Electronic Evidence #3A
Human Resources Planning Wiki
Project Scoring Rubric

         Evidence Descriptors and Evaluation Tool
Highlighted yellow text below describes how the evidence specifically addresses each of the descriptors.  The rubric will be used for the instructor’s evaluation of the project as it related to the course grade as well as for gateway assessment for the unit’s comprehensive assessment plan for CAEP.
	Alignment with the NC Superintendent Standards

	The Project on Human and Budgetary Resources is designed to provide evidence of the candidate’s performance relative to the following standards and elements:

	Standard IV – Human Resource Leadership 
Superintendents ensure that the district is a professional learning community with processes and systems in place that result in the recruitment, induction, support, evaluation, development and retention of a high-performing staff.  Superintendent’s use distributed leadership to support learning and teaching, plan professional development, and engage in district leadership succession planning.

	IV.A.3. Professional Learning Communities
Works with others to support ongoing professional development activities throughout the district that are intended to improve curriculum, instruction, and assessment.
	Emerging/Developing
1
(Below 80%)
	Proficient
2
(80-89%)
	Accomplished
3
(90-100%)

	On the Hiring, Recruiting, and Retaining Quality Staff wiki link candidates are required to create a sample professional development plan using the following sources (district goals, school improvement plans, teacher needs assessment surveys, student outcomes/achievement data, and teacher performance evaluations).  

 

	The candidate’s Professional Development Plan is vague and does not incorporate the following sources into the plan development:  district goals, school improvement plans, teacher needs assessment surveys, student outcomes/achievement data, and teacher performance evaluations.  
	The candidate’s Professional Development Plan is clear and suggests that the following sources were incorporated into the plan’s development: district goals, school improvement plans, teacher needs assessment surveys, student outcomes/achievement data, and teacher performance evaluations. The candidate appears to provide adequate information to address all seven sources. 
	The candidate’s Professional Development Plan is excellent, thoughtful and includes a well- connected set of suggestions that use all of the following sources in identifying a focus and implementation plan: district goals, school improvement plans, teacher needs assessment surveys, student outcomes/achievement data, and teacher performance evaluations. 

	IV.B.1 Hiring, Placing, Mentoring Assists others in creating and implementing effective policies and procedures for recruiting and retaining highly qualified personnel.
	Emerging/Developing
1
(Below 80%)
	Proficient
2
(80-89%)
	Accomplished
3
(90-100%)

	Candidates will analyze the HR process from a district perspective in four broad areas one of which is:  (1) recruiting and screening.  A table of recommendations for improved management of HR functions in the school district or from a description of HR functions from a simulated school district regarding #1 above must be provided on the Hiring, Recruiting, and Retaining Quality Staff wiki link.

 

	The candidate’s analysis does not suggest an understanding of improved management needs for the district regarding the HR recruiting and screening process.  The analysis offered by the candidate is superficial and/or vague and does not connect to the table of recommendations for recruiting and screening faculty/staff.
Or-
Recommendations offered for improving recruiting and screening are not practical or useful given the district’s HR processes.  
	The candidate’s analysis suggests an adequate understanding of improved management needs for the district regarding the HR recruiting and screening process.  The analysis offered by the candidate is clear and connected to the table of recommendations for recruiting and screening faculty/staff. 
And-
Recommendations for improving recruiting and screening are practical and useful given the district’s HR processes.  
	The candidate’s analysis suggests a deep understanding of how to improve management needs for the district regarding the HR recruiting and screening process.  The analysis offered by the candidate is thoughtful and well connected to the table of recommendations for recruiting and screening faculty/staff.   The analysis also provides evidence that the candidate engaged in dialogue with others in the district to assist in a set of recommendations for improving recruiting and screening.
And-
Recommendations offered also include ideas for implementation.  

	IV.B.2 Assists others in creating and implementing effective policies and procedures for continuously searching for the best placement and utilization of faculty/staff to fully develop and benefit from their strengths.
	Emerging/Developing
1
(Below 80%)
	Proficient
2
(80-89%)
	Accomplished
3
(90-100%)

	Candidates will analyze the HR process from a district perspective in four broad areas, one of which is:  (2) selecting, placing, inducting, and developing.  A table of recommendations for improved management of HR functions in the school district or from a description of HR functions from a simulated school district regarding #2 above must be provided on the Hiring, Recruiting, and Retaining Quality Staff wiki link.



	The candidate’s analysis does not suggest an understanding of improved management needs for the district regarding the HR process involved in selecting, placing, inducting, and developing.  The analysis offered by the candidate is superficial and/or vague and does not connect to the table of recommendations for selecting, placing, and inducting faculty/staff. 
Or-
Recommendations offered for improving selecting, placing, and inducting faculty and staff are not practical or useful given the district’s HR processes.  
	The candidate’s analysis suggests an adequate understanding of improved management needs for the district regarding the HR selecting, placing, inducting, and developing faculty/staff process.  The analysis offered by the candidate is clear and connected to the table of recommendations for selecting, placing, inducting, and developing faculty/staff. 
And-
Recommendations for improving selecting, placing, inducting, and developing are practical and useful given the district’s HR processes.  
	The candidate’s analysis suggests a deep understanding of how to improve management needs for the district regarding the HR selecting, placing and inducting process.  The analysis offered by the candidate is thoughtful and well connected to the table of recommendations for selecting, placing, inducting, and developing faculty/staff.   The analysis also provides evidence that the candidate engaged in dialogue with others in the district to assist in a set of recommendations for improving the process of selecting, placing, and inducting faculty/staff.
And-
Recommendations offered also include ideas for implementation.  

