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Red Hook Central School District 
 

APPR 
 

Annual Professional Performance Review 
 

 
 

 

 

 

The Annual Professional Performance Review Plan for the Red Hook Central School District has 
been developed in conjunction with a directive from the New York 

State Education Department to implement New York’s teacher and principal evaluation 

law, section 3012-c of the Education Law as added by Chapter 103 of the Laws of 2010. 

The new evaluation system is grounded in the New York State Teaching Standards 

and the ISLLC Educational Leadership Policy Standards. The primary objective of the 

teacher and principal evaluation system is to foster a culture of continuous professional 
growth. 

 

 
 

Adopted: October 10, 2012 
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Thank you to the members of the APPR Committee who dedicated many hours 
over the last 9 months to collaboratively develop the APPR plan.  

  
 
Nick Ascienzo  Teacher, High School 
 
Brian Boyd  Mill Road 3-5 Principal and RHAA Vice President 
 
Mary Chenevert  Teacher, Mill Road Intermediate 
 
Joseph DeCaro Director of Pupil Personnel Services & RHAA President 
 
Paul Finch  Superintendent of Schools 
 
Darren Fleishman Teacher, Middle School and RHFA Vice President 
 
Donna Gaynor  Asst. to the Superintendent for Curriculum & Instruction 
 
Christine Griffin Teacher, High School 
 
Patti Messmer  Teacher, Mill Road Intermediate and RHFA President 
 
April Montgomery Teacher, Middle School 
 
Irene Romano  Teacher, Mill Road Primary 
 
Barbara Shoemaker  Librarian and RHFA Vice President 
 
Martha Strever Teacher, Middle School 
 
Katie Zahedi  Principal, Linden Avenue Middle School Principal 
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RED HOOK CENTRAL SCHOOL DISTRICT AND RED HOOK CENTRAL FACULTY ASSOCIATION 

MEMORANDUM OF AGREEMENT with regard to ANNUAL PROFESSIONAL PERFORMANCE 

REVIEW 

 
This is the agreed upon Red Hook Central School District/ Teacher  evaluation system as of the signing 
of this document but may be revised before and after submission to the New York State Review Room 
portal.   A final revised document will be submitted to the Board of Education at that time. 
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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 weaknesses 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 

 Professional Development 

 Coaching 
 
Education Law §3012-c establishes new requirements for a comprehensive performance evaluation 

system for all teachers/staff and building principals beginning in the 2012-2013 school year.  The District 

and the collective bargaining units have worked throughout the 2011-2012 school year and will continue 

to work throughout the 2012-2013 school year to evaluate the 2012-2013 plan. The Superintendent of 

Schools, in collaboration with an APPR Committee, will assist administrators and teachers in the 

implementation of this Plan Document during the 2012-2013 school year in accordance with the law. 

This plan will sunset on June 30, 2013.    

Part I: Rubric Selection 

A. The Red Hook Central School District’s APPR committee collaboratively selected the Danielson 

Framework for Teaching (2007 Edition).  We agree that this rubric will be used for the 2012-

2013 school year.  Throughout the 2012-2013 school year, the APPR Committee will meet to 

discuss the strengths and weaknesses of the rubric and make recommendations for changes if 

needed. (Section I: Danielson (2007) Effectiveness Rubrics) 

Part II: Training of Evaluators 

A. The District will ensure that all Evaluators are trained by an approved trainer.  Evaluator training 
will occur regionally in cooperation with RTTT consultants from multiple BOCES: Dutchess, 
Ulster, Orange, and Putnam-Westchester.  
 

B. Evaluators will be recertified on a periodic basis, to be determined by the District. 
 

C. The District will establish a process to maintain inter-rater reliability in accordance with NYSED 
guidance and protocols recommended in training for lead evaluators. The District anticipates 
that these protocols will include measures such as: data analysis; periodic comparisons of 
assessments; and/or annual calibration sessions across evaluators.  

