Indianapolis Metropolitan High School
Staff Performance Evaluation Plan SY 2026-2027

I. Overview

The Indianapolis Metropolitan High School is focused on ensuring that students receive the highest
quality education, special services, family empowerment coaching, post-secondary planning, and
childcare. Our belief is that quality delivered to students is increased when the effectiveness of the staff
members of The Indianapolis Metropolitan High School is increased. To that end, every employee is
provided feedback, professional development, and performance evaluation focused on increasing the
level of effectiveness in serving adult high school students. This is aligned with Goodwill of Central and
Southern Indiana’s values:

People grow and build confidence when they learn and apply knowledge.

People can reach their greatest potential through employment.

Goodwill believes in every person’s ability to define, work toward and achieve greater
independence.

Consistent with its Values, Goodwill has in place a formal process to ensure its ongoing, effective
performance by identifying, developing, retaining, and transitioning talent. This development process
enables Goodwill to achieve its strategic objectives by recruiting and keeping a quality workforce that
responds effectively to its changing needs. Key objectives include:

Improving the depth and diversity of leadership talent.

Creating organization plans that anticipate the transition of key employees.
Identifying leadership competencies necessary for business success.
Creating individual development plans for all employees.

Increasing staff productivity, creativity, and career opportunities.

Sustaining a learning culture that reinforces self-development and self-sufficiency.

Responsibilities
e All employees
o Proactively participate in assessment and development opportunities.
Openly consider the objective feedback received from others.
Provide constructive feedback to others for their personal development.
Use the development resources that Goodwill provides.

O O O O

Link personal and professional growth to Goodwill’s business success.

e Management employees
O Objectively assess employee development needs.
o Coach direct reports on completing their individual development plans.



o Provide resources to help employees develop business related competencies.
o Incorporate employee development goals into Balanced Scorecard Objectives.
o Prepare and present annual review documentation.

e Executive staff
o Measure the effectiveness of employee development in reaching strategic objectives.
o Ensure leadership continuity throughout the organization.
o Implement the annual review process.

Il. Definitions of Performance Categories

Highly Effective: A highly effective staff member consistently exceeds expectations both in terms of
student outcomes and professional practice. This is a staff member who has demonstrated excellence, as
determined by a trained evaluator, in locally selected competencies reasonably believed to be highly
correlated with positive student outcomes. The highly effective staff member’s students (or staff), in
aggregate, have exceeded expectations for growth and achievement based on guidelines suggested by
the network.

Effective: An effective staff member consistently meets expectations both in terms of student outcomes
and professional practice. This is a staff member who has consistently met expectations, as determined

by a trained evaluator, in locally selected competencies reasonably believed to be highly correlated with
positive student outcomes. The effective staff member’s students (or staff), in aggregate, have achieved
an acceptable rate of growth and achievement based on guidelines suggested by the network.

Improvement Necessary: A staff member who is rated as improvement necessary requires a change in
performance before he/she meets expectations either in terms of student outcomes or professional
practice. This is a staff member who a trained evaluator has determined to require improvement in
locally selected competencies reasonably believed to be highly correlated with positive student
outcomes. In aggregate, the students of a staff member rated improvement necessary have achieved a
below acceptable rate of growth and achievement based on guidelines suggested by the network.

Ineffective: An ineffective staff member consistently fails to meet expectations both in terms of student
outcomes and professional practice. This is a staff member who has failed to meet expectations, as
determined by a trained evaluator, in locally selected competencies reasonably believed to be highly
correlated with positive student learning outcomes. The ineffective teacher’s students, in aggregate,
have achieved unacceptable levels of growth and achievement based on guidelines suggested by the
department.

Planned Salary/Hourly Raises
e Finalized score of 3.0+ = 3% increase
e Finalized score of 2.0+ = 2% increase
e Finalized score of 1.0+ = 1% increase
e Finalized score of <.99 = 0% increase



*A staff member who negatively affects student performance cannot receive a rating of highly effective
or effective. The School Director will solely define negative impact and determine if it has occurred.
**There is no expectation that a given number of staff members will be scored in any given category
***Staff rated ineffective for a school year will receive a performance improvement plan and will utilize
all remaining PGP points needed for license renewal on improving their performance

Ill. Selected Plan

Indianapolis Metropolitan High School (Indy Met) has chosen to adopt the a modified version of the RISE
2.0 plan as its evaluation system for this school year

Rollout and Training of Staff

Annual training is held for staff to review the rubrics together, specifically focusing on the effective
rankings as anchor descriptors of best practice, but also highlighting the extra effort required to earn a
highly effective rating. In addition to overview presentations in each school, evaluators participated in
training led by the Goodwill Education Initiatives (GEl) central office staff.

Since the initial rollout, new teachers and certificated staff will attend training on school evaluation
procedures during their orientation prior to the beginning of school in July. All staff are sent reminders
of the procedures each fall.

