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1)	  Recruitment	  and	  Hiring:	  	  	  	  
 
Pattonville’s school board knows from experience that effective, engaging and caring staff members are essential to being 
successful in helping all our students achieve at high levels. The board’s first and most important job in this area is 
recruiting and hiring a superintendent (Policy CBB – Recruitment and Appointment of Superintendent). The 
superintendent is hired to not only carry out the board’s policies, but also to ensure that the board’s goals are being met. 
The board sets goals for personnel (Policy GA – Personnel Policies Goals and Policy GD Support Staff Policies and 
Goals), which include recruiting, selecting and employing the best-qualified personnel; conducting an annual employee 
appraisal program that contributes to continuous improvement of staff performance; assigning personnel so they are used 
as effectively as possible; developing the quality of human relationships necessary to obtain maximum staff performance 
and satisfaction; and providing salaries and benefits that attract and retain well-prepared and capable employees and 
promote staff welfare. 

With the board’s support, Pattonville participates in more than a dozen off-campus certified staff recruitment events in 
Missouri and other states, resulting in the identification and selection of new certified staff members. In addition, 
Pattonville staff and community members support candidate recruitment by referring staff members for employment 
consideration. The district has also had a goal of increasing the number of highly qualified minority staff members.  

Pattonville uses a thorough screening and interviewing process before recommending a certified staff member for hire. 
After an initial application screening, candidates undergo a videotaped district interview, which is reviewed by human 
resources leaders before a candidate is moved on to the next step. Qualified candidates then move onto the school level 
where they are interviewed by the building principal and a team of other teachers. The candidate recommended for the 
position is then scheduled for a final interview with the superintendent. If the candidate is deemed a good fit, he or she 
will then be recommended to the board for hiring. The board evaluates the recruiting and hiring process through an 
annual evaluation of the human resources program and reviewing of data related to its effectiveness.  
 
Pattonville is also working to recruit and train the teacher workforce of tomorrow. Pattonville High School offers an 
education and teaching pathway that connects high school students with teachers in the district to learn more about the 
teaching profession. High school students have the opportunity to work side-by-side with teachers in subject areas and 
grade levels of high interest. In addition, Pattonville is partnering with Missouri State University on a summer program 
that exposes minority sophomores and juniors to the education profession in an effort to help them consider going into the 
field of education. High school students will spend a week on the Missouri State campus learning about college life, the 
school of education, and a career in the field of education.   
 
Evidence of Success – Pattonville is the most diverse school district in Missouri, with students representing 38 
languages and 64 countries (47% white, 34% African-American/black, 10% Hispanic, 5% multiracial, 4% Asian).  
Pattonville is recognized by Niche.com as being among the top public school districts in the state (ranked No. 6 in 
Missouri) and nation (Top 3%) and by U.S. News and World Report as having one of the top high schools in Missouri and 
the U.S. The district has twice earned the St. Louis Post-Dispatch’s Top Workplaces Award for the St. Louis region, an 
honor based solely on independent employee surveys. Niche also ranked Pattonville No. 2 in Missouri for best places to 
teach and No. 9 in Missouri for districts with best teachers. Niche is an online service that ranks private and public 
schools and districts based on dozens of statistics and opinions from students, parents and staff. 
 
In addition, certified staff evaluation data collected for the current school year demonstrate that staff implementation of 
high-yield instructional strategies are helping students think at the extended (level 4) and strategic (level 3) depth of 
knowledge (DOK) levels. For example, out of 189 observed instances of teachers using classroom discussion as a 
teaching strategy, 116 instances or 61.38% of the time, the strategy supported students thinking at the extended (level 4) 
or strategic (level 3) DOK level. For more information, view the following chart showing our evaluation of students’ 
knowledge levels for 2016-2017:  http://www.psdr3.org/newsinfo/pdf/DOKData.pdf 
 
Data collected regarding student engagement as part of the certified staff evaluation process indicates that students are 
highly engaged during instruction.  For example, out of 74 observed instances of teachers using cooperative learning as a 
teaching strategy, 67 instances or 90.54% of the time, students were highly engaged in the lesson. For more information, 
view the following chart showing our evaluation of students’ engagement levels for 2016-2017: 
http://www.psdr3.org/newsinfo/pdf/StudentEngagementData.pdf 
 
 



	  
	  

