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One Vision. One Durham.

Durham Public Schools Board of Education Retreat
September 24, 2013
8:30 AM - 4:00 PM

The Friday Center at UNC

Desired Qutcomes:

To enhance operational effectiveness through dialogue and communication
To enhance understanding of district operations
To obtai jor district initi

Call to Order
Moment of Silence

2 | Agenda Review and Heidi Carter, Board Chair 9:00 AM
Approval

3 | Made In Durham Update | |nformation | Mr. David Dodson 9:15 AM

4 | New State Standards Information | Superintendent Becoats 10:00 AM
Update

5 | Superintendent’s Discussion | Superintendent Becoats 10:15 AM
Evaluation Follow-up Dr. Tina Hester
360° Evaiuation Update

6 » Lessons Learned Information | Dr. Terri Mozingo 11:00 AM

o Distribution 2014 Brent Cooper

7 |LUNCH 12:00 PM
Strategic Plan 2.0 - _ .

8 « Development and Discussion | Superintendent Becoats 1:00 PM

implementation

9 | Suspension/Discipline Discussion | Dr. Debbie Pitman 1:30 PM
Community Conversation Ms. Chrissy Pearson

10 |BREAK 2:15 PM

" malijeuﬁ;me;?:&?;ts chools Discussion | Board Discussion 2:30 PM

12 | Adjournment Heidi Carter, Board Chair 4:00 PM




Made In Durham
Update
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Synopsis

Building an Education-to-Career System
October 2012



OMDI.?.

This report was written by Cay Stratton, senior fellow; Max Rose, program associate; Abby Parcell,
program managet; and Julie Mooney, project director. Al McManhill, consultant and former
executive director of School & Main Institute, provided expertise on policy and operational issues.
Three interns, Sarah Nolan, Peter Janulis, and Dermetrius Walton, provided valuable research and
insight. We are especially grateful to the MDC Panel on Disconnected Youth, introduced in the
preface, which provided wise guidance and constructive challenge throughout the research and
development of this report.



Preface

Late last year, David Dodson and the MDC Board of Directors invited us to join a panel on
Disconnected Youth in Durham. Since then, we have met regularly to help guide research,
challenge assumptions, and, we hope, enrich emerging recommendations with our experience and
expertise. We are a diverse group from business, academia, criminal justice, community and
economic development, and social enterprise. But we share a passionate commitment to Durham
and a conviction that every Durham youth and young adult is entitied to a first-rate education—an
education that prepares them for successful adulthood and the good jobs in our labor market.

We are struck by a Durham paradox. We have shed our image as a crime-ridden place of forgotten
tobacco jobs. Today we are a center of culture and creativity, of science and medicine, of new
businesses, social enterprise, and community action. We have, as the local campaign admonished
us to do, “found cur cool.”

Yet, some of the facts behind this image are deeply troubling. As our report makes clear, too many
of our youth and young adults are struggling to make it through education and into a rewarding
career, Too many are ending up as members of the working poor. Too many have disengaged
from school or disconnected from our economic and social networks altogether. Most disturbing,
the victims of Durham's opportunity gap are mostly young men and women of color. The situation
belies Durham’s recent designation as the nation’s most tolerant city.

Our report addresses both system and program improvements that are critical to serious and
sustained change over the next five years. We propose an education-to-career system that serves
all Durham youth and young adults—those on track, those who are behind, and those who are
disconnected —because, they are all entitled to the best education, training, and personal support
that we can provide. At the same time, given the deep concern we have for the most disconnected
youth, most of whom are African American and Latino, we believe strongly that the basic yardstick
of the system’s value must be that it works as well for the most disconnected young person as it
does for the most privilegsd.

The education and career system we envision cannot be achieved by one sector or institution
alone. Its success will depend on our public and elected officials, our business executives, our faith
and community leaders, and our program operators and grassroots activists working together with
determination, creativity, and courage. It will require strategic investments of resources—funds,
people, expertise—from the public, private, and philanthropic sectors. And it will require the active
leadership of our youth and young adults in shaping the programs and services that will, in tumn,
shape their own futures.

Throughout this initiative, we have sensed a strong appetite for change—a sense that this is a
special moment in time, and that Durham must act now before we place another generation of our
young people at risk. We hope you will join us in this important undertaking.

Elaine Bushfan, Judge, North Carolina Superior Court, District 145, Durham County

Arnold Dennis, Executive Director, Juvenile Justice Institute of North Carolina Central University
Martin Eakes, CEQ, Center for Community Self-Help

Michaef Goodman, Vice President for Real Estate, Capitol Broadcasting Company

Ivan Parra, Lead Organizer, Durham CAN (Congregations, Associations, Neighborhoods)






Synopsis

Durham is thriving. We have a strong employer base, we are not short of good jobs, and our
employment growth rate is projected to outstrip the state and the U.S. by 2021. Yet too few of our
young people are getting these good jobs, and too few have the academic and workplace skills to
compete with more qualified candidates from other cities and states. We may not be able to
change the market, but we can build a system that equips our youth and young adults with the
skills necessary for rewarding careers in the Triangle. We can build a “Made in Durham® pipeline of
education and training that assures our young peaple are as qualified as any newcomer.

We are far from that position today. Roughly 40 percent of Durham's youth and young adults are
not on-track to complets high school, achieve a postsecondary credential of some kind, and gain
employment by the time they are 25. A substantial number will struggle in the process and some
will not make it at all. There are now between 4,500 and 6,000 disconnected youth—enough to fill
four Durham high schools—who are either at significant risk of dropping out of high school or who
are not pursuing any education, training, or employment. All of them have talent and the aspiration
for a better life. Together, they represent a source of workforce skills, civic participation, and
taxpayer revenue that Durham can ill afford to waste.

In 2008, MDC explored this issue in a report for GlaxoSmithKline entitied Disconnected Youth in
the Research Triangle: An Ominous Problem Hidden in Plain Sight, While some significant steps
occurred following the release of that report, after almost five years we are still without a coherent
education-to-career system that gives all youth and young adults the skills and credentials they
need to succeed in the 21% century economy. In August 2011, following MDC's move to Durham,
our board of directors challenged us to examine what such a system should look like: its goals,
programs, structures, and priorities. This report, Made in Durham, is about the action that
Durham’s leaders— across all sectors—must take to achieve the vision that every young person in
Durham has the opportunity to achieve a postsecondary credential and begin a rewarding career
by the age of 25,

The central premise of our report is that all Durham’s youth and young adults are entitled to a first-
rate education and training system that prepares them for successful adulthood and the good jobs
in our labor market. Equally, we believe that the measure of this system’s value must be that it
works as well for the most disconnected young person as it does for the most privileged.

A Dual Customer System

There are two complementary goals of an education-to-career system: to prepare youth and
young adults for rewarding careers, and to meet employer demand for a skilled, productive
workforce. A high-performance system must be equally good at achieving both objectives and
meeting the needs of both customers.



YOUTH AND YOUNG ADULTS
Durham’s young people are a widely diverse group. They vary in age, ethnicity, culture, and family
status; in aptitude, aspiration, and motivation; in academic and vocational proficiency, Many face
barriers of language, poor housing, a criminal record, abusive relationships, or adolescent
parenthood. Too many face hardships related to poverty, race, and class. Some are emctionally
vulnerable, but most are surprisingly resilient with optimism about the future. To better understand
who should be served through an education-to-career strategy, we have used rough estimates to
segment young peocple into three broad, overlapping groups:
¢ The On-track (60%): High school students and those enrolfled in postsecondary
education or training who are close to their age group.
e The Behind (25%): Youth and young adults who are behind their age group in high
school and/or postsecondary education.
» The Disconnected (15%). Youth and young adults who are far from achieving a high
school diploma or work readiness and face serious barriers to further education and
employment.

Put another way, 40 percent of Durham’s youth and young adults are off track. The long term cost
to these young people is significant: high school dropouts make $14,000 less annually than those
who attended even one or two years of college and they experience nearly three times the poverty
rate. The cost to taxpayers is equally severe. According to one study, each disconnected youth
costs taxpayers $14,000 per year, or $250,000 over a lifetime. Much of that cost, including
policing and loss of property taxes, occurs at the local level. In other words, the disconnected
youth in Durham cost local, state, and federal taxpayers between $63 million and $84 million per
year. For every 500 youth that Durham reconnects, taxpayers will save $7 million annually.

Supporting Multiple Pathways

voighlZe ot Lie .



EMPLOYERS AND THE DURHAM LABOR MARKET

Durham employers are as diverse as our young people. They inciude major corporate
headquarters and small neighborhood businesses, large public and educational institutions, and
cultural and nonprofit organizations. They cover roughly 180,000 jobs—including over 50,000
migddie-skil/middle-pay positions —in science and technology, entertainment and the media,
management, manufacturing, and services. However, few young Durham residents are securing
these jobs because they don’t have the applicable credentials or work-readiness skills; because
they don't have access to the necessary transportation, career knowledge, or social networks.

Findings and Recommendations

The findings outlined in our report are based on research and interviews with more than 90 leading
experts and staff working on the frontlines of youth development. Here is a summary of our major
findings:

1.

There are no shared goals, common vision, and common measures that provide a strategic
framework and clear incentives for institutional collaboration on an education-to-career
system that meets the needs of young pecple.

No leadership group exists that has the power to shape such a vision, accelerate
institutional change, and coordinate the resources necessary to ensure that 14-to-24-year-
old low-income youth gain postsecondary credentials and a meaningful career,

There is no evidence that employers or youth are engaged strategically and systematically
in the leadership, design, and performance feedback of education to employment
programs.

There are significant barriers to accessing current and reliable data to inform decisions
about youth pregramming.

There are few opportunities of scale and continuity for youth and young adults to
experience the world of work through summer jobs, organized work/study programs, year-
round work experience, paid internships, transitional employment, or volunteering and civic
engagement.

Once they're off track, behind and disconnected youth are easily lost.

Durham has a well-established record of investment, innovation, and excellence in
programs for the most gifted students. There is no equivalent investment and cutting-edge
creativity in programs for young people facing the most serious barriers to academic and
workforce achievement.

There is no effective mechanism to promote cross-agency collaboration, program re-
alignment and accountability, knowledge management, or professional staff development.
The public funding systems and private foundations do not work together to improve
performance, impact, organizational stability, or collaboration among grantees.

In essence, we found that there is no education-to-career system for Durham’s youth and young
adults—that the odds of low-income youth, particularly young men and women of color, moving
smoothily through the existing institutional infrastructure to productive adulthood are slim. Certainly,
there is no robust system of support to keep them on-track and recover them when they fall, More
fundamentally, there is no sense of community-wide commitment —backed by leadership, focus,
and resources— to guarantee that every Durham young person has a fair shot at making it out of
poverty and into the civic and economic mainstream of North Carolina.



Our recommendations are based on six assumptions, drawn from national research and what we
learned about Durham:

The prospect of a good job and a meaningful career is a powerful motivator for young
people to stay in school and complete postsecondary education and training.

Most employers will only engage at scale if the system meets their business objectives and
candidates meet their standards for job readiness.

With limited financial resources, reform of Durham’s system must use existing funds betier
and leverage them to attract additional private and public investment.

It is better to build on Durham programs with demonstrated good performance than to
start from scratch.

An education-to-career system is not the responsibility of any one organization; rather, it is
the shared responsinility of all community partners.

A clear definition of the system’s purpose, goals, scope, and measures should be the first
step in reform.

We recommend that the principal system and governance changes include:

In the next year, Durham should establish a goal for increased postsecondary attainment
and full-time employment for young adults, along with annual public measures to track
progress toward this goal.

The systemic and programmatic reforms proposed require leadership with the authority,
credibility, and commitment to effect institutional and cultural change in both the public and
private sectors. To achieve this, the Durham Education and Employment Alliance {the
Alliance} should be established to oversee the design and implementation of an education-
to-career system for the city and county.

Young people should be engaged directly in the design, monitoring, and evaluation of
programs and services within the education-to-career system. A Youth Consumers Goungil
should be established, reporting to the mayor and the Alliance.

Data are pivotal to the planning, management, performance, and evaluation of an
education-to-career system. Durham should invest in two data systems: (1) a cross-sector
data sharing system that tracks individual and organizational progress and (2) a modern
labor market information system.

With declining budgets for education, job training, and social services, Durham will need to
do more with less. To increase efficiency savings and atiract new funds, Durham should
undertake a project to track all existing funds (“follow the money”); increase program
alignment through cross-sector planning and contracting; and create a Performance and
Innovation Fund supported by local foundations and employers.

PROGRAM DESIGN RECOMMENDATIONS

Key measures of success for Durham’s education-to-career system will include both how many
young people gain a postsecondary credential with economic value and work that pays living
wages, and how efficiently they progress through the system. Because youth and young adults
start in different places and move at different rates, the system must be accessible, fiexible, well-
coordinated, and cost effective. It also must draw on employer resources and expertise as
strategic leaders, as co-creators and technical advisors of programs, and as consumers providing
work experience, mentors, and employment.

To achieve its objectives for both customers, we recommend that the design of Durham’s
education-to-career system be based on five program features:



Multiple pathways: The diverse needs of at risk young people require a flexible system of multiple
pathways that allow them to enter or re-enter at different points on the education continuum and
progress in different settings, at their own pace, to a diploma or GED, a postsecondary credential,
and employment.

Blended learning and work: Integrated education and work (summer jobs, internships, work-based
learning) from middle school through postsecondary education and training provides relevance and
rewards for young people, and the prospect of a good job is a powerful motivator to finish or return
to high school and college.

Demand-led training: The interests of an education-to-career system’s two customers, youth and
employers, are the same: the better the system meets the needs of Triangle employers and the
aconomy, the better prepared Durham’s young people will be to compete for good jobs in the
labor market. The most successful career and sector-based programs are designed from the
“outside in” to meet employer standards for work readiness in academic, occupational, and soft

skills.

Adult guidance and advocacy: It is easy for Durham'’s youth and young adults to get lost in the
complex maze of more than 100 programs and services. Skilled case managers and coaches are
important in helping them to navigate and in providing personal support to keep them on track.
The more vulnerable the young person, the more important it is to have this support in place.

Cross-sector collaboration: Few of the federal and state regulatory frameworks that drive the
behavior of Durham’s large public institutions provide tangible incentives for cross-agency
coordination and collaboration. Without cornmon gaals, funding, data, and performance incentives
it is difficult for even the most willing institutions to align their curricula, expand their eligibility
criteria, pool services, share information, and streamline administration.

Demand-Led Approach to Connecting Young People
with Good Jobs
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Priorities for Implementation

Full implementation of an education-to-career system will require a concerted effort in the coming
years. At the same time, it is important that Durham’s leadership signal its commitment to invest
time and resources in this issue now. We recommend that Durham adopt a two-pronged
approach that combines several important first steps of system-building with strategic investments
in programs to produce early and visible wins.

« Establish the Durham Alliance for Education and Employment as a business-led
public/private partnership immediately and charge the Alliance with the development of
an operational biueprint for systems change over the next five years.

« Complete an analysis of current federal, state, county, city, and private funds that
Durharm receives for all youth-related services.

» Design client-tracking and labor market information systems, consideting relevance to
policy and operational needs, user-friendliness, and costs.

o  Work with national experts and local partners to develop a transitional employment
program for older disconnected youth that will immerse them in full-time education and
paid employment.

« Develop a 2013 youth summer jobs program, in the context of a broader employer
engagement strategy, to at least double the existing opportunities and provide the
basis for expanded high school CTE and work experience.

¢ Expand and enrich Durham Public Schools carser academies that blend leaming and
work in high-growth sectors of the Triangle economy.

¢  Work with Durham Technical Community College to develop demand-led, sector-
based programs for students’ entry to middie- and higher-skilled jolos in the Triangle.

« Analyze the accessibility and adequacy of services for Latino young people and set
priorities for measurable improvements.

Conclusion

Today, we are at risk of writing off a good share of our youth and future workforce on the premise
that we simply can recruit from other counties and states. This strategy is unjust, socially divisive,
and economically unsound. As our report documents, the costs and consequences of inaction are
high. Durham must act now if we are to fulfill our most fundamental responsibilities to our young
people and preserve our reputation as a healthy, forward-looking community. We must assure that
every youth and young adult who grows up in Durham is as educated and skilled as those who
move here. We must assure that being “Made in Durham” also means prospering in Durham.