 
D. For the 2012-2013 school year all lead evaluators shall be appropriately trained and certified by 

November 1st or as soon as possible, after training and scheduling can be arranged. For the 
2013-2014 school year and thereafter, all lead evaluators and other evaluators shall be 
appropriately trained and certified by October 1st of each school year.  
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E. The District will work to ensure that lead evaluators maintain inter-rater reliability and that they 
are re-certified on an annual basis and receive updated training on any changes in the law, 
regulations or applicable collective bargaining agreements. 
 

F. The District agrees that members of the administration will not release teachers’ scores to the 

public, unless contrary to law or SED mandate. 

 

G. The Superintendent and the Board of Education will approve the list of Lead Evaluators.  The 

Superintendent along with all RHCSD administrators will be trained to be Lead Evaluators.  

 

Part III: Plan for Evaluation (Multiple Measures) 

A. Tenured Teachers 

1. A minimum of two observations will be completed each school year.  One observation 

will be formal (announced) and be at least 30 minutes. There will be at least one 

unannounced and will be a walkthrough format.  (Section I- Domain 2 and 3 

Observation rubrics) 

 

2. For an announced observation, the teacher will complete a written lesson plan and 

provide it to the administrator for the pre- observation conference.  (Section II- Form C 

Lesson Plan Format) Evaluators will notify teachers at least five school days prior to the 

announced observation.   

 

3. A pre-observation will be held prior to the observation.  Pre-observation Guiding 

questions will guide the pre observation conference.  Teachers may choose to write out 

the responses to the questions, however, it is not required.  (Section II: Form B- Pre-

observation Guiding Questions)  

 

4. Following the observation, a post-observation meeting will take place within 5 school 
days of the observation.  Within 10 school days of the observation, a written 
observation document will be returned to the teacher.  Post-observation Guiding 
questions will guide the post observation conference.  Teachers may choose to write out 
the responses to the questions, however, it is not required.  (Section II: Form D- Post- 
Observation Guiding Questions)  

 

5. At least one unannounced observation (walk-through) will be conducted yearly on every 
staff member. (Section II: Form E- Walk-through ) The purpose of the unannounced 
observation is to gather evidence to be included in the APPR evaluation but does not 
contribute any points to the 60 points for the 2012-2013 school year.  The focus of the 
unannounced observation will be on Domains 1, 2 and 3 of the Danielson model. The 
length of the unannounced observation will be approximately 8-10 minutes.  Teachers 
will receive feedback on the unannounced observation through a report generated by 
the OASYS reporting system. A teacher can request to meet with the administrator if the 
teacher and/or the administrator feel it is necessary.   
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6. An administrator will notify the teacher verbally or in writing after the unannounced 

(walk-through) observation took place.  A report of the walk-through will be posted on 

OASYS.   

 

7. At the end of the year conference the building administrator will use the holistic scoring 

matrix to award the total number points accumulated in the observation process.  The 

observations will be 1 formal observation and at least one “walk-through”. (Section II: 

Form K -Holistic Scoring)  

 

 

B. Non-Tenured Teachers 

1. At least three formal observations will be completed each school year. Two will be 

announced and 1 will be unannounced.  Each formal observation will be at least 30 

minutes.  

 

2. Non-tenured teachers will also have at least one unannounced (walk-through) 

observation each year.  

 

3. The same timeline regarding pre-observation and post-observation meetings, lesson 

plans and observation documentation return for tenured teachers will apply to non-

tenured teachers.   

 

4. An administrator will notify the teacher verbally or in writing after the formal 

unannounced observation took place.  The teacher will then submit a written lesson 

plan to the administrator and schedule a post-observation conference within 24 hours.  

A post-observation conference will take place within 10 school days.  Within 14 school 

days of the observation, the written observation document will either be returned 

directly to the teacher or posted on OASYS when available.   

 

5. At the end of the year conference the building administrator will use the holistic scoring 

matrix to award the total number points accumulated in the observation process.  The 

observations will be 3 formal observations (2 announced and 1 unannounced) and at 

least one “walk-through”. An average of the 3 formal observations will be used to 

determine the points on the matrix. (Section II: Form K -Holistic Scoring)  

 

C. Teacher of Record  

1. In the case of collaborative teaching model classrooms, the regular subject and the special 

education teacher shall be the teacher of record for all students.  They will share the HEDI 

scores for local and SLO assessments.  

