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INTRODUCTION  
 

 
The Board of Education of the Averill Park School District (the “District”), in public session at its meeting of 
August 21, 2012, adopts this Annual Professional Performance Plan (the “APPR Plan”) for the 2012-2013 
school year pursuant to the requirements of Education Law §3012-c and accompanying regulations of the 
Board of Regents and the Commissioner of Education.  Representatives from the district central 
administration, the Averill Park Teachers’ Association (APTA), and the Averill Park Administrators’ 
Association (APAA) worked collaboratively as members of the district Professional Development Committee 
(PDC) to review all policies and procedures related to this APPR and to create this single year plan.  The PDC 
will be responsible for annual review of the APPR Plan; changes to the plan shall be reached through 
consensus of the members of the PDC.  Any revisions or modifications of negotiated items must be 
subsequently approved through collective bargaining with the APTA and the APAA. 
 
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 including but not limited to:   
 

���� Retention 
���� Tenure Determination 
���� Termination 
���� Supplemental compensation 
���� Promotion 
���� Professional Development 

 
Statement of Purpose 

The overarching goal of the teacher evaluation system is to promote student learning and improve teaching 
and professional practice.  The APPR encourages professional growth and development through a process 
that is based on current research on best practices and aligned with New York State’s Teaching Standards.  
It assures a common language, and common expectations among all teachers and evaluators.  It is 
intentionally linked with the district’s Professional Development Plan to ensure teacher-driven professional 
development and support. 
 
The following principles will govern the APPR process: 
 

���� It is every teacher’s responsibility to continue to grow professionally.   
���� It is the district’s responsibility to provide the resources and support for teachers to improve instruction 

and professional practice. 
���� The overarching goal of the evaluation process is that teachers and evaluators examine the evidence 

obtained by multiple measures of teaching practice and student achievement to plan for meaningful 
professional learning and improvement of instruction. 

���� Evaluations will be conducted openly and objectively with the full involvement of the teacher. 

 
Plan Requirements 

Under Education Law §3012-c, each teacher must receive an APPR resulting in a single composite 
effectiveness score and a rating of “highly effective”, “effective”, “developing”, or “ineffective”.  The composite 
score will be determined as follows:  
 

���� 20 percent student growth on state assessments or a comparable measure of student growth (25 percent 
upon implementation of a value-added growth model); 

���� 20 percent other locally selected measures of student achievement that are determined to be rigorous 
and comparable across classrooms (15 percent following implementation of a value-added model), 
which are to be developed locally through collective bargaining; and 

���� 60 percent based on multiple measures of effective teaching practice aligned with the state’s teaching 
standards. The measures are established locally through collective bargaining.  

 

 
 
 



 
 
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) 
 
As required by the Commissioner’s regulations, the Averill Park CSD will formally adopt the APPR plan by 
September 1 of each school year and shall post the APPR plan within ten days after its NYSED approval on 
the district website. 
 
 
 
 

PART I  
DATA MANAGEMENT  

 
The District will work with State Education Department (the “SED”) to develop a process that aligns its data 
systems to ensure that SED receives timely and accurate teacher, course and student “linkage” data, as well as 
a process for teacher and principal verification of the courses and/or student rosters assigned to them. 
 
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 and archives teacher assignments and student enrollment and 
attendance. Teachers use this system to record daily attendance, maintain a gradebook and produce progress 
reports and report cards.  
 
Verification: At the start of the school year, the district will verify the assignments of teachers and students 
for accuracy.  Each teacher shall review their own student rosters to ensure accurate teacher-of-record 
determinations within one month from the first day of the course and will again re-verify prior to the NYSED 
June 1st roster verification deadline. 
  
The District will continue to monitor data and develop additional processes, as needed and consistent with 
NYSED reporting requirements, to insure that the data submitted to the State are complete and accurate  
 
Reporting Individual Subcomponent Scores: The District will report to the SED the individual 
subcomponent scores and the total composite effectiveness score using a unique identifier for each classroom 
teacher and building principal in the District in a format and timeline prescribed by the Commissioner.  The 
District will ensure 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 security and integrity 
in the development, storage and scoring processes of all assessments and/or measures used to evaluate 
teachers and principals. Regionally developed, district-developed and teacher-created assessments of student 
achievement provide opportunities for professional development and building local capacity.  Averill Park 
CSD will encourage the development of assessments by teams of teachers.  The Superintendent will certify 
assessments for comparability and rigor.   The District will ensure that all assessments are scored in the 
manner as proscribed by the assessment. Additionally, the district will implement scoring practices that 
guarantee that teachers or principals do not have a vested interest in the outcome of the assessments they 
score. 

 

 



 

Part II  
Training Of Evaluators And Staff  

 

The District will ensure that all Lead Evaluators/Evaluators are properly trained and certified to complete an 
individual’s performance review.  
 

Evaluator training will occur regionally in cooperation with Questar III BOCES.  A minimum of five (5) days 
of training will be conducted by Questar 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.  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. 
 

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’s 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. 
 

This training for Lead Evaluators will include the following requirements: 
 

���� New York State teaching Standards and ISSLC Standards 
���� Evidence-based observation 
���� Application and use of Student Growth Percentile and Value Added Growth Model data 
���� Application and use of the State-approved teacher or principal rubrics 
���� Application and use of any assessment tools used to evaluate teachers and principals 
���� Application and use of State-approved locally selected measures of student achievement 
���� Use of Statewide instructional Reporting System 
���� Scoring methodology used to evaluate teachers and principals 
���� Specific considerations in evaluating teachers and principals of ELLS and students with disabilities. 
 

All professional staff subject to the district’s APPR will be provided with an orientation and/or training on 
the evaluation system that will include: a review of the content and use of the evaluation system and the 
district’s teacher practice rubric; all APPR forms; and the procedures to be followed consistent with the 
approved APPR plan. All training for current staff will be conducted prior to the implementation of the 
APPR process. Training for newly hired staff will be conducted and completed two weeks before the first 
observation. 
 

PART  III  
MEASURES OF TEACHER EFFECTIVENESS BASED ON STUDENT LEARNING  

 

Student Growth (20 %) 

NYSED provides scores for Growth on State Assessments.  NYSED additionally requires that the district 
computes a score for Growth using “comparable measures” if no state test is available for a course.  
For teachers where there is no state-provided measure of student growth, “comparable measures” are the 
state determined district-wide growth goal setting process. This process is called Student Learning Objectives.  
A Student Learning Objective is an academic goal for a teacher’s student that is set at the start of a course.  It 
represents the most important learning for the year. It must be specific and measurable, based on available 
prior student learning data, and aligned to the Common Core, State, or national standards, as well as any 
other school district priorities.  Teacher’s scores are based upon the degree to which their goals were attained. 
 

