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Executive Summary
The Virginia Board of Education (Board) is required to establish performance standards and

evaluation criteria for teachers, principals, and superintendents to serve as guidelines for school
divisions to use in implementing educator evaluation systems. The Code of Virginia requires (1)
that principal and superintendent evaluations be consistent with the performance objectives
(standards) set forth in the Board’s Guidelines for Uniform Performance Standards and
Evaluation Criteria for Teachers, Principals, and Superintendents, (2) that school boards’
procedures for evaluating instructional personnel address student academic progress, and (3) that
evaluations include an evaluation of cultural competency.

Section 22.1-253.13:5 (Standard 5. Quality of classroom instruction and educational
leadership) of the Code of Virginia states, in part, the following:
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...B. Consistent with the finding that leadership is essential for the advancement of
public education in the Commonwealth, teacher, principal, and superintendent
evaluations shall be consistent with the performance objectives included in the
Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers,
Principals, and Superintendents. Evaluations shall include student academic progress as
a significant component and an overall summative rating...Evaluations shall include
identification of areas of individual strengths and weaknesses and recommendations for
appropriate professional activities. Evaluations shall include an evaluation of cultural
competency.

The current Guidelines for Uniform Performance Standards and Evaluation Criteria for
Principals and Superintendents, originally were approved on February 23, 2012 (Principals) and
September 27, 2012 (Superintendents) with both subsequently revised on July 23, 2015, and
January 10, 2020.

The Virginia Department of Education (VDOE) and the Board are currently involved in Phase 2
of a three-phase plan to revise the Guidelines for Uniform Performance Standards and
Evaluation Criteria for Principals and Superintendents. Phase 2 is intended as a bridge between
the current and future principal and superintendent performance evaluation systems. The major
revision to the Guidelines in Phase 2 is the creation of a new performance standard, Culturally
Responsive and Equitable Leadership.

Workgroups were convened to comprehensively review the Guidelines for Uniform Performance
Standards and Evaluation Criteria for Principals and Superintendents. The VDOE engaged
Stronge & Associates Educational Consulting, LLC, to facilitate this work.

The proposed Phase 2 revisions to the Guidelines for Uniform Performance Standards and
Evaluation Criteria for Principals and Superintendents were presented to the Advisory Board on
Teacher Education and Licensure (ABTEL) on October 27, 2021.

Attached are the proposed documents, Guidelines for Uniform Performance Standards and
Evaluation Criteria for Principals and Superintendents. In addition, attached are strikethrough
and underlined versions of the Guidelines for Uniform Performance Standards and Evaluation
Criteria for Principals and Superintendents that outline the proposed revisions to the documents.
Below is a list of the major revisions in the Guidelines:

e Updated research
e Added two new sections to the document
o Growth and Improvement
o What Can School Divisions Modify?



Revised Student/Division Academic Progress sections
Made changes to existing performance standards, indicators, and rubrics to address new
research and lessons from the field
e C(reated a new performance standard as required by House Bill 1904 and Senate Bill
1196:
o Principals: Culturally Responsive and Equitable School Leadership
o Superintendents: Culturally Responsive and Equitable Division Leadership
e The Guidelines include the following:
Description of standard
Set of performance indicators
Performance rubric

o O O O

Suggested artifacts
o Sample survey questions
Added language to emphasize the importance of using data sources
Revised four-rating levels for summative evaluation
o Current Levels:
m  Exemplary
m Proficient
m  Developing/Needs Improvement
m  Unacceptable
o Proposed Levels:
m Highly Effective
m Effective
m  Approaching Effective
m [neffective
o Modified sample forms
e C(larified single summative rating example and scoring ranges

The Guidelines support the priorities of the Board of Education’s Comprehensive Plan to (1)
advance policies that encourage and support the recruitment, development, and retention of well-
prepared and skilled teachers and school leaders and (2) provide high-quality, effective learning
environments for all students.

Action Requested:
Action will be requested at a future meeting. Specify anticipated date below:
March 17, 2022
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Previous Review or Action:
No previous review or action.

Background Information and Statutory Authority:

The Board is required to establish performance standards and evaluation criteria for teachers,
principals, and superintendents to serve as guidelines for school divisions to use in implementing
educator evaluation systems. The Code of Virginia requires (1) that principal and superintendent
evaluations be consistent with the performance objectives (standards) set forth in the Board’s
Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers,
Principals, and Superintendents, (2) that school boards’ procedures for evaluating instructional
personnel address student academic progress, and (3) that evaluations include an evaluation of
cultural competency.

Section 22.1-253.13:5 (Standard 5. Quality of classroom instruction and educational
leadership) of the Code of Virginia states, in part, the following:

...B. Consistent with the finding that leadership is essential for the advancement of
public education in the Commonwealth, teacher, principal, and superintendent
evaluations shall be consistent with the performance objectives included in the
Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers,
Principals, and Superintendents. Evaluations shall include student academic progress as
a significant component and an overall summative rating...Evaluations shall include
identification of areas of individual strengths and weaknesses and recommendations for
appropriate professional activities. Evaluations shall include an evaluation of cultural
competency.

As prescribed by the Code of Virginia, each principal and superintendent must receive a
summative evaluation rating. The Code of Virginia requires that student academic progress be a
significant component of the evaluation. As approved by the Board, how student academic
progress is met is the responsibility of local school boards provided that Performance Standard
8: Student Academic Progress is not the least weighted of the performance standards or less than
1 (10 percent); however, it may be weighted equally as one of multiple lowest weighted
standards.

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Principals and
Superintendents, originally were approved on February 23, 2012 (Principals) and September 27,
2012 (Superintendents) with both subsequently revised on July 23, 2015, and January 10, 2020.
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The Guidelines provide school divisions with a model evaluation system, including sample
forms and templates that may be implemented “as is” or used to refine existing local principal
and superintendent evaluation systems.

The VDOE and the Board are involved in a three-phase plan to revise the Guidelines for Uniform
Performance Standards and Evaluation Criteria for Principals and Superintendents.

e Phase 1 was completed and approved by the Board of Education in Fall 2019, and the
revised Guidelines for Uniform Performance Standards and Evaluation Criteria for
Principals and Superintendents became effective in January 2020. These revisions solely
addressed the weighting of the performance standards for the evaluation of
superintendents.

e Phase 2 is intended as a bridge between the current and future principal and
superintendent performance evaluation systems. The major revision to the Guidelines in
Phase 2 is the creation of a new performance standard, Culturally Responsive and
Equitable Leadership. The establishment of this performance standard addresses House
Bill 1904 and Senate Bill 1196 passed by the 2021 General Assembly requiring that
“Evaluations shall include an evaluation of cultural competency.” Additionally, minor
edits and technical revisions recommended by the work group were incorporated in the
Guidelines.

e Phase 3 will involve a comprehensive revision of the Guidelines for Uniform

Performance Standards and Evaluation Criteria for Superintendents, including the
development of a model evaluation system. Phase 3 is expected to build on the
importance of using multiple data sources and integrating professional development
through feedback and coaching into the superintendent evaluation system.

Currently in Phase 2 revisions of the Guidelines for Uniform Performance Standards and
Evaluation Criteria for Principals and Superintendents, workgroups were convened to
comprehensively review the Guidelines. The workgroups were composed of the following:

e Principal Performance Evaluation System Workgroup: superintendents; principals;
assistant principal; director of instruction; and representatives from parent, teacher,
principal, and superintendent organizations; and higher education.

e Superintendent Performance Evaluation System Workgroup: school board members;
superintendents; assistant superintendent; principals; assistant principal; and
representatives from school board, superintendent, principal, teacher, and parent
organizations; and higher education.

Workgroup members are listed in the Guidelines. The VDOE engaged Stronge & Associates
Educational Consulting, LLC, to facilitate this work.
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The proposed Phase 2 revisions to the Guidelines for Uniform Performance Standards and
Evaluation Criteria for Principals and Superintendents were presented to the Advisory Board on
Teacher Education and Licensure (ABTEL) on October 27, 2021.

Attached are the proposed documents, Guidelines for Uniform Performance Standards and
Evaluation Criteria for Principals and Superintendents. In addition, attached are strikethrough
and underlined versions of the Guidelines for Uniform Performance Standards and Evaluation
Criteria for Principals and Superintendents that outline the proposed revisions to the documents.
Below is a list of the major revisions in the Guidelines:

Updated research
Added two new sections to the document
o Growth and Improvement
o What Can School Divisions Modify?
Revised Student/Division Academic Progress sections
Made changes to existing performance standards, indicators, and rubrics to address new
research and lessons from the field
e C(Created a new performance standard as required by HB1904 and SB1196:
o Principals: Culturally Responsive and Equitable School Leadership

o Superintendents: Culturally Responsive and Equitable Division Leadership

e The Guidelines include the following:
Description of standard
Set of performance indicators
Performance rubric
Suggested artifacts

o Sample survey questions
Added language to emphasize the importance of using data sources
Revised four-rating levels for summative evaluation

o Current Levels:

o O O O

m  Exemplary
m Proficient
m Developing/Needs Improvement
m  Unacceptable
o Proposed Levels:
Highly Effective
m Effective
Approaching Effective
Ineffective
e Modified sample forms
e (larified single summative rating example and scoring ranges
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Timetable for Further Review/Action:
The Guidelines for Uniform Performance Standards and Evaluation Criteria for Principals and
Superintendents will be submitted to the Board for final review on March 17, 2022.

Impact on Fiscal and Human Resources:
The VDOE’s existing resources supported the revision process.
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Foreword

Three-Phase Revision Plan

The Virginia Department of Education and the Board of Education are involved in a three-phase
plan to revise the Guidelines for Uniform Performance Standards and Evaluation Criteria for
Principals.

Phase 1 was completed and approved by the Board of Education in Fall 2019, and the
revised Guidelines for Uniform Performance Standards and Evaluation Criteria for
Principals became effective in January 2020. These revisions solely addressed the
weighting of the performance standards for the evaluation of principals.

Phase 2 is intended as a bridge between the current and future principal performance
evaluation systems. The major revision to the Guidelines in Phase 2 is the creation of a
new performance standard, Culturally Responsive and Equitable School Leadership. The
establishment of this performance standard addresses House Bill 1904 (identical to
Senate Bill 1196) passed by the 2021 General Assembly requiring that “Evaluations shall
include an evaluation of cultural competency.” Additionally, minor edits and technical
revisions recommended by the workgroup were incorporated in the Guidelines.

Phase 3, beginning in 2022, will involve a comprehensive revision of the Guidelines for
Uniform Performance Standards and Evaluation Criteria for Principals, including the
development of a model evaluation system. Phase 3 is expected to build on the
importance of using multiple data sources and integrating professional development
through feedback and coaching into the principal evaluation system.
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Part 1: Introduction

Why GeedQuality Evaluation is NeeessaryImportant'

Principal evaluation matters because principals scheeHeadership-matters. Simply put, high
quahty schools are characterlzed by hlgh quahty pr1nc1pals —I-n—faetisehoel—leaéemha-p—rs

”2 Research m—th%ﬁeld—has—consmtently has
revealed that school leadership has an important impact on student achievement gains or
progress over years, and among school factors, is second only to that of teacher quality.? In
addition to its impact on student achievement, research also indicates that effective school
leadership has significant positive effects on student attendance, student engagement with
school, student academic self-efficacy, staff satisfaction, and collective teacher efficacy.?

Evaluation systems must be of high quality if we are to discern whether our principals are of
high quality. The role of a principal requires a performance evaluation system that
acknowledges the depth and complexities of the job. Principals have a challenging task in
meeting the edueationalneeds of an educationally diverse student population, and good
evaluation is necessary to provide the principals with the support, recognition, and guidance they
need to sustain and improve their efforts.*

Because principals are so fundamentally important to school improvement and student success,
improving the evaluation of principal performance is particularly relevant as a means to
recognize excellence in leadership and to advance principal effectiveness. The benefits of a
rigorous, fair, and data-informed evaluation system are numerous and well documented. A
meaningful evaluation focuses on professional standards, and through this focus and timely
feedback, eﬂables—teaehefs—aﬂd—leaders can-te recogmze apprec1ate value, and develop excellent
leadership. : %

Goldring and colleagues noted that when the process of evaluat1on is des1gned and 1mplemented
appropriately, it can be valuable for improvement of leadership quality and overall
organizational performance in several ways, including:®

e as a benchmarking and assessing tool to document the effectiveness of principals for
annual reviews and compensation;

e as a targeting tool to help principals focus on performance domains and behaviors that are
associated with student learning;

e as atool of continuous learning and development to provide both formative and
summative feedback to principals, identify areas in need of improvement, and enable
principals to make informed individualized decisions regarding professional development
in-erder to bridge the gap between current practices and desired performance; and

e as a collective accountability tool to set the organizational goals and objectives of the
school leader and larger schoolwide improvement.

The evaluation process should be a tool to identify and promote strengths.
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Importance of Recognizing Principal Effectiveness

Characterizing principal effectiveness is important because there is a substantial relationship
between the quality of the principal and student achievement. Principal leadership plays an
important role in coordinating curriculum, improving instructional programs, staffing
instructional programs, supervising and evaluating teaching, monitoring student learning, and
buffering staff from interruptions to their work.® As noted earlier in this document, school
leadership is the second most influential school-level factor on student achievement, falling only
behind teacher quality.” Research has shown over the years that the effectiveness of a principal
can add a significant boost to student performance and may account for up to 15 percent of the
overall school effect on student achievement.® A meta-analysis of research covering 30 years on
the effects of principal leadership practices on student achievement conducted by Waters,

Marzano, and McNulty revealed%%efs—Maﬂaim—&HWeNu%yeeﬂdﬂeted—aﬂae%a—aﬂ&yﬁ&ef
arch o O al e cs on student achicvement.™ After analyzing
SGHd*%S—GGﬂdHGG%d—GV—%Fﬂ%Q—y%&Fp%HOd—t—h%y—f@Hﬂé that the effectlveness of a school’s

leadership is significantly associated with increased student academic performance.’ For
instance, a-number-ofseveral leader behaviors related to school vision, sueh-asincluding
establishing clear goals and fostering shared beliefs, were associated with student learning. They
found the average effect size between leadership and student achievement to be is 0.25. That
means a one standard deviation improvement in leadership effectiveness can translate into an
increase of about ten percentile points in student achievement on a standardized, norm-
referenced test. More recently a pair of studies conducted by Dhuey & Smith in both the United
States and Canada found that improving the effectiveness of the principal by one standard
deviation would result in student gains of five percentile points and 11 percentile points in
reading and seven percentile points and 16 percentile points in math, respectively.!® In
summary, it #is important to recognize that effective principals influence student learning, either
directly or indirectly. It also is alse-important to understand the ways and means by which
principals influence their schools’ educational programs, family engagement, and community
partnerships. Therefore, a rigorous principal evaluation system should be able to discriminate
the performance of principals and provide informative feedback for improvement and
recognition of strengths.
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Purposes of Evaluation

The primary purposes of a quality principal evaluation system are to:

optimize student learning and growth;

contribute to the successful achievement of the goals and objectives defined in the vision,
mission, and goals of the school division;

provide a basis for leadership improvement through productive principal performance
appraisal and professional growth; and

implement a performance evaluation system that promotes collaboration between the
principal and evaluator and promotes self-growth, leadership effectiveness, and
improvement of overall job performance.'!

A high-quality evaluation system includes the following distinguishing characteristics:

benchmark behaviors for each of the principal performance standards;

a focus on the relationship between principal performance and improved student learning
and growth;

the use of multiple data sources for documenting performance, including opportunities
for principals to present evidence of their own performance as well as student growth;

a procedure for conducting performance reviews that stresses accountability, promotes
professional improvement, and increases principals’ involvement in the evaluation
process; and

a support system for providing assistance, including appropriate training for evaluatees
and evaluators, when needed. '?
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Principal Growth Improvement

A principal’s professional growth and continuous improvement impact many aspects of a school
community, including student and teacher learning, parent and family engagement, policy
implementation, and creating and sustaining a supportive school community. As principals gain
experience, they grow and become more effective.!* However, for this growth and effectiveness
to occur, principals need ongoing, high-quality professional development.'* Using an evaluation
system that focuses on professional growth is one way to help principals recognize areas where
professional development may help in improving the performance of their duties and
responsibilities.

Ensuring principal evaluations are educative — that is, they provide useful, important, and
beneficial data — is central to helping principals improve their leadership in making evaluation
feedback vital to growth.!> The principals’ evaluations should be rigorous, fair, and equitable,
with results that are provided with consistency.!'® Evaluations should ensure principals are
provided frequent, specific, and high-quality feedback to help improve practice, as well as a
support system that promotes using feedback for growth and professional development.'’
Additionally, ensuring the evaluations are used with fidelity by evaluators who are trained in
evaluation will reinforce the growth and development of effective leaders in the schools and their
communities. '®

Purposes of this Document

This document was developed specifically for use with school principals and assistant principals.
For the purpose of this document, the term principal will be used to reference both principals and
assistant principals. The Board of Education is required to establish performance standards and
evaluation criteria for teachers, principals, and superintendents to serve as guidelines for school
divisions to use in implementing educator evaluation systems.

The Code of Virginia requires (1) that principal evaluations be consistent with the performance
objeetives(standards) set forth in the Board of Education’s Guidelines for Uniform
Performance Standards and Evaluation Criteria for Teachers, Principals-Administrators, and
Superintendents and (2) that school boards’ procedures for evaluating principals and assistant
principals address student academic progress.

Section 22.1-253.13:5 ¢Standard 5. Quality of classroom instruction and educational
leadership)-of the Code of Virginia states, in part, the following:

B. Consistent with the finding that leadership is essential for the advancement of
public education in the Commonwealth, teacher, administrator, and
superintendent evaluations shall be consistent with the performance ebjeetives
standards included in the Guidelines for Uniform Performance Standards and
Evaluation Criteria for Teachers, Adwministrators-Principals, and
Superintendents. Evaluations shall include student academic progress as a
significant component and an overall summative rating. Teacher evaluations shall
include regular observation and evidence that instruction is aligned with the
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school's curriculum. Evaluations shall include identification of areas of individual
strengths and weaknesses and recommendations for appropriate professional
activities. Evaluations shall include an evaluation of cultural competency.

Section 22.1-294. ¢(Probationary terms of service for principals, assistant principals and
supervisors; evaluation; reassigning principal, assistant principal or supervisor to teaching
position) states, in part, the following:

B. Each local school board shall adopt for use by the division superintendent clearly
defined criteria for a performance evaluation process for principals, assistant
principals, and supervisors that are consistent with the performance objectives set
forth in the Guidelines for Uniform Performance Standards and Evaluation
Criteria for Teachers, Administrators-Principals, and Superintendents as
provided in § 22.1-253.13:5 and that includes, among other things, an assessment
of such administrators' skills and knowledge; student academic progress
[emphasis added] and school gains in student learning; and effectiveness in
addressing school safety and enforcing student discipline. The division
superintendent shall implement such performance evaluation process in making
employment recommendations to the school board pursuant to § 22.1-293....

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Principals set
forth seveneight performance standards for all Virginia principals. Pursuant to state law,
principal evaluations must be consistent with the performance standards (objectives) included in
this document.

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Principals
originally approved on February 23, 2012, and subsequently revised on July 23, 2015 and
January 10, 2020, provide school divisions with a model evaluation system, including sample
forms and templates that may be implemented “as is” or used to refine existing local principal
evaluation systems. Properly implemented, the evaluation system provides school divisions with
the information needed to support systems of differentiated compensations or performance-based

pay.

The Code of Virginia requires that school boards’ procedures for evaluating principals must:
e Dbe consistent with the performance standards set forth in the Guidelines for Uniform

Performance Standards and Evaluation Criteria for Principals;
¢ include student academic progress as a significant component; and
¢ include an overall summative rating.

What Can School Divisions Modify?

The Guidelines provide a uniform approach to principal evaluation which should be used
throughout the Commonwealth of Virginia. Certain aspects are prescribed by the Code of
Virginia, while others are highly recommended based on the research surrounding effective
principals and best evaluation practices drawn from experiences in using principal evaluation.
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However, the Virginia Department of Education recognizes the importance of providing local
school divisions with the flexibility to make certain modifications to the evaluation system to
meet their unique needs. The bullets below describe the major components of the evaluation

system and what can and cannot be modified.

Performance Standards: Performance standards should not be modified.

Performance Indicators: Performance indicators are based on the research relating to
effective principals, but school divisions may modify them to meet their needs or
areas of focus.

Performance Rubrics: School divisions may modify performance rubrics, but the
Effective level is written as the actual performance standard, so it should not be
modified. Also note that the descriptions in the rubrics were intentionally constructed
in a parallel manner so that the descriptors use similar terminology (i.e., Highly
Effective uses “role model,” Approaching Effective uses “inconsistent,” and
Ineffective uses “inadequate” or “fails to.”

Informal Observations/School Site Visits: Observations and school site visits are
optional but recommended. The implementation details (e.g., frequency, duration,
completion dates) are left to the local school division.

Documentation Evidence: The use of documentation evidence is optional, but
recommended as it provides principals input into their evaluation and provides
evidence for those performance standards that are not easily observed.

Teacher/Staff Surveys: Surveys are optional, but recommended as perceptions of
principal performance provide a valuable source of feedback. Survey questions
provided in this handbook have been specifically selected to address the performance
standards but may be modified by the local school division.

Measures of Student Progress: The Code of Virginia requires that student academic
progress be a significant component of the evaluation. How student academic
progress is met in the evaluation is the responsibility of local school boards. Student
learning should be determined by multiple measures of student academic progress
(e.g., progress tables, goal setting for student achievement, other valid measures).

Other Data Sources: Data sources other than those specified above (e.g., conferences,
meetings) may be used as determined by the local school division.

Rating Levels: The rating level names are highly recommended but may be modified
by the local school division.

Interim Evaluation: All beginning principals should receive an interim review to
provide systematic feedback prior to the summative evaluation.

Summative Evaluation: The Code of Virginia requires all principals to receive a
summative evaluation.

Single Summative Rating: All principals will receive a single summative rating to
provide an overall rating of the principal’s performance. The Guidelines provide
suggested weightings.
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e Forms: The forms provided in the Guidelines have been developed to include the
required information, but school divisions may modify them as needed.
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Part 2: Uniform Performance Standards for Principals

The uniform performance standards for principals are used to collect and present data to
document performance that is based on well-defined job expectations. They provide a balance
between structure and flexibility and define common purposes and expectations, thereby guiding
effective leadership. The performance standards also provide flexibility, encouraging creativity
and individual principal initiative. The goal is to support the continuous growth and
development of each principal by monitoring, analyzing, and applying pertinent data compiled
within a system of meaningful feedback.

Defining Principal Performance Standards

Clearly defined professional responsibilities constitute the foundation of the principal
performance standards. A fair, and comprehensive, and equitable evaluation system provides
sufficient detail and accuracy so that both principals and evaluators (i.e., superintendent,
supervisor) reasonably understand the job expectations.

The expectations for professional performance are defined using a two-tiered system consisting
of appreach-of eight performance standards and multiple performance indicators affiliated with
each performance standard intended- to define the expectations for principal performance.
Principals will be rated on the performance standards using performance rubrics, which are
presented in Part 5.

Performance Standards

Performance standards define the criteria expected when principals perform their major duties.
For all principals, there are seven-eight performance standards as shown in Figure 2.1.

Figure 2.1: Performance Standards

1. Instructional Leadership
The principal festers-drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and
learning that leads to student academic progress and school improvement.

2. School Climate
The principal fosters the success of all students by developing, advocating, nurturing,
and sustaining an academically rigorous, positive, welcoming, and safe school climate
for all stakeholders.

3. Human Resources ManagementlLeadership

The principal festers-effeetive-provides human resources management-leadership by
assistingwith-selection-and-indunetion—and-by-selecting, inducting, supporting,

evaluating, and retaining quality instructional and support personnel.

4. Organizational Management
The principal festers-cultivates the success of all students by supporting, managing, and
overseeing the school’s organization, operation, and use of resources.
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5. Communication and Community Relations
The principal fosters the success of all students by communicating, axnd-collaborating,
and engaging effeetivelb-with family and community stakeholders to promote
understanding and continuous improvement of the school’s programs and services.

6. Culturally Responsive and Equitable School Leadership?
The principal demonstrates a commitment to equity and fosters culturally inclusive and
responsive practices aligned with division and school goals, priorities, and strategies
that support achievement for all students.

67. Professionalism
The principal fosters the success of all students by demonstrating behavior consistent
with legal, ethical, and professional standards-and-ethies, engaging in continuous
professional development, and contributing to the profession.

78. Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

Performance Indicators

Performance indicators provide examples of observable, tangible behavior that indicate the
degree to which principals are meeting each standard. This helps principals and their evaluators
clarify performance levels and job expectations. Fhatis;-the-performance-indicators-provide-the
answer-to-what-must-be-performed—Performance indicators are provided as examples of the
types of performance that will occur if a standard is being falfiled-successfully met. However,
the list of performance indicators is not exhaustive; and they-are-is not intended to be
prescriptive. It should be noted that indicators in one performance standard may be closely
related to indicators in another standard. This is because the standards, themselves, are not
mutually exclusive and may have overlapping aspects.

Evaluators and principals should consult the sample performance indicators for clarification of
what constitutes a specific performance standard. Performance ratings are made at the
performance standard level, NOT at the performance indicator level. Additionally, it is
important to document a principal’s performance on each standard with evidence generated
from multiple performance indicators. Sample performance indicators for each of the
performance standards follow on the feHewing-subsequent pages.

4 The VDOE Department of Diversity, Equity, and Inclusion recommends the following resources:

Navigating EdEquityVA Roadmap: (Glossary of Key Terms — pp. 9-10; Virginia Equity Priorities: Increasing the
Cultural Competency of Virginia’s Educator Workforce — p. 21; Culturally Responsive Educators-Competencies —
p- 23); Report of Virginia’s African American History Education Commission (Subcommittee on Professional
Development-Defining Key Terms — p. 14; Defining Culturally Responsive Practice for Virginia Educators —

pp- 16-18); PD Recommendations — p. 19); and EdEquityVA Webpage on CR Resources.
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Performance Stan@ 1: Instructional Leadership

The principal festers-drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and learning
that leads to student academic progress and school improvement.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

1.1

1.2

1.3

1.34

1.45

1.56

1.67

1.78

1.89

1.910Provides the expectation and focus for eentined-continuous learning of all

1.4011 Promotes and sSupports professional development and instructional planning and
delivery practices that incorporate the use of achievement data and result in
increased student progress.

1.12 Demonstrates the importance of sustained professional development by

1.13

Leads the collaborative development and sustainment-implementation of a
compelling shared vision for educational improvement and works collaboratively
with staff-students, parents/caregivers, staff, and other stakeholders to develop a
mission and programs consistent with the division’s strategic plan.

Collaboratively plans, implements, supports, monitors, and evaluates instructional
programs that enhance rigorous and relevant teaching and student academic
progress; and that lead to school improvement.

Connects both initiatives and innovative strategies to maximize the achievement of
each student.

Analyzes current academic achievement data and instructional strategies to make
appropriate educational decisions te-that improve classroom instruction, increase
student achievement, and #mpreve-maximize overall school effectiveness.
Pessesses-Acquires and shares knowledge of research-based instructional best
practices in the classroom.

Works collaboratively with staff to identify student needs and to design, revise, and
monitor instruction to ensure effective delivery of the required curriculum.

Provides-teachers-with-Generates, aligns, and leverages resources for the successful
implementation of effective instructional strategies.

Monitors and evaluates the use of diagnostic, formative, and summative
assessment to provide timely and accurate feedback to students and
parents/caregivers, and to inform instructional practices.

Provides collaborative leadership for the design and implementation of effective-and
efficient schedules that protect and maximize instructional time.

members of the school community.

participating in and providing adequate time and resources for teachers and staff te
partietpate-in-for professional learning (i.e., peer observation, mentoring, coaching,
study groups, learning teams, action research).

Evaluates the impact professional development has on the staff, instructional
practices, #/school improvement, and student academic progress.

10 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/
Ginny Tonneson
We settled on “students, parents/caregivers, staff, and other stakeholders” for the teacher evaluation system, so this is reflected throughout this document for consistency.


Ginny Tonneson
To be consistent with the teacher standards and indicators, we are removing or replacing “effectively” so that someone is not rated effective based on doing something effectively.
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Performance Standard 2: School Climate

The principal fosters the success of all students by developing, advocating, nurturing, and
sustaining an academically rigorous, positive, welcoming, and safe school climate for all
stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
2.1 Uses data and iIncorporates knowledge of the social, cultural, leadership
emotional, and pelitieal-behavioral dynamics of the school community to cultivate
a positive, engaging academic learning environment.
2.2 Consistently models and collaboratively promotes high expectations, mutual
respect, concern, and empathy for students, staff-parents/caregivers, staff, and
other stakeholders;-and-community.

2.3 UBtilizes-Uses shared decision-making and collaboration to build relationships and
engage with all stakeholders and maintair-enhance positive school morale.

2.4 Models and inspires trust and a risk-tolerant environment by sharing information
and power to promote growth, change, and innovation.

2.5 Maimntains-acolegialenvironment-and-supports-the-Supports students,
parents/caregivers, staff, and other stakeholders through the stages of the change
process.

2.6 Identifies and aAddresses barriers to teacher and staff performance and provides
positive working conditions to encourage retention of highly-effective personnel.

2.7 Develops, ardter implements, monitors, and communicates a safe-school safety
plan that manages crisis situations in an effeetive-appropriate and timely manner.

2.8 Involves students, staff; parents/caregivers, staff, and other stakeholders;and-the
commumity to create, promote, and sustain a positive, safe, and healthy learning
environment that reflects state, division, and local school rules, policies, and
procedures.

2.9 Develops and/or implements best practices in schoolwide behavior management
thatare-effective-withinthe sehool-community-and communicates behavior
management expectations to students, teachers;-and-parents/caregivers, staff, and
other stakeholders.

2.10 Is visible, approachable, and dedicates time to listen to the concerns of students,
parents/caregivers, staff-teachers, and other stakeholders.

2.11 Maintains a positive, collegial, inviting school environment that promotes and

assists in the development of the whole student-and-valaes-every-student-as-an
. | el hool "

2.12 Respects and promotes the appreciation of diversity and values and includes every
student as an important member of the school community.
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Performance Standard 3: Human Resources Management-Leadership

The principal fosters-effective-provides human resources management-leadership by
assisting-with-selection-andinduetion—and-by-selecting, inducting, supporting, evaluating,

and retaining quality instructional and support personnel.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
3.1 Actively partieipates-leads in the selection process, where applicable, and assigns

highly-effective staff in a fair and equitable manner based on school and division
needs, assessment data, and local, state, and federal requirements.

3.2 Supports formal building-level employee induction processes and informal
procedures to support and assist all new personnel.

3.3 Provides a mentering-development process for all new and targeted instructional
personnel;-as-wel-as-and cultivates leadership potential through personal
mentoring and coaching.

3.4 Manages the supervision and evaluation of staff in accordance with local and state
requirements.

3.5 Properly implements the teacher and staff evaluation systems, supports the
important role evaluation plays in teacher and staff development, and evaluates
performance of personnel using multiple sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal
feedback on strengths and weaknesses, and provides support, resources, and
remediation for teachers and staff to improve job performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention,
promotion, and dismissal consistent with established policies and procedures and
with student academic progress as a primary consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff
and provides them opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff
members and providing them with professional development opportunities to

improve student learning and to grow professionally. and-gain-self-confidence-in
their skills,
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Performance Standard 4: Organizational Management
The principal festers-cultivates the success of all students by supporting, managing, and
overseeing the school’s organization, operation, and use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of

Virginia public education rules, regulations, laws, and school division policies and
procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and
orderly facility and grounds.

4.3 Monitors and provides supervision effieiently-for-the physteal plant-and-of all

instructional programs, building space usage, and all related activities through an
appropriately prioritized process.

4.4 Secures, monitors, and allocates resources to maximize improvement, aligned to
the school’s mission and goals, through accepted school and school division
policies and procedures.

4.45 Analyzes data to identify and plan for ldentiftespotential-organizational,

operational, or resource-related problems and deals-with-resolves them in a timely,
consistent, and effeetive-appropriate manner.

4.56 Establishes-and-uses-aceepted-proeceduresto-Ddevelops short- and long-term goals
through-effective-allocation-ofresetrees-to improve organizational and operational

efficiency and impact.
4.67 Reviews fiscal records regularly to ensure accountability for all funds.

4.78 Plans and prepares a fiscally-responsible budget to support the school’s mission and
goals.

4.89 Follows federal, state, and local policies with regard to finances, school
accountability, and reporting.

4.910 Implements strategies for the inclusion of staff and stakeholders in various
planning processes, shares in management decisions, and delegates duties as
applicable, resulting in a smoothly operating workplace.
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Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, axd collaborating, and
engaging effeetively-with family and community stakeholders to promote understanding
and continuous improvement of the school’s programs and services.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
5.1 Plans strategically for and solicits student, parent/caregiver, staff, parent-and other

stakeholder input to promote effeetive-sound judgment in the decision-making
process and communication when appropriate.

5.2 Collaborates with stakeholders to develop and c€ommunicates long- and short-term
goals and the school improvement plan-te-all-stakeholders.

5.3 Disseminates information to staff-students, parents/caregivers, staff, and other
stakeholders in a timely manner through multiple channels and sources.

5.4 Involves students, parents/caregivers, staff, and other stakeholders in a
collaborative effort to establish positive relationships that support academic
success, health, and well-being.

5.5 Maintains visibility and accessibility to students, parents/caregivers, staff, and
other stakeholders.

5.6 Speaks and writes consistently in ag clear, explicit, and professional manner using
standard oral and written English to communicate appropriately with students,
parents/caregivers, staff, and other stakeholders.

5.7 Uses appropriate resources to communicate with stakeholders whose primary
language is not English.

5.#8 Provides a variety of opportunities for parent/caregiver and family involvement in
school activities.

5.89 Collaborates and networks with colleagues and stakeholders to effeetively utilize
capitalize on the resources and expertise available in the local community.

5.910 Advocates for students and acts intentionally to influence family, school, and
leeal; division;and-state decisions affecting student learning.

5.181 Assesses, plans for, responds to, and interacts with the larger political, social,
economic, legal, and cultural context that affects schooling based on relevant
evidence.
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Performance Standard 6: Culturally Responsive and Equitable School Leadership*
The principal demonstrates a commitment to equity and fosters culturally inclusive and
responsive practices aligned with division and school goals, priorities, and strategies that
support achievement for all students.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

6.1 Collects, interprets, and communicates student group disaggregated assessment,
engagement, behavioral, and attendance data to identify and understand how and
why inequities exist and implements procedures and strategies to address
inequity.

6.2 Works collaboratively with students, parents/caregivers, staff, and other
stakeholders to develop and implement a school improvement plan based on
shared school mission, vision, and values that embed equity and culturally
responsive teaching and learning.

6.3 Implements culturally responsive and equitable approaches to school discipline
and fosters a school environment of inclusion by building organizational capacity
to establish and maintain a safe and affirming school environment for all
students.

6.4 Provides leadership for culturally relevant and responsive curriculum,
instructional practices, and assessments to support the achievement of all students.

6.5 Advocates for and supports equity and access to educational programs and
learning opportunities to meet the learning needs of all students.

6.6 Recruits, develops, and retains effective, culturally responsive staff in accordance
with the mission, vision, and articulated values of the school.

6.7 Provides evidence-based and targeted professional learning and coaching to
support culturally responsive teaching and reflective practices among teachers and
staff.

6.8 Facilitates and engages in dialogue with teachers and staff to promote an equity-
centered, inclusive school environment that fosters a sense of belonging for all
students.

6.9 Builds positive relationships with students, parents/caregivers, staff, and other
stakeholders that use multimodal methods of communication inclusive of the
language, dialect, cultural, and social needs of all students and their families.

*Note: Equity denotes the fairness of opportunities for student learning and success.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Principal Evaluation Work Group, October-November, 2021

15 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/
Ginny Tonneson
This caveat was added to the Teacher Guidelines, but modified for this document.


Performance Standard 67: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with
legal, ethical, and professional standards-end-ethies, engaging in continuous professional
development, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
67.1 Creates a culture of respect, understanding, sensitivity, and appreciation for
students, parents/caregivers, staff, and other stakeholders and models these
attributes en-a-daily-basis.

67.2 Works within legal, ethical, and professional and-ethieal guidelines to improve
student learning and to meet school, division, state, and federal requirements.

67.3 Maintains a professional appearance and demeanor in accordance with school
board policy and division expectations.

67.4 Models professional behavior and is culturally responsive-eempeterey to students,
parents/caregivers, staff, and other stakeholders.

67.5 Maintains confidentiality.
67.6 Maintains a positive, and-forthright, and respectful attitude.

67.7 Provides leadership in sharing ideas and information with staff and other
professionals.

67.8 Works in a collegial and collaborative manner with other administrators, school
personnel, and other stakeholders to promote, and-support, and enhance the vision,
mission, and goals of the school division.

67.9 AssumesrespensibilityforEngages in personal professional development te that
posmvely 1mpacts school effectlveness bxfeeﬂmbk&mg—te—aﬂd—wpﬁeﬁmg—the

67.10Remains current with research related to educational issues, trends, and practices
and maintains a high level of technical and professional knowledge.
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Performance Standard 78: Student Academic Progress

The principal’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
78.1 Collaboratively develops, implements, and monitors the school improvement plan
that results in increased student academic progress.

78.2 BYtlizes-Uses research-based techniques for gathering and analyzing data from
multiple measures to use in making decisions related to student academic progress
and-schoolimprovement.

78.3 Communicates assessment results to multiple internal and external stakeholders.

78.4 Collaborates with teachers and staff to monitor and improve multiple measures of
student progress through the analysis of data, the application of educational
research, and the implementation of appropriate intervention and enrichment
strategies.

78.5 Ytilizes-Uses faculty meetings, team/department meetings, and targeted professional
development activities to focus on student progress outcomes.

78.6 Provides evidence that students are meeting measurable, reasonable, and appropriate
achievement goals.

78.7 Demonstrates responsibility for school academic achievement through proactive
interactions with-faetlty/statf; students, parents/caregivers, staff, and other
stakeholders.

78.8 Collaboratively develops, implements, and monitors long- and short-range
achievement goals that address varied student populations according to state
guidelines.

78.9 Ensures teachers’ student achievement goals are aligned with building-level goals
for increased student academic progress and for meeting state benchmarks.

78.10Sets benchmarks and implements appropriate strategies and interventions to
accomplish desired outcomes.

Note: Performance Standard 78: If a principal effectively fulfills all previous standards, it is
likely that the results of his or her leadership — as documented in Standard #8: Student
Academic Progress — would be positive. The Virginia principal evaluation system includes the
documentation of student growth as indicated within Standard 78 and recommends that the
evidence of progress be reviewed and considered throughout the year. Trend analysis, along
with your data analysis tools, should be used where applicable.
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Part 3: Documenting Principal Performance

The role of a principal requires a performance evaluation system that acknowledges the
contextual nature and complexities of the job. Multiple data sources provide for a
comprehensive and authentic “performance portrait” of the principal’s work. The sources of
information described in Figure 3.1 were selected to provide comprehensive and accurate
feedback on principal performance.

Figure 3.1: Suggested Documentation Sources for Principal Evaluation

Data Source Definition

Self-Evaluation Self-evaluation reveals principals’ perceptions of their job

(Recommended) performance. Results of a-self-evaluation should inform principals’
personal goals for professional development.

Informal Informal observations/school site visits, applied in a variety of

Observation/ settings, provide information on a wide range of contributions made

School Site Visits by principals. Informal observations/school site visits may range from

(Recommended) watching how a principal interacts with others, to observing programs
and shadowing the administrator.

Portfolio/ Portfoliostd-Documentation Hegs evidence provide-documentation

Documentation includes items generated by principals as evidence of meeting the

FegEvidence seven eight performance standards.

(Recommended)

Teacher/Staff Survey | Slimate Ssurveys provide information to principals about perceptions

(Recommended) of job performance. The actual survey responses are seen only by the
principal who prepares a survey summary for inclusion in the
pertfohiordecumentlog.documentation Eegevidence.

Goal Setting Principals, in conjunction with their evaluators, set goals for

(Recommended) professional growth and school improvement.

Note: All recommended data sources may not always be necessary in a principal evaluation
system. Rather, options are provided from which local decisions can be made to design the
evaluation system in a manner that best fits local needs.

To address the contextual nature of the principal’s job, each principal should provide a school
profile narrative to his or her evaluator. This may be done via the Student Academic Progress
Goal Setting Form. It is strongly recommended that the principal also discuss the unique
characteristics of the school with the evaluator.
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+Instructional eadership / . X X
2-School-Chimate / X X X
3HumanResourees Manaserment / X X
4-Organizational Management 4 4 X 4
5. Communication and Community Relations / X #
0. Prolessionalism / X X # X
T -Stadent-Academic Progress X X

Evaluators may choose to use the Formative Assessment Form at the end of the chapter to
document evidence from any of these sources.

Self-Eevaluation

Self-evaluation is a process by which one may jadge-reflect on the effectiveness and adequacy of
his or her performance, effects, knowledge, and beliefs for the-purpese-of self-improvement.
By thinking about what works, what does not work, and what types of changes one might make
to be more successful, the likelihood of knowmg how to improve and actually making the
improvements increases dramatlcally Evidencesuggests-that self-evaluationis-aeritical

he ¢y 3 nd ety en ged—Furthermore, self-evaluation
can help a principal to target areas for professmnal development A sample Principal Self-
Eevaluation Form is provided on the following pages.
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Sample: Principal Self-Eevaluation Form Page 1 of 3

SAMPLE Principal Self-Eevaluation Form
Directions: Principals skowtd may use this form annually to reflect on the effectiveness and
adequacy of their practice based on each performance standard. Please refer to the

performance indicators for examples of behaviors exemplifying each standard.

Principal: Date:

1. Instructional Leadership
The principal festers-drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and learning
that leads to student academic progress and school improvement.

Areas of strength:

Areas needing work/strategies for improving performance:

2. School Climate
The principal fosters the success of all students by developing, advocating, nurturing, and
sustaining an academically rigorous, positive, welcoming, and safe school climate for all
stakeholders.

Areas of strength:

Areas needing work/strategies for improving performance:

3. Human Resources Management-Leadership

The principal fosters-effeetive-provides human resources wmanagement-leadership by assisting
with-selection-and-induction—and-by-selecting, inducting, supporting, evaluating, and

retaining quality instructional and support personnel.

Areas of strength:

Areas needing work/strategies for improving performance:
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Sample: Principal Self-Eevaluation Form Page 2 of 3

4. Organizational Management
The principal fosters-cultivates the success of all students by supporting, managing, and
overseeing the school’s organization, operation, and use of resources.

Areas of strength:

Areas needing work/strategies for improving performance:

5. Communication and Community Relations

The principal fosters the success of all students by communicating, end-collaborating, and
engaging effeetivety-with family and community stakeholders to promote understanding and
continuous improvement of the school’s programs and services.

Areas of strength:

Areas needing work/strategies for improving performance:

6. Culturally Responsive and Equitable School Leadership

The principal demonstrates a commitment to equity and fosters culturally inclusive and
responsive practices aligned with division and school goals, priorities, and strategies that
support achievement for all students.

Areas of strength:

Areas needing work/strategies for improving performance:

67. Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with
legal, ethical, and professional standards-and-ethies, engaging in continuous professional
development, and contributing to the profession.

Areas of strength:

Areas needing work/strategies for improving performance:
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Sample: Principal Self-Eevaluation Form Page 3 of 3

78. Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

Areas of strength:

Areas needing work/strategies for improving performance:
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Informal Observations/School Site Visits

Informal observations/school site visits, applied in a variety of settings, provide information on a
wide range of contributions made by principals. Informal observations/school site visits may
range from watching how a principal interacts with others to observing programs and shadowing
the administrator.

Site visits are a method by which evaluators may gain insight into whether principals are meeting
the performance standards. Evaluators are encouraged to conduct multiple site visits to the
principal’s school. During a site visit, evaluators should discuss various aspects of the job with
the principal. This can take the form of a formal interview or a less structured discussion.
Through questioning, the evaluator may help the principal reflect on his or her performance,
which may provide insight into how the principal is addressing the standards. When using
documentation evidence, Staeh-a discussion may also help the principal to think through the
artifacts he or she might submit to the evaluator to demonstrate proficiency in each standard. In
addition, evaluators can use the principal’s responses to the questions to determine issues they
would like to further explore with the principal’s faculty and staff. Furthermore, it is recognized
that in many cases it takes time to effect change in a school, and by having an honest, open
discussion, the principal is provided an opportunity to explain the successes and trials the school
community has experienced #relationte concerning school changes. The site visit also
provides an opportunity for the evaluator to offer feedback. Suggested guiding questions an
evaluator may want to address are included on the Informal Observation/Site Visit Form on the
following page. Following the site visit, evaluators should provide timely and written feedback
to the principal.
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Sample: Informal Observation/School Site Visit Form Page 1 of 5

SAMPLE Informal Observation/School Site Visit Form

Directions: Evaluators shewldmay use this form to document evidence related to the standards
obtained from informal observations or site visits. Suggested guiding questions for discussion
are listed under each standard.

Principal’s Name: Date:

Evaluator’s Name:

Performance Standard 1. Instructional Leadership

The principal fosters-drives the success of all students by facilitating the development, communication,
implementation, and evaluation of a shared vision of teaching and learning that leads to student
academic progress and school improvement.

Suggested Guiding Questions/Prompts:
» What-opportunitieshaveyonecreated-thisyearfor-How have you facilitated collaboration among

teachers?
* How have you strived thisyear to improve the teachers’ effective instructional practices associated
with different subject areas?

* How do you meake-ensure curriculum standards are taught by the teachers and mastered by the
Students?

* How do you menitor-support teachers’ performance and provide constructive feedback to them?

* What types of teacher learning and development activities or programs have you participated in or
provided this year? What have you learned?

* How do you involve the expertise of teacher leaders?

Comments:
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Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, nurturing, and sustaining
an academically rigorous, positive, welcoming, and safe school climate for all stakeholders.

Suggested Guiding Questions/Prompts:
* Please give some examples of the strategies you use to create and sustain a positive and safe
learning environment in your school.
* What are the strategles you use to nurture and sustain a clzmate of trust in your school ?

ehﬁ%aqﬁﬁesﬁi%teﬁ—%d—smﬂ—Explam ow you model desired or expected behaviors and

characteristics for students and staff-
* How do you foster positive school attendance for students?
* What are the internal and external factors that you perceive are affecting your school?
* How have you strived thisyear to make the school environment more academically rigorous?

Comments:

Performance Standard 3: Human Resources Management-Leadership
The principal fosters-effeetive-provides human resources management-leadership by assisting
with-selection-and-induection—and-by-selecting, inducting, supporting, evaluating, and retaining

quality instructional and support personnel.

Suggested Guiding Questions/Prompts:

* Please give examples of professional development initiatives implemented and/or continwed
sustained this-sehoolyear-to improve teacher performance.

* In what ways do you support the achievements of high-performing teachers?

* How do you support growth among teachers who have yet to meet the standard of effectiveness?

* How do you ensure new-teachers and staff receive the support they need-duringtheirfirstyear?

* How do you acclimate new teachers and staff to the expectations of your building?

* How do you foster an atmosphere of professional learning among staff?

* What are the most difficult human resources management decisions you have made thisyear-since
your last summative evaluation? What aspects went well and what aspects were challenging?

Comments:
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Performance Standard 4: Organizational Management
The principal fosters-cultivates the success of all students by supporting, managing, and overseeing the
school’s organization, operation, and use of resources.

Suggested Guiding Questions/Prompts:
* How do you establish routines and procedures for the smooth running of the school that staff
members understand and follow?
* What information is used to inform the decisions related to organizational management?
* Instructional time is one of the most essential resources for student success in learning. What-are
yeﬁ—demg—t-e—How do you protect mstructtonal tlme7

o J17]

seheel—s—e%gaﬂﬁaﬁeﬁa-l—n%agemen# What Strategzes do you use to ensure the most eﬁ’ecnve

organizational model within your building?

eaie

Comments:

Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, end-collaborating, and engaging
effeetively-with family and community stakeholders to promote understanding and continuous
improvement of the school’s programs and services.

Suggested Guiding Questions/Prompts:

* How do you engage in open dialogue with multiple stakeholders from the larger school
community?

* How do you involve parents and families in student learning?

* How do you disseminate needed information (such as student academic progress) to students, staff,
parents, and the greater learning community?

* Please give an example of how you network with individuals and groups outside the school (e.g.,
business and government organizations) to build partnerships for pursuing shared goals.

* How do you promote the positive happenings or successes of your building?

Comments:
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Performance Standard 6: Culturally Responsive and Equitable School Leadership

The principal demonstrates a commitment to equity and fosters culturally inclusive and responsive
practices aligned with division and school goals, priorities, and strategies that support achievement
for all students.

Suggested Guiding Questions/Prompts
* How do you collaborate with teachers/staff and community members who may have different
viewpoints concerning cultural issues?
* How have you implemented programs and procedures that address the differentiated needs of your
teachers/staff and students?
* In what ways do you encourage and model civil discourse among teachers/staff and families who
might have differing viewpoints on cultural issues within your school?

* How do you articulate the importance of equitable access to resources as a priority to parents and
community members?

* How are students’ voices included in school events with respect to differing viewpoints?

* How does your budget reflect your commitment to equitable opportunities for student learning and
success?

* Please give an example of how your behaviors, attitudes, and procedures are congruent and
whether they allow for differences.

* How have you examined how your background may influence your behaviors and attitudes toward
students/staff/community members whose background(s) and lifestyle(s) may differ from your own
and what is comfortable to you?

* How have you provided opportunities for students, staff, and your school community to engage in
cultural competency learning?

Comments:

Performance Standard 67: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with legal,
ethical, and professional standards end-ethies, engaging in continuous professional development, and
contributing to the profession.

Suggested Guiding Questions/Prompts:

* How do you communicate professionat-the mission, vision, and-betiefs-and values to all
stakeholders?

* Give an example of a skitt-strategy that you learned during professional interactions with
colleagues that you have used successfully in your school.

* What professional learning have you sought out thisyear-since the last evaluation cycle?

* In what ways have you observed a change in your role as a school leader and your leadership
style?

* In what ways do you take-an-aetiverole-inprofessionat-organizations-provide service to the

profession (e.g., mentoring, involvement in professional organizations, presenting at conferences)?

Comments:
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Performance Standard 78: Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student academic

progress based on established standards.

Suggested Guiding Questions/Prompts:

* What is the goal setting process in your school for student academic achievement?

* What role do stakeholders play in developing and monitoring the school improvement plan?

* Please give some examples of the goals your school has set this year that are directly associated
with student achievement.

* What data are used to measure student academic progress, and how does research support its use
as a measure of progress?

* Please explain how interventions are designed, and implemented, and evaluated to support student
learning.

* What type of mid-course corrective actions do you take to accomplish desired student academic
outcomes?

* How do you empower teachers to be truly engaged in improving student success?

Comments:

Evaluator’s Signature Date
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Pertfelio/Documentation Evidence Log

reeds: Artlfacts ofa pr1nc1pa1 S perforrnance can serve as a Valuable and 1n51ghtfu1 data source
for documenting the work that principals actually do,- how they support student growth, and how
they contrlbute to the1r own profess1onal growth and development flihesaam-faets—ean—be

Documentation provides evaluators with information related to specific standards and provides
principals with an opportunity for self-reflection, demonstration of quality work, and a basis for
two-way communication with their evaluators. Documentation can confirm a principal’s effort
to document exemplary performance, can show continuing work at a proficient level, or can
demonstrate progress in response to a previously identified deficiency.

Artifacts should be authentic and are-not created solely fer—th%pe%tfel-}e—er—deeumentaﬁen—leg— as

documentation evidence. buta ; W - They should
provide evidence of one or more of the perforrnance standards Each art1fact may include a
caption since the artifact will be viewed in a context other than that for which it was developed.
Within-that- binder-orfolderthelog,pPrincipals may organize the material in any way they see
fit; however, the emphasis should be on the quality of work, not the quantity of materials
presented. One to three quality artifacts per standard are recommended.
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A sample Documentation £eg-Evidence Cover Sheet is provided on the following page. This
sheet is designed to help a principal organize documents. Also, the sheet provides examples of
the types of material a principal might consider providing to show evidence of preficieney
effectiveness in the seven-eight performance standards.

While the preceding paragraphs have referred to the principal providing his or her own
documentation as evidence of meeting the performance standards, evaluators are-free-to-maintain
their-owsnrmay use additional documentation (e.g., evaluator notes or a running record) relative to
the principal’s performance. This type of evaluator documentation may come from a variety of
sources such as those mentioned in the Informal Observation/School Site Visit section
(informally observing the principal during meetings, watching his or her interactions with others,
etc.). This type of documentation should be considered along with the principal’s own
documentation when making formative and summative assessments. As such, evaluators should
write comments related to their own documentation on the Formative Assessment Form or the
Summative Assessment Form, as applicable.
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SAMPLE Documentation Eeg-Evidence Cover Sheet

Directions: The principal showtdmay list the items he or she plans to submit as documentation of
meeting each performance standard to supplement evidence gathered through other means. This
form is optional. Documentation also may need to be supplemented with eonversation;
discussion; and/or annotations to clarify the principal’s practice and process for the evaluator.

Principal:
School: School Year:
Decumentation-Evidence Principal Reflective
SET TR Included Comments

1. Instructional Leadership
The principal festers-drives the
success of all students by
facilitating the development,
communication,
implementation, and evaluation
of a shared vision of teaching
and learning that leads to
student academic progress and
school improvement.

2. School Climate

The principal fosters the success
of all students by developing,
advocating, nurturing, and
sustaining an academically
rigorous, positive, welcoming,
and safe school climate for all
stakeholders.

3. Human Resources

Management-Leadership
The principalfesters-effective
provides human resources

management-leadership by
oS it solot /
induetion—and-by-selecting,

inducting, supporting,
evaluating, and retaining
quality instructional and
support personnel.
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4. Organizational
Management

The principal festers
cultivates the success of all
students by supporting,
managing, and overseeing
the school’s organization,
operation, and use of
resources.

5. Communication and
Community Relations

The principal fosters the success
of all students by
communicating, and
collaborating, and engaging
effectivel-with family and
community stakeholders to
promote understanding and
continuous improvement of the
school’s programs and services.

6. Culturally Responsive
and Equitable School
Leadership

The principal demonstrates a
commitment to equity and
fosters culturally inclusive
and responsive practices
aligned with division and
school goals, priorities, and
Strategies that support
achievement for all students.

67. Professionalism

The principal fosters the success
of all students by demonstrating
behavior consistent with legal,
ethical, and professional
standards-and-ethies, engaging
in continuous professional
development, and contributing
to the profession.

78. Student Academic
Progress

The principal’s leadership
results in acceptable,
measurable, and appropriate
student academic progress
based on established standards.
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Principals are strongly encouraged to reflect on their artifacts although this is optional based on
school division policy. School divisions may modify this form to allow principals to provide
reflections, either on the actual artifact or via electronic platform tools.

Suggested documentation that may be included: (This list is intended to provide examples and
will vary based on the school’s unique characteristics.)

1. Instructional Leadership: school improvement plan; strategic plan; vision/mission/core
belief statements; staff evaluation grid; leadership/school improvement team agendas; building
administrator responsibility chart; professional goals; master schedule; student progress
monitoring data; schedules for students in the alternative education program; project-specific
summaries of a goal; compliance with Standards of Accreditation; program development; staff
development plan; school committees and members; classroom observation feedback provided to
teachers.

2. School Climate: monthly discipline report; monthly attendance report; Teacher of the Year
recommendation; annual report of discipline, crime, and violence; teacher/staff appreciation;
summary of surveys of staff; student recognition; student groups/clubs.

3. Human Resources Management-Leadership: staff evaluation schedule including
observation schedule; evidence of teachers and staff serving as leaders in the school, school
division, and school community; monthly discipline report by teacher; teacher licensure renewal
schedule; staff evaluations; staff recognition program; Performance Improvement Plans;
mentorship program.

