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PART I: INTRODUCTION AND PROCESS 

INTRODUCTION 

The CESA 6 School Administrator Performance Evaluation System (SAPES) uses the Stronge 
Leader Effectiveness Performance Evaluation System developed by Dr. James Stronge for 
collecting and presenting data to document performance based on well-defined job expectations.  
The uniform performance standards used in this system 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 school 
administrator initiative.  The goal is to support the continuous growth and development of each 
school administrator by monitoring, analyzing, and applying pertinent data compiled within a 
system of meaningful feedback.  

The role of a school administrator 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 school administrators.  While the 
superintendent has the ultimate responsibility for ensuring that the evaluation system is executed 
with fidelity and effectively in the district, other district-level 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. 

Purposes and Characteristics 

The primary purposes of the School Administrator Performance Evaluation System are to: 

• optimize student learning and growth,

• contribute to successful achievement of the goals and objectives defined in the vision,
mission, and goals of the school district,

• provide a basis for leadership improvement through productive school administrator
performance appraisal and professional growth, and

• promote collaboration between the school administrator and evaluator, and promote self-
growth, leadership effectiveness, and improvement of overall job performance.i

This evaluation system includes the following distinguishing characteristics: 

• benchmark behaviors for each of the school administrator performance standards,

• a focus on the relationship between school administrator performance and improved
student learning and growth,

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

© Stronge, 2012 All Rights Reserved

Alaka`i O Kaua`i Charter School Attachment H, Page 8













Informal Observation/School Site Visits 

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

Site visits are a method by which evaluators may gain insight into whether school administrators 
are meeting the performance standards.  During a site visit, evaluators should discuss various 
aspects of the job with the school administrator.  This can take the form of a formal interview or 
a less structured discussion. Through questioning, the evaluator may help the school 
administrator reflect on his or her performance, which may provide insight into how the 
administrator is addressing the standards.  Such a discussion may also help the school 
administrator think through the artifacts he or she might submit to the evaluator to demonstrate 
proficiency in each standard.  In addition, evaluators may use the school administrator’s 
responses to the questions to determine issues they would like to further explore with the 
administrator’s faculty and staff.  Furthermore, it is recognized that in many cases it takes time to 
effect change in a school. By having an honest, open discussion, the school administrator is 
provided with an opportunity to explain the successes and trials the school community has 
experienced in relation to school changes.  It 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 Visit Form in Part III.  Following the site visit, evaluators should 
provide feedback to the school administrator.  Evaluators should complete a minimum of two 
Informal Observation Visits and the related forms annually.   

Document Log  

The Document Log is an organized collection of work that demonstrates the educator’s skills, 
talents, and accomplishments for the evaluation cycle.  It is similar in many ways to a portfolio, 
yet is typically more concise, containing a more confined collection of specific artifacts.  
Documentation provides evaluators with information related to specific standards and provides 
school administrators with an opportunity for self-reflection, demonstration of quality work, and 
a basis for two-way communication with their evaluators.  Documentation can confirm a school 
administrator’s effort to demonstrate distinguished performance, can show continuing work at an 
effective level, or can demonstrate progress in response to a previously-identified deficiency.   

Artifacts are not created solely for a Document Log, but are readily reviewed in Document Log 
form.  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.  School administrators may choose to submit their material electronically or in 
hard-copy and they may organize the material in any way they see fit.  The emphasis should be 
on the quality of work, not the quantity of materials presented.   
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A sample Documentation Cover Sheet is provided in Part III.  Although this sheet is optional, 
school administrators should consider using this sheet to help organize documents.  The sheet 
provides examples of the types of material a school administrator might consider providing to 
show evidence of proficiency in the six performance standards.  Figure 7 provides examples of 
some of these materials.  These examples will vary based on the school’s unique characteristics. 

Figure 7: Examples of Items in a Document Log 

Standard 1 ‒ Leadership for Student Learning:  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. 

Standard 2 ‒ School Climate:  monthly discipline 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. 

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

Standard 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; uncollected debts; inventory records; Career and Technical 
Education compliance; Special Education compliance; ESEA Compliance; carry-over plans; budget 
spending throughout the school year; long-range goals; short-range goals. 

Standard 5 ‒ Communication and Community Relations:  faculty meeting agendas; newsletters; 
PAC/PTO/PTA agendas; optional parent/community survey; website link; completion of annual 
school safety 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. 

Standard 6 ‒ Professionalism:  staff development activity agendas; department/grade level meeting 
documentation; summary of staff surveys; professional conference attendance; professional 
organization membership. 

The Document Log is an official document that is maintained by the school administrator.  It is 
the property of the administrator and follows the administrator when work assignments change.  
Evaluators should review the Document Log at least once prior to May 1st, although they are 
free to review it more often as desired. 

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

School Climate Surveys 

School climate surveys are an important data collection tool used to gather client (in this 
instance, teacher/staff) data regarding their perceptions of the school 
administrator’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 climate surveys is the collected information may help the school 
administrator set goals for continuous improvement (i.e., for formative evaluation) ‒ in other 
words, to provide feedback directly to the school administrator for professional growth and 
development.  Survey summaries also may be used to provide information to evaluators that may 
not be accurately obtained through other types of documentation. 

Climate surveys for staff and students are at the WINNS site listed below.  The climate survey 
asks teachers/staff and students to report on items and issues that they have directly experienced.  
The surveys are located at http://dpi.wi.gov/sig/improvement/process.html.  Additional survey 
instruments are included in Part III for those schools/districts who wish to use a different survey 
instrument than the suggested surveys from the state of Wisconsin. 

School administrators should administer annual teacher/staff surveys and student surveys during 
the third nine weeks prior to April 15.  The school administrator will retain sole access to the 
teacher/staff and student surveys; however, the school administrator will provide a summary of 
the surveys to the evaluator as part of the Document Log.  The Survey Summary Form that 
should be used is located in Part III. 

Goal Setting

One approach to linking student academic progress to school administrator performance involves 
building the capacity for school administrators and their supervisors to interpret and use student 
achievement data to set target goals for student improvement.  Setting 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 and monitor student progress. 

In many cases, measures of student performance can be directly documented.  For example, 
school-wide value added data from statewide standardized assessments can be used. 
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progress measures; other measures are recommended for use when two valid and direct measures 
of student academic progress are not available.   

Figure 9: Examples of Measures of Student Academic Progress 
• Pattern of improvement in subgroup achievement on state standards assessments
• Pattern of improvement across grade levels on state standards assessments
• Decrease in achievement gaps between and among subgroups on state standards assessments
• Increase the percentage of  Grade 1-3 students making at least one year’s growth in Instructional Oral

Reading Level, as measured by a valid reading assessments, in grades one through three
• Increase the percentage of elementary students successfully meeting Curriculum Based Measurement

benchmarks in English/reading, mathematics, science, and history and social science

• Decrease the percentage of K-2 retentions by demonstrating more students are meeting or exceeding
grade-level expectations

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

• Increase the percentage of English Learners (EL) making progress or proficiency on the English
Language Proficiency assessment

• Increase the percentage of ELs achieving proficiency on English/reading and mathematics state
standards assessments.