� NYS SLOs must include the following elements: 
♦ Student Population:  Which students are being addressed? 
♦ Learning Content:  What is being taught? Which standards? 
♦ Interval of Instructional Time:  What is the instructional period?  Year, semester, quarter 
♦ Evidence:  What assessment(s) or student work product(s) will be used to measure this goal? 
♦ Baseline:  What is the starting level of learning for students in the class? 
♦ Target:  What is the numerical expected outcome by the end of the instructional period? 
♦ HEDI criteria:  How will evaluators determine what range of student performance “meets” the 

goal ie: highly effective, effective, developing, ineffective. 
♦ Rationale:  Why choose this learning content, evidence and target? 

 
 



 

AVERILL  PARK CSD  –  SLO  2013-2014 
Course  Name 

Population 
                      

Learning Content 
                      

Interval of Instruction 
                      

Evidence 
                      

Baseline 
                      

Target(s) 
                      

__ growth  with  
state assessment 

                      

__  growth without  state 
assessment 

                      

__  local measure                       

 
HEDI 

 Highly 
Effective 

Effective Developing Ineffective 
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%
 

 86-100% of students meet target = Highly Effective 70-85% = Effective  55-69% = Developing  0-54% Ineffective 

Rationale                       

 
 
Locally Selected measures of student achievement (20%) 

The locally selected measures of student achievement shall be determined by curriculum teams of each grade 
level and subject area.  The curriculum teams will be charged with identifying the specific measurements of 
student achievement, common timelines for the collection of student achievement data, how student 
achievement data will be weighted and adjusted to account for differences in student populations.  The team 
will be guided by the following principles: 
 
���� Locally selected measures should help the teacher add value to classroom instruction. There needs to be 

a purpose/use other than solely for evaluation.  
���� Local measures should include assessments other than standardized state tests. 
���� Local measures should be aligned with the NY State Common Core Standards or state or national 

student learning standards.   
���� Local measures should consist of multiple measures of student performance to improve the accuracy 

and stability of evaluations by reducing reliance on any single measure of performance.  
���� The Superintendent shall certify that the measures meet the requirements for rigor and comparability. 

Comparability is defined as using the same measures across a subject and/or grade level within the 
school district. Rigor is defined as being aligned to the New York State Learning Standards and, to the 
extent practicable, valid and reliable as defined by the testing standards, meaning the “Standards for 
Educational and Psychological Testing” (American Psychological Association, National Council on 
Measurement in Education, and American Educational Research Association; 1999 – available at the 
Office of Counsel, SED).  

���� It is understood that this is a system for individual teacher evaluation. School-wide, group or team 
results based on state tests are therefore not recommended.  

 
The teams will annually review the locally selected measures of student achievement to ensure their 
continued validity, reliability and appropriateness. The selection of other local measures of student 
achievement shall be the responsibility of the curriculum teams. The superintendent shall, to the extent 
practicable, provide all curriculum teams with time during the contractual work day to meet.   
 
 
 

 



 

The local assessment component will be converted into a numerical effectiveness score using a methodology 
selected by the district so that all teachers are subject to the same scoring values.  This process will be 
documented through a Student Learning Objective written utilizing the locally selected measure of student 
achievement.  The SLO for this portion of the teacher’s 20 points may focus on either a measure of student 
growth or student achievement and will use the same template as in the “growth using comparable measure” 
component. 
 

PART  IV 
MEASURES OF TEACHER EFFECTIVENESS BASED ON THE NYS TEACHING STANDARDS (60%) 

� Evidence of professional practice shall be obtained through multiple measures. Observations will be one 
of these measures. 

� Individualized professional development plans should include professional growth goals that are 
individually established by both the teacher and the evaluator. 

� The process of evaluation should foster continual growth and development.  
� Evidence of teacher effectiveness will be based on the Danielson Frameworks for Teaching rubric 

aligned with the seven New York State Teaching Standards:  
♦ The teacher acquires knowledge of each student and demonstrates knowledge of student 

development and learning to promote achievement for all students. 
♦ The teacher knows the content he/she is responsible for teaching and plans effective instruction 

that ensures growth and achievement for all students. 
♦ The teacher implements instruction that engages and challenges all students to meet or exceed the 

learning standards. 
♦ The teacher works with all students to create a dynamic learning environment that supports 

achievement and growth. 
♦ The teacher uses multiple measures to assess and document student growth, evaluate instructional 

effectiveness, and modify instruction. 
♦ The teacher demonstrates professional responsibility and engages relevant stakeholders to 

maximize student growth, development, and learning. 
♦ The teacher sets informed goals and strives for continuous professional growth. 

 

Goal setting and professional learning plan 

[September/October] 
 

In collaboration with their supervising administrator, teachers will have the opportunity to identify ways to 
enhance instructional practice and student achievement and to tie their individual goals to the attainment of 
school and district goals. A professional learning plan will be developed to improve effectiveness and student 
learning which will include a review of the teacher’s Student Learning Objectives and a determination of the 
other measures that will accrue points toward the 60% of the teacher effectiveness score. This plan will be 
recorded on Form #1 in Appendix. 
 

Analysis of teaching practice through multiple measures (60 points) 

[September-May] 
 

Classroom Observations (30 points) 

Each teacher will be formally observed by a trained evaluator for two separate classroom sessions.  Each 
session will be 30-60 minutes in duration.   
 

1. One observation will be pre-planned and scheduled at a time of mutual convenience for the teacher and the evaluator. 
The teacher and evaluator will prepare for the observation beginning with a pre-conference discussion 2-3 school days 
prior to the visit. The teacher will complete a pre-conference form and bring it to the pre-conference meeting. (This is 
included as Form #2 in Appendix.) The scheduled observation will be based on point allocation of a possible 18 points 
as outlined in the chart below. 

 

Scheduled 
Observation 

 
Ineffective 

 
Developing 

 
Effective 

 
Highly Effective 

Domain 1 
(Planning) 

0 - 2 2.5 - 4 4.5 - 5 5.5 - 6 

Domain 2 
(Environment) 

0 - 2 2.5 - 4 4.5 - 5 5.5 - 6 

Domain 3 
(Instruction) 

0 - 2 2.5 - 4 4.5 - 5 5.5 - 6 

 
 
 



2. One session will be unannounced and no preconference discussion will be included. The unannounced observation 
will be based on point allocation of a possible 12 points as outlined on the chart below. 
 