OMDl.:

307 West Main Street
Durham, NC 27701-3215
919.381.5802

mdcinc.org
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Made in Durham Task Foirce
Updated August 6, 2013

Name Organization Title Sector
Jack Bailey GlaxoSmithKline Senior VP of Policy, Payers and | Pharmaceuticals
Vaccines
Eric Becoats Durham FPublic Schoacls Superintendent Education
Tom Bonfield City of Durham Manager Governenent
Brad Brinegar McKinney Partner, Chairman, 8 CEQ Advertising
Anita Brown-Graham | Institute for Emerging Issues Director Economic Development
Elaine Bushfan State of North Carolina Superior Court Judge Legal
Jack Clayton Walls Fargo Regional President Finance
Victor Dzau Duke University Medical Genter & | Chancellor for Health Affairs, Health
Health System Duke University; Presidant &
CEO, Duke University Health
System
Martin Eakes Self-Help Credit Unicn CEO Finance

Michael Goodmon

Capitol Broadcasting Company

VP for Real Estate

Real Estate, Media

Kenneth Harnmond Union Baptist Church Pastor Faith

Andrea Harris N.C. Institute for Mincrity President Economic Development
Economic Development

Bill Ingram Durham Technical Community President Education
College

Bob Ingram Haiteras Venture Partners General Partner Venture Capital

Ed Paradise Cisco Site Executive T

Note: Full biographies of members provided in the appendix.




gMDB

£
ivan Kohar Parra Durham CAN Lead Organizer Nonprofit
Mike Ruffin Durham Courity Manager Governmeant
Machelle Sanders Biogen Idec VP Manufacturing & General Pharmaceuticals
Manager
Debra Saunders-White | North Carclina Central University | Chancellor Education
Henry Scherich Measurement Incorporated President Education
Casey Stainbacher Durham Chamber of Commerce | Prosident & CEO Economic Development
Al Siemens FHI3B0 CEQ Public Heaith
Steven Williams Sensus North American Logistics and Infrastructure
Traffic Manager
Durharm Workforce Davelopment | Chair Workforca Development
Board
Brad Wilson Blue Cross/Blue Shield of North | President & CEO Insurance
Carolina
Leslie Winner Z Smith Reynolds Foundation Executive Philanthropy
Director

Note: Full biographies of membears provided in the appendix.




Made In Durham Policy Working Group
Membership

John Balchunas, Workforce Development Director
Education & Training Program
North Carolina Biotechnology Center

Drew Cummings, Assistant County Manager
Durham County

Arnold Dennis, Exacutive Director
Juvenile Justice Institute

Kevin Dick, Director, OEWD
City of Durham

Gayle Erdheim, Executive Director
Achievement Academy of Durham

Lewis Ferebee, Chief of Staff
Durham Public Schools

Pilar Rocha-Goldberg, Executive Director
El Centro Hispano

Iheoma lIruka, Scientist
Frank Porter Graham Child Davelopment Institute

Tom Jaynes, VP, Institutional Advancement
Durham Technical Community College

Bud Lavery, Executive Director
Communities in Schools of Durham

Ann Oshel, Durham Site Director
Alliance Behavioral Healthcare

Jenni Owen, Director of Policy Initiatives
Duke University Center for Child & Family Policy

Gudrun Parmer, Director
Durham County Griminal Justice Resource Center

David Reese, Exscutive Director
East Durham Children's Initiative

Rick Sheldahl, Director
Durham Public Schools, Career Technical Education

Maya Sirur, Program Manager, Durham YES
CPI

John White, VP of Public Policy
Greater Durham Chamber of Commerce



Made in Durham Task Force Results

Goals and measures

e« Common measures to assess progress in school, postsecondary education, criminal
justice, and employment of a dual customer system

» Baseline goals, measurable objectives and three-year milestones

Data Systems
« Data system specifications to track youth progress, measure organizational performance,

and assess effectiveness of the system

« Labor market information system specifications that provide dstailed analysis of
current job openings, skill shortages, and emerging labor market trends

» Evaluation system specifications to assess performance, impact, and costs of Made in
Durhamn systems'

Priority Strategies

o Map of existing public and private resources to maximize performance, efficiency, and
leverage potential

» Identified opportunities for collaborative efforts and investment

Leadership and Governance

« Design of the role, responsibilities, compaosition, and legal structure of the Durham
Education and Employment Alliance or alternative oversight body of a dual customer
system (i.e., staff structure, functions and skills, resources and relationships)

» Design of the role, responsibilities, composition, and structure of a Youth Consumer
Council to give young people voice in program design and assessment

s Framework for employer engagement in the design and operation of the education-to-
career system in Durham

» Findings of Made in Durham communicated to external stakeholders through meetings,
press conferences, and MDC’s Web site

" To be completed depending upon available resources.



New State Standards
Update
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Superintendent’s
Evaluation Follow-up



DRAFT

Durham Public Schools

Timeline: Superintendent’s Evaluation Process for 2012-2013

Month Activity Completed
May & August | Step 1: Board of Education and superintendent Part I. May 29,
2013 trained on use of Superintendent Evaluation 2013 Part Il
Instrument August 6, 2013
September 24, | Step 2: The board and superintendent agree on
2013 timeline
September 2013 | Step 3: The board and superintendent agree on
performance goals for the 2012-13 school year
November 2013 | Step 4: Superintendent presents information to
provide a comprehensive picture of his
performance (artifacts, data, summary, etc.)
November 2013 | Step 5: Board of Education Rating of
Superintendent
+ Board members individually rate the
superintendent on standards and associated
elements
¢ Board reviews composite rating by the
board. The board attempts to reach
consensus on the rating. If consensus
cannot be reached, the board will use the
median score on elements and standards.
December 2013 | Step 6: Final Evaluation Meeting

o The board shares the rating with the
superintendent

» The superintendent has the opportunity to
respond and present additional information.
The board may request additional
information.




DRAFT

Durham Public Schools

Timeline: Superintendent’s Evaluation Process for 2013-2014

Month

Activity

Completed

December 2013

Step 1: Superintendent completes self-
assessment

January 2014

Step 2: Goal Setting Meeting

Based on evaluation results, goals are developed
for the superintendent for 2013-2014. The
superintendent should return at a later agreed
upon date to present a more complete plan.

February 2014

Step 3: The board and superintendent agree on
timeline

September 2014

Step 4: The board and superintendent agree on
performance goals for the 2013-2014 school year

September 2014

Step 5: Superintendent presents information to
provide a comprehensive picture of his/her
performance (artifacts, data, summary, etc.)

October 2014

Step 6: Board of Education Rating of
Superintendent
¢ Board members individually rate the
superintendent on standards and
associated elements
¢ Board reviews composite rating by the
board. The board attempts to reach
consensus on the rating. If consensus
cannot be reached, the board will use the
median score on elements and standards.

December 2014

Step 7: Final Evaluation Meeting
e The board shares the rating with the
superintendent
» The superintendent has the opportunity to

respond and present additional information.

The board may request additional
information.




Julianne Gates

1

‘om: Julianne Gates
sent: Wednesday, September 11, 2013 5:30 PM
To: (hh¢jog@yahoo.com); FredrickA Davis (Board Member); Heidi Carter; Leigh Bordley;

'Leigh Bordley (durhamleapcoordinator@gmail.com)’; Leigh Bordley
(leigh.bordley@gmail.com); Minnie Forte-Brown; Nancy Cox; Nancy Cox; Natalie Beyer;
‘Natalie Beyer'; Omega Curtis-Parker; 'Omega Curtis-Parker’; 'pastor@firstcalvary.org’

Cc: Eric Becoats; Sylvia Rogers (Sylvia.Rogers@dpsnc.net)
Subject: FW: Part I Quanitative - Superintendent’s Evaluation - RESPONSE REQUESTED
Hi all-

Please see the e-mail below from Dr. Becoats. To date, he has not received any feedback and would appreciate
your thoughts by next Wednesday, September 18, in preparation for the discussion at the retreat on September
24,

Thanks!

Julianne ©

From: Eric Becoats

Sent: Wednesday, August 07, 2013 3:56 PM

To: FredrickA Davis (Board Member); Heidi Carter; Leigh Bordley; Minnie Forte-Brown; Nancy Cox; Natalie Beyer; Omega
urtis-Parker

«c: LelaTina Hester

Subject: Part I Quanitative - Supeintendent's Evaluation

As requested below you will find information related to Part | {Quantitative) of the Superintendent’s Evaluation. Please
refer to the Annual Superintendent Evaluation document provided to you yesterday when reading below.

1. All of the items on page 2 of the original evaluation instrument were recommended for inclusion on the 2012-13
instrument.

Each of these items align with the current Data Dashboard and the Strategic Plan.

2. The items listed on page 3 were not recommended for inclusion for the following reasons: (a) we no longer
financially support National Board Certification; although we continue to support the teachers through
mentoring; (b) teacher turnover is based on the definition from the state and includes returning retirees and
promotions. The percentage in isolation does not put into perspective the underlying reason for the increase or
decrease. For example, some teachers leave in lieu of dismissal; {c) same reasoning as listed under 2a.

3. All of the items on page 4 of the original evaluation instrument were recommended for inclusion on the 2012-13
instrument. These two critical measures {as worded) have a direct impact on the operation of each school.

4. The first three items (a-c) on page 5 are recommended for inclusion on the 2012-13 instrument. These
measures (as worded) provide a good indication of school climate for staff and students. Since item (d) is
required by state law, it does not represent a stretch performance measure; therefore, it was not recommended
for inclusion in the 2012-13 instrument.

The above information provides you with the initial thinking behind the proposed modifications for the 2012-13
uantitative part of the Superintendent’s Evaluation. Please let me know if you have any questions prior to our Board
Hetreat scheduled for September 24.



Julianne Gates

s ——

“ubject: FW: Annual Superintendent Evaluation
Attachments: Master Copy 2013_Corrected _Final.doc

From: Julianne Gates

Sent: Thursday, May 30, 2013 1:53 PM

To: (hhcjog@yahoo.com); FredrickA Davis (Board Member); Heidi Carter; Leigh Bordley; ‘Leigh Bordley
(durhamleapcoordinator@gmail.com)'; Minnie Forte-Brown; Nancy Cox; Nancy Cox; Natalie Beyer; 'Natalie Beyer': Omega
Curtis-Parker; ‘Omega Curtis-Parker'; 'pastor@firstcalvary.org'

Cc: Eric Becoats; Sylvia Rogers

Subject: Annual Superintendent Evaluation

Board members:
Attached is the corrected copy of the Annual Superintendent Evaluation.

Thanks!

Julianne

ulianne Gates | Board of Education Liaison for Durham Public Schools | 919 560-2502, ext. 21502
| julianne.gates@dpsne.net

This e-mail is for the sole use of the individual for whom it is intended. If you are neither
the intended recipient, nor agent responsible for delivering this e-mail to the intended
recipient, any disclosure, retransmission, copying, or reliance on the information contained
herein is prohibited. If you have received this e-mail in error, please notify the person
transmitting the correspondence immediately. All e-mail correspondence to and from this email
may be subject to disclosure to any third party upon request, including the media. It shall
not be necessary to disclose: 1) E-mail correspondence which does not constitute a Public
Record as defined under N.C.G.S. s132.1 or; 2) a public record which is exempt from
disclosure under other applicable State or Federal law.
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North Carafina Superintendent Evaluation Process

Introduction

Effective leadership means more than simply knowing what to do— it’s knowing when, how, and why to do it. Effective
leaders understand how to balance pushing for change while at the same time, protecting aspects of culture, values, and
norms worth preserving, They know which policies, practices, resources, and incentives to align and how to align them
with organizational priorities. They know how to gauge the magnitude of change they are calling for and how to tailor
their leadership strategies accordingly. Finally, they understand and value the people in the otganization. They know
when, how, and why to create learning environments that support people, connect them with one anothet, and provide
the knowledge, skills, and resources they need to succeed. This combination of knowledge and skills is the essence of
balanced leadership.'

The combination of knowledge and skills just described is the focus of the superintendent evaluation process developed by
McREL for the North Carolina Department of Public Instruction. By using the results of the evaluation to guide their own -
professional development and individual learning strategies, supetintendents will be able to chart a course for professional
growth and development, command the respect of colleagues, and lead the school system to ever greater accomplishments.

Purposes of the Evaluation

The North Carolina Superintendent Evaluation Process will:

® Serve as a guide for supetintendents as they reflect upon and improve their effectiveness as district leaders;
gui p Y p p

» Inform higher education programs in developing the content and requirements of degree programs that prepare future
superintendents;

® Focus the goals and objectives of districts as they support, monitor, and evaluate principals and other key district staff;
" Guide professional development for the supetintendent as well as other district employees; and

'® Serve as a tool in developing coaching and mentoring programs for superintendents.

The intended purpose of the North Carolina Superintendent Evaluation Process is to assess the superintendent in relation
to research-based strategies that have been proven to be effective. The superintendent will take the lead in conducting the
evaluation process through the use of self-assessment, reflection, and gathering input from the various stakeholdets with an
interest in the leadership in the district, including membets of the district’s board of education (the board). The evidence and
documentation gathered is not intended to become part of a portfolio. Rather, it should provide a basis for self-assessment,
goal setting, professional development planning, and demonsiration of performance on specific standards. The following
steps outline the requited elements of the Notth Carolina Superintendent Fvaluation Process.

1 Waters, J. T, Marzano, R. J., & McNulty, B. A. (2003). Balanced feadership: What 30 years of research tefls us about the effect of leadership on student
- achievernent. Aurora, CO: Mid-continent Research for Education and Learning.

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education. 1
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Steps of the Evaluation Process

N B
Superintendent

Self-Assessment

5.

Final
Evaluation and
 Goal-Setting

© Meeting

2.
= Meeting - -

7 Between

. - Superintendent and
... District Schoo!l .
= Board- -

s 4
‘ "District.
" School Board Rating -
" of Superintendent

Consolidated * -
Performance .
Assessment

Figure 1: North Carolina Superintendent Evaluation Process

Step 1: Superintendent Self-Assessment

Fach school year, the superintendent will inform the board that an evaluation of his or her performance should be conducted.
In prepatation for the first discussion related to the evaluation, the supetintendent will assess his or her own petformance
using the Rubric for Evaluating North Carolina Superintendents (see pp. 8-20). This self-assessment becomes the basis for
setting preliminary goals for the upcoming academic year.

Step 2: Meeting Between Superintendent and District School Board

At this meeting, the superintendent will provide members of the board a complete set of materials guiding the evaluation
process and an explanation of the process, the tmeline, and the rubric used to determine the superintendent’s level of
performance. The superintendent and members of the board will agree on the conditions of the evaluation including

its scope, timeline, goals, evidence, and documentation necessary to demonstrate proficiency, potential consequences of
poot performance, and potential benefits of accomplished or distinguished performance. Each superintendent should be
thoroughly familiar with the North Catolina Superintendent Evaluation Process and all of the materials associated with i,
including definitions and forms.

The superintendent will also share with the board the results of the self-assessment and his or her plans for each area to
address during the year. Such areas may include items that need improvement as well as areas of strength that should be
expanded and enhanced.

2 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010
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Step 3: Consolidated Performance Assessment

The superintendent wilt collect, analyze, and synthesize the information agreed upon with the board in Step 2 in order to
prepare a comprehensive picture of performance throughout the year. This summary of the evidence and documentation
needed to judge petformance should be provided to the board well in advance of the performance discussion at which final
petformance levels will be discussed.

Step 4: District School Board Rating of Superintendent

Members of the board will independently rate the superintendent’s performance using the Rubric for Evaluating North
Carolina Superintendents. They will then meet to discuss their individual ratings and to agree upon a single rating for each of
the standards and each element associated with the standard. The board should make every effort to achieve consensus on the
superintendent’s ratings. This consensus rating will be shared with the superintendent. Individual ratings may be shared, but
that is not a requirement of the evaluation process.

Step 5: Final Evaluation and Goal-Setting Meeting

The superintendent and the board will discuss the superintendent’s progress toward achieving goals established for the year
and the level of petformance on standards as documented in steps 1 and 4. This discusston will include the self-assessment,
consolidated assessment, and the board’s summary evaluation of the superintendent, which have been prepared in advance of
the meeting. Should additional data or documents need to be brought into the discussion, the board and superintendent will
agree on the information needed for the review and a timeline for providing it for the board’s consideration. At this meeting,
the superintendent and the board will agree upon performance goals and recommendations for the subsequent school year. All
forms needed to complete this process are included in this manual.

Tt will be helpful to understand the responsibilities of the superintendent and the board as they engage in this process. The
table that follows outlines those responsibilities.

SUPERINTENDENT RESPONSIBILITIES * Boanp RESPONSIBILITIES

® Understand the North Carolina Superintendent " Participate in training to understand and implement the
Evaluation Process. North Carolina Superintendent Evaluation Process.

