Series 4000: District Employment

4500 Administrators/Supervisors

4503-R Performance Evaluation-(Effective-July-1,2024)

Performance evaluations of Administrators are an essential element of providing quality
educational services and measuring an employee’'s competency. This Policy does not
alter the Board’s authority or ability to terminate an Administrator’s employment during
the term of an individual employment contract or to non-renew an Administrator’s contract
at the end of the contract’s term. This Policy must be implemented consistent with Policy

1101.

A. Building Level and Central Office Instructional Administrators

© 2023,

The Superintendent or designee will ensure that building level and central office
Administrators who are regularly involved in instructional matters are evaluated
consistent with a performance evaluation system under Revised School Code
Sections 1249 and 1249b. This performance evaluation system will include, if
appropriate, the following:

1.

an annual evaluation process that meets statutory standards and is based on
objective criteria;

. an annual evaluation by the Superintendent or designee, unless the

Administrator qualifies for a biennial evaluation. This paragraph does not
preclude more frequent Administrator evaluations as determined necessary by
the Superintendent or designee;

an individualized improvement plan if the Administrator is rated developing or
needing support or if performance deficiencies are noted,;

student growth and assessment data or student learning objectives, as defined
by Revised School Code Section 1249;

an evaluation and feedback provided in writing with an overall effectiveness
rating of effective, developing, or needing support;

dismissal of an Administrator rated ineffective or needing support on 3
consecutive evaluations;

opportunity for an Administrator rated needing support to request a review and
appeal consistent with Revised School Code 1249b;

a mentor for an Administrator for the first 3 years in which the Administrator is
in a new administrative position;

a midyear progress report each year that the administrator is evaluated that
includes specific performance goals for the remainder of the year and any
recommended training identified by the evaluator,
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10.for a building level administrator’s evaluation, the evaluator will visit the school
building where the administrator works, review the building level school
administrator’s school improvement plan, and observe classrooms with the
administrator to collect evidence of school improvement plan strategies being
implemented and the impact the school improvement plan has on learning;

11.an evaluation tool approved by the MDE, a modified MDE tool, or a local
evaluation tool adopted in compliance with Revised School Code Sections
1249 and 1249b;

12.website posting of required information pertaining to the evaluation tool;
13.appropriate training for evaluators; and

14.other components that the Superintendent or designee deems relevant,
important, or in the District's best interest.

The Administrator’s individual employment contract will include an appeal process
concerning the evaluation process and rating received.

B. Non-Instructional Administrators, Supervisors, and Directors

The Superintendent or designee may evaluate Non-Instructional Administrators, .
Supervisors, and Directors based on the appropriate evaluation instrument as
determined by the Board and consistent with any applicable collective bargaining
agreement or individual employment contract. An individual improvement plan may
be implemented to remediate and enhance employee performance.

Legal authority: MCL 380.11a, 380.601a, 380.1249, 380.1249b
Date adopted:

Date revised:
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Series 4000: District Employment

4500 Administrators/Supervisors

4503 Performance Evaluation

Performance evaluations of Administrators are an essential element of providing quality
educational services and measuring an employee’s competency. This Policy does not
alter the Board’s authority or ability to terminate an Administrator's employment during
the term of an individual employment contract or to non-renew an Administrator’s contract
at the end of the contract’s term. This Policy must be implemented consistent with Policy

1101.

A. Building Level and Central Office Instructional Administrators

The Superintendent or designee will ensure that building level and central office
Administrators who are regularly involved in instructional matters are evaluated
consistent with a performance evaluation system under Revised School Code
Sections 1249 and 1249b. This performance evaluation system will include, if
appropriate, the following:

1.

© 2024

an annual evaluation process that meets statutory standards and is based on
objective criteria;

. an annual evaluation by the Superintendent or designee, unless the

Administrator qualifies for a biennial evaluation. This paragraph does not
preclude more frequent Administrator evaluations as determined necessary by
the Superintendent or designee;

an individualized improvement plan if the Administrator is rated developing or
needing support or if performance deficiencies are noted;

student growth and assessment data or student learning objectives, as defined
by Revised School Code Section 1249;

an evaluation and feedback provided in writing with an overall effectiveness
rating of effective, developing, or needing support;

dismissal of an Administrator rated ineffective or needing support on 3
consecutive evaluations;

. opportunity for an Administrator rated needing support to request a review and

appeal consistent with Revised School Code 1249b;

a mentor for an Administrator for the first 3 years in which the Administrator is
in a new administrative position;

a midyear progress report each year that the administrator is evaluated that
includes specific performance goals for the remainder of the year and any
recommended training identified by the evaluator;
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10.for a building level administrator’s evaluation, the evaluator will visit the school
building where the administrator works, review the building level school
administrator’s school improvement plan, and observe classrooms with the
administrator to collect evidence of school improvement plan strategies being
implemented and the impact the school improvement plan has on learning;

11.an evaluation tool approved by the MDE, a modified MDE tool, or a local
evaluation tool adopted in compliance with Revised School Code Sections
1249 and 1249b;

12.website posting of required information pertaining to the evaluation tool;
13.appropriate training for evaluators; and

14.other components that the Superintendent or designee deems relevant,
important, or in the District's best interest.