• Pattern of improvement on formative assessments
• Pattern of increased percentage of first- through third-grade students reading at grade level
• Pattern of increased percentage of middle school students taking high school level courses
• Pattern of increased percentage of students who receive a high school diploma
• Pattern of increased number of students earning college credit while in high school
• Increase in the percentage of students, particularly students from underperforming subgroups, who

enroll in and are successful taking Algebra I by eighth grade
• Increase the pattern of high school students earning career and technical industry certifications, state

licenses, or successful national occupational assessment credentials
• Increase the percent of students taking the ACT
• Increase the percent of minority students taking Advanced Placement/dual enrollment courses
• Increase the number/percent of students involved in one or more extracurricular activities

Developing Goals 

Goals are developed early in the school year.  The goals describe observable behavior and/or 
measurable results that would occur when a goal is achieved.  The acronym SMART (Figure 10) 
is a useful way to self-assess a goal’s feasibility and worth.  
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End-of-Year Review of Goal 

By the appropriate date, as determined by the evaluator, each school administrator is responsible 
for assessing the professional growth made on the goal and for submitting documentation to the 
evaluator.  A school administrator may find it beneficial to draft the next year’s goal as part of 
the reflection process in the event the goal has to be continued and/or revised.  By mutual 
agreement, evaluators and individual school administrators may extend the due date for the end-
of-year reviews in order to include the current year’s data. In addition, as noted in the measures 
of academic achievement/growth noted on the previous page, data from previous years may be 
used to demonstrate a pattern toward attainment of goals.   

RATING SCHOOL ADMINISTRATOR PERFORMANCE 

Definitions of Ratings 

The rating scale provides a description of four levels of how well the standards (i.e., duties) are 
performed on a continuum from Distinguished to Unacceptable.  The use of the scale enables 
evaluators to acknowledge effective performance (i.e., Distinguished and Effective), and it 
provides two levels of feedback for school administrators not meeting expectations (i.e., 
Developing/Needs Improvement and Unacceptable).  The definitions in Figure 12 offer general 
descriptions of the ratings.  Note: Ratings are applied to the six performance standards as an 
overall summative rating, not to performance indicators.  School administrators are expected to 
perform at the Effective level.   
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has shown evidence of each of the performance standards.  This form does not include an actual 
rating of performance. The evaluator should share the results of her or his assessment with the 
school administrator by January 15th.     

Summative Assessment 

Assessment of performance quality occurs only at the summative evaluation stage, which comes 
at the end of the evaluation cycle.  School administrators will be rated on all six performance 
standards using performance appraisal rubrics (see Part II).  As previously discussed, the 
rubric is a behavioral summary scale that describes acceptable performance levels for each 
performance standard.  The scale states the measure of performance expected of school 
administrators and provides a general description of what each rating entails.  Ratings are made 
at the performance standard level, NOT at the performance indicator level. 

Evaluators make judgments about performance of the six 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 school administrator’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.  The evaluator 
records the ratings and comments on the School Administrator Summative Performance Report 
in Part III.  The results of the evaluation must be discussed with the administrator at a 
summative evaluation conference.  

Single Summative Rating 

In addition to receiving a diagnostic rating for each of the six performance ratings, the school 
administrator 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 
administrator. The intent is not to replace the diagnostic value of the six performance standards; 
rather it is to provide an overall rating of the school administrator’s performance. 

The overall summative rating will be judged as Distinguished, Effective, Developing/Needs 
Improvement, or Unacceptable. 

• If the school administrator has an Unacceptable rating on one or more of the six
performance standards, he or she may receive an overall performance rating of
Unacceptable. They may not receive an overall performance rating of Distinguished.

• If an experienced ( as defined by the local district) principal has three or more Needs
Improvement ratings, s/he would be rated no higher than Developing.

• If an inexperienced principal has three or more Developing ratings from among the six
performance standards, he or she will be rated as Developing in the first year, and
Unacceptable in following years.
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Performance Improvement Plan 

If a school administrator’s performance does not meet the expectations established by the school 
district, the school administrator will be placed on a Performance Improvement Plan.  A 
Performance Improvement Plan is designed to support a school administrator 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 school administrator 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: 

• a school administrator receives two or more Not Evident ratings at the interim review,

• a rating of Needs Improvement on two or more performance standards or three or more
Developing ratings, 

• a
 rating of Unacceptable on one or more performance standards or an overall rating of 
Unacceptable. 

Implementation of Performance Improvement Plan 

When a school administrator is placed on a Performance Improvement Plan, the evaluator must:  

a) provide written notification to the school administrator of the area(s) of concern that
need(s) to be addressed,

b) formulate a Performance Improvement Plan, and

c)  review the results of the Performance Improvement Plan with the school administrator
within established timelines.

Assistance may include: 

• support from a professional peer or supervisor,

• conferences, classes, and workshops on specific topics, and/or

• other resources to be identified.

The Performance Improvement Plan Form is in Part III. 

Resolution of Performance Improvement Plan 

Prior to the evaluator making a final recommendation, the evaluator meets with the school 
administrator 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 school administrator is no longer on a
Performance Improvement Plan and is rated Effective.
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b) Partial improvement has been achieved but more improvement is needed; the school
administrator remains on a Performance Improvement Plan and is rated
Developing/Needs Improvement.

c) Insufficient or no improvement has been achieved; the school administrator is rated
Unacceptable.

When a school administrator is rated Unacceptable, the school administrator may be 
recommended for non-renewal or dismissal.  If not dismissed, a new Performance Improvement 
Plan may be implemented.  Following completion of the Performance Improvement Plan, if the 
school administrator is rated Unacceptable a second time, the school administrator will be 
recommended for dismissal.  
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The school 
administrator 
strategically drives 
the success of each 
learner through 
collaborative 
implementation of a 
shared vision of 
teaching and learning 
that leads to student 
academic progress 
and school 
improvement that 
reflects excellence. 

The school 
administrator drives 
the success of each 
learner through 
collaborative 
implementation of a 
shared vision of 
teaching and 
learning that leads to 
student academic 
progress and school 
improvement. 

The school 
administrator is 
ineffective or 
inconsistent in 
supporting the success 
of each learner 
through collaborative 
implementation of a 
shared vision of 
teaching and learning 
that leads to student 
academic progress 
and school 
improvement. 

The school 
administrator does not 
support the success of 
each learner through 
collaborative 
implementation of a 
shared vision of 
teaching and learning 
that leads to student 
academic progress 
and school 
improvement. 

*School administrators who are distinguished often serve as role models.
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School Administrator Self-Evaluation Form 

Directions:  School administrators 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.  Identify possible 
pieces of evidence for areas of strength. 