4. Organizational Management: building schedules; administrator responsibility chart; master
schedule and course compliance; facility use log; physical plant and grounds management
schedule; annual financial audits; attempts to collect outstanding fees and/or obligations
wneollected-debts; inventory records; career and technical education compliance; state and
federal mandated-speeial-edueation compliance; long-rangegoals:short-range-goals-crisis plans
and safely drill documentation; health and medical compliance; completion of annual school
safety audit.

5. Communication and Community Relations: faculty meeting agendas; newsletters;
PAC/PTO/PTA agendas; event calendars; flyers; optional parent/community survey; Wweb site
link; eompletion-ofannual-sehoelsafety-audit; Safe School’s committee agendas and minutes of
meetings; School Health Advisory Board agendas and minutes of meetings; media
communications; presentation to civic/community groups; social media presence.

6. Culturally Responsive and Equitable School Leadership: samples of culturally-diverse
programs or communications; school-level cultural competency professional learning plans,
agendas, presentation materials; titles of culturally-diverse books suggested to or used with the
staff; differentiated programs.
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67. Professionalism: staff development activity agendas; department/grade level meeting
documentation; summary of staff surveys; professional conference attendance; professional
organization membership; academic course transcripts; sample stakeholder correspondence;
public speaking engagements; professional publications and/or conference presentations, and
documentation of leadership mentoring or coaching.

78. Student Academic Progress: analysis of grades for the marking period; documentation of
meeting established annual goals (e.g., school improvement plan); progress (value) table data, if
avallable and approprlate data on student achlevement from other valid, reliable sources e-g-

ef—I:eam&-ng—assessments—ete eV1dence of growth in 1dent1ﬁed student groups; 1ncreased student
enrollment in and completion of advanced coursework and/or CTE pathways. See listing in the

Goal Setting section of this document.

Teacher/Staff Surveys

Surveys are an important data collection tool used to gather client (in this instance, teacher/staff)
data regarding their perceptions of the principal’s performance. Among the advantages of using
a survey design include the rapid turnaround in data collection, the limited cost in gathering the
data, and the ability to infer perceptions of a larger population from smaller groups of
individuals.

One of the benefits of using surveys is that the collected information may help the principal set
goals for continuous improvement (i.e., for formative evaluation) — in other words, to provide
feedback directly to the principal for professional growth and development.

Principals shewld-may administer annual teacher/staff surveys according to school division
guidelines during a specified time period (for example, the second nine weeks). The principal
will retain sole access to the teacher/staff surveys; however, the principal w#-may provide a
summary of the surveys to the evaluator as part of the pertfelie/documentation H-eg-evidence.

The survey asks teachers/staff to report on items that they have directly experienced. The survey
questions address the first six-seven efthe leader performance standards. At the principal’s
discretion, additional questions may be added to the survey. The table of specifications in Figure
3.3 illustrates the alignment between the survey items and performance standards.

Figure 3.3: Table of Specifications

Principal Performance Standards Survey Item #

1 - Instructional Leadership +31613,181-4

2 - School Climate FH14.225-8

3 - Human Resources Management-Leadership 4514215 21-229-13

4 - Organizational Management 6, 7-8-9,10,16,2014-19
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Principal Performance Standards

Survey Item #

5 - Communication and Community Relations

Z17426-24-2320-23

Leadership

6 - Culturally Responsive and Equitable School

24-28

67 - Professionalism

H19:-24.2529-31

The evaluation survey described above should not be confused with the school surveys that are
developed and administered by VDOE on a biennial basis. The VDOE surveys help evaluate
school-level teaching conditions and the impact such conditions have on teacher retention and
student achievement. Separate VDOE surveys are administered to classroom instructors, staff,
and students (https://www.doe.virginia.gov/support/school-climate/index.shtml and
https://www.dcjs.virginia.gov/virginia-center-school-and-campus-safety/school-safety-

survey/secondary-school-climate-survey).
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Sample: Teacher/Staff Survey Page 1 of 2
SAMPLE Teacher/Staff Survey?®

Principal’s Name: Date:
Survey Respondent is: 00 Teacher/Instructional Staff O Support Staff

Directions: Please respond to each statement fairly to help the principal improve his/her
performance. If an area is marked with a D, please provide a written explanation. The principal
will tally the results and share them with his/her immediate supervisor.

Key: E — Exceeds expectations of performance M — Meets expectations of performance
D — Demonstrates unacceptable performance N — No basis for judgment
The principal... E  M|D|N

edueation- Demonstrates a vested interest in the goals of the school
community.
32. Visis-my-elassroomor-workspaee—Is visible and accessible in the
school.
133. Keeps-elass-interruptionsto-amintmum-Protects instructional time.
184. Gives-Provides leadership in the improvement of instruction.
H5. Treats all teachers/staff and students fairky-equitably.
Provides supervision in unstructured settings.
227. Builds/maintains desirable morale level among teachers/staff.
8.  Fosters a caring school climate that is welcoming for staff, students,
families, and community members (or other stakeholders).
49. Makes helpful recommendations te-me for improvement of
performance.
510. Carries out the teacher/staff evaluation program as it is outlined.
+211. Supports teachers in conferences with students and/or parents to
the extent circumstances permit.
+512. Seeks teacher/staff recommendations for meaningful #-serviee
pregrams-professional development.
13. Provides meaningful professional development.
614. Uses judgment, creativity, and logical thinking in solving problems.
715. Initiates change for the good of students and fertherunningthe
improvement of the school.
916. Procures needed materials and equipment.
1017. Involves teachers appropriately in decision-making.
1+618. Keeps paperwork to a minimum.
20619. Involves teachers in developing the biannual-school improvement
plan.
220. Maintains open lines of communication with employees.
+721. Keeps teachers/staff informed appropriately of communications
from the superintendent and other central office personnel.

# Questions adapted from prior work with Orange County Public Schools
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Sample: Teacher/Staff Survey Page 2 of 2

The principal... E M|D N

22. Gives constructive criticism to teachers in private.

2323. FListensto-the-views-ef-Seeks to problem-solve with students,
parents, and other ettizens stakeholders-and-implements-their

24. Demonstrates an appreciation of teacher/staff and student cultural
diversity.

25. Provides equal opportunities to teachers/staff and students regardless
of their gender, culture, or political views.

26. Uses disaggregated data to implement policies and programs which
addresses differentiated student needs.

27. Builds organizational capacity to create and maintain an affirming
school environment.

28. Encourages and models civil discourse among teachers/staff and
students who may have different viewpoints on cultural issues.

1929. Keeps-eurrent-en-Shares current educational research, and trends,
and best practices with stakeholders.

2430. Displays-a-pleasant-dispesition-Models professionalism.

253 1. Earnsrespeetfrom-teachers-Maintains positive rapport with

teachers/staff.

Sample——Teacher/Staff Survey——————————————————————————————— Pagse D of 2

COMMENTS:
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SAMPLE Survey Summary Form

Principal’s Name: Date:
School: School Year: -

Directions: Principals shewld-may tabulate and analyze the teacher/staff surveys and provide a
summary of the results. This shewld-may be included as part of the principal’s documentation.

1. How many surveys did you distribute?
2. How many completed surveys were returned?

3. What is the percentage of completed questionnaires you received? %

Teacher/Staff Satisfaction Analysis

4. Describe your survey population(s).

5. List factors that might have influenced the results.

6. Analyze survey responses and answer the following questions:

A) What did teachers/staff perceive as your major strengths?

B) What did teachers/staff perceive as your major weaknesses?

C) How can you use this information for continuous professional growth?
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Sample: Formative Assessment Form Page 1 of 8

SAMPLE Formative Assessment Form
Note: The formative assessment form is included as an option to be used if it is determined to be
in the best interest of the local school division.

Directions: Use this form to comment on evidence related to the standards from discussions with
the principal, site visitations, student academic progress and achievement data, and documentation
provided by the principal. Evaluators may use multiple formative assessment forms, as applicable.

Principal’s Name: Date:
Evaluator’s Name:

Performance Standard 1: Instructional Leadership

The principal festers-drives the success of all students by facilitating the development, communication,
implementation, and evaluation of a shared vision of teaching and learning that leads to student academic progress
and school improvement.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
1.1 Leads the collaborative development and sustainment-implementation of a compelling shared vision for

educational improvement and works collaboratively with staff-students, parents/caregivers, staff, and other
stakeholders to develop a mission and programs consistent with the division’s strategic plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhance
rigorous and relevant teaching and student academic progress; and that lead to school improvement.

1.3 Connects both initiatives and innovative strategies to maximize the achievement of each student.

1.34 Analyzes current academic achievement data and instructional strategies to make appropriate educational
decisions te-that improve classroom instruction, increase student achievement, and impreve-maximize overall
school effectiveness.

1.45 Pessesses-Acquires and shares knowledge of research-based instructional best practices in the classroom.

1.56 Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction to
ensure effective delivery of the required curriculum.

1.67 Prevides-teachers-with-Generates, aligns, and leverages resources for the successful implementation of
effective instructional strategies.

1.78 Monitors and evaluates the use of diagnostic, formative, and summative assessment to provide timely and
accurate feedback to students and parents/caregivers, and to inform instructional practices.

1.89 Provides collaborative leadership for the design and implementation of effeetive-and-efficient schedules that
protect and maximize instructional time.

1.910 Provides the expectation and focus for eentinted-continuous learning of all members of the school
community.

1.4611 Promotes and sSupports professional development and instructional planning and delivery practices that
1ncorporate the use of achievement data and result in 1ncreased student progress Pamerpates—m—pfefess*eﬂal

1.12 Demonstrates the importance of sustained professional development by participating in and prov1d1ng
adequate time and resources for teachers and staff to-partieipate-infor professional learning (i.e., peer
observation, mentoring, coaching, study groups, learning teams, action research).

1.13 Evaluates the impact professional development has on the staff, instructional practices, /school
improvement, and student academic progress.

Comments:
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Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, nurturing, and sustaining an
academically rigorous, positive, welcoming, and safe school climate for all stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

2.1 Uses data and ilncorporates knowledge of the social, cultural, leadership-emotional, and pelitieal-behavioral
dynamics of the school community to cultivate a positive, engaging academic learning environment.

2.2 Consistently models and collaboratively promotes high expectations, mutual respect, concern, and empathy for
students, staff; parents/caregivers, staff, and other stakeholders;and-community.

2.3 Ytikizes-Uses shared decision-making and collaboration to build relationships and engage with all stakeholders
and maintain-enhance positive school morale.

2.4 Models and inspires trust and a risk-tolerant environment by sharing information and power to promote
growth, change, and innovation.

2.5 Maintains-a-collegial environmentand supperts-the-Supports students, parents/caregivers, staff, and other
stakeholders through the stages of the change process.

2.6 Identifies and aAddresses barriers to teacher and staff performance and provides positive working conditions
to encourage retention of highly-effective personnel.

2.7 Develops, andfer implements, monitors, and communicates a safe-school safety plan that manages crisis
situations in an effeetive-appropriate and timely manner.

2.8 Involves students, staff; parents/caregivers, staff, and other stakeholders;-and-the-community to create,
promote, and sustain a positive, safe, and healthy learning environment that reflects state, division, and local
school rules, policies, and procedures.

2.9 Develops and/or implements best practices in schoolwide behavior management that-are-effeetive-within-the
sehoel-community-and communicates behavior management expectations to students, teachers;-and
parents/caregivers, staff, and other stakeholders.

2.101s visible, approachable, and dedicates time to listen to the concerns of students, parents/caregivers, staff
teachers, and other stakeholders.

2.11Maintains a positive, colleg1al inviting school environment that promotes and assists 1n the development of the
whole student-and- v : A h 3es

2.12Respects and promotes the appre(natlon of dlver51ty and values and includes every student as an important
member of the school community.

Comments:
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Performance Standard 3: Human Resources Management-Leadership

The principal festers-effective-provides human resources wmeanagement-leadership by assistingwith-selection

and-induction—and-by-selecting, inducting, supporting, evaluating, and retaining quality instructional and
support personnel.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

3.1 Actively partieipates-leads in the selection process, where applicable, and assigns highly-effective staff
in a fair and equitable manner based on school and division needs, assessment data, and local, state, and
federal requirements.

3.2 Supports formal building-level employee induction processes and informal procedures to support and
assist all new personnel.

3.3 Provides a mentering-development process for all new and targeted instructional personnel;-as-weH-as
and cultivates leadership potential through personal mentoring and coaching.

3.4 Manages the supervision and evaluation of staff in accordance with local and state requirements.

3.5 Properly implements the teacher and staff evaluation systems, supports the important role evaluation
plays in teacher and staff development, and evaluates performance of personnel using multiple sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal feedback on strengths
and weaknesses, and provides support, resources, and remediation for teachers and staff to improve job
performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal
consistent with established policies and procedures and with student academic progress as a primary
consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff and provides them
opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff members and providing
them with professional development opportunities to improve student learning and to grow professionally.

| oain solfconfidence in theirskills.

Comments:

42 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Sample: Formative Assessment Form Page 4 of 8

Performance Standard 4: Organizational Management

The principal festers-cultivates the success of all students by supporting, managing, and overseeing the school’s
organization, operation, and use of resources.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of Virginia public education
rules, regulations, laws, and school division policies and procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and orderly facility and
grounds.

4.3 Monitors and provides supervision efficienthyfor-the-physieal plant-and-of all instructional programs,

building space usage, and all related activities through an appropriately prioritized process.

4.4 Secures, monitors, and allocates resources to maximize improvement, aligned to the school’s mission
and goals, through accepted school and school division policies and procedures.

4.45 Analyzes data to identify and plan for Identifiespetential-organizational, operational, or resource-related
problems and deals-with-resolves them in a timely, consistent, and effeetive-appropriate manner.

4.56 Establishes-and-uses-aceepted-proeceduresto-Ddevelops short- and long-term goals threugh-effective
allocation-of reseurees-to improve organizational and operational efficiency and impact.

4.67 Reviews fiscal records regularly to ensure accountability for all funds.
4.78 Plans and prepares a fiscally-responsible budget to support the school’s mission and goals.
4.89 Follows federal, state, and local policies with regard to finances, school accountability, and reporting.

4.910 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares
in management decisions, and delegates duties as applicable, resulting in a smoothly operating
workplace.

Comments:
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Performance Standard S: Communication and Community Relations

The principal fosters the success of all students by communicating, erd-collaborating, and engaging effectively
with family and community stakeholders to promote understanding and continuous improvement of the school’s
programs and services.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
5.1 Plans strategically for and solicits student, parent/caregiver, staff, parent-and other stakeholder input to
promote effeetive-sound judgment in the decision-making process and communication when appropriate.

5.2 Collaborates with stakeholders to develop and c€ommunicates long- and short-term goals and the school
improvement plan-te-all-stakehelders.

5.3 Disseminates information to staffstudents, parents/caregivers, staff, and other stakeholders in a timely
manner through multiple channels and sources.

5.4 Involves students, parents/caregivers, staff, and other stakeholders in a collaborative effort to establish
positive relationships that support academic success, health, and well-being.

5.5 Maintains visibility and accessibility to students, parents/caregivers, staff, and other stakeholders.

5.6 Speaks and writes consistently in as clear, explicit, and professional manner using standard oral and
written English to communicate appropriately with students, parents/caregivers, staff, and other
stakeholders.

5.7 Uses appropriate resources to communicate with stakeholders whose primary language is not English.
5.#8 Provides a variety of opportunities for parent/caregiver and family involvement in school activities.

5.89 Collaborates and networks with colleagues and stakeholders to effeetivelyutilize-capitalize on the
resources and expertise available in the local community.

5.910 Advocates for students and acts intentionally to influence family, school, and leeal; division;and-state
decisions affecting student learning.

5.181 Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and
cultural context that affects schooling based on relevant evidence.

Comments:

44 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Sample: Formative Assessment Form Page 6 of 8

Performance Standard 6: Culturally Responsive and Equitable School Leadership
The principal demonstrates a commitment to equity and fosters culturally inclusive and responsive practices
aligned with division and school goals, priorities, and strategies that support achievement for all students.
Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
6.1  Collects, interprets, and communicates student group disaggregated assessment, engagement,
behavioral, and attendance data to identify and understand how and why inequities exist and
implements procedures and strategies to address inequity.

6.2  Works collaboratively with students, parents/caregivers, staff, and other stakeholders to develop and
implement a school improvement plan based on shared school mission, vision, and values that
embed equity and culturally responsive teaching and learning.

6.3  Implements culturally responsive and equitable approaches to school discipline and fosters a school
environment of inclusion by building organizational capacity to establish and maintain a safe and
affirming school environment for all students.

6.4  Provides leadership for culturally relevant and responsive curriculum, instructional practices, and
assessments to support the achievement of all students.

6.5  Advocates for and supports equity and access to educational programs and learning opportunities to
meet the learning needs of all students.

6.6  Recruits, develops, and retains effective, culturally responsive staff in accordance with the mission,
vision, and articulated values of the school.

6.7  Provides evidence-based and targeted professional learning and coaching to support culturally
responsive teaching and reflective practices among teachers and staff.

6.8  Facilitates and engages in dialogue with teachers and staff to promote an equity-centered, inclusive
school environment that fosters a sense of belonging for all students.

6.9  Builds positive relationships with students, parents/caregivers, staff, and other stakeholders that use
multimodal methods of communication inclusive of the language, dialect, cultural, and social needs
of all students and their families.

Comments:
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Performance Standard 67: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with legal, ethical, and
professional standards-and-ethies, engaging in continuous professional development, and contributing to the
profession.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
67.1 Creates a culture of respect, understanding, sensitivity, and appreciation for students, parents/caregivers,
staff, and other stakeholders and models these attributes en-a daily-basis.

67.2 Works within legal, ethical, and professional and-ethieal-guidelines to improve student learning and to
meet school, division, state, and federal requirements.

67.3 Maintains a professional appearance and demeanor in accordance with school board policy and division
expectations.

67.4 Models professional behavior and is culturally responsive-eempeteney to students, parents/caregivers,
staff, and other stakeholders.

67.5 Maintains confidentiality.
67.6 Maintains a positive, and-forthright, and respectful attitude.
67.7 Provides leadership in sharing ideas and information with staff and other professionals.

67.8 Works in a collegial and collaborative manner with other administrators, school personnel, and other
stakeholders to promote, ard support, and enhance the vision, mission, and goals of the school division.

67.9 Assames—respeﬁs%ﬁ}t-y—fer—Engages in personal professmnal development te that posmvely 1mpacts
school effectlveness : : :

67.10 Remains current with research related to educational issues, trends, and practices and maintains a high
level of technical and professional knowledge.
Comments:
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Performance Standard 78: Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student academic
progress based on established standards.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
78.1 Collaboratively develops, implements, and monitors the school improvement plan that results in
increased student academic progress.

78.2 Btilizes-Uses research-based techniques for gathering and analyzing data from multiple measures to use
in making decisions related to student academic progressand-sehoolimprovement.

78.3 Communicates assessment results to multiple internal and external stakeholders.

78.4 Collaborates with teachers and staff to monitor and improve multiple measures of student progress

through the analysis of data, the application of educational research, and the implementation of
appropriate intervention and enrichment strategies.

78.5 UYtilizes-Uses faculty meetings, team/department meetings, and targeted professional development
activities to focus on student progress outcomes.

78.6 Provides evidence that students are meeting measurable, reasonable, and appropriate achievement goals.

78.7 Demonstrates responsibility for school academic achievement through proactive interactions with
faeulty/staff; students, parents/caregivers, staff, and other stakeholders.

78.8 Collaboratively develops, implements, and monitors long- and short-range achievement goals that
address varied student populations according to state guidelines.

78.9 Ensures teachers’ student achievement goals are aligned with building-level goals for increased student
academic progress and for meeting state benchmarks.

78.10 Sets benchmarks and implements appropriate strategies and interventions to accomplish desired
outcomes.
Comments:

Commendations:

Areas of Growth:

Evaluator’s Signature Date

Evaluator’s Name
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Part 4: Connecting Principal Performance to Student
Academic Progress

School leadership is the second most influential school-level factor on student achievement

behind teacher quahty 2 Researeh—m—th%ﬁeld—haseeﬂsﬂter&b%evealed—thakseheeHeadeﬁmp

> Research has shown the

effectlveness of a pr1nc1pal can add an 1mp0rtant and srgnlﬁcant boost to student performance
and accounts for 15 percent of the overall school effect on student achievement.?> Whereas a
teacher’s impact is generally direct, a school leader’s impact on student achievement is primarily
indirect by promoting of a vision and goals, influencing school conditions, affecting teacher
quality and placement, driving instructional quality, and ensuring teachers have the resources

avallable and processes in place to be successful.?? a-sehoelwith-strongleadership-can-havea

are charged wrth supportmg and accurately evaluatrng teachers, and in many cases, are directly
responsible for selecting and retaining them. Therefore, an effective principal is an essential
element in a successful school. And, in the converse, research has shown that ineffective
principals can have a negative effect on teacher and student performance.>* Using measures of
student academrc progress to 1nforrn principal evaluation only makes sense because of the most

*&kp&et—eﬂ—te&eher‘—qual-}t—yLoverarchrng 1nﬂuence that prrncrpals have on school success an student
learning. Simply put, schools do not rise above the quality of their principals.
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Virginia Law

Virginia law requires principals, assistant principals, and teachers to be evaluated using measures
of student academic progress. Section 22.1-294 of the Code of Virginia (Probationary terms of
service for principals, assistant principals and supervisors; evaluation; reassigning principal,
assistant principal or supervisor to teaching position) states, in part, the following:

B. Each local school board shall adopt for use by the division superintendent clearly defined
criteria for a performance evaluation process for principals, assistant principals, and
supervisors that are consistent with the performance ebjeetives-standards set forth in the
Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers,
Administrators-Principals, and Superintendents as provided in § 22.1-253.13:5 and that
includes, among other things, an assessment of such administrators' skills and knowledge;
student academic progress [emphasis added] and school gains in student learning; and
effectiveness in addressing school safety and enforcing student discipline. The division
superintendent shall implement such performance evaluation process in making
employment recommendations to the school board pursuant to § 22.1-293.

Methods for Connecting Student Performance to Principal Evaluation

The Uniform Performance Standards and Evaluation Criteria incorporate student academic
progress as a significant component of the evaluation while encouraging local flexibility in
implementation. The Code of Virginia requires that student academic progress be a significant
component of the evaluation. How student academic progress is met is the responsibility of local
school boards provided that Performance Standard 78: Student Academic Progress is not the
least weighted of the performance standards or less than 1 (10 percent); however, it may be
weighted equally as one of the multiple lowest weighted standards. There are three key points to
consider in this model:
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1. Student learning should be determined by multiple measures of student academic
progress.

2. For elementary and middle school principals:

e Progress (value) table data as provided frem by the Virginia Department of Education
may be used when the data are available and can be used appropriately.?

o Student Academic Progress Goals with evidence that the alternative measure is valid
may be used. Note: Whenever possible, it is recommended that the second progress
measure be grounded in validated, quantitative, objective measures, using tools
already available in the school. These should include improvement in achievement
measures (e.g., Standards of Learning assessment results, Student Growth
Assessments, state benchmarks, local or division assessment results) for the school.

3. For high school principals: The principal evaluation should be measured using Student
Academic Progress Goals with evidence that the alternative measure is valid. These
should include improvement in achievement measures (e.g., Standards of Learning
assessment results, state benchmarks, local or division assessment results) for the school.

Figure 4.1 provides guidance for incorporating multiple measures of student academic progress
into principals’ performance evaluations.
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Figure 4.1: Guidance for Incorporating Multiple Measures of Student Academic Progress into
Principal Performance Evaluations

Principal Application of Progress Table Other Academic Progress Measures
Data
Elementary School and | Progress table data* Measures of student academic progress.
Middle School ¢ Quantitative measures already available in

the school that are validated and provide
measures of growth (as opposed to absolute
achievement) should be given priority.

e Goal setting should incorporate data from
valid achievement measures (e.g., SOL
assessment results, state benchmarks, local or
division assessment results) that focus on
school improvement whenever possible.

High School Not applicable Measures of student academic progress other than
the progress table data.

¢ Quantitative measures already available in
the school that are validated and provide
measures of growth (as opposed to absolute
achievement) should be given priority.
However, school improvement in absolute
achievement can be used as an indicator for
overall student academic progress.

e Goal setting should incorporate data from
valid achievement measures (e.g., SOL
assessment results, state benchmarks, local
or division assessment results) that focus on
school improvement whenever possible.

* When there are not sufficient progress table data to be representative of students in the school, it may be
appropriate to use progress table data as one component of the student academic progress standard, incorporating
other validated quantitative measures of growth.

Goal Setting

i mnct i i i Effective principals place focus on
school goals, including student achievement, by supporting, encouraging, and influencing others
to accomplish the school’s goals and objectives.?® To accomplish this, effective principals seek
professional development on data analysis in order to monitor, compare, and evaluate data trends
to interpret and used student achievement data to set target goals for student improvement?’.
Setting goals — not just any goals, but goals set squarely on student performance — is a powerful
way to enhance professional performance and, in turn, positively impact student academic

progress. Student Academic Progress Goal Setting 1s designed to improve student learning.
In many cases, measures of student performance can be directly documented. A value-added or
gain score approach can be summarized by comparing the Student Learning Beginning Score

with the End Result as seen in using the equation in Figure 4.2.

Figure 4.2: Gain Score Equation
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Student Learning End Result
- Student Learning Beginning Score
Student Gain Score

Examples of Measures of Student Academic Progress

To be able to measure goal attainment, principals must identify valid measures of student
academic progress appropriate to their school settings. Below are suggested focus areas for goal
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setting (not intended as-an exhaustive list and each school division/school should determine valid
measures that are appropriate for each unique school setting) that provide measures of student
academic progress that focus on school improvement. Parentheses behind each measure indicate
the school level to which the measure applies (elementary, secondary, or both).

Peossible Examples-of Measures

Evidence of growth on valid and reliable assessments across reporting groups (both)
Pattern of improvement in SOL or end of course (EOC) assessment pass rates (both)

Pattern of improvement in reporting groups achievement on SOL or EOC assessments
(both)

Pattern of improvement across grade levels on SOL or EOC assessments (both)

Decrease in achievement gaps between and among reporting groups on SOL or EOC
assessments (both)

Pattern of improvement in advanced pass rates on SOL or EOC assessments (both)

Increase in the number/percent of students with disabilities meeting their Individualized
Education Plan (IEP) goals (both)

Evidence of student mastery using performance-based assessments (both)

Increase in the percentage of English Learners (ELs) making progress or proficiency on
the Enghsh-Language Proficieney-assessment-World-Class Instructional Design and
Assessment (WIDA) and increase in the percentage of ELs achieving proficiency on
English/reading and mathematics SOL assessments (both)

Pattern of improvement on formative assessments across designated reporting groups
(both)

Decrease in the number/percent of children at risk of not learning to read by grade 3
(e.g., from fall to spring each year, reduce the percent of children failing to meet
Phonological Awareness Literacy Screening [PALS] benchmarks for being on track to be
proficient in reading by grade 3) (elementary)

Decrease in achievement gaps, as identified by PALS, between and among reporting
groups of students identified for reading intervention in grades K-2 and of students
identified as meeting the High Benchmark status in spring of grade one (elementary)

Increase in the percentage of students meeting the PALS benchmark for Concept of Word
in spring of kindergarten (elementary)

Increase in the percentage of students making at least one year’s growth in Instructional
Oral Reading Level, as measured by PALS or other valid reading assessments, in grades
one through three (elementary)

Increase in the percentage of elementary students successfully meeting Ecurriculum-
Bbased Mmeasurement benchmarks in English/reading, mathematics, science, and
history and social science (elementary)

Decrease in the percentage of K-2 retentions by demonstrating more students are meeting
or exceeding grade-level expectations (elementary)
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o Pattern of increased percentage of first- through third-grade students reading on grade
level (elementary)

e Increase in examples of nonacademic core middle or high school classes or students
receiving prestigious awards en-a-consistently basis-(e.g., art, music, band, speech,
theater) (secondary)

o Pattern of increased percentage of students across reporting groups who reeeive-ahigh
sehoel-diploma graduate on time (secondary)

o trereaseththe numberot students-enreled-eollegetevelcontses

e Increase in the number/percentage of students in underperforming reporting groups who
enroll in college-level courses in high school (secondary)

e Increase in the number/percentage of students in underperforming reporting groups who
earn college credit while in high school (secondary)

o Increase in the number/percentage of students, particularly students from

underperforming reporting groups, who enrelin-and-are-sueeessfultakingare Algebra 1
ready by eighth-grade-the time they enter high school (secondary)

e Decrease in the percentage of students who leave eighth grade at risk of not graduating
from high school with a Standard or Advanced Studies diploma (secondary)

o Pattern of increased attainment of advanced diplomas across reporting groups
(secondary)

o Pattern of increased number of high school students earning career and technical industry
certifications, state licenses, or successful national occupational assessment credentials
(secondary)

e Increase in the percent of students taking-the-SAFs-engaging in college prep and/or career
readiness activities (PSAT, SATs, etc.) (secondary)

e Increase in the percent of minerity reporting group students taking Advanced
Placement/dual enrollment courses/IB courses (secondary)

e Increase in the number/percent of students involved in one or more extracurricular
activities (secondary)

Quantitative measures of student academic progress based on validated achievement measures
that already are being used locally should be the first data considered when determining local

progress measures; other measures are recommended for use when two valid and direct measures
of student academic progress are not available.

Developing-Goals
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Sample: Student Academic Progress Goal Setting Form Page 1 of 2

SAMPLE Student Academic Progress Goal Setting Form

Directions: This form is a tool to assist principals in setting goals that result in measurable
progress. There should be goals that directly relate to school improvement goals using student
achievement results. All goals should address Standard 78: Student Academic Progress. Use a
separate sheet for each goal.

Principal’s Name:

School: School Year:

Evaluator’s Name:

I. School Profile (Describe the
school setting and any unique
circumstances impacting the
school community as a whole.)

I1. Content/Subject/Field Area
(Describe the area/topic addressed
based on learner achievement,
school achievement results, data
analysis, or observational data.)

I11. Baseline Data (What does the

current data show?)

[ ] Data attached

IV. Goal Statement (Describe what
you want learners/program to
accomplish.)

V. Means for Attaining Goal (Check the standard to which the strategies relate.)

[] 1. Instructional Leadership []2. School Climate [] 3. Human Resources
Management-Leadership

[] 4. Organizational Management [] 5. Communication and Community Relations

[] 6. Culturally Responsive and Equitable School Leadership

[ ] 67. Professionalism IX] 78. Student Academic Progress

Strategy Measurable By Target Date
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Sample: Student Academic Progress Goal Setting Form Page 2 of 2
VI. Mid-Year Review (Describe
goal progress and other relevant
data.)
Mid-year review conducted on Initials
Admin.

Eval.

VII. End-of-Year Data Results
(Describe accomplishments at the
end of year.)

[ ] Data attached

Initial Goal Submission (due by

Principal’s Signature:

to the evaluator)

Date:

Evaluator’s Signature:

Date:

End-of-Year Review

[] Appropriate Data Received

Did the strategies used and data provided demonstrate the application of professional growth?

[ ]Yes []No

Principal’s Signature:

Date:

Principal’s Name:

Evaluator’s Signature:

Date:

Evaluator’s Name:
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Part 5: Rating Principal Performance

The role of a principal requires a performance evaluation system that acknowledges the
contextual nature and complexities of the job. For an evaluation system to be meaningful, it
must provide its users with relevant and timely feedback. To facilitate this, evaluators should
conduct both formative and summative evaluations of principals. While the superintendent has
the ultimate responsibility for ensuring that the evaluation system is executed faithfully and
effectively in the division, other division administrators may be designated by the evaluator to
supervise, monitor, and assist with the multiple data source collection which will be used for
these evaluations.

Interim Evaluation

Seme-prinecipal-evaluation-systems-elade-a-An interim or annual review, especially for

beginning principals, #rerderte-provides systematic feedback prior to the completion of a
summative evaluation. The multiple data sources discussed in Part 3 are used to compile a
Principal Interim/Annual Performance Report that indicates if a principal has shown evidence of
each of the performance standards. The evaluator should share his or her assessment of the
principal’s performance by a given date (for example, the last school day before winter break).
Please note that the Principal Interim/Annual Performance Report is used to document evidence
of meeting the seven-eight standards, but does not include a rating of performance. A sample
Principal Interim/Annual Performance Report is provided on the next several pages. This form
is optional, and its use should be decided on by the local school division.
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Sample: Principal Interim/Annual Performance Report Page 1 of 9

SAMPLE Principal Interim/Annual Performance Report

Note: This is an optional report. Local school divisions should determine its use.

Directions: Evaluators use this form to maintain a record of evidence documented for each
performance standard. Evidence can be drawn from informal observations/school site visits,
perttolio/documentation log evidence review, and other appropriate sources. Evaluators may
choose to use the “Evident” or “Not Evident” boxes provided under each standard to assist with
documenting the principal’s progress towards meeting the standard. This form should be
maintained by the evaluator during the course of the evaluation cycle. This report is shared at a
meeting with the principal held within appropriate timelines.

Principal’s Name: Date:

Evaluator’s Name:

Strengths:

Areas of Improvement:

Principal’s Signature: Date:

Principal’s Name:

Evaluator’s Signature: Date:

Evaluator’s Name:
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Sample: Principal Interim/Annual Performance Report Page 2 of 9

Performance Standard 1: Instructional Leadership

The principal festers-drives the success of all students by facilitating the development, communication,
implementation, and evaluation of a shared vision of teaching and learning that leads to student academic
progress and school improvement.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
1.1 Leads the collaborative development and sustainment-implementation of a compelling shared vision for

educational improvement and works collaboratively with staffstudents, parents/caregivers, staff, and
other stakeholders to develop a mission and programs consistent with the division’s strategic plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that
enhance rigorous and relevant teaching and student academic progress; and that lead to school
improvement.

1.3 Connects both initiatives and innovative strategies to maximize the achievement of each student.

1.34 Analyzes current academic achievement data and instructional strategies to make appropriate educational
decisions te-that improve classroom instruction, increase student achievement, and impreve-maximize
overall school effectiveness.

1.45 Pessesses-Acquires and shares knowledge of research-based instructional best practices in the classroom.

1.56 Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction
to ensure effective delivery of the required curriculum.

1.67 Provides-teachers-with-Generates, aligns, and leverages resources for the successful implementation of
effective instructional strategies.

1.78 Monitors and evaluates the use of diagnostic, formative, and summative assessment to provide timely
and accurate feedback to students and parents/caregivers, and to inform instructional practices.

1.89 Provides collaborative leadership for the design and implementation of effeetive-and-efficient schedules
that protect and maximize instructional time.

1.910 Provides the expectation and focus for eentinued-continuous learning of all members of the school
community.

1.40611 Promotes and sSupports professional development and instructional planning and delivery practices
that incorporate the use of achievement data and result in increased student progress.

1.12 Demonstrates the importance of sustained professional development by participating in and providing
adequate time and resources for teachers and staff to-participate-in-for professional learning (i.e., peer
observation, mentoring, coaching, study groups, learning teams, action research).

1.13 Evaluates the impact professional development has on the staff, instructional practices, £school
improvement, and student academic progress.
Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 3 of 9

Performance Standard 2: School Climate

The principal fosters the success of all students by developing, advocating, nurturing, and sustaining an
academically rigorous, positive, welcoming, and safe school climate for all stakeholders.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

2.1 Uses data and ilncorporates knowledge of the social, cultural, leadership-emotional, and pelitical
behavioral dynamics of the school community to cultivate a positive, engaging academic learning
environment.

2.2 Consistently models and collaboratively promotes high expectations, mutual respect, concern, and
empathy for students, staff-parents/caregivers, staff, and other stakeholders;-and-ecommunity.

2.3 BYtilizes-Uses shared decision-making and collaboration to build relationships and engage with all
stakeholders and maintain-enhance positive school morale.

2.4 Models and inspires trust and a risk-tolerant environment by sharing information and power to promote
growth, change, and innovation.

2.5 Maintains-a-collegial environmentand supperts-the-Supports students, parents/caregivers, staff, and
other stakeholders through the stages of the change process.

2.6 Identifies and aAddresses barriers to teacher and staff performance and provides positive working
conditions to encourage retention of highly-effective personnel.

2.7 Develops, andfer-implements, monitors, and communicates a safe-school safety plan that manages
crisis situations in an effeetive-appropriate and timely manner.

2.8 Involves students, staff-parents/caregivers, staff, and other stakeholders;and-the-community to create,
promote, and sustain a positive, safe, and healthy learning environment that reflects state, division, and
local school rules, policies, and procedures.

2.9 Develops and/or implements best practices in schoolwide behavior management that-are-effective
within-the-school-community and communicates behavior management expectations to students,
teachers;and-parents/caregivers, staff, and other stakeholders.

2.10 Is visible, approachable, and dedicates time to listen to the concerns of students, parents/caregivers,
staff-teachers, and other stakeholders.

2.11 Maintains a positive, colleglal inviting school env1ronment that promotes and assists in the development
of the whole student an . . nt h -

2.12 Respects and promotes the appreciation of diversity and values and includes every student as an
important member of the school community.
Comments:

O Evident O Not Evident

61 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Sample: Principal Interim/Annual Performance Report Page 4 of 9

Performance Standard 3: Human Resources Management-Leadership

The principal festers-effective-provides human resources wmeanagement-leadership by assistingwith-selection

and-induction—and-by-selecting, inducting, supporting, evaluating, and retaining quality instructional and
support personnel.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
3.1 Actively partieipates-leads in the selection process, where applicable, and assigns highly-effective staff
in a fair and equitable manner based on school and division needs, assessment data, and local, state,
and federal requirements.

3.2 Supports formal building-level employee induction processes and informal procedures to support and
assist all new personnel.

3.3 Provides a mentering-development process for all new and targeted instructional personnel;-as-weH-as
and cultivates leadership potential through personal mentoring and coaching.

3.4 Manages the supervision and evaluation of staff in accordance with local and state requirements.

3.5 Properly implements the teacher and staff evaluation systems, supports the important role evaluation
plays in teacher and staff development, and evaluates performance of personnel using multiple
sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal feedback on strengths
and weaknesses, and provides support, resources, and remediation for teachers and staff to improve
job performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal
consistent with established policies and procedures and with student academic progress as a primary
consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff and provides them
opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff members and providing
them with professional development opportunities to improve student learning and to grow

professionally. and-gain-self-confidence-in-theirskills:

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 5 of 9

Performance Standard 4: Organizational Management

The principal festers-cultivates the success of all students by supporting, managing, and overseeing the school’s
organization, operation, and use of resources.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of Virginia public education
rules, regulations, laws, and school division policies and procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and orderly facility and
grounds.

4.3 Monitors and provides supervision efficienthyfor-the-physieal plant-and-of all instructional programs,

building space usage, and all related activities through an appropriately prioritized process.

4.4 Secures, monitors, and allocates resources to maximize improvement, aligned to the school’s mission
and goals, through accepted school and school division policies and procedures.

4.45 Analyzes data to identify and plan for Identifiespotential organizational, operational, or resource-related
problems and deals-with-resolves them in a timely, consistent, and effeetive-appropriate manner.

4.56 Establishes-and-uses-aceepted-proeceduresto-Ddevelops short- and long-term goals threugh-effective
alloeation-of reseurees-to improve organizational and operational efficiency and impact.

4.67 Reviews fiscal records regularly to ensure accountability for all funds.
4.78 Plans and prepares a fiscally-responsible budget to support the school’s mission and goals.
4.89 Follows federal, state, and local policies with regard to finances, school accountability, and reporting.

4.910 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares
in management decisions, and delegates duties as applicable, resulting in a smoothly operating
workplace.

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 6 of 9

Performance Standard S: Communication and Community Relations

The principal fosters the success of all students by communicating, ard-collaborating, and engaging effeetively
with family and community stakeholders to promote understanding and continuous improvement of the school’s
programs and services.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
5.1 Plans strategically for and solicits student, parent/caregiver, staff, parent-and other stakeholder input to
promote effeetive-sound judgment in the decision-making process and communication when appropriate.

5.2 Collaborates with stakeholders to develop and c€ommunicates long- and short-term goals and the school
improvement plan-te-all-stakehelders.

5.3 Disseminates information to staffstudents, parents/caregivers, staff, and other stakeholders in a timely
manner through multiple channels and sources.

5.4 Involves students, parents/caregivers, staff, and other stakeholders in a collaborative effort to establish
positive relationships that support academic success, health, and well-being.

5.5 Maintains visibility and accessibility to students, parents/caregivers, staff, and other stakeholders.

5.6 Speaks and writes consistently in as clear, explicit, and professional manner using standard oral and
written English to communicate appropriately with students, parents/caregivers, staff, and other
stakeholders.

5.7 Uses appropriate resources to communicate with stakeholders whose primary language is not English.
5.#8 Provides a variety of opportunities for parent/caregiver and family involvement in school activities.

5.89 Collaborates and networks with colleagues and stakeholders to effeetively utitize-capitalize on the
resources and expertise available in the local community.

5.910 Advocates for students and acts intentionally to influence family, school, andleeal; divisions;-and-state
decisions affecting student learning.

5.181 Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and
cultural context that affects schooling based on relevant evidence.

Comments:

O Evident O Not Evident

64 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Sample: Principal Interim/Annual Performance Report Page 7 of 9

Performance Standard 6: Culturally Responsive and Equitable School Leadership
The principal demonstrates a commitment to equity and fosters culturally inclusive and responsive practices
aligned with division and school goals, priorities, and strategies that support achievement for all students.

6.1

6.2

6.3

6.4

6.5

6.6

6.7

6.8

6.9

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

Comments:

Collects, interprets, and communicates student group disaggregated assessment, engagement, behavioral,
and attendance data to identify and understand how and why inequities exist and implements procedures
and strategies to address inequity.

Works collaboratively with students, parents/caregivers, staff, and other stakeholders to develop and
implement a school improvement plan based on shared school mission, vision, and values that embed
equity and culturally responsive teaching and learning.

Implements culturally responsive and equitable approaches to school discipline and fosters a school
environment of inclusion by building organizational capacity to establish and maintain a safe and
affirming school environment for all students.

Provides leadership for culturally relevant and responsive curriculum, instructional practices, and
assessments to support the achievement of all students.

Advocates for and supports equity and access to educational programs and learning opportunities to meet
the learning needs of all students.

Recruits, develops, and retains effective, culturally responsive staff in accordance with the mission,
vision, and articulated values of the school.

Provides evidence-based and targeted professional learning and coaching to support culturally
responsive teaching and reflective practices among teachers and staff.

Facilitates and engages in dialogue with teachers and staff to promote an equity-centered, inclusive school
environment that fosters a sense of belonging for all students.

Builds positive relationships with students, parents/caregivers, staff, and other stakeholders that use
multimodal methods of communication inclusive of the language, dialect, cultural, and social needs of all
students and their families.

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 8 of 9

Performance Standard 67: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with legal, ethical, and
professional standards end-ethies, engaging in continuous professional development, and contributing to the
profession.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

67.1 Creates a culture of respect, understanding, sensitivity, and appreciation for students, parents/caregivers,
staff, and other stakeholders and models these attributes ea-a-daily-basis.

67.2 Works within legal, ethical, and professional and-ethieal guidelines to improve student learning and to
meet school, division, state, and federal requirements.

67.3 Maintains a professional appearance and demeanor in accordance with school board policy and division
expectations.

67.4 Models professional behavior and is culturally responsiveeempeteney to students, parents/caregivers,
staff, and other stakeholders.

67.5 Maintains confidentiality.
67.6 Maintains a positive, and forthright, and respectful attitude.
67.7 Provides leadership in sharing ideas and information with staff and other professionals.

67.8 Works in a collegial and collaborative manner with other administrators, school personnel, and other
stakeholders to promote, ard support, and enhance the vision, mission, and goals of the school division.

679 Assames—respeﬁs%ﬁ}t-y—fefEngages in personal profess1ona1 development to that pos1t1ve1y 1mpacts
school effectlveness ,

67.10 Remains current with research related to educational issues, trends, and practices and maintains a high
level of technical and professional knowledge.
Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 9 of 9

Performance Standard 78. Student Academic Progress

The principal’s leadership results in acceptable, measurable, and appropriate student academic progress
based on established standards.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
78.1 Collaboratively develops, implements, and monitors the school improvement plan that results in
increased student academic progress.

78.2 Htilizes-Uses research-based techniques for gathering and analyzing data from multiple measures to use
in making decisions related to student academic progressand-sehoelimprovement.

78.3 Communicates assessment results to multiple internal and external stakeholders.

78.4 Collaborates with teachers and staff to monitor and improve multiple measures of student progress

through the analysis of data, the application of educational research, and the implementation of
appropriate intervention and enrichment strategies.

78.5 WYtlizes-Uses faculty meetings, team/department meetings, and targeted professional development
activities to focus on student progress outcomes.

78.6 Provides evidence that students are meeting measurable, reasonable, and appropriate achievement goals.

78.7 Demonstrates responsibility for school academic achievement through proactive interactions with
faeulty/staff-students, parents/caregivers, staff, and other stakeholders.

78.8 Collaboratively develops, implements, and monitors long- and short-range achievement goals that
address varied student populations according to state guidelines.

78.9 Ensures teachers’ student achievement goals are aligned with building-level goals for increased student
academic progress and for meeting state benchmarks.

78.10 Sets benchmarks and implements appropriate strategies and interventions to accomplish desired
outcomes.
Comments:

O Evident O Not Evident
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Summative Evaluation

Assessment of performance quality occurs only at the summative evaluation stage, which comes
at the end of the evaluation cycle. The ratings for each performance standard are based on
multiple data sources of information and are completed only after pertinent data from all
sources are reviewed. The integration of data provides the evidence used to determine the
performance ratings for the summative evaluations for all principals.

There are two major considerations in assessing job performance during summative evaluation:
1) the actual performance standards and 2) how well they are performed JEhe—perfofmaﬂee

CC

i v A e - The deﬁmtlons in Figure 5.1
offer general descrrptrons of the ratings. PLEASE NOT E: Ratings are applied to the seven eight
performance standards and as an overall summative rating, not to performance indicators.

Figure 5.1: Definitions of Terms Used in Rating Scale

Category | Description Definition
The principal performing at this level Exceptional performance:
maintains performance, e sustains high performance over the
accomplishments, and behaviors that evaluation-eyelea period of time
con51s'tentlv and considerably surpass the e empowers teachers and students and
estabhshed performance standaro. and consistently exhibits behaviors that have a
dees-so-in-a-manner thatexemplifies the strong positive impact on student academie

sehools-mission-and-goals—This rating is pregress-learning and the school climate

reserved for performance that is truly
exemplary and is demenstrated-with
significant student-academic progress
done in a manner that exemplifies the
school’s mission and goals.

The principal consistently meets the Effeetive-Proficient performance:

performance standard in a manner that is e consistently-meets the requirements
eonsistent-aligned with the school’s contained in the job-deseription-as-expressed
mission and goals. and-has-a-pesitive in-the-evaluation-eriteria-performance
impact-on-studentacademic progress: standard

engages teachers and exhibits behaviors that
have a positive impact on student academte
pregress-learning and the school climate

e serves as a role model to others

ExemplaryHighly Effective

PreficientEffective
[ ] [ ]

demonstrates a willingness to learn and apply
new skills
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These changes make this table parallel to what is in the Teacher Guidelines.


Approaching Effective

performance standard and/or working
toward the school’s mission and goals.
The principal may beis-starting to exhibit
desirable traits related to the standard but
has not yet reached the full level of
proficiency expected (i.e., developing) or
the principal’s performance is lacking in
a particular area (i.e., needs

improvement. The prineipal-often

Category | Description Definition
The principal’s performance is Below-aceeptable-Developing/needs improvement
inconsistent in meeting the established performance:

requires support in meeting the performance
standards

results in less than expected quality of

student academte-progress-performance

leads to areas for principal improvement

being requires-prineipal-professional-erowth
bejointly identified and planned between the

principal and evaluator

Ineffective

;

The principal consistently performs
below the established performance
standard or in a manner that is
inconsistent with the school’s mission
and goals-and-results-in-mintmal student

academie-progress.

Ineffeetive-Unacceptable performance:

does not meet the requirements contained in

the iob-deserinti Lin
evaluation-eriteria-performance standard

results in minimal student academieprogress
learning

may contribute to a-recommendationfor the
employee not being eonsidered
recommended for continued employment

Performance Rubrics

The performance rubric is a behavioral summary scale that guides evaluators in assessing how

well a standard is performed. deseribes-aceeptable performanecelevelsforeachoftheseven

performanece-standards: It states the measure of performance expected of principals and provides

a general descrlptlon of performance at each level—wh&t—a—raemg—eﬂt&r}s T—he—r&ﬁ-ﬂg—sea}e—rs

m—&sses&ﬂg—ke%veﬁ—a—st&nd&r&s—perfermed#hey—ln some 1nstances quantltatlve terms are
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included to augment t@:
clearly delineated step-

alitative description. The resulting performance rubric provides a
e progression, along a continuum of effectiveness (as illustrated with

arrows between the two levels). Each level is intended to be qualitatively superior to all lower
levels. Principals who earn a Highly Effective rating must meet the requirements for the Effective
level and go beyond it. Performance rubrics are provided to increase reliability among
evaluators and to help principals focus on ways to enhance their leadership practices. Please
note: The rating of “Proficient-Effective” is the expected level of performance and is written
as the actual performance standard. Additionally, the recommended performance rubrics
presented kere-may be modified at the discretion of school division decision-makers.

Figure 5.2: Example of a Performance Rubric

Exemplary Proficient Developing/
Inaddition-to-meetingthe | Proficientis-the-expected-level-of
Theprincinal activel Theormeinalf ] Theorncinal Theorncinald
maximize student communication; development; communication;
school improvement:
Exemplary Proficient Peveloping/Needs Ynaceeptable

Highly Effective Effective hmprevement Ineffective

In aa.'dition to meeting t.he Proficient-Effective is the Approaching

requirements for Effective xpected level g

g (| epdions (@ ffective (@
The principal actively The principal festers The principal is The principal dees-net
and consistently drives the success of inconsistently-festers fails to fester drive
employs innovative all students by in driving the success the success of all
and effeetive facilitating the of students by students by
impactful leadership development, facilitating the facilitating the
strategies that communication, development, development,
maximize student implementation, and communication, communication,
learning and result in evaluation of a shared implementation, implementation,
a shared vision of vision of teaching and and/or evaluation of a and/or evaluation of a
teaching and learning learning that leads to shared vision of shared vision of
that reflects school improvement. teaching and learning teaching and learning
excellence. that leads to school that leads to school

improvement. improvement.
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These changes to the header reflect the revised Teacher Guidelines.  

Ginny Tonneson
The wording in these rubrics (i.e., “is inconsistent in,” “and/or,” fails to” make it consistent with the Teacher Guidelines.


Performance Rubries for Performance Standards
Principals are evaluated on the performance standards using the following performance appraisal
rubrics:

Performance Standard 1: Instructional Leadership

The principal festers-drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and learning
that leads to student academic progress and school improvement.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
1.1 Leads the collaborative development and sustainment-implementation of a
compelling shared vision for educational improvement and works collaboratively
with staff-students, parents/caregivers, staff, and other stakeholders to develop a
mission and programs consistent with the division’s strategic plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional
programs that enhance rigorous and relevant teaching and student academic
progress; and that lead to school improvement.

1.3 Connects both initiatives and innovative strategies to maximize the achievement of
each student.

1.34 Analyzes current academic achievement data and instructional strategies to make
appropriate educational decisions te-that improve classroom instruction, increase
student achievement, and #mpreve-maximize overall school effectiveness.

1.45 Pessesses-Acquires and shares knowledge of research-based instructional best
practices in the classroom.

1.56 Works collaboratively with staff to identify student needs and to design, revise, and
monitor instruction to ensure effective delivery of the required curriculum.

1.67 Providesteachers-with-Generates, aligns, and leverages resources for the successful
implementation of effective instructional strategies.

1.78 Monitors and evaluates the use of diagnostic, formative, and summative assessment
to provide timely and accurate feedback to students and parents/caregivers, and to
inform instructional practices.

1.89 Provides collaborative leadership for the design and implementation of-effeetive-anéd
efficient schedules that protect and maximize instructional time.

1.910 Provides the expectation and focus for eentinted continuous learning of all
members of the school community.

1.4011 Promotes and sSupports professional development and instructional planning and
delivery practices that incorporate the use of achievement data and result in

1ncreased student progress —Pamekpa%es—m—pfe%ss*eﬂal—de\%epmem—ale&gﬁée

1.12 Demonstrates the importance of sustained professmnal development by partlclpatmg
in and providing adequate time and resources for teachers and staff-te-partieipate-in
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for professional learning (i.e., peer observation, mentoring, coaching, study groups,
learning teams, action research).
1.13 Evaluates the impact professional development has on the staff, instructional
practices, #school improvement, and student academic progress.
Exemplary Proficient PevelopingNeeds Hnaeeeptable
Highly Effective Effective Hmprovement Ineffective
In ac{dition to meeting tﬁe Proficient-Effective is the Approaching
requirements for fﬁ"e‘ctlve «l wfee;;;erin l;:ii -of « Effective «
The principal actively The principal fosters The principal is The principal dees-net
and consistently drives the success of inconsistentlyfosters fails to fester-drive
employs innovative all students by in driving the success the success of all
and effeetive facilitating the of students by students by
impactful leadership development, facilitating the facilitating the
strategies that communication, development, development,
maximize student implementation, and communication, communication,
learning and result in evaluation of a shared implementation, implementation,
a shared vision of vision of teaching and and/or evaluation of a and/or evaluation of a
teaching and learning learning that leads to shared vision of shared vision of
that reflects school improvement. teaching and learning teaching and learning
excellence. that leads to school that leads to school
improvement. improvement.

Performance Standard 2: School Climate

The principal fosters the success of all students by developing, advocating, nurturing, and
sustaining an academically rigorous, positive, welcoming, and safe school climate for all
stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:

2.1 Uses data and iIncorporates knowledge of the social, cultural, leadership-emotional,
and pelitieal-behavioral dynamics of the school community to cultivate a positive,
engaging academic learning environment.

2.2 Consistently models and collaboratively promotes high expectations, mutual respect,
concern, and empathy for students, staff; parents/caregivers, staff, and other
stakeholders;-and-eommunity.

2.3 Btilizes-Uses shared decision-making and collaboration to build relationships and
engage with all stakeholders and maintain-enhance positive school morale.

2.4 Models and inspires trust and a risk-tolerant environment by sharing information
and power to promote growth, change, and innovation.

2.5 Maintains-acolegial environmentand-supperts-the-Supports students, parents/
caregivers, staff, and other stakeholders through the stages of the change process.

2.6 Identifies and aAddresses barriers to teacher and staff performance and provides
positive working conditions to encourage retention of highly-effective personnel.
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2.7 Develops, andfer-implements, monitors, and communicates a safe-school safety plan
that manages crisis situations in an effeetive-appropriate and timely manner.

2.8 Involves students, staff; parents/caregivers, staff, and other stakeholders;-and-the
eommuntty to create, promote, and sustain a positive, safe, and healthy learning
environment that reflects state, division, and local school rules, policies, and
procedures.

2.9 Develops and/or implements best practices in schoolwide behavior management that
are-effective-within-the-schoelcommunity-and communicates behavior management
expectations to students, teachers;-and-parents/caregivers, staff, and other
stakeholders.

2.10 Is visible, approachable, and dedicates time to listen to the concerns of students,
parents/caregivers, staff-teachers, and other stakeholders.

2.11 Maintains a positive, collegial, inviting school environment that promotes and assists

in the development of the whole student-and-values-everystudent-as-an-impeortant
member-of the school community-

2.12 Respects and promotes the appreciation of diversity and values and includes every
student as an important member of the school community.

