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INTRODUCTION 
 
The Inlet Common School District is a small district nestled in the Adirondack Mountains of New 
York.  It carries a student population of between 25-40 students in grades Pre-K through grade six. 
One administrator with a three person school board oversees the operation of the school.  All 
teachers teach two grade levels.  There is also a teaching assistant for additional student support. 
The ratio of teachers to evaluator is 4:1.  The ratio of principal to evaluator is 1:1. 
 
Pursuant to the requirements of Education Law §3012-c and accompanying regulations of the Board 
of Regents and the Commissioner of Education, the Inlet School District has adopted this Annual  
Professional Performance Plan (APPR). 
 
Annual Professional Performance Review (“APPR”) supports the professional growth of our 
educators. A successful review system should provide timely feedback, an opportunity to 
acknowledge educators’ strengths as well as their weakness and an opportunity for growth as an 
educator.  
 
This APPR system will be a significant factor in all employment decisions [1] including but not 
limited to:  
 

● Retention  
● Tenure Determination  
● Termination  
● Supplemental compensation  
● Promotion  
● Professional Development  
● Coaching  
 
Education Law, §3012-c establishes new requirements for a comprehensive performance evaluation 
system for classroom teachers and building principals, to be phased in commencing with the 2011-
2012 school year. In the 2011-2012 school year, the law only applies to classroom teachers of the 
common branch subjects, English Language Arts (ELA) and Mathematics in Grades 4-8 and the 
building principals of schools in which such teachers are employed. The annual professional 
performance review for all other teachers and principals will remain unchanged during the 2011-
2012 school year. Those teachers and principals will be covered by the new system in the 2012-
2013 school year.  
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PART I 
Training of Evaluators 
 
The Inlet Common School District will ensure that all Lead Evaluators are properly trained and 
certified to complete an individual’s performance review. Evaluator training will be conducted by 
appropriately qualified individuals or entities. Evaluator training will replicate the recommended 
SED model certification process.  
 
The District will ensure that all evaluators are trained as lead evaluators. The superintendent will 
certify lead evaluators upon receipt of proper documentation that the individual has fully 
completed training. The superintendent will maintain records of certification of evaluators.  
 
Evaluator training will occur regionally in cooperation with Jefferson-Lewis BOCES. Training will be 
conducted by the Jefferson-Lewis BOCES Network Team personnel who have participated in the 
NYSED evaluator training for Network Teams and/or personnel authorized to train on behalf of an 
evaluation rubric approved by NYSED. Evaluators will be recertified on a periodic basis, to be 
determined by the District.  
 
The District will establish a process to maintain inter-rater reliability over time in accordance with 
NYSED guidance and protocols recommended in training for lead evaluators. The District anticipates 
that these protocols will include measures such as: data analysis; periodic comparisons of 
assessments; and/or annual calibration sessions across evaluators.  
 
The requirements of the training course for certification as a lead evaluator will include: 

 
1. NYS Teaching Standards, and their related elements and performance indicators or ISLLC 

standards and their related functions;  
 

2. Evidence-based observation techniques grounded in research;  
 

3. Application and use of the student growth percentile model and the value-added growth 
model;  

 
4. Application and use of approved teacher or principal practice rubric(s) selected by the 

district for use in evaluations, including training on the effective application of such rubrics 
to observe a teacher’s or principal’s practice;  

 
5. Application and use of any assessment tools that the school district utilizes to evaluate its 

classroom teachers or building principals, including but not limited to, structured portfolio 
reviews; student, parent, teacher and/or community surveys; professional growth goals and 
school improvement goals, etc.;  
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6. Application and use of any State-approved locally-selected measures of student 
achievement used by the school district to evaluate its teachers or principals;  

 
7. Use of the Statewide Instructional Reporting System;  

 
8. Scoring methodology utilized by the Department and/or the district to evaluate a teacher or 

principal including how scores are generated for each subcomponent and the composite 
effectiveness score and application;  

 
9. Use of the scoring ranges prescribed by the Commissioner for the specific considerations in 

evaluating teachers and principals of English language learners and students with 
disabilities.  

 

Lead Evaluator  
 
The Administrator (Superintendent and/or Principal) will be trained and certified as a lead evaluator 
according to SED’s model to ensure consistency and defensibility.  The lead evaluator is the primary 
person responsible for conducting and completing a teacher or principal’s evaluation.  The lead 
evaluator is the person who completes and signs the summative annual professional performance 
review.  To the extent possible, the principal should be the lead evaluator of a classroom teacher.  
To the extent possible, the lead evaluator of the principal/superintendent should be the BOCES 
district superintendent or his/her designee.  Inlet Common School District is responsible for lead 
evaluator certification.  
 
Responsibilities  
 
The certified Lead Evaluator will conduct all observations.  
 
Timing 
 
For the 2012-2013 school year the lead evaluator shall be appropriately trained and certified by 
September 15, 2012. 
 
For the 2013-2014 school year and thereafter, the lead evaluator shall be appropriately trained and 
certified by September 1st of each school year or 30 days after appointment.  
 