Unannounced 
Observation 

 
Ineffective 

 
Developing 

 
Effective 

 
Highly Effective 

Domain 1 
(Planning) 

0 0 - .5 1 – 1.5 2 

Domain 2 
(Environment) 

0 - 2 2.5 - 3 3.5 - 4 4.5 - 5 

Domain 3 
(Instruction) 

0 - 2 2.5 - 3 3.5 - 4 4.5 - 5 

 

Every observation will be followed by a post observation conference to be conducted within 5 school days.  
The teacher will complete a post observation feedback form and submit it to the evaluator within 2 school 
days of the observation. (This is included as Form #3 in Appendix.)  The evaluator will bring a completed 
post observation summary for discussion to the conference.  (This is included as Form #4 in Appendix.)   
 

The evaluator will certify the summary at the post observation conference and share the points earned 
through the Teacher practice rubric.  Scores will be reported as a whole number.  The teacher will receive a 
copy of the completed summary.   
 

Professional Responsibilities (5 points) 

Domain Four of the Danielson Frameworks will be used to evaluate the components of practice beyond 
classroom interactions with students.  These components are broadly defined as “professional 
responsibilities” and include teacher reflection, maintaining accurate records, communication with families, 
contributions to school and district, professional growth, advocacy, and collaboration with colleagues.  
 

Each teacher will complete a written reflection summary (included as Form #5 in Appendix).  This reflection 
on domain 4 components will be submitted to the evaluator no later than May 15th.  The evaluator will review 
the reflection form and any evidence/artifacts collected over the school year to determine the number of 
points earned (out of a possible 5 points) based on the Danielson Frameworks Domain 4 rubric as outlined 
on the chart below.  Scores will be reported as a whole number.   
 

 

Domain 4 
(Professional 
Responsibilities) 

 

Ineffective 
 

Developing 
 

Effective 
 

Highly Effective 

0 - 2 2.5 - 3 3.5 - 4 4.5 - 5 

Additional Multiple Measures (25 points) 

[September-May] 
  
These measures are to be used to establish a teacher’s contribution to the community and dedication to his or 
her profession.  Teachers should choose categories in which they feel they can be highly effective.  These 
measures encourage teachers to engage in their jobs meaningfully and effectively. Teachers and 
administrators should use these measures as a tool to encourage participation leading to full credit whenever 
possible.  Teachers will combine categories to reach a sum of 25 points. The sum of the categories may not 
exceed 30 points.  Only 25 points will be earned for purposes of evaluation.  The choices of categories will be 
documented in the teacher’s professional plan that is established at the beginning of the school year.  The 
evidence of completion of “additional measures” will be submitted by the teacher to the evaluator no later 
than May 15th.  The rubrics and point allocations for additional measures are summarized in the chart below. 
 

Additional Multiple Measures                                                                                                             Total Possible: 25 points 

� Observation by peer coach (10) 
� Student Feedback from a State-Approved survey tools (5) 
� Parent Feedback from a State-Approved survey tools (5) 
� Structured review of lesson plans (10) 
� Student portfolios and/or other teaching artifacts (10) 
� Goal Setting (5) 
� Personal Reflection: Narrative (5) 
� Video with Personal Reflection (10) 
� Committees (10) 
� Community Service: Service to AP students outside of school day (10) 
 
 



ADDITIONAL MULTIPLE MEASURES (25  POINTS)  

 

(10)  Observation by peer coach 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Teacher fails to make any 
observation of any other teacher’s 
class. 
 

Teacher engages in an observation 
of another teacher’s class, but there 
is no conversation about what was 
learned. 
 

Teacher engages in an observation 
of another class, but there is no 
formal follow up or conversation 
afterward. 
 

Teacher engages in one or more 
observation(s) of a colleague(s) and 
reciprocates by allowing another 
teacher to observe him or her.  
Teachers record and share 
observations with each other and 
provide meaningful feedback.  
None of the critiques should be 
made public or even shown to 
administrators.  This process is an 
attempt to encourage collegial 
feedback, not to make evaluations 
that effect a teacher’s rating. 

 
(10)  Structured review of unit plans 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

No lesson plans are available for 
an administrator. 

Teacher hands in incomplete lesson 
plans or lesson plans that cannot be 
evaluated. 
 

Administrator reviews the lesson 
plans, but no conversation ensues.  
Criteria for evaluation is left up to 
the administrator. 
 

Lesson plans are reviewed by an 
administrator and evaluated by a 
criteria agreed upon by both 
administrator and teacher.  A 
productive conversation ensues 
based on the review, leading to 
effective suggestions for changes in 
instruction. 

 
(10)  Student Portfolios and/or other teaching artifacts 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

No artifacts are available. Teacher has some portfolios or 
artifacts, but does not use them for 
anything in particular. 
 

Teacher collects some 
portfolios/artifacts from some 
students to use as exemplars. 

Teacher collects portfolios/artifacts 
from all students from at least one 
activity during the year and can 
demonstrate exemplary examples 
of the assignment.   

 
 
 



 
 

 (10)  Video with personal reflection 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

No video is available. Teacher creates a video that is of 
poor quality and which cannot be 
used for self reflection. NO written 
document is turned in. 
 

Teacher creates a video but does 
not establish any goals per se with 
the video.  A written document is 
turned in with the video, but it is 
incomplete or off topic. 
 

Teacher creates a video recording 
that is useful for him or her to use 
to critique his or her style and 
habits.   Teacher uses the video to 
establish new goals for the coming 
year and writes out the 
observations/conclusions with the 
video. 

 
(10)  Committee participation 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Teacher refuses to attend any 
meetings outside of his or her 
basic professional duties. 

Teacher agrees to participate in a 
committee when asked, but does 
not contribute or attend regularly 

Teacher volunteers to participate in 
a committee but does not attend 
regularly and does not contribute 
substantially. 

Teacher volunteers to participate in 
at least one committee and 
substantially contributes to the 
effective work of the committee. 

 
(10)  Community Service to Averill Park Students 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Teacher refuses to participate in 
any events outside of school. 
 

Teacher agrees to participate in one 
activity and only under duress. 
 

Teacher offers to participate in 
activities but only rarely, and only 
when asked. 
 

Teacher engages in a substantial 
activity involving students such as 
but not exclusively: coaching, 
advising clubs, chaperoning, 
directing plays or musicals, food 
drives, poetry readings, etc. 

 
(5)  Student Feedback from a State-approved survey tool 

 

INEFFECTIVE (0) DEVELOPING (1) EFFECTIVE (3) HIGHLY EFFECTIVE (5) 

No surveys are handed out to any 
students. 

Teacher creates his or her own 
survey and hands it out to a select 
group of students.  Nothing 
concrete is done with the results. 
 

Surveys are handed out to some 
(but not a majority of) students.  
Some consideration is made about 
how to change instruction, but 
nothing concrete is established. 
 

Surveys are given to a large 
majority of a teacher’s students so 
that the teacher gleans a wide 
variety of responses.  Teacher uses 
the surveys to adjust teaching 
techniques, etc. for the following 
year. 