® Prepare for Step 2, the meeting with the board to agree » Ensure that all steps of the evaluation process are
upon the guidelines for conducting the evaluation. This conducted as described in this manual.

P guacls 8

preparation will include completing a self-assessment, 8 Tdentify the superintendent’s strengths and areas for
reviewing performance goals and determining which ones improvement and make recommendations for improving
have been met and which are short of completion, and performance.
identifying change initiatives underway at their school. * Ensure that the superintendent’s summary evaluation

* Gather data, documents, and evidence to support worksheet contains accurate information and accurately
petformance in relation to the standards and progress reflects the superintendent’s performance.
towatd attaining goals. ® Participate in the evaluation discussions and guide the

* Develop and implement strategics to imptove personal supetintendent in establishing goals for the subsequent
petformance or attain goals in areas individually or year.
collaboratively identified.

*» Finalize goals and end-of-year evaluation with the board
as soon as student achievement data is received.

Approved September 2, 2010. Developed in collaboration with the NC State Board of Education. 3
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Overview of the Rubric for Evaluating North Carolina Superintendents

The following rubric was developed to align with and exemplify the North Carolina Standards for Superintendents (see
Appendix B} approved by the State Board of Education in 2007. Tt should be used in conjunction with the standards
descriptions to record evahuator ratings of the supetintendent and the superintendent’s self-assessments and to document
end-of-year ratings based on all evaluation activities. A form for summarizing the superintendent’s ratings also accompanies the
rubtic (sce Superintendent Summary Evaluation Worksheet). Togethet, these materials form the core of the North Carolina
Superintendent Evaluation Process.

The superintendent’s performance will be noted as follows:

Developing: Superintendent demonstrated adequate growth toward achieving standard(s) during the period of
performance, but did not demonstrate competence on standard(s) of petformance.

Proficient: Superintendent demonstrated basic competence on standard(s) of performance.
Accomplished: Superintendent exceeded basic competence on standard(s) of performance most of the time.
Distinguished: Superintendent consistently and significantly exceeded basic competence on standard(s) of performance.

Not Demonstrated: Superintendent did not demonstrate competence on or adequate growth toward achieving
standard(s) of performance. (Note: If the “Not Demonstrated” rating is used, the evaluator must comment about why it
was used.)

These levels are cumulative across the rows of the rubric. The “Developing” supetintendent may exemplify the skills expected
of a superintendent who is new to the position or an experienced supetintendent who is working in a new school, or who
needs a new skill in order to meet the standard. A “Proficient” superintendent must exhibit the skills and knowledge described
under the Developing header as well as those under Proficient. Likewise, a “Distinguished” supetintendent exhibits all of the
skills and knowledge described for that element actoss the row. Occasionally, a superintendent might not demonstrate evidence
of proficiency on a patticular element. In that case, the “Not Demonstrated” column should be selected. This column may
also be used to document evidence that a superintendent is performing at a level below expectations or below standard. If that
column is chosen, then a comment must be made as to why it was selected.

This instrument should be used to monitor the supetintendent’s progress toward consistently using practices that leadership
tesearch has identified as necessary to improve the amount of learning that takes place in a school. The rubric should be
completed by superintendents as a self-assessment of their performance during the year. Board members will use the rubric to
complete their assessment of the superintendent’s performance for the same time period. Likewise, the superintendent and the
board will use the rubric as a guide for performance discussions and as a tool to determine the final evaluation rating for the
superintendent.

4 Developed in coliaboration with the NC State Board of Education. Approved September 2, 2010.



North Caralina Superintendent Evaluation Process

How the Rubric is Constructed

Element

Standard

Ratings

a. District Strategic Plan: The district’s identity {its vision, mission, values, beliefs, and goals) is derived from the
processes used to establish these attributes and the ways they are embodied in the life of the communlty

L Not Demonstrated?-,
B (Comment Requwed)

o jProf'icient‘-_"j
{d Develops and ...and
communicates a [ Facilitates the

personal vision of a
21% century schogl
district.

development and
implementation of

g district strategic
plan aligned to the
district's mission,
local priorities, and
to the mission and
goals of the North
Carolina State Board
of Education.

¥ Creates a working
relationship with
the local board of
education that resuits
in a shared vision
for the district of the
changing world in the

21% century. [ Participates

in consistent,
sustained, and open
communication with
principals about how
school policias and
practices relate to
the district’s mission
and vision.

[ Convenes a core
group of district
leaders to develop a
district improvement
plan focused on
student learning and
targeting shori-term
goals and objectives.

..and

Ensures that the
district's strategic
plan is implemented
as intended by its
developers.,

Develops
relationships within
and beyond the
scheal community
that ensure
understanding and
appreciation of the
district’s vision and
that positively affect
and are affected

by the community
context.

Develops effactive
systems of open

and honest
communication
between and among
district leaders, the
business community,
faith community,
parents, and
students.

.. and

Leads in such a way
that the district's
strategic plan and
implementation
processes are
raferred to by other
districts as a model
that prempts,
supports, or guides
similarly integrative
and effective
planning efforts.

Conscienticusly
and routinely
salicits input from
stakeholder groups
to determine the
effectiveness of the
district's strategic
plan and ensures that
changes to the plan
are made based cn
such information.

Descriptors |

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education. §



North Caralina Superintendent Evaluation Process

How to Score the Rubric

The scoring system for the superintendent rubric is a 3-step process designed to use the ratings of all school board
members in a fair and objective mannet. This process involves the following:

1. Each school board member will independently rate the superintendent on each descriptor. Figure 2 illustrates the
scoting strategy to be used for the descriptors; they are cumulative across the rows. To be rated “Distinguished”
on any element, the superintendent must exhibit a# of the descriptors under “Developing,” “Proficient,” and
“Accomplished” as we/l as all of the descriptors under “Distinguished” The school board member should mark the
box beside each element in evidence, beginning with the left column. If the superintendent does not demonstrate
the practice, the box is left blank. If the school board member cannot check any of the practices under the four
columns, the supetintendent is rated “Not Demonstrated.” In such cases, the school board member #zs# comment

~ and provide guidance about how the superintendent needs to proceed toward obtaining the skills described for that

" element.

in strategicaly reimag
[ globally competitive:

a. District Strategic Plan: The district’s identity (its viéion, mission, values, beliefs, and goals} is derived from the
processes used to establish these attributes and the ways they a_r(_a_'embodied in the life of the community.

[d Developg and ...and
communjicates a g
personal visicn of a
21 centlry school
district.

at the [ Leads irf slich a way
trategic that thé diptrict’s
blernented strategic glan and

d by its implégmentation

[ Creates p working plah aligried to the k. pogesses| are
relationship with digtrict's ission, refgrred ti by other
the locai| board of lpcal pricfities, and digtricts ag a macel

ps within
that prompts,

upports, pr guides
similarly integrative
and effect|ve
planning gfforts.

0 the mission and
goals of the North
Carolina ptate Board
of Education.

sducation that results
in a shargd vision

for the djstrict of the
changing world in the

21 genfury. appreciatipn of the

district's vision and
that positively affact
and are affected
by the community
context.

Participates
in consistent,

Conscient|oushy
and routingly
solicits ingut from
stakeholder groups
to determine the
effectiveness of the
district's sirategic
plan and ensures
changes t
are made pasedjon
such inforination.

[d Convengs a core
group of| district sustained, and open
leaders 1o develop a commun|cation with
district improvemen, principald about how,
plan focgsed on school pglicies and
student iearning ajid practices|relate to
targeting short-tefm the distrift's mission
goals anfl objectives. and visiof.

[ Develops pifective
systems gf open
and honegt
communigation
betwseen and afnong

students.

Figure 2: Example of How to Complete the Rubric

6 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010,



North Carolina Superintendent Evaluation Process

2. The final rating for each standard is the median, or middle, rating of all the school board members” ratings. The median
rating is the middle score of the group of scotes. To obtain the median rating, start with the lowest score in the set and
count up until you get to the middle score. Figure 3 provides an example of how a seven-member board might score a
superintendent. For example, for Standard 1, one rating was “Not Demonstrated,” four ratings were “Proficient,” and two
ratings were “Accomplished.” For this Standard, the median score is “Proficient.”

Std. ' Rating
. Median
Not Demonstrated Developing | Proficient | Accomplished | Distinguished
1 1 ' 4 2 Proficient
2 1 4 2 Accomplished
3 2 5 Proficient
4 1 3 3 Developing
5 1 2 3 1 Accomplished
6 3 1 3 Accomplished
7 1 5 1 Proficient
Overall . | o ' . Proficient
Note: Tf a school board is made up of an even number of members, there is no median score. Rather, the median is
between the two middle scores. In such cases, the raters should use the higher of those two scores.
Figure 3: Example of Scoring Superintendent Evaluation: Finding the Median

3. Once the median scotes for all of the standards are determined, the overall scote for the superintendent is determined
based on the median scote for all the standards. In the example in Figure 3, the median is “Proficient.”” This was
determined by arranging the median scotes for the standards from lowest to highest and finding the score in the middle.
When the median scores in Figure 3 are arranged from lowest to highest, they look like this:

Developing (Standard 4)
Proficient (Standard 1)
Proficient (Standard 3)
Proficient (Standard 7)
Accomplished (Standard 2)
Accomplished (Standard 5)
Accomplished (Standard 6)

“Proficient” is the median score, and therefore the overall score for the supetintendent in this example 1s “Proficient.”

Approved September 2, 2010. Developed In collaboration with the NC State Board of Education. 7



North Carclina Superintendent Evaluation Process

Rubric for Evaluating North Carolina Superintendents

reach |t

a. District Strategic Plan: The district's identity (its vision, mission, values, beliefs, and goals) is derived from the processes used 1o '

establish these attributes and the ways they are embodied in the life of the community.

. Déveloping |

Accomplished

.DViSﬂ.‘hgtﬁ_Sh'ed g B Not_Demonstrated

(Comment __equlred)E :

Develops and
communicates a
personal vision of a 21
century school district.

Creates a working
relationship with the
local board of education
that results in a shared
vision for the district of
the changing world in
the 215 century.

Convenes a core group
of district leaders

to develop a district
improvement plan
focused on student
learning and targeting
short-term goals and
objectives.

Effectively
communicates district
improvement plan to
princigals.

Uses muitiple sources
of data (e.g., student
performance data, data
from the North Carolina
Teacher Working
Conditions Survey)

to develop goals and
objectives and facilitate
needed changes for
improvement.

.and
[ Facilitates the

development and
implementation of a
district strategic plan
aligned to the district’s
mission, local priorities,
and to the mission

and goals of the North
Carolina State Board of
Education.

Participates

in consistent,
sustained, and open
communication with
principals about how
school policies and
practices relate to the
district's missicn and
vision.

Creates processes and
procedures for developing,
implementing, and
maintaining the district's
strategic plan that:

[ Ensure the pericdic

review and update of
the district’s vision,
mission, and strategic
goals.

Crive decisions and
reflect the culture of the
district.

Establish clear priorities
among the district’s
instructional goals and
objectives.

. and

Ensures that the
district's strategic
plan is implementad
as intended by its
developers.

Develops relationships
within and beyond the
school community that
ensure understanding
and appreciation of
the district's vision and
that positively affect
and are affected by the
community context.

Develops effective
systems of open and
honest communication
between and among
district leaders, the
business community,
faith community,
parents, and students.

Uses input from all
stakeholder groups
tc determine the
effectiveness of
strategies used to
mest goals and
guide revisions to the
strategic ptan.

. and

Leads in such a way
that the district’s
strategic plan and
implementation
processes are referred
to by other districts as
a model that prompts,
supports, or guides
similarly integrative
and effective planning
efforts.

Conscienticusly and
routinely solicits input
from stakeholder
groups to determine
the effactivenass of
the district's strategic
plan and ensures that
changes to the plan are
made based cn such
information.

Establishes a rigorous
and systematic
appreach to update or
rewrite the district’s
viston, mission,
values, beliefs, and
goals statements

on a collaboratively
established and well-
publicized schedule.

8 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010




Morth Carolina Superintendent Evaluation Process

| b- Leading Change: The superintendent articulates a vision and implementation strategies for improvements and changes that result

in improved achievement for afl students.

_De\_relqping. e

o -Proficient -

~ Accomplished - | -

‘pistinguished:. -~ |

" Not Demonstratad -
{Comment Required)

[ Clearly articulates the
skills and experiences
students will need to

live and work in the 219

century.

[ identifies potential
school and district
changes for improving
siudent learning.

[ Understands the

fundamentals and value

of proegram evaluation.

. and

Systematically
challenges the status
quo and implements
change focused on
improving student
learning of 21 century
knowledge and skills.

Routinely and
systematically uses
rigorous evaluation
techniques to
determine the efficacy
of change efforts on
student achievement.

Clearly and regularly
communicates to all
stakeholders the results
of evaluation of change
efforts.

Uses the results of
evaluation to adapt
axisting processes
and to develop and
implement new
processes for ensuring
student learning.

Is a driving force behind
major initiatives that
help students acquire
21% gentury skills.

.and

Increases student
learning of 215 century
knowledge and skills as
a result of routine and
systematic evaluation
clearly indicate.

Uses evaluation results
to identify and eliminate
programs and initiatives
that are ineffective cr
inefficient.

. and

Institutionalizes

the changes that

have brought about
improvement in student
learning.

Serves as a leader or
mentor to assist other
superintendents in
guiding data-driven
decision making and
change.

¢. Distributive Leadershi

throughout the district.

p: The superintendent creates and utilizes structures that.distribute leadership and decision making

[d Usesinput from a
variety of stakeholder
groups, including
parents, district staff
members, schoo!
board members, and

community members to

make decisions.

[ Understands the culture

of leadership in the
district.

[ Articulates the
rationale of distributed
leadership.

. and

Implaments structures
to distribute leadership
and decision making

among staff members
throughout the district.

Develops capacity of
educators to effectively
assume leadership

roles and holds them
accountable for doing so.

Participates

in consistent,
sustained and open
communication with
principals, particularly
about how policies and
practices relate to the
district mission and
vision,

. and

Implements structures
to distribute feadership
and decision making

in ways that include

a wide range of
stakeholders including
parents and community
members.

Creates policies,
procedures, and
processes that support
distributed leadership.

Uses distributed
leadership to promote
effective change
throughout the district
and to support ongeing
improvement of student
learning.

0

. and

Fosters the career
development of
principals, teachers, and
other staff members

by placing them in
leadership and decision-
making rcles.

Encourages staff
members to

accept leadership
responsibilities outside
the district.

Models what is
expected.

Approved September 2, 2010. Developed in collaboration with the NC State Board of Education. 9



North Careling Superintendent Evaluation Process

| Comments:

Suggested Data and Documents:
District strategic plan [0 Staff can articulate the district's direction and focus
School improvement plans are implemented, assessed, and modified | ] Student performance data

Effectively functioning, elected school improvement teams [d Student achievernent and testing data

oooa

Superintendent’s performance plan aligned with state and local
strategic priorities and objectives

a. Focus on Learning and Teaching; Curriculum, Instruction, and Assessment: The superintendent leads the discussion about
standards for curriculum, instruction, and assessment based on research and best practices in order to establish and achieve high
expectations for students. : :

Cormmunicates strong
professional beliefs
about schools, learning,
and teaching that reflect
latest research and best
practice in preparing
students for success in
college or in work.

Knows 21t century
curricular, instructional,
and assessment
practices.

Sets high expectations
and concrete district
goals focused on
learning and teaching.

Articulates the practice
of superintendent
leadership in the
context of 215 century
knowledge and skills.

Q

.and

Challenges staff to
reflect on and define
the knowledga, skills,
and concepts essential
for ensuring that every
student graduates from
high school prepared for
life in the 21% century.

Ensures that there is
an appropriate and
logical alignment
between the district’s
curriculum, instruction,
and assessment, and
the state accountability
program.

Designs scheduling
processes that
maxirmize learning time.

Implements 27% cantury:

[ Instructional tools and

best practices,

[J Assessment and

feadback processes,

[ Professional

. and

Holds all district
staff accountable

for achieving district
learning and {eaching
goals.

l.everages alignment of
curriculum, instruction,
and assessment to
maximize student
learning of 21% century
knowledge and skills.

Menitors the
effectiveness of
currictlum, instruction,
and asgessment in
promoting increased
student learming.

Uses the results

of monitoring to

make adaptations to
curriculum, instruction,
and assessment.

Ensures that
instructicna! time is
valued and protected
across the district.

developmeant .
programs on Develops appropriate
instructional rewards for and

leadership, and

O Uses of student

assessment data to
improve instruction.

recognition of improved
student achievement.

. and

Develops policies and
organizational structures
to ensure that effective
alignment practices are
sustained.