Exemplary Proficient PevelopingNeeds Hnaeeeptable
Highly Effective Effective Hmprovement Ineffective
In ac{dition to meeting tﬁe Proficient-Effective is the Approaching
requirements for ?ﬁ"ectlve «l e);fee};;e;i l;‘;i ‘of « Effective «
The principal seeks The principal fosters The principal is The principal deesnot
out new opportunities the success of all inconsistently promete-fails to foster
or substantially students by premetes-in fostering the success of all
improves existing developing, the success of all students by
programs to create an advocating, nurturing, students by developing,
environment where and sustaining an developing, advocating, nurturing,
students and academically advocating, nurturing, and/or sustaining an
stakeholders thrive rigorous, positive, and/or sustaining an academically
and the rigor of welcoming, and safe academically rigorous, positive,
academic school climate for all rigorous, positive, welcoming, and/or
expectations has stakeholders. welcoming, and/or safe school climate
significantly safe school climate for all stakeholders.
increased as for all stakeholders.
evidencedt through
results.
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Performance Standard 3: Human Resources Management Leadership

The principal fosters-effective-provides human resources management-leadership by
assistingwith-selection-and-indunetion—and-by-selecting, inducting, supporting, evaluating,

and retaining quality instructional and support personnel.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
3.1 Actively partieipates-leads in the selection process, where applicable, and assigns

highly-effective staff in a fair and equitable manner based on school and division
needs, assessment data, and local, state, and federal requirements.

3.2 Supports formal building-level employee induction processes and informal
procedures to support and assist all new personnel.

3.3 Provides a mentering-development process for all new and targeted instructional
personnel;-as-wel-as-and cultivates leadership potential through personal mentoring
and coaching.

3.4 Manages the supervision and evaluation of staff in accordance with local and state
requirements.

3.5 Properly implements the teacher and staff evaluation systems, supports the
important role evaluation plays in teacher and staff development, and evaluates
performance of personnel using multiple sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal
feedback on strengths and weaknesses, and provides support, resources, and
remediation for teachers and staff to improve job performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention,
promotion, and dismissal consistent with established policies and procedures and
with student academic progress as a primary consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff
and provides them opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff
members and providing them with professional development opportunities to

improve student learning and to grow professionally. and-gain-self-confidence-in-their
sk
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Exemplary Proficient Peveloping/Needs Unaeeeptable
Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the i
requirements for Eﬁ”eitive . expecteglevel of « Approac.hmg «
Proficient... performance. Effective

The principal The principal fosters The principal is The principal

consistently effeetive-provides inconsistenthy in inadequately-assists

demonstrates expertise human resources providing human with-selectionand

in impactful human franagement resources leadership induetion;-or

resources management leadership by by assists—with inadequately

leadership, which assisting-with selection-and suppotts-cvaluates;

results in a highly- seleetion-and induction-and/or ins-fails to

productive work force induction—and-by ineconsistenthy provide human

(e.g., highly satisfied selecting, inducting, supports;-evaluates; resources leadership

stakeholders, increased supporting, ns-selecting, by inducting,

student learning, evaluating, and inducting, supporting, evaluating, and/or

teacher leaders). retaining quality evaluating, and/or retaining quality
instructional and retaining quality instructional and
support personnel. instructional and support personnel.

support personnel.

Performance Standard 4: Organizational Management
The principal festers-cultivates the success of all students by supporting, managing, and
overseeing the school’s organization, operation, and use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of
Virginia public education rules, regulations, laws, and school division policies and
procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and
orderly facility and grounds.

4.3 Monitors and provides supervision efficienthyfor-the-physieal plant-and-of all

instructional programs, building space usage, and all related activities through an
appropriately prioritized process.

4.4 Secures, monitors, and allocates resources to maximize improvement, aligned to the
school’s mission and goals, through accepted school and school division policies
and procedures.

4.45 Analyzes data to identify and plan for Identifiespetential-organizational,
operational, or resource-related problems and deals-with-resolves them in a timely,
consistent, and effeetive-appropriate manner.

4.56 Establishes-and-uses-aceepted-proceduresto-Ddevelops short- and long-term goals
through-effeetive-allocation-of resetrees-to improve organizational and operational

efficiency and impact.
4.67 Reviews fiscal records regularly to ensure accountability for all funds.
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4.78 Plans and prepares a fiscally-responsible budget to support the school’s mission and

goals.

4.89 Follows federal, state, and local policies with regard to finances, school
accountability, and reporting.

4.910 Implements strategies for the inclusion of staff and stakeholders in various
planning processes, shares in management decisions, and delegates duties as
applicable, resulting in a smoothly operating workplace.

Exemplary Proficient PevelopingNeeds Hnaeeeptable
Highly Effective Effective Hmprovement Ineffective
In addition to meeting the Proficient-Effective is the i
requirements for Eﬁ”eitive «l expecte}dflevel of « Approac.hlng
fent. . performance. Effective

The principal is The principal fosters The principal The principal
highly-effeetive cultivates the success inconsistently inadequately-supports;
exemplary at of all students by supperts-manages; of FRANAEES; Or-Oversees
organizational supporting, managing, oversees-is fails to cultivate the
management and and overseeing the inconsistent in success of all students
demonstrating school’s organization, cultivating the success by supporting,

proactive decision-
making, coordinating
efficient operations,
and maximizing
available resources.

operation, and use of
resources.

of all students by
supporting, managing,
and/or overseeing the
school’s organization,
operation, and/or use
of resources.

managing, and/or
overseeing the
school’s organization,
operation, and/or use
of resources.

Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, end-collaborating, and
engaging effeetively-with family and community stakeholders to promote understanding and
continuous improvement of the school’s programs and services.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
5.1

Plans strategically for and solicits student, parent/caregiver, staff, parent; and other

stakeholder input to promote effeetive-sound judgment in the decision-making
process and communication when appropriate.

5.2

goals and the school improvement plan-te-al-stakeholders.

53

Collaborates with stakeholders to develop and cEommunicates long- and short-term

Disseminates information to staff-students, parents/caregivers, staff, and other

stakeholders in a timely manner through multiple channels and sources.

5.4 Involves students, parents/caregivers, staff, and other stakeholders in a collaborative
effort to establish positive relationships that support academic success, health, and

well-being.
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5.5 Maintains visibility and accessibility to students, parents/caregivers, staff, and other

stakeholders.

5.6 Speaks and writes consistently in ar clear, explicit, and professional manner using
standard oral and written English to communicate appropriately with students,
parents/caregivers, staff, and other stakeholders.

5.7 Uses appropriate resources to communicate with stakeholders whose primary
language is not English.

5.78 Provides a variety of opportunities for parent/caregiver and family involvement in

school activities.

5.89 Collaborates and networks with colleagues and stakeholders to effeetively utilize
capitalize on the resources and expertise available in the local community.

5.910 Advocates for students and acts intentionally to influence family, school, andleeal;
divisions-and-state decisions affecting student learning.

5.1081 Assesses, plans for, responds to, and interacts with the larger political, social,
economic, legal, and cultural context that affects schooling based on relevant

evidence.
Exemplary Proficient Peveloping/Needs Ynaceeptable
Highly Effective Effective hmprevement Ineffective
In ac{dition to meeting t.he Proficient-Effective is the Approaching
requirements for Effective | expected level of Effective
.. performance.
The principal The principal fosters The principal The principal
proactively seeks and the success of all inconsistently demeonstrates
creates innovative and students by communicates-of inadequateor
productive methods to communicating, ane infrequently detrimental
communicate and collaborating, and collaborates-on-issues communication-or
engage effeetively engaging effeetively olimpertanec-to collaboration-with
impactfully with with family and stakeholders-is stakeholders-fails to
stakeholders. community inconsistent in foster the success of
stakeholders to fostering the success all students by
promote of all students by communicating,
understanding and communicating, collaborating, and/or
continuous collaborating, and/or engaging with family
improvement of the engaging with family and community

school’s programs
and services.

and community
stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs
and services.

stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs
and services.
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Performance Standard 6: Culturally Responsive and Equitable School Leadership*
The principal demonstrates a commitment to equity and fosters culturally inclusive and
responsive practices aligned with division and school goals, priorities, and strategies that
support achievement for all students.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
6.1 Collects, interprets, and communicates student group disaggregated assessment,
engagement, behavioral, and attendance data to identify and understand how and
why inequities exist and implements procedures and strategies to address inequity.

6.2  Works collaboratively with students, parents/caregivers, staff, and other
stakeholders to develop and implement a school improvement plan based on shared
school mission, vision, and values that embed equity and culturally responsive
teaching and learning.

6.3 Implements culturally responsive and equitable approaches to school discipline and
fosters a school environment of inclusion by building organizational capacity to
establish and maintain a safe and affirming school environment for all students.

6.4 Provides leadership for culturally relevant and responsive curriculum, instructional
practices, and assessments to support the achievement of all students.

6.5 Advocates for and supports equity and access to educational programs and learning
opportunities to meet the learning needs of all students.

6.6 Recruits, develops, and retains effective, culturally responsive staff in accordance
with the mission, vision, and articulated values of the school.

6.7 Provides evidence-based and targeted professional learning and coaching to support
culturally responsive teaching and reflective practices among teachers and staff.

6.8 Facilitates and engages in dialogue with teachers and staff to promote an equity-
centered, inclusive school environment that fosters a sense of belonging for all
students.

6.9 Builds positive relationships with students, parents/caregivers, staff, and other

stakeholders that use multimodal methods of communication inclusive of the
language, dialect, cultural, and social needs of all students and their families..

*Note: Equity denotes the fairness of opportunities for student learning and success.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Principal Evaluation Work Group, October-November, 2021
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Highly Effective

In addition to meeting the
requirements for Effective...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The principal
consistently
demonstrates a
commitment to
ensuring all students
feel valued and
actively seeks new

The principal
demonstrates a
commitment to equity
and fosters culturally
inclusive and
responsive practices
aligned with division

The principal is
inconsistent in
demonstrating a
commitment to equity
and/or fostering
culturally inclusive
and responsive

The principal fails to
demonstrate a
commitment to equity
and/or foster culturally
inclusive and
responsive practices
aligned with division

and school goals,
priorities, and/or

practices aligned with
division and school

and school goals,
priorities, and

opportunities to create
a culturally responsive

environment where strategies that support goals, priorities, strategies that support
students thrive. achievement for all and/or strategies that achievement for all
students. support achievement students.

for all students.

Performance Standard 67: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with
legal, ethical, and professional standards-and-ethies, engaging in continuous professional
development, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

67.1 Creates a culture of respect, understanding, sensitivity, and appreciation for
students, parents/caregivers, staff, and other stakeholders and models these
attributes en-a daily-basis.

67.2 Works within legal, ethical, and professional and-ethieal-guidelines to improve
student learning and to meet school, division, state, and federal requirements.

67.3 Maintains a professional appearance and demeanor in accordance with school board
policy and division expectations.

67.4 Models professional behavior and is culturally responsive eempeterey-to students,
parents/caregivers, staff, and other stakeholders.

67.5 Maintains confidentiality.

67.6 Maintains a positive, and-forthright, and respectful attitude.

67.7 Provides leadership in sharing ideas and information with staff and other
professionals.

67.8 Works in a collegial and collaborative manner with other administrators, school
personnel, and other stakeholders to promote, and support, and enhance the vision,
mission, and goals of the school division.

67.9 Assumesrespoensibility-forEngages in personal professional development te that
posmvely 1mpacts school effectlveness byee*ﬁn—b&t_mg—te—&nd—wppefﬁﬂg—the
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67.10Remains current with research related to educational issues, trends, and practices
and maintains a high level of technical and professional knowledge.

Exemplary Proficient Developing/Needs Ynaceeptable
Highly Effective Effective Hmproevement Ineffective
In adg’ition to meeting tﬁe Proficient-Effective is the Approaching
requirements for Effective xpected level g
cqurenents o Efecive (@ epecediolol 4B g [
The principal The principal fosters The principal is The principal shews
demonstrates the success of all inconsistent in disregard-for
professionalism students by demenstrating professional standards
beyond the school demonstrating fostering the success and-ethies-and/or fails
division through behavior consistent of students by to foster the success
published works, with legal, ethical, demonstrating of students by
formal and professional behavior consistent demonstrating
presentation(s), standards and-ethies, with legal, ethical, and behavior consistent
and/or formal engaging in professional standards, with legal, ethical,
recognition(s) or continuous engaging in and professional
award(s). professional continuous standards, engaging
development, and professional in continuous

contributing to the
profession.

development, and/or in
contributing to the
profession.

professional
development, and/or
in contributing to the
profession.

Performance Standard 78: Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

78.1 Collaboratively develops, implements, and monitors the school improvement plan
that results in increased student academic progress.

78.2

Utilizes-Uses research-based techniques for gathering and analyzing data from

multiple measures to use in making decisions related to student academic

progressand-schoolimprovement.

Communicates assessment results to multiple internal and external stakeholders.

78.3
78.4

Collaborates with teachers and staff to monitor and improve multiple measures of

student progress through the analysis of data, the application of educational research,
and the implementation of appropriate intervention and enrichment strategies.

78.5 YthizesUses faculty meetings, team/department meetings, and targeted professional
development activities to focus on student progress outcomes.

78.6 Provides evidence that students are meeting measurable, reasonable, and appropriate
achievement goals.
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78.7 Demonstrateﬁsponsibility for school academic achievement through proactive
interactions faeulty/staff-students, parents/caregivers, staff, and other
stakeholders.

78.8 Collaboratively develops, implements, and monitors long- and short-range
achievement goals that address varied student populations according to state
guidelines.

78.9 Ensures teachers’ student achievement goals are aligned with building-level goals for
increased student academic progress and for meeting state benchmarks.

78.10 Sets benchmarks and implements appropriate strategies and interventions to
accomplish desired outcomes.

Exemplary Proficient PevelopingNeeds Unaeeeptable
Highly Effective Effective Hmprevement Ineffective

In ac{dition to meeting t'he Proficient-Effective is the Approaching

requirements for Fﬁ"eattve «l e);uei;f)icfn l;\l/i Vof « Effective «
Inaddition-to-meeting The principal’s The principal’s The principal’s
the-standard; Tthe leadership results in leadership results in leadership
principal’s leadership acceptable, student academic consistently results in
serves as a role model measurable, and progress that inadequate student
to others and results appropriate student inconsistently meets academic progress.
in a high level of academic progress the established

student academic based on established standard.
progress with all standards.
populations of
learners.

Performance Rubrics and Summative Evaluation

Evaluators make judgments about performance of the seven-eight performance standards based
on all available evidence. After collecting information gathered through multiple data sources,
the evaluator applies the four-level rating scale to evaluate a principal’s performance on all
standards for the summative evaluation. Therefore, the summative evaluation represents where
the “preponderance of evidence” exists, based on various data sources. A sample Principal
Summative Performance Report is provided later in this document. The results of the
evaluation must be discussed with the principal at a summative evaluation conference.
Summative evaluations should be completed in compliance w1th the Code of Vzrgmza and
school division policy.
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This makes it parallel with the revised teacher rubrics.

Ginny Tonneson
The sections below were deleted from the Teacher Guidelines


Single Summative Rating

In addition to receiving a diagnostic rating for each of the eight performance ratings, the
employee will receive a single summative evaluation rating at the conclusion of the evaluation
cycle. This summative rating will reflect an overall evaluation rating for the employee. The
intent is not to replace the diagnostic value of the eight performance standards; rather it is to
provide an overall rating of the employee’s performance. The overall summative rating will be
judged to be Highly Effective, Effective, Approaching Effective, or Ineffective.

Scores will be calculated using the following scale:
Highly Effective = 4
Effective =3
Approaching Effective = 2
Ineffective = 1

Summative ratings should apply the rating for each of the eight performance expectations. The
Code of Virginia requires that student academic progress be a significant component of the
evaluation. How student academic progress is met is the responsibility of local school boards
provided that Performance Standard 8: Student Academic Progress is not the least weighted of
the performance standards or less than 1 (10 percent); however, it may be weighted equally as
one of the multiple lowest weighted standards. The following example complies with this
requirement.

Figure 5.3: Sample Weighing
Performance | Weight

Standard
Standard 1 1.25
Standard 2 1.25
Standard 3 1.25
Standard 4 1.25
Standard 5 1.25
Standard 6 1.25
Standard 7 1.25
Standard 8 1.25
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Figure 5.4: Example of Recommended Weighted Calculations for Principal Performance
Evaluation

Performance | Performance Points Weight Weighted Total

Standard Rating (Points x Weight)
ExemptaryHighly

Standard 1 Effective 4 1.25 65

Standard 2 ProficientEffective 3 1.25 4-53.75

Standard 3 ProficientEffective 3 1.25 4.53.75

Standard 4 ProficientEffective 3 1.25 4.53.75

Standard 5 ProficientEffective 3 1.25 4-53.75
ExemplaryHighly

Standard 6 Effective 4 1.25 65
ExemplaryHighly

Standard 7 Effective 4 1.25 65

Standard 8 Effective 3 1.25 3.75

CumulativeSingle Summative Rating 34-33.75

- /] 2

—~When applying the summary rating from a quantitative
perspective, school divisions will need to establish and document, a priori, cut-offs for
determining final summative ratings after the weighted contribution is calculated. School
divisions also may establish and document additional criteria to the summative rating. For
example, a school division may decide that no principals can be given a summary rating of
Highly Effective if they are rated below Effective on any of the eight standards, or that
summative criteria should differ for principals at different points on the career ladder. These
decisions, and documentation of such decisions, must be made before the revised evaluation
system is put in place. As well, it is critical that principals understand the requirements before
the evaluation cycle begins.

- Wa
l V O
i3

13

The overall single summative rating will be judged as Highly Effective, Effective, Approaching
Effective, or Ineffective using the following range of scores:

Figure 5.5: Range of Scores

Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19

Note: Regardless of the overall total points earned, three or more Approaching Effective ratings
on individual performance standards will result in an overall rating of Approaching Effective or
Ineffective. Similarly, one Ineffective rating on any one performance standard may result in an
overall Ineffective rating.
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Sample: Principal Summative Performance Report Page 1 of 86

SAMPLE Principal Summative Performance Report

Directions: Evaluators use this form prior to June 15 to providing-provide the principal with an
assessment of performance. The principal should be given a copy of the form at the end of each
evaluation cycle.

Principal’s Name: School Year(s):
School:
Contract Status: 0] Probationary O Continuing Contract

Documentation Reviewed: O Documentation Leg-Evidence [ Goal Setting for Student Academic Progress Form
O Observation/Formative Feedback Forms [ Other
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RATING:-E-Exemplary —H-Proficient—-Developing/Needs Improvement—-Unaceeptable
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Performance Standard 1: Instructional Leadership

(4 pts.) @3 pts.) (2 pts.) (1 pt.)
Highly Effective Effective Approaching Ineffective
In a'ddition to meeting 'the «I Effective is the expected « Effective
requirements for Effective... level of performance.
The principal actively The principal The principal is The principal deesneot
and consistently fostersdrives the inconsistenthyfosters fails to fester-drive
employs innovative success of all students in driving the success the success of all
and effeetive by facilitating the of students by students by
impactful leadership development, facilitating the facilitating the
strategies that communication, development, development,
maximize student implementation, and communication, communication,
learning and result in evaluation of a shared implementation, implementation,
a shared vision of vision of teaching and and/or evaluation of a and/or evaluation of a
teaching and learning learning that leads to shared vision of shared vision of
that reflects school improvement. teaching and learning teaching and learning
excellence. that leads to school that leads to school
improvement. improvement.
[l [l [l [l
Comments:
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The format of this form to simply include the performance rubrics makes it parallel to the change made to this form in the Teacher Guidelines.


students and
stakeholders thrive
and the rigor of
academic
expectations has
significantly
increased as
evidencedt through

academically
rigorous, positive,
welcoming, and safe
school climate for all
stakeholders.

advocating, nurturing,
and/or sustaining an
academically
rigorous, positive,
welcoming, and/or
safe school climate
for all stakeholders.

Sample: Principal Summative Performance Report Page 2 of 6
Performance Standard 2: School Climate
(4 pts.) @3 pts.) (2 pts.) (1 pt.)
Highly Effective Effective Approaching Ineffective
In a'ddition to meeting 'the ‘I Effective is the expected . Effective
requirements for Effective... level of performance.
The principal seeks The principal fosters The principal is The principal deesneot
out new opportunities the success of all inconsistently promete-fails to foster
or substantially students by prometes-in fostering the success of all
improves existing developing, the success of all students by
programs to create an advocating, nurturing, students by developing,
environment where and sustaining an developing, advocating, nurturing,

and/or sustaining an
academically
rigorous, positive,
welcoming, and/or
safe school climate
for all stakeholders.

results.
[

Comments:

Ll

Ll

Performance Standard 3: Human Resources Leadership

(4 pts.) @3 pts.) (2 pts.) (1 pt.)
Highly Effective Effective Approaching Ineffective
In a.ddition to meeting .the ‘I Effective is the expected . Effective

requirements for Effective... level of performance.
The principal The principal festers The principal is The principal
consistently effeetive provides inconsistently in inadequately-assists
demonstrates human resources providing human with-selection-and
expertise in impactful management resources leadership induction;-or
human resources leadership by by assists-with inadequately-suppeorts;
leadership, which seleetion-and induection-and/or fails to provide
results in a highly- induection;-and-by inconsistently human resources
productive work force selecting, inducting, supperts;-evaluates; leadership by
(e.g., highly satisfied supporting, and-retains-selecting, inducting, evaluating,

stakeholders,
increased student

evaluating, and
retaining quality

inducting, supporting,
evaluating, and/or

and/or retaining
quality instructional

learning, teacher instructional and retaining quality and support
leaders). support personnel. instructional and personnel.
support personnel.
Comments:
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Sample: Principal Summative Performance Report Page 3 of 6
Performance Standard 4: Organizational Management
(4 pts.) @3 pts.) (2 pts.) (1 pt.)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effecti
requirements for Effective... «I level of performance. . ective «
The principal is The principal fosters The principal The principal
highly-effeetive cultivates the success inconsistently inadequately-suppeorts;
exemplary at of all students by SHppertsmanages; of manages;-or-oversees
organizational supporting, managing, OVEFSEEs-1s fails to cultivate the
management and and overseeing the inconsistent in success of all students
demonstrating school’s organization, cultivating the success by supporting,

proactive decision-
making, coordinating
efficient operations,
and maximizing
available resources.

operation, and use of
resources.

of all students by
supporting, managing,
and/or overseeing the
school’s organization,
operation, and/or use
of resources.

managing, and/or
overseeing the
school’s organization,
operation, and/or use
of resources.

Ll

Comments:

Ll

Ll

Performance Standard 5: Communication and Community Relations

school’s programs
and services.

and community
stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs
and services.

(4 pts.) 3 pts.) (2 pts.) (1 pt.)
Highly Effective Effective Approaching Ineffective

sequirements oo Efeve (G| leve of petormence. |G Effective  m

The principal The principal fosters The principal The principal

proactively seeks and the success of all inconsistently demeonstrates

creates innovative and students by communicales-or inadequate-or

productive methods to communicating, ané infrequently detrimental

communicate and collaborating, and collaborates-on-issues communication-or

engage effeetively engaging effeetively olimpertanec-to collaboration-with

impactfully with with family and stakeholders-is stakeholders-fails to

stakeholders. community inconsistent in foster the success of
stakeholders to fostering the success all students by
promote of all students by communicating,
understanding and communicating, collaborating, and/or
continuous collaborating, and/or engaging with family
improvement of the engaging with family and community

stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs and
services.

Ll

Comments:

Ll

Ll
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Sample: Principal Summative Performance Report

Page 4 of 6

Performance Standard 6: Culturally Responsive and Equitable School Leadership

(4 pts.) 3 pts.) (2 pts.) (1 pt.)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected i
requirements for Effective... «I level of performance. « D1 «
The principal The principal The principal is The principal fails to
consistently demonstrates a inconsistent in demonstrate a

demonstrates a
commitment to
ensuring all students
feel valued and
actively seeks new
opportunities to create
a culturally responsive
environment where
students thrive.

commitment to equity
and fosters culturally
inclusive and
responsive practices
aligned with division
and school goals,
priorities, and
strategies that support
achievement for all
students.

demonstrating a
commitment to equity
and/or fostering
culturally inclusive
and responsive
practices aligned with
division and school
goals, priorities,
and/or strategies that
support achievement
for all students.

commitment to equity
and/or foster culturally
inclusive and
responsive practices
aligned with division
and school goals,
priorities, and/or
strategies that support
achievement for all
students.

Ll

Comments:

Ll

Ll

Ll

and/or formal
recognition(s) or
award(s).

standards and-ethies,
engaging in
continuous
professional
development, and
contributing to the
profession.

with legal, ethical, and
professional
standards, engaging in
continuous
professional
development, and/or
in contributing to the
profession.

Performance Standard 7: Professionalism
(4 pts.) 3 pts.) (2 pts.) (1 pt.)
Highly Effective Effective Approaching Ineffective

requipements for Efeive.. |G| Tovet o perormence. |G| Effective G
The principal The principal fosters The principal is The principal shows
demonstrates the success of all inconsistent in disregard-for
professionalism students by demenstrating professional standards
beyond the school demonstrating fostering the success and-ethies-and/orfails
division through behavior consistent of students by to foster the success of
published works, with legal, ethical, demonstrating students by
formal presentation(s), and professional behavior consistent demonstrating

behavior consistent
with legal, ethical, and
professional standards,
engaging in
continuous
professional
development, and/or in
contributing to the
profession.

Ll

Comments:

Ll

Ll

Ll
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Sample: Principal Summative Performance Report Page 5 of 6

Performance Standard 8: Student Academic Progress

(4 pts.) @3 pts.) (2 pts.) (1 pt.)

Highly Effective Effective Approaching Ineffective
sequirements oo Efeve (G| Teve of petormence. |G Effective  m
In-addition-to-meeting The principal’s The principal’s The principal’s
the-standard.-T'the leadership results in leadership results in leadership consistently
principal’s leadership acceptable, student academic results in inadequate
serves as a role model measurable, and progress that student academic
to others and results appropriate student inconsistently meets progress.
in a high level of academic progress the established
student academic based on established standard.
progress with all standards.
populations of
learners.

0l Ll 0l 0

Comments:

Overall Evaluation Summary:

Performance Performance Rating Points Weight Weighted Total

Standard i~ (Points x Weight)
AE=2
1E=1

Standard 1 1.25

Standard 2 1.25

Standard 3 1.25

Standard 4 1.25

Standard 5 1.25

Standard 6 1.25

Standard 7 1.25

Standard 8 1.25

Single Summative Rating

Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19
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Sample: Principal Summative Performance Report Page 6 of 6

Inelude commentshere

[ | Exemplary-Highly Effective

[ ] PreficientEffective

[] Developing/Needs tmprovement- Approaching Effective
[ | Unaceeptable-Ineffective

[ ] Recommended for placement on a Performance Improvement Plan. (One or more

standards are Unaceeptable-Ineffective, or two or more standards are Developing/Needs
—Improvement-Approaching Effective.)

Commendations:

Areas Noted for Improvement:

Principal Improvement Goals:

Evaluator’s Name Principal’s Name

Evaluator’s Signature Principal’s Signature (Principal’s signature
denotes receipt of the summative evaluation, not
necessarily agreement with the contents of the form.)

Date Date

Superintendent’s Name

Superintendent’s Signature Date
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Part 6: Improving Principal Performance

Supporting principals is essential to the success of schools. Many resources are needed to assist
principals in growing professionally. Sometimes additional support is required to help principals
develop so that they can meet the performance standards for their school.

TFhere-are-two-Two tools that-may be used at the discretion of the evaluator. The first is the
Support Dialogue, a division-level discussion between the evaluator and the principal. It is an
optional process to promote conversation about performance in order to address specific needs or
desired areas for professional growth. The second is the Performance Improvement Plan which
has a more formal structure and is used for notifying a principal of performance that requires
improvement due to less-than-proficient performance.

The tools may be used independently of each other. Figure 6.1 highlights key differences
between the two processes.

Figure 6.1: Two Tools to Increase Professional Performance

Support Dialogue Performance Improvement Plan
Purpose For principals who could benefit from For principals whose work is
targeted performance improvement OR n the “developimgineedsimprovements
who would like to systematically focus on Approaching Effective or
his or her own performance growth “unaceceptableIneffective categories
Initiates Process | Evaluator or principal Evaluator
Documentation EormProvided: Nene Optional: Support Form Required: Performance
Dialogue Form Improvement Plan
Memo or other record of the discussiontor | Division level
other forms of documentation at the . .
division level Superlptendent/Human Resources is
notified
Outcomes Performance-improvementis-documented | o Sufficient improvement —
with-the-suppert-dialogne-continued-at-the recommendation to continue
é&%ﬂ%&%ﬂ%ﬁ%ﬂ&%ﬁ%@ﬁl emp]oyment
. 1 . il e Inadequate improvement,
’ recommendation to continue on
APEO) ) Performance Improvement Plan OR
Sufficient improvement — no more dismi
ismiss the employee
support needed
e Some improvement — continued
support
o Insemeinstances;iLittle or no
progress — the employee may be moved
to a Performance Improvement Plan-
Support Dialogue

The Support Dialogue is initiated by evaluators or principals at any point during the school year
for use with personnel whose professional practice would benefit from additional support. It is
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designed to facilitate discussion about the area(s) of concern and ways to address those concerns.
The Support Dialogue process should not be construed as applying to poor-performing
principals. The option for a Support Dialogue is open to any principal who desires assistance in
a particular area.

During the initial conference, both parties share what each will do to support the principal’s
growth (see sample prompts in Figure 6.2) and decide when to meet again. To facilitate the
improvements, they may choose to fill out the optional Support Dialogue Form on the following
page. After the agreed-upon time to receive support and implement changes in professional
practice has elapsed, the evaluator and principal meet again to discuss the impact of the changes
(see sample follow-up prompts in Figure 6.2).

Figure 6.2: Sample Prompts

Sample Prompts for the Initial Conversation
What challenges have you encountered in addressing (tell specific concern)?
What have you tried to address the concern of (tell specific concern)?
What support can I or others in the division provide you?

Sample Prompts for the Follow-Up Conversation
Last time we met, we talked about (tell specific concern). What has gone well?
What has not gone as well?

The entire Support Dialogue process is intended to be completed in a relatively short time period
(for example, within a-six-weeks-perted) as it offers targeted support. If the Support Dialogue
was initiated by a principal seeking self-improvement, the evaluator and the principal may decide
at any time either to conclude the process or to continue the support and allocate additional time
Or resources.

For principals for whom the evaluator initiated the Support Dialogue, the desired outcome would
be that the principal’s practice has improved to a proficient level. In-the-eventthat If
improvements in performance are still needed, the evaluator determines makesa-determination
either to extend the time of the Support Dialogue because progress has been made, or to allocate
additional time or resources. If the necessary improvement is not made, the employee must be
placed on a Performance Improvement Plan. Once placed on a Performance Improvement Plan
the employee will have a specified time period (for example, 90 calendar days) to demonstrate
that the identified deficiencies have been corrected.
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Sample: Support Dialogue Form Page 1 of 1

SAMPLE: Support Dialogue Form (optional)

Directions: Principals and evaluators may use this form to facilitate discussion on areas that
need additional support. This form is optional.

What is the area of targeted support?

What are some of the issues in the area that are causing difficulty?

What strategies have you already tried, and what was the result?

What new strategies or resources might facilitate improvement in this area?

Principal’s Signature: Date:

Principal’s Name:

Evaluator’s Signature: Date:

Evaluator’s Name:
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Performance Improvement Plan

If a principal’s performance does not meet the expectations established by the school division,
the principal will be placed on a Performance Improvement Plan. A Performance Improvement
Plan is designed to support a principal in addressing areas of concern through targeted
supervision and additional resources. It may be used by an evaluator at any point during the year
for a principal whose professional practice would benefit from additional support. Additionally,
a Performance Improvement Plan is implemented if one of the following scenarios occurs at the
end of any data collection period:

e a principal receives two or more “Not Evident” ratings at the interim review;

¢ arating of “PevelopingNeedsImprovement Approaching Effective on two or more

performance standards; or

¢ arating of “Unaeeeptable™Ineffective on one or more performance standards or an overall

rating of “UnaeeeptableIneffective.
Implementation of Performance Improvement Plan

When a principal is placed on a Performance Improvement Plan, the evaluator must:

e provide written notification to the principal of the area(s) of concern that need(s) to be
addressed;

e formulate a Performance Improvement Plan in conjunction with the principal; and
e review the results of the Performance Improvement Plan with the principal within
established timelines.
Assistance may include:
e support from a professional peer or supervisor;
e conferences, classes, and workshops on specific topics; and/or

e other resources to be identified.

Resolution of Performance Improvement Plan

Prior to the evaluator making a final recommendation, the evaluator meets with the principal to
review progress made on the Performance Improvement Plan, according to the timeline. The
options for a final recommendation include:

a) Sufficient improvement has been achieved; the principal is no longer on a Performance
Improvement Plan and is rated “Prefieient"Effective.

b) Partial improvement has been achieved but more improvement is needed; the principal
remains on a Performance Improvement Plan and is rated “PevelopingNeeds

ImprevementApproaching Effective.
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c) Little or no improvement has been achieved; the principal is rated “Bnaeceeptable>
Ineffective.

When a principal is rated “Unaeeeptable;“Ineffective the principal may be recommended for
dismissal. If not dismissed, a new Performance Improvement Plan will be implemented.
Following completion of the Performance Improvement Plan, if the principal is rated
“UnaeeeptableZIneffective a second time, the principal will be recommended for dismissal.

Request for Review of an “Unaeceeptable? Ineffective Rating

The principal may request a review of the evidence in relation to an “Bnaeeeptable™Ineffective
rating received on a Summative Evaluation or, as a result of a Performance Improvement Plan,
in accordance with the policies and procedures of the school division.
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Sample: Performance Improvement Plan Form Page 1 of 2

SAMPLE: Performance Improvement Plan Form
(Required for a Principal Placed on a Performance Improvement Plan)

Principal’s Name: School:
Evaluator’s Name: School Year:
Performance Performance Deficiencies Resources/Assistance Provided;
Standard Within the Standard to be Activities to be Completed by the Target Dates
Number Corrected Employee

The principal’s signature denotes receipt of the form, and acknowledgment that the evaluator has
notified the employee of unacceptable performance.

Principal’s Name:

Principal’s Signature: Date Initiated:

Evaluator’s Name:

Evaluator’s Signature: Date Initiated:
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Sample: Performance Improvement Plan Form Page 2 of 2

Results of Performance Improvement Plan?

Performance Performance Deficiencies
Standard Within the Standard to be Comments Review Dates
Number Corrected

Final recommendation based on outcome of Performance Improvement Plan:

O The performance deficiencies have been satisfactorily corrected: The principal is no
longer on a Performance Improvement Plan.

O The deficiencies were not corrected. The principal is recommended for dismissal.

Principal’s Name:

Principal’s Signature: Date Reviewed:
Signature denotes the review occurred, not necessarily agreement with the final recommendation.

Evaluator’s Name:

Evaluator’s Signature: Date Reviewed:

 These sections are to be completed collaboratively by the evaluator and the principal. Pages may be added, if needed.
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R. (2010b); Leitner, D. (1994); Meyers, C., & Hitt, D. (2017); Robinson, V., Lloyd, C., & Rowe, K. (2008);
Sebastian, J., & Allensworth, E. (2012); Witziers, B., Bosker, R., & Kriiger, M. (2003).
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FOREWORD
THREE-PHASE REVISION PLAN

The Virginia Department of Education and the Board of Education are involved in a three-phase
plan to revise the Guidelines for Uniform Performance Standards and Evaluation Criteria for
Principals.

Phase 1 was completed and approved by the Board of Education in Fall 2019, and the
revised Guidelines for Uniform Performance Standards and Evaluation Criteria for
Principals became effective in January 2020. These revisions solely addressed the
weighting of the performance standards for the evaluation of principals.

Phase 2 is intended as a bridge between the current and future principal performance
evaluation systems. The major revision to the Guidelines in Phase 2 is the creation of a
new performance standard, Culturally Responsive and Equitable School Leadership. The
establishment of this performance standard addresses House Bill 1904 (identical to
Senate Bill 1196) passed by the 2021 General Assembly requiring that “Evaluations shall
include an evaluation of cultural competency.” Additionally, minor edits and technical
revisions recommended by the workgroup were incorporated in the Guidelines.

Phase 3, beginning in 2022, will involve a comprehensive revision of the Guidelines for
Uniform Performance Standards and Evaluation Criteria for Principals, including the
development of a model evaluation system. Phase 3 is expected to build on the
importance of using multiple data sources and integrating professional development
through feedback and coaching into the principal evaluation system.
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PART 1: INTRODUCTION
WHY QUALITY EVALUATION IS IMPORTANT?

Principal evaluation matters because principals matter. Simply put, high-quality schools are
characterized by high-quality principals. Research consistently has revealed that school
leadership has an important impact on student achievement gains or progress over years, and
among school factors, is second only to that of teacher quality.? In addition to its impact on
student achievement, research also indicates that effective school leadership has significant
positive effects on student attendance, student engagement with school, student academic self-
efficacy, staff satisfaction, and collective teacher efficacy.®

Evaluation systems must be of high quality if we are to discern whether our principals are of
high quality. The role of a principal requires a performance evaluation system that
acknowledges the depth and complexities of the job. Principals have a challenging task in
meeting the needs of an educationally diverse student population, and good evaluation is
necessary to provide principals with the support, recognition, and guidance they need to sustain
and improve their efforts.*

Because principals are so fundamentally important to school improvement and student success,
improving the evaluation of principal performance is particularly relevant as a means to
recognize excellence in leadership and to advance principal effectiveness. The benefits of a
rigorous, fair, and data-informed evaluation system are numerous and well documented. A
meaningful evaluation focuses on professional standards, and through this focus and timely
feedback, leaders can recognize, appreciate, value, and develop excellent leadership. Goldring
and colleagues noted that when the process of evaluation is designed and implemented
appropriately, it can be valuable for improvement of leadership quality and overall
organizational performance in several ways, including:®

e as abenchmarking and assessing tool to document the effectiveness of principals for
annual reviews and compensation;

e asatargeting tool to help principals focus on performance domains and behaviors that are
associated with student learning;

e asatool of continuous learning and development to provide both formative and
summative feedback to principals, identify areas in need of improvement, and enable
principals to make informed individualized decisions regarding professional development
to bridge the gap between current practices and desired performance; and

e as a collective accountability tool to set the organizational goals and objectives of the
school leader and larger schoolwide improvement.

The evaluation process should be a tool to identify and promote strengths.
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IMPORTANCE OF RECOGNIZING PRINCIPAL
EFFECTIVENESS

Characterizing principal effectiveness is important because there is a substantial relationship
between the quality of the principal and student achievement. Principal leadership plays an
important role in coordinating curriculum, improving instructional programs, staffing
instructional programs, supervising and evaluating teaching, monitoring student learning, and
buffering staff from interruptions to their work.® As noted earlier in this document, school
leadership is the second most influential school-level factor on student achievement, falling only
behind teacher quality.” Research has shown over the years that the effectiveness of a principal
can add a significant boost to student performance and may account for up to 15 percent of the
overall school effect on student achievement.® A meta-analysis of research covering 30 years on
the effects of principal leadership practices on student achievement conducted by Waters,
Marzano, and McNulty revealed that the effectiveness of a school’s leadership is significantly
associated with increased student academic performance.” For instance, several leader behaviors
related to school vision, including establishing clear goals and fostering shared beliefs, were
associated with student learning. They found the average effect size between leadership and
student achievement to be 0.25. That means a one standard deviation improvement in leadership
effectiveness can translate into an increase of about ten percentile points in student achievement
on a standardized, norm-referenced test. More recently a pair of studies conducted by Dhuey &
Smith in both the United States and Canada found that improving the effectiveness of the
principal by one standard deviation would result in student gains of five percentile points and 11
percentile points in reading and seven percentile points and 16 percentile points in math,
respectively.'® In summary, it is important to recognize that effective principals influence
student learning, either directly or indirectly. It also is important to understand the ways and
means by which principals influence their schools’ educational programs, family engagement,
and community partnerships. Therefore, a rigorous principal evaluation system should be able to
discriminate the performance of principals and provide informative feedback for improvement
and recognition of strengths.

PURPOSES OF EVALUATION

The primary purposes of a quality principal evaluation system are to:

e optimize student learning and growth;

e contribute to the successful achievement of the goals and objectives defined in the vision,
mission, and goals of the school division;

e provide a basis for leadership improvement through productive principal performance
appraisal and professional growth; and

e implement a performance evaluation system that promotes collaboration between the
principal and evaluator and promotes self-growth, leadership effectiveness, and
improvement of overall job performance.!

A high-quality evaluation system includes the following distinguishing characteristics:
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e benchmark behaviors for each of the principal performance standards;

e afocus on the relationship between principal performance and improved student learning
and growth;

e the use of multiple data sources for documenting performance, including opportunities
for principals to present evidence of their own performance as well as student growth;

e aprocedure for conducting performance reviews that stresses accountability, promotes
professional improvement, and increases principals’ involvement in the evaluation
process; and

e asupport system for providing assistance, including appropriate training for evaluatees
and evaluators, when needed.*2

PRINCIPAL GROWTH AND IMPROVEMENT

A principal’s professional growth and continuous improvement impact many aspects of a school
community, including student and teacher learning, parent and family engagement, policy
implementation, and creating and sustaining a supportive school community. As principals gain
experience, they grow and become more effective.'> However, for this growth and effectiveness
to occur, principals need ongoing, high-quality professional development.'* Using an evaluation
system that focuses on professional growth is one way to help principals recognize areas where
professional development may help in improving the performance of their duties and
responsibilities.

Ensuring principal evaluations are educative — that is, they provide useful, important, and
beneficial data — is central to helping principals improve their leadership in making evaluation
feedback vital to growth.!> The principals’ evaluations should be rigorous, fair, and equitable,
with results that are provided with consistency.'® Evaluations should ensure principals are
provided frequent, specific, and high-quality feedback to help improve practice, as well as a
support system that promotes using feedback for growth and professional development.!”
Additionally, ensuring the evaluations are used with fidelity by evaluators who are trained in
evaluation will reinforce the growth and development of effective leaders in the schools and their
communities. '8

PURPOSES OF THIS DOCUMENT

This document was developed specifically for use with school principals and assistant principals.
For the purpose of this document, the term principal will be used to reference both principals and
assistant principals. The Board of Education is required to establish performance standards and
evaluation criteria for teachers, principals, and superintendents to serve as guidelines for school
divisions to use in implementing educator evaluation systems.

The Code of Virginia requires (1) that principal evaluations be consistent with the performance

standards set forth in the Board of Education’s Guidelines for Uniform Performance Standards
and Evaluation Criteria for Teachers, Principals, and Superintendents and (2) that school
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boards’ procedures for evaluating principals and assistant principals address student academic
progress.

Section 22.1-253.13:5. Standard 5. Quality of classroom instruction and educational
leadership of the Code of Virginia states, in part, the following:

B. Consistent with the finding that leadership is essential for the advancement of
public education in the Commonwealth, teacher, administrator, and
superintendent evaluations shall be consistent with the performance standards
included in the Guidelines for Uniform Performance Standards and Evaluation
Criteria for Teachers, Principals, and Superintendents. Evaluations shall include
student academic progress as a significant component and an overall summative
rating. Teacher evaluations shall include regular observation and evidence that
instruction is aligned with the school's curriculum. Evaluations shall include
identification of areas of individual strengths and weaknesses and
recommendations for appropriate professional activities. Evaluations shall
include an evaluation of cultural competency.

Section 22.1-294. {Probationary terms of service for principals, assistant principals and
supervisors; evaluation; reassigning principal, assistant principal or supervisor to teaching
position} states, in part, the following:

B. Each local school board shall adopt for use by the division superintendent clearly
defined criteria for a performance evaluation process for principals, assistant
principals, and supervisors that are consistent with the performance objectives set
forth in the Guidelines for Uniform Performance Standards and Evaluation
Criteria for Teachers, Principals, and Superintendents as provided in § 22.1-
253.13:5 and that includes, among other things, an assessment of such
administrators' skills and knowledge; student academic progress [emphasis
added] and school gains in student learning; and effectiveness in addressing
school safety and enforcing student discipline. The division superintendent shall
implement such performance evaluation process in making employment
recommendations to the school board pursuant to § 22.1-293....

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Principals set
forth eight performance standards for all Virginia principals. Pursuant to state law, principal
evaluations must be consistent with the performance standards (objectives) included in this
document.

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Principals
originally approved on February 23, 2012, and subsequently revised on July 23, 2015 and
January 10, 2020, provide school divisions with a model evaluation system, including sample
forms and templates that may be implemented “as is” or used to refine existing local principal
evaluation systems. Properly implemented, the evaluation system provides school divisions with
the information needed to support systems of differentiated compensations or performance-based

pay.
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The Code of Virginia requires that school boards’ procedures for evaluating principals must:
e Dbe consistent with the performance standards set forth in the Guidelines for Uniform
Performance Standards and Evaluation Criteria for Principals;
e include student academic progress as a significant component; and
e include an overall summative rating.

WHAT CAN SCHOOL DIVISIONS MODIFY?

The Guidelines provide a uniform approach to principal evaluation which should be used
throughout the Commonwealth of Virginia. Certain aspects are prescribed by the Code of
Virginia, while others are highly recommended based on the research surrounding effective
principals and best evaluation practices drawn from experiences in using principal evaluation.
However, the Virginia Department of Education recognizes the importance of providing local
school divisions with the flexibility to make certain modifications to the evaluation system to
meet their unique needs. The bullets below describe the major components of the evaluation
system and what can and cannot be modified.

e Performance Standards: Performance standards should not be modified.

e Performance Indicators: Performance indicators are based on the research relating to
effective principals, but school divisions may modify them to meet their needs or areas of
focus.

e Performance Rubrics: School divisions may modify performance rubrics, but the
Effective level is written as the actual performance standard, so it should not be modified.
Also note that the descriptions in the rubrics were intentionally constructed in a parallel
manner so that the descriptors use similar terminology (i.e., Highly Effective uses “role
model,” Approaching Effective uses “inconsistent,” and Ineffective uses “inadequate” or
“fails to.”

e Informal Observations/School Site Visits: Observations and school site visits are optional
but recommended. The implementation details (e.g., frequency, duration, completion
dates) are left to the local school division.

e Documentation Evidence: The use of documentation evidence is optional, but
recommended, as it provides principals input into their evaluation and provides evidence
for those performance standards that are not easily observed.

e Teacher/Staff Surveys: Surveys are optional, but recommended, as perceptions of
principal performance provide a valuable source of feedback. Survey questions provided
in this handbook have been specifically selected to address the performance standards but
may be modified by the local school division.

e Measures of Student Progress: The Code of Virginia requires that student academic
progress be a significant component of the evaluation. How student academic progress is
met in the evaluation is the responsibility of local school boards. Student learning should
be determined by multiple measures of student academic progress (e.g., progress tables,
goal setting for student achievement, other valid measures).
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Other Data Sources: Data sources other than those specified above (e.g., conferences,
meetings) may be used as determined by the local school division.

Rating Levels: The rating level names are highly recommended but may be modified
by the local school division.

Interim Evaluation: All beginning principals should receive an interim review to
provide systematic feedback prior to the summative evaluation.

Summative Evaluation: The Code of Virginia requires all principals to receive a
summative evaluation.

Single Summative Rating: All principals will receive a single summative rating to
provide an overall rating of the principal’s performance. The Guidelines provide
suggested weightings.

Forms: The forms provided in the Guidelines have been developed to include the
required information, but school divisions may modify them as needed.
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PART 2: UNIFORM PERFORMANCE
STANDARDS FOR PRINCIPALS

The uniform performance standards for principals are used to collect and present data to
document performance that is based on well-defined job expectations. They provide a balance
between structure and flexibility and define common purposes and expectations, thereby guiding
effective leadership. The performance standards also provide flexibility, encouraging creativity
and individual principal initiative. The goal is to support the continuous growth and
development of each principal by monitoring, analyzing, and applying pertinent data compiled
within a system of meaningful feedback.

DEFINING PRINCIPAL PERFORMANCE STANDARDS

Clearly defined professional responsibilities constitute the foundation of the principal
performance standards. A fair, comprehensive, and equitable evaluation system provides
sufficient detail and accuracy so that both principals and evaluators (i.e., superintendent,
supervisor) reasonably understand the job expectations.

The expectations for professional performance are defined using a two-tiered system consisting
of eight performance standards and multiple performance indicators affiliated with each
performance standard intended to define the expectations for principal performance. Principals
will be rated on the performance standards using performance rubrics, which are presented in
Part 5.

PERFORMANCE STANDARDS

Performance standards define the criteria expected when principals perform their major duties.
For all principals, there are eight performance standards as shown in Figure 2.1.

Figure 2.1: Performance Standards

1. Instructional Leadership
The principal drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and
learning that leads to student academic progress and school improvement.

2. School Climate
The principal fosters the success of all students by developing, advocating, nurturing,
and sustaining an academically rigorous, positive, welcoming, and safe school climate
for all stakeholders.

3. Human Resources Leadership
The principal provides human resources leadership by selecting, inducting, supporting,
evaluating, and retaining quality instructional and support personnel.
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4. Organizational Management
The principal cultivates the success of all students by supporting, managing, and
overseeing the school’s organization, operation, and use of resources.

5. Communication and Community Relations
The principal fosters the success of all students by communicating, collaborating, and
engaging with family and community stakeholders to promote understanding and
continuous improvement of the school’s programs and services.

6. Culturally Responsive and Equitable School Leadership?
The principal demonstrates a commitment to equity and fosters culturally inclusive and
responsive practices aligned with division and school goals, priorities, and strategies
that support achievement for all students.

7. Professionalism
The principal fosters the success of all students by demonstrating behavior consistent
with legal, ethical, and professional standards, engaging in continuous professional
development, and contributing to the profession.

8. Student Academic Progress
The principal ’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

PERFORMANCE INDICATORS

Performance indicators provide examples of observable, tangible behavior that indicate the
degree to which principals are meeting each standard. This helps principals and their evaluators
clarify performance levels and job expectations. Performance indicators are provided as
examples of the types of performance that will occur if a standard is being successfully met.
However, the list of performance indicators is not exhaustive and is not intended to be
prescriptive. It should be noted that indicators in one performance standard may be closely
related to indicators in another standard. This is because the standards, themselves, are not
mutually exclusive and may have overlapping aspects.

Evaluators and principals should consult the sample performance indicators for clarification of
what constitutes a specific performance standard. Performance ratings are made at the
performance standard level, NOT at the performance indicator level. Additionally, it is
important to document a principal’s performance on each standard with evidence generated
from multiple performance indicators. Sample performance indicators for each of the
performance standards follow on the subsequent pages.

4 The VDOE Department of Diversity, Equity, and Inclusion recommends the following resources:

Navigating EdEquityVA Roadmap: (Glossary of Key Terms — pp. 9-10; Virginia Equity Priorities: Increasing the
Cultural Competency of Virginia’s Educator Workforce — p. 21; Culturally Responsive Educators-Competencies —
p. 23); Report of Virginia’s African American History Education Commission (Subcommittee on Professional
Development-Defining Key Terms — p. 14; Defining Culturally Responsive Practice for Virginia Educators —

pp. 16-18); PD Recommendations — p. 19); and EdEquityVA Webpage on CR Resources.
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Performance Standard 1: Instructional Leadership

The principal drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and learning
that leads to student academic progress and school improvement.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
1.1 Leads the collaborative development and implementation of a compelling shared
vision for educational improvement and works collaboratively with students,

parents/caregivers, staff, and other stakeholders to develop a mission and programs
consistent with the division’s strategic plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional
programs that enhance rigorous and relevant teaching and student academic
progress and that lead to school improvement.

1.3 Connects both initiatives and innovative strategies to maximize the achievement of
each student.

1.4 Analyzes current academic achievement data and instructional strategies to make
appropriate educational decisions that improve classroom instruction, increase
student achievement, and maximize overall school effectiveness.

1.5 Acquires and shares knowledge of research-based instructional best practices in the
classroom.

1.6 Works collaboratively with staff to identify student needs and to design, revise, and
monitor instruction to ensure effective delivery of the required curriculum.

1.7 Generates, aligns, and leverages resources for the successful implementation of
effective instructional strategies.

1.8 Monitors and evaluates the use of diagnostic, formative, and summative assessment
to provide timely and accurate feedback to students and parents/caregivers, and to
inform instructional practices.

1.9 Provides collaborative leadership for the design and implementation of efficient
schedules that protect and maximize instructional time.

1.10 Provides the expectation and focus for continuous learning of all members of the
school community.

1.11 Promotes and supports professional development and instructional planning and
delivery practices that incorporate the use of achievement data and result in
increased student progress.

1.12 Demonstrates the importance of sustained professional development by participating
in and providing adequate time and resources for teachers and staff for professional
learning (i.e., peer observation, mentoring, coaching, study groups, learning teams,
action research).

1.13 Evaluates the impact professional development has on the staff, instructional
practices, school improvement, and student academic progress.
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Performance Standard 2: School Climate

The principal fosters the success of all students by developing, advocating, nurturing, and
sustaining an academically rigorous, positive, welcoming, and safe school climate for all
stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

2.1

2.2

2.3

2.4

2.5

2.6

2.7

2.8

2.9

2.10

211

2.12

Uses data and incorporates knowledge of the social, cultural, emotional, and
behavioral dynamics of the school community to cultivate a positive, engaging
academic learning environment.

Consistently models and collaboratively promotes high expectations, mutual
respect, concern, and empathy for students, parents/caregivers, staff, and other
stakeholders.

Uses shared decision-making and collaboration to build relationships and engage
with all stakeholders and enhance positive school morale.

Models and inspires trust and a risk-tolerant environment by sharing information
and power to promote growth, change, and innovation.

Supports students, parents/caregivers, staff, and other stakeholders through the
stages of the change process.

Identifies and addresses barriers to teacher and staff performance and provides
positive working conditions to encourage retention of highly-effective personnel.

Develops, implements, monitors, and communicates a school safety plan that
manages crisis situations in an appropriate and timely manner.

Involves students, parents/caregivers, staff, and other stakeholders to create,
promote, and sustain a positive, safe, and healthy learning environment that reflects
state, division, and local school rules, policies, and procedures.

Develops and/or implements best practices in schoolwide behavior management and
communicates behavior management expectations to students, parents/caregivers,
staff, and other stakeholders.

Is visible, approachable, and dedicates time to listen to the concerns of students,
parents/caregivers, staff, and other stakeholders.

Maintains a positive, collegial, inviting school environment that promotes and assists
in the development of the whole student.

Respects and promotes the appreciation of diversity and values and includes every
student as an important member of the school community.
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Performance Standard 3: Human Resources Leadership
The principal provides human resources leadership by selecting, inducting, supporting,
evaluating, and retaining quality instructional and support personnel.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
3.1 Actively leads in the selection process, where applicable, and assigns highly-

effective staff in a fair and equitable manner based on school and division needs,
assessment data, and local, state, and federal requirements.

3.2 Supports formal building-level employee induction processes and informal
procedures to support and assist all new personnel.

3.3 Provides a development process for all new and targeted instructional personnel-and
cultivates leadership potential through personal mentoring and coaching.

3.4 Manages the supervision and evaluation of staff in accordance with local and state
requirements.

3.5 Properly implements the teacher and staff evaluation systems, supports the
important role evaluation plays in teacher and staff development, and evaluates
performance of personnel using multiple sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal
feedback on strengths and weaknesses, and provides support, resources, and
remediation for teachers and staff to improve job performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention,
promotion, and dismissal consistent with established policies and procedures and
with student academic progress as a primary consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff and
provides them opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff
members and providing them with professional development opportunities to improve
student learning and to grow professionally.
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Performance Standard 4: Organizational Management
The principal cultivates the success of all students by supporting, managing, and
overseeing the school’s organization, operation, and use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of

Virginia public education rules, regulations, laws, and school division policies and
procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and
orderly facility and grounds.

4.3 Monitors and provides supervision of all instructional programs, building space
usage, and all related activities through an appropriately prioritized process.

4.4 Secures, monitors, and allocates resources to maximize improvement, aligned to the
school’s mission and goals, through accepted school and school division policies
and procedures.