 
 
 (5)  Parent feedback from a State-approved survey tool 

 

INEFFECTIVE (0) DEVELOPING (1) EFFECTIVE (3) HIGHLY EFFECTIVE (5) 

No surveys are handed out to any 
parents. 

Teacher creates his or her own 
survey and hands it out to a select 
group of parents.  Nothing is done 
with the results. 
 

Surveys are handed out to some, 
but not a majority of, parents.  
Some consideration is made about 
how to change instruction, but 
nothing concrete comes of the 
results. 

Surveys are given to a majority of a 
teacher’s parents so that a wide 
variety of responses are gleaned.  
Teacher uses the surveys to adjust 
teaching techniques, etc. for the 
following year. 

 
(5)  Goal setting 

 

INEFFECTIVE (0) DEVELOPING (1) EFFECTIVE (3) HIGHLY EFFECTIVE (5) 

No goals are set or considered. 
 

Establishes vague goals for the 
current year. 

Teacher establishes a workable goal 
based on at least one source of 
feedback. 

Teacher establishes clear goals and 
provides evidence of completion. 

 
(5)  Personal Reflection: Narrative 

 

INEFFECTIVE (0) DEVELOPING (1) EFFECTIVE (3) HIGHLY EFFECTIVE (5) 

No narrative is written. 
 

Teacher writes a reflection, but it is 
unreadable or off topic. 

Teacher writes a narrative 
reflection, but the details are 
sketchy and conclusions are 
nebulous. 
 

Teacher engages in a significant 
consideration of events from the 
year and is able to communicate 
clearly how his or her year went.  
This may be based on various 
sources of feedback or from simple 
self reflection.  Narrative is detailed 
and demonstrates genuine 
engagement in the process. 

 
 
 
 
 
 
 
 
 
 



 
Summative Evaluation 

[June/August] 
 

The summative evaluation includes the teacher’s annual rating of effectiveness and the rationale supporting the rating.  Both 
areas of strength and areas in need of improvement should be identified and specific recommendations made to improve 
effectiveness. The summative evaluation will be based on all of the evidence of effective teaching practice and the measures of 
student growth and achievement. (The summative evaluation form is included as Form #6 in the Appendix.) 
 

HEDI 
Rating 

Growth 
Measures 
(20 points) 

Local 
Assessments 
(20 points) 

Classroom 
Observations 
(60 Points) 

Composite Score 

Highly  
Effective 

18-20 18-20 Ranges listed  91-100 

Effective 9-17 9-17 Ranges listed  75-90 

Developing 3-8 3-8 Ranges listed  65-74 

Ineffective 0-2 0-2 Ranges listed  0-64 

 
 
 

PART  V 
TEACHER IMPROVEMENT PLAN  

Upon a rating of “developing” or “ineffective” through an annual professional performance review, the school district must 
develop and commence implementation of a teacher improvement plan (TIP) for such teacher. 
 
Each plan shall be in place no later than ten (10) school days after teachers are required to report to the district the next 
school year. 
 
An improvement plan defines specific standards-based goals that a teacher must make progress towards attaining within a 
specific time period, such as a 12-month period.  The plan should include the identification of areas that need improvement, 
a timeline for achieving improvement, the manner in which the improvement will be assessed (evidence), and, where 
appropriate, differentiated activities/resources to support improvement in these areas. 
 
The plan should clearly describe the professional learning activities that the educator must complete.  Ideally, this plan 
should be developed collaboratively with the teacher and the supervisor. The activities should be directly connected to the 
areas needing improvement.  The artifacts that the teacher must produce that can serve as benchmarks of their improvement 
and as evidence of their improvement plan should be described, and could include items such as lessons, student work or 
unit plans.  The supervisor must clearly state in the plan the additional support and assistance that the educator will receive.  
In the final stage of the improvement plan, the teacher should meet with his or her supervisor to review the plan alongside 
any artifacts and evidence from evaluations in order to provide a final, summative rating for the teacher. 
 
 

AVERILL PARK TEACHER IMPROVEMENT PLAN OUTLINE  

1. Upon receiving a rating of “ineffective” or “developing”, a teacher shall be provided with a TIP. 
2. Each plan shall be in place as soon as practicable, but in no case later than ten (10) school days after the date on which 

teachers are required to report to the district for opening day of the school year. 
3. The parties involved understand that the purpose of the TIP is the improvement of teaching practice and that it is not a 

disciplinary action. 
4. Following the Teacher Improvement Plan Worksheet, the TIP shall clearly specify: 

� the area(s) in need of improvement 
� the performance goals, expectations, benchmarks, standards and timelines the teacher must meet in order to 

achieve an effective rating 
� how improvement will be measured and monitored, and provide for periodic reviews of progress 
� the appropriate differentiated professional development opportunities, materials, resources and supports the 

District will make available to assist the teacher including, where appropriate, the assignment of a mentor teacher 
5. After the TIP is in place, the teacher, administrator, mentor (if assigned) and Association representative (if requested by 

the teacher) shall meet according to the schedule identified in the TIP, to assess the appropriateness and effectiveness 
of the TIP, for the purpose of assisting the teacher to achieve the goals set forth in the plan.  Based on the outcome of 
such assessment, the TIP will be modified accordingly. 



 
 
 

TEACHER IMPROVEMENT PLAN WORKSHEET  

 
 
 
NAME____________________________BLDG.___________________GR/SUB__________________________DATE_______________ 
 
 
 

Domain/Elements 
identified for 
improvement; 

Performance Goals 

Action Steps 
Support/Resources 

Provided 

Who is responsible? 
Teacher 

Responsibilities/ 
Administrator or 
Supervisor 

Responsibilities 

Evidence that will 
show growth towards 
identified goals/ 
success indicators 

Timeline  
(for goal completion  

as well as periodic 
meeting times to 
assess progress) 

 
 
 

     

 
 
 

     

 
 
 

     

 
Teacher Comments: 
 
 
 
 
Administrator/Supervisor Comments: 
 
 
 
 
        

Teacher’s Signature  Date  Administrator’s/Supervisor’s Signature  Date 
 



 
 
 

TEACHER IMPROVEMENT EVALUATION SHEET  

 
 
 
NAME____________________________BLDG.___________________GR/SUB_________________EVALUATION DATE_______________ 
  
 
           

Domain/Elements; 
Performance Goals 

Action Steps 
Support/Resources 

Provided 

Progress towards goal/ 
evidence/ 

success indicators 
Goal Accomplished Date 

 
 
 

     

 
 
 

     

 
 
 

     

 
Teacher Comments: 

 
 
 
 
Administrator/Supervisor Comments: 
 
 
 
 
        

Teacher’s Signature  Date  Administrator’s/Supervisor’s Signature  Date 



 
 

PART  VI 
APPEALS PROCEDURES FOR TEACHERS  

The purpose of the APPR appeal process is to foster and nurture growth of the professional staff in order to 
maintain a highly qualified and effective work force.  All tenured employees who meet the appeal process criteria 
identified below may use this appeal process. A teacher may not file multiple appeals regarding the same 
performance review or TIP. All grounds for appeal must be raised within one appeal, provided that the teacher 
knew or could have reasonably known the ground(s) existed at the time the appeal was initiated, in which 
instance a further appeal may be filed but only based upon such previously unknown ground(s).   All steps in the 
appeals process and the resolution of the appeal will occur in a timely and expeditious manner. 
 