2. Unit members not required to be evaluated by the new system as specified in the new 

regulation will be evaluated by the Danielson Multiple Measures (60 point) matrix only. 
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Those unit members who instruct less than 40% of the time will be considered instructional 

support, for the purpose of evaluation, and fall under this evaluation system.   

 

D. End of year Evaluation Documents and Timeline 
a. Staff members and administrators can begin to schedule end of year administrator/staff 

member end of year conferences starting on May 1st with conferences completed no 
later than June 21, 2013.  

b. Prior to that meeting staff members must complete the Self Reflection Form, Domain 1 
Artifact Collection Form, and Domain 4 Professional Responsibilities form. 
Administrators will review the completed Annual Professional Performance Review 
Summary with the 60 point matrix completed and if available both the local and state 
measures.  

c. Once the state and local scores are determined the administrator will complete the 
entire form and submit it to OASYS.    

 

Part IV: Data Management and Test Security 

A. The District’s student management system will be used to collect data for the State.  As per 

State requirements, teachers have the right to access and verity data.  Teachers are not 

responsible for discrepancies/errors caused by the transfer of information form the District’s 

student management system to the State’s data collection system.  

 

B. The District will ensure measures for delivery, storage and distribution of all state assessments.  

District administrators, building administrators and teachers will follow all NYSED protocols. 

 

C. The district has chosen to use MyLearningPlan-OASYS, a web-based Observation and 

Appraisal Management System to schedule, manage and complete reporting of all components of 

the evaluation process for teachers and administrators.  

 

Part V: Local Assessments and Student Learning Objectives 

A. Local Measures: (20%)  
1. The local measures portion of the APPR score will be derived from a building-wide targeted 

achievement rate of the students who are enrolled from BEDS day through June 15.   
2. All students will be administered the New York State approved Northwest Evaluation 

Association Measure of Academic (NWEA) Progress (MAP). Individual growth targets will be 
set based on the pretest of the students assigned to the teacher. Students’ pretest scores 
will be the baseline and will be compared to the spring administration scores of the MAP 
assessment to determine growth. The percentage of students meeting the growth target 
will be converted to a scale score of 0 to 20.   

3. The district has contracted with the Value Added Research Center (VARC) to calculate the 
value-added growth percentage.  

 

B. Student Growth (State Portion) 
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1. The District will determine who will have State-provided growth measures and who must 

have SLOs as “comparable growth measures” according to State regulations. 

2. The teacher’s score will be based on the percentage of students measured by their SLO’s 
who met the growth target set by the teacher and agreed to by the building principal.  The 
building principal will have the final say regarding setting the teacher’s target.  

3. For the purpose of the assignment of HEDI Categories, each teacher score will be calculated 
on the percentage of students who achieved the growth target. 

4. All SLO baselines, target, learning content and post-tests must be common by course and 

level across the District and in compliance with State regulations. 

5. SLOs will be developed in conjunction with the department/subject/grade level teams and 

building principals, and will be approved by the Superintendent or Assistant to the 

Superintendent.  All SLOs developed must be comparable, rigorous and course specific as 

per current State regulations and approved on or about October 15.  

 

C. Multiple Measure Point Allocation 
1. The 60 point allocation is a combination of observations, planning and preparation artifacts, 

a reflection of yearlong teaching, and an evidence list of Professional Responsibilities.  
a) Domain 1: Planning and Preparation (14 points) The 14 points for Domain 1 will be 

determined by a collection of 14 artifacts provided by the teacher.  Each artifact will be 
evaluated by the principal and 1 point will be given for each approved artifact. (Section 
II: Form A: Artifact Collection) 

b) At least one walk-through (unannounced) will be conducted each year. Although walk-
throughs do not have a point allocation they can provide evidence to support classroom 
instruction. (Section II: Form E- Walk-through)  

c) Domains 2 and 3 Formal Observation (31 points) -A total of 31 points will be allocated 
for the annual formal observation.  The focus of the formal observation will on Domains 
2 and 3. After the observation, the teacher will receive an observation report on 
Domains 2 and 3 through the OASYS system without a numerical grade. At the end of 
the school year, the administrator will use the(Section II: Form K- Observation Holistic 
Scoring) to calculate the numerical grade of the formal observation and walk-through 
reports  

