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WILLIAMS, JOYCE DAVIS, A Survey and Comparative Analysis of
Evaluation Programs for Principals in Fifty-Eight North
Carolina Administrative Units and Thirty-Six States in
1979-1981. Directed by: Dr. Joseph E. Bryson. Pp. 281.

The purpose of the-study was to survey and analyze
principal evaluation programs for the years 1979-1981. The
evaluation characteristics analyzed came from the evaluation
instruments. The general areas examined were evaluation
philosophy, purpose, procedures, methods and frequency;
items and criteria of evaluation; the effect of student
population and student expenditures on principal evaluation
programs.

The information was obtained by sending survey
letters to one hundred forty-four North Carolina administra-
tive units and fifty state departments of public instruction
in 1979. Information from the evaluation programs ﬁas
presented in tabular form and percentages for the data
included in the study.

The study revealed that teachers are evaluated in
more administrative wunits and states than principals.
Teacher evaluations contained more items and criteria than
principal evaluations. '"Personal Characteristics" was the
most frequent item and '"personal appearance'" was the most
frequent criterion. The rating scale was the method of

evaluation used most often. The criteria of '"school bus

transportation,' '"school food service'" and '"plant operating



and management' appeared in evaluation instruments four
times more frequently than '"Curriculum,'" "The Instructional
Program,'" "Ethics," '"Communications'" or '"Interpersonal
Relations'. Student population and student expenditures had
no effect on principal evaluation programs. Many administra-
tive school units and states have a principal evaluation
instrument but not a comprehensive evaluation philosophy and
plan.

In some states, the professional organizations and
unions ''control" discretionary and mandated evaluation. The
research study established that there is not a standard
uniformity in principal evaluation programs or instruments.

The state of North Carolina has recently mandated
evaluation programs. All North Carolina administrative
school units are using the new state principal evaluation
instrument as of September 1983. Dr. Brubaker stated that
"these changes have tremendous implications for the staff
development of principals as well as personnel judgments."
In the future as studies are undertaken regarding principal
evaluation results can be juxtaposed against the conclusions

presented in this study.
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CHAPTER I
INTRODUCTION

Men are goal-setting individuals andvbeing human,
they seek evaluation of their own actions, of other people's
actions, and of aspects of their environment.1 Howzam
asserted that the issue in evaluation is not whether there

will be evaluation but how, by whom, for what purpose, and

with what consequences.2

Evaluation has been one of the most neglected
aspects of education and because of this lack of
adequate evaluation, programs have been perpetuated,
people have been kept in positions for which they
are unsuited, and students have been permitted to go
through our school systems without receiving the
help that is needed. Meanwhile, the expenses of
education have continued to increase. The publics
are rightfully demanding an accounting of what their
taxes are buying.3

It is mandatory that educators develop systems of evaluation
that will 1lead to improvements in performance and will
assure the public that the schools are doing the best job

possible.4

1Robert B. Howzam, '"Current Issues in Evaluation."
The National Elementary Principal, 52 (February 1973); 18.

21bid. p. 12.
31bid. p. 19.
4Robert E. Green, Administrative Appraisal: A Step

to Improved Leadership (Washington, D.C.: National Associa-
tion of Seconary School Principals, 1972), p. 10.




Public dissatisfaction with education has been one
of the primary factors leading to a recent emphasis on
educational evaluation. The impact of federal initiatives on
education and educational evaluation has been enormous.
Recently, with fewer federal dollars to support educational
endeavors, an intense interest in accountability has been
created. The public has asked for proof that the educational
system is worth the money spent on it.5

Due to the social, political, and economic pressures
arising from public criticisms of the schools, some states
have enacted laws which have a direct bearing on performance
evaluation of principals and administrators.6 Because the
principal is the most important determiner of educational
climate in any school, many boards of education and
superintendents believe that the principalship 1is the
logical starting point for initiating a formal system of
administrative performance appraisal.

The North Carolina State Department of Public
Instruction has developed the Principal Performance Apprais-
al Instrument which shall be in use beginning in 1983.

At the time the research was being done, there was a

national trend toward accountability and evaluation in

S1bid. p. 11.
61bid.



education; therefore, the research could address the
particular time span of 1979-80. Since 1979-80, there have
been many changes in the states and in North Carolina
administrative units in the evaluation of principals.

It is of prime importance that all educators develop
specific procedures for performance appraisal and evidence

of a school's performance.7

Statement of the Problem

The purpose of this study was to examine performance
appraisal policies and evaluation programs for principals in
the North Carolina educational administrative units‘for the
year 1980. Specifically, this study was directed toward the
following questions:

1. What procedures and programs were used to
evaluate the performance of the school principal?

2. What effect has the evaluation process used in
1980 had on the improvement of instructional quality in the

schools?