Subject to Appeal Procedure 

Any unit member wishing to appeal an APPR rating of either “ineffective or “developing” may challenge 
that APPR.  
 
In accordance with Education Law §3012-c (5), an APPR which is the subject of a pending appeal shall not 
be sought to be offered in evidence or placed in evidence in any Education Law §3020-a proceeding, or any 
locally negotiated procedure, until the appeal process is concluded. 
 
Grounds for an Appeal 

An appeal may be filed challenging the APPR based upon one or more of the following grounds: 
 
a) The substance of the Annual Professional Performance Review;  
 
b) The district’s failure to adhere to the standards and methodologies required for the Annual 

Professional Performance Review, pursuant to Education Law §3012-c, regulations set by the 
Commissioner of Education, or any locally negotiated procedures. 

 
Notification of the Appeal 

In order to be timely, the notification of the APPR appeal shall be filed, in writing, within 15 school days after the 
teacher has received the APPR. Notification of the appeal shall be provided to the superintendent of schools or 
his designee.  
 
Decisions on Appeal 

Step 1 – Conference with the supervising administrator.  
The bargaining unit member shall upon request be entitled to an Association representative being present.  The 
conference shall be an informal meeting wherein the authoring administrator and the employee are able to 
discuss the evaluation and the areas of dispute. Any documents or written materials that are specific to this 
appeal, which have not been previously shared, will be made available three (3) schooldays before this 
conference. The supervising administrator shall render a written decision within (3) school days.  If the 
bargaining unit member is not satisfied with the outcome, he/she may proceed to the second step. The second 
step shall be initiated by the unit member notifying the Superintendent in writing, within five (5) school days of 
the receipt of the step 1 decision.  
 
Step 2 – APPR Review Committee  
The Committee make up shall be:  
a) One tenured administrator, certified to conduct evaluations, appointed by the Superintendent or his/her 

designee. The administrator appointed shall not be the administrator who authored the evaluation.  
 
b) One tenured teacher appointed by the President of the Association or his/her designee who may not be the 

appealing teacher. 
 
The committee shall reach its finding using the consensus model. If consensus is not reached, the Committee 
shall write up the opposing viewpoints and submit the opposing viewpoints to the supervising administrator, the 
employee, the Association President, and the Superintendent. If the bargaining unit member is not satisfied with 
the outcome, he/she may proceed to the third step. The third step shall be initiated by the unit member notifying 
the Superintendent in writing, within five (5) school days of receipt of the Review Committee’s written summary. 
 
 
 
 
 



 
 
 

Step 3 - Labor-Management Panel  
Appeals shall be decided in a final and binding manner, by a three member labor-management panel consisting 
of one representative designated by the association president or his designee, one member designated by the 
superintendent of schools or his designee and a third member from a pre-established list.  The third panel 
member shall be determined by rotation from the pre-established list of 20 panelists. The pre-established list 
shall be formed by joint agreement of the Association and the school district. Such list shall be approved by the 
Association and the School District by September 1 of each year. 
 
The selection of the panel shall be completed within (5) school days.  The panel shall meet within (10) school 
days.  The panel shall have its determination within (10) school days of its meeting to discuss and determine the 
appeal. 
 
The decision shall set forth the reasons and factual basis for each determination on each of the specific issues 
raised in the appeal. The Labor-Management Panel shall have the authority to modify or affirm the rating. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 



 
 

 

MEASURES OF PRINCIPAL EFFECTIVENESS BASED ON 
 THE EDUCATIONAL LEADERSHIP POLICY STANDARDS (ISLLC 2008) 

 

 
 

Overview 

Education Law 3012-c states that during the 2013-2014 school year, the new evaluation system is only applicable 
to building principals (SED guidance B15).  
 
For a building principal to be evaluated under Education Law 3012-c for the 2013-2014 school year, at least 30% 
of the students in the principal's school or program must be taught ELA and/or math  which will include the 
three elementary principals, the middle school principal and the high school principal in the Averill Park Central 
School District. All other administrators in the District will be evaluated under Section 100.2 (0) (SED guidance 
B14). 
 
For building principals, an evaluator must be the building principal's supervisor or a trained independent 
evaluator (SED guidance J1) who has completed a minimum of eight (8) days of Lead Evaluator training. In the 
Averill Park Central School District, the Superintendent of Schools evaluates the building principals. This is in 
accordance with SED guidance J1. 
 
Should the law (3012-c) of 2012, the corresponding regulations or NYSED guidance regarding 3012-c change 
from what was in place at the time of this agreement, the agreement shall be renegotiated to be consistent with 
further changes in law, regulation or NYSED guidance. 
 
 

Performance Ratings 

Performance reviews must differentiate principal effectiveness using a single composite effectiveness score that 
incorporates multiple measures of effectiveness (Education Law 3012-c (2)(a); 8NYCRR 30-2.4(a); 30-2.5(a)). 
 
The composite effectiveness score shall mean the total (HEDI) effectiveness score out of 100 points assigned to a 
principal for an evaluation, which shall be calculated based on the sum of three subcomponent scores 
(addressing student growth on State assessments or other comparable measures; locally selected measures of 
student achievement; and other measures of principal effectiveness) (8 NYCRR 30-2.2(f), (q)). 
 
Based on the composite effectiveness score, principal effectiveness is to be rated under one of four categories - 
highly effective, effective, developing and ineffective based on minimum and maximum scoring ranges for each 
category, as prescribed in Commissioner's Regulations (Education Law 30l2-c(2)(a); 8 NYCRR30-2.4(a); 30-
25(a)). 
 