4	  

2)	  Growth	  Oriented	  Culture	  	  	  	  	  
	  

Teacher evaluation is an ongoing and essential part of Pattonville’s instructional program. The board sets the direction for 
staff evaluation through Policy GCN  (Performance Based Evaluation Philosophy Statement) and Policy Procedure GCN-
R (Evaluation of Certificated Staff). The board emphasizes meaningful employee evaluation in order to enhance student 
learning through the improvement of instruction, a process that applies to the superintendent and other administrators, as 
well as the teaching staff. The process for professional improvement includes: identifying performance expectations; 
documenting performance; conferring about performance; and developing plans to improve performance. The secondary 
purpose is to provide for fair and objective employment decisions. Pattonville’s performance-based evaluation process 
provides opportunities for every professional to develop his or her potential through a constructive process. The 
evaluation criteria are observable, definable and directly related to job performance expectations. 
 
The board believes that an effective evaluation system is contingent on the cooperation and commitment of staff, 
administrators and the board to provide the time, staff development and resources necessary for implementation. To 
improve its evaluation process, the board adopted Policy GCN-R (Evaluation of Certificated Staff) on March 11, 2014.  
The revised evaluation process is in alignment with the Missouri Department of Elementary and Secondary Education 
requirements and is reviewed on an annual basis by a district evaluation committee that consists of administrators and 
certified staff. The performance of educators is measured against research-based, proven expectations and performance 
targets consistent with the improvement of student achievement.  Key features of the evaluation system include: 
• Multiple ratings are used to differentiate levels of educator performance. 
• A probationary period is provided to ensure sufficient induction and support for the development of new educators. 
• Measures of growth in student learning across two points in time are included as a significant contributing factor in 

the evaluation process.   
• Ongoing, timely, deliberate, and meaningful feedback is provided to educators regarding their performance relative 

to research-based targets. 
• Training is provided for evaluators to ensure reliability and accuracy. 
• Evaluation results and data is used to make informed decisions regarding instruction, personnel, employment 

determinations, and human resource policies such as promotion, retention, dismissal, tenure, etc. 
 
All certified staff members develop an annual growth plan in conjunction with their evaluator that is focused on 
supporting their individual growth and improving student achievement. All staff members are assigned a baseline 
numeric score at the beginning of the school year based on an evaluation of their performance in relation to the 
standards/indicators selected. Staff members submit artifact data such as data team results, lesson plans, student work, 
etc., to demonstrate their growth on the selected standards/indicators. All probationary educators are observed a minimum 
of three times and all tenured educators are observed a minimum of two times each year. All educators receive a 
summative evaluation assessing their performance on all nine Missouri Teacher Standards at the end of each school year.   
 
Principals are evaluated annually based on the six Missouri Department of Elementary and Secondary Education leader 
standards. At the beginning of each school year, principals self-assess their performance with regard to each standard and 
they develop a detailed growth plan for two of the six standards. The teaching and learning standard is selected for all 
district administrators and the other standard is one of their choosing based on an individualized area of focus for the 
administrator. Progress is monitored throughout the school year/evaluation cycle. Principals submit a self-assessment 
regarding their progress on the standards as well as evidence they are making progress on their growth plan at the end of 
the first semester and again at the end of the school year. The superintendent also provides feedback regarding their 
assessment of the principal’s progress during these stages as well. The board and superintendent also engage in a 
carefully designed goal-setting and evaluation process that ensure CSIP (Comprehensive School Improvement Plan) 
goals and board expectations are met, a positive working relationship exists and personal growth is ongoing. These goals 
are established each April and integrated into an evaluation instrument that reflects Missouri’s model superintendent 
evaluation and also incorporates best-practice models and standards from Illinois and New York. The superintendent 
provides a self-assessment with supporting documentation to begin the process. Individual board members then 
independently use that information to assess the superintendent before meeting to discuss their individual evaluations 
with comments. The final stage involves the board and superintendent reviewing and finalizing the evaluation together.  
 