4.5 Analyzes data to identify and plan for organizational, operational, or resource-
related problems and resolves them in a timely, consistent, and appropriate manner.

4.6 Develops short- and long-term goals to improve organizational and operational
efficiency and impact.

4.7 Reviews fiscal records regularly to ensure accountability for all funds.

4.8 Plans and prepares a fiscally-responsible budget to support the school’s mission and
goals.

4.9 Follows federal, state, and local policies with regard to finances, school
accountability, and reporting.

4.10 Implements strategies for the inclusion of staff and stakeholders in various planning
processes, shares in management decisions, and delegates duties as applicable,
resulting in a smoothly operating workplace.

12 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, collaborating, and
engaging with family and community stakeholders to promote understanding and
continuous improvement of the school’s programs and services.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
5.1 Plans strategically for and solicits student, parent/caregiver, staff, and other

stakeholder input to promote sound judgment in the decision-making process and
communication when appropriate.

5.2 Collaborates with stakeholders to develop and communicate long- and short-term
goals and the school improvement plan.

5.3 Disseminates information to students, parents/caregivers, staff, and other
stakeholders in a timely manner through multiple channels and sources.

5.4 Involves students, parents/caregivers, staff, and other stakeholders in a collaborative
effort to establish positive relationships that support academic success, health, and
well-being.

5.5 Maintains visibility and accessibility to students, parents/caregivers, staff, and other
stakeholders.

5.6 Speaks and writes consistently in a clear, explicit, and professional manner using
standard oral and written English to communicate appropriately with students,
parents/caregivers, staff, and other stakeholders.

5.7 Uses appropriate resources to communicate with stakeholders whose primary
language is not English.

5.8 Provides a variety of opportunities for parent/caregiver and family involvement in
school activities.

5.9 Collaborates and networks with colleagues and stakeholders to capitalize on the
resources and expertise available in the local community.

5.10 Advocates for students and acts intentionally to influence family, school, and
division decisions affecting student learning.

5.11 Assesses, plans for, responds to, and interacts with the larger political, social,
economic, legal, and cultural context that affects schooling based on relevant
evidence.
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Performance Standard 6: Culturally Responsive and Equitable School Leadership*
The principal demonstrates a commitment to equity and fosters culturally inclusive and
responsive practices aligned with division and school goals, priorities, and strategies that
support achievement for all students.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
6.1 Collects, interprets, and communicates student group disaggregated assessment,

engagement, behavioral, and attendance data to identify and understand how and
why inequities exist and implements procedures and strategies to address inequity.

6.2 Works collaboratively with students, parents/caregivers, staff, and other
stakeholders to develop and implement a school improvement plan based on shared
school mission, vision, and values that embed equity and culturally responsive
teaching and learning.

6.3 Implements culturally responsive and equitable approaches to school discipline and
fosters a school environment of inclusion by building organizational capacity to
establish and maintain a safe and affirming school environment for all students.

6.4 Provides leadership for culturally relevant and responsive curriculum, instructional
practices, and assessments to support the achievement of all students.

6.5 Advocates for and supports equity and access to educational programs and learning
opportunities to meet the learning needs of all students.

6.6 Recruits, develops, and retains effective, culturally responsive staff in accordance
with the mission, vision, and articulated values of the school.

6.7 Provides evidence-based and targeted professional learning and coaching to support
culturally responsive teaching and reflective practices among teachers and staff.

6.8 Facilitates and engages in dialogue with teachers and staff to promote an equity-
centered, inclusive school environment that fosters a sense of belonging for all
students.

6.9 Builds positive relationships with students, parents/caregivers, staff, and other
stakeholders that use multimodal methods of communication inclusive of the
language, dialect, cultural, and social needs of all students and their families.

*Note: Equity denotes the fairness of opportunities for student learning and success.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Principal Evaluation Work Group, October-November, 2021
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Performance Standard 7: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with
legal, ethical, and professional standards, engaging in continuous professional
development, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
7.1 Creates a culture of respect, understanding, sensitivity, and appreciation for

students, parents/caregivers, staff, and other stakeholders and models these
attributes daily.

7.2 Works within legal, ethical, and professional guidelines to improve student learning
and to meet school, division, state, and federal requirements.

7.3 Maintains a professional appearance and demeanor in accordance with school board
policy and division expectations.

7.4 Models professional behavior and is culturally responsive to students, parents/
caregivers, staff, and other stakeholders.

7.5 Maintains confidentiality.
7.6 Maintains a positive, forthright, and respectful attitude.

7.7 Provides leadership in sharing ideas and information with staff and other
professionals.

7.8 Works in a collegial and collaborative manner with other administrators, school
personnel, and other stakeholders to promote, support, and enhance the vision,
mission, and goals of the school division.

7.9 Engages in personal professional development that positively impacts school
effectiveness.

7.10 Remains current with research related to educational issues, trends, and practices
and maintains a high level of technical and professional knowledge.
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Performance Standard 8: Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
8.1 Collaboratively develops, implements, and monitors the school improvement plan
that results in increased student academic progress.

8.2 Uses research-based techniques for gathering and analyzing data from multiple
measures to use in making decisions related to student academic progress.

8.3 Communicates assessment results to multiple internal and external stakeholders.

8.4 Collaborates with teachers and staff to monitor and improve multiple measures of
student progress through the analysis of data, the application of educational research,
and the implementation of appropriate intervention and enrichment strategies.

8.5 Uses faculty meetings, team/department meetings, and targeted professional
development activities to focus on student progress outcomes.

8.6 Provides evidence that students are meeting measurable, reasonable, and appropriate
achievement goals.

8.7 Demonstrates responsibility for school academic achievement through proactive
interactions with students, parents/caregivers, staff, and other stakeholders.

8.8 Collaboratively develops, implements, and monitors long- and short-range
achievement goals that address varied student populations according to state
guidelines.

8.9 Ensures teachers’ student achievement goals are aligned with building-level goals for
increased student academic progress and for meeting state benchmarks.

8.10 Sets benchmarks and implements appropriate strategies and interventions to
accomplish desired outcomes.

Note: Performance Standard 8: If a principal effectively fulfills all previous standards, it is likely
that the results of his or her leadership — as documented in Standard 8: Student Academic
Progress — would be positive. The Virginia principal evaluation system includes the
documentation of student growth as indicated within Standard 8 and recommends that the
evidence of progress be reviewed and considered throughout the year. Trend analysis, along
with your data analysis tools, should be used where applicable.
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PART 3: DOCUMENTING PRINCIPAL
PERFORMANCE

The role of a principal requires a performance evaluation system that acknowledges the
contextual nature and complexities of the job. Multiple data sources provide for a
comprehensive and authentic “performance portrait” of the principal’s work. The sources of
information described in Figure 3.1 were selected to provide comprehensive and accurate
feedback on principal performance.

Figure 3.1: Suggested Documentation Sources for Principal Evaluation

Data Source Definition

Self-Evaluation Self-evaluation reveals principals’ perceptions of their job

(Recommended) performance. Results of self-evaluation should inform principals’
personal goals for professional development.

Informal Informal observations/school site visits, applied in a variety of

Observation/ settings, provide information on a wide range of contributions made

School Site Visits by principals. Informal observations/school site visits may range from

(Recommended) watching how a principal interacts with others, to observing programs
and shadowing the administrator.

Documentation Documentation evidence includes items generated by principals as

Evidence evidence of meeting the eight performance standards.

(Recommended)

Teacher/Staff Survey | Surveys provide information to principals about perceptions of job

(Recommended) performance. The actual survey responses are seen only by the
principal who prepares a survey summary for inclusion in the
documentation evidence.

Goal Setting Principals, in conjunction with their evaluators, set goals for

(Recommended) professional growth and school improvement.

Note: All recommended data sources may not always be necessary in a principal evaluation
system. Rather, options are provided from which local decisions can be made to design the
evaluation system in a manner that best fits local needs.

To address the contextual nature of the principal’s job, each principal should provide a school
profile narrative to his or her evaluator. This may be done via the Student Academic Progress
Goal Setting Form. It is strongly recommended that the principal also discuss the unique
characteristics of the school with the evaluator.

Evaluators may choose to use the Formative Assessment Form at the end of the chapter to
document evidence from any of these sources.
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SELF-EVALUATION

Self-evaluation is a process by which one may reflect on the effectiveness and adequacy of his or
her performance, effects, knowledge, and beliefs for self-improvement.’® By thinking about
what works, what does not work, and what types of changes one might make to be more
successful, the likelihood of knowing how to improve and actually making the improvements
increases dramatically.?’ Furthermore, self-evaluation can help a principal to target areas for
professional development. A sample Principal Self-evaluation Form is provided on the
following pages.
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Sample: Principal Self-evaluation Form Page 1 of 2

SAMPLE Principal Self-evaluation Form
Directions: Principals may use this form annually to reflect on the effectiveness and adequacy of
their practice based on each performance standard. Please refer to the performance indicators
for examples of behaviors exemplifying each standard.

Principal: Date:

1. Instructional Leadership
The principal drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and learning
that leads to student academic progress and school improvement.

Areas of strength:

Areas needing work/strategies for improving performance:

2. School Climate
The principal fosters the success of all students by developing, advocating, nurturing, and
sustaining an academically rigorous, positive, welcoming, and safe school climate for all
stakeholders.

Areas of strength:

Areas needing work/strategies for improving performance:

3. Human Resources Leadership
The principal provides human resources leadership by selecting, inducting, supporting,
evaluating, and retaining quality instructional and support personnel.

Areas of strength:

Areas needing work/strategies for improving performance:

4. Organizational Management
The principal cultivates the success of all students by supporting, managing, and overseeing
the school’s organization, operation, and use of resources.

Areas of strength:

Areas needing work/strategies for improving performance:
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Sample: Principal Self-evaluation Form Page 2 of 2

5. Communication and Community Relations
The principal fosters the success of all students by communicating, collaborating, and
engaging with family and community stakeholders to promote understanding and continuous
improvement of the school’s programs and services.

Areas of strength:

Areas needing work/strategies for improving performance:

6. Culturally Responsive and Equitable School Leadership
The principal demonstrates a commitment to equity and fosters culturally inclusive
and responsive practices aligned with division and school goals, priorities, and
strategies that support achievement for all students.

Areas of strength:

Areas needing work/strategies for improving performance:

7. Professionalism
The principal fosters the success of all students by demonstrating behavior consistent with
legal, ethical, and professional standards, engaging in continuous professional
development, and contributing to the profession.

Areas of strength:

Areas needing work/strategies for improving performance:

8. Student Academic Progress
The principal ’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

Areas of strength:

Areas needing work/strategies for improving performance:
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INFORMAL OBSERVATIONS/SCHOOL SITE VISITS

Informal observations/school site visits, applied in a variety of settings, provide information on a
wide range of contributions made by principals. Informal observations/school site visits may
range from watching how a principal interacts with others to observing programs and shadowing
the administrator.

Site visits are a method by which evaluators may gain insight into whether principals are meeting
the performance standards. Evaluators are encouraged to conduct multiple site visits to the
principal’s school. During a site visit, evaluators should discuss various aspects of the job with
the principal. This can take the form of a formal interview or a less structured discussion.
Through questioning, the evaluator may help the principal reflect on his or her performance,
which may provide insight into how the principal is addressing the standards. When using
documentation evidence, a discussion may also help the principal to think through the artifacts
he or she might submit to the evaluator to demonstrate proficiency in each standard. In addition,
evaluators can use the principal’s responses to the questions to determine issues they would like
to further explore with the principal’s faculty and staff. Furthermore, it is recognized that in
many cases it takes time to effect change in a school, and by having an honest, open discussion,
the principal is provided an opportunity to explain the successes and trials the school community
has experienced concerning school changes. The site visit also provides an opportunity for the
evaluator to offer feedback. Suggested guiding questions an evaluator may want to address are
included on the Informal Observation/Site Visit Form on the following page. Following the site
visit, evaluators should provide timely and written feedback to the principal.
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Sample: Informal Observation/School Site Visit Form Page 1 of 4

SAMPLE Informal Observation/School Site Visit Form

Directions: Evaluators may use this form to document evidence related to the standards obtained
from informal observations or site visits. Suggested guiding questions for discussion are listed
under each standard.

Principal’s Name: Date:

Evaluator’s Name:

Performance Standard 1. Instructional Leadership

The principal drives the success of all students by facilitating the development, communication,
implementation, and evaluation of a shared vision of teaching and learning that leads to student
academic progress and school improvement.

Suggested Guiding Questions/Prompts:

* How have you facilitated collaboration among teachers?

* How have you strived to improve the teachers’ effective instructional practices associated with
different subject areas?

* How do you ensure curriculum standards are taught by the teachers and mastered by the students?

* How do you support teachers’ performance and provide constructive feedback to them?

* What types of teacher learning and development activities or programs have you participated in or
provided this year? What have you learned?

* How do you involve the expertise of teacher leaders?

Comments:

Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, nurturing, and sustaining
an academically rigorous, positive, welcoming, and safe school climate for all stakeholders.

Suggested Guiding Questions/Prompts:
* Please give some examples of the strategies you use to create and sustain a positive and safe
learning environment in your school.
» What are the strategies you use to nurture and sustain a climate of trust in your school?
» Explain how you model desired or expected behaviors and characteristics for students and staff.
» How do you foster positive school attendance for students?
» What are the internal and external factors that you perceive are affecting your school?
* How have you strived to make the school environment more academically rigorous?

Comments:
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Sample: Informal Observation/School Site Visit Form Page 2 of 4

Performance Standard 3: Human Resources Leadership
The principal provides human resources leadership by selecting, inducting, supporting,
evaluating, and retaining quality instructional and support personnel.

Suggested Guiding Questions/Prompts:

* Please give examples of professional development initiatives implemented and/or sustained to
improve teacher performance.

* In what ways do you support the achievements of high-performing teachers?

* How do you support growth among teachers who have yet to meet the standard of effectiveness?

* How do you ensure teachers and staff receive the support they need?

* How do you acclimate new teachers and staff to the expectations of your building?

* How do you foster an atmosphere of professional learning among staff?

* What are the most difficult human resources management decisions you have made since your last
summative evaluation? What aspects went well and what aspects were challenging?

Comments:

Performance Standard 4: Organizational Management
The principal cultivates the success of all students by supporting, managing, and overseeing the
school’s organization, operation, and use of resources.

Suggested Guiding Questions/Prompts:
» How do you establish routines and procedures for the smooth running of the school that staff
members understand and follow?
» What information is used to inform the decisions related to organizational management?
* Instructional time is one of the most essential resources for student success in learning. How do
you protect instructional time?
» What strategies do you use to ensure the most effective organizational model within your building?

Comments:
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Sample: Informal Observation/School Site Visit Form Page 3 of 4

Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, collaborating, and engaging with
family and community stakeholders to promote understanding and continuous improvement of the
school’s programs and services.

Suggested Guiding Questions/Prompts:

* How do you engage in open dialogue with multiple stakeholders from the larger school
community?

* How do you involve parents and families in student learning?

* How do you disseminate needed information (such as student academic progress) to students, staff,
parents, and the greater learning community?

* Please give an example of how you network with individuals and groups outside the school (e.g.,
business and government organizations) to build partnerships for pursuing shared goals.

* How do you promote the positive happenings or successes of your building?

Comments:

Performance Standard 6: Culturally Responsive and Equitable School Leadership

The principal demonstrates a commitment to equity and fosters culturally inclusive and responsive
practices aligned with division and school goals, priorities, and strategies that support achievement
for all students.

Suggested Guiding Questions/Prompts

* How do you collaborate with teachers/staff and community members who may have different
viewpoints concerning cultural issues?

» How have you implemented programs and procedures that address the differentiated needs of your
teachers/staff and students?

* In what ways do you encourage and model civil discourse among teachers/staff and families who
might have differing viewpoints on cultural issues within your school?

* How do you articulate the importance of equitable access to resources as a priority to parents and
community members?

* How are students’ voices included in school events with respect to differing viewpoints?

» How does your budget reflect your commitment to equitable opportunities for student learning and
success?

* Please give an example of how your behaviors, attitudes, and procedures are congruent and
whether they allow for differences.

* How have you examined how your background may influence your behaviors and attitudes toward
students/staff/community members whose background(s) and lifestyle(s) may differ from your own
and what is comfortable to you?

* How have you provided opportunities for students, staff, and your school community to engage in
cultural competency learning?

Comments:
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Sample: Informal Observation/School Site Visit Form Page 4 of 4

Performance Standard 7: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with legal,
ethical, and professional standards, engaging in continuous professional development, and
contributing to the profession.

Suggested Guiding Questions/Prompts:

* How do you communicate the mission, vision, and values to all stakeholders?

* Give an example of a strategy that you learned during professional interactions with colleagues
that you have used successfully in your school.

* What professional learning have you sought out since the last evaluation cycle?

* In what ways have you observed a change in your role as a school leader and your leadership
style?

* In what ways do you provide service to the profession (e.g., mentoring, involvement in professional
organizations, presenting at conferences)?

Comments:

Performance Standard 8: Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student academic
progress based on established standards.

Suggested Guiding Questions/Prompts:

* What is the goal setting process in your school for student academic achievement?

* What role do stakeholders play in developing and monitoring the school improvement plan?

* Please give some examples of the goals your school has set this year that are directly associated
with student achievement.

* What data are used to measure student academic progress, and how does research support its use
as a measurement of progress?

* Please explain how interventions are designed, implemented, and evaluated to support student

learning.
» What type of mid-course corrective actions do you take to accomplish desired student academic
outcomes?
* How do you empower teachers to be truly engaged in improving student success?
Comments:
Evaluator’s Signature Date
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DOCUMENTATION EVIDENCE

Artifacts of a principal’s performance can serve as a valuable and insightful data source for
documenting the work that principals actually do, how they support student growth, and how
they contribute to their own professional growth and development.

Documentation provides evaluators with information related to specific standards and provides
principals with an opportunity for self-reflection, demonstration of quality work, and a basis for
two-way communication with their evaluators. Documentation can confirm a principal’s effort
to document exemplary performance, can show continuing work at a proficient level, or can
demonstrate progress in response to a previously identified deficiency.

Artifacts should be authentic and not created solely as documentation evidence. They should
provide evidence of one or more of the performance standards. Each artifact may include a
caption since the artifact will be viewed in a context other than that for which it was developed.
Principals may organize the material in any way they see fit; however, the emphasis should be on
the quality of work, not the quantity of materials presented. One to three quality artifacts per
standard are recommended.

A sample Documentation Evidence Cover Sheet is provided on the following page. This sheet is
designed to help a principal organize documents. Also, the sheet provides examples of the types
of material a principal might consider providing to show evidence of effectiveness in the eight
performance standards.

While the preceding paragraphs have referred to the principal providing his or her own
documentation as evidence of meeting the performance standards, evaluators may use additional
documentation (e.g., evaluator notes or a running record) relative to the principal’s performance.
This type of evaluator documentation may come from a variety of sources such as those
mentioned in the Informal Observation/School Site Visit section (informally observing the
principal during meetings, watching his or her interactions with others, etc.). This type of
documentation should be considered along with the principal’s own documentation when making
formative and summative assessments. As such, evaluators should write comments related to
their own documentation on the Formative Assessment Form or the Summative Assessment
Form, as applicable.
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Sample: Documentation Evidence Cover Sheet Page 1 of 2

SAMPLE Documentation Evidence Cover Sheet

Directions: The principal may list the items he or she plans to submit as documentation of
meeting each performance standard to supplement evidence gathered through other means. This
form is optional. Documentation also may need to be supplemented with discussion, and/or
annotations to clarify the principal’s practice and process for the evaluator.

Principal:
School: School Year:
Standard Evidence Included Principal Reflective

Comments

1. Instructional Leadership

The principal drives the success of all
students by facilitating the
development, communication,
implementation, and evaluation of a
shared vision of teaching and
learning that leads to student
academic progress and school
improvement.

2. School Climate

The principal fosters the success of
all students by developing,
advocating, nurturing, and sustaining
an academically rigorous, positive,
welcoming, and safe school climate
for all stakeholders.

3. Human Resources Leadership

The principal provides human
resources leadership by selecting,
inducting, supporting, evaluating,
and retaining quality instructional
and support personnel.

4. Organizational Management
The principal cultivates the success of
all students by supporting, managing,
and overseeing the school’s
organization, operation, and use of
resources.
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Sample: Documentation Evidence Cover Sheet Page 2 of 2

5. Communication and
Community Relations

The principal fosters the success of
all students by communicating,
collaborating, and engaging with
family and community stakeholders to
promote understanding and
continuous improvement of the
school’s programs and services.

6. Culturally Responsive and
Equitable School Leadership

The principal demonstrates a
commitment to equity and fosters
culturally inclusive and responsive
practices aligned with division and
school goals, priorities, and
strategies that support achievement
for all students.

7. Professionalism

The principal fosters the success of
all students by demonstrating
behavior consistent with legal,
ethical, and professional standards,
engaging in continuous professional
development, and contributing to the
profession.

8. Student Academic Progress
The principal ’s leadership results in
acceptable, measurable, and
appropriate student academic
progress based on established
standards.

Principals are strongly encouraged to reflect on their artifacts although this is optional based on
school division policy. School divisions may modify this form to allow principals to provide
reflections, either on the actual artifact or via electronic platform tools.

Suggested documentation that may be included: (This list is intended to provide examples and
will vary based on the school’s unique characteristics.)

1. Instructional Leadership: school improvement plan; strategic plan; vision/mission/core
belief statements; staff evaluation grid; leadership/school improvement team agendas; building
administrator responsibility chart; professional goals; master schedule; student progress
monitoring data; schedules for students in the alternative education program; project-specific
summaries of a goal; compliance with Standards of Accreditation; program development; staff
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development plan; school committees and members; classroom observation feedback provided to
teachers.

2. School Climate: monthly discipline report; monthly attendance report; Teacher of the Year
recommendation; annual report of discipline, crime, and violence; teacher/staff appreciation;
summary of surveys of staff; student recognition; student groups/clubs.

3. Human Resources Leadership: staff evaluation schedule including observation schedule;
evidence of teachers and staff serving as leaders in the school, school division, and school
community; monthly discipline report by teacher; teacher licensure renewal schedule; staff
evaluations; staff recognition program; Performance Improvement Plans; mentorship program.

4. Organizational Management: building schedules; administrator responsibility chart; master
schedule and course compliance; facility use log; physical plant and grounds management
schedule; annual financial audits; attempts to collect outstanding fees and/or obligations;
inventory records; career and technical education compliance; state and federal mandated
compliance; crisis plans and safely drill documentation; health and medical compliance;
completion of annual school safety audit.

5. Communication and Community Relations: faculty meeting agendas; newsletters;
PAC/PTO/PTA agendas; event calendars; flyers; optional parent/community survey; web site
link; audit; Safe School’s committee agendas and minutes of meetings; School Health Advisory
Board agendas and minutes of meetings; media communications; presentation to
civic/community groups; social media presence.

6. Culturally Responsive and Equitable School Leadership: samples of culturally-diverse
programs or communications; school-level cultural competency professional learning plans,
agendas, presentation materials; titles of culturally-diverse books suggested to or used with the
staff; differentiated programs.

7. Professionalism: staff development activity agendas; department/grade level meeting
documentation; summary of staff surveys; professional conference attendance; professional
organization membership; academic course transcripts; sample stakeholder correspondence;
public speaking engagements; professional publications and/or conference presentations, and
documentation of leadership mentoring or coaching.

8. Student Academic Progress: analysis of grades for the marking period; documentation of
meeting established annual goals (e.g., school improvement plan); progress (value) table data, if
available and appropriate; data on student achievement from other valid, reliable sources;
evidence of growth in identified student groups; increased student enrollment in and completion
of advanced coursework and/or CTE pathways. See listing in the Goal Setting section of this
document.

TEACHER/STAFF SURVEYS

Surveys are an important data collection tool used to gather client (in this instance, teacher/staff)
data regarding their perceptions of the principal’s performance. Among the advantages of using
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a survey design include the rapid turnaround in data collection, the limited cost in gathering the
data, and the ability to infer perceptions of a larger population from smaller groups of
individuals. One of the benefits of using surveys is that the collected information may help the
principal set goals for continuous improvement (i.e., for formative evaluation) — in other words,
to provide feedback directly to the principal for professional growth and development.

Principals may administer annual teacher/staff surveys according to school division guidelines
during a specified time period (for example, the second nine weeks). The principal will retain
sole access to the teacher/staff surveys; however, the principal may provide a summary of the

surveys to the evaluator as part of the documentation evidence.

The survey asks teachers/staff to report on items that they have directly experienced. The survey
questions address the first seven performance standards. At the principal’s discretion, additional
questions may be added to the survey. The table of specifications in Figure 3.3 illustrates the
alignment between the survey items and performance standards.

Figure 3.3: Table of Specifications

Principal Performance Standards Survey ltem #
1 - Instructional Leadership 1-4

2 - School Climate 5-8

3 - Human Resources Leadership 9-13

4 - Organizational Management 14-19

5 - Communication and Community Relations 20-23

6 - Culturally Responsive and Equitable School Leadership 24-28

7 - Professionalism 29-31

The evaluation survey described above should not be confused with the school surveys that are
developed and administered by VDOE on a biennial basis. The VDOE surveys help evaluate
school-level teaching conditions and the impact such conditions have on teacher retention and
student achievement. Separate VDOE surveys are administered to classroom instructors, staff,
and students (https://www.doe.virginia.gov/support/school-climate/index.shtml and
https://www.dcjs.virginia.gov/virginia-center-school-and-campus-safety/school-safety-
survey/secondary-school-climate-survey).
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Sample: Teacher/Staff Survey Page 1 of 2
SAMPLE Teacher/Staff Survey?

Principal’s Name: Date:
Survey Respondent is: O Teacher/Instructional Staff O Support Staff

Directions: Please respond to each statement fairly to help the principal improve his/her
performance. If an area is marked with a D, please provide a written explanation. The principal
will tally the results and share them with his/her immediate supervisor.

Key: E — Exceeds expectations of performance M — Meets expectations of performance
D — Demonstrates unacceptable performance N — No basis for judgment
The principal... E| M|D|N

1. Demonstrates a vested interest in the goals of the school community.

Is visible and accessible in the school.

Protects instructional time.

Provides leadership in the improvement of instruction.

Treats all teachers/staff and students equitably.

Provides supervision in unstructured settings.

Builds/maintains desirable morale level among teachers/staff.

Fosters a caring school climate that is welcoming for staff, students,

families, and community members (or other stakeholders).

9. Makes helpful recommendations for improvement of performance.

10. Carries out the teacher/staff evaluation program as it is outlined.

11. Supports teachers in conferences with students and/or parents to the
extent circumstances permit.

12. Seeks teacher/staff recommendations for meaningful professional
development.

13. Provides meaningful professional development.

14. Uses judgment, creativity, and logical thinking in solving problems.

15. Initiates change for the good of students and the improvement of the
school.

16. Procures needed materials and equipment.

17. Involves teachers appropriately in decision-making.

18. Keeps paperwork to a minimum.

19. Involves teachers in developing the school improvement plan.

20. Maintains open lines of communication with employees.

21. Keeps teachers/staff informed appropriately of communications from
the superintendent and other central office personnel.

22. Gives constructive criticism to teachers in private.

23. Seeks to problem-solve with students, parents, and other
stakeholders.

24. Demonstrates an appreciation of teacher/staff and student cultural
diversity.

25. Provides equal opportunities to teachers/staff and students regardless
of their gender, culture, or political views.

@ N0 W N

2 Questions adapted from prior work with Orange County Public Schools
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The principal... E |M|D [N

26. Uses disaggregated data to implement policies and programs which
addresses differentiated student needs.

27. Builds organizational capacity to create and maintain an affirming
school environment.

28. Encourages and models civil discourse among teachers/staff and
students who may have different viewpoints on cultural issues.

29. Shares current educational research, trends, and best practices with
stakeholders.

30. Models professionalism.

31. Maintains positive rapport with teachers/staff.

COMMENTS:
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SAMPLE Survey Summary Form

Principal’s Name: Date:
School: School Year: -

Directions: Principals may tabulate and analyze the teacher/staff surveys and provide a
summary of the results. This may be included as part of the principal s documentation.

1. How many surveys did you distribute?
2. How many completed surveys were returned?

3. What is the percentage of completed questionnaires you received? %

Teacher/Staff Satisfaction Analysis

4. Describe your survey population(s).

5. List factors that might have influenced the results.

6. Analyze survey responses and answer the following questions:

A) What did teachers/staff perceive as your major strengths?

B) What did teachers/staff perceive as your major weaknesses?

C) How can you use this information for continuous professional growth?
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SAMPLE Formative Assessment Form
Note: The formative assessment form is included as an option to be used if it is determined to be
in the best interest of the local school division.

Directions: Use this form to comment on evidence related to the standards from discussions with
the principal, site visitations, student academic progress and achievement data, and documentation
provided by the principal. Evaluators may use multiple formative assessment forms, as applicable.

Principal’s Name: Date:

Evaluator’s Name:

Performance Standard 1: Instructional Leadership

The principal drives the success of all students by facilitating the development, communication, implementation, and
evaluation of a shared vision of teaching and learning that leads to student academic progress and school
improvement.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
1.1 Leads the collaborative development and implementation of a compelling shared vision for educational

improvement and works collaboratively with students, parents/caregivers, staff, and other stakeholders to
develop a mission and programs consistent with the division’s strategic plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhance
rigorous and relevant teaching and student academic progress and that lead to school improvement.

1.3 Connects both initiatives and innovative strategies to maximize the achievement of each student.

1.4 Analyzes current academic achievement data and instructional strategies to make appropriate educational
decisions that improve classroom instruction, increase student achievement, and maximize overall school
effectiveness.

1.5 Acquires and shares knowledge of research-based instructional best practices in the classroom.

1.6 Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction to
ensure effective delivery of the required curriculum.

1.7 Generates, aligns, and leverages resources for the successful implementation of effective instructional
strategies.

1.8 Monitors and evaluates the use of diagnostic, formative, and summative assessment to provide timely and
accurate feedback to students and parents/caregivers, and to inform instructional practices.

1.9 Provides collaborative leadership for the design and implementation of efficient schedules that protect and
maximize instructional time.

1.10 Provides the expectation and focus for continuous learning of all members of the school community.

1.11 Promotes and supports professional development and instructional planning and delivery practices that
incorporate the use of achievement data and result in increased student progress.

1.12 Demonstrates the importance of sustained professional development by participating in and providing
adequate time and resources for teachers and staff for professional learning (i.e., peer observation,
mentoring, coaching, study groups, learning teams, action research).

1.13 Evaluates the impact professional development has on the staff, instructional practices, school improvement,
and student academic progress.

Comments:
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Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, nurturing, and sustaining an
academically rigorous, positive, welcoming, and safe school climate for all stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

2.1

2.2

2.3

24

2.5
2.6

2.7

2.8

2.9

2.10

211

212

Uses data and incorporates knowledge of the social, cultural, emotional, and behavioral dynamics of the
school community to cultivate a positive, engaging academic learning environment.

Consistently models and collaboratively promotes high expectations, mutual respect, concern, and empathy
for students, parents/caregivers, staff, and other stakeholders.

Uses shared decision-making and collaboration to build relationships and engage with all stakeholders and
enhance positive school morale.

Models and inspires trust and a risk-tolerant environment by sharing information and power to promote
growth, change, and innovation.

Supports students, parents/caregivers, staff, and other stakeholders through the stages of the change process.

Identifies and addresses barriers to teacher and staff performance and provides positive working conditions
to encourage retention of highly-effective personnel.

Develops, implements, monitors, and communicates a school safety plan that manages crisis situations in an
appropriate and timely manner.

Involves students, parents/caregivers, staff, and other stakeholders to create, promote, and sustain a positive,
safe, and healthy learning environment that reflects state, division, and local school rules, policies, and
procedures.

Develops and/or implements best practices in schoolwide behavior management and communicates behavior
management expectations to students, parents/caregivers, staff, and other stakeholders.

Is visible, approachable, and dedicates time to listen to the concerns of students, parents/caregivers, staff, and
other stakeholders.

Maintains a positive, collegial, inviting school environment that promotes and assists in the development of
the whole student.

Respects and promotes the appreciation of diversity and values and includes every student as an important
member of the school community.

Comments:
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Performance Standard 3: Human Resources Leadership

The principal provides human resources leadership by selecting, inducting, supporting, evaluating, and
retaining quality instructional and support personnel.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
3.1 Actively leads in the selection process, where applicable, and assigns highly-effective staff in a fair

and equitable manner based on school and division needs, assessment data, and local, state, and federal
requirements.

3.2 Supports formal building-level employee induction processes and informal procedures to support and
assist all new personnel.

3.3 Provides a development process for all new and targeted instructional personnel-and cultivates
leadership potential through personal mentoring and coaching.

3.4 Manages the supervision and evaluation of staff in accordance with local and state requirements.

3.5 Properly implements the teacher and staff evaluation systems, supports the important role evaluation
plays in teacher and staff development, and evaluates performance of personnel using multiple
sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal feedback on strengths
and weaknesses, and provides support, resources, and remediation for teachers and staff to improve
job performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal
consistent with established policies and procedures and with student academic progress as a primary
consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff and provides them
opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff members and providing
them with professional development opportunities to improve student learning and to grow
professionally.

Comments:
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Performance Standard 4: Organizational Management
The principal cultivates the success of all students by supporting, managing, and overseeing the school’s
organization, operation, and use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of Virginia public education
rules, regulations, laws, and school division policies and procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and orderly facility and
grounds.

4.3 Monitors and provides supervision of all instructional programs, building space usage, and all related
activities through an appropriately prioritized process.

4.4 Secures, monitors, and allocates resources to maximize improvement, aligned to the school’s mission
and goals, through accepted school and school division policies and procedures.

4.5 Analyzes data to identify and plan for organizational, operational, or resource-related problems and
resolves them in a timely, consistent, and appropriate manner.

4.6 Develops short- and long-term goals to improve organizational and operational efficiency and impact.
4.7 Reviews fiscal records regularly to ensure accountability for all funds.

4.8 Plans and prepares a fiscally-responsible budget to support the school’s mission and goals.

4.9 Follows federal, state, and local policies with regard to finances, school accountability, and reporting.

4.10 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in
management decisions, and delegates duties as applicable, resulting in a smoothly operating workplace.

Comments:
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Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, collaborating, and engaging with family
and community stakeholders to promote understanding and continuous improvement of the school’s programs
and services.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:
5.1 Plans strategically for and solicits student, parent/caregiver, staff, and other stakeholder input to promote
sound judgment in the decision-making process and communication when appropriate.

5.2 Collaborates with stakeholders to develop and communicate long- and short-term goals and the school
improvement plan.

5.3 Disseminates information to students, parents/caregivers, staff, and other stakeholders in a timely
manner through multiple channels and sources.

5.4 Involves students, parents/caregivers, staff, and other stakeholders in a collaborative effort to establish
positive relationships that support academic success, health, and well-being.

5.5 Maintains visibility and accessibility to students, parents/caregivers, staff, and other stakeholders.

5.6 Speaks and writes consistently in a clear, explicit, and professional manner using standard oral and
written English to communicate appropriately with students, parents/caregivers, staff, and other
stakeholders.

5.7 Uses appropriate resources to communicate with stakeholders whose primary language is not English.
5.8 Provides a variety of opportunities for parent/caregiver and family involvement in school activities.

5.9 Collaborates and networks with colleagues and stakeholders to capitalize on the resources and expertise
available in the local community.

5.10 Advocates for students and acts intentionally to influence family, school, and division decisions affecting
student learning.

5.11 Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and
cultural context that affects schooling based on relevant evidence.

Comments:
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Sample: Formative Assessment Form

Performance Standard 6: Culturally Responsive and Equitable School Leadership
The principal demonstrates a commitment to equity and fosters culturally inclusive and responsive practices
aligned with division and school goals, priorities, and strategies that support achievement for all students.

Page 6 of 8

6.1

6.2

6.3

6.4

6.5

6.6

6.7

6.8

6.9

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

Comments:

Collects, interprets, and communicates student group disaggregated assessment, engagement,
behavioral, and attendance data to identify and understand how and why inequities exist and
implements procedures and strategies to address inequity.

Works collaboratively with students, parents/caregivers, staff, and other stakeholders to develop and
implement a school improvement plan based on shared school mission, vision, and values that embed
equity and culturally responsive teaching and learning.

Implements culturally responsive and equitable approaches to school discipline and fosters a school
environment of inclusion by building organizational capacity to establish and maintain a safe and
affirming school environment for all students.

Provides leadership for culturally relevant and responsive curriculum, instructional practices, and
assessments to support the achievement of all students.

Advocates for and supports equity and access to educational programs and learning opportunities to
meet the learning needs of all students.

Recruits, develops, and retains effective, culturally responsive staff in accordance with the mission,
vision, and articulated values of the school.

Provides evidence-based and targeted professional learning and coaching to support culturally
responsive teaching and reflective practices among teachers and staff.

Facilitates and engages in dialogue with teachers and staff to promote an equity-centered, inclusive school
environment that fosters a sense of belonging for all students.

Builds positive relationships with students, parents/caregivers, staff, and other stakeholders that use
multimodal methods of communication inclusive of the language, dialect, cultural, and social needs of all
students and their families.
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Performance Standard 7: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with legal, ethical, and
professional standards, engaging in continuous professional development, and contributing to the profession.
Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

7.1 Creates a culture of respect, understanding, sensitivity, and appreciation for students, parents/caregivers,
staff, and other stakeholders and models these attributes daily.

7.2 Works within legal, ethical, and professional guidelines to improve student learning and to meet school,
division, state, and federal requirements.

7.3 Maintains a professional appearance and demeanor in accordance with school board policy and division
expectations.

7.4 Models professional behavior and is culturally responsive to students, parents/ caregivers, staff, and
other stakeholders.

7.5 Maintains confidentiality.
7.6 Maintains a positive, forthright, and respectful attitude.
7.7 Provides leadership in sharing ideas and information with staff and other professionals.

7.8 Works in a collegial and collaborative manner with other administrators, school personnel, and other
stakeholders to promote, support, and enhance the vision, mission, and goals of the school division.

7.9 Engages in personal professional development that positively impacts school effectiveness.

7.10 Remains current with research related to educational issues, trends, and practices and maintains a high
level of technical and professional knowledge.

Comments:

40 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Sample: Formative Assessment Form Page 8 of 8

Performance Standard 8: Student Academic Progress

The principal ’s leadership results in acceptable, measurable, and appropriate student academic
progress based on established standards.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
8.1 Collaboratively develops, implements, and monitors the school improvement plan that results in
increased student academic progress.

8.2 Uses research-based techniques for gathering and analyzing data from multiple measures to use in
making decisions related to student academic progress.

8.3 Communicates assessment results to multiple internal and external stakeholders.

8.4 Collaborates with teachers and staff to monitor and improve multiple measures of student progress
through the analysis of data, the application of educational research, and the implementation of
appropriate intervention and enrichment strategies.

8.5 Uses faculty meetings, team/department meetings, and targeted professional development activities to
focus on student progress outcomes.

8.6 Provides evidence that students are meeting measurable, reasonable, and appropriate achievement goals.

8.7 Demonstrates responsibility for school academic achievement through proactive interactions with
students, parents/caregivers, staff, and other stakeholders.

8.8 Collaboratively develops, implements, and monitors long- and short-range achievement goals that
address varied student populations according to state guidelines.

8.9 Ensures teachers’ student achievement goals are aligned with building-level goals for increased student
academic progress and for meeting state benchmarks.

8.10 Sets benchmarks and implements appropriate strategies and interventions to accomplish desired
outcomes.

Comments:

Commendations:

Areas of Growth:

Evaluator’s Signature Date

Evaluator’s Name
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PART 4: CONNECTING PRINCIPAL
PERFORMANCE TO STUDENT
ACADEMIC PROGRESS

School leadership is the second most influential school-level factor on student achievement
behind teacher quality.?! Research has shown the effectiveness of a principal can add an
important and significant boost to student performance and accounts for 15 percent of the overall
school effect on student achievement.?? Whereas a teacher’s impact is generally direct, a school
leader’s impact on student achievement is primarily indirect by promoting of a vision and goals,
influencing school conditions, affecting teacher quality and placement, driving instructional
quality, and ensuring teachers have the resources available and processes in place to be
successful.?® Principals are charged with supporting and accurately evaluating teachers, and in
many cases, are directly responsible for selecting and retaining them. Therefore, an effective
principal is an essential element in a successful school. And, in the converse, research has
shown that ineffective principals can have a negative effect on teacher and student
performance.?* Using measures of student academic progress to inform principal evaluation only
makes sense because of the overarching influence that principals have on school success an
student learning. Simply put, schools do not rise above the quality of their principals.

VIRGINIA LAW

Virginia law requires principals, assistant principals, and teachers to be evaluated using measures
of student academic progress. Section 22.1-294 of the Code of Virginia (Probationary terms of
service for principals, assistant principals and supervisors; evaluation; reassigning principal,
assistant principal or supervisor to teaching position) states, in part, the following:

B. Each local school board shall adopt for use by the division superintendent clearly defined
criteria for a performance evaluation process for principals, assistant principals, and
supervisors that are consistent with the performance standards set forth in the Guidelines
for Uniform Performance Standards and Evaluation Criteria for Teachers, Principals,
and Superintendents as provided in § 22.1-253.13:5 and that includes, among other
things, an assessment of such administrators’ skills and knowledge; student academic
progress [emphasis added] and school gains in student learning; and effectiveness in
addressing school safety and enforcing student discipline. The division superintendent
shall implement such performance evaluation process in making employment
recommendations to the school board pursuant to § 22.1-293.

METHODS FOR CONNECTING STUDENT
PERFORMANCE TO PRINCIPAL EVALUATION

The Uniform Performance Standards and Evaluation Criteria incorporate student academic
progress as a significant component of the evaluation while encouraging local flexibility in
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implementation. The Code of Virginia requires that student academic progress be a significant
component of the evaluation. How student academic progress is met is the responsibility of local
school boards provided that Performance Standard 8: Student Academic Progress is not the least
weighted of the performance standards or less than 1 (10 percent); however, it may be weighted
equally as one of the multiple lowest weighted standards. There are three key points to consider

in this model:

1. Student learning should be determined by multiple measures of student academic

progress.

2. For elementary and middle school principals:

e Progress (value) table data as provided by the Virginia Department of Education
may be used when the data are available and can be used appropriately.?®

« Student Academic Progress Goals with evidence that the alternative measure is
valid may be used. Note: Whenever possible, it is recommended that the second
progress measure be grounded in validated, quantitative, objective measures, using
tools already available in the school. These should include improvement in
achievement measures (e.g., Standards of Learning assessment results, Student
Growth Assessments, state benchmarks, local or division assessment results) for the

school.

3. For high school principals: The principal evaluation should be measured using Student
Academic Progress Goals with evidence that the alternative measure is valid. These
should include improvement in achievement measures (e.g., Standards of Learning
assessment results, state benchmarks, local or division assessment results) for the school.

Figure 4.1 provides guidance for incorporating multiple measures of student academic progress
into principals’ performance evaluations.

Figure 4.1: Guidance for Incorporating Multiple Measures of Student Academic Progress into
Principal Performance Evaluations

Principal

Application of

Progress Table Data

Other Academic Progress Measures

Elementary School and
Middle School

Progress table data*

Measures of student academic progress.

Quantitative measures already available in the school
that are validated and provide measures of growth (as
opposed to absolute achievement) should be given
priority.

Goal setting should incorporate data from valid
achievement measures (e.g., SOL assessment results,
state benchmarks, local or division assessment results)
that focus on school improvement whenever possible.
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High School Not applicable Measures of student academic progress other than the
progress table data.

e Quantitative measures already available in the school
that are validated and provide measures of growth (as
opposed to absolute achievement) should be given
priority. However, school improvement in absolute
achievement can be used as an indicator for overall
student academic progress.

e Goal setting should incorporate data from valid
achievement measures (e.g., SOL assessment results,
state benchmarks, local or division assessment results)
that focus on school improvement whenever possible.

* When there are not sufficient progress table data to be representative of students in the school, it may be
appropriate to use progress table data as one component of the student academic progress standard, incorporating
other validated quantitative measures of growth.

GOAL SETTING

Effective principals place focus on school goals, including student achievement, by supporting,
encouraging, and influencing others to accomplish the school’s goals and objectives.?® To
accomplish this, effective principals seek professional development on data analysis in order to
monitor, compare, and evaluate data trends to interpret and used student achievement data to set
target goals for student improvement?’. Setting goals — not just any goals, but goals set squarely
on student performance — is a powerful way to enhance professional performance and, in turn,
positively impact student academic progress. Student Academic Progress Goal Setting is
designed to improve student learning.

In many cases, measures of student performance can be directly documented. A value-added or
gain score approach can be summarized by comparing the Student Learning Beginning Score
with the End Result as seen in the equation in Figure 4.2.

Figure 4.2: Gain Score Equation

Student Learning End Result
- Student Learning Beginning Score
Student Gain Score

EXAMPLES OF MEASURES OF STUDENT ACADEMIC PROGRESS

To be able to measure goal attainment, principals must identify valid measures of student
academic progress appropriate to their school settings. Below are suggested focus areas for goal
setting (not intended as an exhaustive list and each school division/school should determine valid
measures that are appropriate for each unique school setting) that provide measures of student
academic progress that focus on school improvement. Parentheses behind each measure indicate
the school level to which the measure applies (elementary, secondary, or both).

e Evidence of growth on valid and reliable assessments across reporting groups (both)
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Pattern of improvement in SOL or end of course (EOC) assessment pass rates (both)

Pattern of improvement in reporting groups achievement on SOL or EOC assessments
(both)

Pattern of improvement across grade levels on SOL or EOC assessments (both)

Decrease in achievement gaps between and among reporting groups on SOL or EOC
assessments (both)

Pattern of improvement in advanced pass rates on SOL or EOC assessments (both)

Increase in the number/percent of students with disabilities meeting their Individualized
Education Plan (IEP) goals (both)

Evidence of student mastery using performance-based assessments (both)

Increase in the percentage of English Learners (ELs) making progress or proficiency on
the World-Class Instructional Design and Assessment (WIDA) and increase in the
percentage of ELs achieving proficiency on English/reading and mathematics SOL
assessments (both)

Pattern of improvement on formative assessments across designated reporting groups
(both)

Decrease in the number/percent of children at risk of not learning to read by grade 3
(e.g., from fall to spring each year, reduce the percent of children failing to meet
Phonological Awareness Literacy Screening [PALS] benchmarks for being on track to be
proficient in reading by grade 3) (elementary)

Decrease in achievement gaps, as identified by PALS, between and among reporting
groups of students identified for reading intervention in grades K-2 and of students
identified as meeting the High Benchmark status in spring of grade one (elementary)

Increase in the percentage of students meeting the PALS benchmark for Concept of Word
in spring of kindergarten (elementary)

Increase in the percentage of students making at least one year’s growth in Instructional
Oral Reading Level, as measured by PALS or other valid reading assessments, in grades
one through three (elementary)

Increase in the percentage of elementary students successfully meeting curriculum-based
measurement benchmarks in English/reading, mathematics, science, and history and
social science (elementary)

Decrease in the percentage of K-2 retentions by demonstrating more students are meeting
or exceeding grade-level expectations (elementary)

Pattern of increased percentage of first- through third-grade students reading on grade
level (elementary)

Increase in examples of nonacademic core middle or high school classes or students
receiving prestigious awards consistently (e.g., art, music, band, speech, theater)
(secondary)
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e Pattern of increased percentage of students across reporting groups who graduate on time
(secondary)

e Increase in the number/percentage of students in underperforming reporting groups who
enroll in college-level courses in high school (secondary)

e Increase in the number/percentage of students in underperforming reporting groups who
earn college credit while in high school (secondary)

e Increase in the number/percentage of students, particularly students from
underperforming reporting groups, who are Algebra ready by the time they enter high
school (secondary)

e Decrease in the percentage of students who leave eighth grade at risk of not graduating
from high school with a Standard or Advanced Studies diploma (secondary)

e Pattern of increased attainment of advanced diplomas across reporting groups
(secondary)

e Pattern of increased number of high school students earning career and technical industry
certifications, state licenses, or successful national occupational assessment credentials
(secondary)

e Increase in the percent of students engaging in college prep and/or career readiness
activities (PSAT, SATSs, etc.) (secondary)

e Increase in the percent of reporting group students taking Advanced Placement/dual
enrollment courses/IB courses (secondary)

e Increase in the number/percent of students involved in one or more extracurricular
activities (secondary)

Quantitative measures of student academic progress based on validated achievement measures
that already are being used locally should be the first data considered when determining local
progress measures; other measures are recommended for use when two valid and direct measures
of student academic progress are not available.
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Sample: Student Academic Progress Goal Setting Form Page 1 of 2

SAMPLE Student Academic Progress Goal Setting Form

Directions: This form is a tool to assist principals in setting goals that result in measurable
progress. There should be goals that directly relate to school improvement goals using student
achievement results. All goals should address Standard 8: Student Academic Progress. Use a
separate sheet for each goal.

Principal’s Name:

School: School Year:

Evaluator’s Name:

I. School Profile (Describe the
school setting and any unique
circumstances impacting the
school community as a whole.)

I1. Content/Subject/Field Area
(Describe the area/topic addressed
based on learner achievement,
school achievement results, data
analysis, or observational data.)

I11. Baseline Data (What does the

current data show?)

[ ] Data attached

IV. Goal Statement (Describe what
you want learners/program to
accomplish.)

V. Means for Attaining Goal (Check the standard to which the strategies relate.)

[] 1. Instructional Leadership [] 2. School Climate ] 3. Human Resources Leadership
[] 4. Organizational Management []5. Communication and Community Relations

[] 6. Culturally Responsive and Equitable School Leadership [] 7. Professionalism

X 8. Student Academic Progress

Strategy Measurable By Target Date
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Sample: Student Academic Progress Goal Setting Form

Page 2 of 2

V1. Mid-Year Review (Describe
goal progress and other relevant
data.)

Mid-year review conducted on Initials

Eval.

Admin.

VIIl. End-of-Year Data Results
(Describe accomplishments at the
end of year.)

[ ] Data attached

Initial Goal Submission (due by

Principal’s Signature:

to the evaluator)

Date:

Evaluator’s Signature:

Date:

End-of-Year Review

[] Appropriate Data Received

Did the strategies used and data provided demonstrate the application of professional growth?

[ ]Yes [ ]No

Principal’s Signature:

Date:

Principal’s Name:

Evaluator’s Signature:

Date:

Evaluator’s Name:
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PART 5: RATING PRINCIPAL
PERFORMANCE

The role of a principal requires a performance evaluation system that acknowledges the
contextual nature and complexities of the job. For an evaluation system to be meaningful, it
must provide its users with relevant and timely feedback. To facilitate this, evaluators should
conduct both formative and summative evaluations of principals. While the superintendent has
the ultimate responsibility for ensuring that the evaluation system is executed faithfully and
effectively in the division, other division administrators may be designated by the evaluator to
supervise, monitor, and assist with the multiple data source collection which will be used for
these evaluations.

INTERIM EVALUATION

An interim or annual review, especially for beginning principals, provides systematic feedback
prior to the completion of a summative evaluation. The multiple data sources discussed in Part 3
are used to compile a Principal Interim/Annual Performance Report that indicates if a principal
has shown evidence of each of the performance standards. The evaluator should share his or her
assessment of the principal’s performance by a given date (for example, the last school day
before winter break). Please note that the Principal Interim/Annual Performance Report is used
to document evidence of meeting the eight standards, but does not include a rating of
performance. A sample Principal Interim/Annual Performance Report is provided on the next
several pages. This form is optional, and its use should be decided on by the local school
division.
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Sample: Principal Interim/Annual Performance Report Page 1 of 9

SAMPLE Principal Interim/Annual Performance Report
Note: This is an optional report. Local school divisions should determine its use.

Directions: Evaluators use this form to maintain a record of evidence documented for each
performance standard. Evidence can be drawn from informal observations/school site visits,
documentation evidence review, and other appropriate sources. Evaluators may choose to use
the “Evident” or “Not Evident” boxes provided under each standard to assist with documenting
the principal’s progress towards meeting the standard. This form should be maintained by the
evaluator during the course of the evaluation cycle. This report is shared at a meeting with the
principal held within appropriate timelines.

Principal’s Name: Date:

Evaluator’s Name:

Strengths:

Areas of Improvement:

Principal’s Signature: Date:

Principal’s Name:

Evaluator’s Signature: Date:

Evaluator’s Name:
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Sample: Principal Interim/Annual Performance Report Page 2 of 9

Performance Standard 1: Instructional Leadership

The principal drives the success of all students by facilitating the development, communication, implementation,
and evaluation of a shared vision of teaching and learning that leads to student academic progress and school
improvement.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

1.1 Leads the collaborative development and implementation of a compelling shared vision for educational
improvement and works collaboratively with students, parents/caregivers, staff, and other stakeholders to
develop a mission and programs consistent with the division’s strategic plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that
enhance rigorous and relevant teaching and student academic progress and that lead to school
improvement.

1.3 Connects both initiatives and innovative strategies to maximize the achievement of each student.

1.4 Analyzes current academic achievement data and instructional strategies to make appropriate educational
decisions that improve classroom instruction, increase student achievement, and maximize overall school
effectiveness.

1.5 Acquires and shares knowledge of research-based instructional best practices in the classroom.

1.6 Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction
to ensure effective delivery of the required curriculum.

1.7 Generates, aligns, and leverages resources for the successful implementation of effective instructional
strategies.

1.8 Monitors and evaluates the use of diagnostic, formative, and summative assessment to provide timely
and accurate feedback to students and parents/caregivers, and to inform instructional practices.

1.9 Provides collaborative leadership for the design and implementation of efficient schedules that protect
and maximize instructional time.

1.10 Provides the expectation and focus for continuous learning of all members of the school community.

1.11 Promotes and supports professional development and instructional planning and delivery practices that
incorporate the use of achievement data and result in increased student progress.

1.12 Demonstrates the importance of sustained professional development by participating in and providing
adequate time and resources for teachers and staff for professional learning (i.e., peer observation,
mentoring, coaching, study groups, learning teams, action research).

1.13 Evaluates the impact professional development has on the staff, instructional practices, school
improvement, and student academic progress.

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 3 of 9

Performance Standard 2: School Climate

The principal fosters the success of all students by developing, advocating, nurturing, and sustaining an
academically rigorous, positive, welcoming, and safe school climate for all stakeholders.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

2.1 Uses data and incorporates knowledge of the social, cultural, emotional, and behavioral dynamics of
the school community to cultivate a positive, engaging academic learning environment.

2.2 Consistently models and collaboratively promotes high expectations, mutual respect, concern, and
empathy for students, parents/caregivers, staff, and other stakeholders.

2.3 Uses shared decision-making and collaboration to build relationships and engage with all stakeholders
and enhance positive school morale.

2.4 Models and inspires trust and a risk-tolerant environment by sharing information and power to promote
growth, change, and innovation.

2.5 Supports students, parents/caregivers, staff, and other stakeholders through the stages of the change
process.

2.6 Identifies and addresses barriers to teacher and staff performance and provides positive working
conditions to encourage retention of highly-effective personnel.

2.7 Develops, implements, monitors, and communicates a school safety plan that manages crisis situations
in an appropriate and timely manner.

2.8 Involves students, parents/caregivers, staff, and other stakeholders to create, promote, and sustain a
positive, safe, and healthy learning environment that reflects state, division, and local school rules,
policies, and procedures.

2.9 Develops and/or implements best practices in schoolwide behavior management and communicates
behavior management expectations to students, parents/caregivers, staff, and other stakeholders.

2.10 Is visible, approachable, and dedicates time to listen to the concerns of students, parents/caregivers,
staff, and other stakeholders.

2.11 Maintains a positive, collegial, inviting school environment that promotes and assists in the development
of the whole student.

2.12 Respects and promotes the appreciation of diversity and values and includes every student as an
important member of the school community.

