








APPENDIX 6

Outcomes

The school has funding to provide learning opportunities for teachers and for external
consultants to assist in specific areas of need. The school has an excellent team culture
where teachers help each other improve their professional practice, Teachers feel they
benefit from feedback, both affirmations of what they are doing well and areas to improve.
Teachers appreciate the process.

How is the implementation process supported?

The review process is explained very clearly to teachers at the school and staff are involved
in identifying directions for the school. Teachers themselves, particularly younger teachers,
are driving the project teams. Learning by doing makes the most significant contribution to
teachers’ awareness of the performance development processes in the school.

The school provides funds for mentoring and other forms of professional learning. Teacher
release is available when required for teachers to be involved in professional improvement
activities.

Evaluation of the processes

An annual cycle commencing with an implementation plan by teachers is very effective in
maintaining high performance by teachers. The coaching process is very important for
professional learning but coaching skills in the school need to be developed to a higher level.
Significant gains occur in teachers’ skill development and the time invested is well used.
The process is adjusted through on-going feedback from participants.
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Case Study #3

Independent School (P - 12)
Metropolitan (Queensland)
Enrolment 1000+

Description of the Performance Management Process

The performance management process, known at the school as the Performance Review
and Learning Program (PRLP), is a formative professional review to assist staff to focus on
aspects of their professional performance which they want to improve. The process
operates on a three-year cycle. To manage the workload involved, it is staggered in the first
three terms of each year, with about 15 to 20 teachers commencing the process each term.

Prior to the end of the term before commencement of the cycle, the teacher is asked to think
of three colleagues whom he/she would like to nominate to provide feedback on the
teacher’s performance.

The first step in the process is self reflection by the teacher using a standard set of questions
produced by the school to assist the teacher to complete the initial self reflection. The
teacher also uses the ten professional standards of the Queensland College of Teaching to
assist the self reflection. The school uses descriptors for to clarify the requirements of roles
in the school. These are used in the PRLP process.

Next is the review stage. Feedback on the teacher's self reflection is obtained from six
colleagues, three nominated by the teacher and three appointed by school management.
The latter are unknown to the teacher although one is the teacher’'s supervisor. A
coordinator assigned to the teacher (there are seven coordinators in the school) seeks
comments from the six individuals. The coordinator also observes the teacher in class.
Student feedback is also used in with student surveys conducted in upper years of the
school. The various inputs are used fo refine the teacher's self-reflection report.

The teacher then has an interview with the coordinator where the refined self-reflection
report is given to the coordinator. The coordinator then completes a report commenting on
the teacher's performance against each of the ten standards, and adds commendations at
the end of the report.

The Deputy Head, who can comment on the draft but not alter it, meets with the teacher and
the coordinator to discuss the report. That report is used to develop an annual learning plan
for the teacher, selecting three to five recommendations for professional development and
converting those recommendations into strategies. The teacher then takes the final report —
comprising the self-reflection report, the review report and the annual leamning plan ~ to an
interview with the head of the College. School management has the final say on the
teacher’s learning plan.

The final report is retained by the administration with a copy to the teacher’s personal file. A
copy of the annual learning plan is given to the teacher’s supervisor. The process for each
teacher takes place within one term.

The teacher's annual learning plan is reviewed at the end of every year and a new annual
learning plan written. The school is just developing a formal mentoring process for graduate
teachers.

The union has agreed {o the process in its Enterprise Bargaining Agreement with the school.

Both the mentoring program and the PRLP are included in enterprise agreements with the
unions.
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The school's Human Resource Manager coordinates the process and that it, particularly the
interviews, is well-conducted.

Accountability

The process has been designed by the school. it is a formative process, the main purpose
of which is to assist the professional development of staff. It is not an accountability
exercise. However, if concern arises about significant underperformance of a teacher, a
separate process is used to address that.

Role descriptors are used for the self-reflection, the review and the learning plan. The
outcome is an individualised learning plan so outcomes are varied. As the outcome is a
tearning plan and not an appraisal, there is no need for appeals.

Outcomes

A significant outcome is the teacher's annual learning plan. This is quite specific, detailing
the activities to be undertaken. These may include shadowing an exemplary teacher,
conducting a research project or a range of other activities. The school is developing a
recording system so that the Queensland College of Teachers can be advised of
professional development undertaken by teachers for re-registration.

How is the implementation process supported?

When it was first introduced, teachers questioned its value but that has changed. Indeed,
teachers see it as very beneficial, are keen to be involved, and are requesting more
classroom observation. Relevant information is made available to staff in documentation,
staff meetings and through involvement in the process itself.

Teacher relief is available to the teacher for discussions with participants. Self reflection is
completed in the teacher’'s own time in the term break.

Evaluation of the processes

Although the process appears to be complex, it is very productive. It addresses the
professional needs of individual teachers, empowers them, and focuses on their professional
development. The process may be time consuming but it is delivering good results.

One difficulty for the coordinator is getting face-to-face contact with all six participants in a
teacher’s review. Some responses are obtained in writing.

The school evaluates the process informally on a regular basis. The process will be
changed in response to needs which emerge.
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Case Study #4

State Secondary School (7 - 10)
Regional (ACT)

Enroiment 1000+

Description of the Performance Management Process

The school's performance management process follows the Department’s policy to
implement Professional Pathways in each school. This is facilitated by an industrial
agreement with the teachers’ union. Some priorities included in Pathways are set centrally
and the school’s goals are identified in the School Improvement Plan. The school's goals
are the dominant part of teachers’ professional goals. These are imptemented by a number
of committees and follow through to each teacher’s individual goals.

Each teacher has a supervisor with whom {0 negotiate their goals, identify strategies and
timelines to achieve them, and identify support needed. This information is included in a
Professional Pathways agreement signed by the teacher early in the year. Teachers each
decide five priorities for the year, three dictated by the school and the system, one faculty
goal and one individual professional goal. They determine their own personal professional
goal through negotiation with the supervisor and, as a team, determine a joint faculty goal.

In the middle of the year, there is a mid-cycle review with the supervisor when adjustments
can be made and progress is examined and discussed. There is a summative meeting at
the end of the year. At the end-of-year review and at the mid cycle review, the teacher
presents evidence of achievements. The school uses surveys of parents, staff and students.
Part of this is done as part of the School Improvement Plan. The school also conducts some
additional surveys and some individual teachers survey their students. The school uses
centrally prepared professional descriptors for teachers at different levels. Their main use is
for providing feedback to teachers.

Heads of department, or their equivalent, supervise teachers’ performance management.
The same process applies to heads of department or equivalent who report to deputies. The
principal supervises performance management of the school’'s executive team and has
overall responsibility for the process. Meeting the school’s goals are part of the principal’s
appraisal by the Area Director.

First year teachers have a probationary process of induction and assessment and are not
involved in Professional Pathways. Temporary teachers have a different form of
assessment once per term. Both these groups, as well as having a supervisor, are allocated
an advisor who mentors the teacher.

All forms are kept by the supervisor for a limited time and are confidential.

Every teacher is required under the Department's enterprise bargaining agreement with the
union to attend four professional learning days during the year. This occurs in school stand
down time. On these days, the school provides whole school professional learning focused
on the school's priorities. At Professional Pathways meetings with their supervisors,
teachers discuss the need for individual professional learning. Monitoring and follow up is
largely in the hands of the school. The Department asks for written verification from the
Principal that the process has been compieted.
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Accountability

School improvement and professional capacity building are interlocking objectives of the
process. It has not been planned as an accountability instrument. Teachers receive a
summative review each year based on performance against professional descriptors and on
achieving their goals. The school also gives feedback to the community through an annual
School Board Report. This focuses on school performance and on the meeting of
benchmarks largely in literacy and numeracy. At the end of the School Improvement
Process an External Validation Team analyses School Improvement, makes commendations
and recommendation for future development.

Summative reviews are based largely on achievement of individual goals, hence school
goals. This means that feedback is customised for each teacher. There is an opportunity for
the teacher and supervisor to negotiate an agreed appraisal where disagreements can often
be resolved. The ability of the supervisor to engage in a frank conversation will be a factor in
resolving the disagreement. If the disagreement is not resolved with the supervisor the issue
is referred to the next in line in the hierarchy.