Shares with the larger
professional community
practices and
procedures that have
resulted in improved
student achievement.

10 Developed in collahoration with the NC State Board of Education. Approved September 2, 2010.




North Carolina Superintendent Evaluation Process

. Comments:

Suggested Data and Documents:
] District strategic plan [ Student performance data
[ School improvement plan [ Use of formative assessment to impact instruction

[ Professional development plans based on data {e.g., student [ District instructional evaluation program

performance, results of the NC Teacher Working Conditions Survey)

[d Student performance goals

a. Focus on Collaborative Work Environment: The superintendent understands and acts on the understanding of the positive role
that a collaborative work environment can play in the district’s culture.

[d Collaborates with ...and ...and ...and
central office staff, local Q
school board members,
and principals.

Designs elements [d Holds principals [J Develops a plan to
of a collaborative and other district implement pclicies
and positive work |eaders accountable and procedures that
environment throughout for establishing ensure cohesion and
the district. and maintaining copperation among
collaborative work stafi.

anvironments. O

[ Solicits advice and
guidance of key

advisors and mentors. [ Routinely and

systemnatically seeks Establishes working

[ Uses multiple sources

of data to understand
the culture of the
district.

the advice and guidance
of teachers, principals,
staff, board members,
and other stakehclders
regarding the strategic
direction of the district.

Uses data to create and
maintain & positive work
anvironment.

Develops the capacity
of pringipals and other
district leaders to
establish and maintain
collaborative work
envircnments.

(N

Monitors improvement
of the work
enviranment in
individual schools and
throughout the district.

relationships with
professional colleagues,
business and industry
associates, and policy
makers 1o support the
collaborative culture of
the district.

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education.
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North Carolina Superintendent Evaluation Process

b. Acknowledges Failures; Celebrates Accomplishments and Rewards: The superintiendent acknowledges failures and celebrates

accomplishments of the district in order to define the identity, culture, and performance of the district.

._‘.De'yeilopirig .

Proficient . -

Accomphshed

" Distinguished. -

Not Demonstrated
. {Comment Required) -

[ Recognizes district
shortcomings and
accomplishments.

[ Understands the
importance of
acknowledging
concerns and
celabrating
accomplishments.

. and

Uses established
criteria for performance
as the fundamental
basis for evaluation,
reward, and
advancement.

When possible,
collaborates with
principsls to astablish
criteria for evaluating
pregrams and
performance.

Uses shortcomings
as oppertunities to
improve.

Utilizes reward and
advancement as a

way to promote the
accomplishments of the
district.

. and

Recognizes individual
and collective
contributions toward
attainment of strategic
goals.

Implements an
increasing number of
processes to evaluate
district programs

and initiatives for the
purpose of identifying
district successes and
failures.

Effectively
communicates with
stakeholder groups
the successes and
shortcomings of the
district.

. and
4 Institutionalizes the

district’s response
to success and
shortcomings.

¢. Efficacy and Empowerment: The superintendent develops a sense of efficac

| the district’s identity, culture, and performance.

v and empowerment among staff which influences

[ Has a sense of
professional efficacy
and belief in her or his
ahility to affect positive
leadership in the
district.

A Understands the
value of efficacy
amang district staff in

promoting district goals.

[ Establishes an
envircnment of trust
among staff.

[ Builds efficacy and
empowerment among
staff.

0

. and

Establishes an
environment of trust
among staff, students,
parents, and the
community at large.

Communicates a
belief in the ability

of personnel 10
accormplish substantial
outcomes.

Implements strategies
that build efficacy and
empowermeant among
principals.

.and

Builds efficacy and
ermpowerment among
stakeholder groups to
ingrease capacity to
accomplish substantial
cutcomes.

Manitors the climate
of the district to
evaluate changes in the
sense of efficacy and
empowerment of all
stakeholder groups.

Uses collective efficacy
and empowerment
among stakeholder
groups to impact
student achievement.

. and

Shares with
professional
organizations and other
community groups
effective practices
refated to building
collective efficacy and
empowerment.

Develops and
implements palicies and
procedures designed to
raintain high levels of
collective efficacy and
empowerment.

Comments:

12 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010,




North Carolina Superintendent Evaluation Process

Suggested Data and Documents:

[ Climate survey data

[ NCTeacher Working Conditions Survey results

O Teacher retention data

[ Student performance data

1 Community support of the district

[ Awards structures developed by the district and schools

a. Professional Development/Leaming Communities: The superintendent ensures that the district is a professional leaming

community.

- Developing

- Distinguished

* {Comment Required) "

O Implements
professional learning
communities

throughout the district.

[ Supports ongeing
_professional
development activities

throughout the district.

[ Enlists the support of
teachers to impiement
professional learning
communities.

. and

Supports professional
learning communities
quided by the district's
strategic plan,

focused on results,
and characterized by
collective responsibility
for 21% century student
learning.

Assures scheduling
processes and
protecols that provide
individual and ongoing
collaborative planning
time for every teacher.

Medels the importance
of continued adult
learning by engaging

in activities to develop
professienal knowledge
and skill.

Provides for
professicnal
development that

is aligned with 2175
century curricular,
instructicnal, and
assessment practices;
connected to district
improvernent goals; and
differentiated based on
staff needs.

.and

Engages district
leadership as a
professional learning
comrnunity to advance
the district's strategic
plan.

Monitors the efficacy
of professional learming
communities in

promoting district goals.

0

. and

Implements policies
and crganizational
structures that
integrate professional
development and
professicnal learning
communities into the
cuiture of the district
and schools.

Establishes structures
to ensure sharing

and collaboration
among professicnai
learning communities

throughout the district.

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education.
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North Carolina Suparintendent Evaluation Process

b. Recruiting, Hiring, Placing, and Mentoring Staff: The superintendent establishes processes and systems in order to ensure a

Dev_elopi_ng_:" e

high-quality, high-performing staff.

© Proficient . .

" Adcomplished

‘Distinguished

Not Deriionstrated * -

| - (Comment Required)

ldentifies district and
individual school needs
regarding:

[ Hiring new staff.
[ Placing new staff.

[d Recruiting new staff.

3 Mentering new staff.

. and

Croates and implements
effective policies and
procedures for:

[ Recruiting and
retaining highly
qualified and diverse
personnel,

[ Continuously
sedrching for the
best placement and
utilization of staff
to fully develop and
benefit from their
strengths.

[ Ceaching and
mentoring new staff
members to support
their success.

[ Identifies strategic

positions in the district
and has a succession
plan far each key
position.

.and

District pelicies and
procedures resultin
a highly qualified and
diverse staff,

Supports other
district leaders in
the development of
effective recruitment
and retenticn
strategies.

Builds the capacity of
orincipals and other
district leaders to apply
policies and adapt
procedures to the
unigue needs of their
buitdings or instructional
contexts.

. and

Makes recruitment,
hiring, and placement
an engoing process and
conscientiously seeks
out highly qualified

staff in anticipation of
specific vacancies.

Makes recruitment
and retention of highly
qualified staff an
operational pricrity in
the district.

¢. Teacher and Staff Evaluation: The superintendent ensures that staff members are evaluated in a fair and equitable manner with
the focus on improving performance and, thus, student achievement. :

{1 Sugpports and fully
Carolina Educator
assure that all staff

fairly and equitabty.

implements the North
Evaluation System to

members are evaluaied

.and

Fosters a culture of
continuous growth
and development

that uses the results
of evaluations to
improve performance
throughout the district.

Supports all staff in
identifying professional
goals related to
improving student
learning through the
development of a
professional growth
plan.

Monitors how
effectively principals
and other district
leaders apply the North
" Carolina Educator
Evaluation System.

. and

Holds principals and
other district leaders
accountable for the

full and compleie
implementation of the
North Carolina Educater
Evaluation System.

Establishes procedures
10 assure that multiple

assessments are used

o evaluate staff.

. and

Menitors the results
of staff evaluations
and uses the results
to develop district-
wide professional
development plans.

Removes ineffective
staff members.

14 Developed in collaboration with the NC State Beard of Education. Approved September 2, 2010.



North Carcling Superintendent Evaluation Process

Comments:;

Suggested Data and Documents:

Student performance data

District strategic plan

NC Teacher Working Conditions Survey results

Nurmber of teachers with National Board Certification and graduate/
advanced level licensure

Ccood

Leadership development plan
Copies of professional growth plans for school executives

District plan or policy defining the role of teachers in making or
participating in making resource allocation decisions, such as the use
of time, budgets, and other resources, to meet the individual needs

0 0 oood3a

Teacher; school executive; and staff diversity, recruitment, and

retention data

Record of professional development provided staff and an
assessment of the impact of professicnal development on student

learning

of each student
1 District leadership succession plan

a. School Resources and Budget: The superintendent establishes budget processes and systéms focused 6n, and resulting in,
improved student achievement.

Distinguishied

|dentifies and plans for
facility needs.

Manages the district
budget and resources
according to legal and
ethical standards.

Uses district resources
in ways that are
efficient and reflect
respansible stewardship
of public resources.

Knows and is able to
apply sound business
practices for budgeting
and accounting.

Utilizes collaborative
processes to determine
financial priorities and
establish a balanced
operational budget for
school programs and
activities.

.and

Strategically aligns
resource allocation 1o
support the district's
vision and strategic
plan.

Uses value-added
assessment to improve
the relevancy and
impact of resource
allocation and use.

Ensures that necessary
resources, including
time and perscnnel,
are allocated to achieve
the district’s goals

for achievement and
instruction.

. and

Develops the capacity
of principals and other
district leaders to
design transparent
systems to equitably
manage human and
financial resources.

Holds principals and
other district leaders
accountable for using
resources to meet
instructicnal goals and
support teacher needs.

Routinely and
conscientiously
monitors the use of
district rescurces to
ensure fairness and
equity.

Leverages district
rasources to attain
their highest and bast
use to improve student
learning.

. and

Effectively
communicates the
district’s budget and
resource allocation in
ways that build the
understanding and trust
of constituents.

Uses the budgetary
process to assure that
effective programs are
maintained and less
efiective programs are
eliminated.

Embeds transparency
into the processes that
create the district's
financial policies and
procedures.

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education.




North Carolina Superintendent Evaluation Process

b. Conflict Management and Resolution: The superintendent sffectively and efficienty manages the complexity of human
‘| interactions so that the focus of the district can be on improved student achigvement.

f_r_;D'éveIopin'g- L

' Prdfi¢ie_nt

- Accomplished

. Distinguished

Not Derhonstrated

~.(Comment Required)

0

] Demonstrates

awareness of potential
problems and/or areas
of conflict within the
district.

Understands that
conflict is a part
of shared human
endeavor. ’

Articulates knowledge
of strategies for
constructively engaging
conflict.

Madels appropriate
behavicr,

. and

Creates processes

to build consensus,
communicate, and
resolve conflicts in a fair
and democratic way.

Allows others to
express views that are
contrary to her or his
own views in ways
that are professionally
appropriate.

. and

Discusses with staff
and implements
solutions to address
potentizlly discordant
issues.

Develops in principals
and other staff the
capacity to manage
conflict.

. and

Monitors staff response
to discussions about
solutions to potentially
discordant issues

to ensure that all
interests are heard and
respected.

Resolves conflicts to
ensure the best interest
of students and the
district result.

c. Systernatic Communication: The supsrintendent designs and utilizes various forms of formal and informal communication so
that the focus of the school can be on improved student achievement.

Q

Communicates
necessary information
to relevant district staff
members.

Uses a variety of
media to communicate
to0 relevant staff and
students.

a

. and

Assures that district
staff and stakeholder
groups receive and
exchange informaticn in
a timely mannar.

Uses a variety of media
to communicate with
principals and other
stakeholder groups.

Develops a system of
communication that
contributes to realizing
district goais.

a

. and

Uses a variety of media
to communicate with
all members of the
community.

Ensures that

all community
stakeholders and
educators are aware
of district goals

for instruction and
achievement, activities
used to reaching these
geals, and progress
toward achieving these
goals.

Develops the capacity
among principals and
staff to use a varisty of
media to communicate
with all members

of their respective
communities.

Holds principals

and district leaders
accountable for
implementing the
communication

system throughout

the district that

results in a timely and
responsible exchange of
information.

0

a

. and

Anticipates the
information needs of
the various community
stakeholder groups
and provides this
information in a timely
and effective manner.

Institutionalizes

routine communication
strategies that ensure
that all stakeholder
groups have the
infermation they need.

Establishes various
advisory groups to
improve external and
internal communication.

16 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010.




North Carolina Superintendent Evaluation Process

d. District Expectations for Students and $taff: The superintendent develops and enforces expectations, structures, rules, and

procedures for students and staff.

" Devsloping - -

. '_'F‘roficient :

" - Accornplished - .

. . Distinguished

. Not Demonstrated
" (Comment Required) -

[ Develops the district
and school safety and
crisis plans, community
ermergency response
plan, and the district’s
data security plan in
collaboration with
appropriate local, state,
and federal officials.

. and

Collaboratively develops
and enforces clear
expactations, structures,
rules and procedures for
ensuring:

[ Effective and efficient
oparations including
management,
business procedures,
and scheduling.

[d The health and safety
of students and staff
including physical and
emotional well-being.

The security of
all sensitive and
confidential data.

J

. and

Systematically monitors
the implementation

of district rules and
procedures.

Implements innovative
approaches o increase
the effectiveness and
efficiency of district
operations; improve
the health, safety, and
smotional well-being
of students and staff;
and ensure the security
of all sensitive and-
confidential data.

. and

[ Evaluates the impact
of disfrict rules and
procedures on safety,
security, and well-
being, and uses the
resuits to improve
the effectiveness and
efficiency of district
operations.

[ Focuses all district
staff on the need for
& secure and safe
working environment.

Creates appropriate
partnerships with ather
community safety and
emergency institutiens.

Comments:

Suggested Data and Documents:

0

District strategic plan

transportation)

|
a
a

External reviews and audits (e.g., budget, child nutrition,

throughout the schogl community

Copies of district procedures and publications (e.g., student
handbecks, discipling policies, safety procedures)

Communication of safety procedures and behavioral expectations

[ NC Teacher Working Conditions Survey results
[ District and school safety and crisis plans

[ Community emergency response plan

Approved September 2, 2010. Developed in collaboration with the NC State Board of Education. 17



Nerth Carolina Superintendent Evaluation Process

-'Standard 6:. External Development Leadershnp—A supenntendent i concert W|th the Iocal board of educatnon desrgns struotures
! ’and processes that: fesultin broad: commumty engagement with: support or, Tafo ownershtp ofthe district-vision. Acknowledglng
.tha heols burld strong communltles 1he, supennte di / ates, W|th school and-district staff, opportunities- dor- -
parent communrty members government leaders, and- busmess representatives to. part cuoate Wlth therr |nvestments o_ esou'rces _

dg. odW|II T ) .

a. Parent and Community Involvement and Qutreach: The superintendent designs structures and processes which result in

parent and community engagement, support and ownership for the district.

. Developing

Proflcrent

" Distinguished "

Not Demonstrated. . -

© {Comment Required} -

d

O

Identifies groups and
potential partners within
the community.

Ensures that all parental
and community
invalverment activities
honor the cultures and
traditions of the local
community.

Interacts with parents
and cammunity groups
that have a critical role
in developing support
for the school district.

Q

. and

Builds relationships
with individuals and
groups o support

the district’s learning-
teaching agenda and its
potential for individual
school and school
district improvement.

Builds community
understanding of what

is required to ensure
that every public school
student graduates from
high school glebally
competitive for work and
postsecondary education
and prepared fer life in
the 21 century.

Creates opporiunities
for both staff
involvement in the
community and
community involvement
in the schools.

.and

Assumes leadership
roles in important local
organizations (e.g.,
serving on boards

of directors, chairing
important committess
or task forces, leading
new gommunity
initiatives).

Actively and affectively
develops community
trust in the school
district through
speaking engagements,
town hall meetings,
public forums, media
outlets, events, and
other approaches.

Seeks out and creates
new opportunities for
meaningful partnarships
or collaborative
endeavors.

. and

[ Uses relationships

and partnerships to
affect community-wide
change that improves
both the community

and work of the district.

[ Manages an ever

broadening portfolic
of partnerships and
collaborations that
support and help to
advance the sirategic
plan.

18 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010.




North Carolina Superintendent Evaiuation Process

b. Federal, State, and District Mandat
state, and district mandates.

es: The superintendent designs protocols and processes in order to comply with federal,

Distinguished

" ‘Nt Demonstrated '

- Peveloping - Proficient 1 Accomplished = .- . " {Comment Required)
[0 Defines, understands, . and .and . and
and communicates Designs protocols (1 Routinely and Interprets federal, state,

the impact of legal
issues affecting public
education.