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 4 of 9

Performance Standard 3: Human Resources Leadership

The principal provides human resources leadership by selecting, inducting, supporting, evaluating, and
retaining quality instructional and support personnel.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
3.1 Actively leads in the selection process, where applicable, and assigns highly-effective staff in a fair

and equitable manner based on school and division needs, assessment data, and local, state, and
federal requirements.

3.2 Supports formal building-level employee induction processes and informal procedures to support and
assist all new personnel.

3.3 Provides a development process for all new and targeted instructional personnel-and cultivates
leadership potential through personal mentoring and coaching.

3.4 Manages the supervision and evaluation of staff in accordance with local and state requirements.

3.5 Properly implements the teacher and staff evaluation systems, supports the important role evaluation
plays in teacher and staff development, and evaluates performance of personnel using multiple
sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal feedback on strengths
and weaknesses, and provides support, resources, and remediation for teachers and staff to improve
job performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal
consistent with established policies and procedures and with student academic progress as a primary
consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff and provides them
opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff members and providing
them with professional development opportunities to improve student learning and to grow
professionally.

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 5 of 9

Performance Standard 4: Organizational Management

The principal cultivates the success of all students by supporting, managing, and overseeing the school’s
organization, operation, and use of resources.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of Virginia public education
rules, regulations, laws, and school division policies and procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and orderly facility and
grounds.

4.3 Monitors and provides supervision of all instructional programs, building space usage, and all related
activities through an appropriately prioritized process.

4.4 Secures, monitors, and allocates resources to maximize improvement, aligned to the school’s mission
and goals, through accepted school and school division policies and procedures.

4.5 Analyzes data to identify and plan for organizational, operational, or resource-related problems and
resolves them in a timely, consistent, and appropriate manner.

4.6 Develops short- and long-term goals to improve organizational and operational efficiency and impact.
4.7 Reviews fiscal records regularly to ensure accountability for all funds.

4.8 Plans and prepares a fiscally-responsible budget to support the school’s mission and goals.

4.9 Follows federal, state, and local policies with regard to finances, school accountability, and reporting.

4.10 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in
management decisions, and delegates duties as applicable, resulting in a smoothly operating workplace.

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 6 of 9

Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, collaborating, and engaging with family and
community stakeholders to promote understanding and continuous improvement of the school’s programs and
Services.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
5.1 Plans strategically for and solicits student, parent/caregiver, staff, and other stakeholder input to promote
sound judgment in the decision-making process and communication when appropriate.

5.2 Collaborates with stakeholders to develop and communicate long- and short-term goals and the school
improvement plan.

5.3 Disseminates information to students, parents/caregivers, staff, and other stakeholders in a timely
manner through multiple channels and sources.

5.4 Involves students, parents/caregivers, staff, and other stakeholders in a collaborative effort to establish
positive relationships that support academic success, health, and well-being.

5.5 Maintains visibility and accessibility to students, parents/caregivers, staff, and other stakeholders.

5.6 Speaks and writes consistently in a clear, explicit, and professional manner using standard oral and
written English to communicate appropriately with students, parents/caregivers, staff, and other
stakeholders.

5.7 Uses appropriate resources to communicate with stakeholders whose primary language is not English.
5.8 Provides a variety of opportunities for parent/caregiver and family involvement in school activities.

5.9 Collaborates and networks with colleagues and stakeholders to capitalize on the resources and expertise
available in the local community.

5.10 Advocates for students and acts intentionally to influence family, school, and division decisions affecting
student learning.

5.11 Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and
cultural context that affects schooling based on relevant evidence.

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report

Performance Standard 6: Culturally Responsive and Equitable School Leadership
The principal demonstrates a commitment to equity and fosters culturally inclusive and responsive practices
aligned with division and school goals, priorities, and strategies that support achievement for all students.

Page 7 of 9

6.1

6.2

6.3

6.4

6.5

6.6

6.7

6.8

6.9

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

Comments:

Collects, interprets, and communicates student group disaggregated assessment, engagement,
behavioral, and attendance data to identify and understand how and why inequities exist and
implements procedures and strategies to address inequity.

Works collaboratively with students, parents/caregivers, staff, and other stakeholders to develop and
implement a school improvement plan based on shared school mission, vision, and values that embed
equity and culturally responsive teaching and learning.

Implements culturally responsive and equitable approaches to school discipline and fosters a school
environment of inclusion by building organizational capacity to establish and maintain a safe and
affirming school environment for all students.

Provides leadership for culturally relevant and responsive curriculum, instructional practices, and
assessments to support the achievement of all students.

Advocates for and supports equity and access to educational programs and learning opportunities to

meet the learning needs of all students.

Recruits, develops, and retains effective, culturally responsive staff in accordance with the mission,
vision, and articulated values of the school.

Provides evidence-based and targeted professional learning and coaching to support culturally
responsive teaching and reflective practices among teachers and staff.

Facilitates and engages in dialogue with teachers and staff to promote an equity-centered, inclusive school
environment that fosters a sense of belonging for all students.

Builds positive relationships with students, parents/caregivers, staff, and other stakeholders that use
multimodal methods of communication inclusive of the language, dialect, cultural, and social needs of all
students and their families.

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 8 of 9

Performance Standard 7: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with legal, ethical, and
professional standards, engaging in continuous professional development, and contributing to the profession.
Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

7.1 Creates a culture of respect, understanding, sensitivity, and appreciation for students, parents/caregivers,
staff, and other stakeholders and models these attributes daily.

7.2 Works within legal, ethical, and professional guidelines to improve student learning and to meet school,
division, state, and federal requirements.

7.3 Maintains a professional appearance and demeanor in accordance with school board policy and division
expectations.

7.4 Models professional behavior and is culturally responsive to students, parents/ caregivers, staff, and
other stakeholders.

7.5 Maintains confidentiality.
7.6 Maintains a positive, forthright, and respectful attitude.
7.7 Provides leadership in sharing ideas and information with staff and other professionals.

7.8 Works in a collegial and collaborative manner with other administrators, school personnel, and other
stakeholders to promote, support, and enhance the vision, mission, and goals of the school division.

7.9 Engages in personal professional development that positively impacts school effectiveness.

7.10 Remains current with research related to educational issues, trends, and practices and maintains a high
level of technical and professional knowledge.

Comments:

O Evident O Not Evident
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Sample: Principal Interim/Annual Performance Report Page 9 of 9

Performance Standard 8. Student Academic Progress

The principal ’s leadership results in acceptable, measurable, and appropriate student academic progress
based on established standards.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
8.1 Collaboratively develops, implements, and monitors the school improvement plan that results in
increased student academic progress.

8.2 Uses research-based techniques for gathering and analyzing data from multiple measures to use in
making decisions related to student academic progress.

8.3 Communicates assessment results to multiple internal and external stakeholders.

8.4 Collaborates with teachers and staff to monitor and improve multiple measures of student progress
through the analysis of data, the application of educational research, and the implementation of
appropriate intervention and enrichment strategies.

8.5 Uses faculty meetings, team/department meetings, and targeted professional development activities to
focus on student progress outcomes.

8.6 Provides evidence that students are meeting measurable, reasonable, and appropriate achievement goals.

8.7 Demonstrates responsibility for school academic achievement through proactive interactions with
students, parents/caregivers, staff, and other stakeholders.

8.8 Collaboratively develops, implements, and monitors long- and short-range achievement goals that
address varied student populations according to state guidelines.

8.9 Ensures teachers’ student achievement goals are aligned with building-level goals for increased student
academic progress and for meeting state benchmarks.

8.10 Sets benchmarks and implements appropriate strategies and interventions to accomplish desired
outcomes.

Comments:

O Evident O Not Evident
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SUMMATIVE EVALUATION

Assessment of performance quality occurs only at the summative evaluation stage, which comes
at the end of the evaluation cycle. The ratings for each performance standard are based on
multiple data sources of information and are completed only after pertinent data from all
sources are reviewed. The integration of data provides the evidence used to determine the
performance ratings for the summative evaluations for all principals.

There are two major considerations in assessing job performance during summative evaluation:
1) the actual performance standards, and 2) how well they are performed.

DEFINITIONS OF RATINGS

The definitions in Figure 5.1 offer general descriptions of the ratings. PLEASE NOTE: Ratings
are applied to the eight performance standards and as an overall summative rating, not to
performance indicators.

Figure 5.1: Definitions of Terms Used in Rating Scale

Category | Description Definition

The principal performing at this level Exceptional performance:
2 maintains performance, accomplishments, e sustains high performance over a period of
§ and behaviors that consistently and time
E considerably surpass the established o empowers teachers and students and
> performance standard. This rating is consistently exhibits behaviors that have a
= reserved for performance that is truly strong positive impact on student learning
T exemplgry and is done in a'mgnner that and the school climate

exemplifies the school’s mission and goals.

e serves as a role model to others

The principal consistently meets the Proficient performance:

performance standard in a manner that is e meets the requirements contained in the
g aligned with the school’s mission and performance standard
g | goak. o engages teachers and exhibits behaviors
ﬁ that have a positive impact on student
w learning and the school climate

e demonstrates a willingness to learn and
apply new skills

@ The principal’s performance is inconsistent | Developing/needs improvement performance:
% in meeting the establi_shed performance e requires support in meeting the
ﬁ standatd aqd/gr working toward the. . performance standard
L school’s mission and goals. The principal o results in less than expected quality of
= may be-starting to exhibit desirable traits student performance
= related to the standard but has not yet S
G - o leads to areas for principal improvement
< reached the full level of proficiency o . .
o - : being jointly identified and planned
= expected (i.e., developing) or the -
Q Lo : . between the principal and evaluator
S:- principal’s performance is lacking in a

particular area (i.e., needs improvement).

59

VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Category | Description Definition

The principal consistently performs below | Unacceptable performance:

g the established performance standard or in e does not meet the requirements contained
i a manner that is inconsistent with the in the performance standard

D s ..

E school’s mission and goals. e results in minimal student learning

=

e may contribute to the employee not being
recommended for continued employment

PERFORMANCE RUBRICS

The performance rubric is a behavioral summary scale that guides evaluators in assessing how
well a standard is performed. It states the measure of performance expected of principals and
provides a general description of performance at each level. In some instances, quantitative
terms are included to augment the qualitative description. The resulting performance rubric
provides a clearly delineated step-wise progression, along a continuum of effectiveness (as
illustrated with arrows between the two levels). Each level is intended to be qualitatively
superior to all lower levels. Principals who earn a Highly Effective rating must meet the
requirements for the Effective level and go beyond it. Performance rubrics are provided to
increase reliability among evaluators and to help principals focus on ways to enhance their
leadership practices. Please note: The rating of “Effective” is the expected level of
performance and is written as the actual performance standard. Additionally, the
recommended performance rubrics presented may be modified at the discretion of school
division decision-makers.

Figure 5.2: Example of a Performance Rubric

Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effective

requirements for Effective... level of performance.

The principal actively « The principal drives « The principal is « The principal fails to

and consistently the success of all inconsistent in driving drive the success of

employs innovative students by the success of all students by

and impactful facilitating the students by facilitating the

leadership strategies development, facilitating the development,

that maximize student communication, development, communication,

learning and result in implementation, and communication, implementation,

a shared vision of evaluation of a shared implementation, and/or evaluation of a

teaching and learning vision of teaching and and/or evaluation of a shared vision of

that reflects learning that leads to shared vision of teaching and learning

excellence. school improvement. teaching and learning that leads to school
that leads to school improvement.
improvement.

Principals are evaluated on the performance standards using the following performance appraisal
rubrics:
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Performance Standard 1: Instructional Leadership

The principal drives the success of all students by facilitating the development,
communication, implementation, and evaluation of a shared vision of teaching and learning
that leads to student academic progress and school improvement.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
1.1 Leads the collaborative development and implementation of a compelling shared
vision for educational improvement and works collaboratively with students,

parents/caregivers, staff, and other stakeholders to develop a mission and programs
consistent with the division’s strategic plan.

1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional
programs that enhance rigorous and relevant teaching and student academic progress
and that lead to school improvement.

1.3 Connects both initiatives and innovative strategies to maximize the achievement of
each student.

1.4 Analyzes current academic achievement data and instructional strategies to make
appropriate educational decisions that improve classroom instruction, increase
student achievement, and maximize overall school effectiveness.

1.5 Acquires and shares knowledge of research-based instructional best practices in the
classroom.

1.6 Works collaboratively with staff to identify student needs and to design, revise, and
monitor instruction to ensure effective delivery of the required curriculum.

1.7 Generates, aligns, and leverages resources for the successful implementation of
effective instructional strategies.

1.8 Monitors and evaluates the use of diagnostic, formative, and summative assessment
to provide timely and accurate feedback to students and parents/caregivers, and to
inform instructional practices.

1.9 Provides collaborative leadership for the design and implementation of efficient
schedules that protect and maximize instructional time.

1.10 Provides the expectation and focus for continuous learning of all members of the
school community.

1.11 Promotes and supports professional development and instructional planning and
delivery practices that incorporate the use of achievement data and result in
increased student progress.

1.12 Demonstrates the importance of sustained professional development by participating
in and providing adequate time and resources for teachers and staff for professional
learning (i.e., peer observation, mentoring, coaching, study groups, learning teams,
action research).

1.13 Evaluates the impact professional development has on the staff, instructional
practices, school improvement, and student academic progress.
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Highly Effective

In addition to meeting the

requirements for Effective...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The principal actively
and consistently
employs innovative
and impactful
leadership strategies
that maximize student
learning and result in
a shared vision of
teaching and learning
that reflects
excellence.

The principal drives
the success of all
students by
facilitating the
development,
communication,
implementation, and
evaluation of a shared
vision of teaching and
learning that leads to
school improvement.

@

The principal is
inconsistent in driving
the success of
students by
facilitating the
development,
communication,
implementation,
and/or evaluation of a
shared vision of
teaching and learning
that leads to school
improvement.

@

The principal fails to
drive the success of
all students by
facilitating the
development,
communication,
implementation,
and/or evaluation of a
shared vision of
teaching and learning
that leads to school
improvement.

Performance Standard 2: School Climate

The principal fosters the success of all students by developing, advocating, nurturing, and
sustaining an academically rigorous, positive, welcoming, and safe school climate for all

stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

2.1 Uses data and incorporates knowledge of the social, cultural, emotional, and
behavioral dynamics of the school community to cultivate a positive, engaging
academic learning environment.

2.2

Consistently models and collaboratively promotes high expectations, mutual

respect, concern, and empathy for students, parents/caregivers, staff, and other

stakeholders.
Uses shared decision-making and collaboration to build relationships and engage

2.3

with all stakeholders and enhance positive school morale.

24

and power to promote growth, change, and innovation.

2.5

stages of the change process.

2.6

Models and inspires trust and a risk-tolerant environment by sharing information
Supports students, parents/caregivers, staff, and other stakeholders through the

Identifies and addresses barriers to teacher and staff performance and provides

positive working conditions to encourage retention of highly-effective personnel.

2.7

manages crisis situations in an appropriate and timely manner.

2.8

Develops, implements, monitors, and communicates a school safety plan that

Involves students, parents/caregivers, staff, and other stakeholders to create,

promote, and sustain a positive, safe, and healthy learning environment that reflects
state, division, and local school rules, policies, and procedures.
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2.9 Develops and/or implements best practices in schoolwide behavior management and
communicates behavior management expectations to students, parents/caregivers,
staff, and other stakeholders.

2.10 Is visible, approachable, and dedicates time to listen to the concerns of students,
parents/caregivers, staff, and other stakeholders.
2.11 Maintains a positive, collegial, inviting school environment that promotes and assists
in the development of the whole student.

2.12 Respects and promotes the appreciation of diversity and values and includes every
student as an important member of the school community.

Highly Effective

In addition to meeting the

requirements for Effective...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The principal seeks
out new opportunities
or substantially
improves existing
programs to create an
environment where
students and
stakeholders thrive
and the rigor of
academic
expectations has
significantly
increased as
evidenced through
results.

The principal fosters
the success of all
students by
developing,
advocating, nurturing,
and sustaining an
academically
rigorous, positive,
welcoming, and safe
school climate for all
stakeholders.

@

The principal is
inconsistent in
fostering the success
of all students by
developing,
advocating, nurturing,
and/or sustaining an
academically
rigorous, positive,
welcoming, and/or
safe school climate
for all stakeholders.

@

The principal fails to
foster the success of
all students by
developing,
advocating, nurturing,
and/or sustaining an
academically
rigorous, positive,
welcoming, and/or
safe school climate
for all stakeholders.

Performance Standard 3: Human Resources Leadership
The principal provides human resources leadership by selecting, inducting, supporting,
evaluating, and retaining quality instructional and support personnel.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

3.1 Actively leads in the selection process, where applicable, and assigns highly-
effective staff in a fair and equitable manner based on school and division needs,
assessment data, and local, state, and federal requirements.

3.2

procedures to support and assist all new personnel.

3.3

Supports formal building-level employee induction processes and informal

Provides a development process for all new and targeted instructional personnel

and cultivates leadership potential through personal mentoring and coaching.

3.4

Manages the supervision and evaluation of staff in accordance with local and state
requirements.
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3.5 Properly implements the teacher and staff evaluation systems, supports the
important role evaluation plays in teacher and staff development, and evaluates
performance of personnel using multiple sources.

3.6 Documents deficiencies and proficiencies, provides timely formal and informal
feedback on strengths and weaknesses, and provides support, resources, and

remediation for teachers and staff to improve job performance.

3.7 Makes appropriate recommendations relative to personnel transfer, retention,
promotion, and dismissal consistent with established policies and procedures and
with student academic progress as a primary consideration.

3.8 Recognizes and supports the achievements of highly-effective teachers and staff
and provides them opportunities for increased responsibility.

3.9 Maximizes human resources by building on the strengths of teachers and staff
members and providing them with professional development opportunities to
improve student learning and to grow professionally.

Highly Effective
In addition to meeting the
requirements for Effective...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The principal
consistently
demonstrates expertise
in impactful human
resources leadership,
which results in a
highly- productive
workforce (e.g., highly
satisfied stakeholders,
increased student
learning, teacher
leaders).

The principal
provides human
resources leadership
by selecting,
inducting, supporting,
evaluating, and
retaining quality
instructional and
support personnel.

The principal is
inconsistent in
providing human
resources leadership
by selecting,
inducting, supporting,
evaluating, and/or
retaining quality
instructional and
support personnel.

The principal fails to
provide human
resources leadership
by inducting,
evaluating, and/or
retaining quality
instructional and
support personnel.

Performance Standard 4: Organizational Management
The principal cultivates the success of all students by supporting, managing, and

overseeing the school’s organization, operation, and use of resources.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

4.1 Demonstrates and communicates a working knowledge and understanding of
Virginia public education rules, regulations, laws, and school division policies and

procedures.

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and
orderly facility and grounds.

4.3 Monitors and provides supervision of all instructional programs, building space
usage, and all related activities through an appropriately prioritized process.
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4.4  Secures, monitors, and allocates resources to maximize improvement, aligned to the
school’s mission and goals, through accepted school and school division policies
and procedures.

4.5 Analyzes data to identify and plan for organizational, operational, or resource-
related problems and resolves them in a timely, consistent, and appropriate manner.

4.6 Develops short- and long-term goals to improve organizational and operational
efficiency and impact.

4.7 Reviews fiscal records regularly to ensure accountability for all funds.

4.8 Plans and prepares a fiscally-responsible budget to support the school’s mission and
goals.

4.9 Follows federal, state, and local policies with regard to finances, school
accountability, and reporting.

4.10 Implements strategies for the inclusion of staff and stakeholders in various planning

processes, shares in management decisions, and delegates duties as applicable,
resulting in a smoothly operating workplace.

Effective Ineffective

Approaching
Effective is the expected

Effective
level of performance.

Highly Effective

In addition to meeting the
requirements for Effective...

The principal is The principal « The principal is « The principal fails to

exemplary at
organizational
management and
demonstrating
proactive decision-
making, coordinating
efficient operations,
and maximizing
available resources.

cultivates the success
of all students by
supporting, managing,
and overseeing the
school’s organization,
operation, and use of
resources.

inconsistent in
cultivating the success
of all students by
supporting, managing,
and/or overseeing the
school’s organization,
operation, and/or use
of resources.

cultivate the success
of all students by
supporting, managing,
and/or overseeing the
school’s organization,
operation, and/or use
of resources.

Performance Standard 5: Communication and Community Relations

The principal fosters the success of all students by communicating, collaborating, and
engaging with family and community stakeholders to promote understanding and
continuous improvement of the school’s programs and services.

Sample Performance Indicators
Examples may include, but are not limited to:

The principal:

5.1 Plans strategically for and solicits student, parent/caregiver, staff, and other
stakeholder input to promote sound judgment in the decision-making process and
communication when appropriate.

5.2 Collaborates with stakeholders to develop and communicate long- and short-term
goals and the school improvement plan.

5.3 Disseminates information to students, parents/caregivers, staff, and other
stakeholders in a timely manner through multiple channels and sources.

65

VIRGINIA BOARD OF EDUCATION | doe.virginia.gov



http://doe.virginia.gov/

5.4

5.5

5.6

5.7

5.8

5.9

Involves students, parents/caregivers, staff, and other stakeholders in a collaborative
effort to establish positive relationships that support academic success, health, and
well-being.

Maintains visibility and accessibility to students, parents/caregivers, staff, and other
stakeholders.

Speaks and writes consistently in a clear, explicit, and professional manner using
standard oral and written English to communicate appropriately with students,
parents/caregivers, staff, and other stakeholders.

Uses appropriate resources to communicate with stakeholders whose primary
language is not English.

Provides a variety of opportunities for parent/caregiver and family involvement in
school activities.

Collaborates and networks with colleagues and stakeholders to capitalize on the

resources and expertise available in the local community.

5.10 Advocates for students and acts intentionally to influence family, school, and
division decisions affecting student learning.
5.11 Assesses, plans for, responds to, and interacts with the larger political, social,
economic, legal, and cultural context that affects schooling based on relevant

evidence.

Highly Effective

In addition to meeting the
requirements for Effective...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The principal
proactively seeks and
creates innovative and
productive methods to
communicate and
engage impactfully
with stakeholders.

The principal fosters
the success of all
students by
communicating,
collaborating, and
engaging with family
and community
stakeholders to
promote
understanding and
continuous
improvement of the
school’s programs
and services.

The principal is
inconsistent in
fostering the success
of all students by
communicating,
collaborating, and/or
engaging with family
and community
stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs
and services.

The principal fails to
foster the success of
all students by
communicating,
collaborating, and/or
engaging with family
and community
stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs
and services.
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Performance Standard 6: Culturally Responsive and Equitable School Leadership*
The principal demonstrates a commitment to equity and fosters culturally inclusive and
responsive practices aligned with division and school goals, priorities, and strategies that
support achievement for all students.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:
6.1 Collects, interprets, and communicates student group disaggregated assessment,

engagement, behavioral, and attendance data to identify and understand how and
why inequities exist and implements procedures and strategies to address inequity.

6.2 Works collaboratively with students, parents/caregivers, staff, and other
stakeholders to develop and implement a school improvement plan based on shared
school mission, vision, and values that embed equity and culturally responsive
teaching and learning.

6.3 Implements culturally responsive and equitable approaches to school discipline and
fosters a school environment of inclusion by building organizational capacity to
establish and maintain a safe and affirming school environment for all students.

6.4 Provides leadership for culturally relevant and responsive curriculum, instructional
practices, and assessments to support the achievement of all students.

6.5 Advocates for and supports equity and access to educational programs and learning
opportunities to meet the learning needs of all students.

6.6 Recruits, develops, and retains effective, culturally responsive staff in accordance
with the mission, vision, and articulated values of the school.

6.7 Provides evidence-based and targeted professional learning and coaching to support
culturally responsive teaching and reflective practices among teachers and staff.

6.8 Facilitates and engages in dialogue with teachers and staff to promote an equity-
centered, inclusive school environment that fosters a sense of belonging for all
students.

6.9 Builds positive relationships with students, parents/caregivers, staff, and other
stakeholders that use multimodal methods of communication inclusive of the
language, dialect, cultural, and social needs of all students and their families.

*Note: Equity denotes the fairness of opportunities for student learning and success.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Principal Evaluation Work Group, October-November, 2021
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Highly Effective Effective Approaching Ineffective

In addition to meeting the Effective is the expected Effective
requirements for Effective... level of performance.
The principal The principal « The principal is « The principal fails to
consistently demonstrates a inconsistent in demonstrate a
demonstrates a commitment to equity demonstrating a commitment to equity
commitment to and fosters culturally commitment to equity and/or foster culturally
ensuring all students inclusive and and/or fostering inclusive and
feel valued and responsive practices culturally inclusive responsive practices
actively seeks new aligned with division and responsive aligned with division
opportunities to create and school goals, practices aligned with and school goals,
a culturally responsive priorities, and division and school priorities, and/or
environment where strategies that support goals, priorities, strategies that support
students thrive. achievement for all and/or strategies that achievement for all

students. support achievement students.
for all students.

Performance Standard 7: Professionalism

The principal fosters the success of all students by demonstrating behavior consistent with
legal, ethical, and professional standards, engaging in continuous professional
development, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
7.1 Creates a culture of respect, understanding, sensitivity, and appreciation for

students, parents/caregivers, staff, and other stakeholders and models these
attributes daily.

7.2 Works within legal, ethical, and professional guidelines to improve student learning
and to meet school, division, state, and federal requirements.

7.3 Maintains a professional appearance and demeanor in accordance with school
board policy and division expectations.

7.4 Models professional behavior and is culturally responsive to students, parents/
caregivers, staff, and other stakeholders.

7.5 Maintains confidentiality.
7.6 Maintains a positive, forthright, and respectful attitude.

7.7 Provides leadership in sharing ideas and information with staff and other
professionals.

7.8 Works in a collegial and collaborative manner with other administrators, school
personnel, and other stakeholders to promote, support, and enhance the vision,
mission, and goals of the school division.

7.9 Engages in personal professional development that positively impacts school
effectiveness.

7.10 Remains current with research related to educational issues, trends, and practices
and maintains a high level of technical and professional knowledge.

68 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Highly Effective

In addition to meeting the

requirements for Effective...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The principal
demonstrates
professionalism
beyond the school
division through
published works,
formal
presentation(s),
and/or formal
recognition(s) or
award(s).

The principal fosters
the success of all
students by
demonstrating
behavior consistent
with legal, ethical,
and professional
standards, engaging
in continuous
professional
development, and
contributing to the
profession.

The principal is
inconsistent in
fostering the success
of students by
demonstrating
behavior consistent
with legal, ethical, and
professional standards,
engaging in
continuous
professional
development, and/or in
contributing to the
profession.

@

The principal fails to
foster the success of
students by
demonstrating
behavior consistent
with legal, ethical,
and professional
standards, engaging
in continuous
professional
development, and/or
in contributing to the
profession.

Performance Standard 8: Student Academic Progress
The principal’s leadership results in acceptable, measurable, and appropriate student
academic progress based on established standards.

Sample Performance Indicators

Examples may include, but are not limited to:

The principal:

8.1 Collaboratively develops, implements, and monitors the school improvement plan
that results in increased student academic progress.

8.2 Uses research-based techniques for gathering and analyzing data from multiple
measures to use in making decisions related to student academic progress.

8.3 Communicates assessment results to multiple internal and external stakeholders.

8.4 Collaborates with teachers and staff to monitor and improve multiple measures of
student progress through the analysis of data, the application of educational research,
and the implementation of appropriate intervention and enrichment strategies.

8.5 Uses faculty meetings, team/department meetings, and targeted professional
development activities to focus on student progress outcomes.

8.6 Provides evidence that students are meeting measurable, reasonable, and appropriate
achievement goals.

8.7 Demonstrates responsibility for school academic achievement through proactive
interactions with students, parents/caregivers, staff, and other stakeholders.

8.8 Collaboratively develops, implements, and monitors long- and short-range
achievement goals that address varied student populations according to state

guidelines.

8.9 Ensures teachers’ student achievement goals are aligned with building-level goals for
increased student academic progress and for meeting state benchmarks.

8.10 Sets benchmarks and implements appropriate strategies and interventions to
accomplish desired outcomes.
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Highly Effective Effective Approaching Ineffective

In addition to meeting the Effective is the expected Effective
requirements for Effective... level of performance.
The principal’s « The principal’s « The principal’s « The principal’s
leadership serves as a leadership results in leadership results in leadership
role model to others acceptable, student academic consistently results in
and results in a high measurable, and progress that inadequate student
level of student appropriate student inconsistently meets academic progress.
academic progress academic progress the established
with all populations based on established standard.
of learners. standards.

PERFORMANCE RUBRICS AND SUMMATIVE
EVALUATION

Evaluators make judgments about performance of the eight performance standards based on all
available evidence. After collecting information gathered through multiple data sources, the
evaluator applies the four-level rating scale to evaluate a principal’s performance on all
standards for the summative evaluation. Therefore, the summative evaluation represents where
the “preponderance of evidence” exists, based on various data sources. A sample Principal
Summative Performance Report is provided later in this document. The results of the
evaluation must be discussed with the principal at a summative evaluation conference.
Summative evaluations should be completed in compliance with the Code of Virginia and
school division policy.

SINGLE SUMMATIVE RATING

In addition to receiving a diagnostic rating for each of the eight performance ratings, the
employee will receive a single summative evaluation rating at the conclusion of the evaluation
cycle. This summative rating will reflect an overall evaluation rating for the employee. The
intent is not to replace the diagnostic value of the eight performance standards; rather it is to
provide an overall rating of the employee’s performance. The overall summative rating will be
judged to be Highly Effective, Effective, Approaching Effective, or Ineffective.

Scores will be calculated using the following scale:
Highly Effective = 4
Effective = 3
Approaching Effective = 2
Ineffective = 1

Summative ratings should apply the rating for each of the eight performance expectations. The
Code of Virginia requires that student academic progress be a significant component of the
evaluation. How student academic progress is met is the responsibility of local school boards
provided that Performance Standard 8: Student Academic Progress is not the least weighted of
the performance standards or less than 1 (10 percent); however, it may be weighted equally as
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one of the multiple lowest weighted standards. The following example complies with this
requirement.

Figure 5.3: Sample Weighing
Performance | Weight

Standard
Standard 1 1.25
Standard 2 1.25
Standard 3 1.25
Standard 4 1.25
Standard 5 1.25
Standard 6 1.25
Standard 7 1.25
Standard 8 1.25

Figure 5.4: Example of Recommended Weighted Calculations for Principal Performance
Evaluation

Performance | Performance Points Weight Weighted Total
Standard Rating (Points x Weight)
Standard 1 Highly Effective 4 1.25 5
Standard 2 Effective 3 1.25 3.75
Standard 3 Effective 3 1.25 3.75
Standard 4 Effective 3 1.25 3.75
Standard 5 Effective 3 1.25 3.75
Standard 6 Highly Effective 4 1.25 5
Standard 7 Highly Effective 4 1.25 5
Standard 8 Effective 3 1.25 3.75
Single Summative Rating 33.75

When applying the summary rating from a quantitative perspective, school divisions will need
to establish and document, a priori, cut-offs for determining final summative ratings after the
weighted contribution is calculated. School divisions also may establish and document
additional criteria to the summative rating. For example, a school division may decide that no
principals can be given a summary rating of Highly Effective if they are rated below Effective on
any of the eight standards, or that summative criteria should differ for principals at different
points on the career ladder. These decisions, and documentation of such decisions, must be
made before the revised evaluation system is put in place. As well, it is critical that principals
understand the requirements before the evaluation cycle begins.

The overall single summative rating will be judged as Highly Effective, Effective, Approaching
Effective, or Ineffective using the following range of scores:
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Figure 5.5: Range of Scores

Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19

Note: Regardless of the overall total points earned, three or more Approaching Effective ratings
on individual performance standards will result in an overall rating of Approaching Effective or
Ineffective. Similarly, one Ineffective rating on any one performance standard may result in an
overall Ineffective rating.
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Sample: Principal Summative Performance Report

Page 1 of 6

SAMPLE Principal Summative Performance Report

Directions: Evaluators use this form prior to June 15 to provide the principal with an assessment
of performance. The principal should be given a copy of the form at the end of each evaluation

cycle.

Principal’s Name:

School:

School Year(s):

Contract Status:

Documentation Reviewed:

L1 Probationary

O Documentation Evidence

[ Continuing Contract

O Goal Setting for Student Academic Progress Form

O Observation/Formative Feedback Forms [ Other
Performance Standard 1: Instructional Leadership
(4 pts.) (3 pts.) (2 pts.) (1pt)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective

requirements for Effective...

«| Effective is the expected
level of performance.

@

The principal actively
and consistently
employs innovative
and impactful
leadership strategies
that maximize student
learning and result in
a shared vision of
teaching and learning
that reflects

The principal drives
the success of all
students by
facilitating the
development,
communication,
implementation, and

learning that leads to

evaluation of a shared
vision of teaching and

The principal is
inconsistent in driving
the success of
students by
facilitating the
development,
communication,
implementation,
and/or evaluation of a
shared vision of

The principal fails to
drive the success of
all students by
facilitating the
development,
communication,
implementation,
and/or evaluation of a
shared vision of
teaching and learning

excellence. school improvement. teaching and learning that leads to school
that leads to school improvement.
improvement.
Comments:
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Sample: Principal Summative Performance Report

Performance Standard 2: School Climate

Page 2 of 6

(4 pts.)
Highly Effective

In addition to meeting the
requirements for Effective...

@

(3 pts.)
Effective

Effective is the expected
level of performance.

@

(2 pts.)
Approaching
Effective

(1 pt)
Ineffective

The principal seeks
out new opportunities
or substantially
improves existing
programs to create an
environment where
students and
stakeholders thrive
and the rigor of
academic
expectations has
significantly
increased as
evidenced through
results.

The principal fosters
the success of all
students by
developing,
advocating, nurturing,
and sustaining an
academically
rigorous, positive,
welcoming, and safe
school climate for all
stakeholders.

The principal is
inconsistent in
fostering the success
of all students by
developing,
advocating, nurturing,
and/or sustaining an
academically
rigorous, positive,
welcoming, and/or
safe school climate
for all stakeholders.

The principal fails to
foster the success of
all students by
developing,
advocating, nurturing,
and/or sustaining an
academically
rigorous, positive,
welcoming, and/or
safe school climate
for all stakeholders.

0 [l 0l [l
Comments:
Performance Standard 3: Human Resources Leadership
(4 pts.) (3 pts.) (2 pts.) (1 pt)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effective

requirements for Effective...

@

level of performance.

@

The principal
consistently
demonstrates
expertise in impactful
human resources
leadership, which
results in a highly-
productive work force
(e.g., highly satisfied
stakeholders,
increased student
learning, teacher

The principal
provides human
resources leadership
by selecting,
inducting, supporting,
evaluating, and
retaining quality
instructional and
support personnel.

The principal is
inconsistent in
providing human
resources leadership
by selecting,
inducting, supporting,
evaluating, and/or
retaining quality
instructional and
support personnel.

The principal fails to
provide human
resources leadership
by inducting,
evaluating, and/or
retaining quality
instructional and
support personnel.

leaders).
[

Comments:

Ll
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Sample: Principal Summative Performance Report Page 3 of 6
Performance Standard 4: Organizational Management
(4 pts.) (3 pts.) (2 pts.) (1 pt)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effective

requirements for Effective...

@

level of performance.

@

The principal is
exemplary at
organizational
management and
demonstrating
proactive decision-
making, coordinating
efficient operations,
and maximizing
available resources.

The principal
cultivates the success
of all students by
supporting, managing,
and overseeing the
school’s organization,
operation, and use of
resources.

The principal is
inconsistent in
cultivating the success
of all students by
supporting, managing,
and/or overseeing the
school’s organization,
operation, and/or use
of resources.

The principal fails to
cultivate the success
of all students by
supporting, managing,
and/or overseeing the
school’s organization,
operation, and/or use
of resources.

requirements for Effective...

@

level of performance.

p

@

| [l | [l
Comments:
Performance Standard 5: Communication and Community Relations
(4 pts.) (3 pts.) (2 pts.) (1pt.)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effective

The principal
proactively seeks and
creates innovative and
productive methods to
communicate and
engage impactfully
with stakeholders.

The principal fosters
the success of all
students by
communicating,
collaborating, and
engaging with family
and community
stakeholders to
promote
understanding and
continuous
improvement of the
school’s programs
and services.

The principal is
inconsistent in
fostering the success
of all students by
communicating,
collaborating, and/or
engaging with family
and community
stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs
and services.

The principal fails to
foster the success of
all students by
communicating,
collaborating, and/or
engaging with family
and community
stakeholders to
promote support,
understanding, and/or
continuous
improvement of the
school’s programs and
services.

Ll

Comments:

Ll

Ll

Ll
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Sample: Principal Summative Performance Report

Page 4 of 6

Performance Standard 6: Culturally Responsive and Equitable School Leadership

(4 pts.)
Highly Effective

In addition to meeting the
requirements for Effective...

@

(3 pts.)
Effective

Effective is the expected
level of performance.

@

(2 pts.)
Approaching
Effective

p

(1pt)
Ineffective

The principal
consistently
demonstrates a
commitment to
ensuring all students
feel valued and
actively seeks new
opportunities to create
a culturally responsive
environment where
students thrive.

The principal
demonstrates a
commitment to equity
and fosters culturally
inclusive and
responsive practices
aligned with division
and school goals,
priorities, and
strategies that support
achievement for all
students.

The principal is
inconsistent in
demonstrating a
commitment to equity
and/or fostering
culturally inclusive
and responsive
practices aligned with
division and school
goals, priorities,
and/or strategies that
support achievement
for all students.

The principal fails to
demonstrate a
commitment to equity
and/or foster culturally
inclusive and
responsive practices
aligned with division
and school goals,
priorities, and/or
strategies that support
achievement for all
students.

requirements for Effective...

@

level of performance.

[ [ [ [
Comments:
Performance Standard 7: Professionalism
(4 pts.) (3 pts.) (2 pts.) (1 pt)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effective

The principal
demonstrates
professionalism
beyond the school
division through
published works,
formal presentation(s),

The principal fosters
the success of all
students by
demonstrating
behavior consistent
with legal, ethical,
and professional

The principal is
inconsistent in
fostering the success
of students by
demonstrating
behavior consistent
with legal, ethical, and

The principal fails to
foster the success of
students by
demonstrating
behavior consistent
with legal, ethical, and
professional standards,

and/or formal standards, engaging in professional engaging in

recognition(s) or continuous standards, engaging in continuous

award(s). professional continuous professional
development, and professional development, and/or in
contributing to the development, and/or contributing to the
profession. in contributing to the profession.

profession.
| [l | [l
Comments:
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Sample: Principal Summative Performance Report Page 5 of 6
Performance Standard 8: Student Academic Progress
(4 pts.) (3 pts.) (2 pts.) (1 pt)
Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effective

requirements for Effective... ‘I

level of performance.

@

The principal’s
leadership serves as

role model to others
and results in a high

The principal’s

a leadership results in

acceptable,

measurable, and

The principal’s
leadership results in
student academic
progress that

The principal’s
leadership consistently
results in inadequate
student academic

level of student appropriate student inconsistently meets progress.
academic progress academic progress the established
with all populations based on established standard.
of learners. standards.
| [l | [l
Comments:
Overall Evaluation Summary:
Performance Performance Rating Points Weight Weighted Total
Standard net (Points x Weight)
AE=2
1E=1
Standard 1 1.25
Standard 2 1.25
Standard 3 1.25
Standard 4 1.25
Standard 5 1.25
Standard 6 1.25
Standard 7 1.25
Standard 8 1.25
Single Summative Rating
Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19
[ ] Highly Effective
[ ] Effective
[ ] Approaching Effective
[ ] Ineffective
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Sample: Principal Summative Performance Report

Page 6 of 6

[ ] Recommended for placement on a Performance Improvement Plan. (One or more
standards are Ineffective, or two or more standards are Approaching Effective.)

Commendations:

Areas Noted for Improvement:

Principal Improvement Goals:

Evaluator’s Name

Evaluator’s Signature

Date

Superintendent’s Name

Superintendent’s Signature

78

Principal’s Name

Principal’s Signature (Principal’s signature
denotes receipt of the summative evaluation, not
necessarily agreement with the contents of the form.)

Date

Date
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PART 6: IMPROVING PRINCIPAL
PERFORMANCE

Supporting principals is essential to the success of schools. Many resources are needed to assist
principals in growing professionally. Sometimes additional support is required to help principals
develop so that they can meet the performance standards for their school.

Two tools may be used at the discretion of the evaluator. The first is the Support Dialogue, a
division-level discussion between the evaluator and the principal. It is an optional process to
promote conversation about performance in order to address specific needs or desired areas for
professional growth. The second is the Performance Improvement Plan which has a more
formal structure and is used for notifying a principal of performance that requires improvement
due to less-than-proficient performance.

The tools may be used independently of each other. Figure 6.1 highlights key differences
between the two processes.

Figure 6.1: Two Tools to Increase Professional Performance

Support Dialogue Performance Improvement Plan

Purpose

For principals who could benefit from
targeted performance improvement
OR who would like to systematically
focus on his or her own performance
growth

For principals whose work is
in the Approaching Effective or
Ineffective categories

Initiates Process

Evaluator or principal

Evaluator

Documentation

Optional: Support Dialogue Form

Memo or other record of the discussion
or other forms of documentation at the
division level

Form Required: Performance
Improvement Plan

Division level

Superintendent/Human Resources is
notified

Outcomes

¢ Sufficient improvement —no more
support needed

e Some improvement — continued
support

o Little or no progress — the
employee may be moved to a
Performance Improvement Plan-

e Sufficient improvement —
recommendation to continue
employment

¢ Inadequate improvement,
recommendation to continue on
Performance Improvement Plan OR
dismiss the employee

SUPPORT DIALOGUE

The Support Dialogue is initiated by evaluators or principals at any point during the school year
for use with personnel whose professional practice would benefit from additional support. It is
designed to facilitate discussion about the area(s) of concern and ways to address those concerns.
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The Support Dialogue process should not be construed as applying to poor-performing
principals. The option for a Support Dialogue is open to any principal who desires assistance in
a particular area.

During the initial conference, both parties share what each will do to support the principal’s
growth (see sample prompts in Figure 6.2) and decide when to meet again. To facilitate the
improvements, they may choose to fill out the optional Support Dialogue Form on the following
page. After the agreed-upon time to receive support and implement changes in professional
practice has elapsed, the evaluator and principal meet again to discuss the impact of the changes
(see sample follow-up prompts in Figure 6.2).

Figure 6.2: Sample Prompts

Sample Prompts for the Initial Conversation

What challenges have you encountered in addressing (tell specific concern)?
What have you tried to address the concern of (tell specific concern)?

What support can | or others in the division provide you?

Sample Prompts for the Follow-Up Conversation
Last time we met, we talked about (tell specific concern). What has gone well?
What has not gone as well?

The entire Support Dialogue process is intended to be completed in a relatively short time period
(for example, within six weeks) as it offers targeted support. If the Support Dialogue was
initiated by a principal seeking self-improvement, the evaluator and the principal may decide at
any time either to conclude the process or to continue the support and allocate additional time or
resources.

For principals for whom the evaluator initiated the Support Dialogue, the desired outcome would
be that the principal’s practice has improved to a proficient level. If improvements in
performance are still needed, the evaluator determines either to extend the time of the Support
Dialogue because progress has been made, or to allocate additional time or resources. If the
necessary improvement is not made, the employee must be placed on a Performance
Improvement Plan. Once placed on a Performance Improvement Plan the employee will have a
specified time period (for example, 90 calendar days) to demonstrate that the identified
deficiencies have been corrected.
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Sample: Support Dialogue Form Page 1 of 1

SAMPLE: Support Dialogue Form (optional)

Directions: Principals and evaluators may use this form to facilitate discussion on areas that
need additional support. This form is optional.

What is the area of targeted support?

What are some of the issues in the area that are causing difficulty?

What strategies have you already tried, and what was the result?

What new strategies or resources might facilitate improvement in this area?

Principal’s Signature: Date:

Principal’s Name:

Evaluator’s Signature: Date:

Evaluator’s Name:
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PERFORMANCE IMPROVEMENT PLAN

If a principal’s performance does not meet the expectations established by the school division,
the principal will be placed on a Performance Improvement Plan. A Performance Improvement
Plan is designed to support a principal in addressing areas of concern through targeted
supervision and additional resources. It may be used by an evaluator at any point during the year
for a principal whose professional practice would benefit from additional support. Additionally,
a Performance Improvement Plan is implemented if one of the following scenarios occurs at the
end of any data collection period:

e aprincipal receives two or more “Not Evident” ratings at the interim review;
e arating of Approaching Effective on two or more performance standards; or

e arating of Ineffective on one or more performance standards or an overall rating of
Ineffective.

IMPLEMENTATION OF PERFORMANCE IMPROVEMENT PLAN

When a principal is placed on a Performance Improvement Plan, the evaluator must:

e provide written notification to the principal of the area(s) of concern that need(s) to be
addressed,;

e formulate a Performance Improvement Plan in conjunction with the principal; and
e review the results of the Performance Improvement Plan with the principal within
established timelines.
Assistance may include:
e support from a professional peer or supervisor;
e conferences, classes, and workshops on specific topics; and/or

e other resources to be identified.

RESOLUTION OF PERFORMANCE IMPROVEMENT PLAN

Prior to the evaluator making a final recommendation, the evaluator meets with the principal to
review progress made on the Performance Improvement Plan, according to the timeline. The
options for a final recommendation include:

a) Sufficient improvement has been achieved; the principal is no longer on a Performance
Improvement Plan and is rated Effective.

b) Partial improvement has been achieved but more improvement is needed; the principal
remains on a Performance Improvement Plan and is rated Approaching Effective.

¢) Little or no improvement has been achieved; the principal is rated Ineffective.
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When a principal is rated Ineffective the principal may be recommended for dismissal. If not
dismissed, a new Performance Improvement Plan will be implemented. Following completion
of the Performance Improvement Plan, if the principal is rated Ineffective a second time, the
principal will be recommended for dismissal.

REQUEST FOR REVIEW OF AN INEFFECTIVE RATING

The principal may request a review of the evidence in relation to an Ineffective rating received on
a Summative Evaluation or, as a result of a Performance Improvement Plan, in accordance with
the policies and procedures of the school division.
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Sample: Performance Improvement Plan Form

Principal’s Name:

Page 1 of 2

SAMPLE: Performance Improvement Plan Form
(Required for a Principal Placed on a Performance Improvement Plan)

School:

Evaluator’s Name:

School Year:

Performance Performance Deficiencies Resources/Assistance Provided;
Standard Within the Standard to be Activities to be Completed by the Target Dates
Number Corrected Employee

Principal’s Name:
Principal’s Signature:
Evaluator’s Name:

Evaluator’s Signature:

The principal’s signature denotes receipt of the form, and acknowledgment that the evaluator has
notified the employee of unacceptable performance.

Date Initiated:

Date Initiated:
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Sample: Performance Improvement Plan Form Page 2 of 2

Results of Performance Improvement Plan?

Performance Performance Deficiencies
Standard Within the Standard to be Comments Review Dates
Number Corrected

Final recommendation based on outcome of Performance Improvement Plan:

O The performance deficiencies have been satisfactorily corrected: The principal is no
longer on a Performance Improvement Plan.

OO The deficiencies were not corrected. The principal is recommended for dismissal.

Principal’s Name:

Principal’s Signature: Date Reviewed:
Signature denotes the review occurred, not necessarily agreement with the final recommendation.

Evaluator’s Name:

Evaluator’s Signature: Date Reviewed:

2 These sections are to be completed collaboratively by the evaluator and the principal. Pages may be added, if needed.
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Foreword

Three-Phase Revision Plan

The Virginia Department of Education and the Board of Education are involved in a three-phase
plan to revise the Guidelines for Uniform Performance Standards and Evaluation Criteria for
Superintendents.

e Phase 1 was completed and approved by the Board of Education in Fall 2019, and the
revised Guidelines for Uniform Performance Standards and Evaluation Criteria for
Superintendents became effective in January 2020. These revisions solely addressed the
weighting of the performance standards for the evaluation of superintendents.

e Phase 2 is intended as a bridge between the current and future superintendent
performance evaluation systems. The major revision to the Guidelines in Phase 2 is the
creation of a new performance standard, Culturally Responsive and Equitable Division
Leadership. The establishment of this performance standard addresses House Bill 1904
(identical to Senate Bill 1196) passed by the 2021 General Assembly requiring that
“Evaluations shall include an evaluation of cultural competency.” Additionally, minor
edits and technical revisions recommended by the work group were incorporated in the
Guidelines.

e Phase 3, beginning in 2022, will involve a comprehensive revision of the Guidelines for
Uniform Performance Standards and Evaluation Criteria for Superintendents, including
the development of a model evaluation system. Phase 3 is expected to build on the
importance of using multiple data sources and integrating professional development
through feedback and coaching into the superintendent evaluation system.
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Part 1: Introduction

Why Geed Quality Evaluation is NeeessaryImportant!

More than 20 years ago, in a joint statement, the American Association of School Administrators
(AASA) and the National School Boards Association (NSBA) agreed that “informal evaluations
cannot provide the board with a complete picture of the superintendent’s effectiveness in
carrying out her (his) complex job. Regular, formal evaluations offer boards the best means of
assessing their chief school administrator’s total performance.” The role of the superintendent
has changed drastically in the past two decades in the wake of the accountability movement and
across the shifting landscape of public education. The Every Student Succeeds Act (ESSA)
renewed the focus on school leadership, allowing for states and districts to use federal funds to
target the quality of school leaders.®> As a result of the implementation of the ESSA, a shift in
focus from school-level to district-level measures began.* School superintendents are and must
be accountable to the school board, the community, their faculties, and the students in their
schools for ensuring the deliverance of effective educational leadership.> While this shift in
roles has taken place there continues to be a lack of focus on evaluating the superintendent, but
we know that a “conceptually sound and properly implemented evaluation system for the

supermtendent is a vital component of an effectlve school system” g Despi-te—thefr—agfeemeﬂt—the

o - Supermtendent
evaluatlon matters because d1V1s10n supermtendency matters Lerthweed—a&d—&tehl—sem&maﬂ-zed

Case studies of exceptional schools and districts, especially those that succeed beyond
expectations, provide detailed portraits of leadership. These studies indicate that school leaders
influence learning primarily by galvanizing efforts around ambitious goals, and by establishing
conditions that support teachers and that help students succeed.” Waters and Marzano (2006), in
a meta-analysis of the influence of school district leaders on student performance, found a
statistically significant positive correlation between superintendent leadership at the district level
and an increase in student achievement.® Other Large-seale quantitative studies conclude that

the effects of leadership on student achievement are small, but aceeuntingfor-only-aboutthreeto

frve-perecent-of the-variation—However-they-also-indicate-that leadership effects appearte-be
mestly typically are indirect. That is, leaders influence student learning through others by

promoting vision and goals, and threughby ensuring that resources and processes are in place to
enable teachers to teach well.” Evaluation systems must be of high quality if we are to discern
whether our superintendents are of high quality. The role of a superintendent requires a
performance evaluation system that acknowledges the complexities of the job. Superintendents
have a challenging task in meeting the educational needs of a an-edueationally diverse student
population, and good evaluation is necessary to provide the superintendents with the feedback,
support, recognition, and guidance they need to sustain and improve theireffortssystem-wide
district operations. '
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Because the superintendency is so fundamentally important to school improvement and student
success, improving the evaluation of superintendent performance is particularly relevant as a
means to recognize excellence in leadership and to advance superintendent effectiveness. A
meaningful evaluation focuses on clearly-defined professional standards!!, and through this
focus and timely feedback, enables teachers and leaders to recognize, appreciate, value, and
develop excellent leadership. The benefits of a rigorous evaluation system are numerous and
well-documented. Goldring and colleagues noted that when the process of evaluation is
designed and implemented appropriately, it can be valuable for improvement of leadership
quality and overall organizational performance in several ways, including: !?

e as a benchmarking and assessing tool to document the effectiveness of superintendents
for annual reviews and compensation;

e as atargeting tool to help superintendents focus on performance domains and behaviors
that are associated with student learning;

e as atool of continuous learning and development to provide both formative and
summative feedback to superintendents, identify areas in need of improvement, and
enable superintendents to make informed individualized decisions regarding professional
development #-erder to bridge the gap between current practices and desired
performance; and,

e as a collective accountability tool to set the organizational goals and objectives of the
school leader and larger divisionwide improvement.

Importance of Recognizing Superintendent Effectiveness

In the past, school division superintendents may have been viewed as managers of complex
bureaucracies rather than instructional leaders; however, the move toward instructional
accountability of superintendents is not without merit or empirical evidence.!®> The position of
the superintendent within a school division hierarchy suggests their ability to influence the focus
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and direction of the division organization, thus, superintendents play a vital role in ensuring that
systemic school improvements are a major priority.'* While not directly influencing student
achievement and instruction, the superintendent is an instructional leader who must focus on
increasing effectlveness whrle s1multane0usly balancmg external and 1nternal pressures on the
school distric ; ; ; Fen -h ;

t15

eeﬂsul-tamemaﬂagemeﬁt—praeﬁeesfg Research ﬁndrngs 1ndlcate that supermtendents of

effective school divisions exhibit high levels of involvement in instructional matters, including
instructional goal setting and monitoring, and use managerial levers at their disposal to influence
the behavior of principals and teachers who are more directly involved in improving classroom
teaching and student learning.'® It is important to recognize that effective superintendentseney
influences student learning, either directly or indirectly. It is also important to understand the
ways and means by which superintendents influence their school divisions’ educational
programs. Therefore, a rigorous superintendent evaluation system should be in place to
discriminate the performance of superintendents and provide informative feedback for
improvement.

Purposes of Evaluation

The Joint Committee on Standards for Educational Evaluation states, “The fundamental purpose
of personnel evaluations must be to help provide effective services to students.”!” The
superintendent of the school division is central to the quality and utility of personnel evaluations
division-wide, and this process must also include her or his own evaluation conducted by the
school board.

The primary purposes of a quality superintendent evaluation system are to: '®

o Improve educational performance, both for the superintendent and, ultimately, the entire
school division;

e Improve superintendent/board relations and communication;
o Clarify the roles of the superintendent;

o Inform the superintendent of the board’s expectations;

e Improve planning;

e Aid in the professional development of the superintendent;

e Serve as a basis for personnel decisions;

e Serve as an accountability mechanism; and

o Fulfill legal requirements.

Candeli-etaland Hovleetalsuggested-thataA quality superintendent evaluation system
should:
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e Meet requirements of personnel evaluation standards, that is, propriety standards,
feasibility standards, utility standards, and accuracy standards.

o Build on the strengths of existing superintendent performance evaluation models and
avoid their weaknesses.

e Embody and focus on superintendent’s generic duties.
e Include performance indicators using multiple sources of data.

o Integrate established evaluation concepts, including the basic purpose of evaluation
(assess merit or worth), the generic process of evaluation (delineating, obtaining,
reporting, and applying information), the main classes of information to be collected
(context, input, process, and product), and the main roles of evaluation (formative input
for improvement and summative assessment for accountability).

« Provide for adaptation to the wide variety of school division settings. '’

Growth and Improvement

One of the primary purposes for evaluating the superintendent is to improve the educational
performance of the superintendent, which in turn impacts the educational performance of the
district.?® While the superintendent is expected to manage the operational needs and demands of
the school system, he/she also is expected to be a “strong instructional leader, conversant with
information about educational best practice, and the process of change.”?' In addition, the
superintendent must work within the demands of the various stakeholders of the district. As
such, the superintendent as a leader must be adept in all aspects of the educational organization,
which requires him/her to understand their strengths and weaknesses to determine where they
need improvement and how to grow. Evaluation is a tool that can give feedback to the
superintendent on areas of weaknesses and growth.

Due to the unique and complex job of the superintendent, professional development might look
different for each individual based on their unique needs.?? In addition, professional
development can help superintendents to stay current with the changing trends and conditions in
the educational realm and should be on-going.?* Superintendents need to have access to relevant
professional development to help them to meet the demands of constantly changing educational
trends and reforms that impact their position.?* Superintendent growth and improvement lead to
the growth and improvement of the division and its students.?