The union has agreed to Professional Pathways as part of its enterprise bargaining
agreement with the Department. The union is not involved at the school level unless there is
a Pathways to iImprovement case initiated. The principal, and/or the teacher involved, would
generally involve the union in that situation.

Outcomes

The Professional Pathways program has been in operation for some time and there may
have been lip service paid to it in the early stages. Over time teachers have become more
accepting of it as they see the link between the Professional Pathways process and what the
school is trying to achieve. They understand that if there is not a distinct performance
improvement process, features such as goal setting, integration of individual professional
goals with school goals, feedback and celebration of achievements would not happen.

The benefits of the process include professional capacity building through interaction with
and feedback from supervisors, and professional learming opportunities. In the few cases of
underperformance, an outcome of the process may be further assistance to the teacher
through the Pathways {o Improvement program.

How is the implementation process supported?

The current format of Professional Pathways has been in place for over a year. The
interlocking benefits of improved education and student progress, and professional capacity
building for teachers are strongly promoted. Follow up information is provided at staff
meetings. New staff are advised in the induction process. Forms and other information,
including centrally produced formats, are available electronically. Participation in the
process also makes teachers aware of the benefits.

New teachers are given training in the process and this also occurs for staff in faculty
meetings. The Department conducts courses to assist supervisors at schools in areas like
strategic Planning, goal setting and supervision. No release time is provided. Teachers fit
the meetings into their schedules. Some time at staff and faculty meetings is allocated to the
process.
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Evaluation of the processes

The performance management process helps the principal to drive school and system
priorities. It works well when integrated with school and system goals. The participative
approach of the committee system has been a significant improvement on the past.

Teachers need improved skills in gathering and evaluating evidence of performance; more
centrally produced information would help with this. There is also a need for supervisors to
improve their skills to engage in frank conversations with teachers. More central courses
and support at school level are needed for supervisors in areas like this.

The Pathways to Improvement program is a detailed and demanding process. The process
generally gives good value for the time spent on it but depends on how well individual
supervisors conduct it. No formal evaluation has been undertaken at the school because the
current format used is relatively new although student results provide an indirect measure of
the effectiveness of Professional Pathways. It is working well and is able to be refined
because of the many levels of staff involvement,
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Case Study #5

Independent School (P - 12)
Metropolitan (Western Australia)
Enrolment ~1500

Description of the Performance Management Process

The performance management process has been developed by the school and all staff
participate. The union has not been involved in the process. The process operates on a
three-year cycle with the summative reviews based on academic, pastoral and co-curricular
activities by teachers. Teachers submit personal rankings (highly competent, competent,
satisfactory etc) on these three domains together with written comments for each. For each
domain the form includes a number of indicators which assist teachers to decide their
rankings. Teachers must take account of the schools’ mission and strategic plan in their
work and this is reported through the section on their final appraisal form where teachers
explain how they have contributed to the mission of the school. For underperforming
teachers the time of the cycle is reduced to one year as a part of the annual review.

Every teacher has an annual meeting with the head of department on progress within the
three-year plan and the outcomes of this meeting are recorded. The final (summative)
meeting of the three-year process is with the school’'s head who makes the judgment. The
teacher's final assessment includes feedback on their performance. Those providing
feedback may include the teacher's head of department, head of house, sports head and
selected colleagues. Teachers may also obtain indirect feedback from annual community
surveys of all parents of Years 4, 6, 8, 11 and 12 students. The teacher also conducts a
survey of three or four classes each year using a standard survey form provided by the
school. At the end of the three-year process, teachers prepare a new three-year individual
plan which is held by the head of department and the administration. Teachers’ completed
forms from performance interviews are submitted on-line and are accessible to relevant
senior managers.

Classroom teachers can also request assessment as a senior teacher 1, 2 or 3 which
recognhises exemplary practice, innovation and research respectively. Applications need to
be seconded by a line manager. This assessment, based on five criteria, is separate from
the performance management process. Applications are by written submission and include
artefacts representing the teacher's practice. The five person panel making the decision
comprises the school head, head of department, director of studies, director of staff
development and an external member with expertise in the relevant teaching area.

Middle managers such as heads of department and head of house have a triennial review
process with a similar reporting document to teachers, but aligned to the manager's job
description. They also develop a three-year plan. Each middle manager has an annual
discussion on progress with the deputy head. Appraisals of middle managers include
surveys of parents and input from relevant peers in the academic or support streams.
Executive staff have a 360 degree appraisal and the process includes an external facilitator
and feedback from external sources. For the school's head the supervisory role is taken by
the school council which informally reviews performance through their monthly council
meetings.

Extra mentoring support and a reduced teaching locad are provided for new teachers. The
school makes significant funds available for professional leaming. Teachers are expected to
follow up on their own learning needs and supervisors also bring details of relevant courses
to their attention.
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Accountability

Performance in the school’s priority areas (domains) and contribution to the school's mission
are evaluated for a dual purpose. Apart from assisting teachers to improve their standards
of professional practice, continued employment depends on a successful appraisal at the
end of three years. Teachers admitted to the senior teacher level gain salary increases.

Use of common domain areas and indicators within each domain provides a level of
standardisation. Discussions between supervisors at formal and informal school meetings
also support consistency. Decisions can be appealed under the school’s grievance policy.

Outcomes

On-line records of performance reviews record the performance of teachers in the three
domains (academic, pastoral and co-curricular} and include written comments for each.
They also record how teachers have coniributed to the mission of the school. The process
contributes to providing the highest quality of professional instruction to maximise students’
learning.

How is the implementation process supported?

Contributing to the school mission and professional self-improvement through performance
management is an expectation of teachers. It is a transparent process which recognises
their achievements, provides constructive feedback for improvement and provides
professional fearning opportunities. Teachers understand the process because it is an on-
going part of the school’'s operations. New teachers have a meeting with the Director of
Staff Development at which the process is explained.

Meads of department meetings include training in the performance management process
and potential problems. A recently appointed Director of Pedagogy attends three lessons
per year for each teacher. The Director provides a confidential report to the teacher and
also reports more generally to the professional development committee which can assist
with professional learning opportunities to address each teacher’'s areas of need. The
Director’s feedback is not included in the performance management process.

A high level of resources is available to assist the professional development of teachers.
New teachers have a reduced teaching load in their first year. Applicants for senior teacher
positions have two days’ leave to assist in preparation of their submission.

Evaluation of the processes

School management believes the performance management process is an effective way to
manage staff performance and has provided more opportunities for professional
conversations between feachers and line management. Staff accept the performance
management process, in part because it provides affirmation of the good practices of
teachers. lts transparency, fairness, recognition of success, and commitment to improving
the professional capabilities of teachers should ensure its on-going acceptance.

A challenge is to ensure honest feedback from supervisors which can be uncomfortable.
Inefficiencies have occurred in the past because of the duplication of paper forms and
reports to the many parties involves in a teacher's performance management. The school is
implementing a computer based reporting process and move {o on-line reporting will improve
efficiency.

There has been no formal evaluation of the process but the school's performance is
monitored through regular reports to the school council.
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Case Study #6

State Secondary School™
Regional (New South Wales)
Enrolment ~500

Description of the Performance Management Process

The school gives all staff a School Supervision and Support document and requires all staff
to maintain a School Supervision and Support folder. The document outlines the principles
behind the school's approach, including resource, consultancy and leadership support for
staff in improving teaching and learning outcomes; a negotiated approach to meet teachers’
professional needs and the school’s goals; and respect for the rights of staff. 1t also records
the requirements of the school. These include a range of departmental and school policies
such as:

*  Memorandum 97/227 Professional Responsibilities of Teachers

» Department of Education and Training (DET) Code of Conduct, 1995,
¢ DET Teacher Assessment Review Schedule (TARS) — annual.

» DET School Development Policy, 1999; and

» Board of Studies documents.

In the folder teachers also keep their Teacher Assessment and Review Schedule (TARS),
professional and career goals, professional learning records and supervisor reports.
Teachers must record that they have completed their requirements on the checklist in the
folder. The folder remains on site and is retained by the school at the end of the year.