Evaluation Plan Discussion

The evaluation plan is posted on the digital Indy Met Staff Site along with supporting resources for
teachers and evaluators. The plan will be reviewed annually by a team of administrators and teachers to
determine possible changes for the following year. The written evaluation plan is discussed with teachers
during orientation and trainings as described above. The written evaluation plan is then presented and
explained to the Indianapolis Metropolitan High School Board of Directors in a public meeting per IC
20-28-11.5-4 (e) (1) and (2).

Section 1: Basic Evaluation Procedures

Evaluated Staff Members
Indy Met will evaluate all certificated employees, including teachers and administrators, annually.

The Indy Met evaluation process applies to all of the following:

e (Classroom teachers

e Special education teachers
o Use Special Education Teacher Rubric

e Administrators (Principal and Assistant Principals
o Principal (use locally developed Performance Development Review (PDR) and RISE

Principal Evaluation Rubric)

o Assistant Principal

Certain individuals provide clinical services on an hourly basis to Indy Met students on IEPs and 504s. The
need for these services is variable each year. These are hourly contractors who are not subject to the
annual evaluation process nor performance pay under 20-28-9. These may include but are not limited to
OTRs, PTs, autism consultants, and hourly contracted school psychologists.



Clerical staff, instructional assistants, tutors, coaches, and other student services employees are not
required to hold a teaching license for their positions (although they may happen to hold one). They are
not evaluated using the Indy Met Evaluation Plan, nor eligible for performance pay under IC 20-28-9.
These employees’ direct supervisors do performance reviews annually using an evaluation form for
non-certificated employees that has led to performance-based pay.

Evaluators

The Indy Met evaluation team is composed of the Principal, Assistant Principals, and Lead Teachers.
Leaders in these roles complete GEI RISE evaluator training to coordinate the evaluation procedures for
the year and to practice scripting and coding observations for inter-rater reliability. GEI coordinates
practices, procedures, local decisions, and DOE interface regarding evaluation. Common scripting
software, feedback forms, messaging to teachers, and meeting templates are used by all evaluators to
ensure consistency in decisions and processes. These documents are reviewed and revised yearly or as
needed to reflect evolving local decisions and guidance and are shared on the school’s staff website.

Evaluation Process and Procedures
Certificated employees’ evaluations are calculated using the following weights: 90% RISE Effectiveness
Rubric; 10% Student Learning Objectives (SLOs).

The evaluation team collects evidence regarding the employees’ work through at least three extended
observations and two designated surveys collecting teacher-submitted evidence. Extended observations
are unannounced and 40-50 minutes in length. Written feedback will be uploaded and a conference will
be scheduled within five school days after the observation. (If teacher and evaluator agree, the
post-observation meeting can occur after the five-day window.) The evaluation team may opt to do
other observations during the school year as needed.

Additionally, Goodwill Education Initiatives’ Director, Student Services and Supports will serve as a
secondary evaluator for all special education teachers. In this capacity, the person in this role will
complete a review of IEPs created by special education teachers.

Evidence collected during observations will be recorded and linked to indicators on the RISE Teacher
Effectiveness Rubric using Indy Met’s adopted evaluation software tool (Standard for Success) and
uploaded to the employee’s account for viewing. Evidence for an observation will consist of script, coded
rubric sections applicable to scripted evidence, and an identified area of strength and area for growth
with specific recommended next actions for continued improvement.

Artifacts may also be uploaded by either a staff member or administrator and tied to the rubric. Prior to
post-conferences, staff members will be asked to share with their primary evaluator a self-assessment
using the RISE Effectiveness Rubric.

Templates have been developed for conducting and preparing for these conferences and have been
shared with all evaluators.



Section 2: Objective Measures of Student Achievement and Growth in
Employee Evaluations

Objective measures of student achievement will be part of every employee’s evaluation in the form of
Student Learning Objectives measures (SLOs) created by school leadership to assess the growth and
mastery levels of their students.

Each employee’s SLOs will be recorded in the SFS software, discussed with the primary evaluator, and
approved by the primary evaluator. Approval will be documented in the software by the primary
evaluator which “locks” the objectives from further changes until the end of the year. At the end of the
school year, the primary evaluator will assign a final rating to the employee based upon the success of
his/her SLOs, and these will roll into the summative evaluation.

Section 3: Summative Evaluation Procedures

At the end of the school year, each evaluator will examine evidence from observations with the RISE
Effectiveness Rubric. Considering mode and trends in the evidence collected for each indicator, the
evaluator will use his/her judgment to assign a final score for each domain on the rubric, weight them
according to the rubric domain weights (10% planning, 75% instruction, 15% leadership for teacher
rubric, for example), subtract a point if Core Professionalism standards are not met, and determine a
final score for the Teacher Effectiveness Rubric portion of the summative evaluation.

The SFS software worksheet combines the final rubric score with school-wide learning scores assigned
through the state’s A-F report card process and the evaluator’s scores for the staff member’s SLO results
to determine a final performance rating for each staff member of Highly Effective, Effective,
Improvement Necessary, or Ineffective. All evaluated employees will receive completed evaluation and
documented feedback within seven business days from the completion of the summative evaluation.