Purposes of this Document

This document was developed specifically for use with school division superintendents. The
Board of Education is required to establish performance standards and evaluation criteria for
teachers, principals, and superintendents to serve as guidelines for school divisions to use in
implementing educator evaluation systems. The Code of Virginia requires (1) that
superintendent evaluations be consistent with the performance objectives (standards) set forth
in the Board of Education’s Guidelines for Uniform Performance Standards and Evaluation
Criteria for Teachers, Administrators, and Superintendents and (2) that school boards’
procedures for evaluating superintendents address student academic progress.
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Section 22.1-60.1 ¢Evaluation of the-Ssuperintendent} of the Code of Virginia states, in
part, the following:

Each local school board shall evaluate the division superintendent annually
consistent with the performance objectives set forth in Guidelines for Uniform
Performance Standards and Evaluation Criteria for Teachers, Administrators, and
Superintendents as required by 22.1-253.13:5.

Section 22.1-253.13:5 ¢Standard 5. Quality of classroom instruction and educational
leadership) of the Code of Virginia states, in part, the following:

B. Consistent with the finding that leadership is essential for the advancement of
public education in the Commonwealth, teacher, administratorprincipal, and
superintendent evaluations shall be consistent with the performance objectives
included in the Guidelines for Uniform Performance Standards and Evaluation
Criteria for Teachers, AdministratorsPrincipals, and Superintendents.
Evaluations shall include student academic progress as a significant component

and an overall summative rating. ... Feacherevaluationsshallineluderegular

Evaluations shall include identification of areas of individual strengths and
weaknesses and recommendations for appropriate professional activities.
Evaluations shall include an evaluation of cultural competency.

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Superintendents
set forth seven-eight performance standards for all Virginia superintendents. Pursuant to state
law, superintendent evaluations must be consistent with the performance standards (objectives)
included in this document.

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Superintendents
originally approved on April 28, 2011, and subsequently revised on July 23, 2015, and January
10, 2010, provide school divisions with a model evaluation system, including sample forms and
templates that may be implemented “as is” or used to refine existing local superintendent
evaluation systems. Properly implemented, the evaluation system provides school divisions with
the information needed to support systems of differentiated compensations or performance-based

pay.

The Code of Virginia requires that school boards’ procedures for evaluating superintendents
must:

e Dbe consistent with the performance standards set forth in the Guidelines for Uniform
Performance Standards and Evaluation Criteria for Superintendents;

¢ include student academic progress as a significant component; and

¢ include an overall summative rating.
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What Can School Divisions Modify?

The Guidelines provide a uniform approach to superintendent evaluation which should be used
throughout the Commonwealth of Virginia. Certain aspects are prescribed by the Code of
Virginia, while others are highly recommended based on the research surrounding effective
superintendents and best practices from the field. However, the Virginia Department of
Education recognizes the importance of providing local school boards with the flexibility to
make certain modifications to the evaluation system to meet their unique needs. The bullets
below describe the major components of the evaluation system and what can and cannot be

modified.

Performance standards: Performance standards should not be modified.

Performance indicators: Performance indicators are based on the research relating to
effective superintendents, but school boards may modify them to meet their needs or
areas of focus.

Performance rubrics: School boards may modify performance rubrics, but the
Effective level is written as the actual performance standard, so it should not be
modified. Also note that the descriptions in the rubrics were intentionally constructed
in a parallel manner so that the descriptors use similar terminology (i.e., Highly
Effective uses “role model,” Approaching Effective uses “inconsistent,” and
Ineffective uses “inadequate” or “fails to.”

Documentation Evidence: The use of Documentation Evidence is optional, but
recommended as it provides superintendents input into their evaluation and provides
evidence for those performance standards that are not easily observed.

Stakeholder Surveys: The use of surveys is optional. They should be used sparingly
and only for formative purposes. Survey questions provided in this handbook have
been specifically selected to address the performance standards but may be modified
by the local school division.

Measures of Student Progress: The Code of Virginia requires that student academic
progress be a significant component of the evaluation. How student academic
progress is met in the evaluation is the responsibility of local school boards. Student
learning should be determined by multiple measures of student academic progress
(e.g., progress tables, goal setting for student achievement, other valid measures).

Other Data Sources: Data sources other than those specified above (e.g., conferences,
meetings) may be used as determined by the local school board.

Rating Levels: The rating level names are highly recommended but may be modified
by the local school board. It is recommended that the rating terminology parallel that
which is used for teacher and principal evaluation.

Formative Assessment: All superintendents should receive a formative assessment
prior to the summative evaluation.

Summative Evaluation: The Code of Virginia requires all superintendents to receive a
summative evaluation.
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e Single Summative Rating: All superintendents will receive a single summative rating
to provide an overall rating of the superintendent’s performance. The Guidelines
provide suggested weighting.

e Forms: The forms provided in the Guidelines have been developed to include the
required information, but school boards may modify them as needed.
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Part 2: Uniform Performance Standards for
Superintendents

The uniform performance standards for superintendents are used to collect and present data to
document performance that is based on well-defined job expectations. They provide a balance
between structure and flexibility and define common purposes and expectations, thereby guiding
effective leadership. The performance standards also provide flexibility, encouraging creativity
and individual superintendent initiative. The goal is to support the continuous growth and
development of each superintendent by monitoring, analyzing, and applying pertinent data
compiled within a system of meaningful feedback.

Defining Superintendent Performance Standards

Clearly defined professional responsibilities constitute the foundation of the superintendent
performance standards. A fair and comprehensive evaluation system provides sufficient detail
and accuracy so that both superintendents and school boards reasonably understand the job
expectations. It should be noted that the superintendent works with the school board, division
staff, and other stakeholders to accomplish the performance standards.

The expectations for professional performance are defined using a two-tiered approach of
performance standards and performance indicators.

Performance Standards

Performance standards define the criteria expected when superintendents perform their major

duties. For all superintendents, there are seven-eight performance standards as shown in Figure
2.1.

Figure 2.1: Performance Standards

1. %sswn—\llsmn—and—Gea}sStrateglc Leadershlp
The Superlntendent .

monitors, and facilitates the process of strategic improvement, and seeks to ensure the
division’s mission, vision, and goals are fulfilled in a manner that enables all students to be
career and college ready and globally competitive.

2. Planning and Assessment
The superintendent strategically gathers, analyzes, and uses a variety of data to guide
planning and decision-making consistent with established guidelines, policies, and
procedures that result in student academic progress and improved student outcomes.

3. Instructional Leadership
The superintendent fosters the success of all teachers, staff, division leaders, and students
by ensurlng the development communication, lmplementatzon and evaluatzon of effective

mstructzonal systems that promote hlgh student achzevement and professional development
and growth for staff.
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4. Organizational Leadership and Safety Resource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and
students by supporting, managing, and evaluating the division’s organization, operation,
and use of resources.

5. Communication and Community Relations
The superintendent fosters the success of all students through effeetive-proactive,
responsive, and professional communication with the board, staff, families, and other
stakeholders.

6. Culturally Responsive and Equitable Division Leadership

The superintendent establishes and implements division goals, priorities, and strategies

centered in equity and culturally responsive practices to support achievement for all

Students.

67. Professionalism
The superintendent fosters the success of teachers, staff, and students by demonstrating
behavior consistent with legal, ethical, and professional standards-and-ethies, engaging in
continuous professional development, and contributing to the profession.

78. Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate
divisionwide student academic progress based on established standards.

Performance Indicators

Performance indicators provide examples of observable, tangible behavior that indicate the
degree to which superintendents are meeting each standard. This helps superintendents and

school boards clarify performance levels and job expectations. Fhatis;-theperformanee
indieators-provide-the-answerto-what-must-be-performed—Performance indicators are provided

as examples of the types of performance that will occur if a standard is being fulfied
successfully met. However, the list of performance indicators is not exhaustive and they-are is
not intended to be prescriptive. H-should-benoted-thatilndicators in one performance standard
may be closely related to indicators in another standard. This is because the standards,
themselves, are not mutually exclusive and may have overlapping aspects.

Superintendents and school boards should consult the sample performance indicators for
clarification of what constitutes a specific performance standard. Performance ratings are made
at the performance standard level, NOT at the performance indicator level. Additionally, it is
important to document a superintendent’s performance on each standard with evidence
generated from multiple performance indicators. Sample performance indicators for each of
the performance standards follow.
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Performance Standard 1: Nhss&en—\llswn—aﬂd—é}ea}s—Strateglc Leadershlp

monitors, and faczlztates the process of strategic improvement, and seeks to ensure the
division’s mission, vision, and goals are fulfilled in a manner that enables all students to be
career and college ready and globally competitive.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

1.1 Provides leadership in the development of a shared vision for educational improvement
that inspires employees to work collaboratively.

1.2 Works collaboratively with the school board and stakeholders to develop and
recommendimplement policies that define organizational expectations; and effeetively
communicates-these-to-all-stakeholders-that result in continuous improvement.

1.23 Promotes a climate of mutual respect, trust, innovation, and professionalism with the

school board, and-staff, students, and community.

1.34 Keeps the school board informed on current and future needs and issues

eonfrentingaffecting the school division empleyees-and-students-and works

collaboratively to resolve them.

1.45 Supports and enforces all school board policies and informs all constituents of changes
to the policies.

1.56 Oversees the administration of the school division’s day-to-day operations.

1.67 Works with all individuals, groups, agencies, committees, and organizations to provide
and maintain schools that are safe and productive.

1.78 Fosters external partnerships to build targeted opportunities around identified student
and school division needs.

1.89 Delegates authority and responsibility to other employees as needs and opportunities
arise and ensures accountability for implementation.

1.910Recommends policy additions or modifications to improve student learning and
division effectiveness.
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Performance Standard 2: Planning and Assessment

The superintendent strategically gathers, analyzes, and uses a variety of data to guide
planning and decision-making consistent with established guidelines, policies, and
procedures that result in student academic progress and improved student outcomes.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

2.210rganizes the collaborative development and implementation of a division strategic
plan based on analysis of data from a variety of sources.

2.32Works collaboratively to develop long- and short-range goals and objectives consistent
with the strategic plan and monitors progress in achieving the goals and objectives.

2.43Seeks and utilizes-uses human and material resources outside the division that may
support and/or enhance the achievement of goals and objectives.

2.54Uses research-based techniques to analyze and apply data gathered from division
improvement measurements that include student assessment results and staff
implementation practices.

2.65Collaboratively identifies needs, determines priorities, and assesses program
implementation using researched-based instructional practices that result in enhanced
student learning outcomes.

2.76Plans, implements, supports, and assesses instructional programs that enhance teaching
and student achievement such that the school division and all schools meet or
demonstrate sufficient progress in meeting all required federal and state standards.

2.87Apphes-and eCommunicates findings to all stakeholders and encourages reciprocal
dialogue and feedback to ensure continuous improvement-and-feedbaek.
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Performance Standard 3: Instructional Leadership
The superintendent fosters the success of all teachers, staff, division leaders, and students by
ensurmg the development communication, zmplementatzon and evaluation of effeetive

mep#ovement—mstructtonal systems that promote high student achievement and professional
development and growth for staff.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:
3.1

the—gea%s—ef—ﬂ&e—seheel—dwr&eﬂ— Serves as the primary 1nstruct10nal leader for the school

division, seeking out and relying on support from staff as necessary making decisions
and when adv1smg the school board.

32 ..... 1 e 00 .... O
that—reﬁbﬂt—m—rmpre*ed—sméeﬁt—}ear&&g-Creates and sustarns a school d1V1s10n culture of
excellence with expectations that support effective, data-driven decision-making and the
use of multiple sources of evidence to drive school and division goals, improve
organizational performance, educator effectiveness, and student learning.

3.3 Oversees the alignment, coordination, and delivery of assigned programs and
curricular areas such that the school division and all schools meet all required federal,
state, and local standards.

3.4 Assesses factors affecting student achievement and directs change for needed
improvements to ensure full access and equitable opportunities for all students.

3.5 Ensures that curricular design, instructional strategies, and learning environments
integrate appropriate technologies to maximize student learning.

3.6 Explores, disseminates, and applies knowledge and information about new or
improved instructional strategies or related issues.

3.7 Works with the school board, staff, and community representatives to identify needs
and determine priorities regarding program delivery.

3.8 Provides direction and support in planning and implementing activities and programs
consistent with continuous improvement efforts and attainment of instructional goals.

seheel—mstruetieﬂal—mqprevemeﬂt—p}&ns—Develops and nurtures a culture of contmuous

learning and professional development and growth in which staff members are
reflective about their strategies and use data and appropriate methods to analyze and
adapt practices that achieve improved results.
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Performance Standard 4: Organizational Leadership and Safety-Resource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and
students by supporting, managing, and evaluating the division’s organization, operation, and
use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

4.1 Identifies, analyzes, and resolves problems using problem-solving techniques and
communicates resolutions with necessary stakeholders.

4.2 Facilitates the implementation of research-based theories and techniques ef-elassroom
managementrelating to school attendance, parental involvement, student
behaviordiseipline, and school safety to ensure an orderly and positive environment
conducive to teaching and learning.

4.3 Implements sound personnel procedures in recruiting, employing, and retaining highly
qualified and mesteffeetivehigh-performing teachers, administrators, and other
personnel based on identified needs.

4.4 Acquires, allocates, and manages division human, material, technological, and
financial resources in compliance with all laws to ensure the effeetiveimpactful and
equitable support of all of the division’s students, schools, and programs.

4.5 Demonstrates organizational skills to efficiently and safely achieve school,
community, and division goals.

4.6 Provides staff development, support, and resources for all categories of personnel to
improve job performance consistent with individual needs, program evaluation results,
and instructional improvement plans.

4.7 Plans and implements a systematic performance evaluation system of all employees
that provides timely and constructive feedback and recognizes and supports the
achievement of highly effective personnel.

4.98Collaborates and develops internal and external partnerships to enhance operations and

resource management w&h—st&kehe}defﬁe—de%}eﬁ—&ssess—aﬂd—mpfeve—pfeeed\&es

4.9 Anticipates, assesses, and responds to current, emerging, and future division, student,
and school community needs in a timely manner.
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Performance Standard 5: Communication and Community Relations
The superintendent fosters the success of all students through effeetive-proactive, responsive,
and professional communication with the board, staff, families, and other stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

5.1 Models and promotes effeetive-professional, timely, and impactful communication and
interpersonal relations within the school division.

5.2 Establishes and maintains effective channels of communication with board members
and between the schools and community.

5.3 Works collaboratively with all stakeholders to secure resources and to support the
success of a diverse student population.

5.4 Creates an atmosphere of trust and mutual respect with al-the board, staff, families,
and other stakeholders.

5.5 Demonstrates the skills necessary to build community support for division goals and
priorities.

5.6 Uses formal and informal techniques to gather external perceptions and input
representing multiple perspectives as a part of the decision-making process.

5.7 Brings together groups of different interests into a collaborative effort to respond
appropriately to existing and potential problems.

5.8 Models and promotes multicultural awareness, gender-sensitivity; inclusive practices,
and the appreciation of diversity in the community.
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Performance Standard 6: Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies
centered in equity and culturally responsive practices to support achievement for all
students.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

6.1 Collects and analyzes disaggregated data to determine division priorities and aid in
developing and monitoring a division strategic plan that promotes continuous
improvement and demonstrates a commitment to equitable and culturally
responsive practice for all students.

6.2 Manages and leverages the allocation of fiscal, human, capital, and material
resources to promote equitable access and outcomes for all students.

6.3 Provides professional learning opportunities for all employees throughout the
division that enhance their capacity and skills to support culturally responsive
practices and equitable outcomes.

6.4 Plans, implements, supports, and assesses the instructional program to provide all
students with equitable access to culturally relevant and responsive curriculum as
well as high-quality content, instruction, and materials.

6.5 Engages in dialogue with all stakeholders to promote an equity-centered, inclusive
organizational culture that fosters a sense of belonging for all students.

6.6 Collaborates with all stakeholders to foster ownership in a shared mission, vision,
and core values that support all students.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Superintendent Evaluation Work Group, October-November 2021
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Performance Standard 67: Professionalism

The superintendent fosters the success of teachers, staff, and students by demonstrating
behavior consistent with legal, ethical, and professional standards-and-ethies, engaging in
continuous professional development, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

67.1 Models professional, moral, and ethical standards as well as personal integrity in all
interactions.

67.2 Works in a collegial and collaborative manner with stakeholders to promote and
support the mission, vision, and goals of the school division.

67.3 Respects and maintains confidentiality and assumes responsibility for personal actions
and responds appropriately to the actions of others.

67.4 Takes responsibility for and participates in a meaningful and continuous process of
professional development that results in the enhancement of student learning.

67.5 Provides service to the profession, the division, and the community by participating on
state and/or national committees, being active in professional and community-based
service organizations, and serving as a mentor.

67.6 Takes a leadership role and encourages staff to do so as well, by presenting workshops
at local, state, regional, or national conferences, authoring publications, or delivering
coursework for institutions of higher education.

67.7Maintains a high level of personal knowledge regarding new developments and
techniques; and shares the information with appropriate staff.

67.8 Actively seeks and engages in opportunities to nNetworks, with-eeHeagteste share
knowledge, and stay abreast of the latest research to promote individual and
organizational abeu : : :
admm&tratwe—knowledge skllls and ergam—za&eﬂal—success
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Performance Standard 78: Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate
divisionwide student academic progress based on established standards.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

78.1 Develops, implements, monitors, and updates division action plans that result in
increased student academic progress.

78.2 Uses appropriate data and applies research to make informed decisions related to
student academic progress and division improvement.

78.3 Leads staff in conducting an ongoing, detailed analysis of multiple measures of student
learning data to provide immediate and appropriate feedback.

78.4 Collaborates with division staff to monitor and improve multiple measures of student
progress.

78.5B+tihizes Uses internal division and external eenstitaent stakeholder meetings and
impactful professional development activities to focus on continuous improvement of
student pregress-outcomes.

78.6 Provides evidence that students in all reporting groups are meeting acceptable and
measurable student academic progress.

78.7 Demonstrates responsibility for division academic achievement through proactive
nteractions-with education and outreach to parents, staff, and other community
stakeholders.

78.8 Collaboratively develops, implements, and monitors long- and short-range division
achievement goals that address varied student populations.

78.9 Sets division benchmarks and implements appropriate strategies and interventions to
accomplish desired outcomes.

Note: Performance Standard 78: If a superintendent effectively fulfills all previous standards, it
is likely that the results of his or her leadership — as documented in Standard 78: Student
Academic Progress — would be positive. The Virginia superintendent evaluation system includes
the documentation of student growth as indicated within Standard #8 and recommends that the
evidence of progress be reviewed and considered throughout the year. Trend analysis should be
used where applicable.
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Part 3: Documenting Superintendent Performance

In-erderte To develop a complete picture of the superintendent’s performance, board members
should use multiple sources of information in assessing performance quality. These data sources
might include formal and informal observations, elent-stakeholder surveys, artifacts of
performance, goal setting, and other relevant sources of performance information. As
representatives of the community, board members often receive unsolicited opinions about the
performance of the superintendent, most often from individuals who are not pleased or disagree
with an action or decision of the superintendent. Although it is tempting to use selected data
sources in assessing the superintendent’s performance, some sources may be more problematic
than others; thus, these problematic, unsolicited, non-representative data should be very
carefully and cautiously considered before applying the data to superintendent evaluation, if
they are to be used at all. For data sources to be acceptable, they must meet the tests of logic,
validity, reliability, fairness, and legality.* Answering questions like the ones that follow will
assist board members in determining whether various data sources meet these tests:

o Are the data caused by or the responsibility of the superintendent?
e Do the data reflect responsibilities included in the superintendent’s job description?
o Are the data linked to student learning, welfare, or other needs?

o Are the data of primary importance in considering the quality of the superintendent’s
performance?

e Are better data available on the same issue?

Board members should work with the superintendent to reach consensus on the evidence-based
data sources to be used.

The suggested sources of information described in Figure 3.1 were selected to provide
comprehensive and accurate feedback on superintendent performance. Data sources may
include, but are not limited to, the sources in Figure 3.1.

2 These recommendations are adapted from: Peterson, K.D. (4995} (2000). Teacher evaluation: A comprehensive
guide to new directions and practices (2™ ed.). Theusand-OaksCA: Corwin Press.
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Figure 3.1: Suggested Documentation Sources for Superintendent Evaluation

Data Source

Definition

Self-Evaluation
(Recommended)

Self-evaluation reveals superintendents’ perceptions of their job
performance. Results of a self-evaluation should inform superintendents’
personal goals for professional development.

Documentation | [tems generated by superintendents provide evidence of meeting the seven
Evidence eight performance standards.

(Recommended)

Clicnt Chent-Stakeholder surveys provide information to superintendents about
Stakeholder perceptions of job performance. The actual survey responses are seen only
Survey by the superintendent who prepares a survey summary as part of the
(Recommended) | documentation evidence. Surveys should be used sparingly and for

formative purposes only.

Goal Setting
(Recommended)

Superintendents, in conjunction with the school board, set goals for
professional growth and school improvement. These goals should reflect
expected or required performance benchmarks drawn from local and state
guidelines and policies.

Note: All recommended data sources may not always be necessary in a superintendent
evaluation system. Rather, options are provided from which local decisions can be made to
design the evaluation system in a manner that best fits local needs. Also, wWith only minor
modification, selected data sources (e.g., self-evaluation, goal setting) readily could be applied to
school board evaluation if the local school board is so inclined.

X

%;
+Mbsston—Vastons—and-Goals £ X £ X
2. Planning and Asscssment / X / X
3 Instructional eadership . X . X
4. Organizational Leadership and Salety / X / X
5-Communicationand-Community Relations 4 X 4 X
0. Prolessionalism / X / X
 Divisi e Stud o X <
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Self-eEvaluation

The superintendent’s annual self-evaluation of progress toward meeting performance goals
encourages reflection on his/her experiences. It also provides a structure to consider future goals
and determine strategies for achieving goals. The self-evaluation process is also useful in
promotmg the supermtendent S professmnal development D&Ga—frem—sel—f—evakr&&eﬂs—maﬁ&e%

Fe-en t - However,
self-evaluatlons at the middle and end of each year can reveal dlscrepanc1es in perceptions of
performance between the superintendent and the board and may be very useful in generating
dialogue to discuss discrepancies revealed. The superintendent may consider self-rating at the
end of the year and sharing this with the school board. A sample Superintendent Self-
eEvaluation Form is provided on the following pages.
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Sample: Superintendent Self-Eevaluation Form Page 1 of 2

SAMPLE Superintendent Self-Eevaluation Form
Directions: Superintendents should use this form annually to reflect on the effectiveness and
adequacy of their practice based on each performance standard. Please refer to the

performance indicators for examples of behaviors exemplifying each standard.

Superintendent’s Name: Date:

School Division: School Year:

1. an—\l}swn—and—GealsStrateglc Leadershlp

: : . creates,
monitors, and facilitates the process of strategic improvement, and seeks to ensure the
division’s mission, vision, and goals are fulfilled in a manner that enables all students to be
career and college ready and globally competitive.

Areas of strength:

Areas needing work/strategies for improving performance:

2. Planning and Assessment
The superintendent strategically gathers, analyzes, and uses a variety of data to guide
planning and decision-making consistent with established guidelines, policies, and
procedures that result in student academic progress and improved student outcomes.

Areas of strength:

Areas needing work/strategies for improving performance:

3. Instructional Leadership
The superintendent fosters the success of all teachers, staff, division leaders, and students
by ensurlng the development communication, lmplementatzon and evaluatzon of eﬁ%etwe

mstructzonal systems that promote hlgh student achzevement and professzonal development
and growth for staff..

Areas of strength:

Areas needing work/strategies for improving performance:
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Sample: Superintendent Self-Eevaluation Form Page 2 of 2

4. Organizational Leadership and SafetyResource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and
students by supporting, managing, and evaluating the division’s organization, operation,
and use of resources.

Areas of strength:

Areas needing work/strategies for improving performance:

5. Communication and Community Relations
The superintendent fosters the success of all students through effeetive-proactive,
responsive, and professional communication with the board, staff, families, and other
stakeholders.

Areas of strength:

Areas needing work/strategies for improving performance:

6. Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies
centered in equity and culturally responsive practices to support achievement for all
Students.

Areas of strength:

Areas needing work/strategies for improving performance:

67. Professionalism
The superintendent fosters the success of teachers, staff, and students by demonstrating
behavior consistent with legal, ethical, and professional standards-and-ethies, engaging in
continuous professional development, and contributing to the profession.

Areas of strength:

Areas needing work/strategies for improving performance:
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Sample: Superintendent Self-Eevaluation Form Page 2 of 2

78. Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate
divisionwide student academic progress based on established standards.

Areas of strength:

Areas needing work/strategies for improving performance:
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Documentation Evidence

Evidence of a superintendent’s performance can serve as a valuable and insightful data source
for documenting the work that superintendents actually do. Documentation provides school
boards with information related to specific standards and provides superintendents with an
opportunity for self-reflection, demonstration of quality work, and a basis for two-way
communication with the board. Documentation can confirm a superintendent’s effort to
demonstrate exemplary-highly effective performance, can show continuing work at an
effectiveproefietent level, or can demonstrate progress in response to a previously-identified
deficiency. Documentation evidence is maintained by the superintendent and reviewed
pertedically-by the school board through the evaluation process.

A sample optional Documentation Cover Sheet is provided on the next page.
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Sample: Documentation Cover Sheet Page 1 of 2

SAMPLE Documentation Cover Sheet (optional)

Directions: The superintendent should list the items he or she plans to submit as documentation
of meeting each performance standard to supplement evidence gathered through other means.
This form is optional. Documentation may also need to be supplemented with conversation,
discussion, and/or annotations to clarify the superintendent’s practice and process for the
evaluator.

Superintendent’s Name:

School Division: School Year:
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Sample: Documentation Cover Sheet Page 1 of 2

Standard Documentation Included Superintendent Reflective
Comments

1. Mission, Vision, and
Geoals Strategic Leadership
The superintendent werfks
with-thetoced-school-board-to

creates, monitors, and
facilitates the process of
strategic improvement, and
seeks to ensure the division’s
mission, vision, and goals are
fulfilled in a manner that
enables all students to be
career and college ready and
globally competitive.

2. Planning and Assessment
The superintendent
strategically gathers,
analyzes, and uses a variety
of data to guide planning and
decision-making consistent
with established guidelines,
policies, and procedures that
result in student academic
progress and improved
Student outcomes.

3. Instructional Leadership
The superintendent fosters the
success of all teachers, staff,
division leaders, and students
by ensuring the development,
communication,
implementation, and

evaluation of effeetive

L; 1 sl
leadsto-student-academie
progress-and-sehool

improvement instructional
systems that promote high

student achievement and
professional development and

growth for staff.
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Sample: Documentation Cover Sheet

Page 2 of 2

Standard

Documentation Included

Superintendent Reflective
Comments

4. Organizational
Leadership and Safety
Resource Management
The superintendent fosters
the safety and success of all
teachers, staff, division
leaders, and students by
supporting, managing, and
evaluating the division’s
organization, operation,
and use of resources.

5. Communication and
Community Relations
The superintendent fosters
the success of all students
through effeetive-proactive,
responsive, and
professional
communication with the
board, staff, families, and
other stakeholders.

6. Culturally Responsive
and Equitable Division
Leadership

The superintendent
establishes and
implements division
goals, priorities, and
strategies centered in
equity and culturally
responsive practices to
support achievement for
all students.
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Sample: Documentation Cover Sheet

Page 2 of 2

67. Professionalism

The superintendent fosters
the success of teachers,
staff, and students by
demonstrating behavior
consistent with legal,
ethical, and professional
standards-and-ethies,
engaging in continuous
professional development,
and contributing to the
profession.

78. Divisionwide Student
Academic Progress

The superintendent’s
leadership results in
acceptable, measurable,
and appropriate
divisionwide student
academic progress based
on established standards.
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Sample: ChentStakeholder Survey Page 1 of 42

ClientStakeholder Survey

Gemmamty Stakeholder surveys ef—saeh—mdmduals have the potentlal to prov1de data—that—meet
the-tests valuable input on the superintendent’s performance across the eight standards if they are

well concelved properly admlnlstered and 1nterpreted Saweys—tl&at—pfedb}eﬁesults%ﬂnn

enl—yfer—f—em&ﬂve—pa—meses— Any such results also should const1tute only one component in the
superintendent’s evaluation system. An optional €kent Stakeholder Survey is shown on the next

page. A-divistonwidesurvey-could-beusedintien-ofachentsurvey: A Survey Summary Form

that could be included as part of a superintendent’s documentation evidence is included on the
subsequent page.

Note: Thoughtful consideration should be given to how ehentstakeholder surveys are to be used
if, indeed, they are used as a relevant data source for superintendent evaluation. For example,
surveys should never be administered in a selective, non-random manner; otherwise, the results
will be skewed in an unreasonable and non-representative manner. Additionally, the rules for
applying ehentstakeholder surveys should be determined in advance of the start of the
evaluatlon cycle and best practlces should be followed -llwe—basw—metheds—te—eens*der—fef

beard—e%ethers—The table of spec1ﬁcat1ons in F1gure 3 2 1llustrates the al1gnment between the
survey items and performance standards.

Figure 3.2: Table of Specifications

Superintendent Performance Standards Survey Item #
1 - Strategic Leadership 1-3

2 - Planning and Assessment 4-5

3 - Instructional Leadership 6-8

4 - Organizational Leadership and Resource Management 9-11

5 - Communication and Community Relations 12-15

6 - Culturally Responsive and Equitable Division Leadership 16-18

7 - Professionalism 19-20
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Sample: ChentStakeholder Survey Page 1 of 42

SAMPLE €ElientStakeholder Survey (optional)

The purpose of this survey is to allow you to give the superintendent ideas about the quality of his
or her performance. The information will be used for improvement purposes.

Directions: DO NOT PUT YOUR NAME ON THIS SURVEY. Listed below are several
statements about the superintendent. Check your response to each statement in the appropriate
column. If you wish to comment, please write your comments in the space after the items.

Superintendent’s Name School Division School Year
Respondent: ~ Parent = Community Member _ Public Official _ Other (explain)
SOl >
s BE 2| L, |5,
S & = oo & 3 = 3
s=| 28 S = e =
. « = b < o =1)] b on
The superintendent... O=ml Al A < »n <
1. | Provides effective leadership 0 1 2 3 4
2. | Implements and communicates a vision for the school division 2 3 4
Involves parents and the community in the identification and
. oL 0 1 2 3 4
23. | accomplishment of school division goals
4 Evaluates and allocates the use of community resources, volunteer 0 1 ) 3
’ services, and partnerships
5 Transparently implements planning and assessment for the 0 1 5 3
" | division
6 Promotes continuous student achievement and school 0 1 ) 3
improvement
Provides direction, support, and planning in implementing
7 o . . . . 0 1 B 3
activities and programs consistent with continuous improvement
Uses data and appropriate methods to analyze and adapt practices
8. . . 0 1 B 3
that achieve and improve results
9. | Handles crises in a calm and effective manner 0 1 2 3 4
?0 Maintains visibility 0 1 2 3 4
11. | Uses sound financial management practices 0 1 2 3 4
41t2 Demonstrates effective communication skills 0 1 2 3 4
—5- | Developsandcommunicates-avistonfortheschooldivision 0 1 2 3 4
?3 Participates in community activities 0 1 2 3 4
Encourages-the-use-of community resources-and-volunteer
—+ . 0 + 2 3
serviees
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Sample: ChentStakeholder Survey Page 12 of 12

? 4 Is a positive ambassador for the school division 0 1 2 3
i_‘;: Previdesfor Engages in two-way communication 0 1 2 3
16. | Is sensitive to the needs of all constituencies in our community 0 1 2 3

Provides professional learning opportunities and resources that
17. | enhance capacity and skills to support culturally responsive 0 1 2 3
practices and equitable outcomes

Promotes an equity-centered, inclusive organizational culture that

e fosters a sense of belonging for all students and staff 2 L 2 2

i—g Demonstrates a professional demeanor 0 1 2 3

;_g Is approachable and accessible 0 1 2 3
COMMENTS:
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Sample: Survey Summary Form Page 1 of 1

SAMPLE Survey Summary Form

Superintendent’s Name: Date:

School Division: School Year:

Directions: Superintendents should tabulate and analyze the elientstakeholder surveys and
provide a summary of the results. This may be included as part of the superintendent’s
documentation.

1. How many surveys did you distribute?
2. How many completed surveys were returned?

3. What is the percentage of completed questionnaires you received? %

ClientStakeholder Satisfaction Analysis

4. Describe your survey population(s).

5. List factors that might have influenced the results.

6. Analyze survey responses and answer the following questions:

A) What did ehentsstakeholders perceive as your major strengths?

B) What did elientsstakeholders perceive as your major weaknesses?

C) How can you use this information for continuous professional growth?
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Part 4: Connecting Superintendent Performance to
Divisionwide Student Academic Progress

Measures of student learning are vitally important in judging the effectiveness of
superintendents, but they should never serve as the sole source for evaluating performance.
Waters and Marzano found a significant positive correlation between division leadership and
student achievement. While the correlation was small, the finding speaks to the impact the
superintendent can have on student academics.?® Other studies have found that the
superintendent impacts student academics through more indirect means such as ensuring the
division’s instructional program is coherent and there is alignment with the mission, vision, and
goals.?” Due to these indirect impacts on student academic progress, gGains in student learning
should be used as only one component in the superintendent evaluation system. The use of
student academic measures requires pre- and post-assessments using reliable and valid
instruments to determine progress. While there is a place and purpose for fixed standards, such
as learning to read at an acceptable level, fixed standards, such as SOL tests, must be regarded
carefully when applied to the superintendent’s evaluation. Repeated measures of student
learning over time enhance reliability from a statistical point of view and credibility from a
decision-making perspective.
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Virginia Law

The Code of Virginia requires that school boards’ procedures for evaluating superintendents
must:
e be consistent with the performance standards set forth in the Guidelines for Uniform
Performance Standards and Evaluation Criteria for Superintendents;
¢ include student academic progress as a significant component; and
¢ include an overall summative rating.

Methods for Connecting Student Performance to Superintendent Evaluation

The Uniform Performance Standards and Evaluation Criteria incorporate student academic
progress as a significant component of the evaluation while encouraging local flexibility in
implementation. The Code of Virginia requires that student academic progress be a significant
component of the evaluation. How student academic progress is met is the responsibility of local
school boards provided that Performance Standard 78: Student Academic Progress is not the
least weighted of the performance standards or less than 1 (10 percent); however, it may be
weighted equally as one of the multiple lowest weighted standards.

Goal Setting

targetgoalsfor- divistonwide studentimprovement. Setting goals -- not just any goals, but goals
set squarely on student performance -- is a powerful way to enhance professional performance
and, in turn, positively impact student academic progress. In their meta-analysis, Waters and
Marzano, found that effective superintendents create goal-oriented school divisions.”® Whenever
possible, it is recommended that the goals be grounded in validated, quantitative, objective
measures, using tools already available, such as state performance benchmarks.
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The school board, in conjunction with the superintendent, can set annual division goals for the
superintendent that are congruent with the division’s needs and concerns and are balanced across
grades and school levels, as appropriate. The goals then can be reviewed and adjusted as
necessary. It is important for the school board and superintendent to think through the shorter-
term goals that are needed to address longer-term outcomes and for the school board to recognize
and account for the time it takes for initiatives to be realized. Goal setting should occur at the
beginning of the superintendent’s contract year and the superintendent should report on progress
in achieving the goals at regular intervals throughout the evaluation process. This provides a
valuable forum for board/superintendent dialogue. Indicators of goal attainment include
documentation via the superintendent’s oral and written reports as well as other division data that
may reflect goal achievement. A sample Superintendent’s Annual Goals form is shown later in
this section.

Examples of Measures of Divisionwide Student Academic Progress

To be able to measure goal attainment, superintendents must identify valid measures of student
academic progress appropriate to their school division student population’s learning needs and
priorities. School boards and superintendents should develop mutually agreed-upon measures to
include in the evaluation to best reflect the priorities of the division. Quantitative measures of
student academic progress based on validated achievement measures that already are being used
locally should be the first data considered when determining local progress measures.
Additionally, it is important that multiple, relevant measures be used.

There are several important considerations when identifying multiple measures. The measures
may focus on:

All student performance and reporting group performance;
Specific areas of need;

Alignment with the strategic plan; and

Topics/indicators across grade levels.

Figure 4.1 shows suggested focus areas for goal setting that provide measures of divisionwide

student academic progress thatfeeus-on-school-divisionimprovement. (Nofe: This is not

intended as an exhaustive list. Each school board should determine valid measures that are
appropriate for each unique school division.)
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Figure 4.1: Examples of Measures of Divisionwide Student Academic Progress

Category

Measure

Early
elementary
school
(may
include
PreK)

Upper
elementary
school

Middle
school

High
school

AllsStudents>
Aacademic
Pprogress

e Progress on SOL assessments and/or
growth assessments

e Improvement on advanced pass rates on
SOL assessments
o Inerease-percentage-of middle school
’ kine hich schoollevel
courses

e Improvements in high school
graduation rates

e Reduce retention rates resulting from
increased student achievement
outcomes

v

v

v

Reporting
Ggroups and
Oether Sstudent
Gegroupings

English Language Learners progress on
English language proficiency
assessment

Increase in percentage of students with
disabilities earning Standard and
Advanced Studies diplomas

Increase in achievement of
economically-disadvantaged students

Reporting groups making increased
academic progress

e Decrease in achievement gap in
reporting groups

Increase in achievement of
Individualized Education Plan goals

Improvements in underperforming
reporting groups earning a high school
diploma

College and
Career Readiness

Participation and success in AP-and
dual-enrollment-coursesadvanced
coursework (i.e., Dual Enrollment, AP,
IB, industry certification)

Enrollment and achievement in
postsecondary education

Increase in percentage of students
earning career and technical industry
certification, state licenses, or
successful national occupational
assessment credentials

Reading/Literacy
Readiness

On track indicators such as
Phonological Awareness Literacy
Screening or similar measures available
locally

e SOL test outcomes
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Early
elementary

school Upper Middle High
Category Measure elementary
(may school school
. school
include
PreK)
e Benchmark outcomes v v v v
Mathematics e Progress on Algebra readiness v v
Readiness assessments such as the Algebra
Readiness Diagnostic Test
O—Enfe}}ment—aﬁd—weeess—m—A}gebfa—I—by <
eighth-grade
e SOL test outcomes v v v v
e Benchmark outcomes v v 4 4
STEM Education | e Increase in percentage of v
underrepresented students taking
advanced STEM courses
e Increase in number of industry %
certifications
Student Progress | s Reduced retentionratesresulting from ~~ ~~ ~~ +~
. | | bi
outcomes
o Inereased-student-academicprogress i i
based-onprogress(value)table-data
Student e Increase in percentage of students v v v
Engagement and involved in extracurricular activities
Social/Emotional | | Increase in percentage of students v v v v
Wellness . receiving prestigiots-awards,
o scholarships, and recognition
Ceore Activities
e Attendance data v v v v
e Wellness indicators about students’ 4 4 v v
social/emotional well-being
¢ Behavior and discipline data 4 4 4 v
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Sample: Superintendent’s Annual Goals Page 1 of 1

Sample: Superintendent’s Annual Goals

Directions: This form is a tool to assist superintendents in setting goals that result in
measurable divisionwide student academic progress. Goals may relate to other standards, but
all goals should address Standard 78 as well. Use a separate sheet for each goal.

Superintendent’s Name: Date:

School Division: School Year:

Preliminary approval granted by school board on:

Mid-year review conducted by school board on:

Year-end review conducted by school board on:

Goal:

Check the standard(s) to which the goal relates

[] 1. Missien, Vision;-and-Geals Strategic Leadership [] 2. Planning and Assessment

[] 3. Instructional Leadership [] 4. Organizational Leadership and Safety Resource Management
[] 5. Communication and Community Relations

[] 6. Culturally Responsive and Equitable Division Leadership [] 67. Professionalism

X1 78. Divisionwide Student Academic Progress

Expected term to completion: [ ] Short-term [ ] Mid-term ] Long-term

Indicators of Success Mid-Year Assessment of Goal by School
Board

Evidence to Date

Evaluator’s Signature Date

Evaluator’s Name
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Part 5: Rating Superintendent Performance

The role of a superintendent requires a performance evaluation system that acknowledges the
contextual nature and complexities of the job. For an evaluation system to be meaningful, it
must provide its users with relevant and timely feedback. To facilitate this, school boards should
conduct both formative assessments and summative evaluations of superintendents.

Formative Assessment

Formative assessment can provide valuable information to superintendents. At any point during
the year, the school board has the option to share its assessment of the superintendent’s
performance by discussing the evidence related to the seveneight-standards. An optional
Superintendent Formative Assessment Performance Report is provided on the following pages.
It should be noted that this report does not include an actual rating in any of the performance
standards.
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Sample: Superintendent Formative Assessment Performance Report Page 1 of 2
SAMPLE Superintendent Formative Assessment Performance Report
(optional)

Note: The formative assessment form is included as an option to be used if it is determined to be
in the best interest of the local school division.

Directions: Use this form to comment on evidence related to the standards. Evaluators may use
multiple formative assessment forms, as applicable.

Superintendent’s Name: Date:

Evaluator:

PerformaneceStandard 1. M—lssmn—\llsmn—and—Geals Strateglc Leadershlp
) he supermtendent - ,

G : —creates, monitors, and facilitates the process of
strategic zmprovement and seeks to ensure the dzvzswn s mission, vision, and goals are fulfilled in a manner
that enables all students to be career and college ready and globally competitive.

Comments:

Performance-Standard 2. Planning and Assessment

The superintendent strategically gathers, analyzes, and uses a variety of data to guide planning and decision-
making consistent with established guidelines, policies, and procedures that result in student academic progress
and improved student outcomes.

Comments:

Performance-Standard 3. Instructional Leadership
The superintendent fosters the success of all teachers, staff, division leaders, and students by ensuring the

development, communication, implementation, and evaluation of effectiveteachingandtearningthatleadsto
student-aeademicprogress-and-schoolimprovementinstructional systems that promote high student

achievement and professional development and growth for staff.

Comments:

PerformaneeStandard 4. Organizational Leadership and Safety-Resource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and students by
supporting, managing, and evaluating the division’s organization, operation, and use of resources.

Comments:
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Sample: Superintendent Formative Assessment Performance Report Page 2 of 2

6. Culturally Responsive and Equitable Division Leadership

The superintendent establishes and implements division goals, priorities, and strategies centered in equity
and culturally responsive practices to support achievement for all students.

Comments:

PerformaneeStandard 67. Professionalism

The superintendent fosters the success of teachers, staff, and students by demonstrating behavior consistent with
legal, ethical, and professional standards-end-ethies, engaging in continuous professional development, and
contributing to the profession.

Comments:

Performance-Standard 78. Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate divisionwide student

academic progress based on established standards.
See Superintendent’s Annual Goal for details.

Comments:

Commendations:

Areas of Growth:

Superintendent’s Name:

Superintendent’s Signature: Date:

Evaluator’s Name:

Evaluator’s Signature: Date:
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Summative Evaluation

Assessment of performance quality occurs only at the summative evaluation stage, which comes at
the end of the evaluation cycle. The ratings for each performance standard are based on multiple
data sources of information and are completed only after pertinent data from all sources are
reviewed. The integration of data provides the evidence used to determine the performance ratings

for the summative evaluations for all superintendents.

There are two major considerations in assessing job performance during summative evaluation: 1)
the actual performance standards, and 2) how well they are performed. The performance standards
and performance indicators provide a description of well-defined expectations.

Definitions of Ratings

—Deve}epmg,Needs—}mpfevemeﬂt—aﬂd—Uﬂaeeep%&b}e—)— The deﬁmtlons in Flgure 5.1 offer

general descriptions of the ratings. PLEASE NOTE: Ratings are applied to the sever eight
performance standards and as an overall summative rating, not to performance indicators.

Figure 5.1: Definitions of Terms Used in Rating Scale

Category | Description Definition
The superintendent performing at this level Exceptional performance:
maintains performance, accomplishments, e sustains high performance over-the
= and behaviors that consistently and evaluation-eyelea period of time
5 | considerably surpass the established e empowers principals, teachers and students
é performance standar.d,—aﬁd—ée'esfs'e—ﬂﬁt—a and consistently exhibits behaviors that have
i manner-that-exemplifies-the-division’s a strong positive impact on student acadenie
= mission-and-goals. This rating is reserved for progress learning and the school division
= performance that is truly exemplary and is climate
demeﬁs'tmted—w%ﬂa—s%mﬁeant—sméen{ e serves as a role model to others
academie-progressdone in a manner that
exemplifies the division’s mission and goals.
The superintendent consistently meets the Effeetive Proficient performance:
performance standard in a manner that is o consistently-meets the requirements
eensistentaligned with the division’s mission contained in the job-deseriptionas-expressed
o and goals-and-has-a-pesitive-impact-on inthe-evaluation-eriteria-performance
b5 studentacademie progress. standard
é’ e engages teachers and exhibits behaviors that
= have a positive impact on student academic
progress and the school climate
e demonstrates a willingness to learn and apply
new skills
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Category | Description Definition

The superintendent’s performance is Below-aceeptable-Developing/needs improvement
inconsistent in meeting the established performances:

performance standard and/or working toward e requires support in meeting the performance
the division’s mission and goals. The standards

superintendent may be is-starting to exhibit o results in less than expected quality of

desirable traits related to the standard r)ut has student academie progressperformance
not yet reached the full level of proficiency

expected (i.e., developing) or the
superintendent’s performance is lacking in a
particular area (i.e., needs improvement).

e leads to areas for requires superintendent

professional-growth improvement being

jointly identified and planned between the
superintendent and school board

Approaching Effective

.
Sepet rent
f tard ori l e .
It in bel l £ omi
progress:
The superintendent consistently performs Treffeetive-Unacceptable performance:
below the established performance standard e does not meet the requirements contained in
° or in a manner that is inconsistent with the the job-deseription-as-cxpressed-in-the
2 school division’s mission and goalsand evaluation-eriteriaperf dard
> performance standar
s inmminimal st o
= e results in minimal student academie
h .
g | prosress. progresslearning
(S|

e may contribute to arecommendationfor the
superintendent not being eensidered
recommended for continued employment

Performance Rubrics

The performance rubric is a behav1ora1 summary scale that gurdes evaluators in assessrng how well a
standard is performed.
standards: It states the measure of performance expected of superrntendents and pr0V1des a general

descrlptlon of performance at each levelwhat—a—ratmg—entar}s JEhe—ratmg—sea}e—rs—apphed—te—the

kew—we%l—a—st&nd&rd—rs—perfemed—?hey In some 1nstances quantltatlve terms are mcluded to

augment the qualitative description. The resulting performance rubric provides a clearly delineated
step-wise progression, along a continuum of effectiveness (as illustrated with arrows between the
two levels). Each level is intended to be qualitatively superior to all lower levels. Teachers who
earn a Highly Effective rating must meet the requirements for the Effective level and go beyond it.
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Performance rubrics are provided to increase reliability among evaluators and to help
superintendents focus on ways to enhance their leadership practices. Please note: The rating of
“Profictent-Effective” is the expected level of performance and is written as the actual
performance standard. A superintendent who is new to the division or position may be considered
“devetoping” Approaching Effective in a standard. Additionally, the recommended performance
rubrics presented kere-may be modified at the discretion of the school board.

Figure 5.2: Example of a Performance Rubric

on the
effeetiveimpactful use
of assessment data
and ensures division
personnel are aware
of relevant findings
and are using data to
improve instructional
programs, resulting in
improved student
academic
performance and
student outcomes.

variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and procedures that
result in student
academic progress
and improved student
outcomes.

Exemplary Proficient Developing/Needs
In-additionto-meetingthe Proficientis-the-expeetedlevel Enaceeptable
proactivelyseeksout strategicallygathers; notreachedalevelof netgatheranalyze,and
A | . . ing. . . 4
| ivisi J &t RYHRE & gueey e
pranfing anc . ) & . ] &
f . e idelines. pranfng-anc . . idelines,
. ne icies, & e idelines. icies, &
HSIRE G4 f ’ f] ].i! ..’g f] ].i!
line Prog ! ommi . i] 1 I l Jommi '
performanee:
Exemplary Proficient PevelopingNeeds Unaeeeptable
Highly Effective Effective hmprevement Ineffective
In addition to meeting the Proficient-Effective is the Approaching
requirements for Effective | expected level of .
- « o « Effective .
The superintendent The superintendent The superintendent The superintendent
proactively seeks out strategically gathers, has-netrcached-a dees-netfails to
and applies research analyzes, and uses a level-of proficieney-is gather, analyze, and

inconsistent in
gathering, analyzing,
and using a variety of
data to guide planning
and decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.

use a variety of data
to guide planning and
decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.

Performance Rubriesfor-Perfornraice-Standards

Superintendents are evaluated on the performance standards using the following performance

appraisal rubrics:
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Performance Standard 1: Nhss&en—\llswn—aﬂd—é}ea}s—Strateglc Leadershlp
T he supermtendent 0 :

and facilitates the process of strateglc improvement, and seeks to ensure the dzvzszon s

mission, vision, and goals are fulfilled in a manner that enables all students to be career and
college ready and globally competitive.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

1.1 Provides leadership in the development of a shared vision for educational improvement
that inspires employees to work collaboratively.

1.2 Works collaboratively with the school board and stakeholders to develop and
recommendimplement policies that define organizational expectations; and effeetively
communicates-these-to-all-stakeholders-that result in continuous improvement.

1.23 Promotes a climate of mutual respect, trust, innovation, and professionalism with the
school board, and-staff, students, and community.

1.34 Keeps the school board informed on current and future needs and issues

eonfrentingaffecting the school division empleyees-and-students-and works

collaboratively to resolve them.

1.45 Supports and enforces all school board policies and informs all constituents of changes
to the policies.

1.56 Oversees the administration of the school division’s day-to-day operations.

1.67 Works with all individuals, groups, agencies, committees, and organizations to provide
and maintain schools that are safe and productive.

1.78 Fosters external partnerships to build targeted opportunities around identified student
and school division needs.

1.89 Delegates authority and responsibility to other employees as needs and opportunities
arise and ensures accountability for implementation.

1.910Recommends policy additions or modifications to improve student learning and
division effectiveness.
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Exemplary Preficient Developing/Needs Enaeeeptable
Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the 3
requirements for Eﬁ”eitive «l expecteglevel of « Approac.hmg
ot e Effective
The superintendent The superintendent The superintendent The superintendent
establishes a highly works-with-the loecal has-netreacheda doesnot-work-with
productive school beard-te level ef proficiency-in the loeal school beard
relationship with the formulate-and working with-the to-formulate-and
local school board to mplement-the-sehool local school-beard-te mplement-the-sehool
drive-lead strategic division’s-mission; formulatc-and divisions;-mission;
improvement vision-and-goals-to implement-the-school vision-and-goals-to
: | l livisions. mission,
o] | hool I omi . ision. and | I omi '
division s-mission; creates, monitors, and promete-student fails to create,
vision;-and-geals to facilitates the process academie-progress—is monitor, and/or
promote student of strategic inconsistent in facilitate the process
academie improvement, and creating, monitoring, of strategic
pregresslearning. seeks to ensure the and/or facilitating the improvement, and/or

division’s mission,
vision, and goals are
fulfilled in a manner
that enables all
students to be career
and college ready and
globally competitive.

process of strategic
improvement, and/or
seeking to ensure the
division’s mission,
vision, and goals are
fulfilled in a manner
that enables all
students to be career
and college ready and
globally competitive.

fails to seek to ensure
the division’s
mission, vision, and
goals are fulfilled in a
manner that enables
all students to be
career and college
ready and globally
competitive.
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Performance Standard 2: Planning and Assessment

The superintendent strategically gathers, analyzes, and uses a variety of data to guide
planning and decision-making consistent with established guidelines, policies, and procedures
that result in student academic progress and improved student outcomes.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

2.210rganizes the collaborative development and implementation of a division strategic plan
based on analysis of data from a variety of sources.

2.32Works collaboratively to develop long- and short-range goals and objectives consistent
with the strategic plan and monitors progress in achieving the goals and objectives.

2.43Seeks and utilizes-uses human and material resources outside the division that may
support and/or enhance the achievement of goals and objectives.

2.54Uses research-based techniques to analyze and apply data gathered from division
improvement measurements that include student assessment results and staff
implementation practices.

2.65Collaboratively identifies needs, determines priorities, and assesses program
implementation using researched-based instructional practices that result in enhanced
student learning outcomes.

2.76Plans, implements, supports, and assesses instructional programs that enhance teaching
and student achievement such that the school division and all schools meet or
demonstrate sufficient progress in meeting all required federal and state standards.

2 8TApphes-and eCommunicates findings to all stakeholders and encourages reciprocal
dialogue and feedback to ensure continuous improvement and-feedbaek.

Exemplary Proficient Peveloping/Needs Unaeeeptable
Highly Effective Effective Hmprevement Ineffective
In aa"dition to meeting tﬁe Proficient-Effective is the Approaching

requirements for Effective «l egu;;ﬁs;’n 15,‘1}2 .of « Effective «
The superintendent The superintendent The superintendent The superintendent
proactively seeks out strategically gathers, has-netrcached-a dees-netfails to
and applies research analyzes, and uses a level-of proficieney-is gather, analyze, and
on the variety of data to inconsistent in use a variety of data
effeetiveimpactful use guide planning and gathering, analyzing, to guide planning and
of assessment data decision-making and using a variety of decision-making
and ensures division consistent with data to guide planning consistent with
personnel are aware established and decision-making established
of relevant findings guidelines, policies, consistent with guidelines, policies,
and are using data to and procedures that established and/or procedures that
improve instructional result in student guidelines, policies, result in student
programs, resulting in academic progress and/or procedures that academic success and
improved student and improved student result in student improved student
academic outcomes. academic success and outcomes.
performance and improved student
student outcomes. outcomes.
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Performance Standard 3: Instructional Leadership
The superintendent fosters the success of all teachers, staff, division leaders, and students by
ensurtng the development communication, zmplementatlon and evaluation of effeetive

mw#ovemeﬁt—mstructzonal systems that promote high student achzevement and professional
development and growth for staff.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:
3.1

the—gea%s—ef—ﬂ&e—seheel—dﬁe&en— Serves as the primary 1nstruct10nal leader for the school

division, seeking out and relying on support from staff as necessary making decisions
and when advising the school board.

that—resua}t—m—rmpre*ed—smdent—learm&g-Creates and sustams a school d1V1s1on culture of

excellence with expectations that support effective, data-driven decision-making and the
use of multiple sources of evidence to drive school and division goals, improve
organizational performance, educator effectiveness, and student learning.

3.3 Oversees the alignment, coordination, and delivery of assigned programs and curricular
areas such that the school division and all schools meet all required federal, state, and
local standards.

3.4 Assesses factors affecting student achievement and directs change for needed
improvements to ensure full access and equitable opportunities for all students.

3.5 Ensures that curricular design, instructional strategies, and learning environments
integrate appropriate technologies to maximize student learning.

3.6 Explores, disseminates, and applies knowledge and information about new or improved
instructional strategies or related issues.

3.7 Works with the school board, staff, and community representatives to identify needs and
determine priorities regarding program delivery.