At the beginning of first term, teachers conduct a self-assessment of their capabilities and
need for further development, using the New South Wales Institute of Teachers’ Professional
Teaching Standards and school and system requirements. There are seven elements in the
Standards at four levels of attainment, and teachers identify standards which they should be
achieving, acknowledge achievements and identify areas for improvement. They also
document their professional and career goals and the additional responsibilities they will
undertake in the school,

In subsequent terms teachers meet with their supervisors to ascertain whether requirements
for each term have been fulfilled. While the TARS process provides for negotiation between
the teacher and supervisor, the teacher must meet the requirements of the school —
students, the community and employer. Reports of end-of-term meetings with supervisors
are maintained by the school. At the end of the year, a report is written by supervisors
setting out the teacher’'s accomplishments and need for further development. The end of
year meeting is also used to commence consideration of the teacher’s goals for next year.

The principal and senior staff supervise the professional development and performance of
teachers, and are responsible for the TARS process. Supervision and support structures are
differentiated to reflect the comparative experience, expertise, role expectations and needs
of the individual teacher. The supervision and mentoring process provide for feedback from
supervisors and peers. Student input is not used. The process uses conferencing,
observation of teaching and out-of-class practices, and review of documentation, including
programs. Teachers are encouraged to use a mentor and many teachers in the school have
done so.

* NSW high schools, unless college campuses, are 7-12
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The New South Wales Teachers’ Federation supports the TARS program through an
industriat agreement with the Department of Employment and Training.

Accountability

The teacher's Supervision and Support folder contains a number of checklists to ensure the
requirements of the teacher have been met. Staff can seek to negotiate outcomes during
conferences with their supervisors. The principal is the final arbiter of any disputes.

Outcomes

Professional learning is available to meet teachers’ professional needs and help to fulfil the
school's goals. The process has helped teachers to more effectively plan for and achieve
career goals. In general the staff are happy and feel supported. Improvements in student
performance have been reported in the School Improvement Plan.

The process has led to an improved professional tone by teachers, an increase in
collegiality, and teachers taking more leadership responsibilities. Professional learning is
aligned with student needs and student standards have risen.

How is the implementation process supported?

The school's procedures are set out in its School Supervision and Support document. Staff
work through this in the school development day at the beginning of the year. The process
is documented in detail and transparent so the logic of the process is explained. Uitimately,
teachers are expected to fulfil their professional responsibilities to the students and the
school.

Supervision is also regularly discussed at meetings of senior management.

Funds are available at the school to support professional learning activities. Teacher
release is available for professional leaming and to enable teachers to meet with their
mentors.

Evaluation of the processes

The aim of the School Supervision and Support program is to support teachers to develop
professionally and obtain the best outcomes for students. This is being done well. The
process is accepted by teachers who appreciate having a transparent process although
some find the process intimidating.

To be most effective, the process requires the time which has been allocated to formal
conferencing each term, other school meetings and informal discussions. One area for
improvement is further training of supervisors to build their confidence to provide positive
counselling to teachers and to give honest feedback.

There are no formal evaluations of the process itself but the school reports progress in key
areas in both curriculum and management in its School Improvement Plan which is included
in the school’'s annual school report. A recent Quality Systems questionnaire of teachers
showed the highest ratings by staff of the school's mentoring program, improvements to
pedagogy, and meeting the professional needs of teachers.

Ongoing changes to the process take place following feedback from teachers and
supervisors.

35 E IR



(=t

- (Z66T PIINPOAUY

- saggisuodsay 1 suoes) DIURLLIOLIDG Adijod juawabeuel 32 SJ3YIRA | Adijod
Le sa{oy Buidojana 2OUBLIIOLD 0 UORENPBIID vadx3 - ¢ abeyg 1342833 pasusuadx
p i SiIDIS poaUeApY 13A20 Li9d J neyp ki yoeay p ! 3
{so07 (s403230p3
jLidy) siayaea), paduapadxy) ¢ abeig
siapes| wesy s Emm._a__mmno._n_ (s10322np3
uibeveul MaN) T ebeis
s19903] 184 $31NPad0.d
ays| Qrmuuum Ad weaboid poddns
.
paust| (8007 Asenuet SI01E2NPpT MEN
1} ADjjod uoddng
Si3Yoea] sizyzea] Suiuuibag $355320.d
pausigeIsa s JIDLISSASSY
(8002 AInc (s00z uoneqold
5134083} £ 9%eUq !
0g uﬁmn%wu ssed siayoe 1snBny gg) S100UI5 pue 1enuey
s13yIe3} 7 3%BUY Jaudea) pue jedpug BuLuBag JUBLHUISA0D MSN Adijod
-~ sanijgisucdsay Adpjod Anod Ul €1310B3] aWIUDS sAemuied sayenpeifi/sisyresy
siaudeal T aseyd pue sajoy :sabe)s 1esued INo4 sJayoeal uoneqo.d UOIRGOLd 1283 MIN JO LOIIRIIPRLIDY 12UOISSDI0.4d Busuuibag
6 wezboiy
SiusLsaIbY iesielddy s|edidunid
Buiebieg
aspdiaiug usaan HIoMIWe]
uawabeuep
NiomaLuely pue diysiopesT 19
Juawdoasg
{2007 AInC diyssepeat 134 ueid

(31434 12pUN AD1104)

0g pajepdn) sse|o
i3uoea) pue |edpuld
- sagiIqisuadsay
pue sal0y

{g00z) wawdopasag
pooypiiud

Ale3 pue Lopesnpy
404 Jundan|g

MIoMaLIeL
JUBLLISSISSY 4195
2.4MmnD uawdo@aag
pug 2IURWICHad

0007
10V 30IAIBS 23E1S B3
40 (6){1)¥g uondas

5007 lomawely
Juatuascldw] |ooyds

(syueAlas

a1gnd soy ssuaping)
OUBLIOLSd
Buibeue|y

‘a|doad Buibeuepy

sauaping
uswbeue
DIUBWICHD]

Adijod Juswabzuey
FoUBLULIOLISd

SHOM 512483

siane diysiapes

MIoMIUIRLY
ANpgeILnoddy pue
JuBWBA0IdW] |a0YIS

ueld

16238235 suy pue
Buuiesl uoneinpy
10 Juswineds

(sasv) 600Z-8002
suawaauby AdsaEg
20iA055 Anunby

Adllod Buluaean
JBuQIssa30Ld 1930

f ON UOIDRIISUT
uaWAodiLg

Xlomael
uawdAaoadwy
IUBWLIOHBY pug
AyIgRIINOIOE 1339

£6671

1Y Jowsbeurly
pue JuaulAojduiz
103235 24and

(900t

1snbny) aauewIniad
pue 12npUo]

10 uswabeuep

3L} 104 SBUIRPIND

‘(yess |e)

Adijod IawdoieARq
puR JuaLLaGRURy
SILBWIOLIS]

6002

plEMY SUOTHPHCD
pug SaLees
{svsAoidwz paieay

wewdoRaaq joouds

AJoMILIRI
JUBLAADIGUE jO0YDS

HIoMBLLIRI
30UajPIX] |OBUIS

uejd 21633285 130

welboid
JuswsACIdUWT

0} sAemuied

pue ueid sAemuied
|BUOISSBI0.Id

uswabeue)y (¢00z)sio0uds MAOMIRLS HIOMII B pue sjooyas Ul 0O0F
TUBULIOLIDG JUBLILIBAOS UL AJIGRIUNGIDY pue JoUB WO Aolad | sdayses]) sosAoidws JUI1S SJUBWLIIOY
104 Mlomawesq A3od Jog sundang yHiK 404 Buipead JuIWRACIGWT §23A Buidopaag MBIADY 2oURLLLICLIDd UMOID JO T/ 28neD BALIBNON) [, SiSYIRS | Aonjed jejusuipedaq
YM JAA Sel Vs PID 1IN MSN 1V

SWISAS uolnjednpy uerjesisny wodj} juswdopaag pue jJuswabeuely
dueWLIOLIDd 0} bBune|@y sjjuawndoq Adijod JOo judjuo) Jo Alewwns - 7z xipuaddy 171