Re-Certification and Updated Training 
 
The District will work to ensure that the lead evaluator maintains inter-rater reliability over time and 
that he/she will be re-certified on an annual basis and receive updated training on any changes in the 
law, regulations or applicable collective bargaining agreements. 
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Part II 
Data Management 
 
The Inlet Common School District will follow the process as set forth by the NYS Education 
Department (the “SED”) via its data systems to ensure that SED receives timely and accurate 
teacher data, course and student linkage data, teacher and principal verification and/or student 
rosters assigned to them via level 0 of the Madison Oneida Regional Information Center by the date 
set forth by SED each year.  
 
Ensuring Accurate Teacher and Student Data  
 
The District shall ensure that SED receives accurate teacher and student data, including enrollment 
and attendance data and any other student, teacher, school, course and teacher/student linkage 
data necessary to comply with the Regulations of the Board of Regents and Commissioner of 
Education by providing such data in a format and timeline prescribed by the Commissioner.  
 
The District’s student data system records now identify teacher assignments and student 
enrollment and attendance. The District will verify assignments of classroom teachers of common 
branch subjects, ELA and Mathematics Grades 4-6 (described below). The NYSED APPR Guidance 
provides the following guidance when reporting data for the 2011-2012 school year relating to 
Teacher of Record:  

“For courses included in the current school year collection (grades 3-6 ELA and 
mathematics, grade 4 science), the Teachers of Record are those teachers who are 
primarily and directly responsible for a student’s learning activities that are aligned to the 
performance measures of the course consistent with guidelines prescribed by the 
Commissioner.” (APPR Guidance, L5)  

 
The District collects data on student enrollment, attendance, and achievement on statewide 
assessments manually because of our small student population. This information is periodically 
reviewed and corrected by district support staff and administration. Prior to submission to the Data 
Warehouse, the data is extracted and formatted in accordance with the specifications provided by 
MORIC. The MORIC is responsible for uploading all data to final levels of data collection.  
 
The New York State Education Department’s APPR Guidance and field memos relating to the 
Student Information Repository System (SIRS) will provide detailed guidance related to the 
collection and reporting of data, including student-teacher linkage and student attendance. The 
Inlet Common School District will follow all SED mandates from SIRS. The District will continue to 
monitor data and develop additional processes, as needed and consistent with NYSED reporting 
requirements, to verify that the data submitted to the State are complete and accurate.  NYSED 
provides roster verification reports which will be reviewed and verified throughout the school year 
and prior to the verification deadline.  
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Verification: The District’s student data system identifies teacher assignments and student 
enrollment and attendance. The District has obtained the NYSED statewide unique identifier for 
certain certified individuals employed by the District through “TEACH”.  This information has or will 
be entered into the District’s data system and will be extracted manually from the District’s system 
and reported to SIRS in accordance with NYSED guidance. The District will verify assignments of 
classroom teachers of common branch subjects, ELA and Mathematics Grades 4-6. The principal is 
responsible for creating student assignments and entering the class rosters into our student 
management system. The principal reviews this information in August and notifies teachers of the 
students assigned to them for the year. Any students who enroll after the school year begins are 
entered into our student management system and the teacher is notified of the additional student 
assigned to them.  
 
Reporting Individual Subcomponent Scores: The District will report to the SED the individual 
subcomponent scores and the total composite effectiveness score for each classroom teacher and 
building principal in the District in a format and timeline prescribed by the Commissioner. The 
District will develop a process for timely and accurate extraction of such data and will use SIRS data 
reporting extracts protocols for reporting these data to NYSED. Total Composite Effectiveness 
Scores will not be reported until data on student achievement on state assessments is transmitted 
to the District.  
 
Development, Security and Scoring of Assessments: The District shall ensure the development, 
security and scoring processes of all assessments and/or measures used to evaluate teachers and 
principals under this section are not disseminated to students before administration and that 
teachers and principals do not have a vested interest in the outcome of the assessments they score.  
 
Development: The District will use test/assessments for use as measures of Student Learning 
Objectives developed by the Jefferson-Lewis BOCES.  Decisions about local measures will be based 
on results generated by “i-Ready.”  i-Ready will generate a HEDI (highly effective, effective, 
developing, ineffective) report.   
 

 (H) 1.5 -2 years growth 

 (E) 1.01-1.49 years growth 

 (D) 6 months -1 year growth 

 (I) 0-5.99 months growth 
 
These scores will be reflective of a class size no less than eight students completing both the Math 
and ELA portions of i-Ready.  The percentages of students needed to qualify for each category will 
be determined annually in conjunction with the development of class SLOs.  Teachers at Inlet 
Common School teach more than one grade level.   
 
Development: Superintendent’s Conference Days and staff development days will be used to 
further instruct teaching and administrative staff in the APPR process.    
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Security: The District will follow the testing guidelines set forth by NYSED in regards to securing any 
NYS exams.  The Inlet School District will follow all NYSED guidelines prior to, during, and after 
administration of all required NYSED assessments to ensure that these assessments are not 
disseminated to students before administration.  In addition, both testing and scoring protocols will 
be consistently adhered to ensure that teachers or the principal/superintendent do not have a 
vested interest in the outcome of the assessments they score.  Assessment proctors will have 
access to test administration protocols prior to test administration as prescribed by NYSED, without 
compromising the security or integrity of the assessment.   
 