School Administrator:         Date:  

1. Leadership for Student Learning
The school administrator drives the success of each learner through collaborative
implementation of a shared vision of teaching and learning that leads to student academic
progress and school improvement.

Areas of strength: 

Areas needing improvement: 

Strategies for growth: 

2. School Climate
The school administrator fosters the success of all students by advocating, developing,
nurturing, and sustaining a safe, positive, and academically engaging school climate. 

Areas of strength: 

Areas needing improvement: 

Strategies for growth: 

3. Human Resources Leadership
The school administrator provides effective leadership in the area of human resources
through selecting, assigning, inducting, supporting, developing, evaluating, and retaining
quality instructional and support personnel.

Areas of strength: 

Areas needing improvement: 

Strategies for growth: 
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4. Organizational Management
The school administrator fosters the success of all students by supporting, managing, and
overseeing the school’s organization, operation, and use of resources.

Areas of strength: 

Areas needing improvement: 

Strategies for growth: 

5. Communication and Community Relations
The school administrator fosters the success of all students by effectively communicating,
collaborating, and engaging stakeholders to promote understanding, support, and
continuous improvement of the school’s programs and services that are aligned with the
school’s vision.

Areas of strength: 

Areas needing improvement: 

Strategies for growth: 

6. Professionalism
The school administrator fosters the success of all students by demonstrating behavior
consistent with legal, ethical, and professional standards, and by engaging in continuous
professional development and contributing to the profession.

Areas of strength: 

Areas needing improvement: 

Strategies for growth: 
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Informal Observation Visit Form 

Directions:  Evaluators should 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. 

School Administrator:   Date: 
Evaluator:  
1. Leadership for Student Learning
The school administrator drives the success of each learner through collaborative implementation of a 
shared vision of teaching and learning that leads to student academic progress and school improvement. 

Suggested Guiding Questions/Prompts: 
• What opportunities have you created this year for collaboration among teachers?
• How have you positively impacted the teachers’ effective instructional practices associated with

different subject areas this year?
• How do you ensure curriculum standards are taught by the teachers and mastered by the students?
• How do you monitor teachers’ performance and 

provide constructive feedback to them?

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

• How do you involve the expertise of teacher 
leaders? 

Comments:  

Performance Standard 2: School Climate  
The school administrator fosters the success of all students by advocating, developing, nurturing, and 
sustaining a safe, positive, and academically engaging school climate. 

Suggested Guiding Questions/Prompts: 
• Please give some examples of the strategies you used 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?
• Please provide a few examples of how you model 

care for children or model other desired characteristics for teachers and staff.
• What are the internal and external factors that 

you perceive are affecting your school?
• How have you positively impacted the school 

environment to be more academically rigorous?

Comments:  
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Performance Standard 3: Human Resources Leadership 
The school administrator provides effective leadership in the area of human resources through selecting, 
assigning, inducting, supporting, developing, evaluating, and retaining quality instructional and support 
personnel.   
Suggested Guiding Questions/Prompts: 

• Please give examples of professional development initiatives implemented and/or continued this
school year to improve teacher performance.

• In what ways do you support the achievements of high-performing teachers?
• How do you ensure new teachers and staff receive 

the support they need during their first year? 
• How do you foster an atmosphere of professional 

learning among staff? 

• What are the most difficult human resource 
management decisions you have made this year? What aspects went well and what aspects were 
challenging? 

Comments:  

Performance Standard 4:  Organizational Management 
The school administrator fosters 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?
• What are you doing to protect instructional time?
• What are the strengths, weaknesses, 

opportunities, and challenges you have perceived in your school’s organizational management? 
Comments:  
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Performance Standard 5: Communication and Community Relations 
The school administrator fosters the success of all students by effectively communicating, collaborating, 
and engaging stakeholders to promote understanding, support, and continuous improvement of the 
school’s programs and services that are aligned with the school’s vision.
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. 

Comments:  

Performance Standard 6: Professionalism 
The school administrator fosters the success of all students by demonstrating behavior consistent with 
legal, ethical, and professional standards and by engaging in continuous professional development and 
contributing to the profession. 

Suggested Guiding Questions/Prompts: 
• How do you communicate professional beliefs and values to all stakeholders?
• Give an example of a skill that you learned during professional interactions with colleagues that you

have used successfully in your school.
• What professional learning have you engaged in and how has it impacted your effectiveness as a

school leader?
• In what ways have you grown as a school leader?
• In what ways do you take an active role in 

professional organizations? 

Comments:  

Evaluator’s Signature Date 

___________________________ ______________________ 
School Administrator’s Signature Date 

School Administrator’s signature acknowledges an opportunity to review the information from 
the above form.  It does not necessarily indicate agreement with the comments. 
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VI. Mid-Year Review (Describe
goal progress and other relevant
data)

Mid-year review conducted on_________ Initials ______  ______ 
Administrator   Evaluator  

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

 Data attached 

Initial Goal Submission (due by ___________ to the evaluator) 

School Administrator’s Signature:   Date:  

Evaluator’s Signature:   Date:  

End-of-Year Review   

 Appropriate Data Received     

Strategies used and data provided demonstrate application of professional growth?   Yes   No 

School Administrator’s Signature:  Date:  

Evaluator’s Signature:   Date:  
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__________________________________________ _______________________ 
School Administrator’s Signature Date 
School Administrator’s signature acknowledges an opportunity to review the information from 
the above form.  It does not necessarily indicate agreement with the comments. 

Clicking the acknowledge button is the equivalent of an online signature. 

School Administrator Interim/Annual Performance Report 

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, 
document log 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 
school administrator’s progress towards meeting the standard.  This form should be maintained 
by the evaluator during the course of the evaluation cycle.  (Within appropriate timelines this 
report is shared at a meeting with the school administrator.)   

School Administrator:         Date:  

Evaluator: 

1: Leadership for Student Learning 
The school administrator drives the success of each learner through collaborative implementation of a shared 
vision of teaching and learning that leads to student academic progress and school improvement. 
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2: School Climate  
The school administrator fosters the success of all students by advocating, developing, nurturing, and sustaining a 
safe, positive, and academically engaging school climate. 
• 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.

• Models and collaboratively promotes rigorous
expectations, mutual respect, concern, and empathy
for students, staff, families, and community.

• Utilizes shared decision-making and collaboration to
build relationships with students, staff, families, and
community and to enhance positive school morale.

• Models and encourages intelligent risk-taking by
students, staff, families, and community to promote
growth, change, and innovation.

Other indicators not listed: 

• Supports students, staff, families, and community
through changes connected to school improvement.

• Implements and monitors a safety plan that manages
situations in an effective and timely manner.

• Involves students, staff, families, and the community
to create, sustain, and promote a positive, safe, and
healthy learning environment.

• Implements and communicates best practices in
school-wide behavior management that are effective
within the school community.

• Listens to the concerns of students, staff, families, and
community members in a visible and approachable
manner.

• Respects and promotes the appreciation of diversity.