£ XIAN3ddV




e

2iqsuodsal siedidulid

2iqe|1BAR
jeuew Hoddng

sgeeae Buiuies)

ajqisuodsal sjedipulid

qam 3U3 U0 JjgRiIBAR
s|ei@lew yoddng

Si1qrsuodssd
Japes wes}

paplaotd SCOUSHIOM

Adgpod ul pEjemoe
s3jtqisuodsay

$j00LDS

U1 uonguaiuadun
uriod sednpasold
Su¥d PUR SUVL

S32.NCS3yY
LN 10338410

$100U3S “1030341d

ABajel3s doneuswa|dul

6007 uRld
uswdopasq pue
BIUBWIOHS [2G U

‘6007 uawdoPpasg
puE 22UBLUIDLID]
sseD |ediduLd 10)
sautapina{gooz ANt
0 paepdn) ssen
uwﬂumwh pue _Mn:ucta

weaboid jesiesddy

1sundsay HIOMSUIRAY Aonod juswabeue) JNPIYIS MBIAY pUB {BUOISSH04d
pue s2j0y sianew dujsiapea UL U0 JUBWIS53SSY |ediduiid JS|ediuiig Adyod - sjedipuiid
1ayoea] Buipea
- Juawdopang
PUB SDURLLICHD
SSE|D JBUdeaL
apmey Juswdolenag
pUE 3IURUILIOLIDY
']OO7 Juawazlby
$]00UIS JUSWUIDAOS)
URLIOINA (gooz
33 JO 7 BNpsyYssg 18300130 €10 Adjed
Ul pauyap siaudes) $1004IS JUBLWIUIBA0G
10 sanqisundsal MSN up diysmopes
pue sa|od{g00z AN |BLIOISS3404d
0 panepdn) sseiD pue JuaWIYSdwicaoy
13yzes] pue jedipuld Algies 0] pasull HIOMBLIELE |BuoISSa04d {s4o320np3
VM A sej ve PIO IN MSN 1oV

£ XIAN3dd¥




spiepuels ) A 535N

ugisusIp

Yoes uiyiim
SJUIWDS pue (53n|eA
reucissajoud pue
azpoeud |ruoissajoad
‘sdiysuopzad
[puoIssaold
‘abpamou|
jeuoissajoid)
SUDISUALLIP

anoy pue {diysiopes|
PUE JUBLUSHAW o2
‘2auaiaduwiod
‘sjenpelB)}
suojsuswp

18843 INDY Lo

paseq ((stapjoyaxeys
A3y pue

sisplaoLd UoIRINP3
f1e Buiatoaul pue gut
Ag Apageicge)o2

puUe UCIUIAIBIUL
‘Burnueid
JuaLRAoIdW
'MEIADI L3S
‘SPURPURIS) SIUSaR
DAl SaS1HAWod Y]

0sTv

JUSWRAZIYIR JBudea;

Burioyiuows pue
Bumwme|d JoJ siseq g -
spiepuels (i) ¥SOvS

oSy

S{DA3| JD3LED

ANo} BUL JO YorS 1oy
spIepuRlsS Slesedas
PUE Yoea uiylim
SHUBWA|R 4O J3quiny
e uyym (921oead
‘sdiysuonead
‘abpajmouy

si931eW diystepes

sapijigeded
SANNDOXT

siapjousyeis Ay
puUe uoiun ‘siaydean
WPBim AJDARRIOGRH 0D
padoeaap spiepuels

HIOMIUIBIS
Alqedes sedipung

SUOISUBULIA DA padeiaaap) ‘SBNjRA) SIUBWDD T
sasodind MI0MILIBE4 1euoissajold anoy ‘SplEpUEIs siedppulg
{007 ) sasydEe uossaiboud Aue|es SpIepURIS U0 [35820 SisyoEd ) siaydeal |euoissajaid SplepLEes pUE S1aysea]
10} HIOMBLIRIY 104 Aldde spaepuels | Buoes] {BUOISSRION 10§ sSpiepuRIg 10) sprepuels pigog ucnensibay Buoeay jo 10} s:03dLIDSB sapusladwod/spiepuels
Aduazadwod [BUOISSRCI ugldewse | sasn [BUOISS34CL4 [BUDISSD04d 43yzea) 538N TIMPISUT MSN S95N |BLOISS2401d |2uauiedasg
{raoe
Jaquisaopn) siedipulid
Joj wedbold
udwaaolduy
$00Z 40 Aenuet IURWIICLID
40 ",8 U0 oul
paiajua ‘Buiysesl (5007 +2G0120)
$O 2INIISUT UBLICITIA anuewopad
pue Buues| ‘paniesal snssi Buiysesy
pue uoneanpl jun papuadsns 1243 Wim sannaigip
Jo wswpedsq ssazoud siaydeat Aedodwa] Buusuadxs
SorE NIy USaMIBG NOW anuewlozad ~ 32UBULIOLIDG 218 oYM SIBYIER) ooz ucmc._mwwmm
._o.osum souewIOMEd yBiy 104 Buspes| . Aloyzeisnesun |ensed Buibgum .
J0 Wwawabeue 104 SAUNPE0I 291100 UoIUA Jeis
pue yeis buyoea) Asoyoelsnesun veld paannas e Buiyoeas Buniely
30 DUBLLIOLIRY puUe 1PNPUoISip souewiopad JULUWIOMDY (9007 pue uoyesnpg
piepuURISgng ‘syuedwon vepd poddng A1033R4513R5UN Aoyoeisnesun Aeniged) welboid JO usuipedag
pue Aloydesnesun BuiBeuew Buibeuew: Jog Adtjed sundpsiq Juswaaolduwil 10y ags o
Buibeuen 10 S2UPPING 15d235 € 104 5537044 (2LUI04 pue Asjod Ajigeu] 1B3ea] SOT pue $9T ULIIRG Pourwiiopadiapun
VM JIA sej VS PI1D LN MSN LoV

£ XIAN3ddVv




| 5¢

(Ul e3rMuoLLWIOD
AQ papuny
‘sapualaduicd
40195 apnjui)
sizyoeas padxs

JURWIRLDY
,5daysea e ug

oN | Joy Adnyod Buidopaag oN oN ON ON pAUIRILOD SplepuelS paledaad suon SpiBpUElS STV
5100435 juapuadapu;
Wi SEaYIRR)
JO ucpejipaJsoe
343 un Adyod
(yv1SI) Asuoginy
{swiaigoud PRpnoul PNPUOISIL UOIBHP3IIIY 134RI L
Buiney susyoeay 4 SNOLBS YIm *aoueload sjooyss Juapuadapul
uoiun AQ palcjIuoLl) Euljeap 10) $355520.4d Alozoejspesun ‘3wl 03 sSpJepuels
|esiesddy 1audea ] . Jouswabeuew UL oL SSdue Jo ‘Suawsaidy pue 3355300.4d
- T xipuaddy 4 mmc__wn_wm_ pue anape O 3DIADPE 0] uonedqnd ybnoJyy ] HHESMUOLLLIOD Y¥1ST MSN
210d JuswBbeuL)y [2LIISNPL JO UDISIAOIG PSMIWI JUSWBAIOAUT JUBWSBAJOALL PIIILT] Ao 22iape Uo 5[aoLas 3sN ABLI S100YDS
PIBMY ,S1audes} 12PUCT pue PUB UOIIRULLIO U} 10} saunpadosd
|eayas Juapuadanuj JJUBWIOLSY 3|dwes Adiod op Asnjod on Azqjod oy JO UoISIACI] DUR S212110d DA IOAUL O Adnod siv
ssooosd
.y MBIABI [RUISIUL
BT 40 B|qISUOdsa J0 Juowebeuew 104
190 J01UBS Sjqisuodsal SWasAS
SIBUM3S[D PRION pue juswabeuely
AMEBA sA13 - sSa304d SOIOIOM 213Uy sassas0.4d
A3nod Ul paIRIs JON MBIADS [RUIDIUT JUDLISSISSY TSV 3ADQE 335 -103324Q Andag MBIIABI [BULBIUT 59552004d MBIASY
HIOMIWIR Y
Ayiqejunecooe
ss3230.4d Jo ued sugld
IEBA OB
S123A

S1E3A OM] J04
1day uonesWNSoQ

UOBHPAIIIT [0S
30 ped yuswdoaaap
PIURLUIOLIBY

Jqisucdsal
40332410 2151

SIRIA OM] 1589] 18 104
1day uonejuswWNI0Qg

uswaacdWwil jooyas

“PoICILOLL
10U S|00YIS
Ul LoeuURWSdwg
nq ‘Adijod eaua)

Wesl 900 [Bnudd
AT AQ uSeuapuUn
342 s3ssadoud
uonen|eAs pug
Sulouow [BLIDS

juawalinbaa
{ELI0) ON

Alenuue
papuugns syodal
SUVL pUe Suvd

amy 1GJ pauIeIal
U0 3E3LALNIOC

Ajenuue
Hodad sedinuLy

BuMoHUOHK

(13A3}
jooyas 32 pIlenobau)