Prepares and
racommends district
policies in compliance
with local, state, and
federal requirements.

Utilizes legal systems
to protect the rights of
students and staff.

and processes that
ensure compliance
with federal, state, and
district mandates.

Facilitates the
implemantation of state
education policy. |

Prepares and
recormmends district
policies in compliance
with local, state, and
federal requirements, |
that improve student
learning and district
performance.

Applies laws, policies,
and procedures |
fairly, wisely, and
considerately.

Utilizes legal systems
to improve learning
opportunities.

consistently assesses
the progress of district
compliance with local,
state, and federal
mandates and adjusts
as necessary.

Guides the
development of district
goals and initiatives
directed at improving
student achievernant.

Develops in principals
and other district staff
the capacity to comply
with local, state, and
federat mandates.

Helds principals and
other staff accountable
for compliance with
local, state, and federal
mandates.

and district mandates
30 that they are viewed
as opportunities for the
district.

Comments:

Suggested Data and Documents:

o000y

District strategic plan

Minutes from school board meetings

Survey results from parents and other community leaders

Business partnerships and projects involving business pariners
Visible support for district goals and priorities from community

leaders, such as educational foundation activities, civic club

scholarships, ste.

Partnership agreements and ather docurnents to support collzborative

effort for achieving school district goals and prioritles

o oo o o

courses

Accounts of school and district accomplishment in various forms of
public media

Newsletters and other public engagement docurments designed to
strengthen connections to the community

Membership and pariicipation with community organizations

Community college/university partnerships, collaborative projects,
and professional development initiatives

Student enrollment data for community college and university

Approved September 2, 2010. Developed in collaboration with the NC State Board of Education. 19




North Carolina Superintendent Fvaluation Process

Standard 7 Mlcro-polltlcal Leadershlp—The Supermtendent promotes th ; success of Iearnlng and teachmg by understandmg,

: superlntendent Works W|th the board of . d ‘
_of all students : o :

a. Supenntendent Micro-political Leadership: The superintendent develops systems and relationships to leverage staff expertise

and influence in order to influence the district’s identity, culture, and performance.

L -:. _Ieve_l.éb_in'gi_ L

-..Dlst_lngulsheq, s (Com ; er:!?ﬁéd.liiféd)'-_

[d Defings and

understands the
internal and external
political systems
and their impact

on the educational
organization.

Surveys and
understands the
political, econgemic,

and social aspects/
neads of groups in the
community and of the
community at large for
effective and responsive
decisicn making.

Maintains a positive
working relationship
with the school board.

.and

Providaes |eadership

in defining
superiniendent and
board roles and mutual
expectations that
result in an effective
superintendent-board
working relationship.

Develops relationships
with district and
influential community
groups that further
the district's goals of
positive culture and
student performance.

. and

Accesses local, state,
and national political
systemns to provide
input on critical
aducational issues.

Develops the capacity
of principals and staff
to foster relationships
with influential school
and school-community
groups that further
the district’s goals of
positive culture and
student learning.

Systematically develops
relationships with
increasing numbers

of community groups
that resutt in increasing
community involverment
in the schools and in
enhancing teacher and
principal effectiveness.

. and

Influences local, stats,
and national political
systems on critical
educational issues.

Estaklishes through
policies and procedures
a pelitical environment
that is inclusive of
diverse groups,
viewpoints, and
interests.

Comments:

Suggested Data and Documents:
[ Outreach efforts
[ Schocl board policies

[ Parent, commmunity, and staff survey data
[} Teacher, school executive, and staff retention data
[ Ability to confront conflict and build consensus [ Minutes and reports

[ Shared decision making [} Superintendent's performance goals

20 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010,



North Carolina Superintendent Evaluation Process

Superintendent Summary Evaluation Worksheet

This form is used to summarize self-assessment and evaluator ratings in preparation for the summary evaluation conference.

Date:

Name of superintendent:

District:

Title:
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eon1j0d-0401A] JUSPUILUBANS (HRIBAD

diysispes |eanjod-olay Juspusuuadng

Micro-political
Leadership
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sajepuely 19141810 pue ‘a1e1s ‘|elaped

yoeanno
PUR JUSWIAAIOAU| AHUNWWIOS PUE JuBiRd

Extemal
Development
Leadership

" diyssepea [enaBeuryy ijesend

Hels pue SjUBPNIS 10} sUo)EIadx] JoLIsI]

UOHEDILUNLIWOD JWSISAS

ucnnjosay 1§ Wawabeuey 1211U0D

12Bpng pue $824n083Y |00

Managerial Leadership

diysiapes] 30N0SeY URLUNY (J[RBEAD

UGIEN|BAT JEIS PUE 181)088]

yeig Bulouey g ‘Buily ‘Buniniey

‘wwey Bujuies'Ae( [BUOISSAJ0I

Human Resource
Leadership

diysiapea |enyng :|=A0
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spiemay pue sjuewys|dwony
s81eIge|aD isaun| 4 $9Bps|mowDy
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Cultural Leadership

diysiepeaT [BUONINISY| |RIBAD

JUSLUSSASSY 1§ ‘UOIIINIISU| ‘Wnnalung
‘Buiyoes] pue Bujuiea uo sniog

Instructional
Leadership

diysiepee sbajens iREAD

dysiapesn] aAlNqIIsIq

Name of evaluator:

aBueyn Burpea

ue|d o1Bateng 10us1q

Strategic Leadership

Not
Pemonstrated

Developing

Proficient

Accomplished

Distinguished

1. Individual school board member ratings: Each school board member should tecord his or her rating of the superintendent’s performance on
individual descriptors. The overall rating is the middle rating of all of the element ratings for each standard.

2. Tally individual school board membert ratings: Individual school board member ratings are tallied according to the scoring directions on pages 6—7.

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education. 21
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North Carolina Superintendent Evaluation Process

Sample Completed Rubric for Evaluating North Carolina Superintendents

'-Standard 1: Strateglc Leadershlp—Supermtendents create condltrons"& : at result |n'

g teglcally relmaglng the dlstnct 5. ws:on'-'---f '

establish these attributes and the ways they are embodied in the life of the community.

a. District Strategic Plan: The district's identity (its vision, mission, values, beliefs, and goals) is derived from the processes used to

© Proficient . ©

.~ Distinguished:

Not Demonstrated -
(Comment Reqmred)“."‘

Develops and
communicates a
personal vision of a 21
century school district.

Creates a working
relationship with the
local board of education
that results in a shared
vision for the district of
the changing world in
the 21%t century.

Convenes a core group
of district leaders

to develop a district
improvement plan
focused on student
learning and targeting
shori-term goals and
objectives.

Effectively

..and
v Facilitates the

development and
implementation of a
district strategic plan
aligned to the district’s
mission, local priorities,
and to the mission

and goals of the North
Carolina State Board of
Education.

Participates

in consistent,
sustained, and open
communication with
principals about how
school policies and
practices relate to the
district’s mission and
vision.

..and

Ensures that the
district’s strategic
plan is implemented
as intended by its
developers.

Develops relationships
within and beyond the
school community that
ensure understanding
and appreciation of
the district's vision and
that positively affect
and are affected by the
commmunity contaxt,

Develops effective
systems of open and
honest communication
between and among
district leaders, the

business community,
faith community,
parents, and students. | (3

Creates processes and
procedures for developing,
implementing, and
maintaining the district’s v
strategic plan that:

communicates district
improvement plan to
principals.

Uses input from all

stakeholder groups
to determine the

v’ Uses multipfe sources
of data (e.g., student

performance data, data | [ Ensure the periodic

from the North Carolina
Teacher Working
Conditions Survey)

to develop goals and
objectives and facilitate
needed changes for
improvement.

review and update of
the district’s vision,
mission, and strategic
goals.

Criva decisions and
reflect the culture of the
district.

Establish clear priorities
among the district’s
instructional goals and
objectives.

effectiveness of
strategies used to
meet goals and
guide revisions to the
strategic plan.

.. and

Leads in such a way
that the district's
strategic plan and
implementation
processes are referred
to by other districts as
a model that prompts,
supports, or guides
simitarly integrative
and effective ptanning
efforts.

Conscientiously and
routinely solicits input
from stakeholder
groups to determine
the effectiveness of
the district's strategic
plan and ensures that
changes to the plan are
made based on such
information.

Establishes a rigorous
and systematic
approach to update or
rewrite the district’s
vision, missicn,
values, beliefs, and
geals statements

con a collabaratively
established and well-
publicized schedule.

24 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010.




Morth Carolina Superintendent Evaluation Process

b. Leading Change: The superintendent articulates a vision and implementation strategies for improvements and changes that result

in improved achievement for all students.

' .-: _ : 7-‘D'e'\;"elo.ping

S Proficient.

E Accomplished _' o

 Distinguished

' Not Demonstrated
(Comment Required) .

v' Clearly articulates the
skills and experiences
students will need to

live and work in the 21

contury,

v" Identifies potential
school and district
changes for improving
student learming.

v’ Understands the

fundamentals and value

of program evaluation.

.and

Systermatically
challenges the status
guo and implaments
change focused on
improving student
learning of 21* century
knowledge and skilis.

Routinely anc
systematically uses
rigorous evaluation
techniques to
determine the efficacy
of change efforts an
student achievement.

Clearly and regularly
communicates te all
stakeholders the results
of evaluation of change
efforts.

Uses the results of
evaluation to adapt
existing processes
and o develop and
implement new
processes for ensuring
student learning.

Is a driving force behind
major initiatives that
help students acquire
21% century skills.

v

.and

Increases student
learning of 21% century
knowledge and skills as
a result of routine and
systernatic evaluation
clearly indicate.

Uses evaluation results
to identify and eliminate
programs and initiatives
that are ineffective or
inefficient.

.and

Institutionalizes

the changes that

have brought about
improvement in student
learning.

Serves as a |leader or
menitor to assist other
superintendents in
guiding data-driven
decision making and
change.

¢. Distributive Leadershi

throughout the district.

p: The superintendent creates and utilizes structures that distribute leadership and decision making

¥~ Uses input from a
variety of stakeholder
groups, including
parents, district staff
rnembers, school
bioard membears, and

carmmunity members to

rmake decisions.

v Understands the culture

of leadership in the
district.

v Articulates the
rationale of distributed
leadership.

v

.and

Implements structures
to distribute leadership
and decision making

among staff membars
throughout the district.

Develops capacity of
educators to effectively
assume leadership

roles and holds them
accountable for doing so.

Participates

in consistent,
sustained and open
communication with
principals, particularly
about how policies and
practices relate to the
district mission and
vision.

.and

Implements structures
to distribute leadership
and decision making

in ways that include

a wide range of
stakehaolders including
parents and community
members.

Creates policies,
procedures, and
processes that support
distributed leadership.

Uses distributed
leadership to promots
efiective change
throughout the district
and to support ongoing
improvement of student
learning.

.and

Fosters the career
development of
principals, teachers, and
other staff members

by placing them in
leadership and decision-
making roles.

Encourages staff
members tc

accept leadership
responsibilities outside
the district.

Models what is
expected.

Approved September 2, 2010. Developed in collaboration with the NC State Board of Education. 28



North Carolina Superintendent Evaluation Process

Comments:

ooodo

District strategic plan

School improvement plans are implernented, assessed, and medified

Suggested Data and Documents:

Effactively functioning, elected sthool improvement {sams

Superintendent’s performance plan alignad with state and local

strategic priorities and cbjectives

[ Staff can articulate the district’s direction and focus
[ Student performance data
[ Student achievement and testing data

RTE

olessional practice. of 212

I-lea

standards for curriculum, instruction, and assessment b
expectations for students.

a. Focus on Learning and Teaching; Curriculum, Ins_tmctioh, and Assessment: The superintendent leads the discussion about
ased on research and best practices in order to establish and achieve high

Communicates strong
professional heliefs
about schools, learning,
and teaching that reflact
latest research and best
practice in preparing
studenis for success in
college or in work.

Knows 215 century
curricular, instructional,
and assessment
practices.

Sets high expectations
and concrete district
goals focusad on
learning and teaching.

Articulates the practice
of superintendent
leadership in the
context of 21% century
knowledge and skills.

. end

Challenges staff to
reflect on and define
the knowledge, skills,
and concepts essential
for ensuring that every
student graduates from
high school prepared for
life in the 21 century.

Ensures that thera is
an appropriate and
logical alignment
hetween the district’s
curriculum, instruction,
and assessment, and
the state accountability
program.

Designs scheduling
processes that
maximize learning time.

Implements 21 century:

¥ |nstructional tools and
best practices,

v Assessment and
feedback processes,

v’ Professional
development
programs on
instructional
leadership, and

v Uses of student
assessment data to
improve instruction.

. and

¥ Holds all district

staff accountable

for achieving district
learning and teaching
goals.

v Leverages alignment of

curriculum, instruction,
and assessment to
maximize student
learning of 215 century
knowledge and skilis.

¥ Monitors the

effectiveness of
curriculum, instruction,
and assessment in
promoting increased
student learning.

v Uses the results

of monitering to

make adaptations to
curriculum, instruction,
and assessment.

v Ensures that

instructional time is
valued and protected
across the district.

¥" Develops appropriate

rewards for and
recognition of improved
student achigvement.

. and

Develops policies and
organizational structures
o ensure that effective
glignment practices are
sustained.

Shares with the larger
professional community
practices and
procedures that have
resulted in improved
student achievement.

26 Deveioped in collaboration with the NC State Board of Education. Approved September 2, 2010.




North Carolina Superintendent Evaluation Process

Comments:

Suggested Data and Documents:
[ District strategic plan [ Student performance data
I Scheol improvement plan [ Use of formative assessment to impact instruction

[ Professicnal development plans based on data (e.g., student 7] District instructionat evaluation program

performance, rasults of the NC Teacher Woarking Conditions Survey)

[ Student performance goezls

a. Focus on Collaborative Work Environment: The superintendent understands and acts on the understanding of the positive role
that a collaborative work environment can play in the district’s culture. '

v" Collaborates with ...and ...and ...and
central office staff, local |
schoot hoard members,
and principals.

Designs elements v Holds principals v" Develops a plan to
of a collaborative and other district implement policies
and positive work leaders accountable and procedures that

v" Solicits advice and anvironment throughcut for establishing ensure cohesion and
guidance of key the district. and maintaining cooperation among
advisors and mentors. v Routinely and collgboratlvei work staff.

¥ Uses multiple sources systematically seeks environments. [} Establishes working

relationships with
professional colleagues,
business and industry

the advice and guidance | ¥~ Monitors improvement
of teachers, principals, of the work
staff, board membaers, environment in

of data to understand
the culture of the
district.

and other stakeholders
regarding the strategic
direction of the district,

Uses data to create and
maintain a positive work
envircnment.

Develops the capacity
of principals and other
district leaders to
establish and maintain
collaborative work
environments.

individual schools and
throughcut the district.

associates, and policy
makers to suppert the
collaborative culiure of
the district.

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education. 27
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h. Acknowledges Failures; Celebrates Accomplishments and Rewards: The superintendent acknowledges failures and celebrates

| accomplishments of the district in order to define the identity, culture, and performance of the district.

e e copE i i R TR T 1 NotDenionstrated
Developing. .~ | ... . Proficient. |+ - Accomplished .. - |.- . Distinguished. - .{. (Copmﬁ\iehi Flequirer::l)
v Recognizes district ... and ...and . and
shortcorlmags and v’ Uses established v Recognizes individual [ Institutionalizes the
acgomplishments. criteria for performance and collective district's response
v" Understands the as the fundamental contributions toward to success and

importance of
acknowledging
concerns and
celebrating
accornplishments.

basis for evaluation,
reward, and
advancement.

When possible,
collaborates with
principals to establish
criteria for evaluating
programs and
performance.

Uses shortcomings
as opportunities to
improve.

Utilizes reward and
advancement as a

way to promote the
accomplishments of the
district.

attainment of strategic
goals.

3 Implements an

increasing number of
processes to evaluate
district programs

and initiatives for the
purpose of identifying
district successes and
failures.

Effectively
communicates with
stakeholder groups
the successes and
shortcomings of the
district.

shortcomings.

c. Efficacy and Empowerment: The superintendent develops a sense of efficac
the district’s identity, culture, and performance.

y and empowerment among staff which influences

v

Has a sense of
professional efficacy
and belief in her or his
ability to affect positive
leadership in the
district.

Understands the

value of efficacy

among district staff in
promoting district goals.

Establishes an
envirenment of trust
among staff.

Builds efficacy and
empowerment amang
staff.

v

. and

Establishes an
environment of trust
among staff, students,
parents, and the
community at large.