d) Domain 4: Professional Responsibilities (10 points) The 10 points for Professional 
Responsibilities will be determined by a list of evidence provided by the teacher to the 
administrator. (Section II:  Form G -Evidence Collection)  A holistic scoring matrix will be 
used to determine points awarded (Section II: Form H-Holistic Scoring)  

e) Domain 4: Reflection (5 points) A total of 5 points can be awarded on a Teacher’s Self-
reflection of their growth and progress throughout the year. The Reflection rubric will 
be used to allocate points.  (Section II: Form F/F1- Self-Reflection) 

 

Part VI: HEDI Chart  - Staff members will be provided the composite score no later than the first day of 

school on or after September 1st 

a. As per state regulation, the composite score of the teacher will be determined as follows: 
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Elements of 
Evaluation 

Points 
Available 

High Effective Effective Developing Ineffective  

Multi –
performance 

60 points 59-60 57-58 50-56 0-49 

Local 20 18-20 9-17 3-8 0-2 

State 20 18-20 9-17 3-8 0-2 

Composite 100 91-100 75-90 65-74 0-64 

 

b. Composite Score Criteria: The NYSUT scoring rubric will be utilized to convert raw scores from 

the 60 point portion of the total evaluation point for the Multiple Measures portion of the score.  

See the Composite Score Criteria below for teacher effectiveness using the NYSUT rubric for 

calculation.  

Category   Total out of 100 points   Scale Score 
Highly Effective         85-100       3.4 - 4.0 
Effective    65-84       2.6 – 3.36 
Developing    55-64       2.2 – 2.56 
Ineffective    0-54       0 – 2.16 
 

Part VII: Teacher Improvement Plan (TIP) 

The Teacher Improvement Plan (TIP) is a structured plan designed to identify specific concerns in 

instruction and outlines a plan of action to address these concern. The purpose of a TIP is to assist 

teachers to work to their fullest potential. The TIP provides assistance and feedback to the teacher and 

establishes a timeline for assessing its overall effectiveness.  The TIP includes specific areas of 

improvement, expected outcomes, responsibilities, resources, evidence of achievement and a timeline 

for implementation. (Section II:  Form L – Teacher Improvement Form) 

A. A TIP must be initiated whenever a teacher receives a rating of “developing “or “ineffective” in a 

year-end evaluation. Both the teacher and the principal shall meet for an evaluation conference 

no later than June 30th of the school year where the developing or ineffective evaluation is 

discussed.  A TIP shall be designed by the teacher and the principal in collaboration with the 

president of the RHFA or his/her designee over the course of the summer, consistent with the 

requirements and conditions set forth herein. Since the purpose of the TIP is to improve 

performance, it is expected that the teacher be reflective on their performance and open to 

suggestions. It is the teacher’s responsibility to faithfully follow the action plan outlined in the 

TIP, without expectation for additional compensation.   

 

B. The TIP must be in place no later than 10 days after the start of the new school year. An initial 

conference shall be held at the beginning of the school year where the TIP is discussed, signed 

and dated at the beginning of its implementation. If the teacher refuses to recognize 

deficiencies and/or rejects the TIP, the District will take appropriate action with regard to due 

process.   
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C. When a teacher receives an “ineffective” rating he/she will be offered a peer mentor chosen 

from a list of peer mentors mutually agreed upon by the RHFA and the District.  The peer 

mentor must be a teacher with a minimum APPR rating of effective and have been trained in the 

Danielson Framework for Effective Teaching. All dealings between the mentor and the teacher 

will be confidential.    