3.8 Provides direction and support in planning and implementing activities and programs
consistent with continuous improvement efforts and attainment of instructional goals.

seheel—mstrue&eﬂal—uﬁprevemeﬂt—p}&ns—Develops and nurtures a culture of contmuous

learning and professional development and growth in which staff members are reflective
about their strategies and use data and appropriate methods to analyze and adapt
practices that achieve improved results.
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Exemplary Proficient PevelopingNeeds Hnaeeeptable

Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the Approaching
requirements for Effective expected level of q

jent... performance. « Effective «

The superintendent The superintendent The superintendent The superintendent
actively and fosters the success of has-netrcached-a deesnetfails to foster
consistently employs all teachers, staff, levelofproficicney-is the success of all

innovative and
effeetiveimpactful
leadership strategies
that empower
teachers, staff, and
administratersdivision
leaders;; maximize
student academic
progress;; and result
in effective teaching
and learning that
reflects excellence.

division leaders, and
students by ensuring
the development,
communication,
implementation, and
evaluation of
effective-teachingand
learning thatleadste
student-academie
progress-and-school
Hmprovement:
instructional systems
that promote high
student achievement
and professional
development and
growth for staff.

inconsistent in
fostering the success
of all teachers, staff,
division leaders, and
students by
faeilitating-ensuring
the development,
communication,
implementation,
and/or evaluation of

clfcetiveteachingand
learningthatleadsto
student-academie
progress-and-school
mprovement:
instructional systems
that promote high
student achievement
and professional
development and
growth for staff.

teachers, staff,
division leaders, and
students by
factlitatingensuring
the development,
communication,
implementation,
and/or evaluation of

clleetive-teaching-and
learning thatleadste
studentacademic
progress-and-school
Hmprevement:
instructional systems
that promote high
student achievement
and professional
development and
growth for staff.
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Performance Standard 4: Organizational Leadership and Safety-Resource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and
students by supporting, managing, and evaluating the division’s organization, operation, and
use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

4.1 Identifies, analyzes, and resolves problems using problem-solving techniques and
communicates resolutions with necessary stakeholders.

4.2 Facilitates the implementation of research-based theories and techniques ef-€lassroom
managementrelating to school attendance, parental involvement, student
behaviordiseiphne, and school safety to ensure an orderly and positive environment
conducive to teaching and learning.

4.3 Implements sound personnel procedures in recruiting, employing, and retaining highly
qualified and mest-effeetivehigh-performing teachers, administrators, and other
personnel based on identified needs.

4.4 Acquires, allocates, and manages division human, material, technological, and financial
resources in compliance with all laws to ensure the effeetiveimpactful and equitable
support of all of the division’s students, schools, and programs.

4.5 Demonstrates organizational skills to efficiently and safely achieve school, community,
and division goals.

4.6 Provides staff development, support, and resources for all categories of personnel to
improve job performance consistent with individual needs, program evaluation results,
and instructional improvement plans.

4.7 Plans and implements a systematic performance evaluation system of all employees that
provides timely and constructive feedback and recognizes and supports the achievement
of highly effective personnel.

4.9 Anticipates, assesses, and responds to current, emerging, and future division, student,
and school community needs in a timely manner.
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Exemplary Preficient Developing/Needs Enaeeeptable
Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the i
requirements for Eﬁ‘eitive «l expecteglevel of « Approac.hmg
ot T, Effective

The superintendent is The superintendent The superintendent The superintendent
highlty exemplifies fosters the safety and has-netreacheda inadequatelyfails to
leadership in efficient success of all level-ef proficieney-is foster the safety and

and safe operations
and effeetive-at
organizational
management by
promoting staff
innovation,
demonstrating
proactive decision-
making, eeerdinating
safe-efficient
operations; and
maximizing available
resources.

teachers, staff,
division leaders, and
students by
supporting, managing,
and evaluating the
division’s
organization,
operation, and use of
resources.

inconsistent in
fostering the safety
and success of all
teachers, staff,
division leaders, and
students by
supporting, managing,
and/or evaluating the
division’s
organization,
operation, safety;
and/or use of
resources.

success of all
teachers, staff,
division leaders, and
students by supperts

supporting, manages
managing, and/or

evaluatesevaluating
the division’s
organization,
operation, safety
and/or use of
resources.
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Performance Standard 5: Communication and Community Relations

The superintendent fosters the success of all students through effeetive-proactive, responsive,
and professional communication with the board, staff, families, and other stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

5.1 Models and promotes effeetive-professional, timely, and impactful communication and

interpersonal relations within the school division.

5.2 Establishes and maintains effective channels of communication with board members and

between the schools and community.

5.3 Works collaboratively with all stakeholders to secure resources and to support the

success of a diverse student population.

5.4 Creates an atmosphere of trust and mutual respect with al-the board, staff, families, and

other stakeholders.

5.5 Demonstrates the skills necessary to build community support for division goals and

priorities.

5.6 Uses formal and informal techniques to gather external perceptions and input
representing multiple perspectives as a part of the decision-making process.

5.7 Brings together groups of different interests into a collaborative effort to respond

appropriately to existing and potential problems.

5.8 Models and promotes multicultural awareness, gender-sensitivity; inclusive practices,

and the appreciation of diversity in the community.

Unaeeeptable

Ineffective

E ! Profici Developins/Need
Highly Effective Effective hmprevement
In addition to meeting the Proficient-Effective is the i
requirements for Eﬁ‘egctive «I expecteg level of « Alg)f;..g:;l‘::’ng .
Proficient... performance.
The superintendent The superintendent The superintendent
proactively seeks and fosters the success of has-netrcached-a
creates innovative and all students through level-ofproficieney is
productive methods to effeetive-proactive, inconsistent in
communicate, responsive, and fostering the success
collaborate, and professional of all students through
engage effeetively communication with proactive, responsive,
impactfully with the board, staff, and/or professional
stakeholders. families, and other communication with
stakeholders. the board, staff,
families, and/or other
in-communicating-on
issues-of impeortance
to-stakeholders.

The superintendent
demenstrates
ineffeetive-or
detrimental
stakeheldersfails to
foster the success of
all students through
proactive, responsive,
and/or professional
communications with
the board, staff,
families, and/or other
stakeholders.
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Performance Standard 6: Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies
centered in equity and culturally responsive practices to support achievement for all
students.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

6.1 Collects and analyzes disaggregated data to determine division priorities and aid in
developing and monitoring a division strategic plan that promotes continuous
improvement and demonstrates a commitment to equitable and culturally responsive
practice for all students.

6.2 Manages and leverages the allocation of fiscal, human, capital, and material
resources to promote equitable access and outcomes for all students.

6.3 Provides professional learning opportunities for all employees throughout the
division that enhance their capacity and skills to support culturally responsive
practices and equitable outcomes.

6.4 Plans, implements, supports, and assesses the instructional program to provide all
students with equitable access to culturally relevant and responsive curriculum as
well as high-quality content, instruction, and materials.

6.5 Engages in dialogue with all stakeholders to promote an equity-centered, inclusive
organizational culture that fosters a sense of belonging for all students.

6.6 Collaborates with all stakeholders to foster ownership in a shared mission, vision, and
core values that support all students.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Superintendent Evaluation Work Group, October-November 2021
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Ginny Tonneson
This caveat was added to the Principal Guidelines.


Exemplary Proficient PevelopingNeeds Unaeeeptable
Highly Effective Effective hmprevement Ineffective
In addition to meeting the Proficient-Effective is the i
requirements for Eﬁ‘egctive «l expecteg level of « Alg)f;..g:;l‘::’ng
fent... performance.

The superintendent Fhe Fhe-superintendent-is The-superintendent
consistently engages superintendent inconsistentin fails-to-establish
internal and external establishes establishing-division division-cquity-goals;
stakeholders in division-equity equity-goals; prietitiesand/or
demonstrating a goals,priorities; prierities;and/or strategiesineclading
shared commitment to and-strategies; strategiesinelading these that encotrage
ensuring a culturally ineluding these these-thatencourage eulturallyrespoensive
responsive that-eneourage eultarally responsive praetice,whichresult
environment that eulturally praetice,whichresult in-equitable-outcomes
objectively monitors respensive nequitable-outcomes forall-students-The
student outcomes and praetice-to-suppert for-all-students:The superintendent fails to
allocates resources to achievementfor superintendent is establish and
ensure the creation of all-students-The inconsistent in implement division
a culturally superintendent establishing and goals, priorities,
responsive establishes and implementing and/or strategies
environment where all implements division goals, centered in equity and

students and staff
thrive.

division goals,
priorities, and
strategies centered
in equity and
culturally
responsive
practices to
support
achievement for
all students.

priorities, and/or
strategies centered in
equity and culturally
responsive practices
to support
achievement for all
students.

culturally responsive
practices to support
achievement for all
students.
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Performance Standard 67: Professionalism

The superintendent fosters the success of teachers, staff, and students by demonstrating
behavior consistent with legal, ethical, and professional standards-and-ethies, engaging in
continuous professional development, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

67.1 Models professional, moral, and ethical standards as well as personal integrity in all
interactions.

67.2 Works in a collegial and collaborative manner with stakeholders to promote and support
the mission, vision, and goals of the school division.

67.3 Respects and maintains confidentiality and assumes responsibility for personal actions
and responds appropriately to the actions of others.

67.4 Takes responsibility for and participates in a meaningful and continuous process of
professional development that results in the enhancement of student learning.

67.5 Provides service to the profession, the division, and the community by participating on
state and/or national committees, being active in professional and community-based
service organizations, and serving as a mentor.

67.6 Takes a leadership role and encourages staff to do so as well, by presenting workshops
at local, state, regional, or national conferences, authoring publications, or delivering
coursework for institutions of higher education.

67.7Maintains a high level of personal knowledge regarding new developments and
techniques; and shares the information with appropriate staff.

67.8 Actively seeks and engages in opportunities to nNetworks, with-eeHeagueste share
knowledge, and stay abreast of the latest research to promote mdrvrdual and
organizational abet ' :
admmrstrameknowledge skrlls and ergam—zatreﬂal—success
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Exemplary Proficient PevelopingNeeds Hnaeeeptable
Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the Approaching
requirements for Effective «I expected level of q
] performance. Effective

The superintendent

oer-award(symodels a
commitment to
continuous learning
and innovation that
translates to division
faculty and staff and
makes significant and
meaningful
contributions to the
profession that-are
recognized-at-the

and/or-national-devel.

The superintendent
fosters the success of
teachers, staff, and
students by
demonstrating
behavior consistent
with legal, ethical,
and professional
standards and-ethies,
engaging in
continuous
professional
development, and
contributing to the
profession.

The superintendent is
inconsistent in
fostering the success
of teachers, staff, and
students by
demonstrating
behavior consistent
with legal, ethical,
andhasnetreacheda
levelof profici .
demenstrating
professional
standards, engaging in
continuous
professional
development, and/or
ircontributing to the
profession.

The superintendent
fails to foster the
success of teachers,
staff, and students by
demonstrating
behavior consistent
with legal, ethical,
and shews-disregard
for professional
standards, and-ethies,
engaging in
continuous
professional
development, and/or
contributing to the
profession.
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Performance Standard 78: Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate
divisionwide student academic progress based on established standards.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

78.1 Develops, implements, monitors, and updates division action plans that result in
increased student academic progress.

78.2 Uses appropriate data and applies research to make informed decisions related to student
academic progress and division improvement.

78.3 Leads staff in conducting an ongoing, detailed analysis of multiple measures of student
learning data to provide immediate and appropriate feedback.

78.4 Collaborates with division staff to monitor and improve multiple measures of student

progress.

78.5 Btilizes Uses internal division and external eenstituent stakeholder meetings and
impactful professional development activities to focus on continuous improvement of
student pregress-outcomes.

78.6 Provides evidence that students in all reporting groups are meeting acceptable and

measurable student academic progress.

78.7 Demonstrates responsibility for division academic achievement through proactive
interactions-witheducation and outreach to parents, staff, and other community

stakeholders.

78.8 Collaboratively develops, implements, and monitors long- and short-range division
achievement goals that address varied student populations.

78.9 Sets division benchmarks and implements appropriate strategies and interventions to
accomplish desired outcomes.

Exemplary Proficient Peveloping/Needs Unaeeeptable
Highly Effective Effective Hmprevement Ineffective
In addition to meeting the Proficient-Effective is the i
requirements for Eﬁ”eitive «l expecteglevel of « Approa‘zhlng
ot e Effective
The superintendent’s The superintendent’s The superintendent’s The superintendent’s
leadership serves as a leadership results in leadership has-not leadership
role model ‘to others acceptable, reached-alevel of consistently results in
and results in a high measurable, and proficieney-in inadequate student
level of student appropriate premetingresults in academic progress.
academic progress divisionwide student student academic
with all populations academic progress progress that
of learners. based on established inconsistently meets
standards. the established
standard.
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This makes it parallel to the revised teacher and principal rubrics.


Performance Rubrics and Summative Evaluation

School boards make judgments about the performance of the seven eight performance standards
based on all available evidence. After collecting information gathered through multiple data
sources, the school board applies the four-level rating scale to evaluate a superintendent’s
performance on all standards for the summative evaluation. Therefore, the summative evaluation
represents where the “preponderance of evidence” exists, based on various data sources. Fwe-A
sample Superintendent Summative Performance Reports-are-is provided on the following pages.
The results of the evaluation must be discussed with the superintendent at a summative evaluation
conference.

Summative evaluations should be completed in compliance with the Code of Virginia and school
division policy. Summative ratings should apply the rating for each of the seven eight performance
standards.

Single Summative Rating

In addition to receiving a diagnostic rating for each of the eight performance ratings, the
superintendent will receive a single summative evaluation rating at the conclusion of the evaluation
cycle. This summative rating will reflect an overall evaluation rating for the employee. The intent is
not to replace the diagnostic value of the eight performance standards; rather it is to provide an
overall rating of the superintendent’s performance. The overall summative rating will be judged to
be Highly Effective, Effective, Approaching Effective, or Ineffective.

Scores will be calculated using the following scale:
Highly Effective = 4
Effective =3
Approaching Effective = 2
Ineffective = 1

The Code of Virginia requires that student academic progress be a significant component of the
evaluation. How student academic progress is met is the responsibility of local school boards
provided that Performance Standard 78: Student Academic Progress is not the least weighted of
the performance standards or less than 1 (10 percent); however, it may be weighted equally as one
of the multiple lowest weighted standards. The following example complies with this requirement.
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Ginny Tonneson
This section mirrors the Teacher and Principal Guidelines.

Ginny Tonneson
The sections below were deleted from the Teacher and Principal Guidelines.


Figure 5.3: Sample Weighting

Superintendent
Performance Weight
Standard

Standard 1 1.25
Standard 2 1.25
Standard 3 1.25
Standard 4 1.25
Standard 5 1.25
Standard 6 1.25
Standard 7 1.25
Standard 8 1.25

Figure 5.4: Example of Recommended Weighted Calculations for Superintendent Performance
Evaluation

Superintendent | Performance Points | Weight | Weighted Total
Performance Rating (Points x Weight)
Standard

Standard 1 Highly Effective 4 1.25 65
Standard 2 Effective 3 1.25 4:53.75
Standard 3 Effective 3 1.25 4:53.75
Standard 4 Effective 3 1.25 4:53.75
Standard 5 Effective 3 1.25 4:53.75
Standard 6 Highly Effective 4 1.25 65
Standard 7 Highly Effective 4 1.25 65
Standard 8 Effective 3 1.25 3.75
CumulativeSingle Summative Rating 34-33.75

The overall single summative rating will be judged as Highly Effective, Effective, Approaching
Effective, or Ineffective using the following range of scores:

Figure 5.5: Range of Scores

Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19
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Like in the Teacher and Principal Guidelines, this form has been eliminated in favor of simply having the rubrics (which are on the “option B” form).
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RATING:—H-Exemplary— T Proficient—E-Developing/Needs Improvement—-Unacceptable

60 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

61 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

VIRGINIA BOARD OF EDUCATION | doe.virginia.gov

62


http://doe.virginia.gov/

63 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

ntente of the form-)
HteRtS-o+tne1oti-)

a¥a¥
TO

40 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/

Sample: Superintendent Summative Performance Report OptienB Page 1 of 8

SAMPLE Superintendent Summative Performance Report Optien B

Directions: Evaluators use this form prior to provideing the superintendent with an assessment of
performance. The superintendent should be given a copy of the form at the end of each evaluation
cycle.

Superintendent’s Name: School Year(s):
School:
Performance Standard 1:—Missien;-Visien;-and-Geals Strategic Leadership
Exemplary Proficient Peveloping/Needs Unaeeeptable
Highly Effective Effective hmprevement Ineffective
In aa"dition to meeting tﬁe Proficient-Effective is the Approaching
requirements for fﬁ"eattve «l egu;;ﬁs;’n 15,‘1}2 .of « Effective «
The superintendent The superintendent The superintendent The superintendent
establishes a highly works-with-the-loeal has-netrcached-a does-notweork-with
productive school-board-te level-ofproficieney-in theloecal school board
relationship with the {ormulate-and working-with-the to-lormulate-and
local school board to implement-the school local school board-te implement-the-school
drive-lead strategic division’s-mission; formulate-and divisions;-mission;
improvement vision;,-and goals-te implement-the school vision;-and goals-te
division’s-mission; creates, monitors, and promete-student fails to create,
viston;-and-goals to facilitates the process academie-progress—is monitor, and/or
promote student of strategic inconsistent in facilitate the process
academie improvement, and creating, monitoring, of strategic
pregresslearning. seeks to ensure the and/or facilitating the improvement, and/or
division’s mission, process of strategic fails to seek to ensure
vision, and goals are improvement, and/or the division’s
fulfilled in a manner seeking to ensure the mission, vision and
that enables all division’s mission, goals are fulfilled in a
students to be career vision and goals are manner that enables
and college ready and fulfilled in a manner all students to be
globally competitive. that enables all career and college
students to be career ready and globally
and college ready and competitive.
globally competitive.

Ll

Comments:

Ll

Ll

Ll
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on the
effeetiveimpactful use
of assessment data
and ensures division
personnel are aware
of relevant findings
and are using data to
improve instructional
programs, resulting in
improved student
academic
performance and
student outcomes.

variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and procedures that
result in student
academic progress
and improved student
outcomes.

inconsistent in
gathering, analyzing,
and using a variety of
data to guide planning
and decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.

Sample: Superintendent Summative Performance Report OptienB Page 2 of 8
Performance Standard 2: Planning and Assessment
Exemplary Preficient Developing/Needs Enaeeeptable
Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the A hi
requirements for Effective «l expected level of « pproac. ng
j performance. Effective
The superintendent The superintendent The superintendent The superintendent
proactively seeks out strategically gathers, has-netreacheda deesnetfails to
and applies research analyzes, and uses a level-ef proficieney-is gather, analyze, and

use a variety of data
to guide planning and
decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.

Ll

Comments:

Ll

Ll

Ll
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innovative and
effeetiveimpactful
leadership strategies
that empower
teachers, staff, and
administratorsdivision
leaders;; maximize
student academic
progresss; and result
in effective teaching
and learning that
reflects excellence.

division leaders, and
students by ensuring
the development,
communication,
implementation, and
evaluation of effeetive
e 1] .
thatleads-to-student
academieprogress
and-sehool
mprovement:
instructional systems
that promote high
student achievement
and professional
development and
growth for staff.

inconsistent in
fostering the success
of all teachers, staff,
division leaders, and
students by
faeilitating-ensuring
the development,
communication,
implementation,
and/or evaluation of

effective-teachingand
learningthatleadsto
student-academie
progress-and-school
improvement:
instructional systems
that promote high
student achievement
and professional
development and
growth for staff.

Sample: Superintendent Summative Performance Report OptienB Page 3 of 8
Performance Standard 3: Instructional Leadership
Exemplary Preficient Developing/Needs Enaeeeptable
Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the Approaching
requirements for Effective expected level of .
ot e « Effective
The superintendent The superintendent The superintendent The superintendent
actively and fosters the success of has-netreacheda deesnetfails to foster
consistently employs all teachers, staff, level-ef proficieney-is the success of all

teachers, staff,
division leaders, and
students by
faeilitating-ensuring
the development,
communication,
implementation,
and/or evaluation of

effective-teachingand
learning thatleadsto
student-academie
progress-and-school
improvement:
instructional systems
that promote high
student achievement
and professional
development and
growth for staff.

Ll

Comments:

Ll

Ll
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Sample: Superintendent Summative Performance Report OptienB

Page 4 of 8

Performance Standard 4: Organizational Leadership and Safety Resource Management

and safe operations
and effeetive-at
organizational
management by
promoting staff

teachers, staff,
division leaders, and
students by
supporting, managing,
and evaluating the

inconsistent in
fostering the safety
and success of all
teachers, staff,
division leaders, and

Exemplary Preficient Developing/Needs Enaeeeptable

Highly Effective Effective Hmproevement Ineffective

In ac{dition to meeting t.he Proficient-Effective is the Approaching

requiremen r Effective X, level .

wqureneris o Efecive Q| epeecdiolof |G Cprogye (@M
The superintendent is The superintendent The superintendent The superintendent
highlty exemplifies fosters the safety and has-netreacheda inadequatelyfails to
leadership in efficient success of all level-ef proficieney-is foster the safety and

success of all
teachers, staff,
division leaders, and
students by supperts
supporting, manages

innovation, division’s students by managing, and/or
demonstrating organization, supporting, managing, evaluatesevaluating
proactive decision- operation, and use of and/or evaluating the the division’s
making, eeerdinating resources. division’s organization,
safeefficient organization, operation, safety
operations; and operation, safety; and/or use of
maximizing available and/or use of resources.
resources. resources.
[ [l [ [l
Comments:

Performance Standard 5: Communication and Community Relations

stakeholders.

the board, staff,
families, and/or other
. i &

to-stakeholders.

Exemplary Proficient Peveloping/Needs Unaeeeptable
Highly Effective Effective Hmproevement Ineffective

In ac{dition to meeting t'he Proficient-Effective is the Approaching
requirements for Fﬁ"eattve «l e);uei;f)icfn l;\l/i Vof « Effective «
The superintendent The superintendent The superintendent The superintendent
proactively seeks and fosters the success of hasnetreacheda demenstrates
creates innovative and all students through level-ef proficieney is ineffective-or
productive methods to effeetive-proactive, inconsistent in detrimental
communicate, responsive, and fostering the success communication-with
collaborate, and professional of all students through stakehelders—fails to
engage effeetively communication with proactive, responsive, foster the success of
impactfully with the board, staff, and/or professional all students through
stakeholders. families, and other communication with proactive, responsive,

and/or professional
communications with
the board, staff,
families, and/or other
stakeholders.

Ll

Comments:

Ll

Ll
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Sample: Superintendent Summative Performance Report OptienB

Page 5 of 8

Performance Standard 6: Culturally Responsive and Equitable Division Leadership

Exemplary Proficient Peveloping/Needs Unaeeeptable
Highly Effective Effective Hmprovement Ineffective
In aa"dition to meeting tﬁe Proficient-Effective is the Approaching
requirements for fﬁ"eattve «l egu;;ﬁs;’n 15,‘1}2 .of « Effective «
The superintendent Fhe-superintendent Fhe-superintendentis Fhe-superintendent
consistently engages establishes-division inconsistentin {ails-to-establish
internal and external equity-goals; establishing-division division-equity-goals;
stakeholders in prioritics;and cquity-goals; prioriticsand/or
demonstrating a strategies;-including prierities;and/er strategies;-including
shared commitment to these that encotrage strategiesineclading these that encotrage
ensuring a culturally cultarally respoensive these that encotrage cultarally responsive
responsive praetice-to-support cultarally responsive praetice,whichresult
environment that achievement forall praetice,whichresult in-equitable-outcomes
objectively monitors students:The in-equitable-outcomes for-all-students:The
student outcomes and superintendent forallstudents-The superintendent fails to
allocates resources to establishes and superintendent is establish and

ensure the creation of
a culturally
responsive
environment where all
students and staff
thrive.

implements division
goals, priorities, and
strategies centered in
equity and culturally
responsive practices
to support
achievement for all
students.

inconsistent in
establishing and
implementing
division goals,
priorities, and/or
strategies centered in
equity and culturally
responsive practices
to support
achievement for all
students.

implement division
goals, priorities,
and/or strategies
centered in equity and
culturally responsive
practices to support
achievement for all
students.

Ll

Comments:

Ll

Ll

Ll
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Performance Standard 67: Professionalism

Sample: Superintendent Summative Performance Report OptienB

Page 6 of 8

Exemplary Preficient Developing/Needs Enaeeeptable
Highly Effective Effective Hmproevement Ineffective
In addition to meeting the Proficient-Effective is the 3
requirements for Effective «l expected level of « Approac.hmg
: e Effective

The superintendent

er-award{s)-models a
commitment to
continuous learning
and innovation that
translates to division
faculty and staff and
makes significant and

The superintendent
fosters the success of
teachers, staff, and
students by
demonstrating
behavior consistent
with legal, ethical,
and professional
standards and-ethies,
engaging in
continuous
professional
development, and
contributing to the

The superintendent is
inconsistent in
fostering the success
of teachers, staff, and
students by
demonstrating
behavior consistent
with legal, ethical,
andhas-netreached-a
. .
| pro )
professional
standards, engaging in
continuous

The superintendent
fails to foster the
success of teachers,
staff, and students by
demonstrating
behavior consistent
with legal, ethical,
and shews-disregard
for professional
standards, and-ethies,
engaging in
continuous
professional
development, and/or

meaningful profession. professional contributing to the
contributions to the development, and/or profession.
profession that-are -contributing to the
recognized-at-the profession.
and‘or-national-level.

Comments:

Performance Standard 8: Divisionwide Student Academic Progress

Exemplary Proficient Peveloping/Needs Unaeeeptable
Highly Effective Effective Hmprevement Ineffective
In addition to meeting the Proficient-Effective is the i
requirements for Eﬁ”eitive «l expecteglevel of « Approa‘zhlng
ot e Effective
The superintendent’s The superintendent’s The superintendent’s The superintendent’s
leadership serves as a leadership results in leadership has-net leadership
role model to others acceptable, reached-alevel of consistently results in
and results in a high measurable, and proficieney-in inadequate student
level of student appropriate premetingresults in academic progress.
academic progress divisionwide student student academic
with all populations academic progress progress that
of learners. based on established inconsistently meets
standards. the established
standard.

Ll

Comments:

Ll

Ll
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Sample: Superintendent Summative Performance Report OptienB Page 7 of 8

Overall Evaluation Summary:

Performance Performance Rating Points Weight Weighted Total

Standard i~ (Points x Weight)
AE=2
IE=1

Standard 1 1.25

Standard 2 1.25

Standard 3 1.25

Standard 4 1.25

Standard 5 1.25

Standard 6 1.25

Standard 7 1.25

Standard 8 1.25

Single Summative Rating

Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19
hoel divisien):
tretnde-conmientshere

[ | ExemplaryHighly Effective

[ ] PreficientEffective

[] Developing/Needs ImproevementApproaching Effective
[ | UnaceeptableIneffective

[ ] Recommended for Targeted Professional Growth. (One or more standards are Unaceeptable

Ineffective, or two or more standards are Developing/Needs
—Improvement-Approaching Effective.)

Commendations:

Areas Noted for Improvement:

Superintendent Improvement Goals:
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Ginny Tonneson
Adding this chart and range of scores makes this form parallel with the summative forms for teachers and principals.


Sample: Superintendent Summative Performance Report OptienB Page 8 of 8

Evaluator’s Name Superintendent’s Name

Evaluator’s Signature Superintendent’s Signature (Superintendent’s
signature denotes receipt of the summative
evaluation, not necessarily agreement with the
contents of the form.)

Date Date
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Part 6: Improving Superintendent Performance

Supporting superintendents is essential to the success of school divisions. Many resources are
needed to assist superintendents in growing professionally. Sometimes additional support is
required to help superintendents develop so that they can meet the performance standards for their
school divisions.

Targeted Professional Growth, a division-level discussion between the school board and the
superintendent, is an optional process to promote conversation about performance #-erder to address

specific needs or desired areas for professional growth. Figure 6.1 highlights the process.

Figure 6.1: Tool to Increase Professional Performance

Targeted Professional Growth

Purpose For superintendents who could benefit from targeted performance
improvement OR who would like to systematically focus on his or her own
performance growth.

Initiates Process | School board or superintendent

Documentation | Form Provided: Nene Optional Targeted Professional Growth Form

Memo or other record of the discussion/other forms of documentation at the
school board level

Outcomes Performance improvement is documented with the support dialogue
continued at the discretion of the school board or the superintendent

The Targeted Professional Growth process is initiated by the school board or superintendent at any
point during the school year when the superintendent’s professional practice would benefit from
additional support. It is designed to facilitate discussion about the area(s) of concern and ways to
address those concerns. The Targeted Professional Growth process should not be construed as
applying to poor-performing superintendents. The option for Targeted Professional Growth is open
to any superintendent who desires assistance in a particular area.

During the initial conference, both parties share what each will do to support the superintendent’s
growth (see sample prompts in Figure 6.2) and decide when to meet again. To facilitate the
improvements, they may choose to fill out the optional Targeted Professional Growth Form on the
following page. After the agreed-upon time to receive support and implement changes in
professional practice has elapsed, the school board and superintendent meet again to discuss the
impact of the changes (see sample follow-up prompts in Figure 6.2).
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Figure 6.2: Sample Prompts

Sample Prompts for the Initial Conversation
What challenges have you encountered in addressing (tell specific concern)?
What have you tried to address the concern of (tell specific concern)?
What support can the school board provide you?

Sample Prompts for the Follow-Up Conversation
The ILast time we met, we talked about (tell specific concern). What has gone well?
What has not gone as well?

The entire Targeted Professional Growth process is intended to be completed in a relatively short
time period (for example, within a-stx-week-periodsix weeks) as it offers targeted support. If the
Targeted Professional Growth process was initiated by a superintendent seeking self-improvement,
the school board and superintendent may decide at any time either to conclude the process or to
continue the support and allocate additional time or resources.

For a superintendent for whom the school board initiated the Targeted Professional Growth process,
the desired outcome would be that the superintendent’s practice has improved to a proficient level.
Ir-the-eventthat If improvements in performance are still needed, the school board makesa
determination determines either to extend the time of the Targeted Professional Growth because
progress has been made, or to allocate additional time or resources.
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Sample: Targeted Professional Growth Form Page 1 of 1

SAMPLE: Targeted Professional Growth (optional)

Directions: School boards and superintendents may use this form to facilitate discussion on
areas that need additional support. This form is optional.

What is the area of targeted support?

What are some of the issues in the area that are causing difficulty?

What strategies have you already tried and what was the result?

What new strategies or resources might facilitate improvement in this area?

Superintendent’s Name:

Superintendent’s Signature: Date:

Evaluator’s Name:

Evaluator’s Signature: Date:
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FOREWORD
THREE-PHASE REVISION PLAN

The Virginia Department of Education and the Board of Education are involved in a three-phase
plan to revise the Guidelines for Uniform Performance Standards and Evaluation Criteria for
Superintendents.

e Phase 1 was completed and approved by the Board of Education in Fall 2019, and the
revised Guidelines for Uniform Performance Standards and Evaluation Criteria for
Superintendents became effective in January 2020. These revisions solely addressed the
weighting of the performance standards for the evaluation of superintendents.

e Phase 2 is intended as a bridge between the current and future superintendent
performance evaluation systems. The major revision to the Guidelines in Phase 2 is the
creation of a new performance standard, Culturally Responsive and Equitable Division
Leadership. The establishment of this performance standard addresses House Bill 1904
(identical to Senate Bill 1196) passed by the 2021 General Assembly requiring that
“Evaluations shall include an evaluation of cultural competency.” Additionally, minor
edits and technical revisions recommended by the work group were incorporated in the
Guidelines.

e Phase 3, beginning in 2022, will involve a comprehensive revision of the Guidelines for
Uniform Performance Standards and Evaluation Criteria for Superintendents, including
the development of a model evaluation system. Phase 3 is expected to build on the
importance of using multiple data sources and integrating professional development
through feedback and coaching into the superintendent evaluation system.
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PART 1: INTRODUCTION
WHY QUALITY EVALUATION IS IMPORTANT?

More than 20 years ago, in a joint statement, the American Association of School Administrators
(AASA) and the National School Boards Association (NSBA) agreed that “informal evaluations
cannot provide the board with a complete picture of the superintendent’s effectiveness in
carrying out her (his) complex job. Regular, formal evaluations offer boards the best means of
assessing their chief school administrator’s total performance.” The role of the superintendent
has changed drastically in the past two decades in the wake of the accountability movement and
across the shifting landscape of public education. The Every Student Succeeds Act (ESSA)
renewed the focus on school leadership, allowing for states and districts to use federal funds to
target the quality of school leaders.® As a result of the implementation of the ESSA, a shift in
focus from school-level to district-level measures began.* School superintendents are and must
be accountable to the school board, the community, their faculties, and the students in their
schools for ensuring the deliverance of effective educational leadership.® While this shift in roles
has taken place, there continues to be a lack of focus on evaluating the superintendent, but we
know that a “conceptually sound and properly implemented evaluation system for the

superintendent is a vital component of an effective school system”.

Case studies of exceptional schools and districts, especially those that succeed beyond
expectations, provide detailed portraits of leadership. These studies indicate that school leaders
influence learning primarily by galvanizing efforts around ambitious goals, and by establishing
conditions that support teachers and that help students succeed.” Waters and Marzano (2006), in
a meta-analysis of the influence of school district leaders on student performance, found a
statistically significant positive correlation between superintendent leadership at the district level
and an increase in student achievement.® Other quantitative studies conclude that the effects of
leadership on student achievement are small, but leadership effects typically are indirect. That
is, leaders influence student learning through others by promoting vision and goals, and by
ensuring that resources and processes are in place to enable teachers to teach well.® Evaluation
systems must be of high quality if we are to discern whether our superintendents are of high
quality. The role of a superintendent requires a performance evaluation system that
acknowledges the complexities of the job. Superintendents have a challenging task in meeting
the educational needs of a diverse student population, and good evaluation is necessary to
provide the superintendents with the feedback, support, recognition, and guidance they need to
sustain and improve system-wide district operations.

Because the superintendency is so fundamentally important to school improvement and student
success, improving the evaluation of superintendent performance is particularly relevant as a
means to recognize excellence in leadership and to advance superintendent effectiveness. A
meaningful evaluation focuses on clearly-defined professional standards!!, and through this
focus and timely feedback, enables teachers and leaders to recognize, appreciate, value, and
develop excellent leadership. The benefits of a rigorous evaluation system are numerous and
well-documented. Goldring and colleagues noted that when the process of evaluation is
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designed and implemented appropriately, it can be valuable for improvement of leadership
quality and overall organizational performance in several ways, including:?

e asabenchmarking and assessing tool to document the effectiveness of superintendents
for annual reviews and compensation;

e asatargeting tool to help superintendents focus on performance domains and behaviors
that are associated with student learning;

e as atool of continuous learning and development to provide both formative and
summative feedback to superintendents, identify areas in need of improvement, and
enable superintendents to make informed individualized decisions regarding professional
development to bridge the gap between current practices and desired performance; and,

e asa collective accountability tool to set the organizational goals and objectives of the
school leader and larger divisionwide improvement.

IMPORTANCE OF RECOGNIZING SUPERINTENDENT
EFFECTIVENESS

In the past, school division superintendents may have been viewed as managers of complex
bureaucracies rather than instructional leaders; however, the move toward instructional
accountability of superintendents is not without merit or empirical evidence.®® The position of
the superintendent within a school division hierarchy suggests their ability to influence the focus
and direction of the division organization, thus, superintendents play a vital role in ensuring that
systemic school improvements are a major priority.}* While not directly influencing student
achievement and instruction, the superintendent is an instructional leader who must focus on
increasing effectiveness while simultaneously balancing external and internal pressures on the
school district.’> Research findings indicate that superintendents of effective school divisions
exhibit high levels of involvement in instructional matters, including instructional goal setting
and monitoring, and use managerial levers at their disposal to influence the behavior of
principals and teachers who are more directly involved in improving classroom teaching and
student learning.'® It is important to recognize that effective superintendents influence student
learning, either directly or indirectly. It is also important to understand the ways and means by
which superintendents influence their school divisions’ educational programs. Therefore, a
rigorous superintendent evaluation system should be in place to discriminate the performance of
superintendents and provide informative feedback for improvement.

PURPOSES OF EVALUATION

The Joint Committee on Standards for Educational Evaluation states, “The fundamental purpose
of personnel evaluations must be to help provide effective services to students.”*’ The
superintendent of the school division is central to the quality and utility of personnel evaluations
division-wide, and this process must also include her or his own evaluation conducted by the
school board.

The primary purposes of a quality superintendent evaluation system are to:'®
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Improve educational performance, both for the superintendent and, ultimately, the entire
school division;

Improve superintendent/board relations and communication;
Clarify the roles of the superintendent;

Inform the superintendent of the board’s expectations;
Improve planning;

Aid in the professional development of the superintendent;
Serve as a basis for personnel decisions;

Serve as an accountability mechanism; and

Fulfill legal requirements.

A quality superintendent evaluation system should:

Meet requirements of personnel evaluation standards, that is, propriety standards,
feasibility standards, utility standards, and accuracy standards.

Build on the strengths of existing superintendent performance evaluation models and
avoid their weaknesses.

Embody and focus on superintendent’s generic duties.
Include performance indicators using multiple sources of data.

Integrate established evaluation concepts, including the basic purpose of evaluation
(assess merit or worth), the generic process of evaluation (delineating, obtaining,
reporting, and applying information), the main classes of information to be collected
(context, input, process, and product), and the main roles of evaluation (formative input
for improvement and summative assessment for accountability).

Provide for adaptation to the wide variety of school division settings.*®

GROWTH AND IMPROVEMENT

One of the primary purposes for evaluating the superintendent is to improve the educational
performance of the superintendent, which in turn impacts the educational performance of the
district.?® While the superintendent is expected to manage the operational needs and demands of
the school system, he/she also is expected to be a “strong instructional leader, conversant with
information about educational best practice, and the process of change.”?! In addition, the
superintendent must work within the demands of the various stakeholders of the district. As
such, the superintendent as a leader must be adept in all aspects of the educational organization,
which requires him/her to understand their strengths and weaknesses to determine where they
need improvement and how to grow. Evaluation is a tool that can give feedback to the
superintendent on areas of weaknesses and growth.
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Due to the unique and complex job of the superintendent, professional development might look
different for each individual based on their unique needs.?? In addition, professional
development can help superintendents to stay current with the changing trends and conditions in
the educational realm and should be ongoing.?® Superintendents need to have access to relevant
professional development to help them to meet the demands of constantly changing educational
trends and reforms that impact their position.?* Superintendent growth and improvement lead to
the growth and improvement of the division and its students.?®

PURPOSES OF THIS DOCUMENT

This document was developed specifically for use with school division superintendents. The
Board of Education is required to establish performance standards and evaluation criteria for
teachers, principals, and superintendents to serve as guidelines for school divisions to use in
implementing educator evaluation systems. The Code of Virginia requires (1) that
superintendent evaluations be consistent with the performance objectives (standards) set forth
in the Board of Education’s Guidelines for Uniform Performance Standards and Evaluation
Criteria for Teachers, Administrators, and Superintendents and (2) that school boards’
procedures for evaluating superintendents address student academic progress.

Section 22.1-60.1 Evaluation of superintendent} of the Code of Virginia states, in part,
the following:

Each local school board shall evaluate the division superintendent annually
consistent with the performance objectives set forth in Guidelines for Uniform
Performance Standards and Evaluation Criteria for Teachers, Administrators, and
Superintendents as required by 22.1-253.13:5.

Section 22.1-253.13:5 Standard 5. Quality of classroom instruction and educational
leadership of the Code of Virginia states, in part, the following:

B. Consistent with the finding that leadership is essential for the advancement of
public education in the Commonwealth, teacher, principal, and superintendent
evaluations shall be consistent with the performance objectives included in the
Guidelines for Uniform Performance Standards and Evaluation Criteria for
Teachers, Principals, and Superintendents. Evaluations shall include student
academic progress as a significant component and an overall summative rating. ...
Evaluations shall include identification of areas of individual strengths and
weaknesses and recommendations for appropriate professional activities.
Evaluations shall include an evaluation of cultural competency.

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Superintendents
set forth eight performance standards for all Virginia superintendents. Pursuant to state law,
superintendent evaluations must be consistent with the performance standards (objectives)
included in this document.

5 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov


http://doe.virginia.gov/
http://law.justia.com/codes/virginia/2006/toc2201000/22.1-253.13c5.html

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Superintendents
originally approved on April 28, 2011, and subsequently revised on July 23, 2015, and January
10, 2010, provide school divisions with a model evaluation system, including sample forms and
templates that may be implemented “as is” or used to refine existing local superintendent
evaluation systems. Properly implemented, the evaluation system provides school divisions with
the information needed to support systems of differentiated compensations or performance-based

pay.

The Code of Virginia requires that school boards’ procedures for evaluating superintendents
must:

e Dbe consistent with the performance standards set forth in the Guidelines for Uniform
Performance Standards and Evaluation Criteria for Superintendents;

¢ include student academic progress as a significant component; and

e include an overall summative rating.

WHAT CAN SCHOOL DIVISIONS MODIFY?

The Guidelines provide a uniform approach to superintendent evaluation which should be used
throughout the Commonwealth of Virginia. Certain aspects are prescribed by the Code of
Virginia, while others are highly recommended based on the research surrounding effective
superintendents and best practices from the field. However, the Virginia Department of
Education recognizes the importance of providing local school boards with the flexibility to
make certain modifications to the evaluation system to meet their unique needs. The bullets
below describe the major components of the evaluation system and what can and cannot be
modified.

e Performance Standards: Performance standards should not be modified.

e Performance Indicators: Performance indicators are based on the research relating to
effective superintendents, but school boards may modify them to meet their needs or
areas of focus.

e Performance Rubrics: School boards may modify performance rubrics, but the Effective
level is written as the actual performance standard, so it should not be modified. Also
note that the descriptions in the rubrics were intentionally constructed in a parallel
manner so that the descriptors use similar terminology (i.e., Highly Effective uses “role
model,” Approaching Effective uses “inconsistent,” and Ineffective uses “inadequate” or
“fails to.”

e Documentation Evidence: The use of Documentation Evidence is optional, but
recommended, as it provides superintendents input into their evaluation and provides
evidence for those performance standards that are not easily observed.

e Stakeholder Surveys: The use of surveys is optional. They should be used sparingly and
only for formative purposes. Survey questions provided in this handbook have been
specifically selected to address the performance standards but may be modified by the
local school division.
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Measures of Student Progress: The Code of Virginia requires that student academic
progress be a significant component of the evaluation. How student academic progress is
met in the evaluation is the responsibility of local school boards. Student learning should
be determined by multiple measures of student academic progress (e.g., progress tables,
goal setting for student achievement, other valid measures).

Other Data Sources: Data sources other than those specified above (e.g., conferences,
meetings) may be used as determined by the local school board.

Rating Levels: The rating level names are highly recommended but may be modified by
the local school board. It is recommended that the rating terminology parallel that which
is used for teacher and principal evaluation.

Formative Assessment: All superintendents should receive a formative assessment prior
to the summative evaluation.

Summative Evaluation: The Code of Virginia requires all superintendents to receive a
summative evaluation.

Single Summative Rating: All superintendents will receive a single summative rating to
provide an overall rating of the superintendent’s performance. The Guidelines provide
suggested weighting.

Forms: The forms provided in the Guidelines have been developed to include the
required information, but school boards may modify them as needed.
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PART 2: UNIFORM PERFORMANCE
STANDARDS FOR SUPERINTENDENTS

The uniform performance standards for superintendents are used to collect and present data to
document performance that is based on well-defined job expectations. They provide a balance
between structure and flexibility and define common purposes and expectations, thereby guiding
effective leadership. The performance standards also provide flexibility, encouraging creativity
and individual superintendent initiative. The goal is to support the continuous growth and
development of each superintendent by monitoring, analyzing, and applying pertinent data
compiled within a system of meaningful feedback.

DEFINING SUPERINTENDENT PERFORMANCE
STANDARDS

Clearly defined professional responsibilities constitute the foundation of the superintendent
performance standards. A fair and comprehensive evaluation system provides sufficient detail
and accuracy so that both superintendents and school boards reasonably understand the job
expectations. It should be noted that the superintendent works with the school board, division
staff, and other stakeholders to accomplish the performance standards.

The expectations for professional performance are defined using a two-tiered approach of
performance standards and performance indicators.

PERFORMANCE STANDARDS

Performance standards define the criteria expected when superintendents perform their major
duties. For all superintendents, there are eight performance standards as shown in Figure 2.1.

Figure 2.1: Performance Standards

1. Strategic Leadership
The superintendent creates, monitors, and facilitates the process of strategic improvement,
and seeks to ensure the division’s mission, vision, and goals are fulfilled in a manner that
enables all students to be career and college ready and globally competitive.

2. Planning and Assessment
The superintendent strategically gathers, analyzes, and uses a variety of data to guide
planning and decision-making consistent with established guidelines, policies, and
procedures that result in student academic progress and improved student outcomes.

3. Instructional Leadership
The superintendent fosters the success of all teachers, staff, division leaders, and students
by ensuring the development, communication, implementation, and evaluation of
instructional systems that promote high student achievement and professional development
and growth for staff.
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4. Organizational Leadership and Resource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and
students by supporting, managing, and evaluating the division’s organization, operation,
and use of resources.

5. Communication and Community Relations
The superintendent fosters the success of all students through proactive, responsive, and
professional communication with the board, staff, families, and other stakeholders.

6. Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies
centered in equity and culturally responsive practices to support achievement for all
students.

7. Professionalism
The superintendent fosters the success of teachers, staff, and students by demonstrating
behavior consistent with legal, ethical, and professional standards, engaging in continuous
professional development, and contributing to the profession.

8. Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate
divisionwide student academic progress based on established standards.

PERFORMANCE INDICATORS

Performance indicators provide examples of observable, tangible behavior that indicate the
degree to which superintendents are meeting each standard. This helps superintendents and
school boards clarify performance levels and job expectations. Performance indicators are
provided as examples of the types of performance that will occur if a standard is being
successfully met. However, the list of performance indicators is not exhaustive and is not
intended to be prescriptive. Indicators in one performance standard may be closely related to
indicators in another standard. This is because the standards, themselves, are not mutually
exclusive and may have overlapping aspects.

Superintendents and school boards should consult the sample performance indicators for
clarification of what constitutes a specific performance standard. Performance ratings are made
at the performance standard level, NOT at the performance indicator level. Additionally, it is
important to document a superintendent’s performance on each standard with evidence
generated from multiple performance indicators. Sample performance indicators for each of
the performance standards follow.
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Performance Standard 1: Strategic Leadership

The superintendent creates, monitors, and facilitates the process of strategic improvement,
and seeks to ensure the division’s mission, vision, and goals are fulfilled in a manner that
enables all students to be career and college ready and globally competitive.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

1.1 Provides leadership in the development of a shared vision for educational
improvement that inspires employees to work collaboratively.

1.2 Works collaboratively with the school board and stakeholders to develop and
implement policies that define organizational expectations and result in continuous
improvement.

1.3 Promotes a climate of mutual respect, trust, innovation, and professionalism with the
school board, staff, students, and community.

1.4 Keeps the school board informed on current and future needs and issues affecting the
school division and works collaboratively to resolve them.

1.5 Supports and enforces all school board policies and informs all constituents of
changes to the policies.

1.6 Oversees the administration of the school division’s day-to-day operations.

1.7 Works with all individuals, groups, agencies, committees, and organizations to
provide and maintain schools that are safe and productive.

1.8 Fosters external partnerships to build targeted opportunities around identified student
and school division needs.

1.9 Delegates authority and responsibility to other employees as needs and opportunities
arise and ensures accountability for implementation.

1.10 Recommends policy additions or modifications to improve student learning and
division effectiveness.
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Performance Standard 2: Planning and Assessment

The superintendent strategically gathers, analyzes, and uses a variety of data to guide
planning and decision-making consistent with established guidelines, policies, and
procedures that result in student academic progress and improved student outcomes.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

2.1

2.2

2.3

2.4

2.5

2.6

2.7

Organizes the collaborative development and implementation of a division strategic
plan based on analysis of data from a variety of sources.

Works collaboratively to develop long- and short-range goals and objectives consistent
with the strategic plan and monitors progress in achieving the goals and objectives.

Seeks and uses human and material resources outside the division that may support
and/or enhance the achievement of goals and objectives.

Uses research-based techniques to analyze and apply data gathered from division
improvement measurements that include student assessment results and staff
implementation practices.

Collaboratively identifies needs, determines priorities, and assesses program
implementation using researched-based instructional practices that result in enhanced
student outcomes.

Plans, implements, supports, and assesses instructional programs that enhance teaching
and student achievement such that the school division and all schools meet or
demonstrate sufficient progress in meeting all required federal and state standards.

Communicates findings to all stakeholders and encourages reciprocal dialogue and
feedback to ensure continuous improvement.
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Performance Standard 3: Instructional Leadership

The superintendent fosters the success of all teachers, staff, division leaders, and students by
ensuring the development, communication, implementation, and evaluation of instructional
systems that promote high student achievement and professional development and growth for

staff.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

3.1

3.2

3.3

3.4

3.5

3.6

3.7

3.8

3.9

Serves as the primary instructional leader for the school division, seeking out and
relying on support from staff as necessary making decisions and when advising the
school board.

Creates and sustains a school division culture of excellence with expectations that
support effective, data-driven decision-making and the use of multiple sources of
evidence to drive school and division goals, improve organizational performance,
educator effectiveness, and student learning.

Oversees the alignment, coordination, and delivery of assigned programs and
curricular areas such that the school division and all schools meet all required federal,
state, and local standards.

Assesses factors affecting student achievement and directs change for needed
improvements to ensure full access and equitable opportunities for all students.

Ensures that curricular design, instructional strategies, and learning environments
integrate appropriate technologies to maximize student learning.

Explores, disseminates, and applies knowledge and information about new or
improved instructional strategies or related issues.

Works with the school board, staff, and community representatives to identify needs
and determine priorities regarding program delivery.

Provides direction and support in planning and implementing activities and programs
consistent with continuous improvement efforts and attainment of instructional goals.

Develops and nurtures a culture of continuous learning and professional development
and growth in which staff members are reflective about their strategies and use data
and appropriate methods to analyze and adapt practices that achieve improved results.
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Performance Standard 4: Organizational Leadership and Resource Management

The superintendent fosters the safety and success of all teachers, staff, division leaders, and
students by supporting, managing, and evaluating the division’s organization, operation, and
use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

4.1

4.2

4.3

4.4

4.5

4.6

4.7

4.8

4.9

Identifies, analyzes, and resolves problems using problem-solving techniques and
communicates resolutions with necessary stakeholders.

Facilitates the implementation of research-based theories and techniques relating to
school attendance, parental involvement, student behavior, and school safety to ensure
an orderly and positive environment conducive to teaching and learning.

Implements sound personnel procedures in recruiting, employing, and retaining highly
qualified and high-performing teachers, administrators, and other personnel based on
identified needs.

Acquires, allocates, and manages division human, material, technological, and
financial resources in compliance with all laws to ensure the impactful and equitable
support of all of the division’s students, schools, and programs.

Demonstrates organizational skills to efficiently and safely achieve school,
community, and division goals.

Provides staff development, support, and resources for all categories of personnel to
improve job performance consistent with individual needs, program evaluation results,
and instructional improvement plans.

Plans and implements a systematic performance evaluation system of all employees
that provides timely and constructive feedback and recognizes and supports the
achievement of highly effective personnel.

Collaborates and develops internal and external partnerships to enhance operations and
resource management.

Anticipates, assesses, and responds to current, emerging, and future division, student,
and school community needs in a timely manner.
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Performance Standard 5: Communication and Community Relations
The superintendent fosters the success of all students through proactive, responsive, and
professional communication with the board, staff, families, and other stakeholders.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

5.1 Models and promotes professional, timely, and impactful communication and
interpersonal relations within the school division.

5.2 Establishes and maintains effective channels of communication with board members
and between the schools and community.

5.3 Works collaboratively with all stakeholders to secure resources and to support the
success of a diverse student population.

5.4 Creates an atmosphere of trust and mutual respect with the board, staff, families, and
other stakeholders.

5.5 Demonstrates the skills necessary to build community support for division goals and
priorities.

5.6 Uses formal and informal techniques to gather external perceptions and input
representing multiple perspectives as a part of the decision-making process.

5.7 Brings together groups of different interests into a collaborative effort to respond
appropriately to existing and potential problems.

5.8 Models and promotes multicultural awareness, inclusive practices, and the appreciation
of diversity in the community.
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Performance Standard 6: Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies
centered in equity and culturally responsive practices to support achievement for all
students.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

6.1 Collects and analyzes disaggregated data to determine division priorities and aid in
developing and monitoring a division strategic plan that promotes continuous
improvement and demonstrates a commitment to equitable and culturally
responsive practice for all students.

6.2 Manages and leverages the allocation of fiscal, human, capital, and material
resources to promote equitable access and outcomes for all students.

6.3 Provides professional learning opportunities for all employees throughout the
division that enhance their capacity and skills to support culturally responsive
practices and equitable outcomes.

6.4 Plans, implements, supports, and assesses the instructional program to provide all
students with equitable access to culturally relevant and responsive curriculum as
well as high-quality content, instruction, and materials.

6.5 Engages in dialogue with all stakeholders to promote an equity-centered, inclusive
organizational culture that fosters a sense of belonging for all students.

6.6 Collaborates with all stakeholders to foster ownership in a shared mission, vision,
and core values that support all students.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Superintendent Evaluation Work Group, October-November 2021
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Performance Standard 7: Professionalism

The superintendent fosters the success of teachers, staff, and students by demonstrating
behavior consistent with legal, ethical, and professional standards, engaging in continuous
professional development, and contributing to the profession.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

7.1 Models professional, moral, and ethical standards as well as personal integrity in all
interactions.

7.2 Works in a collegial and collaborative manner with stakeholders to promote and
support the mission, vision, and goals of the school division.

7.3 Respects and maintains confidentiality and assumes responsibility for personal actions
and responds appropriately to the actions of others.

7.4 Takes responsibility for and participates in a meaningful and continuous process of
professional development that results in the enhancement of student learning.

7.5 Provides service to the profession, the division, and the community by participating on
state and/or national committees, being active in professional and community-based
service organizations, and serving as a mentor.

7.6 Takes a leadership role and encourages staff to do so as well, by presenting workshops
at local, state, regional, or national conferences, authoring publications, or delivering
coursework for institutions of higher education.

7.7 Maintains a high level of personal knowledge regarding new developments and
techniques and shares the information with appropriate staff.

7.8 Actively seeks and engages in opportunities to network, share knowledge, and stay
abreast of the latest research to promote individual and organizational knowledge,
skills, and success.
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Performance Standard 8: Divisionwide Student Academic Progress

The superintendent’s leadership results in acceptable, measurable, and appropriate
divisionwide student academic progress based on established standards.

Sample Performance Indicators

Examples may include, but are not limited to:

The superintendent:

8.1 Develops, implements, monitors, and updates division action plans that result in
increased student academic progress.

8.2 Uses appropriate data and applies research to make informed decisions related to
student academic progress and division improvement.

8.3 Leads staff in conducting an ongoing, detailed analysis of multiple measures of student
learning data to provide immediate and appropriate feedback.

8.4 Collaborates with division staff to monitor and improve multiple measures of student
progress.

8.5 Uses internal division and external stakeholder meetings and impactful professional
development activities to focus on continuous improvement of student outcomes.

8.6 Provides evidence that students in all reporting groups are meeting acceptable and
measurable student academic progress.

8.7 Demonstrates responsibility for division academic achievement through proactive
education and outreach to parents, staff, and other community stakeholders.

8.8 Collaboratively develops, implements, and monitors long- and short-range division
achievement goals that address varied student populations.

8.9 Sets division benchmarks and implements appropriate strategies and interventions to
accomplish desired outcomes.

Note: Performance Standard 8: If a superintendent effectively fulfills all previous standards, it is
likely that the results of his or her leadership — as documented in Standard 8: Student Academic
Progress — would be positive. The Virginia superintendent evaluation system includes the
documentation of student growth as indicated within Standard 8 and recommends that the
evidence of progress be reviewed and considered throughout the year. Trend analysis should be
used where applicable.
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PART 3: DOCUMENTING
SUPERINTENDENT PERFORMANCE

To develop a complete picture of the superintendent’s performance, board members should use
multiple sources of information in assessing performance quality. These data sources might
include formal and informal observations, stakeholder surveys, artifacts of performance, goal
setting, and other relevant sources of performance information. As representatives of the
community, board members often receive unsolicited opinions about the performance of the
superintendent, most often from individuals who are not pleased or disagree with an action or
decision of the superintendent. Although it is tempting to use selected data sources in assessing
the superintendent’s performance, Some sources may be more problematic than others; thus,
these problematic, unsolicited, non-representative data should be very carefully and cautiously
considered before applying the data to superintendent evaluation, if they are to be used at all.
For data sources to be acceptable, they must meet the tests of logic, validity, reliability, fairness,
and legality.® Answering questions like the ones that follow will assist board members in
determining whether various data sources meet these tests:

e Are the data caused by or the responsibility of the superintendent?
e Do the data reflect responsibilities included in the superintendent’s job description?
e Are the data linked to student learning, welfare, or other needs?

e Are the data of primary importance in considering the quality of the superintendent’s
performance?

e Are better data available on the same issue?