Arrival of materials:  When the test materials arrive at the building, the principal and teacher 
designated as coordinator will carefully check, count and inventory the testing materials to ensure 
that the proper number of tests have been received.  The contents of each box are checked against 
the shipping notice and the school’s copy of the order form.  All shrink-wrapped materials remain 
intact until the day of testing.  All test materials are stored in the locked safe. 
 
Prior to testing:  Prior to the administration time period, a review of the test administration 
procedures is conducted with all faculty and staff that will be involved in the test administration and 
scoring.  Classrooms are prepared for testing as described in the NYS Testing Administrator’s 
Manual.  Alternate locations and additional proctors are organized for students who require testing 
accommodations.   
 
On the day of testing:  Thirty minutes prior to the testing administration time, the teachers and 
proctors are given the correct number of tests needed by the principal.  Tests are administered in a 
time frame consistent with state and local requirements, to ensure test security and so that 
students can do their best.  A class roster is completed on the day of testing to account for students 
who are absent and require a make-up test.  When tests are complete, all testing materials are 
collected and counted by the classroom teacher.  This is checked again by the principal.  Testing 
materials are then returned to the secure safe.   
 
Once testing is complete:  Once the testing administration period is completed, all tests are 
securely inventoried and packed by the principal.  Make-up testing is conducted within the allotted 
time frame and tests are kept in the safe.  Once all testing is complete, the test boxes are sealed 
and sent to the scoring center in a secure manner.  
 
Scoring: The Inlet School District will ensure that all assessments are scored in the manner as 
prescribed by the assessment in accordance with NYSED. 
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PART III 
Annual Professional Performance Review 
Common Branch Teachers and Principal 
 

Teachers 
 
This APPR Plan will apply to all classroom common branch teachers.  The performance of all 
teachers within the District will be evaluated in accordance with this plan based upon the local 60% 
measures, the 20% local assessment measure and the 20% growth measure. Nothing in this APPR 
Plan is construed to abrogate any conflicting provisions of the teacher Memorandum of Agreement. 
 
Annual Professional Performance Criteria  

1. State Assessments (20%): for teachers of students in grades 4-6 or SLOs (student learning 
objectives); for teachers of grades K-2; and SLO state assessment for grade 3 teachers.  K-3 
will administer Jefferson-Lewis BOCES secure test/assessments 

 
2. Locally-Selected Measures (20%): iReady  

End of the year average student growth measure: 
Highly Effective 1.5– 2 years growth 
Effective  1.01 – 1.49 years growth 
Developing  6 months – 1 years growth 
Ineffective  0 – 5.99 months growth 

 
3. Classroom Observation (60%): The District shall assign an appropriately trained evaluator to 

perform 2 classroom observations for tenured/part-time/less than full year replacement 
teachers and 3 classroom observations for probationary/full year replacement teachers. 
These observations will be performed directly or by video tape.  

 
SPECIAL NOTE: Value-Added Measures: At such time that the Board of Regents decides to adopt a 
value-added growth model the Annual Professional Performance Criteria shall be:  

1. State Assessments (25%): Student growth on state assessments as determined by 
Commissioner or comparable measure shall be 25% of the teacher’s overall evaluative 
score.  

2. Locally-Selected Measures (15%): The above identified local assessment score shall be 15% 
of the teacher’s overall evaluative score.  

3. Classroom Observation (60%): Same as above.  
 
Composite Rating System  
The rating system shall define the overall categories of performance as follows:  

 Highly Effective: Performing at a Higher Level    (91-100)  

 Effective: Performing at Level Typically Expected   (75-90)  

 Developing: Not Performing at Level Typically Expected  (65-74)  

 Ineffective: Performance is unacceptable    (0-64)  



Policy 

6013 Personnel 

Annual Professional Performance Review 

Page 10 of 28 

 
 
Rubric/Formula of Summative Evaluation  
Danielson’s Framework for Teaching 2011 Revised Edition  
 
End of year completed rubric    60 points  

a) Domain 1     (15)  
b) Domain 2     (15)  
c) Domain 3     (15)  
d) Domain 4     (15)  

 
Teacher Development  

 New teacher mentor program  

 Monthly faculty, department/grade and continuous improvement meetings will provide 
professional development  

 Differentiated professional development  
 

Principal 
 
This APPR Plan will apply to the principal/superintendent. Nothing in this APPR Plan is construed to 
abrogate any conflicting provisions of the principal/superintendent Memorandum of Agreement. 
 
Annual Professional Performance Criteria:  
 

1. State Assessments (20%): grades 3-6; SLOs grades K-3 and/or grades 4-6 that do not meet 
the 50% rule.  

 
2. Locally-Selected Measures (20%):  i-Ready 

 
3. Leadership and Management (60%):  A broad assessment of leadership and management 

skills will be based on the following source:  
Direct Supervisory Visit: Two (2) direct supervisory visits shall be conducted by an 

independent evaluator as determined mutually by the superintendent and the board of 
education with at least one visit unannounced.  In our district the superintendent and 
principal are one and the same.  This observation shall assess the ISLLC Standards and will 
be the basis for the assignment of points and remarks within the context of the rubric. Each 
component and sub-component of the rubric will be assigned points within each domain 
that total the 60 points for this evaluation.  