 

D. The mentor and the teacher will collaborate biweekly during the first quarter. After the first 

quarter of the teacher/mentor collaboration, but no later than December 1st, the Principal will 

meet with the mentor and the teacher to discuss the effectiveness of the intervention and the 

level of improvement. Based on that assessment, the TIP may be adjusted appropriately and 

meetings between the Teacher, Mentor and Principal will continue on a monthly basis during 

the second quarter.  The mentor and the teacher will provide to the Principal no later than 

January 15th a mid-year progress log. The Principal will provide the Teacher with a mid-year 

evaluation, no later than February 1st, that will include, but will not be limited to, a second half 

meeting schedule with the Principal/Teacher/Mentor that must consist of at least three (3) 

meetings, as well as clear written direction and guidance in regards to areas of concern. At the 

end of each meeting the TIP team will collaboratively document the meeting detailing what was 

discussed and the guidance and suggestions offered, if any. At the end of the year, the principal 

will evaluate the effectiveness of the TIP and communicate it in writing to the teacher.  If at the 

end of the year the TIP goals are met and the teacher is rated “effective” the TIP will terminate. 

Both parties will sign the TIP at the end of the school year. If at the end of the year, the TIP was 

not successful and the teacher is rated once again, ”ineffective” the appeals process for a 

teacher who receives a second ineffective is activated.  

 

E. A teacher with two consecutive ineffective annual ratings could be charged with incompetence 
based on a “pattern of ineffective teaching” and be subject to an expedited 3020-a hearing. 
Again, the district must also provide evidence of how it implemented a TIP, but the expedited 
process remains unchanged. None of the legislative changes precludes an employee from raising 
any defense in challenging the allegation of a “pattern of ineffective teaching”.  

 
F. A teacher who receives an “ineffective” rating in any one of the state or local measures would 

not automatically receive an “ineffective” rating for the composite score. However, if a teacher 
receives an “ineffective” rating for both these measures, she/he will receive an “ineffective” 
rating on the composite score. 
 

Part VIII: Appeals 

In the event that a teacher wishes to challenge his/her performance review and/or improvement plan 
(TIP) under the new APPR system, the District has developed an appeals procedure   This appeals 
procedure does not diminish authority of the school board to terminate probationary  teachers during 
their probationary term. While the APPR shall be a “significant factor” in tenure and other employment 
decision, nothing herein requires an appeal to be exhausted before a tenure determination can be 
made.  In addition, the appeal procedures shall not cause a teacher to acquire tenure by estoppel 
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(failure to follow established procedures) when an evaluation appeal is pending. Notwithstanding the 
above, the parties agree that as to the appeals procedure referred to in Education Law Section 3012-c, 
the following constitute compliance with the statute and shall be incorporated into the parties’ 
collective bargaining agreement: 
 

A. In accordance with the law, for purposes of disciplinary proceedings under Education Law 3020-
a, a “pattern” of ineffective teaching or performance shall be defined as two consecutive annual 
ineffective ratings received by a teacher through the APPR process. Notwithstanding the above, 
the parties agree that as to the appeals procedure referred to in Education Law Section 3012-c, 
the following constitute compliance with the statute and shall be incorporated into the parties’ 
collective bargaining agreement: 
a) A teacher who receives a rating of Ineffective or Developing has the opportunity to appeal 

the decision.  
b) Teachers may submit written rebuttals of determinations of “Effective” and “Highly 

Effective” but may not appeal such ratings. 
c) A draft annual evaluation form of the Danielson Rubric, created through the OASYS system 

management program, shall be presented to the Teacher at a meeting between the Teacher 
and the Principal to be held no later than June 20th,   or within 5 school days from receiving 
the teacher scores from the state percentage. (whichever is later). 

d) Within ten (10) business days of the receipt of the draft evaluation of a teacher’s annual 
evaluation from the Principal or his/her designee, the teacher may present information, 
suggestions, and materials, in writing to the Principal.   

e) Within ten (10) business days of the receipt of the appeals materials, the Principal shall issue 
the final evaluation to the teacher. 

 
B. If a teacher receives a rating of ineffective for the first time, he/she can submit within ten (10) 

business days of the receipt of the final annual evaluation providing a rating as set forth in 
Subparagraph (a) above, a teacher may appeal the annual evaluation to the Superintendent of 
Schools.  The appeal shall be in writing and shall articulate in detail the basis of the appeal.  
Appeals shall be limited to: 
a) the substance and rating of the annual professional performance review; 
b) the school district’s adherence to the standards and methodologies required for such 

reviews pursuant to Section 3012(c) of the Education Law; 
c) the school district’s adherence to the Regulations of the Commissioner and compliance with 

any applicable locally negotiated procedures; and 
d) the school district’s issuance and/or implementation of the terms of the teacher’s 

improvement plan. 
 