The Administrator’s individual employment contract will include an appeal process
concerning the evaluation process and rating received.

. Non-Instructional Administrators, Supervisors, and Directors

The Superintendent or designee may evaluate Non-Instructional Administrators,
Supervisors, and Directors based on the appropriate evaluation instrument as
determined by the Board and consistent with any applicable collective bargaining
agreement or individual employment contract. An individual improvement plan may
be implemented to remediate and enhance employee performance.

Legal authority: MCL 380.11a, 380.601a, 380.1249, 380.1249b
Date adopted: August 15, 2022

Date revised: August 19, 2024
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Series 4000: District Employment
4500 Administrators/Supervisors

4507 Termination

For purposes of this Policy, “termination” refers to a proposed action to discharge or
permanently discontinue the employment of an Administrator, Supervisor, or Director
during the term of an individual employment contract. Non-renewal at contract expiration
is not a termination under this Policy and is addressed in Policy 4508.

Unless otherwise provided by an applicable collective bargaining agreement or individual
employment contract, an Administrator, Supervisor, or Director may be terminated for any
lawful reason. Off-duty conduct may result in termination if it adversely impacts the District
and is not a legally protected activity.

FheThe applicable collective bargaining agreement or individual employment contract will
set forth the procedure for terminating an Administrator, Supervisor, or Director. If the
applicable collective bargaining agreement or individual employment contract does not
set forth a procedure, then the Superintendent or designee will provide written charges in
support of the recommendation for discharge and notice of the Board hearing date, time,
and location, to the Administrator, Supervisor, or Director in advance of a Board meeting
on the charges. The employee may request a hearing in closed session, but the Board's
decision on the termination recommendation must be made in open session. If the
employee requests a hearing, the employee has the right to bring legal counsel or another
representative of the employee’s choice (at the employee’s expense) to hear and contest
the evidence supporting the termination recommendation and to submit evidence in
support of the employee’s retention.

The Board resolution or written correspondence identifying the reason(s) for the Board’s
decision on termination will be placed in the employee’s personnel file.

If the employee holds tenure rights as a classroom teacher and the District seeks to
terminate those tenure rights, the District will comply with the Teachers’ Tenure Act.

Legal authority: MCL 38.71 et seq.; MCL 380.1229(2), 380.1229(3)
Date adopted:

Date revised:
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Series 4000: District Employment
4500 Administrators/Supervisors

4507 Termination

For purposes of this Policy, “termination” refers to a proposed action to discharge or
permanently discontinue the employment of an Administrator, Supervisor, or Director
during the term of an individual employment contract. Non-renewal at contract expiration
is not a termination under this Policy and is addressed in Policy 4508.

Unless otherwise provided by an applicable collective bargaining agreement or individual
employment contract, an Administrator, Supervisor, or Director may be terminated for any
lawful reason. Off-duty conduct may result in termination if it adversely impacts the District
and is not a legally protected activity.

The applicable collective bargaining agreement or individual employment contract will set
forth the procedure for terminating an Administrator, Supervisor, or Director. If the
applicable collective bargaining agreement or individual employment contract does not
set forth a procedure, then the Superintendent or designee will provide written charges in
support of the recommendation for discharge and notice of the Board hearing date, time,
and location, to the Administrator, Supervisor, or Director in advance of a Board meeting
on the charges. The employee may request a hearing in closed session, but the Board’s
decision on the termination recommendation must be made in open session. If the
employee requests a hearing, the employee has the right to bring legal counsel or another
representative of the employee’s choice (at the employee’s expense) to hear and contest
the evidence supporting the termination recommendation and to submit evidence in
support of the employee’s retention.

The Board resolution or written correspondence identifying the reason(s) for the Board's
decision on termination will be placed in the employee’s personnel file.

If the employee holds tenure rights as a classroom teacher and the District seeks to
terminate those tenure rights, the District will comply with the Teachers’ Tenure Act.