 
Rating System: The rating system shall define the overall categories of performance as follows:  

 Highly Effective: Performing at a Higher Level    (91-100)  

 Effective: Performing at Level Typically Expected   (75-90)  

 Developing: Not Performing at Level Typically Expected  (65-74)  
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 Ineffective: Performance is unacceptable    (0-64)  
 
Rubric/Formula of Summative Evaluation  
Multidimensional Principal Performance Rubric  
 
End of year completed rubric       60 points 
 
Domain 1:  Shared Vision of Learning     10 points 

1a) Culture    
  1b) Sustainability 
 
Domain 2:  School Culture and Instructional Program   10 points  
  2a) Culture    
  2b) Instructional Program  
  2c) Capacity Building  
  2d) Sustainability   
  2e) Strategic Planning   
Domain 3:  Safe, Efficient, Effective Learning Environment  10 points 
  3a) Capacity Building  
  3b) Culture   
  3c) Sustainability   
  3d) Instructional Program  
Domain 4:  Community       10 points 
  4a) Strategic Planning  
  4b) Culture    
  4c) Sustainability  
Domain 5:  Integrity, Fairness, Ethics     10 points 
  5a) Sustainability   
  5b) Culture   
Domain 6:  Political, Social, Economic, Legal and Cultural Context 10 points 
  6a) Sustainability   
  6b) Culture    
 
Principal Development  

1. Professional development on the Multidimensional Performance Rubric.  
2. Facilitated instructional leadership sessions to discuss and clarify practical issues and 

concerns directed at the improvement of student achievement and supportive learning 
needs.  
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Educator Evaluation Rating Categories 

Standards 
For Rating 
Categories 

Growth or 
Comparable 

Measures 
Locally-selected Measures of 

Growth or achievement 

Other Measures of 
Effectiveness 

(Teacher and Leader 
Standards) 

Highly 
Effective 

Results are well-above 
state average for similar 

students (or district 
goals if no state test). 

Results are well-above District 
expectations for growth or 

achievement of student 
learning standards for 

grade/subject. 

Overall performance 
and results exceed 

standards 

Effective 

Results meet state 
average for similar 
students (or district 

goals if no state test). 

Results meet District 
expectations for growth or 

achievement of student 
learning standards for 

grade/subject. 

Overall performance 
and results meet 

standards. 

Developing 

Results are below state 
average for similar 
students (or district 

goals if no state test.) 

Results are below District 
expectations for growth or 

achievement of student 
learning standards for 

grade/subject 

Overall performance 
and results need 

improvement in order 
to meet standards. 

Ineffective 

Results are well-below 
state average for similar 

students (or district 
goals if no state test). 

Results are well-below District 
expectations for growth or 

achievement of student 
learning standards for 

grade/subject. 

Overall performance 
and results do not 
meet standards. 

 
 
 
 
Subcomponent and composite scoring ranges for 2012 – 2013 school year for educators for 
whom there is no approved value-added measure of student growth 

No value-added 
growth measure 

Growth or 
Comparable 

Measures 

Locally-selected 
Measures of 

growth or 
achievement 

Other 
Measures of 
Effectiveness 

(60 points) 

Overall 
Composite 

Score 

Highly Effective 18-20 18-20 54-60 91-100 

Effective 9-17 9-17 44-53 75-90 

Developing 3-8 3-8 39-43 65-74 

Ineffective 0-2 0-2 0-38 0-64 
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Subcomponent and composite scoring ranges for 2012 – 2013 school year for educators for 
whom there is an approved value-added measure of student growth 

Value-added 
growth measure 

Growth or 
Comparable 

Measures 

Locally-selected 
Measures of 

growth or 
achievement 

Other 
Measures of 
Effectiveness 

(60 points) 

Overall 
Composite 

Score 

Highly Effective 22-25 14-15 54-60 91-100 

Effective 10-21 8-13 44-53 75-90 

Developing 3-9 3-7 39-43 65-74 

Ineffective 0-2 0-2 0-38 0-64 

 
The state determines the process for assigning points to educators for the State Growth or Other 
Comparable Measures Subcomponent.  Our district determined the points assigned to educators 
with Student Learning Objectives in this subcomponent, following State guidance. 
 
Guideline for translating HEDI ratings/scores when the SLO does not incorporate a State-provided 
growth measure 

LEVEL POINTS DESCRIPTION 

Highly 
Effective 

18-20 
Evidence indicates exceptional student learning gain across SLO(s), 
including special populations.  Expectations described in SLO(s) are well-
above District expectations 

Effective 9-17 
Evidence indicates significant student learning gain across SLO(s), 
including special populations.  Expectations described in SLO(s) meet 
District expectations. 

Developing 3-8 
Expectations described in SLO(s) are nearly met.  The educator may have 
demonstrated an impact on student learning, but overall results are below 
District expectations. 

Ineffective 0-2 
Evidence indicates little to no student learning gain across SLO(s).  
Expectations described in SLO(s) are not met.  Results are well-below 
District expectations. 