C. In the case where a teacher receives a second ineffective rating and chooses to appeal the 
evaluation the following path is to be used: 

a) Teacher appeals to the principal (evaluator) with evidence to support a change in the 
evaluation.   

b) The principal (evaluator) evaluates the evidence and makes a final judgment in writing.  
c) If the evaluation remains unchanged the teacher may appeal to the RHFA and District to 

convene an Appeals Advisory Committee. The Appeals Advisory Committee will be 
composed of a current RHFA representative (other than the teacher involved) an RHAA 
representative (other than the evaluating principal (evaluator)) and a retired RHFA 
representative if available. The RHFA will attempt to maintain a list of retirees willing to 
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serve on the Appeals Advisory committee.  The teacher will have the opportunity to 
choose from one of the RHFA retirees on the list. If an RHFA retiree is not available, a 
second current RHFA representative may be substituted.   

d) The Appeals Advisory Committee will evaluate the evidence and submit a report to the 
evaluating Principal (evaluator) for reconsideration within 10 business days. If the 
principal (evaluator) changes the teacher’s evaluation, the appeals process is complete. 

e) If, after reviewing the Appeals Advisory Committee Report, the building principal 
(evaluator) does not change the teacher evaluation, the matter will be forwarded to the 
Superintendent to pursue due process for the intent to terminate the teacher.   

f) Any issue not raised in the written appeal shall be deemed waived. 
g) Within five (5) school days of receipt of the appeal, the Superintendent of Schools shall 

render a written determination with respect thereto. 
 

D. The determination of the Principal as to the substance of the annual professional performance 
review shall not be grievable, or reviewable in any other forum.  Procedural issues set forth in 
this Article shall be appealed pursuant to the grievance machinery of the collective bargaining 
agreement.   
 

E. Absent exigent circumstances, the Appeals Advisory Committee will hear the teacher’s appeal 
no later than fifteen (15) business days from the date of the final evaluation that resulted in the 
consecutive “ineffective” rating.   
 

F. No appeal other than the second consecutive “ineffective” will be heard before the hearing 
panel. All other appeals will end with the Superintendent.    

 

G. The time frames referred to herein may be extended by mutual agreement of the parties. 
 

Part IX: Review of Process 

The District and the Association agree that particular attention will be paid to the evaluation process 

and it will be a monthly topic of discussion at meetings of the District Administrators and Association 

officers to monitor the system.  

Part X: Conformity of Law 

Any modifications to the process which occur after this Memorandum of Agreement is signed will be 

incorporated as required by SED or Commissioners Regulations, the law or if the District and Association 

agree it is in the best interest of all stakeholders to do so. 

SO AGREED, this ____ day of October,  2012. 

THE DISTRICT      THE TEACHERS ASSOCIATION  

BY: ______________________________    BY: ______________________ 

Superintendent of Schools    RHFA President     
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Red Hook Central School District Forms 

Section 1: Danielson (2007) Effectiveness Rubrics 

 Danielson Teacher Effectiveness Rubrics 

Section 2: APPR Teacher Forms 

Domain 1: Planning and Preparation 

 Form: A- Artifact Collection Form: Domain 1 – Planning and Preparation 

Domains 2 and 3: Classroom Environment and Instruction 

 Form: B- Pre Observation Conference Guiding Questions 

 Form: C- Lesson plan format 

 Form: D- Post-Observation Conference Guiding Questions 

 Form: E- Walk-through Unannounced Form  

 

Domain 4: Professional Responsibilities  

 Form: F- Reflection on Yearlong Practice: Domain 4a  

 Form: G- Evidence Collection Form: Domain 4 Professional Responsibilities (b, c, d, e, f) 

 Form: H Holistic Scoring Chart– Domain 4: Professional Responsibilities  

 

Additional Forms 

 Form: I- Teacher Improvement Plan (TIP) 

 Form: J- APPR Summative Form 

 Form: K- Holistic Scoring Chart – Domain 2 & 3: Observation  

 

Section 3: Resources 

 Danielson Overview  

 Definitions 


