to inform your planning?

Teacher Response/Evidence: Teacher’s self-rating: [ ] 4 13 2 11




Standard 5. Teacher sets the stage and effectively communicates learning expectations.

Sample Questions: How will you articulate the learning objective(s)? How will you hook your students into the

lesson? How will you communicate significance of the lesson? How will you make sure students understand the

objectives?

Teacher Response/Evidence:

Standard 6. Teacher implements effective teaching strategies that engage students in learning.

Sample Questions: How will you pace the lesson and ensure student engagement? What strategies will you use to
help students construct their understanding of the lesson? How will you ensure students’ learning experiences are

cognitively engaging? What strategies will you use for meaningful learning and long-term memory encoding?

Teacher Response/Evidence:




Standard 7. Teacher uses formative and summative assessment strategies to monitor student

progress and to adjust instruction in order to maximize student achievement.

Sample Questions: How will you check for understanding during the lesson? How will you adjust your instruction
to address the needs of students who are having difficulty understanding the lesson? How will student learning be

assessed? What will you do with the assessment results?

Teacher Response/Evidence:

Standard 8. Teacher differentiates instruction to meet the needs of diverse learners.

Sample Questions: How will you assess for differentiation? How will you differentiate classroom elements to

address the learning needs of all students? How will you use technology and other resources to engage and
enhance learning and to differentiate instruction? How will you address the needs of English learners and students

with special needs?

Teacher Response/Evidence:




Standard 9. Teacher helps students become strategic learners and develop higher order thinking
skills.

Sample Questions: What are some higher-order questions you plan to ask your students? What misconceptions

may students have related to the lesson and how will you address them? What study strategies will the students use
to increase their understanding? How will you provide your students with cooperative learning experiences? How
will you promote students’ correct use of academic vocabulary and language? What tasks, activities, or strategies
will students engage in that address different types of critical thinking relevant to the learning objectives and
content? Do you plan for open-ended real-world questions? How will you require students to make complex

choices and synthesize knowledge?

Teacher Response/Evidence:




MPS TEACHER POST-OBSERVATION REFLECTION FORM

Teacher Information:

Name: School:

Present School Assignment: Years at School:

The purpose of this form is to guide the post-observation conference. It facilitates teacher reflection of the observed
lesson and self-rating on the standards, considering the observed lesson, teacher’s prior self-assessment(s), and other
relevant evidence. It also allows the observer to gather more evidence about the observed lesson and the teacher’s

reflection.

Post-observation conference:

The teacher and the evaluators will reflect on the observed lesson in a highly collaborative way. The teacher will
provide the evaluators with his/her reflection of the observed lesson and evidence to demonstrate his/her
effectiveness in meeting the standards, considering the observed lesson, teacher’s prior self-assessment(s), and other

relevant evidence.

The evaluators may share teacher’s ratings on the standards based on the observed lesson and evidence collected
throughout the school year. However, if additional time is needed for evidence collection in order to determine more
accurate ratings, the evaluators may share their ratings at a later time. Meeting will end with suggestions for

improving practice and a professional learning focus.

Standard 5. Teacher sets the stage and effectively communicates learning expectations.

Sample Questions: How did you articulate the learning objective(s)? How did you hook your students into the

lesson? How did you communicate significance of the lesson? How did you make sure student understand

understanding of the objectives?

Teacher Response/Evidence: Teacher’s self-rating: [ ] 4 13 2 11




Standard 6. Teacher implements effective teaching strategies that engage students in learning.

Sample Questions: How did you pace the lesson and ensure student engagement? What strategies did you use to

help students construct their understanding of the lesson? To what extent were students cognitively engaged?

What strategies did you use for meaningful learning and long-term memory encoding?

Teacher Response/Evidence: Teacher’s self-rating: [ ] 4 s 2 1

Standard 7. Teacher uses formative and summative assessment strategies to monitor student

progress and to adjust instruction in order to maximize student achievement.

Sample Questions: How did you check for understanding during the lesson? Did you adjust your instruction to
address the needs of students who were having difficulty understanding the lesson? Was student learning

assessed? If not, how will it be assessed? What did/will you do with the assessment results?

Teacher Response/Evidence: Teacher’s self-rating: [ ] 4 3 2 1




Standard 8. Teacher differentiates instruction to meet the needs of diverse learners.