 
Our district will set HEDI rating(s) using the percent of students meeting a collective target.  
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PART IV 
Teacher Improvement Plan 
 
If a teacher is rated “developing” or “ineffective” the District shall develop and implement a 
Teacher Improvement Plan (“TIP”). (Page ) 
 
Process  
Upon rating a teacher as “developing” or “ineffective” through an annual professional performance 
review, the school district must develop and commence implementation of a teacher (TIP) 
improvement plan for such teacher or principal. Participants in the improvement process include 
the teacher in need of improvement and the building principal. 
 

 Within 10 days of the post observation meeting or evaluation meeting where the 
“ineffective” or “developing” rating is assigned a meeting should be scheduled to develop 
an improvement plan. If the evaluation is received at the end of the academic year and 
there are not 10 days remaining in the school year than the meeting will occur 12 calendar 
days from the post-observation meeting.  

 

 At the meeting the teacher improvement plan will be developed, describing the following:  
a) Rationale for the improvement plan 
b) Areas in need of improvement (as outlined in the Frameworks: Planning and 

Preparation, Classroom Environment; Instruction, and/or Professional Responsibilities) 
c) Assessment of improvement efforts during the plan 
d) Supports to be provided to the teacher by the District 
e) Timeline for completion of areas in need of improvement 
f) Schedule a follow-up meeting within 30 school days of the planning meeting 

 

 Continued concerns would warrant consideration of removal of probationary teachers or a 
3020a procedure for tenured faculty.  

 

 Tenured and probationary teachers who continue to receive “ineffective” or “developing” 
ratings while a Teacher Improvement Plan is in place will have their plan modified within 10 
school days.  
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Principal Improvement Plan 
 
If the principal is rated “developing” or “ineffective” the District shall develop and implement a 
Principal Improvement Plan (“PIP”).  
 
Process  

 Within 10 days of receiving the APPR Composite Rating of “Ineffective” or “Developing” a 
meeting will be held with the principal/superintendent and the board of education. 

 

 At the meeting a Principal Improvement Plan (PIP) will be created describing the following:  
a) Rational for areas of improvement  
b) Identification of concerns 
c) Assessment of improvement efforts during the plan  
d) Differentiated activities and resources to support improvement  
e) Timeline for completion of areas in need of improvement 

 

 Schedule a follow-up meeting will be conducted 30 days from the initial improvement 
meeting, with a documented meeting summary provided to all participants in the plan.  

 

 Continued concerns would warrant consideration of removal for the probationary 
administrator or a 3020-a hearing for tenured administrators.  

 

 Tenured and probationary principal who continues to receive “ineffective” or “developing” 
ratings while a Principal Improvement Plan is in place will have their plan modified within 10 
school days.  
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PART V 
APPEALS 
 
Basis  
The burden of proof to establish a rational basis for the appeal rests with the Teacher or Principal 
and they may only appeal an overall evaluation for one of the following reasons:  
 

1. The substance of the APPR;  
2. Adherence to standards and methodologies required for such review;  
3. Adherence to the Commissioner’s regulations;  
4. The issuance and/or implementation of the terms of an improvement plan in connection 

with an “ineffective” or “developing” determination  
 
Procedure 
 
Teachers: Probationary teachers may submit a written rebuttal that will be attached to the APPR in 
the teacher’s personnel file. Probationary teachers may not appeal the APPR. Tenured teachers may 
submit written rebuttals of determination of “effective” and “highly effective” if desired, but may 
not appeal the rating. The teachers’ MOA provides for an unbiased and independent review process 
for a filed appeal.  
 

1. A teacher may not file multiple appeals regarding the same performance review or teacher 
improvement plan.  All grounds for appeal must be raised with specificity within one appeal.  
Any grounds not raised at the time the appeal is filed shall be deemed waived. 

2. In an appeal, the teacher has the burden of demonstrating a clear legal right to the relief 
requested and the burden of establishing the facts upon which the petitioner seeks relief. 

3. A tenured teacher desiring to appeal their APPR composite summary score must submit a 
written statement with a rationale for the appeal, based on the above allowable 
parameters. The appeal must be made within 15 calendar days of the teacher formally 
being assigned the rating. The written appeal should be submitted to the District 
Superintendent.  

4. The District Superintendent will notify the board of education of the appeal and schedule an 
appeal hearing within 30 calendar days of receipt of the appeal. The hearing will be 
conducted by the BOE and the superintendent’s designee as stated in the teachers’ MOA. 
This two person hearing body must render a decision in writing within 10 calendar days. 
This decision may modify the TIP, set aside the rating, uphold the rating, or call for a new 
rating conducted by an administrator or outside evaluator chosen by the District. 

5. The determination of the appeal pursuant to the above process is final and binding and not 
subject to any further appeal. Failure of either the district or the teacher to abide by the 
above agreed upon process is subject to the grievance procedure.  

 
Principal:  The principal may submit a written rebuttal that will be attached to the APPR in the 
principal’s personnel file.  The principal may submit a written rebuttal of the determinations of 
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“effective” and “highly effective” if desired, but may not appeal the rating. The principal’s MOA 
provides for an unbiased and independent review process for a filed appeal.  
 
 

1. The principal may not file multiple appeals regarding the same performance review or 
teacher improvement plan.  All grounds for appeal must be raised with specificity within 
one appeal.  Any grounds not raised at the time the appeal is filed shall be deemed waived. 

2. In an appeal, the principal has the burden of demonstrating a clear legal right to the relief 
requested and the burden of establishing the facts upon which the petitioner seeks relief. 