1) Highly effective means a composite effectiveness score of between 91 and 100 
 

2) Effective means a composite effectiveness score of between 75 and 90 
 

3) Developing means a composite effectiveness rating score of between 65 and 74 
 

4) Ineffective means a composite effectiveness rating score of between 0 and 64 
a. (8 NYCRR 30-2.2(k)(i)(b.)(l); 30-2.6(a)(l)(i,ii,iii,iv) 

 
 

Growth on State Assessments 

� Elementary/Middle 

♦ Result of student growth/Value-Added measure as applied to State assessments in  ELA /Mathematics 

♦ Add grades/or subjects as growth/Value-Added measure applies 
 

� High School 

♦ Result of principal student growth percentile/Value-Added measure as applied to state assessments and/or 
graduation rates 

♦ Add subjects as growth/Value-Added measure applies 
 

 
 
 



 
 
Locally Selected Measures of Student Achievement 

� Comparable means the same locally selected measures used for all principals in same or similar programs 
or grade configuration across the district. 

� Locally selected and points assigned to principals in manner determined locally, through collective 
bargaining, using regulatory standards and scoring bands. (Purple Memo NYSED) 
 

Elementary/Middle:  

� Growth or achievements measures from these options (must be different than measures used for growth 
subcomponent) 

 

♦ Achievement levels on state tests (proficient or advanced) in ELA and Math. 

♦ Growth or achievement for student subgroups (SWD, ELL on State Assessments in ELA and Math.) 

♦ Growth or Achievement of students in ELA and Math starting at specific performance levels on state or 
other assessments 

♦ Student learning objectives (if principals do not have State-provided growth or VA measures for 
growth subcomponent) 

♦ Student performance on any district-wide locally-selected assessments approved for use in teacher 
evaluations 
 

High School:  

� Growth or achievement measures from these options (must be different than measures used for growth 
subcomponent). 

 

♦ Percent of cohort achieving specified scores on Regents exams, AP, IE or other Regents-equivalents 

♦ Graduation rates (4, 5, 6 years) and/or drop-out rates 

♦ Graduation percentage with Advanced Regents designation and/or honors 

♦ Credit Accumulation or other strong predictor of progress toward graduation 

♦ Student learning objectives (if principals do not have State-provided growth or VA measures for 
growth subcomponent) 

♦ Student performance on any district-wide locally-selected assessments approved for use in teacher 
evaluations 

 
Rating Scales for Principals (60 points) 

� Evidence of professional practice shall be obtained through multiple measures. 
 

� Evidence of Principal effectiveness will be based on the Principal Evaluation Rubric by Kim Marshall rubric 
aligned with the six Educational Leadership Policy Standards:  

 
� STANDARD 1: An education leader promotes the success of every student by facilitating the 

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

 
� STANDARD 2: An education leader promotes the success of every student by advocating, nurturing, 

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

 
� STANDARD 3: An education leader promotes the success of every student by ensuring management 

of the organization, operation, and resources for a safe, efficient, and effective learning environment. 
 

� STANDARD 4: An education leader promotes the success of every student by collaborating with 
faculty and community members, responding to diverse community interests and needs, and 
mobilizing community resources. 

 
� STANDARD 5: An education leader promotes the success of every student by acting with integrity, 

fairness, and in an ethical manner. 
 

� STANDARD 6: An education leader promotes the success of every student by understanding, 
responding to, and influencing the political, social, economic, legal, and cultural context. 

 

 
 



 

� The superintendent’s assessment of principal effectiveness shall be based on a minimum of 2 visits of 30-60 
minutes to the school, while school is in session.  One visit will be a scheduled formal visit and one will be 
unannounced.  Visits are to be completed, no later than May 15th.  Other sources of evidence for the 
superintendent’s evaluation will include: 

 
� The principal and superintendent shall conduct a joint critical analysis of the New York State Report 

Card, no later than October 15th, including the identification of actions to be taken to address 
components and district resources to be made available to the principal and building.  

 

� The principal’s self-analysis (to be completed by July 15, 2014) on the rubric for the superintendent 
consideration and discussion.  

 
A final evaluation shall be provided to principals no later than September 1 annually.   
 
School Visits  

School visits will be conducted by the superintendent of schools and will include discussion with the principal 
for collection of evidence.  Each session will be 30-60 minutes in duration.   
 

The rubric will be based on point allocation of a possible 36 points as outlined in the chart below.  All scores will 
be reported as whole numbers. 
 

School Visits 
 

Ineffective 
 

Developing 
 

Effective 
Highly 
Effective 

Domain 1 
(Diagnosis and Planning) 

0 – 2 2.5 - 4 4.5 - 5 5.5 - 6 

Domain 2 
(Priority Management and Communication) 

0 – 2 2.5 - 4 4.5 - 5 5.5 - 6 

Domain 3 
(Curriculum and Data) 

0 – 2 2.5 - 4 4.5 - 5 5.5 - 6 

Domain 4 
(Supervision, Evaluation, and Professional 
Development) 

0 – 2 2.5 - 4 4.5 - 5 5.5 - 6 

Domain 5 
(Discipline and Parent Involvement) 

0 – 2 2.5 - 4 4.5 - 5 5.5 - 6 

Domain 6 
(Management and External Relations) 

0 – 2 2.5 - 4 4.5 - 5 5.5 - 6 

Goal Setting For Principals (Total Possible: 24 points)     

� Measurable goals set collaboratively between the principals and the Superintendent. A goal will address the 
principal’s contribution to improving teacher effectiveness.  Principals will combine categories to reach a 
sum of 24 points.  The sum of the categories may exceed 24 points, but only 24 points will be earned for 
purposes of evaluation. 

 
Goal Setting Targets    

� School Visits by other trained evaluators (10) 
� Structured Feedback using a State-Approved survey tools (5) 
� Review of school documents, records and data (10) 
� Personal Reflection on Professional Responsibilities (5) 
� Leadership of District-wide committees/initiatives (10) 
� Community Service: Service to AP students outside of school day (10) 
� The quality and effectiveness of teacher evaluations conducted under the new evaluation system. (10) 
� The quality and effectiveness of assessment and accountability systems that measure student progress 

(e.g. student learning objectives, progress monitoring, local formative assessments)  (10) 
� Correlation of student growth scores to teachers granted tenure as opposed to those denied tenure (5) 
� Leadership of professional development opportunities made available to the school district. (10) 
� Other:  Must address quantifiable and verifiable improvements in academic results or the school’s 

learning environment that results from the principal’s leadership and commitment to his or her 
professional growth. (e.g. The quality and effectiveness of the implementation of the Dignity for All 
Student Act) (10) 



 

GOAL SETTING RUBRICS FOR PRINCIPALS (25  POINTS)  

 
(10)  School Visits by other trained evaluator 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Principal fails to participate in 
discussion with other trained 
evaluator 
 

Principal engages in a school visit 
by another trained evaluator, but 
there is no conversation about what 
was observed. 
 

Principal engages in a school visit 
by another trained evaluator, with a 
formal follow up or conversation 
afterward. 
 

Principal engages in one or more 
school visits and reciprocates by 
conducting one visit.  Principals 
record and share observations with 
each other and provide meaningful 
feedback.  None of the critiques 
should be made public.   This 
process is an attempt to encourage 
collegial feedback. 