SN O USRS

Ele]

{Bupodas
Fodeucpad poddns

£ XIAN3ddY




4| oF

Alejes Ul asealou]
aAI3Da4 suoRIsod
19ysea] Hadxg

usissaaboud/eas) Auejes
0] pexul 22u3RAWO0D
30 {3A3] JO JUBLIBASHPY

SpARpPURIS Ul

pue (Juswabebus
{euoissajoid pue
22130%2d jeuoissaoud
‘sbpamouy
1eu015s2304d)
SBWIDYT YL

uonensibal

N4 404 puie
siauaea Bunenpet
104 $39% Jualayiq

spuepuels b

pue (uawabebus
|euoissagold pueg
axpesd eucissajold
‘afipajmouy
leuoissajoud)
SaWFY] 33Uy}

SISPIOUSHEIS |12
UM A|DANRIOGR} 0D
pado@aag

IA0QR 235

‘Bliyoea)

30 S12A9] [2UOISSRYOUd
£ JO Y2ea uns 0y
paydepe splepugis &

SpIBpUR)S Sull pue
32130e4d |RPUOISSEI0UT
PUB 3BPI MO
|euosssazoid
‘sdiysuone|ad
{euoIssaold -
saidipuiad 2402 @24y )

[eMIual jruolssajoad
‘aansesd aanns|Ed
pue sdiysuonejas
‘Bujuiegyg

pue Buyoeay

- S1ISMD DU

Ui SPUPPURIS U]

SR
uble pue sawayl
3 ‘diysispes)
pue paysiduzodne

Juzzaduwiod ‘sxenpeld
~ §jaAB| NOH

sdiysiopedd
1PLI0ISS2)04d

Juauiysiidwonny
1BUCISS304d

aouazadwos
{BUQISS304d

S43Yoe3) R1BNPRIO

SIUBWI|D UIADS PUB
sujewop Buyses)
Isny ‘sabeys

A3y 4n04 “spiepuels
Buyoea] |euoissajold

SPIRPPURIS/S31dUS]ad W oD
uopensibay

$13y0ea]
30 uope.sibal
puB UOPBUPIY

Buwzeal Buiyaea ) pieog pleog siayoeal jo paeog uonensibay S1ayoRa |

Jo 2631107 ¥M JO IMASUT LB LIOIDIA uonensibay ssyoes) uonensifioy Jayodea, absijon puejsuaand BUYIR3L 1IN 40 3MINASUT MSN auoy Apog uoniensibay
sziduisdwod/spiepuels
pasn splepuels 1IA ON oN CN OoN Jtjouze)d

£007 uswaaiby 1338 ESETHet=20]

asudiagug S{00UIS 01 3N0 PO PBAlEDBL UBag 104 |esizidde

1AW 12puUn 24 0] - 921440 pesy 10U pey UoREWIoU! Juswdoaasp

panbad Builaaw Ul WSAS |ewWlIoy padojeasp Sl ‘8002 [enuue aagy
MBIAD] [BRUUY e Buieny Apuannd Sulag WalsAs Adiod (ewiio) on 15NBNY £T 18 Sy | SICOYDS |8 12U3 ADii0d Adnod d1joued

VM 2IA se]l VS PIO iN MSN 10V

£ XIAN3ddv




| 1o

UBWYSH Wy
1BUOISS3401d
10 [2AB] 1B SHOM

*S4BLORS)

jo SIUDIDABIYDR
Buisiubooad

AlRUIIO] ul
siay8a | Jo 2NInsul
MSN 30 8iod spoddng

30y

‘SIUBWUI|R
AAL U] BLISYID
bunasw sjooyss
uo paseq §|ecyas
40 uonespaLde
40} ssa204d
aasusyadwon

sassanold waddy

uonReIBUNLISL
pasesiaul Ut

S3INSa4 UOREYIPaIIIe
38 JUBWIBABIYDY

SIBIA
3Al AIBAD pPIMBIAN
[Slejricatjal=Rioke)-)

JISgam U0
JjgR|iRAR SJUBLLNIOP
3UNPI044 pue Ad104

{wv1S1) Ayuoyiny
UOHBIP3II0Y J2UIe3 ]
SI00UIS Juspuadapul

ApOQ UORBLIPDIIIR IBUIG

YM

SIA

sej

VS

PIO

AN

MSN

LIV

£ XIAN3ddvY




| 2%

sanloud

10 uonenobau
pUE LOISSNISIP
104 pasn

2q Aew sjedipulid
pue sJaudea)

404 s103duasag
[BL0ISSJ0Ud

IUSWNA0P 34
Ul PIUCIIUSW 10N

Nlomael 3
Juawsbeuey pue
diysiaped 1oy

s122Us
Ped j0oYss

ug|d uawdopag
[00YI35

Hoday pieog
100UDS |BNULY

Hiomawely
uawasoudw]
[lelel Sy

MIOMILLITI4
S3UB[BIXT OOYIS

HIOMILLEIY
AyniqedeD
siedipunyg

sanuod

j0 uonenrocbau
pug UBISSNISIP
i0J pasn

39 AsW sedpuULg
pue sdayoeal

104 s403d13s3Q

UILINIOP A

UORENIEAR
Bbuiob-ug

'SIIIN0STY
UBWNH 40122410
o1 1uas Adoo
paubis-uaasiby
esteuddy
1RUDISS304d

ssao0ud
lesietdde ayy

uQ Y2eqpas) pue
SowBL] Dudlesy
{euoissajold

U0 JAINISXT JBIUD
U3 O3 WIWNIOP
Adeusuns

2 Sapinoad

pue s1apuad
S3IRINID
S32.N053Y

1234 e salg

sug|d jo sei1dod suelal

‘110ddns |ruoissajold
Fedosdde sayeiney

Buesy paaedal
DARY |{B STINSUD puB
siosiadadns syujodde

‘ssanoad
3] SI0}UOW pue
sped) ‘siuswadul

1abeuety Jo jedpullyg

‘rrdipullg

ayy o1 poday
SABMUIRY [BUOISSBI0Nd
ay3 sayadwod

1BLoe 00 sapiacsd

fhiel=loTor-r1]
JARINLASUOD S8pacad

LUonRBWINICD
JIUBPIAS SapNjIu!
- sspuond
pastbe Bujasiyse
01 ssazboud
Buwno suedaud

-ued uswajdw
pue dojaasa

‘ue|d 404
s3noud g 03 dn
AJNUDDI PUE HIOM
Ulew jo Arewwns

yeip siayoea)

0} pa.inbaJ Jou
S134283] J2eajus)

‘ueld sAemyled
|euoissajold

541 SaW0I9G
ueneqousd
Bujofiiapun
S43t0e3] ¢ pue

7z abeis a0y pus
{si0leonpa mau) T
abeis 10J §59004d
JBLUSSISSY
uo13EGOLd

aoddns

DUR ¥IEgpaay
‘uoi3os sy

19ad ‘uondsal
33s ‘siaAe| 334
- wey] Buwies
|BUDISS)04d

SIHIID L
AlBuoneqold pue
SIDYIBBL JOBAUOD
wilag yoys

pue unzi Buod

JO JUBLLUSS3SSY

060z

23UIS § JuaWaby
BANDBH0D
,5a9y2es )

Juswancsdiuy
0] sAemyied

513ydea| |[ooyos
JUBUWLIDALD
1Dy a0) sAemuyled

22.4y3 sBuPAKW LJ0sIAladng 1081A130NS UM SE24IBD L |Jeu0ISS240.d
sjuswaalbe |esieidde
J0 sa1dod ueiay uauwaAosdw]
FORAPI3) FPIACId SNOMUILoD
— . 39UBPIAD pue A1iqeiuncdoy
h 113043 Jsuiebe
e : aaneuendb .
Foueuogiad malasy He SUoHIBLP
pug aafgHMenb 2162385 j0oYS
5524604d s5nI5I] 14D pue [RuawMedap
Juswaalbe sabaiens WDM%MMMM”M_”MH“
sy ; :
. 404 mmmtw_ma jesreadde
& AlREposdde S3UBLWINDJ0P JILgns dousiIouad sAulRRING