3. The tenured principal desiring to appeal his/her APPR composite summary score must 
submit a statement with a rationale for the appeal, based on the above allowable 
parameters. Single written appeal is permissible.  

4. Fifteen (15) calendar days after the receipt of the appeal the superintendent must submit a 
detailed written response of the appeal to the BOE.  

5. A formal appeals hearing will occur within 30 calendar days of receipt of the appeal to be 
conducted by a  mutually agreed upon hearing officer contracted to manage the appeal, 
with shared cost by the  and the District.  

 
Exhaustion of Remedies  
An evaluation shall not be the subject NY Education Law §3020-a or an alternate disciplinary 
procedure without first exhausting the appeal process above.  
 
Disciplinary Proceedings  
For the purposes of disciplinary proceedings under Education Law §§3020 and 3020-a, the 
definition of ineffective teaching or performance is two, consecutive annual ratings of ineffective.  
 
Tenured teachers, principal with a pattern of ineffective teaching or performance may be charged 
with incompetence and considered for termination through an expedited hearing process.  
Probationary Teachers or principal 
 
Probationary Teachers or Principal 
The District retains its right with respect to probationers.   
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Part VI 
Miscellaneous 
 
Required Certificates  
The District shall include with this APPR Plan any certifications required by the Board of Regents 
regulations.  
 
Filing and Publication of APPR Plan  
This APPR Plan shall be adopted by the Board of Education, filed in the office of the District, and 
shall be made available to the public on the District’s website by September 1, 2012 or within ten 
days after its adoption, whichever shall later occur.  
 
Monitoring  
The District agrees to collaborate with NYSED regarding any concerns and/or monitoring of the 
District regarding evaluation implementation.   
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Inlet Common School District 
Teacher Appraisal Process 
 
Our Belief  
It is our belief that the teacher appraisal process is a partnership among teachers, supervisors, and 
administrators to promote professional growth. This partnership represents a professional 
community and our plan for growth and evaluation presumes that teachers are competent and that 
their performance is at the proficient level. It also presumes that it is every teacher’s responsibility 
to continue to grow professionally. This partnership is based on mutual understanding, respect, and 
honest communication. It is with this understanding that we work to provide quality instruction for 
our students in a learning climate where everyone has the opportunity to reach their highest 
potential.  
 
The APPR will be used as a significant factor in teacher and principal development at the Inlet 
Common School District.  
 
The appraisal process is one that:  

 Inspires  

 Is reflective  

 Is efficient  

 Encourages risk-taking that includes the element of fun  

 Is flexible  

 Is collegial and collaborative  

 Challenges us to succeed  

 Allows for ownership by all  

 Is connected to our established goal process  

 Can be a multi-year evaluative process  

 Includes short term and long term methods of evaluation  

 Can have lesson plans as a product  

 Determines the effectiveness and accountability of the teacher  

 Helps all involved to improve  

 Fits the unique evaluative needs of teachers  

 Includes evidence of student learning and growth  
 
Tenured Teacher Evaluation Process  
Every tenured teacher will be formally observed minimally two times during the year. One 
observation will be a full class period and will include a pre-conference and post-conference with 
the principal. During the pre-conference, the teacher is expected to provide a written lesson plan 
and to review the anticipated lesson with the principal. Within 10 business days of the formal 
observation a post-conference will take place. This will allow for a professional dialogue to take 
place between the principal and teacher in order to review the lesson and address commendations 
and recommendations for the future. At the post-conference, the principal will also indicate what 
components of the Frameworks for Teaching Rubric were evaluated during this process (Page ). 
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There will be one other formal classroom observations that may be of a shorter duration. After this 
observation, the principal will complete other observed components of the rubric and will inform 
the teacher that they have added to the Frameworks for Teaching Rubric. The teacher will then be 
able to view the additions to the Rubric.  
 
At the mid-year conference (Appendix) the principal will discuss progress with the goals process and 
progress on the Frameworks for Teaching Rubric with the teacher. Prior to June 15, an end of year 
meeting will take place with the teacher and the principal (Appendix). At this meeting, the goals 
process and attainment, structured review of student work and the Frameworks for Teaching Rubric 
will be discussed. One final rubric will be completed and signed by the teacher and principal. The 
teacher will receive a summary of the points earned from the local evaluation process (Appendix). 
At this meeting, all documents will be signed by the teacher and principal. The original copy will be 
filed with the Superintendent and copies will be provided to the teacher. After receiving the scoring 
from NYS, a total composite score will be calculated and provided to the teacher. If the score places 
the teacher in the developing or ineffective category, a teacher improvement plan will be initiated.  
 
Probationary/Replacement Evaluation Process  
Every probationary/full-time replacement teacher will be formally observed minimally three times 
during the year. All formal observations will be a full class period and will include a pre-conference 
and post-conference with the principal. During the pre-conference, the teacher is expected to 
provide a written lesson plan and to review the anticipated lesson with the principal. Within 10 
business days of the formal observation a post-conference will take place. This will allow for a 
professional dialogue to take place between the principal and the teacher to review the lesson and 
address commendations and recommendations for the future. At the post-conference, the principal 
will also indicate what components of the Frameworks for Teaching Rubric were evaluated during 
this process. After two formal observations that are evaluated to be in the developing or ineffective 
category, a teacher improvement plan will be initiated.  
 