Board members should work with the superintendent to reach consensus on the evidence-based
data sources to be used.

The suggested sources of information described in Figure 3.1 were selected to provide
comprehensive and accurate feedback on superintendent performance. Data sources may
include, but are not limited to, the sources in Figure 3.1.

2 These recommendations are adapted from: Peterson, K.D. (2000). Teacher evaluation: A comprehensive guide to
new directions and practices (2" ed.). Corwin Press.
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Figure 3.1: Suggested Documentation Sources for Superintendent Evaluation

Data Source

Definition

Self-Evaluation
(Recommended)

Self-evaluation reveals superintendents’ perceptions of their job
performance. Results of a self-evaluation should inform superintendents’
personal goals for professional development.

Documentation

Items generated by superintendents provide evidence of meeting the eight

Evidence performance standards.

(Recommended)

Stakeholder Stakeholder surveys provide information to superintendents about

Survey perceptions of job performance. The actual survey responses are seen only

(Recommended) | by the superintendent who prepares a survey summary as part of the
documentation evidence. Surveys should be used sparingly and for
formative purposes only.

Goal Setting Superintendents, in conjunction with the school board, set goals for

(Recommended) | professional growth and school improvement. These goals should reflect

expected or required performance benchmarks drawn from local and state
guidelines and policies.

Note: All recommended data sources may not always be necessary in a superintendent
evaluation system. Rather, options are provided from which local decisions can be made to
design the evaluation system in a manner that best fits local needs. Also, with only minor
modification, selected data sources (e.g., self-evaluation, goal setting) readily could be applied to
school board evaluation if the local school board is so inclined.

SELF-EVALUATION

The superintendent’s annual self-evaluation of progress toward meeting performance goals
encourages reflection on his/her experiences. It also provides a structure to consider future goals
and determine strategies for achieving goals. The self-evaluation process is also useful in
promoting the superintendent’s professional development. However, self-evaluations at the
middle and end of each year can reveal discrepancies in perceptions of performance between the
superintendent and the board and may be very useful in generating dialogue to discuss
discrepancies revealed. The superintendent may consider self-rating at the end of the year and
sharing this with the school board. A sample Superintendent Self-evaluation Form is provided
on the following pages.
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Sample: Superintendent Self-evaluation Form Page 1 of 2

SAMPLE Superintendent Self-evaluation Form
Directions: Superintendents should use this form annually to reflect on the effectiveness and
adequacy of their practice based on each performance standard. Please refer to the
performance indicators for examples of behaviors exemplifying each standard.

Superintendent’s Name: Date:

School Division: School Year:

1. Strategic Leadership

The superintendent creates, monitors, and facilitates the process of strategic improvement, and seeks to
ensure the division’s mission, vision, and goals are fulfilled in a manner that enables all students to be
career and college ready and globally competitive.

Areas of strength:

Areas needing work/strategies for improving performance:

2. Planning and Assessment

The superintendent strategically gathers, analyzes, and uses a variety of data to guide planning and
decision-making consistent with established guidelines, policies, and procedures that result in student
academic progress and improved student outcomes.

Areas of strength:

Areas needing work/strategies for improving performance:

3. Instructional Leadership

The superintendent fosters the success of all teachers, staff, division leaders, and students by ensuring
the development, communication, implementation, and evaluation of instructional systems that promote
high student achievement and professional development and growth for staff.

Areas of strength:

Areas needing work/strategies for improving performance:
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Sample: Superintendent Self-evaluation Form Page 2 of 2

4. Organizational Leadership and Resource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and students by
supporting, managing, and evaluating the division’s organization, operation, and use of resources.

Areas of strength:

Areas needing work/strategies for improving performance:

5. Communication and Community Relations
The superintendent fosters the success of all students through proactive, responsive, and professional
communication with the board, staff, families, and other stakeholders.

Areas of strength:

Areas needing work/strategies for improving performance:

6. Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies centered in
equity and culturally responsive practices to support achievement for all students.

Areas of strength:

Areas needing work/strategies for improving performance:

7. Professionalism

The superintendent fosters the success of teachers, staff, and students by demonstrating behavior
consistent with legal, ethical, and professional standards, engaging in continuous professional
development, and contributing to the profession.

Areas of strength:

Areas needing work/strategies for improving performance:

8. Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate divisionwide
student academic progress based on established standards.

Areas of strength:

Areas needing work/strategies for improving performance:
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DOCUMENTATION EVIDENCE

Evidence of a superintendent’s performance can serve as a valuable and insightful data source
for documenting the work that superintendents actually do. Documentation provides school
boards with information related to specific standards and provides superintendents with an
opportunity for self-reflection, demonstration of quality work, and a basis for two-way
communication with the board. Documentation can confirm a superintendent’s effort to
demonstrate highly effective performance, can show continuing work at an effective level, or can
demonstrate progress in response to a previously-identified deficiency. Documentation evidence
is maintained by the superintendent and reviewed by the school board through the evaluation
process.

A sample optional Documentation Cover Sheet is provided on the next page.
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Sample: Documentation Cover Sheet Page 1 of 2

SAMPLE Documentation Cover Sheet (optional)

Directions: The superintendent should list the items he or she plans to submit as documentation
of meeting each performance standard to supplement evidence gathered through other means.
This form is optional. Documentation may also need to be supplemented with conversation,
discussion, and/or annotations to clarify the superintendent’s practice and process for the
evaluator.

Superintendent’s Name:

School Division: School Year:
Standard Documentation Included Superintendent Reflective
Comments

1. Strategic Leadership

The superintendent creates,
monitors, and facilitates the process
of strategic improvement, and seeks
to ensure the division’s mission,
vision, and goals are fulfilled in a
manner that enables all students to
be career and college ready and
globally competitive.

2. Planning and Assessment

The superintendent strategically
gathers, analyzes, and uses a variety
of data to guide planning and
decision-making consistent with
established guidelines, policies, and
procedures that result in student
academic progress and improved
student outcomes.

3. Instructional Leadership

The superintendent fosters the
success of all teachers, staff, division
leaders, and students by ensuring the
development, communication,
implementation, and evaluation of
instructional systems that promote
high student achievement and
professional development and
growth for staff.
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Sample: Documentation Cover Sheet Page 2 of 2

Standard Documentation Included Superintendent Reflective
Comments

4. Organizational Leadership and
Resource Management

The superintendent fosters the safety
and success of all teachers, staff,
division leaders, and students by
supporting, managing, and
evaluating the division’s
organization, operation, and use of
resources.

5. Communication and
Community Relations

The superintendent fosters the
success of all students through
proactive, responsive, and
professional communication with the
board, staff, families, and other
stakeholders.

6. Culturally Responsive and
Equitable Division Leadership
The superintendent establishes

and implements division goals,
priorities, and strategies centered

in equity and culturally

responsive practices to support
achievement for all students.

7. Professionalism

The superintendent fosters the
success of teachers, staff, and
students by demonstrating behavior
consistent with legal, ethical, and
professional standards, engaging in
continuous professional
development, and contributing to the
profession.

8. Divisionwide Student Academic
Progress

The superintendent’s leadership
results in acceptable, measurable,
and appropriate divisionwide
student academic progress based on
established standards.
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STAKEHOLDER SURVEY

Stakeholder surveys have the potential to provide valuable input on the superintendent’s
performance across the eight standards if they are well-conceived, properly administered, and
interpreted. Any such results also should constitute only one component in the superintendent’s
evaluation system. An optional Stakeholder Survey is shown on the next page. A Survey
Summary Form that could be included as part of a superintendent’s documentation evidence is
included on the subsequent page.

Note: Thoughtful consideration should be given to how stakeholder surveys are to be used if,
indeed, they are used as a relevant data source for superintendent evaluation. For example,
surveys should never be administered in a selective, non-random manner; otherwise, the results
will be skewed in an unreasonable and non-representative manner. Additionally, the rules for
applying stakeholder surveys should be determined in advance of the start of the evaluation cycle
and best practices should be followed. The table of specifications in Figure 3.2 illustrates the
alignment between the survey items and performance standards.

Figure 3.2: Table of Specifications

Superintendent Performance Standards Survey ltem #
1 - Strategic Leadership 1-3

2 - Planning and Assessment 4-5

3 - Instructional Leadership 6-8

4 - Organizational Leadership and Resource Management 9-11

5 - Communication and Community Relations 12-15

6 - Culturally Responsive and Equitable Division Leadership 16-18

7 - Professionalism 19-20
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Sample: Stakeholder Survey Page 1 of 2

SAMPLE Stakeholder Survey (optional)

The purpose of this survey is to allow you to give the superintendent ideas about the quality of his

or

her performance. The information will be used for improvement purposes.

rections: DO NOT PUT YOUR NAME ON THIS SURVEY. Listed below are several
statements about the superintendent. Check your response to each statement in the appropriate

Di

column. If you wish to comment, please write your comments in the space after the items.
Superintendent’s Name School Division School Year
Respondent: _ Parent _ Community Member __ Public Official ___ Other (explain)
5| BEl & 5
() (b} (b}
E2658 & 2|62
. T S| 52| 2 o | 5o
The superintendent... Os|;mAa| N < | ©h <<
Provides effective leadership 0 1 2 3 4
Implements and communicates a vision for the school division| 0 2 3 4
Involves parents and the community in the identification and
3. . L 0 1 2 3 4
accomplishment of school division goals
Evaluates and allocates the use of community resources,
4. A . 0 1 2 3 4
volunteer services, and partnerships
5 T_ra_n§parently implements planning and assessment for the 0 1 2 3 4
division
6. F’romotes continuous student achievement and school 0 1 2 3 4
improvement
Provides direction, support, and planning in implementing
7. |activities and programs consistent with continuous 0 1 2 3 4
improvement
Uses data and appropriate methods to analyze and adapt
8. . . . 0 1 2 3 4
practices that achieve and improve results
9. |Handles crises in a calm and effective manner 0 1 2 3 4
10. |Maintains visibility 0 1 2 3 4
11. |Uses sound financial management practices 0 1 2 3 4
12. | Demonstrates effective communication skills 0 1 2 3 4
13. |Participates in community activities 0 1 2 3 4
14. |ls a positive ambassador for the school division 0 1 2 3 4
15. |Engages in two-way communication 0 1 2 3 4
16. |lIs sensitive to the needs of all constituencies in our community| 0 1 2 3 4

26 VIRGINIA BOARD OF EDUCATION | doe.virginia.gov



http://doe.virginia.gov/

Sample: Stakeholder Survey Page 2 of 2

Provides professional learning opportunities and resources that
17. |enhance capacity and skills to support culturally responsive 0 1 2 3 4
practices and equitable outcomes

Promotes an equity-centered, inclusive organizational culture

18. that fosters a sense of belonging for all students and staff 0 1 2 3 4

19. |Demonstrates a professional demeanor 0 1 2 3

20. |Is approachable and accessible 0 1 2 3
COMMENTS:
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Sample: Survey Summary Form Page 1 of 1

SAMPLE Survey Summary Form

Superintendent’s Name: Date:
School Division: School Year:

Directions: Superintendents should tabulate and analyze the stakeholder surveys and provide a
summary of the results. This may be included as part of the superintendent’s documentation.

1. How many surveys did you distribute?
2. How many completed surveys were returned?

3. What is the percentage of completed questionnaires you received? %

Stakeholder Satisfaction Analysis

4. Describe your survey population(s).

5. List factors that might have influenced the results.

6. Analyze survey responses and answer the following questions:
A) What did stakeholders perceive as your major strengths?

B) What did stakeholders perceive as your major weaknesses?

C) How can you use this information for continuous professional growth?
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PART 4: CONNECTING
SUPERINTENDENT PERFORMANCE TO
DIVISIONWIDE STUDENT ACADEMIC
PROGRESS

Measures of student learning are vitally important in judging the effectiveness of
superintendents, but they should never serve as the sole source for evaluating performance.
Waters and Marzano found a significant positive correlation between division leadership and
student achievement. While the correlation was small, the finding speaks to the impact the
superintendent can have on student academics.?® Other studies have found that the
superintendent impacts student academics through more indirect means such as ensuring the
division’s instructional program is coherent and there is alignment with the mission, vision, and
goals.?” Due to these indirect impacts on student academic progress, gains in student learning
should be used as only one component in the superintendent evaluation system. The use of
student academic measures requires pre- and post-assessments using reliable and valid
instruments to determine progress. While there is a place and purpose for fixed standards, such
as learning to read at an acceptable level, fixed standards, such as SOL tests, must be regarded
carefully when applied to the superintendent’s evaluation. Repeated measures of student
learning over time enhance reliability from a statistical point of view and credibility from a
decision-making perspective.

VIRGINIA LAW

The Code of Virginia requires that school boards’ procedures for evaluating superintendents
must:
e Dbe consistent with the performance standards set forth in the Guidelines for Uniform
Performance Standards and Evaluation Criteria for Superintendents;
e include student academic progress as a significant component; and
e include an overall summative rating.

METHODS FOR CONNECTING STUDENT
PERFORMANCE TO SUPERINTENDENT EVALUATION

The Uniform Performance Standards and Evaluation Criteria incorporate student academic
progress as a significant component of the evaluation while encouraging local flexibility in
implementation. The Code of Virginia requires that student academic progress be a significant
component of the evaluation. How student academic progress is met is the responsibility of local
school boards provided that Performance Standard 8: Student Academic Progress is not the least
weighted of the performance standards or less than 1 (10 percent); however, it may be weighted
equally as one of the multiple lowest weighted standards.
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GOAL SETTING

Setting goals -- not just any goals, but goals set squarely on student performance -- is a powerful
way to enhance professional performance and, in turn, positively impact student academic
progress. In their meta-analysis, Waters and Marzano, found that effective superintendents
create goal-oriented school divisions.?® Whenever possible, it is recommended that the goals be
grounded in validated, quantitative, objective measures, using tools already available, such as
state performance benchmarks.

The school board, in conjunction with the superintendent, can set annual division goals for the
superintendent that are congruent with the division’s needs and concerns and are balanced across
grades and school levels, as appropriate. The goals then can be reviewed and adjusted as
necessary. It is important for the school board and superintendent to think through the shorter-
term goals that are needed to address longer-term outcomes and for the school board to recognize
and account for the time it takes for initiatives to be realized. Goal setting should occur at the
beginning of the superintendent’s contract year and the superintendent should report on progress
in achieving the goals at regular intervals throughout the evaluation process. This provides a
valuable forum for board/superintendent dialogue. Indicators of goal attainment include
documentation via the superintendent’s oral and written reports as well as other division data that
may reflect goal achievement. A sample Superintendent’s Annual Goals form is shown later in
this section.

EXAMPLES OF MEASURES OF DIVISIONWIDE STUDENT ACADEMIC
PROGRESS

To be able to measure goal attainment, superintendents must identify valid measures of student
academic progress appropriate to their school division student population’s learning needs and
priorities. School boards and superintendents should develop mutually agreed-upon measures to
include in the evaluation to best reflect the priorities of the division. Quantitative measures of
student academic progress based on validated achievement measures that already are being used
locally should be the first data considered when determining local progress measures.
Additionally, it is important that multiple, relevant measures be used.

There are several important considerations when identifying multiple measures. The measures
may focus on:

e All student performance and reporting group performance;

e Specific areas of need,;

e Alignment with the strategic plan; and

e Topics/indicators across grade levels.
Figure 4.1 shows suggested focus areas for goal setting that provide measures of divisionwide

student academic progress. (Note: This is not intended as an exhaustive list. Each school board
should determine valid measures that are appropriate for each unique school division.)
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Figure 4.1: Examples of Measures of Divisionwide Student Academic Progress

Early
elementary
Upper . .
school Middle High
Category Measure (may elesrgﬁg(t)?ry school school
include
PreK)
Student e Progress on SOL assessments and/or v v v v
Academic growth assessments
Progress e Improvement on advanced pass rates on v v v 4
SOL assessments
¢ Improvements in high school v
graduation rates
¢ Reduce retention rates resulting from v v v v
increased student achievement
outcomes
Reporting ¢ English Language Learners progress on v v v v
Groups and English language proficiency
Other Student assessment
Groupings . 4

Increase in percentage of students with
disabilities earning Standard and
Advanced Studies diplomas

e Increase in achievement of 4 4 4 v
economically-disadvantaged students

¢ Reporting groups making increased
academic progress

Decrease in achievement gap in v v v v
reporting groups

e Increase in achievement of
Individualized Education Plan goals

Improvements in underperforming
reporting groups earning a high school
diploma

College and e Participation and success in advanced v
Career Readiness coursework (i.e., Dual Enrollment, AP,
IB, industry certification)

¢ Enrollment and achievement in 4
postsecondary education

Increase in percentage of students v
earning career and technical industry
certification, state licenses, or
successful national occupational
assessment credentials

Reading/Literacy On track indicators such as v v v v
Readiness Phonological Awareness Literacy
Screening or similar measures available
locally

e SOL test outcomes v v v v
e Benchmark outcomes
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Early

elementary Upper
school Middle High
Category Measure (may elesrzﬁgg?ry school school
include
PreK)
Mathematics e Progress on Algebra readiness v v
Readiness assessments such as the Algebra
Readiness Diagnostic Test
e SOL test outcomes v v v v
e Benchmark outcomes v v v v
STEM Education | e Increase in percentage of v
underrepresented students taking
advanced STEM courses
e Increase in number of industry v
certifications
Student e Increase in percentage of students v v v
Engagement and involved in extracurricular activities
\S/\(;C;?I/ Emotional | o ncrease in percentage of students v v v v
A eliness receiving awards, scholarships, and
ctivities recognition
« Attendance data v v v v
e Wellness indicators about students’ 4 4 4 4
social/emotional well-being
e Behavior and discipline data v 4 v v
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Sample: Superintendent’s Annual Goals Page 1 of 1

SAMPLE Superintendent’s Annual Goals
Directions: This form is a tool to assist superintendents in setting goals that result in measurable
divisionwide student academic progress. Goals may relate to other standards, but all goals
should address Standard 8 as well. Use a separate sheet for each goal.

Superintendent’s Name: Date:

School Division: School Year:

Preliminary approval granted by school board on:

Mid-year review conducted by school board on:

Year-end review conducted by school board on:
Goal:

Check the standard(s) to which the goal relates

[] 1. Strategic Leadership [] 2. Planning and Assessment

[] 3. Instructional Leadership [] 4. Organizational Leadership and Resource Management

[] 5. Communication and Community Relations [ ] 6. Culturally Responsive and Equitable Division Leadership

[ ]7. Professionalism X 8. Divisionwide Student Academic Progress

Expected term to completion: [] Short-term  [] Mid-term [] Long-term

Indicators of Success Mid-Year Assessment of Goal by School

Board
Evidence to Date

Evaluator’s Signature Date

Evaluator’s Name
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PART 5: RATING SUPERINTENDENT
PERFORMANCE

The role of a superintendent requires a performance evaluation system that acknowledges the
contextual nature and complexities of the job. For an evaluation system to be meaningful, it
must provide its users with relevant and timely feedback. To facilitate this, school boards should
conduct both formative assessments and summative evaluations of superintendents.

FORMATIVE ASSESSMENT

Formative assessment can provide valuable information to superintendents. At any point during
the year, the school board has the option to share its assessment of the superintendent’s
performance by discussing the evidence related to the eight-standards. An optional
Superintendent Formative Assessment Performance Report is provided on the following pages.
It should be noted that this report does not include an actual rating in any of the performance
standards.
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Sample: Superintendent Formative Assessment Performance Report Page 1 of 2
SAMPLE Superintendent Formative Assessment Performance Report
(optional)

Note: The formative assessment form is included as an option to be used if it is determined to be
in the best interest of the local school division.

Directions: Use this form to comment on evidence related to the standards. Evaluators may use
multiple formative assessment forms, as applicable.

Superintendent’s Name: Date:

Evaluator:

1. Strategic Leadership

The superintendent creates, monitors, and facilitates the process of strategic improvement, and seeks
to ensure the division’s mission, vision, and goals are fulfilled in a manner that enables all students to
be career and college ready and globally competitive.

Comments:

2. Planning and Assessment

The superintendent strategically gathers, analyzes, and uses a variety of data to guide planning and
decision-making consistent with established guidelines, policies, and procedures that result in student
academic progress and improved student outcomes.

Comments:

3. Instructional Leadership

The superintendent fosters the success of all teachers, staff, division leaders, and students by ensuring
the development, communication, implementation, and evaluation of instructional systems that
promote high student achievement and professional development and growth for staff.

Comments:

4. Organizational Leadership and Resource Management
The superintendent fosters the safety and success of all teachers, staff, division leaders, and students
by supporting, managing, and evaluating the division’s organization, operation, and use of resources.

Comments:
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Sample: Superintendent Formative Assessment Performance Report Page 2 of 2

6. Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies centered
in equity and culturally responsive practices to support achievement for all students.

Comments:

7. Professionalism

The superintendent fosters the success of teachers, staff, and students by demonstrating behavior
consistent with legal, ethical, and professional standards, engaging in continuous professional
development, and contributing to the profession.

Comments:

8. Divisionwide Student Academic Progress

The superintendent’s leadership results in acceptable, measurable, and appropriate divisionwide
student academic progress based on established standards.

See Superintendent’s Annual Goal for details.

Comments:

Commendations:

Areas of Growth:

Superintendent’s Name:

Superintendent’s Signature: Date:

Evaluator’s Name:

Evaluator’s Signature: Date:
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SUMMATIVE EVALUATION

Assessment of performance quality occurs only at the summative evaluation stage, which comes at
the end of the evaluation cycle. The ratings for each performance standard are based on multiple
data sources of information and are completed only after pertinent data from all sources are
reviewed. The integration of data provides the evidence used to determine the performance ratings
for the summative evaluations for all superintendents.

There are two major considerations in assessing job performance during summative evaluation: 1)
the actual performance standards, and 2) how well they are performed. The performance standards
and performance indicators provide a description of well-defined expectations.

DEFINITIONS OF RATINGS

The definitions in Figure 5.1 offer general descriptions of the ratings. PLEASE NOTE: Ratings are
applied to the eight performance standards and as an overall summative rating, not to performance

indicators.
Figure 5.1: Definitions of Terms Used in Rating Scale
Category | Description Definition

The superintendent performing at this level Exceptional performance:
2 maintains performance, accomplishments, e sustains high performance over a period of
g and behaviors that consistently and time
= considerably surpass the established e empowers principals, teachers, and students
> performance standard. This rating is and consistently exhibits behaviors that have
< reserved for performance that is truly a strong positive impact on student learning
T exemplary and is done in a manner that and the school division climate

exemplifies the division’s mission and goals.

e serves as a role model to others

The superintendent consistently meets the Proficient performance:

performance standard in a manner that is e meets the requirements contained in the
q>_) aligned with the division’s mission and performance standard
= goals. o engages teachers and exhibits behaviors that
:f:’ have a positive impact on student academic
w progress and the school climate

e demonstrates a willingness to learn and apply
new skills

@ The superintendent’s performance is Developing/needs improvement performances:
% inconsistent in meeting the established e requires support in meeting the performance
2 performance standard and/or working toward standards
(¥ - o e . s . .
L the division’s mission and goals. The e results in less than expected quality of
= supferlntende_nt may be starting to exhibit student performance
= desirable traits related to the standard but has .
3] . o |eads to areas for superintendent
I not yet reached the full level of proficiency . T S
o - . improvement being jointly identified and
= expected (i.e., developing) or the .
Q - , . . planned between the superintendent and
o superintendent’s performance is lacking in a
< . . . school board

particular area (i.e., needs improvement).

37

VIRGINIA BOARD OF EDUCATION | doe.virginia.gov



http://doe.virginia.gov/

Category | Description

Definition

The superintendent consistently performs
below the established performance standard
or in a manner that is inconsistent with the
school division’s mission and goals.

Ineffective

Unacceptable performance:
o does not meet the requirements contained in
the performance standard
o results in minimal student learning
e may contribute to the superintendent not
being recommended for continued
employment

PERFORMANCE RUBRICS

The performance rubric is a behavioral summary scale that guides evaluators in assessing how well a
standard is performed. It states the measure of performance expected of superintendents and
provides a general description of performance at each level. In some instances, quantitative terms

are included to augment the qualitative description.

The resulting performance rubric provides a

clearly delineated step-wise progression, along a continuum of effectiveness (as illustrated with
arrows between the two levels). Each level is intended to be qualitatively superior to all lower
levels. Teachers who earn a Highly Effective rating must meet the requirements for the Effective
level and go beyond it. Performance rubrics are provided to increase reliability among evaluators
and to help superintendents focus on ways to enhance their leadership practices. Please note: The
rating of “Effective” is the expected level of performance and is written as the actual performance
standard. A superintendent who is new to the division or position may be considered “Approaching
Effective ” in a standard. Additionally, the recommended performance rubrics presented may be

modified at the discretion of the school board.

Figure 5.2: Example of a Performance Rubric

Highly Effective Effective

In addition to meeting the Effective is the expected
requirements for Effective ... level of performance.

Approaching Ineffective

Effective

@

The superintendent The superintendent

@

The superintendent is The superintendent

proactively seeks out
and applies research
on the impactful use
of assessment data
and ensures division
personnel are aware
of relevant findings
and are using data to
improve instructional
programs, resulting in
improved student
academic
performance and
student outcomes.

strategically gathers,
analyzes, and uses a
variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and procedures that
result in student
academic progress
and improved student
outcomes.

inconsistent in
gathering, analyzing,
and using a variety of
data to guide planning
and decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.

fails to gather,
analyze, and use a
variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.

Superintendents are evaluated on the performance standards using the following performance

appraisal rubrics:
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Performance Standard 1: Strategic Leadership

The superintendent creates, monitors, and facilitates the process of strategic improvement,
and seeks to ensure the division’s mission, vision, and goals are fulfilled in a manner that
enables all students to be career and college ready and globally competitive.

Sample Performance Indicators

Examples may include, but are not limited to:

The superintendent:

1.1 Provides leadership in the development of a shared vision for educational improvement
that inspires employees to work collaboratively.

1.2 Works collaboratively with the school board and stakeholders to develop and
implement policies that define organizational expectations and result in continuous
improvement.

1.3 Promotes a climate of mutual respect, trust, innovation, and professionalism with the
school board, staff, students, and community.

1.4 Keeps the school board informed on current and future needs and issues affecting the
school division and works collaboratively to resolve them.

1.5 Supports and enforces all school board policies and informs all constituents of changes
to the policies.

1.6 Oversees the administration of the school division’s day-to-day operations.

1.7 Works with all individuals, groups, agencies, committees, and organizations to provide
and maintain schools that are safe and productive.

1.8 Fosters external partnerships to build targeted opportunities around identified student
and school division needs.

1.9 Delegates authority and responsibility to other employees as needs and opportunities
arise and ensures accountability for implementation.

1.10 Recommends policy additions or modifications to improve student learning and division
effectiveness.

Highly Effective
In addition to meeting the
requirements for Effective ...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
establishes a highly
productive
relationship with the
local school board to
lead strategic
improvement to
promote student
learning.

@

The superintendent
creates, monitors, and
facilitates the process
of strategic
improvement, and
seeks to ensure the
division’s mission,
vision, and goals are
fulfilled in a manner
that enables all
students to be career
and college ready and
globally competitive.

@

The superintendent is
inconsistent in
creating, monitoring,
and/or facilitating the
process of strategic
improvement, and/or
seeking to ensure the
division’s mission,
vision, and goals are
fulfilled in a manner
that enables all
students to be career
and college ready and
globally competitive.

@

The superintendent
fails to create,
monitor, and/or
facilitate the process
of strategic
improvement, and/or
fails to seek to ensure
the division’s
mission, vision, and
goals are fulfilled in a
manner that enables
all students to be
career and college
ready and globally
competitive.
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Performance Standard 2: Planning and Assessment
The superintendent strategically gathers, analyzes, and uses a variety of data to guide

planning and decision-making consistent with established guidelines, policies, and procedures
that result in student academic progress and improved student outcomes.

Sample Performance Indicators

Examples may include, but are not limited to:
The superintendent:

2.1 Organizes the collaborative development and implementation of a division strategic plan
based on analysis of data from a variety of sources.

2.2

Works collaboratively to develop long- and short-range goals and objectives consistent

with the strategic plan and monitors progress in achieving the goals and objectives.

2.3

and/or enhance the achievement of goals and objectives.

2.4

Seeks and uses human and material resources outside the division that may support

Uses research-based techniques to analyze and apply data gathered from division

improvement measurements that include student assessment results and staff
implementation practices.

2.5

Collaboratively identifies needs, determines priorities, and assesses program

implementation using researched-based instructional practices that result in enhanced
student outcomes.

2.6

Plans, implements, supports, and assesses instructional programs that enhance teaching

and student achievement such that the school division and all schools meet or
demonstrate sufficient progress in meeting all required federal and state standards.

2.7

Communicates findings to all stakeholders and encourages reciprocal dialogue and
feedback to ensure continuous improvement.

Highly Effective

In addition to meeting the
requirements for Effective ...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
proactively seeks out
and applies research
on the impactful use
of assessment data
and ensures division
personnel are aware
of relevant findings
and are using data to
improve instructional
programs, resulting in
improved student
academic
performance and
student outcomes.

@

The superintendent
strategically gathers,
analyzes, and uses a
variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and procedures that
result in student
academic progress
and improved student
outcomes.

@

The superintendent is
inconsistent in
gathering, analyzing,
and using a variety of
data to guide planning
and decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.

@

The superintendent
fails to gather,
analyze, and use a
variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student
outcomes.
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Performance Standard 3: Instructional Leadership

The superintendent fosters the success of all teachers, staff, division leaders, and students by
ensuring the development, communication, implementation, and evaluation of instructional
systems that promote high student achievement and professional development and growth for
staff.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

3.1 Serves as the primary instructional leader for the school division, seeking out and
relying on support from staff as necessary making decisions and when advising the
school board.

3.2 Creates and sustains a school division culture of excellence with expectations that
support effective, data-driven decision-making and the use of multiple sources of
evidence to drive school and division goals, improve organizational performance,
educator effectiveness, and student learning.

3.3 Oversees the alignment, coordination, and delivery of assigned programs and curricular
areas such that the school division and all schools meet all required federal, state, and
local standards.

3.4 Assesses factors affecting student achievement and directs change for needed
improvements to ensure full access and equitable opportunities for all students.

3.5 Ensures that curricular design, instructional strategies, and learning environments
integrate appropriate technologies to maximize student learning.

3.6 Explores, disseminates, and applies knowledge and information about new or improved
instructional strategies or related issues.

3.7 Works with the school board, staff, and community representatives to identify needs
and determine priorities regarding program delivery.

3.8 Provides direction and support in planning and implementing activities and programs
consistent with continuous improvement efforts and attainment of instructional goals.

3.9 Develops and nurtures a culture of continuous learning and professional development
and growth in which staff members are reflective about their strategies and use data and
appropriate methods to analyze and adapt practices that achieve improved results.
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Highly Effective

In addition to meeting the
requirements for Effective ...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
actively and
consistently employs
innovative and
impactful leadership
strategies that
empower teachers,
staff, and division
leaders; maximize
student academic
progress; and result in
effective teaching and

b

The superintendent
fosters the success of
all teachers, staff,
division leaders, and
students by ensuring
the development,
communication,
implementation, and
evaluation of
instructional systems
that promote high
student achievement

The superintendent is
inconsistent in
fostering the success
of all teachers, staff,
division leaders, and
students by ensuring
the development,
communication,
implementation,
and/or evaluation of
instructional systems
that promote high

« The superintendent

fails to foster the
success of all
teachers, staff,
division leaders, and
students by ensuring
the development,
communication,
implementation,
and/or evaluation of
instructional systems
that promote high

student achievement
and professional
development and
growth for staff.

student achievement
and professional
development and
growth for staff.

learning that reflects
excellence.

and professional
development and
growth for staff.

Performance Standard 4: Organizational Leadership and Resource Management

The superintendent fosters the safety and success of all teachers, staff, division leaders, and
students by supporting, managing, and evaluating the division’s organization, operation, and
use of resources.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

4.1 Identifies, analyzes, and resolves problems using problem-solving techniques and
communicates resolutions with necessary stakeholders.

4.2 Facilitates the implementation of research-based theories and techniques relating to
school attendance, parental involvement, student behavior, and school safety to ensure
an orderly and positive environment conducive to teaching and learning.

4.3 Implements sound personnel procedures in recruiting, employing, and retaining highly
qualified and high-performing teachers, administrators, and other personnel based on
identified needs.

4.4 Acquires, allocates, and manages division human, material, technological, and financial
resources in compliance with all laws to ensure the impactful and equitable support of
all of the division’s students, schools, and programs.

4.5 Demonstrates organizational skills to efficiently and safely achieve school, community,
and division goals.

4.6 Provides staff development, support, and resources for all categories of personnel to
improve job performance consistent with individual needs, program evaluation results,
and instructional improvement plans.

4.7 Plans and implements a systematic performance evaluation system of all employees that
provides timely and constructive feedback and recognizes and supports the achievement
of highly effective personnel.
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4.8

resource management.

4.9

and school community needs in a timely manner.

Collaborates and develops internal and external partnerships to enhance operations and

Anticipates, assesses, and responds to current, emerging, and future division, student,

Highly Effective
In addition to meeting the
requirements for Effective ...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
exemplifies
leadership in efficient
and safe operations
and organizational
management by
promoting staff
innovation,
demonstrating
proactive decision-
making, and
maximizing available
resources.

@

The superintendent
fosters the safety and
success of all
teachers, staff,
division leaders, and
students by
supporting, managing,
and evaluating the
division’s
organization,
operation, and use of
resources.

@

The superintendent is
inconsistent in
fostering the safety
and success of all
teachers, staff,
division leaders, and
students by
supporting, managing,
and/or evaluating the
division’s
organization,
operation, and/or use
of resources.

@

The superintendent
fails to foster the
safety and success of
all teachers, staff,
division leaders, and
students by
supporting, managing,
and/or evaluating the
division’s
organization,
operation, and/or use
of resources.

Performance Standard 5: Communication and Community Relations
The superintendent fosters the success of all students through proactive, responsive, and
professional communication with the board, staff, families, and other stakeholders.

Sample Performance Indicators

Examples may include, but are not limited to:
The superintendent:

5.1 Models and promotes professional, timely, and impactful communication and
interpersonal relations within the school division.

5.2

between the schools and community.

53

5.4

other stakeholders.

5.5
priorities.

5.6

Establishes and maintains effective channels of communication with board members and
Works collaboratively with all stakeholders to secure resources and to support the
success of a diverse student population.

Creates an atmosphere of trust and mutual respect with the board, staff, families, and

Demonstrates the skills necessary to build community support for division goals and

Uses formal and informal techniques to gather external perceptions and input

representing multiple perspectives as a part of the decision-making process.

5.7

appropriately to existing and potential problems.

5.8

of diversity in the community.

Brings together groups of different interests into a collaborative effort to respond

Models and promotes multicultural awareness, inclusive practices, and the appreciation
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Highly Effective

In addition to meeting the
requirements for Effective ...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
proactively seeks and
creates innovative and
productive methods to
communicate,
collaborate, and
engage impactfully
with stakeholders.

@

The superintendent
fosters the success of
all students through
proactive, responsive,
and professional
communication with
the board, staff,
families, and other
stakeholders.

@

The superintendent is
inconsistent in
fostering the success
of all students through
proactive, responsive,
and/or professional
communication with
the board, staff,
families, and/or other
stakeholders.

@

The superintendent
fails to foster the
success of all students
through proactive,
responsive, and/or
professional
communications with
the board, staff,
families, and/or other
stakeholders.

students.

Performance Standard 6: Culturally Responsive and Equitable Division Leadership
The superintendent establishes and implements division goals, priorities, and strategies
centered in equity and culturally responsive practices to support achievement for all

Sample Performance Indicators

Examples may include, but are not limited to:
The superintendent:

6.1 Collects and analyzes disaggregated data to determine division priorities and aid in
developing and monitoring a division strategic plan that promotes continuous

6.2

6.3

6.4

6.5

6.6

improvement and demonstrates a commitment to equitable and culturally responsive
practice for all students.

Manages and leverages the allocation of fiscal, human, capital, and material
resources to promote equitable access and outcomes for all students.

Provides professional learning opportunities for all employees throughout the
division that enhance their capacity and skills to support culturally responsive
practices and equitable outcomes.

Plans, implements, supports, and assesses the instructional program to provide all
students with equitable access to culturally relevant and responsive curriculum as
well as high-quality content, instruction, and materials.

Engages in dialogue with all stakeholders to promote an equity-centered, inclusive
organizational culture that fosters a sense of belonging for all students.

Collaborates with all stakeholders to foster ownership in a shared mission, vision, and
core values that support all students.

Standard 6: Developed by Virginia Department of Education with adaptations from the VDOE
Superintendent Evaluation Work Group, October-November 2021
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Highly Effective
In addition to meeting the
requirements for Effective ...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
consistently engages
internal and external
stakeholders in
demonstrating a
shared commitment to
ensuring a culturally
responsive
environment that
objectively monitors
student outcomes and
allocates resources to
ensure the creation of
a culturally
responsive
environment where all
students and staff
thrive.

@

The
superintendent
establishes and
implements
division goals,
priorities, and
strategies centered
in equity and
culturally
responsive
practices to
support
achievement for
all students.

The superintendent is
inconsistent in
establishing and
implementing
division goals,
priorities, and/or
strategies centered in
equity and culturally
responsive practices
to support
achievement for all
students.

@

The superintendent
fails to establish and
implement division
goals, priorities,
and/or strategies
centered in equity and
culturally responsive
practices to support
achievement for all
students.

Performance Standard 7: Professionalism
The superintendent fosters the success of teachers, staff, and students by demonstrating

behavior consistent with legal, ethical, and professional standards, engaging in continuous
professional development, and contributing to the profession.

Sample Performance Indicators

Examples may include, but are not limited to:
The superintendent:

7.1
interactions.

7.2

the mission, vision, and goals of the school division.

7.3

and responds appropriately to the actions of others.

7.4

Models professional, moral, and ethical standards as well as personal integrity in all
Works in a collegial and collaborative manner with stakeholders to promote and support
Respects and maintains confidentiality and assumes responsibility for personal actions

Takes responsibility for and participates in a meaningful and continuous process of

professional development that results in the enhancement of student learning.

7.5

Provides service to the profession, the division, and the community by participating on

state and/or national committees, being active in professional and community-based
service organizations, and serving as a mentor.

7.6

Takes a leadership role and encourages staff to do so as well, by presenting workshops

at local, state, regional, or national conferences, authoring publications, or delivering
coursework for institutions of higher education.

1.7

techniques and shares the information with appropriate staff.

Maintains a high level of personal knowledge regarding new developments and
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7.8  Actively seeks and engages in opportunities to network, share knowledge, and stay
abreast of the latest research to promote individual and organizational knowledge, skills,
and success.

Highly Effective Effective Approaching Ineffective
In addition to meeting the Effective is the expected Effective

requirements for Effective ... level of performance.

The superintendent The superintendent « The superintendent is « The superintendent

models a commitment fosters the success of inconsistent in fails to foster the

to continuous learning teachers, staff, and fostering the success success of teachers,

and innovation that students by of teachers, staff, and staff, and students by

translates to division demonstrating students by demonstrating

faculty and staff and behavior consistent demonstrating behavior consistent

makes significant and with legal, ethical, behavior consistent with legal, ethical,

meaningful and professional with legal, ethical, and professional

contributions to the standards, engaging in and professional standards, engaging in

profession. continuous standards, engaging in continuous
professional continuous professional
development, and professional development, and/or
contributing to the development, and/or contributing to the
profession. contributing to the profession.

profession.

Performance Standard 8: Divisionwide Student Academic Progress
The superintendent’s leadership results in acceptable, measurable, and appropriate
divisionwide student academic progress based on established standards.

Sample Performance Indicators
Examples may include, but are not limited to:

The superintendent:

8.1 Develops, implements, monitors, and updates division action plans that result in
increased student academic progress.

8.2 Uses appropriate data and applies research to make informed decisions related to student
academic progress and division improvement.

8.3 Leads staff in conducting an ongoing, detailed analysis of multiple measures of student
learning data to provide immediate and appropriate feedback.

8.4 Collaborates with division staff to monitor and improve multiple measures of student
progress.

8.5 Uses internal division and external stakeholder meetings and impactful professional
development activities to focus on continuous improvement of student outcomes.

8.6 Provides evidence that students in all reporting groups are meeting acceptable and
measurable student academic progress.

8.7 Demonstrates responsibility for division academic achievement through proactive
education and outreach to parents, staff, and other community stakeholders.

8.8 Collaboratively develops, implements, and monitors long- and short-range division
achievement goals that address varied student populations.
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8.9

accomplish desired outcomes.

Sets division benchmarks and implements appropriate strategies and interventions to

Highly Effective
In addition to meeting the
requirements for Effective ...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent’s
leadership serves as a
role model to others
and results in a high
level of student
academic progress
with all populations
of learners.

@

The superintendent’s
leadership results in
acceptable,
measurable, and
appropriate
divisionwide student
academic progress
based on established

The superintendent’s
leadership results in
student academic
progress that
inconsistently meets
the established
standard.

@

The superintendent’s
leadership
consistently results in
inadequate student
academic progress.

standards.

PERFORMANCE RUBRICS AND SUMMATIVE
EVALUATION

School boards make judgments about the performance of the eight performance standards based on
all available evidence. After collecting information gathered through multiple data sources, the
school board applies the four-level rating scale to evaluate a superintendent’s performance on all
standards for the summative evaluation. Therefore, the summative evaluation represents where the
“preponderance of evidence” exists, based on various data sources. A sample Superintendent
Summative Performance Report is provided on the following pages. The results of the evaluation
must be discussed with the superintendent at a summative evaluation conference.

Summative evaluations should be completed in compliance with the Code of Virginia and school
division policy. Summative ratings should apply the rating for each of the eight performance
standards.

SINGLE SUMMATIVE RATING

In addition to receiving a diagnostic rating for each of the eight performance ratings, the
superintendent will receive a single summative evaluation rating at the conclusion of the evaluation
cycle. This summative rating will reflect an overall evaluation rating for the employee. The intent is
not to replace the diagnostic value of the eight performance standards; rather it is to provide an
overall rating of the superintendent’s performance. The overall summative rating will be judged to
be Highly Effective, Effective, Approaching Effective, or Ineffective.

Scores will be calculated using the following scale:
Highly Effective = 4
Effective = 3
Approaching Effective = 2
Ineffective = 1

The Code of Virginia requires that student academic progress be a significant component of the

evaluation. How student academic progress is met is the responsibility of local school boards
provided that Performance Standard 8: Student Academic Progress is not the least weighted of the
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performance standards or less than 1 (10 percent); however, it may be weighted equally as one of
the multiple lowest weighted standards. The following example complies with this requirement.

Figure 5.3: Sample Weighting

Performance .
Standard Ll
Standard 1 1.25
Standard 2 1.25
Standard 3 1.25
Standard 4 1.25
Standard 5 1.25
Standard 6 1.25
Standard 7 1.25
Standard 8 1.25

Figure 5.4: Example of Recommended Weighted Calculations for Superintendent Performance

Evaluation
Performance Performance Points | Weight | Weighted Total
Standard Rating (Points x Weight)
Standard 1 Highly Effective 4 1.25 5
Standard 2 Effective 3 1.25 3.75
Standard 3 Effective 3 1.25 3.75
Standard 4 Effective 3 1.25 3.75
Standard 5 Effective 3 1.25 3.75
Standard 6 Highly Effective 4 1.25 5
Standard 7 Highly Effective 4 1.25 5
Standard 8 Effective 3 1.25 3.75
Single Summative Rating 33.75

The overall single summative rating will be judged as Highly Effective, Effective, Approaching
Effective, or Ineffective using the following range of scores:

Figure 5.5: Range of Scores

Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19
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Sample: Superintendent Summative Performance Report Page 1 of 6

SAMPLE Superintendent Summative Performance Report
Directions: Evaluators use this form prior to providing the superintendent with an assessment of
performance. The superintendent should be given a copy of the form at the end of each evaluation

cycle.

School Year(s):

Superintendent’s Name:

School:

Performance Standard 1: Strategic Leadership

Highly Effective

In addition to meeting the
requirements for Effective ...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
establishes a highly
productive
relationship with the
local school board to
lead strategic

<l

The superintendent
creates, monitors, and
facilitates the process
of strategic
improvement, and
seeks to ensure the

p

The superintendent is
inconsistent in
creating, monitoring,
and/or facilitating the
process of strategic
improvement, and/or

@

The superintendent
fails to create,
monitor, and/or
facilitate the process
of strategic
improvement, and/or

improvement to division’s mission, seeking to ensure the fails to seek to ensure

promote student vision, and goals are division’s mission, the division’s

learning. fulfilled in a manner vision, and goals are mission, vision, and
that enables all fulfilled in a manner goals are fulfilled in a
students to be career that enables all manner that enables
and college ready and students to be career all students to be
globally competitive. and college ready and career and college

globally competitive. ready and globally
competitive.
| [l | [l
Comments:
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Sample: Superintendent Summative Performance Report Page 2 of 6
Performance Standard 2: Planning and Assessment
Highly Effective Effective Approaching Ineffective

In addition to meeting the
requirements for Effective ...

Effective is the expected
level of performance.

Effective

The superintendent
proactively seeks out
and applies research
on the impactful use
of assessment data
and ensures division
personnel are aware
of relevant findings
and are using data to
improve instructional
programs, resulting in
improved student
academic

@

The superintendent
strategically gathers,
analyzes, and uses a
variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and procedures that
result in student
academic progress
and improved student

@

The superintendent is
inconsistent in
gathering, analyzing,
and using a variety of
data to guide planning
and decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student

@

The superintendent
fails to gather,
analyze, and use a
variety of data to
guide planning and
decision-making
consistent with
established
guidelines, policies,
and/or procedures that
result in student
academic success and
improved student

In addition to meeting the
requirements for Effective ...

Effective is the expected
level of performance.

Effective

performance and outcomes. outcomes. outcomes.
student outcomes.
| [l | [l
Comments:
Performance Standard 3: Instructional Leadership
Highly Effective Effective Approaching Ineffective

The superintendent
actively and
consistently employs
innovative and
impactful leadership
strategies that
empower teachers,
staff, and division
leaders; maximize
student academic
progress; and result in
effective teaching and
learning that reflects

@

The superintendent
fosters the success of
all teachers, staff,
division leaders, and
students by ensuring
the development,
communication,
implementation, and
evaluation of
instructional systems
that promote high
student achievement
and professional

@

The superintendent is
inconsistent in
fostering the success
of all teachers, staff,
division leaders, and
students by ensuring
the development,
communication,
implementation,
and/or evaluation of
instructional systems
that promote high
student achievement

@

The superintendent
fails to foster the
success of all
teachers, staff,
division leaders, and
students by ensuring
the development,
communication,
implementation,
and/or evaluation of
instructional systems
that promote high
student achievement

excellence. development and and professional and professional
growth for staff. development and development and
growth for staff. growth for staff.
Comments:
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Sample: Superintendent Summative Performance Report Page 3 of 6

Performance Standard 4: Organizational Leadership and Resource Management

Highly Effective

In addition to meeting the
requirements for Effective ...

Effective
Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
exemplifies
leadership in efficient
and safe operations
and organizational
management by
promoting staff
innovation,
demonstrating
proactive decision-
making, and
maximizing available
resources.

@

The superintendent
fosters the safety and
success of all
teachers, staff,
division leaders, and
students by
supporting, managing,
and evaluating the
division’s
organization,
operation, and use of
resources.

@

The superintendent is
inconsistent in
fostering the safety
and success of all
teachers, staff,
division leaders, and
students by
supporting, managing,
and/or evaluating the
division’s
organization,
operation, and/or use
of resources.

@

The superintendent
fails to foster the
safety and success of
all teachers, staff,
division leaders, and
students by
supporting, managing,
and/or evaluating the
division’s
organization,
operation, and/or use
of resources.

| [l | [l
Comments:
Performance Standard 5: Communication and Community Relations
Highly Effective Effective Approaching Ineffective

In addition to meeting the
requirements for Effective ...

Effective is the expected
level of performance.

Effective

The superintendent
proactively seeks and
creates innovative and
productive methods to
communicate,
collaborate, and
engage impactfully
with stakeholders.

@

The superintendent
fosters the success of
all students through
proactive, responsive,
and professional
communication with
the board, staff,
families, and other
stakeholders.

@

The superintendent is
inconsistent in
fostering the success
of all students through
proactive, responsive,
and/or professional
communication with
the board, staff,
families, and/or other
stakeholders.

@

The superintendent
fails to foster the
success of all students
through proactive,
responsive, and/or
professional
communications with
the board, staff,
families, and/or other
stakeholders.

Ll

Comments:

Ll

Ll

Ll
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Sample: Superintendent Summative Performance Report

Page 4 of 6

Performance Standard 6: Culturally Responsive and Equitable Division Leadership

Highly Effective

In addition to meeting the
requirements for Effective ...

Effective

Effective is the expected
level of performance.

Approaching
Effective

Ineffective

The superintendent
consistently engages
internal and external
stakeholders in
demonstrating a
shared commitment to
ensuring a culturally
responsive
environment that
objectively monitors
student outcomes and
allocates resources to
ensure the creation of
a culturally
responsive
environment where all
students and staff
thrive.

@

The superintendent
establishes and
implements division
goals, priorities, and
strategies centered in
equity and culturally
responsive practices
to support
achievement for all
students.

@

The superintendent is
inconsistent in
establishing and
implementing
division goals,
priorities, and/or
strategies centered in
equity and culturally
responsive practices
to support
achievement for all
students.

@

The superintendent
fails to establish and
implement division
goals, priorities,
and/or strategies
centered in equity and
culturally responsive
practices to support
achievement for all
students.

[ [l [ [
Comments:
Performance Standard 7: Professionalism
Highly Effective Effective Approaching Ineffective

In addition to meeting the
requirements for Effective ...

Effective is the expected
level of performance.

Effective

The superintendent
models a commitment
to continuous learning
and innovation that
translates to division
faculty and staff and
makes significant and

@

The superintendent
fosters the success of
teachers, staff, and
students by
demonstrating
behavior consistent
with legal, ethical,

The superintendent is
inconsistent in
fostering the success
of teachers, staff, and
students by
demonstrating
behavior consistent

@

The superintendent
fails to foster the
success of teachers,
staff, and students by
demonstrating
behavior consistent
with legal, ethical,

meaningful and professional with legal, ethical, and professional

contributions to the standards, engaging in and professional standards, engaging in

profession. continuous standards, engaging in continuous
professional continuous professional
development, and professional development, and/or
contributing to the development, and/or contributing to the
profession. contributing to the profession.

profession.
| [l | [l
Comments:
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Sample: Superintendent Summative Performance Report Page 5 of 6

Performance Standard 8: Divisionwide Student Academic Progress

Highly Effective Effective Approaching Ineffective

In addition to meeting the Effective is the expected Effective
requirements for Effective ... level of performance.
The superintendent’s ‘ The superintendent’s . The superintendent’s « The superintendent’s
leadership serves as a leadership results in leadership results in leadership
role model to others acceptable, student academic consistently results in
and results in a high measurable, and progress that inadequate student
level of student appropriate inconsistently meets academic progress.
academic progress divisionwide student the established
with all populations academic progress standard.
of learners. based on established

standards.
| [l | [l
Comments:

Overall Evaluation Summary:

Performance Performance Rating Points Weight Weighted Total

Standard net (Points x Weight)
AE=2
1E=1

Standard 1 1.25

Standard 2 1.25

Standard 3 1.25

Standard 4 1.25

Standard 5 1.25

Standard 6 1.25

Standard 7 1.25

Standard 8 1.25

Single Summative Rating

Rating Range of Scores
Highly Effective 35-40
Effective 26-34
Approaching Effective 20-25
Ineffective 10-19

[ ] Highly Effective

[ ] Effective

[ ] Approaching Effective
[ ] Ineffective

[ ] Recommended for Targeted Professional Growth. (One or more standards are Ineffective,
or two or more standards are Approaching Effective.)
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Sample: Superintendent Summative Performance Report Page 6 of 6

Commendations:

Areas Noted for Improvement:

Superintendent Improvement Goals:

Evaluator’s Name Superintendent’s Name

Evaluator’s Signature Superintendent’s Signature (Superintendent’s
signature denotes receipt of the summative
evaluation, not necessarily agreement with the
contents of the form.)

Date Date
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PART 6: IMPROVING SUPERINTENDENT
PERFORMANCE

Supporting superintendents is essential to the success of school divisions. Many resources are
needed to assist superintendents in growing professionally. Sometimes additional support is
required to help superintendents develop so that they can meet the performance standards for their
school divisions.

Targeted Professional Growth, a division-level discussion between the school board and the
superintendent, is an optional process to promote conversation about performance to address specific
needs or desired areas for professional growth. Figure 6.1 highlights the process.

Figure 6.1: Tool to Increase Professional Performance
Targeted Professional Growth

Purpose For superintendents who could benefit from targeted performance
improvement OR who would like to systematically focus on his or
her own performance growth.

Initiates Process | School board or superintendent

Documentation | Form Provided: Optional Targeted Professional Growth Form

Memo or other record of the discussion/other forms of documentation a
school board level

Outcomes Performance improvement is documented with the support dialogue
continued at the discretion of the school board or the superintendent

The Targeted Professional Growth process is initiated by the school board or superintendent at any
point during the school year when the superintendent’s professional practice would benefit from
additional support. It is designed to facilitate discussion about the area(s) of concern and ways to
address those concerns. The Targeted Professional Growth process should not be construed as
applying to poor-performing superintendents. The option for Targeted Professional Growth is open
to any superintendent who desires assistance in a particular area.

During the initial conference, both parties share what each will do to support the superintendent’s
growth (see sample prompts in Figure 6.2) and decide when to meet again. To facilitate the
improvements, they may choose to fill out the optional Targeted Professional Growth Form on the
following page. After the agreed-upon time to receive support and implement changes in
professional practice has elapsed, the school board and superintendent meet again to discuss the
impact of the changes (see sample follow-up prompts in Figure 6.2).
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Figure 6.2: Sample Prompts

Sample Prompts for the Initial Conversation
What challenges have you encountered in addressing (tell specific concern)?
What have you tried to address the concern of (tell specific concern)?
What support can the school board provide you?

Sample Prompts for the Follow-Up Conversation
The last time we met, we talked about (tell specific concern). What has gone well?
What has not gone as well?

The entire Targeted Professional Growth process is intended to be completed in a relatively short
time period (for example, within six weeks) as it offers targeted support. If the Targeted
Professional Growth process was initiated by a superintendent seeking self-improvement, the school
board and superintendent may decide at any time either to conclude the process or to continue the
support and allocate additional time or resources.

For a superintendent for whom the school board initiated the Targeted Professional Growth process,
the desired outcome would be that the superintendent’s practice has improved to a proficient level.
If improvements in performance are still needed, the school board determines either to extend the
time of the Targeted Professional Growth because progress has been made, or to allocate additional
time or resources.
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Sample: Targeted Professional Growth Form Page 1 of 1

SAMPLE Targeted Professional Growth (optional)

Directions: School boards and superintendents may use this form to facilitate discussion on
areas that need additional support. This form is optional.

What is the area of targeted support?

What are some of the issues in the area that are causing difficulty?

What strategies have you already tried and what was the result?

What new strategies or resources might facilitate improvement in this area?

Superintendent’s Name:

Superintendent’s Signature: Date:

Evaluator’s Name:

Evaluator’s Signature: Date:
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