Definition of Performance Categories

Highly Effective: A highly effective teacher consistently exceeds expectations both in terms of student
outcomes and instructional practice. This is a teacher who has demonstrated excellence, as determined
by a trained evaluator, in locally selected competencies reasonably believed to be highly correlated with
positive student learning outcomes. The highly effective teacher’s students, in aggregate, have exceeded
expectations for academic growth and achievement based on guidelines suggested by the department.

Effective: An effective teacher consistently meets expectations both in terms of student outcomes and
instructional practice. This is a teacher who has consistently met expectations, as determined by a
trained evaluator, in locally selected competencies reasonably believed to be highly correlated with
positive student learning outcomes. The effective teacher’s students, in aggregate, have achieved an
acceptable rate of academic growth and achievement based on guidelines suggested by the department.

Improvement Necessary: A teacher who is rated as improvement necessary requires a change in
performance before he/she meets expectations either in terms of student outcomes or instructional
practice. This is a teacher who a trained evaluator has determined to require improvement in locally
selected competencies reasonably believed to be highly correlated with positive student learning



outcomes. In aggregate, the students of a teacher rated improvement necessary have achieved a below
acceptable rate of academic growth and achievement based on guidelines suggested by the department.

Ineffective: An ineffective teacher consistently fails to meet expectations both in terms of student
outcomes and instructional practice. This is a teacher who has failed to meet expectations, as
determined by a trained evaluator, in locally selected competencies reasonably believed to be highly
correlated with positive student learning outcomes. The ineffective teacher’s students, in aggregate,
have achieved unacceptable levels of academic growth and achievement based on guidelines suggested
by the department.

Negative Growth: Final summative ratings can be modified if the teacher is determined to have had a
negative impact on student growth according to the following local definition for teachers whose classes
are not measured by statewide assessments:

If a teacher scores a 1 (Ineffective) on his/her SLO measures, then the evaluator should review student
learning data available for all of the teacher’s students. If 90% or more of students failed to show
achievement of standards, then the teacher shall be determined to be having a negative impact on
student learning. If the teacher’s other rubric score together with the SLO scores yield a summative
rating score in the Effective or Highly Effective range, the summative score would then be reduced to
Needs Improvement.

Remediation Plans: If a certificated employee receives a rating of ineffective or improvement necessary,
the evaluator and the certificated employee shall develop a remediation plan of not more than ninety
(90) school days in length at the start of the next school year to correct the deficiencies noted in the
certificated employee's evaluation using locally-developed forms to document the plan and progress
monitoring. The plan will include options for professional development including, but not limited to,
district workshops, observing effective teachers, web-based and print resources, printed resources and
selected sample video clips, help from Lead Teacher to co-plan/co-teach, additional formative
observations with coaching, and use of license renewal credits for additional training.

A teacher who receives a rating of ineffective may file a request in writing for a private conference with
the superintendent or the superintendent's designee not later than five (5) days after receiving notice
that the teacher received a rating of ineffective. The teacher is entitled to a private conference with the
superintendent or superintendent's designee. The Principal will create a list of any employee rated as
ineffective. The Principal will evaluate this list annually to ensure, where possible, that

students do not receive instruction from ineffective teachers two years in a row. In the event this is
unavoidable, the Principal will notify the parent via a letter.



Section 4: Teacher Appreciation Grant Distribution Policy

Any professional who meets all three criteria below is eligible for the Indianapolis Metropolitan High
School Teacher Appreciation Grant. Educators are eligible if they:

e hold a position at the school which requires a license (as defined in IC 20-28-1-7) and their
primary responsibility is the instruction of students in the classroom or virtual classroom

e are employed in the LEA as of December 22, 2023

e are rated effective or highly effective per the educator evaluation plan

Distribution Plan:

e Estimated amount of grant: $30 x 270 = $8,100

e Total number of eligible positions: 17 Planned stipends: $600 stipend per highly effective
instructor ;5480 stipend per effective instructor

e If the grant is less than the estimated amount above or if more eligible teachers are employed
before December 22, 2023 and the total grant amount does not allow for the planned stipend
amounts above to be paid out, the stipend amounts will be reduced at the same rate so that the
amount of a stipend awarded to a teacher rated as Highly Effective stays at least 25% greater
than the amount of a stipend of a teacher rated as Effective

e [f any available funds are unassigned because 1 or more of the professionals in the eligible
positions do not meet the qualifications for this grant or not all teachers achieve highly effective
status, the extra funds may be divided up evenly among the eligible teachers. The stipend
amount for each effective teacher must be capped at 80% of the stipend amount for highly
should be shifted to the highly effective stipends and split evenly among them until the amount
of a stipend awarded to a teacher rated as Highly Effective stays at least 25% greater than the
amount of a stipend awarded to a teacher rated as Effective.

e Funds will be dispersed within 20 days of being received from the department. These funds will
be dispersed as one-time stipends and do not become a permanent part of the base salary of
the teacher.
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