Communicates a
belief in the ability

of personnel to
accomplish substantial
cutcomes.

Implements strategies
that build efficacy and
empowerment among
principals.

. and

Builds efficacy and
empowerment among
stakeholder groups to
increase capacity to
accomplish substantial
outcomes.

[d Monitors the climate

of the district to
evaluate changes in the
sense of efficacy and
empowerment of all
stakeholder groups.

Usaes collective efficacy
and empowerment
among stakeholder
groups tc impact
student achievement.

.and

Shares with
professional
organizations and ather
community groups
effective practices
related 1o building
collective efficacy and
empowerment.

Develops and
implemerits policies and
procedures dssigned to
maintain high leveis of
collective efficacy and
empowerment.

Comments:
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North Carolina Superintendent Evaluation Process

Suggested Data and Documents:

' [ Climate survey data

[0 NCTeacher Working Conditions Survey results

[ Teacher retention data

O Student performance data
[ Awards structures developed by the district and schools
1 Community suppoert of the district

a. Professional Development/Learning Communities: The superintendent ensures that the district is a professional learning

community.

-~ Developing -

Proficient. = .

| (Comment Required)

v Implements
professional learning
communities

throughout the district.

v" Supports ongoing
professional
development activities

throughout the district.

v Enlists the support of
teachers to implement
professional learning
communities.

. and

Supports professional
learning cemmunities
guided by the district's
strategic plan,

focused on results,
and characterized by
collective responsibility
for 21% century student
learning.

Assures scheduling
processes and
protocols that provide
individual and ongoing
collaborative planning
time for every teacher.

Models the importance
of continued adult
learning by engaging

in activities to develop
professicnal knowledge
and skill.

Provides for
professional
development that

is aligned with 21%
century curricular,
instructional, and
assessment practices;
connected to district
improvement goals; and
differentiated based on
staff needs.

. and

Engages district
leadership as a
professional learning
community to advance
the district's strategic
plan.

Monitors the efficacy
of professional learning
communities in
promoting district goals.

. and

Implements policies
and organizational
structures that
integrate professional
development and
professional learning
communities into the
culture of the district
and schools.

Establishes structures
to ensure sharing

and collaboraticn
among professicnal
learning communities
throughout the district.
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b. Recruiting, Hiring, Placing, and Mentoring Staff: The superintendsnt establishes processes and systems in orcer to ensure a

-i .. Developing

high-quality, high-performing staff.

Proficient o

:.'.,Ac:eibmplfsh'e_d. '

V Distingﬁri_s['.\'ed- o

. “Not Demonstrated
~{Comment Required)

ldentifies district and
individual school needs
regarding:

v’ Hiring new staft.
v’ Placing new staff,

v Recruiting new staff.

v" Mentoring new staff.

. and

Creates and implements
effective policies and
procedures for:

¥’ Recruiting and
retaining highly
qualified and diverse
personnel.

¥ Continuously
searching for the
best placement and
utilization of staff
to fully develop and
benefit from their
strengths.

v Coaching and
mentoring new staff
members to support
their success.

v identifies strategic

positions in the district
and has a succession
plan for each key
position.

.. and

v

District policies and
procedures result in
a highly gualified and
diverse staff.

Supports other
district leaders in
the development of
affective recruitment
and retention
strategies.

Builds the capacity of
principals and other
district leaders to apply
policies and adapt
procedures to the
unique needs of their
buildings or instructional
contexts.

. ard

Makes recruitment,
hiring, and placement
an ongoing process and
conscientiously seeks
out highly gualified

siaff in anticipation of
specific vacancies.

Makes recruitment
and retention of highly
qualified staff an
operational priority in
the district.

c. Teacher and Staff Evaluation: The supsrintendent ensures that staff members are evaluated in a fair and equitable manner with
the focus on impreving performance and, thus, student achievement.

¥ Supports and fully
Carolina Educator
assure that all staff

fairly and equitably.

implements the North
Evaluation System to

members are evaluated

. and

Fosters a culure of
continuous growth
and developmant

that uses the results
of evaluations to
improve performance
throughout the district.

Supports all staff in
identifying professicnal
goals related to
improving student
learning through the
development of a
professional growth
plan.

Monitors how
effectively principals
and other district
leaders apply the North
Carolina Educator
Evaiuation System.

. and

Holds principats and
other district leaders
accountable for the

full and complete
implementation of the
North Carelina Educator
Evaluation System.

Establishes procedures
to assure that multiple

assessments are used

to evaluate staff.

. and

Monitors the resuits
of staff evaluations
and uses the results
to develop district-
wide professional
development plans.

Removes inefiective
staff members.
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Comments:

Suggested Data and Documents:

Student performance data

District strategic plan

NC Teacher Working Conditions Survey results

Number of teachers with National Board Certification and graduatse/
advanced level licensure N

Ooodd

Leadership development plan
Copies of professional growth plans for school exacutives

District plan or policy defining the role of teachers in making or
participating in making resource allocation decisions, such as the use
of time, budgets, and other resources, to meet the individual needs

cC O Ooood

Teacher; school executive; and staff diversity, recruitment, and

retention data

Record of professional development provided staff and an
assessment of the impact of professional developmsnt on student

learning

of each student
[ District leadership succession plan

a. School Resources and Budget: The superintendeht establishes budget processes and systems focused on, and resulting in,
improved student achievement. i

|dentifies and plans for
facility needs.

Manages the district
budget and resources
according to legal and
ethical standards.

Uses district resources
in ways that are
efficient and reflect
responsible stewardship
of public resources.

Knows and is able to
apply scund business
practices for budgeting
and accounting.

Utilizes collaborative
processes to determine
financial priorities and
establish a balanced
operaticnal budget for
school programs and
activities.

. and

Strategically aligns
resource allocation to
support the district’s
vision and strategic
plan.

Uses value-added
assessment to improve
the relevancy and
impact of resource
allocation and use.

Ensures that necessary
rgsources, including
time and personne!,
are allocated to achieve
the district’s goals

for achievement and
instruction.

.and

Develops the capacity
of principals and cther
district leaders to
design transparant
systems to equitably
manage human and
financial resources.

Holds principals and
other district leaders
accountable for using
rescurces to mest
instructional goals and
support teacher needs.

Routinely and
conscientiously
monitors the use of
district resources to
ensure fairness and
equity.

Leverages district
resources to attain
their highest and best
use to improve student
learning.

.. and

Effectively
communicates the
district’s budget and
resource allocation in
ways that build the
understanding and trust
of constituents.

Uses the budgetary
process to assure that
effective programs are
maintained and less
effective programs are
eliminated.

Embeds transparency
into the processes that
create the district’s
financial policies and
procedures.
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North Carolina Superintendent Evaluation Process

b. Conflict Management and Resolution: The superintendent effectively and efficiently manages the complexity of human

interactions so that the focus of the district can be on improved student achievement.

strated -

=, Developing.. . - . -~ Proficient RN Accompli g Distinguished: S e
SR opIng Cle N | AGEOoN ij‘sh.e‘d _ islinguished -{Comment Required) -
v" Demonstrates .and ...and . and
awabrleness D; /potentlai Creates processes v Discusses with staff Monitors staff response
p;o 3;1'75 an_thqr a;}eas to build consensus, and implements to discussions about
3‘ con ict within the communicate, and solutions to address solutions to potentially
Istrict. resolve conflicts in a fair potentially discordant discordant issues
v’ Understands that and democratic way. issues. to ensure that all
c?nﬂwt 'g E part Aligws others to v Develops in principals '”tereStS;re heard and
o s ared human express views that are and other staff the respected. .
endeavor. caontrary to her or his capacity to manage Resolves conflicts to
v’ Articulates knowledge OWnN VIEWS in ways conflict. ensure the best interest
of strategies for that are professionally of students and the
constructively engaging appropriate. district result.
conflict.
v Models appropriate
hehavior.

c. Systematic Communication: The superintendent designs and utilizes various forms of formal and informal communication so

that the focus of the school can be on improved student achievement.

v

Communicates
necessary information
to relevant district siaff
members.

Uses a variety of
media to communicate
to relevant staff and
students.

. and

Assures that district
staff and stakeholder
groups receive and
exchange information in
a timely manner.

Uses a varigty of media
to communicate with
princigals and other
stakeholder groups.

Develops a system of
communication that
contributes to realizing
district goals.

v

. and

Uses a variety of media
to communicate with
all members of the
community.

Ensures that

alt community
stakeholders and
educators are aware
of district goals

for instruction and
achievement, activities
used to reaching these
goals, and progress
toward achieving these
goals.

Develops the capacity
among principals and
staff ic use a variety of
media ¢ communicate
with all members

of their respective
communities.

Holds principals

and district lsaders
accountable for
implementing the
communication

system throughout

the district that

results in & timely and
responsible exchange of
information.

.and

Anticipates the
information needs of
the various community
stakehalder groups
and provides this
information in a timely
and effective manner.

Institutionalizes
routing communication
strategies that ensure
that all stakeholder
groups have the
information they need.

Establishes various
advisory groups to
improve external and
internal communication.

3?2 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010.



Morth Caroling Superintendent Evaluation Process

d. District Expectations for Students and Staff: The superintendent develops and enforces expectations, structures, rules, and

procedures for students and staff.

. Developing

. Proficient . ..

el chompl'isihed .

C Distingt@_ished

-] -{Coniment Required) -

Not Défnonstratad ™

v" Develops the district
and school safety and
crisis plans, community
emergency response
plan, and the district’s
data security plan in
collaboration with
appropriate local, state,
and federal ufficials.

.and

Collaboratively develops
and enforces clear
expectations, structures,
rules and procedures for
ensuring:

v' Effective and efficient
operations including
management,
business procedures,
and scheduling.

¥’ The health and safety
of students and staff
including physical and
emational well-being.

v" The security of
all sensitive and
confidential data.

.and

Systernatically monitors
the implementation

of district rules and
procedures.

Implements innovative
approaches to increass
the effectiveness and
efficiency of district
operations; improve
the health, safety, and
emotional weli-being
of students and staff;
and ensure the security
of all sensitive and
confidential data.

. and

Evaluates the impact
of district rules and
procedures on safety,
security, and well-
being, and uses the
results to improve
the effectiveness and
efficiency of district
operations.

Focuses all district
staff on the need for
a secure and safe
working environment.

Creates appropriate
partnerships with cther
community safety and
emergency institutions.

Comments:

Suggested Data and Documents:

[ District strategic plan

External reviews and audits {e.g., budget, child nutrition,

transportation}

handbooks, discipline policies, safety procedures)

W
[d Copies of district procedures and publications (e.g., student
(W

Communication of safety procedures and behavioral expectations

throughout the schoal community

[ NC Teacher Working Conditions Survey results
1 District and school safety and crisis plans

[ Community emergency response plan

Approved September 2, 2010. Developed in collaboration with the NC State Board of Education. 33



North Carolina Superintendent Fvaluation Process

‘ Standard 6: External Development Leadershlp—/-\ supenntendent in concert with. the local board of - educatlon des«gns structures |
and processes that resultin broad com e umty engagement W|th support ‘for, and ownersh|p of the district wsron Acknowledgmg '
that:strong schools build strong col 5L g Hact croates, with schoo and,d|str|ct taff-.opport ities for
parents, communlty rnembers govern' en eaders nd busmess representatwes gl partlmpate W'_ | _helr mvestments of.res'ources
asmstanc_' and good wnII : e ’

a. Parent and Community Involvement and Outreach: The superintendent designs structures and processes which result in

parent and community engagerment, support and ewnership for the district.

" Developing

Accomplished.

Distinguishet!

| Not Bemonstrated:
| (Comment Required) -

|dentifies groups and
potential partners within
the community.

Ensures that all parental
and community
involvement activities
henor the cultures and
traditions of the local
community.

Interacts with parents
and community groups
that have & critical role
in developing support
for the school district.

. and

Builds relationships
with individuals and
groups 0 support

the district's learning-
teaching agenda and its
potential for individual
schoel and school
district improvement.

Builds community
understanding of what

is requirad to ensure
that every public school
student graduates from
high school globally
competitive for work and
postsecondary education
and prepared for life in
the 215 century.

Creates opportunities
for both staff
invelvernant in the
community and
community invelvement
in the schools.

.and

Assumes leadership
roles in important local
organizations le.g..
serving on boards

of directors, chairing
important committees
or task forces, leading
new community
initiatives).

Actively and effectively
develops community
trust in the school
district through
speaking engagements,
town hall meetings,
public forums, media
outlets, events, and
other approaches.

Seeks out and creates
new opportunities for
meaningful partnerships
or collaborative
endeavors.

. and

Uses relationships

and partnerships to
affect community-wide
change that improves
poth the community

and work of the district.

Manages an ever
broadening portfolio
of partnerships and
collaborations that
support and help to
advance the strategic
plan.
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b. Federal, State, and District Mandates: The superintendent designs protccols and processes in order to comply with faderal,

state, and district mandates.

 proficiont -

Distinguished

‘Nt Defnonstrated”

- - Developing - ~ - | “Accomplished (Comment Required)
v Defines, understands, | ...and .and .and

ar?d_commur:clclzate? v’ Designs protocols v Routinely and Interprets federal, state,

the impsct of lega and processes that consistently assesses and district mandates

issues affecting public
education.

¥ Prapares and

recommends district v

policies in compliance
with focal, state, and
federal requirements.

N v
v Utilizes legal systems
to protect the rights of
students and staff.
Vv
v

ensure-cempliance
with federal, state, and
district mandates.

Facilitates the
implamentation of state

education policy. v

Prepares and
recommends district
policies in compliance
with local, state, and

faderal requirements v

that improve student
learning and district
performance.

Applies laws, policies,

and procedures v

fairly, wisely, and
considerately.
Utilizes legal systems

to improve learning
opporiunities.

the progress of district
compliance with local,
state, and federal
mandates and adjusts
as necessary.

Guides the
developrnent of district
goals and initiatives
directed at improving
student achievement.

Develops in principals
and other district staff
the capacity to comply
with local, state, and
federal mandates.

Helds principals and
other staff accountable
for compliance with
local, state, and federal
mangates.

so that they are viewed
as opportunities for the
district.

Comments:

Suggested Data and Documents:

District strategic plan

oooUd

scholarships, etc.

[d Partnership agreements and other documants to support collaborative

Minutes from school board meetings
Survey results from parents and other community leaders
Business partnerships and projects involving business partners

Visible suppart for district geals and priorities from community
leaders, such as educational foundation activities, civic club

effort for achieving school district goals and priorities

O oo O o

courses

Acecounts of schaol and district accomplishment in various forms of
public media

Newsletters and other public engagement documents designed to
strengthen connections to the community

Membership and participation with community organizations

Community college/university partnerships, ccollaborative projects,
and professional development initiatives

Student enroliment data for community college and university
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7 Standard 7 Mlcro-polltlcal Leadershlp—The supenntendent promotes the success of Iearmng and: teachlng by understandlng, e
-respondmg 1o; and |nf|uencmg the Iarger pohtlcal 'sogial;; economu: Iegal "ethtcal and cultural_context From this. knowledge thee -5
i es,’an goals to: ensure the academlc suceess -

.of ali students

a. Supenntendent Micro-political Laadershnp The superintendent develops systems and relationships to leverage staff expertise

and influence in order to influance the district’s identity, culture, and performance.

" Developing -

'.'Pr_ofieiaﬁt'f_-

- “Accomplished.

. Distinguished-

Not jDernensfreted '

| {Comment Required) -

¥" Defines and

understands the
internal and external
political systems
and their impact

on the educational
organization.

Surveys and
understands the
political, economic,

and social aspects/
needs of groups in the
cemmunity and of the
community at large for
effective and responsive
decision making.

Maintains a positive
working relaticnship
with the school board.

.and

Provides leadership

in defining H
superintendent and
board roles and mutual
expectations that
result in an effective
superintendent-board
working relatienship.

Develops relationships
with district and
influential community
groups that further
the district’s goals of
positive culture and
student perfermance.

. and

Accesses local, state,
and national political
systems to provide
input on critical
educational issues.

Develops the capacity
of principals and staff
to foster relationships
with influential school
and schookcommunity
groups that further
the district’s goals of
positive culture and
student learning.

Systematically develops
relationships with
increasing numbers

of community groups
that result in increasing
community involvement
in the schools and in
enhancing teacher and
principal effectiveness.

. and

Influences local, state,
and national pelitical
systems on critical
educational issues.

Establishes through
pelicies and procedures
a political environment
that is inclusive of
diverse groups,
viewpoints, and
interests.