	IVB.3 Assists others in creating and implementing effective policies and procedures for: coaching and mentoring new faculty/staff members to support their success.
	Emerging/Developing
1
(Below 80%)
	Proficient
2
(80-89%)
	Accomplished
3
(90-100%)

	Candidates will analyze the HR process from a district perspective in four broad areas, one of which is:  (3) evaluating, coaching and mentoring.  A table of recommendations for improved management of HR functions in the school district or from a description of HR functions from a simulated school district regarding #3 above must be provided on the Hiring, Recruiting, and Retaining Quality Staff wiki link.  
The candidate is also required to create a sample professional development plan outlining the learning formats, settings and opportunities are available to support the plan in the areas of mentoring and coaching.


	The candidate’s analysis  does not suggest an understanding of the district’s HR process involved in evaluating, coaching and mentoring.  The analysis offered by the candidate is superficial and/or vague and does not connect to the table of recommendations for evaluating, coaching and mentoring faculty/staff. 
Or-
Recommendations offered for improving evaluating, coaching and mentoring faculty and staff are not practical or useful given the district’s HR processes.  
OR-
The candidate’s Professional Development Plan for mentoring and coaching is vague. 

	The candidate’s analysis suggests an adequate understanding of improved management needs for the district regarding the HR evaluating, coaching and mentoring faculty/staff process.  The analysis offered by the candidate is clear and connected to the table of recommendations for evaluating, coaching and mentoring faculty/staff. 
And-
Recommendations for improving evaluating, coaching and mentoring are practical and useful given the district’s HR processes. 
And-
The candidate’s Professional Development Plan is clear.
	The candidate’s analysis suggests a deep understanding of how to improve management needs for the district regarding the HR evaluating, coaching and mentoring faculty/staff process.  The analysis offered by the candidate is thoughtful and well connected to the table of recommendations for evaluating, coaching and mentoring faculty/staff.   The analysis also provides evidence that the candidate engaged in dialogue with others in the district to assist in a set of recommendations for improving the process of evaluating, coaching and mentoring faculty/staff.
And-
Recommendations offered also include ideas for implementation.  
And-
The candidate’s Professional Development Plan is excellent, thoughtful and includes a well connected set of suggestions.

	IV.B.4
Assists others in creating and implementing effective policies and procedures for identifying, remediating, and recommending replacing, when necessary, poorly performing faculty and staff members.
	         Emerging/Developing
1
(Below 80%)
	Proficient
2
(80-89%)
	Accomplished
3
(90-100%)

	On the Hiring, Recruiting, and Retaining Quality Staff wiki link candidates are required to provide a video of 
a simulated performance evaluation with expectations and recommendations for performance improvement.  

Candidates are also required to analyze simulated performance data to support and improve faculty/staff performance including the development of a plan to improve performance.
A table of recommendations for improved management of HR functions in the school district or from a description of HR functions from a simulated school district must be provided on the Hiring, Recruiting, and Retaining Quality Staff wiki link.  

	The candidate’s video of a simulated performance evaluation is weak and does not include effective communication skills or appropriate recommendations for performance improvement.
And/or-
The candidate’s analysis of performance data is of poor quality and does not seem to connect well to the plan generated to improve performance.  The plan itself is vague and poorly focused.    
	The candidate’s video of a simulated performance evaluation is adequate.  The candidate uses effective communication skills and offers specific feedback for improvement.   
And - 
The candidate’s analysis of performance data is of good quality and seems to connect well to the plan generated to improve performance.  The plan itself is focused and clear with specific recommendations.    
	The candidate’s video of a simulated performance evaluation is excellent.  The candidate uses effective communication skills, is responsive and helpful during the evaluation and offers specific feedback for improvement.   
And - 
The candidate’s analysis of performance data is excellent and is well aligned to the improvement plan generated to improve performance.  The plan itself is focused and provides specific recommendations and a plan for short term goals and objectives to make these improvements.    

	Candidates are required to develop a plan for nurturing and developing two individuals for whom simulated performance evaluation data has been provided.
 
 
	The plan lacks detail and/or does not address a clear path for faculty/staff development.  Short and long term goals and objectives are not clearly identified and the plan does not seem well aligned to the simulated performance evaluation data.
	The plan is sufficiently detailed and identifies a clear path for faculty/staff development.  Short and long term goals and objectives are well sequenced and reasonable and the plan is aligned to the simulated performance evaluation data.
	The plan is excellent, thorough and organized.  Specific performance data is aligned to clear goals and objectives that are reasonable and appropriate given the performance evaluation data.   