Sample Questions: How did you assess for differentiation? How did you differentiate classroom elements to

address the learning needs of all students? How did you use technology and other resources to engage and enhance
learning and to differentiate instruction? How did you address the needs of English learners and students with

special needs?

Teacher Response/Evidence: Teacher’s self-rating: [ ] 4 3 2 1

Standard 9. Teacher helps students become strategic learners and develop higher order thinking
skills.

Sample Questions: What were some higher-order questions that you asked your students? What misconceptions

did students have related to the lesson and how did you address them? What study strategies did the students use
to increase their understanding? How did you provide your students with cooperative learning experiences? How
did you promote students’ correct use of academic vocabulary and language? What tasks, activities, or strategies
did students engage in that address different types of critical thinking relevant to the learning objectives and
content? Did you use open-ended real-world questions? How did you require students to make complex choices

and synthesize knowledge?

Teacher Response/Evidence: Teacher’s self-rating: [ | 4 s Oe O




Reflection:

If you had the opportunity to teach this lesson again to the same group of students, what would you do differently?

Reflection:

From teaching this lesson, I have learned/decided/gained insight about...




MPS TEACHER SUMMATIVE ASSESSMENT FORM

Teacher Information:

Name: School:

Present School Assignment: Years at School:

The evaluator will use this form as a summative assessment of the teacher’s performance on each standard in the MPS
Framework for Teaching. Observations, formal discussions of performance, and other relevant evidence has been

considered in determining the ratings for the teacher.

Standard 1. Teacher establishes classroom rules, practices, and procedures that support a positive,

productive learning environment.

Rating:[14 [3 [O2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Standard 2. Teacher creates learning environments that promote student learning, reflect

diversity, and encourage constructive and productive interactions among students.

Rating: [ 14 O3 O 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:




DOMAIN 2: PLANNING & PREPARATION

Teacher makes decisions about planning that demonstrate a deep understanding of grade level

content knowledge, pedagogy, and curriculum implementation by appropriately planning for what

students are expected to know, understand, and be able to do.

Standard 3. Teacher understands and organizes subject matter for student learning.

Rating:[14 [3 [O2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Standard 4. Teacher plans instruction and designs learning experiences for all students.

Rating: []4 13 2 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

DOMAIN 3: INSTRUCTION & ASSESSMENT

Teacher consistently uses research-based practices in the classroom, challenging all learners to

achieve high levels of learning.

Standard 5. Teacher sets the stage and effectively communicates learning expectations.

Rating: []4 13 2 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:




Standard 6. Teacher implements effective teaching strategies that engage students in learning.

Rating:[14 [O3 [O2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Standard 7. Teacher uses formative and summative assessment strategies to monitor student

progress and to adjust instruction in order to maximize student achievement.

Rating: [ 14 O3 O 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Standard 8. Teacher differentiates instruction to meet the needs of diverse learners.

Rating:[14 [3 [O=2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Standard 9. Teacher helps students become strategic learners and develop higher order thinking




skills.

Rating:[14 [O3 [O2 [O1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Standard 10. Teacher engages in professional growth.

Rating: [ 14 O3 O 1

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Note: The teacher’s signature on this form represents neither acceptance nor approval of the evaluation. It does,
however, indicate that the teacher has reviewed the evaluation with the evaluator and may reply in writing. The
signature of the evaluator verifies that the evaluation has been reviewed and the proper process has been followed

according to the MPS Teacher Evaluation Protocol.

Teacher’s Signature: Date:

Evaluator’s Signature: Date:




MPS TEACHER PROFESSIONAL QUALITIES, DISPOSITIONS, AND
RESPONSIBILITIES FORM

Teacher Information:

Name: School:

Present School Assignment: Years at School:

MPS will use teachers’ professional qualities, dispositions, and taking responsibilities seriously as one of the measures
in their evaluation. MPS wants to ensure that each teacher respects commitments and agreements as well as assumes
responsibility and accountability for actions, striving for excellence, ensuring effectiveness. Therefore, each teacher
needs to have an understanding of and fulfill his/her fundamental professional responsibilities as an educator and as
a member of a well-established profession as well as assume his/her accountability to students, families, colleagues,

and school.

The evaluator will use this form as a summative assessment of the teacher’s professional qualities, dispositions, and
performance on responsibilities. Observations, formal discussions of performance, and other relevant evidence has

been considered in determining the ratings for the teacher.