Comments: 

 Leads the collaborative development and sustainment 
of a shared vision for educational improvement and 
works collaboratively with staff, students, parents, 
and other stakeholders to develop a mission and 
programs consistent with the district’s 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. 

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

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

 Acquires and shares knowledge of evidence-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 guaranteed and viable 
standards-based curriculum. 

Other indicators not listed: 

 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, 
and to inform instructional practices. 

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

 Promotes professional development and 
instructional practices that incorporate the use of 
achievement data, and results in increased student 
progress. 

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

• Evaluates the impact professional development has on
the staff, school improvement and student academic
progress.

Comments: 

 Evident     Not Evident 

 Evident     Not Evident 
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3: Human Resources Leadership 
The school administrator provides effective leadership in the area of human resources through selecting, 
assigning, inducting, supporting, developing, evaluating, and retaining quality instructional and support 
personnel.   

• Understands and participates in the selection of
highly-effective staff in a fair and equitable manner 
based on school and district needs, assessment data, 
and local and state requirements.   

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

• Provides a mentoring process for all new and
targeted instructional personnel, as well as develops 
leadership potential through personal mentoring. 

• Properly implements the teacher and staff evaluation
systems in accordance with local and state 
requirements, supports the important role evaluation 
plays in teacher and staff development, and 
evaluates performance of personnel using multiple 
data sources. 

Other indicators not listed: 

• Documents deficiencies and proficiencies through
qualitative and quantitative data sources, provides
timely formal and informal feedback on strengths and
weaknesses, and provides support and resources for
teachers and staff to improve job performance.

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

• Maximizes human resources based on the strengths
of teachers and staff members and provides them
with professional development opportunities to
improve student learning and gain self-confidence in
their skills.

Comments:  

 Evident     Not Evident 

4:  Organizational Management 
The school administrator fosters the success of all students by supporting, managing, and overseeing the school’s 
organization, operation, and use of resources. 
• Demonstrates and communicates a working

knowledge and understanding of the state’s public 
education rules, regulations, and laws, and school 
district policies and procedures.  

• Establishes and enforces rules and procedures to
ensure a safe, secure, efficient, and orderly facility 
and grounds. 

• Monitors and provides supervision of all
instructional programs, building space usage, and 
activities.  

Other indicators not listed: 

• Analyzes data to identify and plan for
organizational, operational, or resource-related
problems and resolves them in a timely, consistent,
and effective manner.

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

• Implements strategies for the inclusion of staff and
stakeholders in various planning processes, shares
in management decisions, and delegates duties as
applicable that will result in an effective school.
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Comments: 

 Evident     Not Evident 

5: Communication and Community Relations
The school administrator fosters the success of all students by effectively communicating, collaborating, and 
engaging stakeholders to promote understanding, support, and continuous improvement of the school’s programs 
and services that are aligned with the school’s vision. 

Within the school and district…. 
• Plans strategically for and solicits students and staff

input to promote effective decision-making and
communication when appropriate.

• Disseminates information in a timely manner to
students and staff through multiple channels and
sources.

• Involves students and staff in a collaborative effort to
establish positive relationships.

• Maintains visibility and accessibility to students and
staff.

• Speaks and writes in a clear, effective and appropriate
manner to students and staff.

• Collaborates and networks with district colleagues to
effectively utilize the resources and expertise
available.

• Advocates for students and acts to influence school
and district decisions affecting student learning.

• Communicates long- and short-term goals and the
school improvement plan to all staff and district
colleagues.

With parents and families… 

• Plans strategically for and solicits parent and family
input to promote effective decision-making and
communication.

• Disseminates information in a timely manner to
parents and families through multiple channels and
sources.

• Involves parents and families in a collaborative effort
to establish positive relationships.

• Maintains visibility and accessibility to parents and
families.

• Speaks and writes in a clear and effective manner
appropriate to parents and families.

• Provides a variety of opportunities for parent and
family involvement in school activities.

• Advocates for students and acts to influence school
and family decisions affecting student learning.
Communicates long- and short-term goals and the

school improvement plan to parents and families. 
For community engagement… 

• Plans strategically for and solicits community input
to promote effective decision-making and
communication.

• Disseminates information in a timely manner through
multiple channels and sources.

• Involves the community in a collaborative effort to
establish positive relationships.

• Maintains visibility and accessibility with
community.

• Speaks and writes in a clear and effective manner
appropriate to community resources.

• Collaborates and networks with the community and
other stakeholders to effectively utilize the resources
and expertise available.

• Advocates for students and acts to influence local,
district, and state decisions affecting student learning.

• Communicates long- and short-term goals and the
school improvement plan to all stakeholders.

Other indicators not listed:   

Comments: 

 Evident     Not Evident 
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6: Professionalism 
The school administrator fosters the success of all students by demonstrating behavior consistent with legal, 
ethical, and professional standards and by engaging in continuous professional development and contributing to 
the profession. 
• Creates a culture of respect, understanding,

sensitivity, and appreciation for students, staff, and 
other stakeholders, and models these attributes on a 
daily basis.  

• Works within legal, ethical, and professional
guidelines to improve student learning and to meet 
school, district, state, and national requirements.  

• Models professional behavior and is
culturally responsive to students, staff, and other 
stakeholders. 

• Maintains and ensures confidentiality.

• Maintains a positive and respectful attitude.
Other indicators not listed: 

• Maintains a professional appearance and
demeanor. 

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

• Works in a collaborative manner with all
stakeholders to promote, support, and enhance the 
vision, mission, and goals of the school district.  

• Contributes to, enhances, and supports the
development of the profession. 

• Assumes responsibility for their own professional
growth and learning to positively shape school 
effectiveness.   

Comments: 

 Evident     Not Evident 

Strengths: 

Areas of Improvement: 

School Administrator’s Name:  Date:  

School Administrator’s Signature: 

Evaluator’s Name:   Date:  

Evaluator’s Signature: 

School Administrator’s signature acknowledges an opportunity to review the information from 
the above form.  It does not necessarily indicate agreement with the comments. 

Clicking the acknowledge button is the equivalent of an online signature. 
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School Administrator Improvement Goals: 

Overall Evaluation Summary Rating 

  Distinguished  

  Effective 

  Developing/Needs Improvement    

  Unacceptable 
Due to one or more Unacceptable ratings, two or more Needs Improvement ratings, or three or more Developing 
ratings on the performance standards 

__________________________________ __________________________________ 
Evaluator’s Name    School Administrator’s Name 

___________________________________ ____________________________________ 
Evaluator’s Signature    School Administrator’s Signature  

School Administrator’s signature acknowledges an opportunity to review the information from 
the above form.  It does not necessarily indicate agreement with the comments. 

Clicking the acknowledge button is the equivalent of an online signature. 

___________________________________ ____________________________________
Date      Date 

___________________________________ 
Superintendent’s Name 

___________________________________ ____________________________________ 
Superintendent’s Signature     Date 
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Support Dialogue Form (optional) 

Directions: School administrators 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? 