Evidence of Success – Pattonville has a three-year state APR (Annual Performance Report) average of 96.1 percent 
and is the most diverse school district in Missouri. The district’s African-American, Asian, Caucasian, Hispanic and 
free/reduced lunch students consistently perform near or above the state average for all students and well above category-
alike peers. Accountability and growth are emphasized in ways that create and sustain trust, and a climate of “no 
surprises” has helped make Pattonville a desirable place to serve. As evidence, the medium time in office for current 
board members is 8 years with three board members serving 13 years or more. Pattonville has had only three 
superintendents in the past 32 years, with the current superintendent in his 10th year of service. 
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3)	  Professional	  Growth	  
	  

The Pattonville Board of Education has established several policies to ensure those educating our students continue to be 
learners themselves, leading to improved instruction and better student outcomes. All professional development is tied to 
district goals in the Comprehensive School Improvement Plan (CSIP) related to ensuring all students are proficient in 
English language arts, math and science; and all graduates are college and career ready. Any training provided is 
research-based and developed using best-practices, with evaluation of effectiveness taking place both after individual 
sessions and via a yearly professional development program evaluation reviewed by the Board of Education. 
 
Professional development begins when staff members are hired (Policy GCF – Professional Staff Orientation). New 
teachers take part in a two-year induction process. New Teacher Orientation, a weeklong time spent learning about the 
district and getting trained on key district focuses (i.e., curriculum, cultural proficiency, etc.) serves as the initial 
professional development for all certified staff. During the first two years of employment, staff members take part in 
several additional days of professional development designed around the needs of new teachers. All staff also participate 
in professional development before and during the school year to support the district’s goals for student achievement.  
 
Per Policy GCL (Professional Staff Development Opportunities), the board provides for professional growth through: 
planned workshops within the district; release time for attendance at conferences, workshops and educational meetings; 
and advancement on the salary schedule with eligible, additional education or training. Tuition reimbursement is also 
offered for certified staff members who successfully complete college hours at accredited colleges and universities.   
 
The professional development program is developed and delivered through collaboration and staff leadership (Policy 
GCLM – Professional Staff Workshops and Conferences and Policy GCLA – Professional Development Programs). The 
district’s professional development committee works with school leadership to plan learning for both new and seasoned 
teachers. The committee works with teachers in the district to identify instructional concerns and remedies; assist 
beginning teachers with implementation of their professional development plan; serve as a confidential consultant upon a 
teacher's request; arrange training programs for mentors; assess faculty needs; develop in-service opportunities for school 
staff; and present the district leadership with faculty suggestions, ideas and recommendations pertaining to classroom 
instruction within the school district. 
  
Pattonville also provides extra assistance for new teachers. The district develops a plan for new teachers customized to 
support them for their first two years in the profession. Beginning teachers are also assigned a mentor to support their 
work and growth.  
 
Evidence of Success – Pattonville’s Board of Education reviews data on the district’s professional development 
program each year in order to ensure the program is effective in improving administrator and teacher results, the district’s 
instructional program and student achievement overall as specified in Pattonville’s professional development program 
evaluation, the district’s professional development plan, and CSIP. In addition, the district’s Progress Review Committee 
(comprised of two board members and district administrators) meets four times a year to review specific professional 
development plans, their impact on student achievement, and how they connect to our overall strategic plan. In addition, 
Pattonville’s 2014 climate survey data showed 80 percent agreed, “My professional development has improved the way I 
teach”; and 84 percent agreed, “The professional development activities I attend are related to my district’s 
Comprehensive School Improvement Plan.” 
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4)	  Retention	  of	  High	  Quality	  Staff:	  
	  

The Pattonville Board of Education believes staff who are engaged in the life of the district are essential to the growth, 
stability and excellence of a school district. Staff members (both certified and support) are encouraged to take on 
leadership roles through policies ABB (Staff Involvement in Decision Making), BCE (Advisory Committees to the 
Board), GBB (Employee Contribution to the Decision-Making Process) and GDLC (Employee Contribution to the 
Decision Making Process). The board and administrative team have strong working relationships with the Professional 
Studies Committee, representing the certified staff, and the Pattonville Educational Support Professionals (PESP), 
representing the support staff as they discuss and work to improve policies and procedures in the district. Staff is also 
encouraged to participate in school- and district-level advisory committees, as well as school improvement teams (SIT) in 
the district. SITs exist for every school in the district as well as the early childhood program and consist of 50 percent 
staff and 50 percent of participants who are not staff members (parents, students and community members). These teams 
provide meaningful opportunities for impacting the direction and growth of individual schools and the district as a whole. 
The SITs are responsible for developing plans that have a direct impact on improving student achievement and school 
climate in their own buildings, but also provide insight and guidance on district-level initiatives and programs.  
 