 
 
 
(5)  Structured Feedback using a State-Approved survey tools when available 

 

INEFFECTIVE (0) DEVELOPING (1) EFFECTIVE (3) HIGHLY EFFECTIVE (5) 

No surveys are handed out to any 
constituents. 

Principals distributes to a specific 
constituents.  Nothing concrete is 
done with the results. 
 

Surveys are handed out to some 
constituents.  Some consideration is 
made about how to change practice, 
but nothing concrete is established. 
 

Surveys are given to a large 
majority of a principal’s 
constituents so that the principal 
gleans a wide variety of responses.  
Principal uses the surveys to adjust 
practices for the following year. 

 
 
 
(10)  Review of school documents, records and data  

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

No artifacts are available. Principal has some data or artifacts, 
but does not use them to affect 
change. 
 

Principal review school documents, 
records and data with building level 
team to collect feedback and shared 
decision making. 

Principal review school documents, 
records and data with building level 
team to collect feedback and shared 
decision making.  Principal makes 
planned changes for the following 
school year using the collection of 
artifacts and input from team. 

 
 



 
 

(5)  Personal Reflection on Professional Responsibilities 

 

INEFFECTIVE (0) DEVELOPING (1) EFFECTIVE (3) HIGHLY EFFECTIVE (5) 

No narrative is written. 
 

Principal writes a reflection, but it 
is unreadable or off topic. 

Principal writes a narrative 
reflection, but content lacks detail 
and insight. 
 

Principal engages in a significant 
consideration of events from the 
year and is able to communicate 
clearly how his or her year went.  
This may be based on various 
sources of feedback or from simple 
self reflection.  Narrative is detailed 
and demonstrates genuine 
engagement in the process. 

 
(10)  Leadership of District-wide committees/initiatives  

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Principal  refuses to facilitate any 
meetings outside of his or her 
basic professional duties. 

Principal agrees to facilitate a 
committee when asked, but does 
not contribute to follow up with 
district team. 

Principal volunteers to lead a 
committee but does not contribute 
substantially to audience. 

Principal volunteers to lead the 
committee and substantially 
contributes to the effective work of 
the committee. 

 
(10)  Community Service: Service to AP students outside of school day  

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Principal refuses to participate in 
any events outside of school. 
 

Principal attends community 
activities only when directed. 
 

Principal volunteers and attends 
community activities. 
 

Principal volunteers and attends 
community activities and make 
substantial contribution. 
 

 
(10)  The quality and effectiveness of teacher evaluations conducted under the new evaluation system.  (e.g. review of a sampling  
           of teacher evaluations) 

 

INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Principal does not document 
actual evidence in the evaluation. 

Principal documents evidence but 
does not offer feedback to foster 
teacher’s growth and improvement.  

Principal documents evidence and 
offers feedback to promote 
teacher’s growth and improvement. 

Principal documents evidence and 
offers feedback to promote 
teacher’s growth and improvement; 
including engaging in difficult 
conversations with specific 
suggestions for teachers who are 
struggling. 
 



 
 
(10)  The quality and effectiveness of assessment and accountability systems that measure student progress (e.g. student learning 
           objectives, progress monitoring, local formative assessments)   

 
INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Principal offers no encouragement 
for teachers to collaborate as a 
team or to use data for measuring 
student progress. 

Principal makes attempts to have 
teachers work as a team to develop 
systems that measure student 
progress. 

Principal has teacher teams work 
together to develop and refine their 
systems that measure student 
progress. 

Principal has teacher teams work 
together to develop and refine their 
systems that measure student 
progress based upon student 
assessment data. 
 

 
 
 (10)  Leadership of professional development opportunities made available to the school district. 

 
INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (7) HIGHLY EFFECTIVE (10) 

Principal makes no effort to keep 
teachers current on key topics for 
professional development. 

Principal shares information with 
individual teachers on topics for 
professional development.  

Principal provides an overview of 
professional development topics 
and opportunities for teachers to 
share information and best 
practices on a regular basis. 

Principal provides an overview of 
professional development topics 
and opportunities for teachers to 
share information and best 
practices on a regular basis and 
provides clear input on these topics 
to the Asst. Superintendent in order 
to prioritize professional 
development needs. 
 

 
 
(10) Other:  Must address quantifiable and verifiable improvements in academic results or the school’s learning environment that  
         results from the principal’s leadership and commitment to his or her professional growth. (e.g. The quality and effectiveness 
        of the implementation of the Dignity for All Student Act.)  

 
INEFFECTIVE (0) DEVELOPING (3) EFFECTIVE (5) HIGHLY EFFECTIVE (10) 

Principal does not make use of any 
data to measure the quality and 
effectiveness of the school 
program. 

Principal reviews some discipline 
and assessment data but does not 
utilize this information for 
outlining improvement.  

Principal utilizes data from climate 
surveys, assessment data, and/or 
discipline data that measure the 
quality and improvement in the 
school program. 
 

Principal utilizes data from climate 
surveys, assessment data, and/or 
discipline data that measure the 
quality and improvement in the 
school program in order to set goals 
for the following school year. 
 

 

 



 
 
Summative Evaluation 

The summative evaluation includes the principal’s annual rating of effectiveness and the rationale supporting 
the rating.  Both areas of strength and areas in need of improvement should be identified and specific 
recommendations made to improve effectiveness. The summative evaluation will be based on all of the 
evidence of effective leadership practice and the measures of student growth and achievement.  
 

HEDI 
Rating 

Growth 
Measures 
(20 points) 

Local 
Assessments 
(20 points) 

Rubric/Goals 
(60 points) Composite Score 

Highly  
Effective 

18-20 18-20 Ranges listed  91-100 

Effective 9-17 9-17 Ranges listed  75-90 

Developing 3-8 3-8 Ranges listed  65-74 

Ineffective 0-2 0-2 Ranges listed  0-64 

 
 
 

 

P R I N C I P A L  I M P R O V E M E N T  P L A N  
 

 
Principal Improvement Plan Process 
 
Upon rating a principal as ineffective or developing, an improvement plan designed to rectify perceived or 
demonstrated deficiencies must be developed and commenced no later than ten (10) days after the start of a 
school year. The superintendent or designee, in cooperation with the principal, must develop an 
improvement plan that contains: 
 
� A clear delineation of the deficiencies that promulgated the ineffective or developing assessment. 
 
� Specific improvement goal/outcome statements. 
 
� Specific improvement action steps/activities. 
 
� A reasonable time line for achieving improvement. 
 
� Required and accessible resources to achieve goal. 
 
� A formative evaluation process documenting meetings strategically scheduled throughout the year to 

assess progress. 
 