School Administrator’s Name:  

School Administrator’s Signature:  Date:  

Evaluator’s Name:  

Evaluator’s Signature:   Date:  
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School Administrator Survey: Community Survey 
Administrator’s Name 

Site School Year 

Your thoughtful and candid feedback regarding this school administrator is very important. 
Individual school administrators are asked to understand, interpret, apply, and identify what 
each can do to work in support of the school district’s Vision.  

Directions: Listed below are several statements about the school administrator.  Mark the 
most appropriate response to each statement.   Please write your comments on the space 
provided.  You may attach additional sheets if necessary. 

THIS SCHOOL ADMINISTRATOR… Strongly  
Agree 

Agree Disagree Strongly 
Disagree 

Do Not 
Know 

 Makes me feel comfortable contacting him/her. 
 Comments  

Communicates in an appropriate and timely manner. 
  Comments 

Treats me with courtesy and respect. 
Comments  

Addresses problems and concerns in a timely and  
effective manner. 
Comments  

Provides leadership in his/her area. 
Comments  

Is a resource in his/her area. 
Comments  

Works well with others. 
Comments  

Demonstrates ethical behavior. 
Comments  

Check the item that best describes your involvement in the community. 

 Business owner/manager       Homemaker     Retired     Volunteer   Work in the area        
 Additional comments are written on the back of this survey.
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School Administrator Survey: Family Survey 

 Administrator’s Name Site School Year 

Your thoughtful and candid feedback regarding this school administrator is very important. 
Individual school administrators are asked to understand, interpret, apply, and identify what 
each can do to work in support of the school district’s Vision.  

Directions: Listed below are several statements about the school administrator.  Mark the 
most appropriate response to each statement.   Please write your comments on the space 
provided.  You may attach additional sheets if necessary. 

THIS SCHOOL ADMINISTRATOR… Strongly  
Agree 

Agree Disagree Strongly 
Disagree 

Do Not 
Know 

1. Makes me feel comfortable contacting him/her.

2. Treats me with courtesy and respect.

3. Treats students with courtesy and respect.

4. Addresses problems and concerns in a timely
manner.

5. Works collaboratively to meet my child’s needs.

6. Communicates effectively with me about my
child’s progress.

7. Informs me about school expectations.

8. Handles conferences in a professional manner.

9. Creates a safe learning environment.

10. Is knowledgeable about the student population
and their needed curriculum.

11. Provides an environment that promotes learning
and student achievement.

12. Uses fair disciplinary procedures.

Comments 

 Additional comments are written on the back of this survey. 
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9-12 administer the surveys to at least two classes per semester. Teachers may add additional 
questions to the surveys at their discretion. 

The teacher retains sole access to the results of the student surveys. The teacher should include a 
summary of the survey data (see Part III) in the Documentation Log.  

Measures of Student Progress 

The New Jersey Educator Effectiveness Task Force has recommended that Student Achievement 
(Standard 7 in the Stronge Evaluation System) account for 50% of the evaluation for teachers of 
tested grades and subjects and between 15%-50% for teachers of non-tested grades/subjectsa.  It 
is important to understand that approximately 30 percent of public schools teachers will have a 
direct measure of student progress based on state standards assessment results. However, there 
must be additional measures for the remaining approximately 70 percent of teachers, and to 
ensure there are one or more additional measures for the approximately 30 percent of teachers 
who can appropriately use the student growth percentile as one of multiple growth measures in 
the evaluation. One option is Student Learning Objectives (SLOs), which will be discussed in a 
later section. Quantitative measures of growth based on validated achievement measures that 
already are being used locally should be considered when determining local growth measures.  

Student Growth Percentile Scoresb 

Student growth percentiles (SGPs) describe the progress students make from one year to the next 
compared to students with similar state standards-based achievement test history. This provides 
an understanding of how much progress students made based on where they started – regardless 
of whether they started as low, moderate, or high achieving students. SGPs range from 1 to 99, 
where higher numbers represent higher growth and lower numbers represent lower growth, 
relative to students who have similar achievement histories (i.e., similar state standards-based 
test scores). The statistical method works independently of state standards performance 
proficiency levels. Thus, in practice, it is important to understand that:   

• low-achieving students can show high growth, yet still not reach the achievement levels
needed to demonstrate proficient mastery of state academic content standards.

• high-achieving students can show low growth relative to other high-achieving students and,
yet, still demonstrate proficient or advanced mastery of state academic content standards.

SGPs describe the percentile for change in achievement, not absolute achievement. A student’s 
SGP represents the percent of students who have similar prior academic achievement and who 
earned lower scores on the state standards test. For example, a student who earns an SGP of 80 
earned a state standards-based test score that was as high as or higher than 80 percent of the other 
students statewide who had similar academic histories on state standards-based tests. Only 20 
percent of students with similar prior achievement histories earned higher scores.  

a New Jersey Department of Education Notice of Grant Opportunity, March 2012. 
b Adapted from Virginia Department of Education training materials, Yourtown Handbook, 2011. 
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Student Learning Objectivesf 

One approach to linking student progress to teacher performance involves building the capacity 
for teachers and their evaluators to interpret data so that target objectives for student 
improvement can be set. Setting learning objectives based squarely on student performance is a 
powerful way to enhance professional performance and, in turn, positively impact student 
achievement. Student learning objectives are designed to improve student learning. 

Teachers have a definite and powerful impact on student learning and academic performance.1  
Depending on grade level, content area, and learners’ ability level, appropriate measures of 
learner performance are identified to provide information on learning gains. Performance 
measures may include standardized test results as well as other pertinent data sources. Teachers 
set objectives for improving student progress based on the results of performance measures. The 
student learning objectives and their attainment constitute an important data source for 
evaluation. 

The Intent of Student Learning Objectives 

One of the purposes of student learning objectives includes focusing attention on instructional 
improvement. This process is based on determining baseline performance, developing strategies 
for improvement, monitoring progress and assessing results at the end of the academic year. 
More specifically, the intent of student learning objectives is to: 

• make explicit the connection between teaching and learning,

• make instructional decisions based upon student data,

• provide a tool for school improvement,

• increase the effectiveness of instruction via continuous professional growth,

Tier III: Teachers 
who have no direct 
or indirect role in 
subjects or grades 
where student 
growth percentiles 
are available 

Not applicable All of Standard 7 based on growth measures 
other than the SGP. 
• Quantitative measures already available in

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

• Student learning objectives or other
measures should incorporate data from 
validated achievement measures whenever 
possible (e.g., teachers of Advanced 
Placement courses could establish a goal of 
85 percent of students earning a score of 3 
or better on the Advanced Placement 
exam). 

• To the extent practicable, teachers should
have at least two valid measures of growth 
included in the evaluation. 
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The overall summative rating will be judged as highly effective, effective, partially effective, or 
ineffective using the following suggested range of scores: 

Ineffective = 10 – 19 
Partially Effective = 20 – 25 
Effective = 26 – 34 
Highly Effective = 35 – 40 

The actual weighting and summative rating range should be determined by the school district in 
advance of implementation of the evaluation system. 