Significance of the  Study

"The total character of education in any given

community is influenced by what the principal does or fails

"Ibid. p. 12.



to do. No term evokes more concern to educators than
evaluation; just the mention of evaluation sends many
administrators into a state of shock.8
The study is significant to the following:

1. School boards and public school systems as they
re-examine their current evaluation programs for principals;

2. State departments of public instruction as they
advise and assist 1local administrative wunits in the
development of more effective and efficient evaluation
programs;

3. Educators as they develop improved ways for
evaluatiﬁg public school personnel;

4. Students in the field of study needing research
in the area of performance evaluation.

The study examines, individually and collectively,
evaluation programs for the school principal to determine
the purposes and uses of evaluation for both the evaluators
and evaluatees, the frequency of evaluation, the methods
used in evaluation, the evaluative criteria, and the

procedures for implementing an evaluation program.

8Wilbur D. Hawkins, "Performance Evaluation: Start-
ing With the Superintendent," in Thrust for -Educational
Leadership, (Association of California School Administrators
IT, No. 2, 1972), p. 43.




Limitations of the Study

The area of performance evaluation of principals is
so broad and the number of administrative units so large
that it becomes difficult to make the study comprehensive.

Evaluation instruments from the responding school
units were examined, analyzed, and compared. The analysis of
the policies and procedures for performance evaluation was
limited to those school wunits and states studied. The
evaluation programs in individual administrative units were
not evaluated for weaknesses and strengths except where
comparisons were made with the data collected. Diverse
criterion items made analysis and comparison difficult for
the administrative unit and state evaluation instruments.

The fact that changes in evaluation are imminent
also indicates the significance of the study. At this time,
it is significant to study the diverse principal evaluation
programs on the North Carolina administrative units before
mandated principal evaluation.

The North,6K Carolina State Department of Public
Instruction within the past year has changed the accredita-
tion levels to simple accreditation by the administrative
unit; however, this does not change the factor characteris-

tics or their effects.



Definition of Terms

Evaluation: the process of delineating, obtaining,

and providing wuseful information for judging decision
alternatives. The process of evaluation is necessary to
provide periodic feedback’ to persons responsible for
implementing plans and procedures.? The process of making
judgements concerns the professional accomplishments and
competencies of certified employees. Possible considerations
include a broad knowledge of the area of performance
involved, the characteristics of the situation of the person
being appraised, and the specific standards of performance
established for the position.

Formative Evaluation: "Formative is ongoing evalua-

tion."10

Summative Evaluation: "Summative 1s the final

evaluation."11

Evaluative Instrument: a device, method or tool used

’

to evaluate performance or appraise functions.

9Michael Scriven, Robert Gagne, and Ralph Tyler,
Perspectives for Curriculum- Evaluation (Chicago: Rand
McNally, 1967), p. 89.

10Michael Scriven, '"The Methodology of Evaluation,"
in AERA Monograph Series on Cumulative -Evaluation, No. 1
(Chicago: Rand McNally, 1967).

11

Ibid.



Job Targets: an objective that relates to the

long-range issues of school improvement, having an impact on
such areas as curriculum or community relationms.

Task: some concrete duty that the principal must
perform as part of his ordinary daily routine.

Process: particulaf and continuing activity which
consumes many methods and involves a number of steps or
operations.

Information: descriptive or interpretive data about

entities and their relationships wused for a specific
purpose.

Administrative School Unit: county and city schools

that have been organized into one of the North Carolina
counties or cities as a chartered unit under the General
Statutes of North Carolina.

Performance- Evaluations: the formal process whereby

employees are evaluated periodically through the use of
criteria and procedures adopted by the organization or
institution to determine how well the employee is doing in

the defined role.

Organization of the Study

The study is organized into six chapters. Chapter I
gives a statement of the problem, the significance of the
study, definition of terms used, and the organization of the

remainder of the study. Chapter II is a review of related



literature. Chapter III, methodology, presents the evolution
and purposes of principal evaluation, evaluation methods and
tools, and the purpose, method and procedures of the state.
Chapter IV is a description and analysis of evaluation
programs for principals in forty-two North Carolina adminis-
trative school units. The chapter also presents a comparison
of two characteristics on evaluation programs. Chapter V
discusses principal evaluation programs in thirty-four
states and the District of Columbia. Chapter VI states the
summary, conclusions, and recommendations for further

research.



CHAPTER 1I
REVIEW OF RELATED LITERATURE

A review of literature is presented in the following
four sections: (1) history of the development of the
principal; (2) role and responsibilities of the principal;
(3) the principal as an educational leader; (4) the
principal and evaluation.

The evolution, role, and evaluation of the princi-
palship can be traced to their present development from
around the middle of the nineteenth century. The essential
features of the.principalship were established by the turn.
of the twentieth century and have not changed in any

1 While the duties and

substantial way since that time.
responsibilities have continued to grow and increase in
complexity, the expectation that principals serve the twin
functions of providing instructional leadership and managing
school affairs had been rooted firmly in the minds of school
superintendents and school board members by the early

1900's, particularly in America's larger cities.?

larthur Blumberg and William Greenfield, The Effec-
tive -Principal (Boston: Allyn and Bacon, Inc., 1980), p. 10.