� A clear manner in which improvement efforts will be assessed, including evidence demonstrating 

improvement. 
 
� A formal, written summative assessment delineating progress made. 
 



 
 

 

PRINCIPAL IMPROVEMENT PLAN WORKSHEET  
 

 
Principal Improvement Plan 
 
Name of Principal____________________________________________________________ 
 
School Building ___________________________________  Academic Year _____________ 
 
 
Deficiency that promulgated the "ineffective" or "developing" performance rating: 

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________ 

 

Improvement Goal/Outcome: 

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________ 

 
 
Action Steps/Activities:  
___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________ 

Timeline:___________________________________________________________________ 
 
 
Required and Accessible Resources:  
___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________ 

 
 
Date(s) of formative evaluation: ________________________________________________ 
 
 
Evidence of Goal Achievement: 

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________

___________________________________________________________________________ 

 
 
 
 



 

 

APPEALS PROCEDURES  
 

 
Appeal Process 
 
Ratings That May Be Appealed 

Appeals of annual professional performance reviews may be brought for ratings at the ineffective and 
developing categories, for tenured principals only. 
 
Challenges in an appeal 

Appeals are limited by Education Law §3012-c, as follows: 
 
1) The substance of the annual professional performance review; 
 
2) The school district's or board of cooperative educational services' adherence to the standards and 

methodologies required for such reviews; 
 
3) The adherence to the Commissioner's regulations, as applicable to such reviews; 
 
4) Compliance with any applicable locally negotiated procedures applicable to annual professional 

performance reviews or improvement plans; and 
 
5) The school district's or board of cooperative educational services' issuance and/or implementation of the 

terms of the principal improvement plan. 
 
Prohibition against more than one appeal 

A principal may not file multiple appeals regarding the same performance review or principal 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. 

 
Burden of proof 

The burden shall be on the employee to establish by the preponderance of the evidence that the rating given 
to the appellant was unjustified. 

 
Time Frame for filing appeal 

All appeals must be filed in writing no later than 30 calendar days of the date when the principal receives 
their final and complete annual professional performance review. The act of mailing the appeal shall 
constitute filing. 
 
If a principal is challenging the issuance of a principal improvement plan, appeals must be filed with 15 days 
of issuance of such plan. 
 
Receipt shall mean personal receipt of a final and full APPR document. An extension of the time in which to 
appeal the final APPR document or the principal improvement plan may be granted by the Superintendent 
upon written request, which shall not be unreasonably withheld. 
 
The failure to file an appeal within these timeframes shall be deemed a waiver of the right to appeal and the 
appeal shall be deemed abandoned. 
 
When filing an appeal, the principal must submit a written description of the specific areas of disagreement 
over his or her performance review, or the issuance and/or implementation of the terms of his or her 
improvement plan. Any additional documents or materials relevant to the appeal must be provided by the 
district upon written request for same. Negative inferences may be drawn from the failure of the district to 
provide the requested documents. The performance review and/or improvement plan being challenged must 
also be submitted with the appeal. Any information not submitted at the time the appeal is filed shall not be 
considered. 
 
 
 
 



 
 
Time frame for district response 

Within 15 calendar days of receipt of an appeal, the district must submit a detailed written response to the 
appeal. The response must include all additional documents or written materials relevant to the point(s) of 
disagreement that support the district’s response. Any such information that is not submitted at the time the 
response is filed shall not be considered on behalf of the district in the deliberations related to the resolution 
of the appeal. The principal initiating the appeal shall receive a copy of the response filed by the school 
district and all additional information submitted with the response, at the same time the school district files 
its response.  Resolution of appeals will occur in a timely and expeditious manner. 
 
Decision-maker on appeal 

A decision shall be rendered by an individual hearing officer chosen from the list of hearing officers approved 
mutually by the district and bargaining unit representing the principals. (list to be provided by BOCES 
superintendent) 
 
The parties agree that: 
a. The hearing officer shall hear appeals in a timely manner after the appeal is made, but in no event shall 

it be less than five (5) days or more than fifteen (15) calendar days after the hearing officer is selected. 
 
b. The hearing shall be conducted in no more than one business day unless extenuating circumstances are 

present and the hearing officer agrees to a second day. 
 
c. The parties shall have the ability to be represented by either legal counsel, union representative, or 

appear pro se; 
 
d. The parties shall exchange documentary evidence and an anticipated witness list no less than five (5) 

business days before the scheduled hearing date; 
 
e. The principal shall have the opportunity to present his/her case which may include the presentation of 

witnesses and/or affidavits in lieu of testimony, then the school district may refute the presentation, if 
the school district does present a case, the principal will have the right to present a rebuttal case. 

 
Decision 

A written decision on the merits of the appeal shall be rendered no later than 30 calendar days from the close 
of the hearing. The appeal shall be based on a written record, comprised of the principal's appeal papers and 
any documentary evidence accompanying the appeal, as well as the school district or BOCES' response to the 
appeal and additional documentary evidence submitted with such papers. Such decision shall be a final 
administrative decision. 
 
The decision shall set forth the reasons and factual basis for each determination on each of the specific issues 
raised in the principal's appeal. If the appeal is sustained, the reviewer may set aside or modify a rating. A 
copy of the decision shall be provided to the principal and the district or BOCES representative. 
 
 
Exclusivity of Section 3012-C Appeal Procedure 

The 3012-c appeal procedure shall constitute the means for initiating, reviewing and resolving any and all 
challenges to a principal performance review and/or improvement plan. A principal may not resort to any 
other contractual grievance procedures for the resolution of challenges and appeals related to a professional 
performance review and/or improvement plan. 
 
OTHER 
1) The district and bargaining unit agree that the BOCES superintendent will provide a list of hearing 

officers. 
 
2) Appeals shall be assigned to hearing officers on a rotational basis. 
 
 
 
 
 
 
 
 



 
 
 
3) The district and unit agree that hearing officers shall be paid no more than the BOCES current daily rate 

for hearing officers for the hearing date, analysis of documents, and production of the decision. This cost 
shall be the responsibility of the district. 

 
4) An evaluation shall not be placed in a principal's personnel file until either the expiration of the thirty  

(30) day period in which to file an notice of appeal without action being taken by the principal or the 
conclusion of the appeal process described herein, whichever is later. 

 
5) A principal who takes advantage of the appeals process described herein does not waive his/her right to 

submit a written rebuttal to the final evaluation. A principal who elects to submit a written rebuttal to 
his/her evaluation prior to the expiration of the thirty (30) days in which to file a notice of appeal does 
not waive her/his right to timely file an appeal. 

 
6) This appeal process will expire on September 30th of the given year.  The parties agree to negotiate a 

successor agreement at that time.  
 
 
 
 
 
   
 
     

 