Note: Regardless of the overall total points earned, three or more partially effective ratings on 
individual performance standards will result in an overall rating of partially effective or 
ineffective. Similarly, one ineffective rating on any one performance standard may result in an 
overall ineffective rating.  

Evaluation Schedule 

Summative evaluations are to be completed before the last week of school for all contract types.  
Figure 17 details the recommended evaluation schedule for all components of the evaluation 
system. If non-renewal of a teacher is anticipated, the summative evaluation ideally occurs at 
least one semester prior to the end of school year, provided that the teacher has had an 
opportunity to complete all of the Performance Improvement Plan activities (described in the 
next section of this handbook). 

Note: The details for the actual Evaluation Schedule should be determined by the school district 
prior to implementation. 

Documentation Records 

Documentation records are maintained by both the teacher and the principal/evaluator for the 
entire evaluation period. If the teacher transfers among the district’s schools, the documentation 
may be forwarded to the receiving school’s site administrator. At the end of an evaluation cycle, 
the evaluator retains copies of the Student Learning Objective Progress Form, Documentation 
Log Cover Sheet, Observation Form(s), and Summative Evaluation Form at the school/worksite. 
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Figure 17: Recommended TEPES Evaluation Schedule 
Responsibility 

of 

Timeline Activity for Professional Improvement Task or Document 

 A
dm

in
is

tr
at

or
 

 T
ea

ch
er

 

During the 1st Month Establish student learning objective (all teachers) Student Learning Objective Progress 
Form ! ! 

Before the end of the 
1st Quarter Observation of all non-tenured teachers Observation Form ! 
Before the end of the 
2nd Quarter Observation of all non-tenured teachers Observation Form ! 
Before end of the 1st 
Semester Summary of student survey feedback (all teachers) 

Student Surveys and Student Survey 
Summary Form ! 

Mid-year 

• Mid-year review of student learning objective (all
teachers)

• Non-tenured teachers will review Documentation Log
• Interim performance evaluation of non-tenured teachers

Student Learning Objective Progress 
Form  
Documentation Log 
Interim Performance Report 

! 
! 
! 

! 
! 

During the 2nd 
Semester Observation of all teachers Observation Form ! 
10 calendar days prior 
to summative 
evaluation date 

• End-of-year review of student learning/program objective (all
teachers)

• Submit Documentation Log

Student Learning/Program Objective 
Progress Form 
 

Documentation Log 

! 

! 

! 

! 
Before Last Week of 
School Summative evaluation (all teachers) Summative Performance Form ! 
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Support Dialogue 

The Support Dialogue is initiated by evaluators or teachers at any point during the school 
year for use with personnel whose professional practice would benefit from additional 
support. A teacher could request a support dialogue. It is designed to facilitate discussion 
about the area(s) of concern and ways to address those concerns.  During the initial 
session, both parties share what each will do to support the teacher’s growth (see sample 
prompts below), and decide when to meet again. After the agreed-upon time to receive 
support and implement changes in professional practice has elapsed, the evaluator and 
teacher meet again to discuss the impact of the changes (see sample follow-up prompts 
below). The entire Support Dialogue process is intended to be completed within a 
predetermined time period as it offers targeted support. 

The desired outcome would be that the teacher’s practice has improved to a effective 
level. In the event that improvements in performance are still needed, the evaluator 
makes a determination to either 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 predetermined time 
period to demonstrate that the identified deficiencies have been corrected. Sample 
prompts for conversations with the teacher are shown in Figure 19. 

Figure 19: 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 do you need in order to address you concerns? 

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? 

Performance Improvement Plan 

If a teacher’s performance does not meet the expectations established by the school, the 
teacher may be placed on a Performance Improvement Plan (see Performance 
Improvement Plan Form in Part III).  

A Performance Improvement Plan is designed to support a teacher 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 teacher whose professional practice would 
benefit from additional support.  A Performance Improvement Plan will be required if 
either of the following ratings is given on a Summative Performance Evaluation Report: 
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Request for Review of an Ineffective Rating 

The teacher 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 district.
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Contemporary Effective Teacher Research 

Contemporary research has found that an effective teacher: 
• Facilitates planning units in advance to make intra- and interdisciplinary

connections.3

• Plans for the context of the lesson to help students relate, organize, and make
knowledge become a part of their long-term memory.4

• Identifies instructional objectives and activities5 to promote students’ cognitive and
developmental growth.6
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• Uses open-ended performance assignments.21

• Analyzes student assessments to determine the degree to which the intended learning
outcomes align with the test items and student understanding of objectives.22

• Interprets information from teacher-made tests and standardized assessments to guide
instruction and gauge student progress by examining questions missed to determine if
the student has trouble with the content or the test structure.23
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• Seeks to know about the cultures and communities from which students come.28
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Contemporary Effective Teacher Research  
Contemporary research has found that an effective teacher: 

• Recognizes the levels of involvement, ranging from networking to collaboration.29

• Uses multiple forms of communication between school and home.30

• Acknowledges his or her perspective and is open to hearing their students’ worldviews.31

• Is culturally competent.32

• Seeks to know about the cultures and communities from which students come.33
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4: Assessment 
of/for Learning 

Specific Examples: 

5: Learning 
Environment 

Specific Examples: 

6: Professionalism   Specific Examples: 

7: Student Progress Specific Examples: 

Observer’s Signature: 

Teacher’s Signature: 
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1: Professional Knowledge 
The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of 
students by providing relevant learning experiences. 
1.1 Effectively addresses appropriate curriculum standards. 
1.2 Integrates key content elements and facilitates students’ use of higher level thinking skills in 

instruction. 
1.3 Demonstrates an ability to link present content with past and future learning experiences, other subject 

areas, and real world experiences and applications. 
1.4 Demonstrates an accurate knowledge of the subject matter. 
1.5 Demonstrates skills relevant to the subject area(s) taught. 
1.6 Bases instruction on goals that reflect high expectations and an understanding of the subject. 
1.7 Demonstrates an understanding of the intellectual, social, emotional, and physical development of the 

age group. 
1.8 Communicates clearly and checks for understanding. 
2: Instructional Planning 
The teacher plans using the state’s standards, the school’s curriculum, effective strategies, resources, and data to 
meet the needs of all students. 
2.1 Uses student learning data to guide planning. 
2.2 Plans time realistically for pacing, content mastery, and transitions. 
2.3 Plans for differentiated instruction. 
2.4 Aligns lesson objectives to the school’s curriculum and student learning needs. 
2.5 Develops appropriate long- and short-range plans, and adapts plans when needed. 
3: Instructional Delivery 
The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet 
individual learning needs. 
3.1 Engages and maintains students in active learning.  
3.2 Builds upon students’ existing knowledge and skills. 
3.3 Differentiates instruction to meet the students’ needs.  
3.4 Reinforces learning goals consistently throughout the lesson.   
3.5 Uses a variety of effective instructional strategies and resources. 
3.6 Uses instructional technology to enhance student learning. 
3.7 Communicates clearly and checks for understanding. 
4: Assessment of/for Learning 
The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, 
guide instructional content and delivery methods, and provide timely feedback to both students and parents 
throughout the school year 
4.1 Uses pre-assessment data to develop expectations for students, to differentiate instruction, and to 