Comments:

Suggested Data and Documents:
[ Outreach efforts
[ School board policies

[ Parent, community, and staff survey data
[ Teacher, school executive, and staff retention data
[ Ability to confront conflict and build consensus [d Minutes and reports

[d Shared decision making [ Superintendent’s performance goals
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Sample Completed Superintendent Summary Evaluation Worksheet

This form is used to summarize self-assessment and evaluator ratings in preparation for the summary evaluation conference.

Name of superintendent:
Name of evaluator:

District:

for Standazd 1, the three elements were rated “Developing,” “Proficient,” and “Accomplished.” The middle rating in this example is “Proficient,” so the

final rating of the superintendent’s performance on Standard 1 for this school board member 1s “Proficient.”

F_'roficieﬁt
Accomplished
individual descriptors. The overall rating is the middle rating of all of the element ratings for each standard. For examnple, in the ratings illustrated above,

Distinguished
1. Individual school board member ratings: Ilach school board member should record his or her rating of the superintendent’s performance on

Approved September 2, 2010, Developed in collaboration with the NC State Board of Education, 37



North Carolina Superintendent Evaluation Process

e(]

arnyeudis JorenfeAr

21e(J

aryeusSs Juspusyuradng

(9 prepuug) paysydwordy
(g prepuag) paysydwosoy
(¢ prepurig) paysydwosoy
(2 prepuerg) 10S10H0Ig
(¢ prepueg) JUSPYOI]

(1 prepuelg) IwaRYOIL

(r prepuerg) Sedopaaq

ST 1 {OO0] %@ﬁﬁ ﬁwmwﬂwﬂ.ﬁ 0} 1SamOf o1z @U@G.NHHN STe ¢ UHﬂ._.mﬁm UL $21008 TEIPITH 37} U AN PPt YL UF X028 1 msmvﬁm pue Hm@ﬂ@ﬂ 01 18307 Wwor}
SPIEPUEIS Y] 10J S9I03S UBTpIUI 21 mﬁmc«ﬁ« >£ PRUIUIINOP Sea SIY [, |, IUIDGOL],, ST UBPIW 311 JA0qE uﬂ&EmMu YT UT 2[RI 3 TF 93008 e} PI0IFY
-sUner SpIEPUEls U0AdS otp JO Sumex ofpprwr oy Sumeso] 4q paururisiap st Supey [[EXRAQ) IT T (pIepuElg gory 10§ Suney [[eISAQ Y1 dUNINd(q ¢

ELTETTTo T llelaAD
1UB191j044 L g L L
paysi|dwoasy £ L € 9
peysidwossy L tH Z L 9
Buidojaaeg € £ L 14
WB191404d ] Zz €
paysidwoooy A 14 L c
. lusioyond - Z b4 L L
paysinBunilsia | peysidwosoy | jueldijold Buidojoaaq pajensucwag ao._,._
ueipayy _ ‘
Buney ‘PIS

MO[aq J[qE] P UL vo@HOuou‘ PUE PSURUISISP 2q PINOYs SUNEI YDEs I0] 9I0IS UEIPIT I T,

"g—9 s98ed wo suondamp Sumoos a1 03 SurpI000E parrl a1e sTUNET FQWOW PIECq [0S [EnprAlpu] sFurrel I2GUISW pIroq jOOYds [enpIaIpul A[je], 7

38 Developed in collaboration with the NC State Board of Education. Approved September 2, 2010



North Carolina Superintendent Evaluation Process

AEBC] UHE.N.GW..B Iojenyeaq

MNec] aameudis Juspuduiadng

diysuonejal Bupjiom
anlsod B soueyuS 01 Japlo

pau Jo BuluuiBeg

JaLi30 pue sjedipuud pieH

Heis pue Jayoea)

paulsp Ale3|d ul pJeoq pue Juspualulsdns diysiepea
ale JuspusluLadns pue 8yl jo seljqIsuodsal diysiepes) _mu_u__o..__-EumE
1eaA | pieoq jo senyiqisucdsal pue $3{01 3yl aulsep o1 jeanod-c1oiu L
|CCUOS XU JO pug pue $810Y4 pIROQ BUT LA NIOAA spusiuladng
diysiapean
wswdojpas |ewanG
9
a5n pue
UCNEOO||E 30INOSE] JO 108dU diyssapea jeuabeuepy
1eah pue Aaueas|al ayl asoidw o1 whpng pue G
|00UDs IXau o puj IUSUISSOSSE pappe-an|ea asn £80IN0s8l |OoYIS
walsig
uolen|eA 101e0Np3 euljole) diysiopean
YHoN aul Bunuswiaidw 104 224NOSaY UewINg
1e8A |00YoS 3|(JeIUNCIIE SIapes| 1sIp UOIENEAS R

diysiapeat jeinyn)
k>

dysiepes [euonoamnusu|
T

a|npayas ucdn
pe=ibe ugnbal e uc

ssa00.d au) Jo |leaoldde pieoq uR1Q0
ss8204d 9y} UC SNSUASLOD 3ILLIWOS Bulasls UeD

uerd auz Ul s¥IBLILDUS A LA ssaooud aiepdn uBiy

ueyd 01681808 §10U1SIp SUL

diysiapea abaensg
L

lpah ug|d oifejens sousIp Bunepdn Ajaunnol 1oy ssaoosd ued
|00UDs 18U Jo pug auy1 Jo aiepdn sunnoy aawwod Buussls Buuued oiBalelis susaauo e laws|duli pue dojerag aBa1ens wusiqg
|eosy Bulaaiyoy {(uawasnseall) {1eob sy} ysydwosoe 03 (Sheo PIssAPRY
A0 SuBwIL SOWI00INQ op 0} paau hoA 1eypp} sa1Bajens/sauaAndy Aoy i U. spuaualg

‘pIEPUELS Y2Ed 70J [e03 T 2ArY 0) JuspuMNURAnS I 703 LresSIn0N J0U ST I eIk
[oovs 23uTs € 103 paystqeIs? aq pnoys sfeed (g) 2ay ueyl a70u o] 's[eod ay uo yrom o Furuurdaq sy o1 Joud preoq [E20] Y Aq PIMIIADT 2q [ DU
WM PUE ‘$AUWOIINO0 SINIANE SE [fam sk ‘s[eoF a1, ss9001d Juswssasse-3[os o Surmorrog 1wepunumadns sy Aq payardwion 9q poys urrzoy urias-[kos sy,

3OS

124 Jooyog

SWIB N

wio4 Bunyag-jeon Juspusiunadng euljose) yuop pajejdwog sjdwes

39

Approved September 2, 2010, Developed in collaborstion with the NC State Board of Education.



North Carolina Superiniendent Evaluation Process

Appendix A: Glossary

Data—Factual information used as the basis for reasoning, discussion, ot planning.

. Evidence—Documents that demonstrate or confirm the work of the person being evaluated and support the rating on 2

given element.

. North Carolina Superintendent Evaluation Rubric—A. composite matrix of the standards, elements, and descriptors of

the North Carolina Standards for Superintendents.

. Petformance goals—Goals for improvement in professional practice based on the self-assessment and/or evaluator

recommendation.

. Performance Rating Scale—The following rating scale will be used for evaluating superintendent members:

* Developing: Superintendent demonstrated adequate growth toward achieving standard(s) during the period of
petformance, but did not demonstrate competence on standard(s) of performance.

* Proficient: Supetintendent demonstrated basic competence on standard(s) of performance.
» Accomplished: Superintendent exceeded basic competence on standard(s) for petformance most of the time.
* Distinguished: Superintendent consistently and significantly exceeded basic competence on standards of performance.

» Not Demonstrated: Superintendent did not demonstrate competence on or adequate growth toward achieving
standard(s) of performance.

Note: If' the “Not Demonstrated” rating is nsed, the evaluator sust comment about why it was used,
24

Research-based practice—Education practice that is backed by rigorous evidence of effectiveness.

. Self-assessment—Personal reflection about one’s professional practice to identify strengths and areas for improvetment
p p ¥ g P

conducted without input from othets.

. Summary Evaluation Form—A composite assessment of the school executive’s performance based on the evaluation

tubric and supporting evidence.

40 Developed in collahoration with the NC State Board of Education. Approved September 2, 2010,
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Appendix B: North Carolina Standards for Superintendents

?

V‘@mz Carofina L%S*mﬁ@ﬂﬁ'(,u; for Superintendents

As Approved by the State Board of Education
September 6, 2007

A 21" Century Vision of School Leadership

Public education’s changed mission dictates the need for
a new type of school leader — an executive instead of an
administrator. Like their executive colleagues in
business, govemment, ot health and human services,
superintendents must create school districts as
organizations that can learn and change quickiy if they
are to improve performance, School systems need chief
executive officers, supporied by local boards of
education, who are adept at creating systems for change
and at building powerfiil relationships with and across
all staff that tap into the collective knowledge and
insight they possess and stir their passions for their work
for children. Out of these relationships the
superintendent must create a common shared
understanding of the purpose of the work of the schools
and school district and commitment to and ownership of
a set of beliefs and goals that focus everyone’s decision
making,. The staff’s common understanding of the
district’s identity empowers them to sesk and build
powerful alliances and partnerships with students,
parents, and community stakeholders in order to
enhance their ability to produce improved student
achievement. The successful work of the new executive
will only be realized in the creation of a culture in which
leadership is distributed and encouraged with teachers
and others; communication is honest and open; there is
focus on the use of data, teamwork, and research-based
best practices; and modem tools are used to drive
ethical, principled, and goal-oriented action. This culture
of disciplined thought is rooted in the ability of the
superintendent to build a trusting, transparent
environment for all stakeholders.

The standards are predicated on the following beliefs:

#¥ Today’s schools must have proactive leaders
who possess a great sense of urgency to ensure
that every student graduates from high school
prepared for life in the 21 Century.

3% The primary goal of school district leadership is
to transform schools so that large-scale,
sustainable continuous improvement is built into
their most basic modes of thinking and doing.

The moral purpose of school district leadership
is to create schools in which all students learn,
where the gaps between high and low
performance are greatly diminished, and where
what students learn prepares them for success in
their fubures.

Leadership is neither a position nor a person. It is
a collection of practices that must be embedded
in all job roles at all levels of schools and the
school district.

The work of school district leadership is
with, for, and through people. Leadership is
a social act, in which people are the medium
of change.

School district leadership does not require doing
all tasks by oneself; but it does require creating
systems and processes where all tasks can be
accomplished at high levels of proficiency.

School district leadership depends on the
superintendent’s ability to select and develop a
senior-level executive staff whose
complementary strengths promote excellence
in atl seven standards for executive leadership
described in this document.

Leadership is extremely complex and systemic
in nature, Isolating parts misses the power of
holistic thinking. Leadership requires not only
knowing what to do, but knowing why to do it,
how to doit, and when to do it as well.

Within a school district, there are nested
leadership systems (e.g., local boards of
education, central office, schools, classrooms,
etc.). To be successful, the superintendent
must ensure these systems are aligned and are
mutally supportive of one another.

Superintendents bring themselves to the
practices of executive leadership. Matching
the context of school district leadership with
the leadership character of the
superintendent is important to the mutual
success of both.

Approved September 2007 Developed by NC State Board of Education.
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North Carolina Superintandent Evaluation Process

The North Carolina Standards for Superintendents
have been developed as a guide for superintendents
and other senior-level school district executives as
they continually reflect on and improve their
effectiveness in whatever executive roles they
assume in their professional careers. Although there
are many influences on a superintendent’s
development, these standards can serve as a tool to
aid in the improvement of school district leadership
for 21* Century schools. Taken as a whole, these
standards, practices, and competencies can be
overwhelming. One wmight ask, “How can one person
possess all of these?” The answer is: One person
cannot. Therefore, it is critical that the superintendent
build 2n executive team that has complementary
knowledge, skills, and experiences. The more
authentic diversity on the team, the more prabable the
team can deal with the complexities of leading
educational systems in the challenges of the 21*

century,

In addition, these standards will serve other
audiences and purposes. These standards will:

% Inform higher education programs in developing
the content and requirements of degree programs
leading to licensure as a school superintendent;

% TFocus the goals and objectives of local boards of
education as they support, monitor, and evaluate
the performances of their senior executives;

3  Guide the professional development and
continuing professional improvement for
superintendents and other senior-level
executives;

#  Serve as a tool in developing executive coaching
and mentoring programs for senior-level
executives,

Each standard is formatted as follows:

% Standard: The standard is the broad category of
the executive’s knowledge and skills.

% Summary: The summary more fully describes
the content and rationate of each Standard.

% Practices: The practices ate statements of what
one would see an effective executive doing in
each Standard. The lists of practices are not
meant to be exhaustive.

i commitment o

% Artifacts: The artifacts are examples of
evidence of the quality of the executive’s work
or places where evidence can be found in each
Standard. Coliectively they could be the
components of a performance portfolio. The
lists of artifacts are not meant to be exhaustive.

$ Competencies: Although not articulated, there
are many obvious competencies inherent in the
practices of each eritical leadership fimetion,
This document concludes with a list of those

competencies which may not be obvious but that

support practice in multiple leadership functions.

The Seven Standérds of Exec

The seven critical standards used as a framework for
the North Carolina Superintendent Standards are
aligned with the seven standards for school
executives adopted by the NC State Board of
Education in 2006. The school executive standards
are adapted from a Wallace Foundation study,
Making Sense of Leading Schools: A Study of the
School Principalship (2004). Additionally, the seven
standards for superintendents reflect the 2006 work
of McREL (Mid-continent Research for Education
and Learning), School District Leadership that
Works: The Effect of Superintendent Leadership on
Studlent Achievement.

North Carolina’s Standards for Superintendents are
interrelated and connect in the practices of
superintendents and other senior-level executives.
They are not intended to isolate competencies or
practices. Superintendents abilities in meeting the
demands in any given standard impact their abilities
to perform effectively in other challenges articulated
in other standards. For example, a superintendent’s
effectiveness in developing and evaluating staff
directly impacts the organization’s ability to reach its
goals and also impacts the development of cultural
norms in the district. While superintendents may not
actually have to do all of the work contained in all
seven standards, they are responsible for ensuring
that all areas have effective leadership.

| Professional Learning Communities

ional
| group of

| administrators and ¢ their

commibment to student |

CI'!\-’WAi'(}I'lH'H'I!]I. C-]l?.ll'?;lClC i

| : liool and
district adminis power and authority by
inviting staff input in decision making and by a sustained
ng amang staff about sofutions Lo
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Summary: Superintendents create conditions that
result in strategically re-imaging the district’s vision,
mission, and goals to ensure that every student
graduates from high school, globally competitive for
work and postsecondary education and prepared for life
in the 21 Century. They create a climate of inquiry
that challenges the community to continually re-
purpose itself by building on the district’s core values
and beliefs about the preferred future and then
developing a pathway to reach it.

Practices: The superintendent practices effective
sirategic leadership when he or she:

¥  Creates a working relationship with the local board
of education that resulis in a shared vision for the
district of the changing world in the 21% century
that schools are preparing children to enter;

3 Systematically challenges the status quo by leading
change with potentially beneficial outcomes;

¥ Systematically considers new ways of
accomplishing tasks and is comfortable with major
changes in how processes are implemenied;

# Models and reinforces the culture and vision of the
district by having open discussion sessions with
teachers, school executives, staff, board members,
and other stakeholders regarding the strategic
direction of the disirict and encouraging their
feedback on how to better attain the district’s
vision, mission, and goals;

$  Is a driving force behind major initiatives that help
students acquire 21* Century skills;

3t Creates processes that provide for the
development, periodic review, and revision of the
district’s vision, mission, and strategic goals by all
stakeholders;

38 Creates processes to ensure the district’s identity
(visicn, mission, values, beliefs and goals) actually
drives decisions and reflects the culture of the
district;

3% Facilitates the collaborative development of annual
school improvement plans to realize strategic goals
and objectives, adhering to statutory requirements;

# Facilitates the development and implementation of
a district strategic plan, aligned to the mission and
goals set by the State Beard of Education and local
priorities, using multiple sources of data (e.g.,
student performance data, data from the NC
Teacher Working Conditions Survey), in concert
with the local board of education;

$ Determines financial priorities, in concert with the
local board of education, based on the strategic
plan;

% Facilitates the implementation of state education
policy;

Facilitates the setting of high, concrete goals and
the expectations that all students meet them;

Monitors progress in meeting district goals;
Communicates strong professional beliefs about
schools, learning, and teaching that reflect latest
research and best practice in preparing students for
success in college or in work;

#  Creates processes to distribute leadership
throughout the district.

¥

oplan

mient Plans are implémented, - -

oning, elected School

l Standard 2: Iistructional Leadership

Summary: Superintendents set high standards for the
professional practice of 21 century instruction and
assessment that result in an accountable environment.
They create professional learning communities
resulting in highly engaging instruction and improved
student learning, They set specific achievement targets
for schools and students and then ensure the consistent
use of research-based instructional strategies in all
classrooms to reach the targets.