= Teacher demonstrates professional responsibility for all aspects of student learning and classroom
management, including responsibility for the learning outcomes of all students, along with appropriate
concerns and policies regarding the privacy, health, and safety of students and families. Teacher conducts
herself/himself with integrity and models ethical conduct.

= Teacher understands and enacts professional roles and responsibilities as mandated reporters and complies
with all laws concerning professional responsibilities, professional conduct, and moral fitness, including the

responsible use of social media and other digital platforms and tools.

Rating: (]2 [J1 o

Evaluator Comments / Recommended Actions for Improvement or Refinement:

=  Teacher handles responsibilities and tasks promptly and efficiently. He/she plans and gets organized for
upcoming duties; completes tasks, reports, and analyses in a timely fashion. He/she schedules time efficiently

and completes an appropriate amount of work in the allotted time.

= Teacher is consistently punctual for work and work-related activities. He/she consistently produces high-
quality work and demonstrates reliable consistency in the performance of assigned duties. He/she shows
commitment to quality and excellence and pays close attention to detail. He/she does not allow personal

problems to effect work efficiency in a negative way.

Rating: (]2 [J1 o

Evaluator Comments / Recommended Actions for Improvement or Refinement:




» Teacher demonstrates effective verbal and written communication skills as well as excellent listening skills.
He/she is sensitive to time-constraints of others; responds to requests (calls, emails, etc., from parents, office,
administration, etc.) in a professional and timely manner; and makes herself/himself available for meetings
and help.

»  Teacher communicates concerns and issues to the party involved in a timely and respectful fashion. He/she is
excellent at keeping others informed; he/she makes sure to provide relevant information to the appropriate
people in a timely fashion. While communicating, he/she respects and maintains the confidentiality of all

individuals within the organization.

Rating: (]2 [J1 o

Evaluator Comments / Recommended Actions for Improvement or Refinement:

= Teacher consistently models high standards of honesty, integrity, trust and respect for the individual. He/she
exhibits positive dispositions of caring, support, acceptance, and fairness toward all students and families, as
well as toward her/his colleagues. He/she finds ways to be helpful and cooperative. He/she maintains positive
relationships and works collaboratively with colleagues, students, families, and community members to
support the success of the organization.

= Teacher eagerly accepts accountability for both negative and positive outcomes of her/his own actions. He/she
solicits feedback and constructive criticism from others and responds positively to criticism and feedback.

Teacher is flexible and adaptable to the school’s needs.

Rating: ]2 [J1 o

Evaluator Comments / Recommended Actions for Improvement or Refinement:




» Teacher adheres to board policies, school procedures, and contractual obligations. He/she complies with the
employee handbook and all applicable rules and regulations. Teacher takes student attendance timely,
develops and maintains accurate student records, uses computer applications/school information system
effectively, and carries out all instructional and non-instructional duties as assigned and/or as need is
perceived.

= Teacher approaches her/his work with energy and enthusiasm and is willing to take on additional work.

Rating: (]2 [J1 o

Evaluator Comments / Recommended Actions for Improvement or Refinement:

Additional Evaluator Comments:

Note: The teacher’s signature on this form represents neither acceptance nor approval of the evaluation. It does,
however, indicate that the teacher has reviewed the evaluation with the evaluator and may reply in writing. The
signature of the evaluator verifies that the evaluation has been reviewed and the proper process has been followed

according to the MPS Teacher Evaluation Protocol.

Teacher’s Signature: Date:

Evaluator’s Signature: Date:




MPS TEACHER EVALUATION SUMMARY PAGE

Teacher Information:

Name: School:
Present School Assignment: Years at School:
Ratings on Standards in the MPS Framework Ratings on Teacher Professional Qualities,
for Teaching Dispositions, and Responsibilities
1: Below Standard, 2: Approaches Standard, 0: Not yet within expectations, 1: Partially or minimally
3: Meets Standard, 4: Exceeds Standard meets expectations, 2: Fully meets or exceeds expectations
Standard Rating: (1-4) Area Rating: (0-2)
Standard 1 Professional, Legal, &
Ethical Responsibilities
Standard 2 P
Standard 3 Work Ethics &
Efficienc
Standard 4 y
Standard 5 Communication &
Coordination
Standard 6
Standard 7 Collegiality &
Professionalism
Standard 8
Standard 9 Other Professional
Responsibilities
Standard 10 p
(A) Total: (B) Total:
Student and Parent Voices (Rating: 0-5 each) Student Performance (Rating: 0-20)
. Until a definite Student Performance metric is identified
Student Voices . .
and agreed upon, MPS will exclude it from the end-of-year
Parent Voices overall rating. Once a metric is fully developed, MPS
intends to base 20 percent of end-of-year overall teacher
(C) Total: evaluation on Student Performance.
Teacher’s Overall Performance (Out of 100%) Teacher’s Overall Evaluation Rating (1-4)
(2xA)+B+C= [0 | Highly Effective (HE) 85% - 100%
[0 | Effective (E) 65% - 84%
[0 | Developing (D) 50% - 64%
[0 | Ineffective (I) Less than 50%
Teacher’s Signature: Evaluator’s Signature:
Date: Date:

Note: The teacher’s signature on this form represents neither acceptance nor approval of the evaluation. It does, however, indicate
that the teacher has reviewed the evaluation with the evaluator and may reply in writing. The signature of the evaluator verifies that
the evaluation has been reviewed and the proper process has been followed according to the MPS Teacher Evaluation Protocol.



MAGNOLIA

PUBLIC SCHOOLS

Board Agenda Item # Agenda # III A

Date: January 18, 2017

To: MPS Personnel Committee

From: Caprice Young, Ed.D., CEO & Superintendent
Staff Lead: Terri Boatman, Chief Human Resources Officer
RE: Salary Advance Policy

Proposed Board Recommendation

I move that the Personnel Committee recommend approval of the Salary Advance Policy for
Magnolia Public Schools.

Background

It is the policy of the Magnolia Public Schools (“MPS”) to discourage salary and wage payments
at times other than normal payroll check release dates. Understanding that there may be
emergency circumstances or vital life challenges that would justify a salary advance, this policy
defines under what limited circumstances a salary advance may be made. This policy only
applies to requests for salary advances received in writing directly from the employee. It does not
apply to “Special Check” requests submitted on behalf of the employee by their personnel officer
to address payroll errors or omissions that need to be corrected. Additionally, approval of salary
advances are subject to the availability of funds and the ultimate sole and unreviewable
discretion of MPS.

For purposes of this policy, an emergency is considered to be an event or circumstance that is
unforeseen, and which could not be reasonably anticipated by the employee requesting the salary
advance. Emergency needs are limited primarily to expenses associated with the death of an
immediate family member, extraordinary medical costs that are not covered by insurance, or an
event that would have irreparable adverse impact on the employee if no advance was approved.
For example, a request for an advance to cover living expenses if the employee suffered a house

fire or flood would qualify as an emergency. However, a request for an advance to pay one’s

\
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monthly rent, to pay for upcoming vacation expenses, or moving expenses would not qualify as

an emergency.

For purposes of this policy, vital life challenges may include, but are not limited to unusual
family health or education issues, visa or permanent residency related expenses, car or home

repair emergencies, or other similar vital life challenges.

This policy was written on behalf of our attorneys, YMC, according to industry standards.

Budget Implications

There is a potential budget impact if the employee fails to repay the loan prior to resigning from
Magnolia, however, every employee must sign a repayment agreement and repayment must be

made within 12 months or fewer.

How Does This Action Relate/Affect/Benefit All MSAs?

This policy provides benefit to all MSA employee’s as it provides support during emergency
situations.

Name of Staff Originator:

Terri Boatman, Chief Human Resources Officer

Attachments

Salary Advance Policy



EMPLOYEE REQUEST FOR SALARY ADVANCE
EFFECTIVE DATE: January 19, 2017
APPLICABLE TO: Full-Time Employees
ISSUED BY: Human Resources (HR) of MPS
APPROVED BY: Dr. Caprice Young, CEO & Superintendent of MPS
Board Approved: January 19, 2017
l. PURPOSE AND POLICY STATEMENT

It is the policy of the Magnolia Public Schools (“MPS”) to discourage salary and wage payments at times
other than normal payroll check release dates. Understanding that there may be emergency
circumstances or vital life challenges that would justify a salary advance, this policy defines under what
limited circumstances a salary advance may be made. This policy only applies to requests for salary
advances received in writing directly from the employee. It does not apply to “Special Check” requests
submitted on behalf of the employee by their personnel officer to address payroll errors or omissions
that need to be corrected. Additionally, approval of salary advances are subject to the availability of
funds and the ultimate sole and unreviewable discretion of MPS.