document learning. 
4.2 Involves students in setting learning goals and monitoring their own progress. 
4.3 Uses a variety of assessment strategies and instruments that are valid and appropriate for the content 

and for the student population. 
4.4 Aligns student assessment with established curriculum standards and benchmarks. 
4.5 Uses assessment tools for both formative and summative purposes, and uses grading practices that 

report final mastery in relationship to content goals and objectives. 
4.6  Uses assessment tools for both formative and summative purposes to inform, guide, and adjust 

students’ learning. 
4.7 Gives constructive and frequent feedback to students on their learning. 
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5: Learning Environment 
The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-
centered environment that is conducive to learning. 
5.1 Arranges the classroom to maximize learning while providing a safe environment. 
5.2 Establishes clear expectations, with student input, for classroom rules and procedures 

early in the school year, and enforces them consistently and fairly. 
5.4 Maximizes instructional time and minimizes disruptions. 
5.4 Establishes a climate of trust and teamwork by being fair, caring, respectful, and 

enthusiastic. 
5.5  Promotes cultural sensitivity. 
5.6 Respects students’ diversity, including language, culture, race, gender, and special needs. 
5.7  Actively listens and pays attention to students’ needs and responses. 
5.8 Maximizes instructional learning time by working with students individually as well as in 

small groups or whole groups. 
6: Professionalism  
The teacher maintains a commitment to professional ethics, communicates effectively, and takes 
responsibility for and participates in professional growth that results in enhanced student learning. 
6.1 Collaborates and communicates effectively within the school community to promote 

students’ well-being and success. 
6.2   Adheres to federal and state laws, school policies and ethical guidelines. 
6.3 Incorporates learning from professional growth opportunities into instructional practice. 
6.4 Sets goals for improvement of knowledge and skills. 
6.5 Engages in activities outside the classroom intended for school and student enhancement. 
6.6 Works in a collegial and collaborative manner with administrators, other school 

personnel, and the community. 
6.7 Builds positive and professional relationships with parents/guardians through frequent 

and effective communication concerning students’ progress. 
6.8 Serves as a contributing member of the school’s professional learning community 

through collaboration with teaching colleagues. 
6.9 Demonstrates consistent mastery of standard oral and written English in all 

communication. 
7: Student Progress 
The work of the teacher results in acceptable, measurable, and appropriate student academic progress. 
7.1 Sets acceptable, measurable and appropriate achievement goals for student academic 

progress based on baseline data. 
7.2 Documents the progress of each student throughout the year. 
7.3 Provides evidence that achievement goals have been met, including the state-provided 

growth measure when available as well as other multiple measures of student growth. 
7.4 Uses available performance outcome data to continually document and communicate 

student academic progress and develop interim learning targets. 
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4. ASSESSMENT OF/FOR LEARNING
• Uses pre-assessment data
• Involves students in setting learning goals
• Uses valid, appropriate assessments
• Aligns assessments with standards
• Uses a variety of assessment strategies
• Uses assessment tools for formative/summative purposes
• Gives constructive feedback

SPECIFIC EXAMPLES: 

5. LEARING ENVIRONMENT
• Arranges the classroom to maximize learning and

provides a safe environment
• Establishes clear expectations
• Maximizes instruction/minimal disruption
• Establishes a climate of trust/teamwork
• Promotes cultural sensitivity/respects diversity
• Listens and pays attention to students’ needs and

responses
• Maximizes instructional learning time by working with

students individually and in groups

SPECIFIC EXAMPLES: 

6. PROFESSIONALISM
• Collaborates/communicates effectively
• Adheres to laws/policies/ethics
• Incorporates professional development learning
• Incorporates learning from professional growth activities
• Sets goals for improvement
• Activities outside classroom
• Builds positive relationship with parents
• Contributes to professional learning community
• Demonstrates mastery of standard oral and written

English

SPECIFIC EXAMPLES: 

7. STUDENT PROGRESS
• Sets student achievement goals
• Documents progress
• Provides evidence of goal attainment
• Develops interim learning targets

SPECIFIC EXAMPLES: 

Comments: 

Observer’s Signature ______________________________________   Date 
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13. I learn new things in my class.
14. My teacher is enthusiastic and eager to

learn.
15. My teacher listens to me.

* 

* 
*Add other elements if needed, such as school-wide goals, or subject-specific elements.
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You may include a copy of the Student Survey Summary in the Learning Environment section of the Documentation 
Log.)

ATTACHMENT I:  Teacher Evaluation Tools
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1. Professional Knowledge
The teacher demonstrates an understanding of the curriculum, subject content, and the developmental needs of 
students by providing relevant learning experiences. 

• Effectively addresses appropriate curriculum
standards.

• Integrates key content elements and facilitates
students’ use of higher level thinking skills in
instruction.

• Demonstrates ability to link present content with past
and future learning experiences, other subject areas,
and real world experiences and applications.

• Demonstrates an accurate knowledge of the subject
matter.

• Demonstrates skills relevant to the subject
area(s) taught.

• Bases instruction on goals that reflect high
expectations and an understanding of the
subject.

• Demonstrates an understanding of the
intellectual, social, emotional, and physical
development of the age group.

• Communicates clearly and checks for
understanding.

Comments: 

%  Evident        %  Not Evident 
If not evident is selected, the supervisor will provide the following assistance with the expected teacher outcomes 
by the dates indicated. 

2. Instructional Planning
The teacher plans using the state’s standards, the school’s curriculum, effective strategies, resources, and data to 
meet the needs of all students. 

• Uses student learning data to guide planning.
• Plans time realistically for pacing, content

mastery, and transitions.
• Plans for differentiated instruction.

• Aligns lesson objectives to the school’s
curriculum and student learning needs.

• Develops appropriate long- and short-range
plans and adapts plans when needed.

Comments: 

%  Evident        %  Not Evident 
If not evident is selected, the supervisor will provide the following assistance with the expected teacher outcomes 
by the dates indicated. 
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3. Instructional Delivery
The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet 
individual learning needs. 

• Engages and maintains students in active learning.
• Builds upon students’ existing knowledge and

skills.
• Differentiates instruction to meet the students’

needs.
• Reinforces learning goals consistently throughout

lessons.

• Uses a variety of effective instructional strategies
and resources.

• Uses instructional technology to enhance student
learning.

• Communicates clearly and checks for
understanding.