Jesh e sswn

dojanaap pue
ajepobau sHoY40

Juaiwaalbe

PNPUCY $10303110

weaboug eseaddy
{RUOISS3104d

Buyuies)
pUE UORBINEY 40

ueig 21Bs)eass 140 |BUOIS5304d Ul PBUOIIUSW JON ueiing 10339410 98.4y3 sbuzssy ‘s|ediduiid UM yelp siedsid siediaug Siedoulid Juawedsq 1oV
2242 /10e3U00 =dods
sapyod sapusladuod uoljesysibay jewiioy siabeuRp Heis jo PUE SJUIWNI0P
Paie1DOSSY 031 payur] 0] payui Buii0iuomW Jo Axuanbaay J0 sanljqisuodsay saniqisuodsay POA{OALE OUAA Adtjod alels

Atewwnsg - AJ1jod juswiabeue 2dueULIOLIDd 19Yyded] - 8 xipuaddy 7T

8 XIAN3ddY




‘yoea) 0] jeaoudde
pue 3uswAodua
10} s3uswalnbas

sjuawpedag

ay] 193l Saydea
12 12U aunsua

03 Adijod saaudess
JWAYIS MBN

40 UODeIPa10DY

“Sluswasnbaz 1oy
saunpasold pue
Adjod sasyoea]

AUIYISG MIN
JO UONBYLIPIIISY
0] 1835

*Aztjod
Ul PRUCIILSL 30N

“SIUDWDINDBAL 10y
saJnpadesd pue
Adpod S19y2es ]

Swayds ManN
30 UOIRUPRIIDY
0} 1355y

~Adod
Ul pRUOIUBL JON

-Aofsien

RIS JURAR{DY

a3 404 saunpasoad
10 vonejuaWacw|
33 pue Aznod

ay3 jo uonesado
243 40J 3|qIsucdsal
siabeusw |y

‘A3jod a3

JO SSBUBAIRYS
3U3 UO 2ANDBXD
03 Hodas

pue 103Iuow 0 Y1}
sabeuey jRiausn

(stedpund) Suvd
pue (sisydesy)
Syl 10} Allenuuy

“Adgiod
ut Ajjeagads
paucnusw 10N

Juswdo[paap
leuoisssjoud paieias
pue seudosdde

ul ayedioiped

pue jo uonesRuap
SUYI Ul ISISSY

IS1oquIPW Jjels o)
Hor(peR) pue }oddns
Buinuuod epiacid

Nuswabeuew
Foueuliopad
Juawaidun

01 Je35 yum bupiiom
A digsiapea; asdaxg

(AAlzdadsau
SiSUDES) pue
sjedipuud Jo swasy

ut sjedpulld pue
S10338.41(] uONRINP]
fooyas 971} stabeuey

Ajleolsds sYuvd
pue Syyl 03 139y

‘pasinbaa

se juawdoRasp
eustssagold
pajeRd

pue azedosdde
u s1edpiped

IsBussw maasl
aaueuLoLRd
|2LLI0) pue
mainas buiobuo
ul agedn)ued

'sieob azejdyiom
pue |euonesiuetio
Jo uonezuawaiduy

3} 01 uCpBR

Uy SruBIoLRd
10} 3[gejunoIe 3q
pue 3RNSUoWaQ

‘ss3004d
Juawdo|@A3D
pug Juswabeugw
Sauewlopad

g ut saedinlied

THEIS 1Y

su3 03 payoeye
SIUSLUNS0P
uoneuswdwr
juswido@aag
pue Juawabeueyy
IOURWLIOLISE
Ay} Ul paueuod
aJe sjedpund
pue si1au2esy

e yons jess

16 suonenyIssed
o3 Bune|as
SyUBLNIOP
JYRds

‘Jels
Juswabauzsuwl

PUB 3ARENSIU|Wpe
pue ‘Buiudes)
weq 03 saidde
Adnod Buwoieiaag

peak auo Aue

ul A|2ARNI3asU0d
S)PIM § Uey)
J93eaub spouad
10} paiodwa je1s
Asesodwial pue
HeIs [puawipedap
Jusueud |y

uadolsasp
pue JBWSSasse
aouewllogpad
S3S5AIPPY

2pIM-WISISAS

Adtjod
Juawdoeasg
pue Juawasbeuep]
2DLBULIOLISY

Bumnesy
pue uopeINP3 4o
uswipedag MSN

'SaNS51 sruewlomad
|eucissajold y3m
siaUoea] a0y weaboad
uauwAcsdwT

o} sABMUIR]

au ;ebasul

3uswasby sAemuyied
[euoISSajold e paubis
pue pagadwos sey
13y2e35) A9ns J2U)
WLJUOD 03} UORIDS
Alloeden uonesiuebio
a3 0] suodas

151e3A 7 Jog

‘Hed 93ey oy

10 $30R1IL0D L)
B5uo) uo awos

nq Medpied

saijod
paIBIn0SSY

satzuaedwod
0} payuny

uonelysibay
0] pajuny

Buiiojjuop

apAs fpejucd
tewIo)
310 Aouanbaig

siabeuep

3els jo
sanf|iqisuodsay

DOAIOALE OUAM

adoos
pUE 5]U3LIAICP
Adijod

E}S

8 XIANdddy




v | b

ueid 216a3ens sy
3yl pue Bues)
‘uoneanpg

Jo Juswpedag

‘6007
800 =izlels
AIRAIRQ 22tAl9S
Asuaby 03 paxun

o} pasinbad
sanlgedes
Buissnasip

103 3u0d 3ouslsiEl
aplaocsd sdnoub
agAodwa J41ads
104 SIUSWND0P
Ajligede:
§3uawnedag

JUILLNIOP By}
Ul PRUCNUILE 10N

3YJ 30 suoisiacld
a1 Bureypapun
204 31qisuodsal
AEnpipu

aie Jels ||e ey
4e32 51 3t ybnolgje
uawWnIap

3y ul Ageonads
pauousw JoN

iofpue saRAo
Buueid 3iun
HIOM PUR jOOYDS
jo 3buels auy
YIMm uonepnosse
SO A
yum poubye o2e
1243 5352yd anoy

Aoyaeisnesun
pajeadal Jo sses

ay3 uil sxueuLoMad
Aojreisnesun
buibeuew 104 ssanold
[BWwLIo] susunledag
5U3 Jo uopeuswadwl

“Ajjeiauab iels Jof sy

15%58]
pUE SUBIIRIIaCKa
'S3RLIOLIA HI10M

Aot Buiyiuap)

04 3|qIsundsad
SaB SIBpes| Wea)
pue sanbeajjod
'S|enpIAIpUT

SADRASILIWDR pUR
‘Bungoesn ioq 03
Ajdde o3 saeaddy

"J4E1S 010

{B4U3D pue 4B1s
oljojpod uepeosnpa
131351P ‘jRUoIBa
‘SI00YIS - JBIS |IY

ALOMBILR S
33UBLIIN.IR]
buidoizaaq

Buiuies)
pue uclesnp3
10 wawedsq

pueisusand

NqLomauieiy
JswdoeAsQ
dysizpes] 13d

Adljod Bunaiea
12U01S53404d 1AQ

b ASQUINN
uonINNSU
Ishojduwiz

SyUDLWRDIBY
Buiuiebieg
IsudasIug JusuInND

PNPUCD JO DO

€007
10V UOHRLLIOMT
AOILID) UIRUUION

¥66T
/Y UORRUIWINDSI]
-1y
AI03i4I3 ] WIBYHON

£66T

12V awsbeuey
pue juswAo|dwg
103095 21jGng

SJomaesd
JUSWSACICWT
22UBWILIOHDL pue

"JUIWNJI0P U3

JUBWINI0P 3]