The board also understands the value of recognizing staff excellence and effort. During monthly board meetings, the 
board recognizes staff members who have gained recognition outside the district (regional, state, national honors or 
presentations at conferences), and information on the recognition is shared via the district’s communication tools 
(newsletters, website, social media, etc.). The board also supports the recognition of staff through its Teacher of the Year 
and Support Staff of the Year awards programs, as well as the Pride of Pattonville Award, which recognizes service 
above and beyond the call of duty. The board also recognizes staff during the annual district appreciation night, where 
board members take the lead in honoring staff for district-level honors, as well as milestones of service in the district.  
 
Pattonville has an excellent reputation in the St. Louis education community and is viewed as a desirable place for 
educators seeking an opportunity to work with a diverse, high-achieving student population. Staff turnover is low and 
when a position opens, the district has a significant number of applicants to consider. An annual staff selection program 
evaluation is conducted and presented to the school board in order to ensure effective staff recruitment, an effective 
interview and recommendation process, and to improve other areas in human resources.  Links to our Pattonville Staff 
Selection Program Evaluation with more information can be found at: 
http://www.psdr3.org/newsinfo/pdf/StaffSelectionEval15-16.pdf  
http://www.psdr3.org/newsinfo/pdf/StaffSelectionEval14-15.pdf 
 
Evidence of Success –  Pattonville has twice earned the Top Workplaces Award for the St. Louis region, an honor 
based solely on independent employee surveys. Niche.com also ranked Pattonville No. 2 in Missouri for best places to 
teach and No. 9 in Missouri for districts with best teachers. Niche is an online service that ranks private and public 
schools and districts based on dozens of statistics and opinions from students, parents and staff. In addition, Pattonville’s 
2014 climate survey data showed 86 percent of certified staff agreed, “In our school, teachers are encouraged to be 
instructional leaders”; 91 percent agreed, “I usually look forward to each working day as a teacher”; and 89 percent 
agreed, “If I had the chance to choose all over again, I would still choose teaching as a career.” Pattonville’s culture of 
hiring high-quality staff and honoring its own “human resources” have led to numerous recognitions, including: 

• Twenty-one Pattonville teachers earning national board certification, the highest credential awarded to a teacher; 
• Pattonville teachers earning the Missouri Project Lead the Way (PLTW) Outstanding Biomedical Science 

Teacher Award in 2016 and the Missouri Outstanding PLTW Computer Science Teacher in 2015; the computer 
science teacher is also leading a capstone class this year with students creating a Pattonville district app for iOS 
and Android smartphones for parents, students, staff and community members;  

• Two Pattonville teachers being named Missouri Teacher of the Year and seven others named finalists, including 
six state finalists (one as recent as 2015) and a regional finalist in 2016 (there have only been 42 Missouri 
Teachers of the Year since the state began the program in 1974); and 

• Two Missouri Superintendents of the Year (the current superintendent is the second superintendent in a row, 
spanning 20 years to earn this recognition). 

Pattonville’s board was also named a 2016 Outstanding Board of Education for Teaching, Learning and Assessment by 
the Missouri School Boards’ Association (MSBA). The board previously won MSBA’s Outstanding Board of Education 
Award for Governance, Leadership and Accountability in 2013 and the MSBA Outstanding Board of Education Award in 
2002. The board was also a finalist for Outstanding Board of Education in 2008 and 2011.   
 
In addition to overall low staff turnover, the district has maintained stable leadership for years, with the district 
administrative team serving in Pattonville an average of 19 years and the medium time in office for current board 
members at 8 years with three board members serving 13 years or more. Pattonville has had only three superintendents in 
the past 32 years, with the current superintendent in his 10th year of service. 
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Application	  Process:	  	  Describe	  the	  process	  the	  board	  used	  to	  complete	  the	  application	  so	  as	  to	  ensure	  
participation	  of	  all	  board	  members	  in	  the	  application	  process.	  
	  
An initial draft of the application text was developed by Dr. Mike Fulton, superintendent; Dr. Barry Nelson, assistant 
superintendent for human resources; Dr. Tim Pecoraro, assistant superintendent for curriculum and instruction; and 
Mickey Schoonover, director of school-community relations. The board reviewed the application draft and provided 
feedback and suggested improvements. Mrs. Schoonover updated the draft with the board’s input, and the board approved 
the final version. 
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