. DEFINITION OF EMERGENCY and VITAL LIFE CHALLENGES

A written request for a salary advance shall only be approved for an eligible employee for an emergency
or vital life challenge which would cause severe financial hardship to the employee.

For purposes of this policy, an emergency is considered to be an event or circumstance that is
unforeseen, and which could not be reasonably anticipated by the employee requesting the salary
advance. Emergency needs are limited primarily to expenses associated with the death of an immediate
family member, extraordinary medical costs that are not covered by insurance, or an event that would
have irreparable adverse impact on the employee if no advance was approved. For example, a request
for an advance to cover living expenses if the employee suffered a house fire or flood would qualify as
an emergency. However, a request for an advance to pay one’s monthly rent, to pay for upcoming
vacation expenses, or moving expenses would not qualify as an emergency.

For purposes of this policy, vital life challenges may include, but are not limited to unusual family health
or education issues, visa or permanent residency related expenses, car or home repair emergencies, or
other similar vital life challenges.

[l. PROCEDURES

General Guidelines

An employee may request a salary advance in writing only for the unpaid time earned at the time of the
request .

e The employee’s request may not be for an amount that would exceed 10% of his/her annual
salary due to the employee at the time the salary advance is requested.



By submitting the Request for Salary Advance, the employee authorizes HR to deduct the
amount of the advance in full from the employee’s next regularly pay check or in equal
payments deducted from the employee’s following or remaining pay checks, as signed and
approved by the employee and his/her supervisor.

A Request for Salary Advance Form must have the approval of the employee’s direct supervisor
prior to submittal HR who will submit to the CEO final review and approval.

If a request for salary advance is approved by CEO, it will then be forwarded to the Payroll
Department to process the payment. If the approved, the payroll department shall attempt to
generate the check or direct deposit within two (2) business days of receipt of the request.
Salary advances will be in the form of a check or a direct deposit, based on the request of the
employee.

Advance payments must be paid back within 12 months or less from the time they were given to
the employee. If an employee fails to fully reimburse the funds prior to separating from
employment, the employee agrees, as a condition of receiving the advance, that he/she shall
enter into a separate written repayment plan with MPS.

In the unlikely circumstance of an employee’s death. MPS will exhaust all measures to recover
the repayment from the estate.

The purpose of the Request for Salary Advance Form is to ensure that an advance is properly requested

and reviewed, as well as to ensure the advance is repaid in full within the same school year.

A. Employee Responsibilities

1.

The employee must make a written request for advance only when it is necessary to alleviate an
unforeseeable emergency or a vital life challenge as outlined above.

The employee must submit a completed, signed Request for Salary Advance Form to his or her
direct supervisor. A signed copy of the employee’s current time report and any other
documentation supporting the reason why an advance is needed must be attached to the
request.

B. Employing School/Department Responsibilities — Direct Supervisor (Principal or related C-Team
Member)

1.

The employee’s supervisor should immediately review and make an initial determination as to
the validity and need for the request. Supervisors must reject any claims which do not meet the
definition of emergency or vital life challenge as outlined above.

The supervisor must sign and date the request.

If the request is approved by the supervisor, he or she must immediately forward it to HR for
further consideration.

If the request is denied by the supervisor, he or she should immediately return it to the
employee, indicating the reason for denial.

C. Employing Agency/Department Responsibilities - HR/CEO

1.

HR should immediately review an employee’s Request for Salary Advance and all attachments
for accuracy and completeness.



2. HR will route the request to the CEO to make a determination as to the validity and need for the
request. HR must reject any claims which do not meet the definition of emergency or vital life
expenses, prior to forwarding to CEO

3. The HR must sign and date the request.

4. |If the request is approved by the HR, he or she should immediately forward the request to the
Payroll Department, with any supporting documentation attached.

5. If the request is denied by HR, he or she should immediately return it to the employee,
indicating the reason for denial.

D. Department of Human Resources Responsibilities — Payroll Department

1. The Payroll Department will contact HR to inform him or her of the outcome of the request.

2. If the request is approved, the Payroll Department should immediately start the payment
process and generate the check or make the direct deposit within two (2) business days, when
possible, upon receipt of the completed and approved request. The check will be mailed to the

employee at the address indicated on the form or will be directly deposited to
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