Lopejualwaidusn
JLTSAS 1O
Anenuue BunJtodad
10§ 9|q1suodsal

HoRQps3y
uewouad
Jusnbaly ssow
AQ payioddns
pouad yuow 71
yoes Ul SMaIAA

M3 AL
doueludouad ul Ajry
sjedinied pue 1oy
a4edausd :sooiojdwz

*MBIARd @ouBLLIopad
uo podas pue
Juawdwt ‘gels 104
saunpoddo Buuiesy
ajene) pue ued
Huies| jeucissajold
FeidIoM

doRAap 154010341
pue s1abeurw
|jelauan ‘sjedpuny

‘saunuoddo
Buiuieay

{2u015s3304d 3BY0RL
puUe Lo REUSWS
UM 2ouRlsIsse
ApIAoLd TUGISIAGg
$2N053Y UBWNK

‘MaiAad 2duewIouRd
0 uoeuswadus

343 IDiNosad pug
Bujuaea| [euolssajold
4e1s pue juawdozasp
waswabeuew

pue diysispes|

uo ‘uoneusweduwl
2{WAISAS LD Ajjenuue

“uoiesweblo
pueR 0EHIOM
‘lenpinIpul 34

10} SBWOING JO
WDWADIYIR pUe
Anpgedes ssealoul
01 ‘sanqisuodsal
pue

5i20b pateus yim
souewLIopad N3Y3

sanAoidws
13a Aeaoduwd

ADtjOd MIIASY

AJIGEILN0DY 13Q Ul pauoHusW 30N ul pauoiusWw JoN DAIINDIXT QMY JO WINLUUTK Jiodad 13Anncax3 ubie 03 pEs Iy | pue juauewsad ||y SIUBULIOLIS | AJOILLISL UIBYLION
'SA3LYIED] 40 “Aaned
a|2A3 f1peiu0o adoos
saijod sapudadwos uoneljsibay |0y siafeuey Hels jo pue sjuawnsop
palepossy Q) payu 03 paxuly BultoIIUOW jo Aouanbaxy 30 senipgIsuodsay sanpqisuodsay PBA|OAUI OYMA Aoljod |els

8 XIAN3dd¥




| sy

[oouas Jo/pue saed Y10q Ag ieaA e douo 104 @jgisuodsad
UBld JUSW3AOIdWT paubis UOISSNISIP | 3SE3] 18 UOISSNISIP S1aPes| Joiuss pur FIURLIICLIDY
joayas paUoiUBW 0N 1O P02 UM 3U0-uc-3uO | slosiuasdns ‘siedpuig HEIS ybiH 204 Buipea eiugwIsSe ]
sasueAdlb
20 soeid Hiom AUB 30 LORN|OSaI
Liesy e dojsAap pue Y3 Ul PaAjoAU|
jowoad Aligrsuab Al@anoe 2q
puUe ®oRqpPIdy
apiaoid ‘uenshpul swabeuels
spiaoad ‘yoecuidde SaueuwLioad
sanedipnied 03 yoeoudde
e jdope ‘uonesado HBUINI0D
i sessanoad pue | J9BeUBW AU UM
suejd Juswabeuew uchenobau ug
souewiopad yuswabeuew
. sney ‘axep aoueullopsd
MBIASY o3 dn pue Jeap S3ar -
40 2040 YD LM UL pIAjoaL
a4nsua 03 pasinbad A
uonesnsueD Ul aJe sisbeuews 8108 od
S3LIBPND LoneRBIR dul S3i 18IS 1O IaqQuuD aoueurogad
Juswabeuep| pue A31j0d ay1 o 2 52 sapjiqisuodsal Buiacaduy soy (cpgz ueyy 12p|o)
JoUBULICLISd UOBEMIRAS U 10} ¢l uomIpPE UT | Apgisuodsas ae)
S32IN 03 BpiaoLd Adnod
uoneisiba) 0] SIRI0BH ‘aaA0)dw 108 aadns Juauiabeuey
URAD|DY pauoUaL JoN SBOUNOSES UBWNH SYILOW 71 uum aaenobay wim aenoban Hes vy ER[E=HIIIEN] BiiRLISNY YIN0S
sanyigede)
JAINISXI
sashoidws
401235 2jgng
404 Jomaiued 4 ‘painbas se sxsel
|euOissajold paaibe bunsnipe
4 sianEn “ueddns pue
tysiepes] noegpas) Buwh-uc
siaydes) UM sysel pesibe
0 spuepuERlS ano Burdaien
{BUOISSB40.4d uswaaibe
sucnesidse Buiyoess
REL=S-%] _mzu__.,_mc_ papaau
HI0matel4 404 paaInbauy JisLIdoEAsD
AjiIqeiunodny sz geden
PUR WUBWIACICWT | 105 DUR SHSEY HIOM !padinbaa o
{elelVnly A3y 31310Wod IOMILRI S sueid Bunesado LR WI0MST saiiigedes Juswasbeuew pug
324> /pejuod adoos
sapijod sapualadlol uoelsiboy H2LLA0) siabeuey jels jo PUe SJU3WRIOP
pajerossy 0] pajunr] 0] payjuny Bueiojiopn 3o Abusnbaiy Jo sanngisuodsay santqisuodsay DAnjeAUE OUA Adijod 216318

8 XIONdddV




RNt

‘ssep) Jayoesi
pue |2dputy

apinG
€ 52 PIsn 8 ued

12aA Buimogoy
03 juady u

Jsyoesy
438 JO JUBUISSISSe

Fauewload
Asoyneisesun

10§ pue

304D Juswdojanap
pue IdueuLIopad
104 SIUSLUBINDIL
1IN0 135 S13YDEN

wswabeuew
Jouswiopad

404 Sainpas0.ad
343 N0 5135 sSSP
434023 apins
JustudopAs
PUE 33URULIC) DS

diysuoneyd
buruiea-buiyoes )
Yy aauLyUT

07 I2IOPLIOM
voRenpg ayl o
SHPIS BYy BLIping
burag suonse
Jofeuwr ayy Jo auo
HHM Siseq By} 5135

sapilqisuodsay - AloiEpuew Jou AllediDads Ajeayoads | spnjauc pue judy ayy Buinosdde 1oy 10 sanigisuodsat S{00YOS UBLIOIDIA
pue $2i04 248 52UY INQ SDA pa3e1s 10N pa323S 10N Ul DIUSLIIOD a|qisuodsal (edpuLd pue saj0y HeIs ||y Jof Juiidsnig ag g BLIOA
gsadto.d
ouewopadiapun jo
Juzwzbeurw |gLlD; B
LonewLoU] Bupuawiied o3 foud
Bumoddng £831/u85 Busuaean
39UBLLIOLIE 13Beuewy eisus
ybi 10y Buipea AJIOU puUe HiomaLueld
FourWLIoadiapun
—uswaalbe 10} Juswabeuely
10 pIRME JURAB |3 03 12434 sjedipuig
ul aunpalcid NJSE3I3NSUN
Buiias andsig ueyd poddns 41
puE SDURADLID
‘ueyd pioddns pasabe
SWIISAS ue dojaaap pue 52Nss|
uonen|eald souewopadIspUn
aoueuLioyad jof Asnuang
PLEPUELS LUNWHUIWL
pEUSIIGRISe spaaL Bulules;
& OU UORIBIG RUCISSa 00 AJuspl
5, 5SUOISSILIUOD pUE ¥oegpas; apiaold
‘sucheadxs pue
000t 51808 souewiopad
1Y I21A13S AIES paaibe ysygelsy
40 (T)pg uvondas
[SA]=2=T “UOISSN2SIp
sapuoud 7 Joj pauselad pue DUC-L0-3U0 BUIpEd}
21243 fpElU0D adoas
saoijod sapualedwod 1o1e5169y |eitni0) siabeuep 3e3s jo pug sjuswniop
pajepossy 0} payjun] O} DI Bul103IuoW 30 Acuanbaay 30 santqisuodsay sa1j|qisuodsay paAjOALT OYM Aonod 23015

8 XIaNdddV




2%

RN
bunioddns jo ad

Hiomaluelq
AJlIGRIUNCIDY
pue juswacsdwil
“jooyss

s{ooyag
104 SUDIIRIG
- 6007 sn203

siayceal
10) MJCmaLely
Asualaduwon

S43pes [ooYds
30 s3PUadWod
RIoMBLIRL
diysiapean

sjooYds
2HGNd A0} ug|d

1SH4 W00IS52|D

"12v IA0QE
Japun ssunpssoad
MURAD LI

66T
10y Juswsberuew
401398 24iGNd

Jawabeuely
SoUBLLIC IS
Uo puiepuRIS
103085 2ijgnd

SBUNBPING pue
sainpanodd ‘Adod

‘yoeosdde
3ARI0qRHOD
B 330044

uenesiuedio

3y jo auy Aiosiaiadns
3YI wiym pabeuew
s1judLabeu
aoueweiouad Bununsug

asinsadns Asyy ge1s
U3 4o sduewIouad
SY1 ‘MBI

pug uonejuawsdul
‘Butuue|d

10 $52004d |eulio) &

‘sauaannbau

{(ma1a2d

sauewdonad fuoyepuew uonoesaiuy Jenbad ybnoauy uswabeuew Ad110d 1apun Apgusdind)

plepurRIsS-qns Jjou |euoiido UM 31240 yuow auy L0} d|qIsucdsal pue aaneisiba) PO07 JUsWabeuep

pug A1ojoe)snesun SB SpJepuels Aleougnads Z1 € uo paseq ale siabeuep ‘Aioeinbau SIUBLLIONDY J10)
BuiBeuey 03 30UI345Y PIIeIS 10N ng Alea Aely pue siedpulid UMM 10y 4e3s iy Mlamateid Adiog BURIISHY ULDISSM