Comments: 

%  Evident        %  Not Evident 
If not evident is selected, the supervisor will provide the following assistance with the expected teacher outcomes 
by the dates indicated. 

4. Assessment of/for Learning
The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, 
guide instructional content and delivery methods, and provide timely feedback to both students and parents 
throughout the school year. 

• Uses pre-assessment data to develop expectations
for students, to differentiate instruction, and to
document learning.

• Involves students in setting learning goals and
monitoring their own progress.

• Uses a variety of assessment strategies and
instruments that are valid and appropriate for the
content and for the student population.

• Aligns student assessment with established
curriculum standards and benchmarks.

• Uses assessment tools for both formative and
summative purposes and uses grading practices that
report final mastery in relationship to content goals
and objectives.

• Uses assessment tools for both formative and
summative purposes to inform, guide, and adjust
students’ learning.

• Gives constructive and frequent feedback to
students on their learning.

Comments: 

%  Evident        %  Not Evident  
If not evident is selected, the supervisor will provide the following assistance with the expected teacher outcomes 
by the dates indicated. 
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5. Learning Environment
The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered 
environment that is conducive to learning. 

• Arranges the classroom to maximize learning
while providing a safe environment.

• Establishes clear expectations, with student input,
for classroom rules and procedures early in the
school year, and enforces them consistently and
fairly.

• Maximizes instructional time and minimizes
disruptions.

• Establishes a climate of trust and teamwork by
being fair, caring, respectful, and enthusiastic.

• Promotes cultural sensitivity.
• Respects students’ diversity, including language,

culture, race, gender, and special needs.
• Actively listens and pays attention to students’

needs and responses.
• Maximizes instructional learning time by working

with students individually as well as in small
groups or whole groups.

Comments: 

%  Evident        %  Not Evident  
If not evident is selected, the supervisor will provide the following assistance with the expected teacher outcomes 
by the dates indicated. 

6. Professionalism
The teacher maintains a commitment to professional ethics, communicates effectively, and takes responsibility for 
and participates in professional growth that results in enhanced student learning. 

• Collaborates and communicates effectively within
the school community to promote students’ well-
being and success.

• Adheres to federal and state laws, school policies,
and ethical guidelines.

• Incorporates learning from professional growth
opportunities into instructional practice.

• Sets goals for improvement of knowledge and
skills.

• Engages in activities outside the classroom
intended for school and student enhancement.

• Works in a collegial and collaborative manner with
administrators, other school personnel, and the
community.

• Builds positive and professional relationships with
parents/guardians through frequent and effective
communication concerning students’ progress.

• Serves as a contributing member of the school’s
professional learning community through
collaboration with teaching colleagues.

• Demonstrates consistent mastery of standard oral
and written English in all communication.

Comments: 

%  Evident        %  Not Evident  
If not evident is selected, the supervisor will provide the following assistance with the expected teacher outcomes 
by the dates indicated. 
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7. Student Progress
The work of the teacher results in acceptable, measurable, and appropriate student academic progress. 

• Sets acceptable, measurable, and appropriate
achievement goals for student learning progress
based on baseline data.

• Documents the progress of each student
throughout the year.

• Provides evidence that achievement goals have
been met, including the state-provided growth
measure when available as well as other
multiple measures of student growth.

• Uses available performance outcome data to
continually document and communicate student
academic progress and develop interim learning
targets.

Comments: 

%  Evident        %  Not Evident  
If not evident is selected, the supervisor will provide the following assistance with the expected teacher outcomes 
by the dates indicated. 
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3. Instructional Delivery
The teacher effectively engages students in learning by using a variety of instructional strategies in order to meet 
individual learning needs. 
• Engages and maintains students in active learning.
• Builds upon students’ existing knowledge and

skills.
• Differentiates instruction to meet the students’

needs.
• Reinforces learning goals consistently throughout

lessons.

• Uses a variety of effective instructional strategies
and resources.

• Uses instructional technology to enhance student
learning.

• Communicates clearly and checks for
understanding.

Strengths: 

Areas for Growth: 

4. Assessment of/for Learning
The teacher systematically gathers, analyzes, and uses all relevant data to measure student academic progress, 
guide instructional content and delivery methods, and provide timely feedback to both students and parents 
throughout the school year. 
• Uses pre-assessment data to develop expectations

for students, to differentiate instruction, and to
document learning.

• Involves students in setting learning goals and
monitoring their own progress.

• Uses a variety of assessment strategies and
instruments that are valid and appropriate for the
content and for the student population.

• Aligns student assessment with established
curriculum standards and benchmarks.

• Uses assessment tools for both formative and
summative purposes and uses grading practices that
report final mastery in relationship to content goals
and objectives.

• Uses assessment tools for both formative and
summative purposes to inform, guide, and adjust
students’ learning.

• Gives constructive and frequent feedback to
students on their learning.

Strengths: 

Areas for Growth: 
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5. Learning Environment
The teacher uses resources, routines, and procedures to provide a respectful, positive, safe, student-centered 
environment that is conducive to learning. 
• Arranges the classroom to maximize learning

while providing a safe environment.
• Establishes clear expectations, with student input,

for classroom rules and procedures early in the
school year, and enforces them consistently and
fairly.

• Maximizes instructional time and minimizes
disruptions.

• Establishes a climate of trust and teamwork by
being fair, caring, respectful, and enthusiastic.

• Promotes cultural sensitivity.
• Respects students’ diversity, including language,

culture, race, gender, and special needs.
• Actively listens and pays attention to students’

needs and responses.
• Maximizes instructional learning time by working

with students individually as well as in small
groups or whole groups.

Strengths: 

Areas for Growth: 

6. Professionalism
The teacher maintains a commitment to professional ethics, communicates effectively, and takes responsibility for and participates         
• Collaborates and communicates effectively within

the school community to promote students’ well-
being and success.

• Adheres to federal and state laws, school policies,
and ethical guidelines.

• Incorporates learning from professional growth
opportunities into instructional practice.

• Sets goals for improvement of knowledge and
skills.

• Engages in activities outside the classroom
intended for school and student enhancement.

• Works in a collegial and collaborative manner
with administrators, other school personnel, and
the community.

• Builds positive and professional relationships with
parents/guardians through frequent and effective
communication concerning students’ progress.

• Serves as a contributing member of the school’s
professional learning community through
collaboration with teaching colleagues.

• Demonstrates consistent mastery of standard oral
and written English in all communication.

Strengths: 

Areas for Growth: 
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7. Student Progress
The work of the teacher results in acceptable, measurable, and appropriate student academic progress. 
• Sets acceptable, measurable, and appropriate

achievement goals for student learning progress
based on baseline data.

• Documents the progress of each student
throughout the year.

• Provides evidence that achievement goals have
been met, including the state-provided growth
measure when available as well as other
multiple measures of student growth.

• Uses available performance outcome data to
continually document and communicate student
academic progress and develop interim learning
targets.

Strengths: 

Areas for Growth: 

Comments: 
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