Practices: The superintendent practices effective
instructional leadership when he or she:

3 Leads with a clear, high-profile focus on learning
and teaching oriented towards high expectations
and concrete goals;

3 Challenges staff to reflect deeply on and define the
knowledge, skills, and concepts essential for
ensuring that every public scheol student graduates
from high school, globally competitive for work
and postsecondary education and prepared for life
in the 21% Century;

3 [Establishes effectively functioning professional
learning communities;

¥ Ensures collaborative goal setting resulting in non-
negotiable goals (i.e., goals that all staff members
must act upon) for student achievement and
classroom instruction;

% Ensures that there is an appropriate and logical
alignment between the district’s curriculum, 21
Century instruction and assessment, and the
state accountability program;

% Establishes clear priorities among the district’s
instructional goals and objectives;

#  Creates processes for using student test data and
formative data from other sources for the
improvement of instruction;

Approved September 2007 Developed by NC State Board of Education.
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# Utilizes an instructional evaluation program that
accurately monitors implementation of the
district’s instructional program;

#  Creates processes for identifying, implementing,
and monitoring use of 21 Century instructional
tools and best practices for meeting diverse student
needs;

88 Creates processes that ensure the strategic
allocation and use of resources to meet
instructional goals and support teacher needs;

8 Creates processes to provide formal feedback to
scheol executives concerning the effectiveness of
their instructional feadership;

3 Monitors student achievement through feedback
from the instructional evaluation program;

8 Ensures that instructional time is valued and
protected;

# Provides professional development for school
executives in the area of instructional leadership.

et e e e

Standard 3: Cu]tural‘Leadersllip

.Summary: Superintendents understand and act on the
important role a system’s culture has in the exemplary
performance of all schools. They understand the
people in the district and community, how they came to
their current state, and how to connect with their
traditions in order to move them forward to support the
district’s efforts fo achieve individual and collective
goals. While supporting and valuing the history,
traditions, and norms of the district and community, a
superintendent must be able to “reculture™ the district,
if needed, to align with the district’s goals of improving
student and adult learning and to infuse the work of the
adults and students with passion, meaning and purpose,

Practices: The superintendent practices effective
cultural leadership when he or she:

# Communicates strong ideals and beliefs about
schooling, teaching, and professicnal learning
communities with all stakeholders and then
operates from those beliefs;

%  Builds community understanding of what is
required to ensure that every public school student
graduates from high school, globally competitive
for work and postsecondary education and
prepared for life in the 21* Century;

38 Creates a school system (and not a “system of
schools”) in which shared vision and equitable
practices are the norm,;

30  Builds trust and promotes a sense of well-being
between and among staff, students, parents, and
the community at large;

38 Systematically and fairly acknowledges failures
and celebrates accornplishinents of the district;

3 Visibly supports and actively engages in the
positive, culturally-respensive traditions of the
community;

3  Creates opportunities for both staff involvement in
the community and community involvement in the
schools;

3  Creates an environment in which diversity is
valued and is promotdd.

onis Survey resils

Summary: Superintendents ensure that the district is a
professional leaming community with processes and
systems in place that result in the recruitment,
induction, support, evaluation, development and
retention of a high-performing, diverse staff.
Superiniendents use distributed leadership to support
learning and teaching, plan professional development,
and engage in district leadership succession planning,

Practices: The superintendent practices effective
human resource leadership when he or she

% Ensures that necessary resources, including time
and personnel, are allocated to achieve the
district’s goals for achievement and instruction;

& Provides for the development of effective
professional learning communities aligned with the
district strategic plan, focused on results, and
characterized by collective responsibility for 21%
century student learning;

#6 Participates in consistent, sustained, and open
commmmication with school executives particularly
about how policies and practices relate to the
district mission and vision;

# Models the importance of continued adult learning
by engaging in activities to develop professional
knowledge and skill;

#&  Communicates a positive attitude about the ability
of personnel to accomplish substantial outcomes;
Creates processes for educators to assume
leadership and decision-making roles;

44 Developed by NC State Board of Education. Approved September 2007
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& FEnsures processes for hiring, inducting and
mentoring new teachers, new school executives,
and other staff that result in the recruitment and
retention of highly qualified and diverse personnel;

#  Uses data, including the results of the Teacher
Working Conditions Survey, to create and
maintain a positive work environment;

4 Ensures that all staff are evaluated in a fair and
equitable manner and that the results of evaluations
are used to improve performance;

6 Provides for results-oriented professional
development that is aligned with identified 21"
century curricular, instructional, and assessment
needs, is connected to district improvement goals,
and is differentiated based on staff needs;

3  Continuously searches for the best placement and
utilization of staff to fully develop and benefit
from their strengths;

3  Identifies strategic positions in the district and has
a succession plan for each key position.

Standard 5: Managerial Leadership }

Summary: Superintendents ensure that the district has
processes and systems in place for budgeting, staffing,
problem solving, communicating expectations, and
scheduling that organize the work of the district and
give priotity to student learning and safety. The
superintendent must solicit resources (both operating
and capital), monitor their use, and assure the inclusion
of all staleholders in decisions about resources so as to
meet the 21% century needs of the district.

Practices: The superintendent practices effective
managerial leadership when he or she

3  Applies and assesses current technologies for
management, business procedures, and scheduling;

3 Creates collaborative budget processes to align
resources with the district vision and strategic plan
through proactive financial leadership using a
value-added assessment process;

38 Tdentifies and plans for facility needs;

¥ Assesses and reassesses programs and resource
allocation and use for relevancy and impact as the
organization changes;

& Collaboratively develops and enforces clear
expectations, structures, rules and procedures for
effective and efficient operations;

¥ Creates processes to build consensus,
communicate, and resolve conflicts in a fair and
democratic way;

#  Assures a system gf communication that provides
for the timely and responsible exchange of
information among school and district staff and
stakeholder groups;

&  Assures scheduling processes and protocols that
maximize staff input, address diverse student
learning needs, and provide individual and on-
going collaborative planning time for every
teacher;

#  Creates processes for the storage, security, privacy,
and integrity of data;

8 Collaboratively develops and enforces clear
expectations, structures, rules and procedures for
ensuring the safety of students and staff}

3 Develops, implements, and monitors emergency
plans in collaboration with appropriate local, state,
and federal officials.

| Standard 6: External Development | -

| Leadership

Summary: A superintendent, in concert with the local
board of education, designs structures and processes
that result in broad community engagement with,
support for, and ownership of the disirict vision.
Acknowledging that strong schools build strong
communities, the superintendent proactively creates,
with school and district staff, opportunities for parents,
community members, government leaders, and
business representatives to participate with their
investments of resources, assistance, and good will.

Approved September 2007. Developed by NC State Beard of Education.
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Practices: The superintendent practices effective
external development leadership when he ot she:

%%  Develaps collaborative partnerships with the
greater community to support the 21% Century
learning priorities of the school district and its
schools;

¢ Implemenis processes that engage stakeholders in
shaping and then supporting significant (non-
negotiable) achievement and instructional goals for
the district and its schools;

3  Creates systems that engage the local board,
county commissioners, and all community
stakeholders in a shared responsibility for aligning
their support for district goals for student and
school success;

$ Designs protocols and processes that ensure
compliance with federal, state and district
mandates;

# Develops and implements proactive partnerships
with community colleges, universities,
professional associations, and other key
professional development organizations to provide
effective training and development opportunities
for school district employees;

3  Develops and implements proactive parinerships
with community colteges and universities fo
ensure all students have access to college courses
while in high school and that barriers to enrollment
in the courses are eliminated;

# Communicates the schools’ and district’s status
and needs to the local board, county
commissioners, and public media to gamer
additional support for meeting district goals;

8 Builds relationships with individuals and groups to
support the district’s learning-teaching agenda and
its potential for individual school and school
district improvement.

Stand Ticropolitical Leadership

Summary: The superintendent promotes the success of
learing and teaching by understanding, responding to,
and influencing the larger politicat, social, economic,
legal, ethical, and cultural context. From this
knowledge, the superintendent works with the board of
education to define mutual expectations, policies, and
goals to ensure the academie success of all students.

Practices: The superintendent practices effective
micropolitical leadership when he or she:

3 Provides Jeadership in defining supgrintendent and
board roles and mutual expectations that result in
an effective superintendent-board working
relationship;

# Defines and understands the internal and external
political systems and their impact on the
educational organization; o

¥ Defines, understands, and communicates the
impact of legal issues affecting public education;

¥ Surveys and understands the pelitical, economic,
and social aspects/needs of groups in the
community, and those of the community at farge,
for effective and responsive decision-making;

# Prepares and recommends district policies to
improve student leaming and district performance
in compliance with local, state and federal
requirements;

3 Applies laws, policies and procedures fairly,
wisely, and considerately;

3  Utilizes legal systems to protect the rights of
students and staff and to improve leaming
opportunities;

¥  Accesses local, state and national political systems
to provide input on critical educational issues.

Competencies

A competency is a combination of knowledge (factual
and experiential) and skills that one needs to effectively
implement the practices. Factual knowledge is simply
“knowing” content; experiential knowledge is the
knowledge one gains from understanding — it is
recogmizing the when and why. Skills bring structure
to experiential knowledge. It is when one can put their

46 Developed by NC State Board of Education. Approved September 2007
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accunulated knowledge into a series of steps that, if
followed, will lead to practice.

There are many competencies that are obviously
inherent in the successful performance of all of the
practices listed under each of the seven critical
functions of leadership. The superintendent may or
may not personally possess all of these competencies
but must ensure that a team is in place that not only
possesses them but also can effectively and efficiently
execute them. Although the superintendent may not
personally possess them all, he or she is still
responsible for their effective use in the various
leadership practices.

The competencies listed below are not so obvious in the
practices, can be applied to multiple practices and are
absolutely essential for all superintendents to possess to
ensure their success. For example, the competency
“conflict management” is important in Micropolitical
Leadership, Strategic Planning, Cultural Leadership,
and perhaps one could argue that this competency is
necessary in all seven Standards. These competencies
are listed here to emphasize their importance and to
make sure they are incorporated info the development
of superintendents.

%  Communication — Effectively listens to others;
clearly and effectively presents and understands
information orally and in writing; acquires,
organizes, analyzes, interprets, maintains
information needed to achieve disirict objectives.

3  Change Management — Effectively engages staff
and community in the change process in a manner
that ensures their support of the change and its
successful implementation.

3%  Conflict Management — Anticipates or seeks to
resolve confrontations, disagreements, or
complaints in a constructive manner.

$  Creative Thinking — Engages in and fosters an
environment for others to engage in innovative
thinking,

% Customer Focus — Understands the stakeholders
as customers of the work of schooling and the
servant nature of leadership and acts accordingly.

% Delegation — Effectively assigns work tasks fo
others in ways that provide learning experiences for
therm and in ways that ensure the efficient operation
of the district.

% Dialogue/Enguiry — [s skilled in creating a risk-fiee
environment for engaging people in conversations
that explore issues, chatlenges or bad relationships
for the purpose of obtaining system goals.

$ Emotional Intelligence — Is able to manage
oneself through self-awarcness and self-
management and is able fo manage relationships
through empathy, social awareness and relationship
management. This competency is critical to
building strong, transparent, trusting relationships
throughout the district’s commumities.

Environmental Awareness — Becomes aware and
rermains informed of external and intemal trends,
interests and issues with potential impacts on
school policies, practices, procedures and positions.
Global Perspective — Understands the competitive
nature of the new global economy and is clear
about the knowledge and skills students need to be
successful in this economy.,

Judgment — Effectively reaches logical
conclusions and makes high quality decisions based
on avaitable information. Giving priority and
caution to significant issues. Analyzing and
interpreting complex information.

Organizational Abitity — Effectively plans and
schedules one’s own and the work of otherg so that
resources are Used appropriately, such as
scheduling the flow of activities and establishing
procedures to monitor projects.

Personal Ethics and Values — Consistently
exhibits high standards in the areas of honesty,
integrity, fairness, stewardship, trust, respect, and
confidentiality. -
Personal Responsibility for Performance —
Proactively and continuously improves
performenice by focusing on needed areas of
improvernent and enhancement of sirengths;
actively seeks and effectively applies feedback
from others; takes full responsibility for one’s own
achievements,

Responsiveness—-Does not leave issues, inquiries
or requirements for information go unattended.
Creates a clearly delineated structure for
responding to requests/situations in an expedient
manner.

Resulis Orientation — Effectively assumes
responsibility. Recognizes when a decision is
required. Takes prompt action as issues emerge.
Resolves short-term issues while balancing them
against long-term. goals.

Sensitivity — Effectively perceives the needs and
eoncems of others. Deals tactfully with others in
emotionally stressfil situations or in conflict.
Knows what information to communicate and to
whom. Relates to people of varying ethnic,
cuttural, and religious backgrounds.

Systems Thinking — Understands the
interrelationships and impacts of school and district
influences, systerns and external stakeholders, and
applies that understanding to advancing the
achievement of the district.

Technology - Effectively utilizes the fatest
technologies to continuously improve the
effectiveness and efficiency of the district.

Time Management — Effectively uses available
time to complete work tasks and activities that lead
to the achievement of degired work or goals. Runs
effective meetings.

Vistonary — Encourages imagineering by creating
an environment and structure to capture stakeholder
dreams of what the school could become for all the
students.

Approved September 2007 Developed by NC State Board of Education.
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FUTUR

E-READY STUDENTS

For the 21* Century

The guiding mission of the North Carolina State Board of Education is that cvery

public school student wil

raduate from hi ocl, glob competilive [or work

and postsecondary education and prepared for life in the 21 Century.

NC publie schools will produce globally
competitive students.

% Every student excels in rigorous and relevant
core curriculum that reflects what students need
to know and demonstrate a global 21 Century
environment, iicluding a mastery of languages,
an apprectation of the arts, and competencies in
the use of technology.

$¥ Every student’s achisvement is measured with an
assessment system that informs instruction and
evaluates knowledge, skills, performance, and
dispositions nécded in the 21" Century.

¥  Every student will be enrolled in a course of
study designed to prepare them to stay ahead of
international competition.

¥ Every student uses technology to access and
demonstrate new knowledge and skills that will
be needed as a life-long learner to be competitive
in a constantly changing international
environment,

#  Every student has the opportunity to gradvate
from high school with an Associates Degree or
coliege transfer credit.

NC public schools will be led by 21° Century

professionals.

38 Ewery teacher will have the skills to deliver 21%
Century content in a 21* Century context with
21* Century tools and technology that gnarantses
student learning.

3 Every teacher and administrator will use a 21"
Century assessment system to inform instruction
and measure 21% Century knowledge, skills,
performance, and dispositions.

# Every education professional will receive
preparation in the interconnectedness of the
world with knowledge and skills, including
language study.

35 Every education professional will have 21%
Century preparation and access to ongoing high
quality professional development aligned with
State Board of Education priorities.

3 Every educational professional uses data to
inform decision.

NC public school students will be healthy and

responsible.

¥ Every learning environment will be inviting,
respectful, supportive, inclusive, and flexible for
student success.

Every school provides an environment in which
each child has positive, nurturing relationships
with caring adults,

Every school promotes a healthy, active lifestyle
where students are encouraged to make
responsible choices.

Every school focuses on developing strong
student character, personal responsibility, and
community/world involvement.

Every school reflects a culture of learning that
empowers and prepares students to be life-long
learners.

1.eadership will guide innovation in NC public
schools.

3

School professionals will collaborate with
national and international partners to discover
innovative fransformational strategies that will
facilitate change, remove barriers for 21*
Century learning, and understand global
connections.

School leaders will create a culture that embraces
change and promotes dynamic continuous
improvement.

Educational professionals will make decisions in
collaboration with parents, students, businesses,
education institutions, and faith-based and other
community and civic organizations to impact
student success.

The pubtlic school professionals will collaborate
with community colleges and public and private
universities and colleges to provide enhanced
educational opportunities for students

NC public schools will be governed and supported
by 21 Century systems.

S

Processes are in place for financial planning and
budgeting that focuses on resource attainment
and alignment with priorities to maximize
student achievement.

Twenty-first century technology and learning
tools are available and are supported by school
facilities that have the capacity for 21 Century
learning.

Information and fiscal accountability systems are
capable of collecting relevant data and reporting
strategic and operational results.

Procedures ate in place to support and sanction
schools that are not meeting state standards for
student achievement.
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