	IV.B.5
Assists others in identifying key positions in the district and has a succession plan for each

	Emerging/Developing
1
(Below 80%)
	Proficient
2
(80-89%)
	Accomplished
3
(90-100%)

	Candidates will analyze the HR process from a district perspective in four broad areas, one of which is:  (4) compensating and promoting to leadership positions.  


	The candidate’s analysis does not suggest an understanding of improved management needs for the district regarding the HR  compensation and promoting process. The analysis offered by the candidate is superficial and/or vague and does not connect to the table of recommendations for compensating and promoting to leadership positions for faculty/staff. 
Or-
Recommendations offered for improving recruiting and screening are not practical or useful given the district’s HR processes.  
	The candidate’s analysis suggests an adequate understanding of improved management needs for the district regarding the HR promotion and compensation process.  The analysis offered by the candidate is clear and connected to the table of recommendations for promotion and compensation of faculty/staff. 
And-
Recommendations for improving compensation and promotion are practical and useful given the district’s HR processes.  
	The candidate’s analysis suggests a deep understanding of how to improve management needs for the district regarding the HR promotion and process.  The analysis offered by the candidate is thoughtful and well connected to the table of recommendations for recruiting and screening faculty/staff.   The analysis also provides evidence that the candidate engaged in dialogue with others in the district to assist in a set of recommendations for improving promotion and compensation.
And-
Recommendations offered also include ideas for implementation.  

	Candidates are required to develop a plan for nurturing and developing two individuals for whom simulated performance evaluation data has been provided.
 
 
	The plan lacks detail and/or does not address a clear path for faculty/staff development.  Short and long term goals and objectives are not clearly identified and the plan does not seem well aligned to the simulated performance evaluation data.
	The plan is sufficiently detailed and identifies a clear path for faculty/staff development.  Short and long term goals and objectives are well sequenced and reasonable and the plan is aligned to the simulated performance evaluation data.
	The plan is excellent, thorough and organized.  Specific performance data is aligned to clear goals and objectives that are reasonable and appropriate given the performance evaluation data.   

	Standard IV.C.1. IV.C. 2 Teacher and Staff Evaluations
Works with others to support and fully implement the North Carolina Educator Evaluation System to assure that all faculty/staff members are evaluated fairly and equitably.

Works with others to evaluate how effectively principals and other district leaders apply the North Carolina Educator Evaluation System.
	
	
	

	After reviewing the processes that govern performance evaluations in North Carolina public schools, state legislation and DPI regulations, candidates are required to summarize on the Hiring, Recruiting, and Retaining Quality Staff wiki link the evaluation process for teachers and principals in NC and describe how the evaluator works with other district leaders to implement the evaluation process.  



	The summary posted by the candidate does not provide evidence that he/she has an adequate understanding of the N.C. public schools performance evaluation, state legislation and DPI regulations or the interactions that occur between evaluators and district leaders to successfully implement the evaluation process.  
	The summary posted by the candidate does provides evidence that he/she has an adequate understanding of the N.C. public schools performance evaluation, and/or state legislation and/or DPI regulations as well as the interactions that occur between evaluators and district leaders to successfully implement the evaluation process    
	The summary posted by the candidate provides evidence that he/she has an excellent understanding of the N.C. public schools performance evaluation process, and state legislation and DPI regulations.  The candidate articulates clearly the types of  interactions that occur between evaluators and district leaders to successfully implement the evaluation process    

	Standard IV.C.3.
Works with others to ensure that performance evaluation data are used effectively to support and improve faculty/staff performance.
	
	
	

	The candidate must post a video to the Hiring, Recruiting, and Retaining Quality Staff wiki link of a simulated performance evaluation that uses performance evaluation data to provide feedback and recommendations for improvement and support. 


	The candidate’s video of a simulated performance evaluation is weak and does not include effective communication skills or appropriate recommendations for performance improvement.
And/or-
The candidate’s analysis of performance data is of poor quality and does not seem to connect well to the plan generated to improve performance.  The plan itself is vague and poorly focused.    
	The candidate’s video of a simulated performance evaluation is adequate.  The candidate uses effective communication skills and offers specific feedback for improvement.   
And
The candidate’s analysis of performance data is of good quality and seems to connect well to the plan generated to improve performance.  The plan itself is focused and clear with specific recommendations.    
	The candidate’s video of a simulated performance evaluation is excellent.  The candidate uses effective communication skills, is responsive and helpful during the evaluation and offers specific feedback for improvement.   
And
The candidate’s analysis of performance data is excellent and is well aligned to the improvement plan generated to improve performance.  The plan itself is focused and provides specific recommendations and a plan for short-term goals and objectives to making these improvements.    



	Total Score from All Standards
	__________
Total Score
Emerging/Developing
	__________
Total Score
Proficient
	__________
Total Score
Accomplished




Emerging:  Total Score of 30 or below (C or below on Project)
Proficient:  Total Score of 31-34 (B- to B+ on Project)
Accomplished:  Total Score of 35-39 (A- to A+ on Project)

Grader(s):	___________________________________________
		  
___________________________________________
	 
		___________________________________________

		___________________________________________

Date:		___________________________________________

Follow-Up Needed (Comment if Necessary):