At the mid-year conference (Appendix) the principal will discuss progress with the goals process and 
progress on the Frameworks for Teaching Rubric with the teacher. Prior to June 15, an end of year 
meeting will take place with the teacher and the principal (Appendix). At this meeting, the goals 
process and attainment, structured review of student work and the Frameworks for Teaching Rubric 
will be discussed. One final rubric will be completed and signed by the teacher and the principal. 
The teacher will receive a summary of the points earned from the local evaluation process 
(Appendix). At this meeting, all documents will be signed by the teacher and the principal. The 
original copy will be filed with the Superintendent and copies will be provided to the teacher. After 
receiving the scoring from NYS, a total composite score will be calculated and provided to the 
teacher. If the score places the teacher in the developing or ineffective category, a teacher 
improvement plan will be initiated.  
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Summary of Evaluation Process 
Tenured/Part-Time Teachers  

Probationary/Full Year Replacement 
Teachers  

2 formal observations  

 2 full class period with pre and post 
conference  

 1 Frameworks for Teaching Rubric 
completed during the year  

 Mid-year conference 

 End of year conference 
 

 3 formal observations with pre and 
post conference- Frameworks for 
Teaching Rubric completed for each 
observation  

 1 final Frameworks for Teaching 
Rubric completed at the end of the 
year  

 Mid-year conference 

 End of year conference 
  

  
 
Calculating Composite Scores  
Scoring Calculation for Frameworks for Teaching Rubric-  

 Ineffective = 1  

 Developing = 2  

 Effective = 3  

 Highly Effective = 4  
 
*Each Domain is worth a total of 15 points maximum  
 
Domain 1: Planning and Instruction (example) 
Includes 6 sub-domains (a-f) each domain you can earn up to 4 points for a total 24 points for 
Domain 1.    
 
 Domain 1a =   3 points (effective) 
 Domain 1b =   4 points (highly effective) 
 Domain 1c =  3 points (effective) 
 Domain 1d =   2 points (developing) 
 Domain 1e =   3 points (effective) 
 Domain 1f =  3 points (effective) 
   18 total points/24 possible points = 75% 
Since each Domain is worth a total of 15 points, multiply by 15 and converts to a total of 11.25 
points earned for Domain 1. 
 
Domain 2: The Classroom Environment 
Includes 5 sub-domains (a-e) each domain you can earn up to 4 points for a total of 20 maximum 
points (Multiply % by 15 as noted above) 
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Domain 3: Instruction 
Includes 5 sub-domains (a-e) each domain you can earn up to 4 points for a total of 20 maximum 
points (Multiply % by 15 as noted above) 
 
Domain 4: Professional Responsibilities 
Includes 6 sub-domains (a-f) each domain you can earn up to 4 points for a total of 24 maximum 
points (Multiply % by 15 as noted above) 
 
Total Composite Score for Local Evaluation: 60 points 
 
 
 
Total Composite Score: 
  Local Selected Measures 20 points 
  State Assessments  20 points 
  Leadership & Management 60 points 
 
     Total 100 points 
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Inlet Common School District 
 
Mid- Year Conference for Teachers 
 
Teacher:         
 
Date:      
 
 
This conference provides opportunity for mutual exploration of items relevant to all Domains 1-4 
including those which transcend classroom observations. This discussion should occur between 
January 15 and February 15.  
 
Topics discussed must include review of the Frameworks for Teaching Rubric:  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Dates of classroom observation: 
 
             
Teacher Signature       Date 
 
             
Principal Signature       Date 
 
 
 
Teacher’s signature does not constitute agreement but merely signifies s/he has examined and 
discussed the materials with her administrator/supervisor. Teachers shall have the right to insert 
written explanation or responses to written feedback of the administrator/supervisor within 10 
days, which may be considered during the Appeals process. 
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Inlet Common School District 
Teacher Improvement Plan 
 
 
Name:          
 
Date:     
 
District Principal:        
 
 
 
Rationale for Teacher Improvement Plan: 
 
 
 
Areas in need of improvement: (Domains cited above) 
 
 
 
Supports and resources provided will include: 
 
 
 
Necessary evidence to prove adequate progress: 
 
 
 
Timeline for completion of areas in need of improvement: 
 
 
 
Next meeting:      
 
Signatures: 
 
             
Teacher Signature       Date 
 

             
Principal Signature       Date 
 
             
Board of Education Member      Date 
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Inlet Common School District 
Principal Evaluation Process 
 
Our Belief  
It is our belief that the principal appraisal process is a partnership between the administrator and 
the BOE to promote professional growth. This partnership represents a professional community and 
our plan for growth and evaluation presumes that administrator is competent and that his/her 
performance is at the effective level. It also presumes that it is every administrator’s responsibility 
to continue to grow professionally. This partnership is based on mutual understanding, respect, and 
honest communication. It is with this understanding that we work to provide quality building 
leadership and instruction for our students in a learning climate where everyone has the 
opportunity to reach their highest potential. 
  