81243 f30P3UOD adoas

sanijod sapuzjadiuod uoelier}sibeay jewtod siabeuep yeis jo PUE S1E3LINI0NP
pajlenossy 03 paxurt 03 pajull] Buliojiuoy 10 Aouanbaiag J0 sanIqisuodsay sanlpgqisuodsay P3AjoAUl OYM Aniog LIS

8 XIANdddV




APPENDIX 9

13 Appendix 9 - Case Study - A Performance
Management Process for School X

The Context of Our Policy

The performance management and development process at School X operates in
accordance with the policy developed for the system as a whole in the state of Y. Through
effective performance management practices we seek to improve individual and school
performance.

Purpose

At School X we have a six-fold purpose to performance management and development for
teachers:

» To build the professional capacity of teachers to improve their teaching practice so that
they are better able to fulfil the requirements of the school’'s improvement plan and,
hence, the needs of students

+ To build a culture of professional learning and reflective practice marked by a shared
pedagogical flanguage, increased professional discussion/collegiality and trust

e To build a culture of teamwork in which teachers help each other to improve their
professional practice and demonstrate a willingness to take on leadership responsibilities

* To recognise and celebrate teachers’ work
» To drive the priorities of the school and system

s To provide teachers with uninterrupted time with their supervisor in order to focus on
their individual issues and needs and to consider their career aspirations

In so doing School X wishes to keep issues of salary and other working conditions separate
from the process other than in provision for information for:

+ Renewal of contracts (where appropriate)
* Assessment as a Senior Teacher
» Re-registration with the teachers’ registration body

Similarly School X wishes to keep the performance management and development system
separate from the issues of managing poor performance for which an effective process
already exists.

School X does, however, have the opportunity for teachers to apply for Senior Teacher
positions in the school and for which an additional salary allowance is payable. The
assessment process for Senior Teacher is a rigorous one, including a component of external
appraisal, and applicants are encouraged to incorporate the evidence base they have
developed for the performance management and development process in their applications.
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Planning and Goal Setting

The performance management and development process will commence with a formative
process. Teachers will be asked to engage in some self-reflection and set five goals for the
academic year. These goals must include three school goals and priorities as identified in
the school plan. The remaining two goals can be personal and/or team based.

The teacher will then meet with his/her supervisor to discuss and finalise the goals.

The goals will be documented in an Annual Leaming Plan (ALP) which identifies timelines,
strategies (including professional leaming requirements) and other support that may be
required. A copy of the plan will be lodged with the principal.

Cycle and Frequency

The performance management and development system will operate on a three year cycle
commencing with a planning/goal setting mesting between teacher and
supervisor/coordinator in Term 1 of Year 1.

A summative or appraisal meeting will occur in Term 4 of Year 3. The teacher will meet with
the supervisor, both formally (at least twice annually) and informally, throughout the course
of the cycle. The Annual Learning Plan will be reviewed and amended annually.

Appraisal Meeting

The final "appraisal’ meeting will focus on the question: “How did your teaching add value to
your students and the school?”. In preparation for this discussion the teacher will prepare
written notes on their achievements. Depending on the circumstances the teacher may wish
to make a formal presentation o describe their work.

The discussion will include the principal as well as the supervisor.” The teacher will receive
formal feedback on their performance and this wiil be documented in a formal report.

» The report will document the teacher's achievements and celebrate these.

» The report will also identify areas where improvement might be sought.

Record Keeping

All plans will be documented in writing and a copy kept centrally.

School X will consider development of an online system for recording key PMD information.

Governance of the Performance Management and Development System

The school’s performance management and development system meets the requirements of
central policy on performance management. At school level the process has been modified
with the input of teachers to meet the needs of our school. Suggestions for further
improvement are always welcome.

As School X is part of the ---- system its performance management arrangements have been
incorporated into an Enterprise Bargaining Agreement with unions. The union will, however,

> Teachers may wish to include a larger number of people in the final appraisal meeting {including an external
appraiser) where there has been an application for an increase in status
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only becomes involved in the process at a school level where there is concern about the
industrial welfare of a feacher.

Any disagreements will be dealt with through the school's line management structure in
accordance with its grievance process. The principal will be the final arbiter of any dispute.

Operational Responsibility
The principal has ultimate responsibility for the performance management and development
system. Operational responsibility has been devolved to members of leadership team —

deputies and heads — with specialist roles involved where appropriate.

The discussions between teacher and supervisor will fake the form of a ‘collaborative
conversation’ between colleagues in which the outcomes may be negotiated.

The supervisor will provide frank feedback to the teacher where that is required.

The principal as well as supervisor will participate in the final review meeting. Where
appropriate others may also be included, including an external appraiser.

The teacher and the supervisor have a shared responsibility to follow up the commitments in
the professional learning plan. How this is done will be part of formal and informal
discussions during the course of the year.

The school will develop an electronic system to assist in the monitoring of progress of the
teacher's plan, to help in scheduling, and to maintain the report documentation. It will aiso
include reporting to system level (where appropriate).

Performance Standards

School X will adhere to recently established national teaching standards; these are clear,
simple and based on key elements of the teaching role.

Each standard will have associated indicators and these will aid in the assessment process.
Use of the national standards and indicators will confribute to developing consistency in
assessment. Creating consistency will also be supported through formal and informal

discussions among supervisors.

Standards and indicators will also be used in the assessment of feachers seeking
accreditation and / or advancement to Senior Teacher status.

Participation

All teachers are required to participate in the performance management development
system.

Special arrangements for new teachers will apply. These include the following:

e mentoring;
« orientation and induction;

» more frequent meetings with their supervisor, and
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» a reduced teaching load in the first year.

Special arrangements will apply to groups such as music teachers who work at a number of
schools.

Depending on the experience and classification of the teacher, different standards will apply
as described in the standards.

Evidence

Teachers will be expected to offer evidence of their work for consideration as part of the
PMD process. The evidence should include a minimum of two classroom observations
annually as well as some of the following (type and number to be negotiated with the
supervisor).

work programs;

» lesson plans;

¢ student work samples;

e student assessments/results and schedules:

s participation in school activities;

* participation in a team inquiry/action research activity; and

materials and resources shared with mentors.

In preparation for their discussions with their supervisors teachers should collect their
evidence in a portfolio. They may also wish to maintain a professional journal.

Teachers should also gather student and parent feedback through surveys or other feedback
mechanisms. They may also wish to obtain peer feedback through, say, classroom
observation or feam teaching.

Communication of the Process

Performance management and development is part of the culture at School X. New
teachers will be acquainted with its requirements through:

s their letter of appointment,
* orientation processes; and
s regular meetings with their mentors

Other staff will continue to be supported in the process through:
s staff meetings

hard copy booklets

school intranet

self-explanatory forms; and

senior teachers and members of the school leadership team.
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Resourcing

School X has a range of resources available to assist teachers improve their practice.

Teachers are encouraged to access coaching up to three times per year.

School X will offer professional learning opportunities to teachers in those areas
identified in their professional learning plans. Release time is available for this purpose.
If required release time will also be available for classroom observations.

Given the critical role of supervisors in the performance management and development
process they will be supported to:

attend workshops on realistic goal setting;

develop their skills to engage positively in professional conversations with teachers
including giving frank feedback;

develop their mentoring and coaching skills;
develop a greater awareness of standards and the need for consistency;

gain a better appreciation of what constitutes appropriate evidence of performance.

Formal Evaluation

There will be formal evaluation of the process when appropriate. [t remains subject to
modification on the basis of staff feedback.
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