Legal authority: MCL 38.71 et seq.; MCL 380.1229(2), 380.1229(3)
Date adopted: August 15, 2022
Date revised: August 19, 2024
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Series 4000: District Employment
4600 The Superintendent
4603 Performance Evaluation

Performance evaluations for the Superintendent are an essential element of providing
quality educational services and measuring job performance and effectiveness. This
Policy does not diminish the Board’'s authority or ability to either terminate the
Superintendent’'s employment during the term of the Superintendent's employment
contract or to non-renew the Superintendent's contract at its expiration.

The Board will ensure that the Superintendent is evaluated based on a performance
evaluation system described in Revised School Code Sections 1249 and 1249b and the
individual employment contract. The evaluation may include, where appropriate or
required by law, the following components:

A. a-year-endan annual evaluation process that meets statutory standards and is
based on objective criteria;

AB. an annual evaluation by the Board, unless the Superintendent qualifies for
a biennial evaluation, provided that this does not limit the Board’s right to conduct
more frequent evaluations where deemed appropriate by the Board;

B-C. an improvement plan if the Superintendent is evaluated as wminimally

effectivedeveloping or ineffectiveneeding support, or_otherwise at the Board's
discretion;

GD. student growth and eother—considerationsassessment data or student
learning objectives, as requireddefined by lawRevised School Code Section 1249;

DE. an evaluation and feedback provided in writing with an overall effectiveness

rating of highly-effective, effective-minimally-effective-orineffectivedeveloping, or
needing support;

EF. dismissal of a Superintendent rated ineffective or needing support on 3
consecutive year-end-evaluations;

G. a midyear progress report for each vear that the Superintendent is evaluated that
includes specific performance goals for the remainder of the year and any
recommended training identified by the Board;:

EH. a tool approved by the MDE, a modified MDE tool-(ifpestingrequirements

are-met);, or a local evaluation tool adopted in compliance with Revised School
Code Sections 1249 and 1249b;

. _opportunity for a Superintendent rated needing support to request a review
consistent with the procedure for other administrators under Revised School Code
1249b;
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Gl website posting of required information pertaining to the evaluation tool;
H-K. providing appropriate training for Board members; and

kL.other components that the Board deems relevant, important, or in the District's
best interests.

The Superintendent’'s individual employment contract will include an appeal process
concerning the evaluation process and rating received.

The Board, in its discretion, may provide periodic scheduled feedback about the
Superintendent’s performance.

Legal authority: MCL 380.11a, 380.601a, 380.1249, 380.1249b
Date adopted:

Date revised:
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4600
4603

Series 4000: District Employment
The Superintendent

Performance Evaluation

Performance evaluations for the Superintendent are an essential element of providing
quality educational services and measuring job performance and effectiveness. This

Policy

does not diminish the Board’s authority or ability to either terminate the

Superintendent's employment during the term of the Superintendent's employment
contract or to non-renew the Superintendent’s contract at its expiration.

The Board will ensure that the Superintendent is evaluated based on a performance
evaluation system described in Revised School Code Sections 1249 and 1249b and the
individual employment contract. The evaluation may include, where appropriate or
required by law, the following components:

A

B.

© 2024

an annual evaluation process that meets statutory standards and is based on
objective criteria;

an annual evaluation by the Board, unless the Superintendent qualifies for a
biennial evaluation, provided that this does not limit the Board’s right to conduct
more frequent evaluations where deemed appropriate by the Board;

an improvement plan if the Superintendent is evaluated as developing or needing
support, or otherwise at the Board’s discretion;

. student growth and assessment data or student learning objectives, as defined by

Revised School Code Section 1249;

. an evaluation and feedback provided in writing with an overall effectiveness rating

of effective, developing, or needing support;

dismissal of a Superintendent rated ineffective or needing support on 3
consecutive evaluations;

. a midyear progress report for each year that the Superintendent is evaluated that

includes specific performance goals for the remainder of the year and any
recommended training identified by the Board;

. a tool approved by the MDE, a modified MDE tool, or a local evaluation tool

adopted in compliance with Revised School Code Sections 1249 and 1249b;

opportunity for a Superintendent rated needing support to request a review
consistent with the procedure for other administrators under Revised Schoo! Code
1249b;

. website posting of required information pertaining to the evaluation tool;

providing appropriate training for Board members; and
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L. other components that the Board deems relevant, important, or in the District's
best interests.

The Superintendent’s individual employment contract will include an appeal process
concerning the evaluation process and rating received.

The Board, in its discretion, may provide periodic scheduled feedback about the
Superintendent’s performance.

Legal authority: MCL 380.11a, 380.601a, 380.1249, 380.1249b
Date adopted: August 15, 2022
Date revised: August 19, 2024
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