Our Vision of the Appraisal Process  
The appraisal process is one that:  

 Inspires  

 Is reflective  

 Is efficient  

 Encourages risk-taking that includes the element of fun  

 Is flexible  

 Is collegial and collaborative  

 Challenges us to succeed  

 Allows for ownership by all  

 Is connected to our established goal process  

 Can be a multi-year evaluative process  

 Includes short term and long term methods of evaluation  

 Can have lesson plans as a product  

 Determines the effectiveness and accountability of the teacher  

 Helps all involved to improve  

 Fits the unique evaluative needs of teachers  

 Includes evidence of student learning and growth  
 
Tenured Principal Evaluation Process  
The principal will be formally evaluated in the following manner.  
 
Annual Professional Performance Criteria:  
State Assessments (20%): grades 3-6; SLOs grades K-3 and/or grades 4-6 that do not meet the 50% 
rule.  
Locally-Selected Measures (20%): i-Ready 
Leadership and Management (60%): A broad assessment of leadership and management skills will 
be based on the following source:  

Direct Supervisory Visit: Two (2) direct supervisory visits shall be conducted by the BOCES 
District Superintendent or his/her designee. This observation shall assess the ISLLC Standards, and 
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will be the basis for the assignment of points and remarks within the context of the rubric. Each 
component and sub-component of the rubric will be assigned points within each domain that total 
the 60 points for this evaluation.  

 

Rating System: The rating system shall define the overall categories of performance as follows:  
 

 Highly Effective: Performing at a Higher Level (91-100)  

 Effective: Performing at Level Typically Expected (75-90)  

 Developing: Not Performing at Level Typically Expected (65-74)  

 Ineffective: Performance is unacceptable (0-64)  
 
Rubric/Formula of Summative Evaluation  
Multidimensional Principal Performance Rubric (Appendix)  
Principal Development  

1. Professional development on the Multidimensional Performance Rubric.  
2. Facilitated instructional leadership sessions to discuss and clarify practical issues and 

concerns directed at the improvement of student achievement and supportive learning 
needs.  

 
The direct supervisory visitation with the principal will occur twice a year, one in each semester, 
and will be conducted by the BOCES District Superintendent or his/her designee.  
The leadership framework to be used will be the Multidimensional Principal Performance Rubric 
(ISLLC). (Page ). There will also be other visitations throughout the year that may be of a shorter 
duration. At the end of the school year, not later than June 30, subcomponent scores for the rubric 
will be developed by the BOCES District Superintendent or his/her designee for the principal. After 
receiving the scoring from NYS, a total composite score will be calculated and provided to the 
principal. If the score places the principal in the developing or ineffective category, an improvement 
plan will be initiated.  
 
Calculating Composite Scores 
 
Scoring Calculation for Multidimensional Principal Performance Rubric: 
 

 Ineffective  1 

 Developing   2 

 Effective  3 

 Highly effective 4 
 
Each Domain is worth a total of 10 points 
 
Domain 1:  Shared Vision of Learning 
Includes 2 sub-domains (a-b) each domain you can earn up to 4 points for a total of 8 points in 
Domain 1.   
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Example of how points are calculated in each Domain: 
 
  1a) Culture   3 points (effective) 
  1b) Sustainability  4 points (highly effective) 
     7total points/8 possible points = 87.5% 
Since each Domain is worth a total of 10 points, multiply by 10 and it converts to a total of 8.75 
points earned for Domain 1. 
 
 
Domain 2:  School Culture and Instructional Program 
Includes 5 sub-domains (a-e) each domain you can earn up to 4 points for a total of 20 maximum 
points (Multiply % by 10 as noted above.)    
 
Domain 3:  Safe, Efficient, Effective Learning Environment 
Includes 4 sub-domains (a-e) each domain you can earn up to 4 points for a total of 16 maximum 
points (Multiply % by 10 as noted above.)    
 
Domain 4:  Community 
Includes 3 sub-domains (a-e) each domain you can earn up to 4 points for a total of 12 maximum 
points (Multiply % by 10 as noted above.)    
 
Domain 5:  Integrity, Fairness, Ethics 
Includes 2 sub-domains (a-e) each domain you can earn up to 4 points for a total of 8 maximum 
points (Multiply % by 10 as noted above.)    
  
Domain 6:  Political, Social, Economic, Legal and Cultural Context 
Includes 2 sub-domains (a-e) each domain you can earn up to 4 points for a total of 8 maximum 
points (Multiply % by 10 as noted above.)    
 
Total Composite Score for Local Evaluation: 60 points 
 
 
Total Composite Score: 
  Local Selected Measures 20 points 
  State Assessments  20 points 
  Leadership & Management 60 points 
 
     Total 100 points 
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Inlet Common School District 
Principal Improvement Plan 
 
Name:          
 
Date:     
 
BOCES District Superintendent/designee:        
 
 
 
Rationale for Principal Improvement Plan: 
 
 
 
Areas in need of improvement: (Domains cited above) 
 
 
 
Supports and resources provided will include: 
 
 
 
Necessary evidence to prove adequate progress: 
 
 
 
Timeline for completion of areas in need of improvement: 
 
 
 
Next meeting:     
 
 
Signatures: 
 
             
Principal’s Signature       Date 
 

             
Board of Ed Member’s Signature     Date 
 
             
BOCES District Superintendent/designee    Date 