27bid.
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By the year 1900, 'the principal had become the
directing manager, rather than the presiding teacher of the
school."3 Principals had assumed increasing responsibility
for the daily management of schools and had by this time
acquired powers which had increased their prestige. By the
early 1900's, three critical functions of the principalship
had been established: the supervision of instruction, staff
development, and the interpretation of the work of the

4 The role evolved

school to the immediate school community.
from that of a principal teacher performing numerous
clerical tasks to the prototype of the modern day principal
who usually does little or no teaching and is concerned
primarily with administrative, supervisory, and community
relations activities.5

The doctrine of administration as applied philosophy

emerged during the period 1885—1905.6

The doctrine asserted
that truth, concerning all things and all matters, was

eternal and to be discovered.7 It therefore followed that

Ibid. p. 11.
Ibid.
3Ibid. p. 12.
Ibid. p. 13.
71bid.
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the 1learned administrator, who could discover relevant
truths, was the best authority on all matters concerning
education, and that the problem of administration was the
application of philosophical knowledge to schools.8 A new
doctrine emerged during the early twentieth century in a
period that emphasized fiscal efficiency above all else.
Like a business enterprise, the schools were to be operated
at minimum cost and maximum efficiency. The child was first
the raw material and then the product, the teacher was the
worker and the school was the factory.9
The business management doctrine was abandoned in
the 1930's as the Depression and the New Deal emerged, and
although the techniques of administration had been enormous-
ly developed and refined since 1905, the justification for

10 Yntil the mid-1950's

administration was almost unchanged.
and 1960's, the role of the principal was simply authoritaf—
ian. However, at that time, the role of the principal and
the curricula were being challenged.11 In the 1950's, the

present administrative doctrine emerged that we continue to

have today. This doctrine is indigenéus and professionalized

Ibid. p. 219.

91bid. p. 221.

101pid. p. 222.

1144,
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and rests on a knowledge of schools, administration, and

educational policy.12

The principal's position has evolved over the years
until it is barely recognizable in comparison to its earlier

form.13

The old ground rules which fashioned the American
schools into unquestioned molds are now obsolete; and the
principal is left in too many cases without an acceptable

mode of administrative behavior.14

Today, the American
public 1is making unprecedented demands on the public
schools. Weak, indecisive leadership no longer suffices. The
leader at the helm of schools of the future must have a far

greater understanding of the community.l15

0f all public
services, schools should remain close to the people being

served.

12Paul Jacobs and Saul Landau, The Radicals (New
York: Random House, 1966), p. 522.

13Raymond E. Callahan, Education and the Cult of
Efficiency (Chicago: University of Chicago Press, 1963), p.

141144,

15Robert L. Heichberger, 'Creating the Climate for
Humanistic Change in School with the Principal as Change
Agent," Education, XCVI (Winter, 1975), 107.
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Role -and Responsibilites of the Principal

Campbell presented three views of the role of the
school administrator:

There is the first view that administration
is indistinguishable from teaching and scholarship;
the administrator 1is the statesmen teacher or
scholar who carries the administrative functions of
the organization with his left hand. A second view
of administration holds that the function of the
administrator can be differentiated from those of
the scholar. A third view holds that organizations
and the milieu in which they exist have become so
complex that only the administrator can comprehend
their purpose and their operation. This concept
makes the manager or administrator not only the
implementer of policy, but also the maker of

policy.16

The statutory responsibilities and duties of the
school principal have been placed in a role framework in
North Carolina General Statutes.

The duty and authority of North Carolina
principals generally is found in G S 115-150. The
school principal shall have authority to grade and
classify pupils and exercise discipline over the
pupils of the school. The principal shall make all
reports to the county or city superintendent and
give suggestions to teachers for the improvement of
instruction. It shall be the duty of each teacher in
a school to cooperate with the principal in every
way possible to promote good teaching in the school
and a progressive community spirit among its
patrons.17

16Roald F. Campbell. "The Administrator-His Role and
Eggfissiogal Statue," Teachers -College Record, 65, (May,
: 673.

17State Board of Education. Public School Laws of
North- Carolina. (Charlottesville, Virginia: Michie Company,
1982).
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The performance and role .of the principal have
changed from past conceptions and must continue to change if
the administrator is to meet the demands placed on a dynamic
society and evolving situations. No longer can the principal
rely on the authoritarian role as a tool to implement
changes. Instead,. the principal must utilize effective
leadership in cooperation with others to achieve the
transformation of new policy decisions from theory to
practice.18

The most significant administrative role in the
educational change process is that of the principal, for it
is the reformation of the principalship that exemplifies

educational reconstruction.19

The principal is in a position
to collaborate with staff and the community in the
implementation of changes in methodology and curricula and
the formation of the school's role in society.20

Principals who find personal satisfaction in their
work lean toward one of at least two different styles. Some
create a mini-technology of their own, while others are

attracted by the potential for human development and human

18William L. Garberina, "The Principal as Pawnbroker"
(paper presented at the Annual Meeting of the American
Educational Research Association, Washington, D.C., 31
March-4 April 1975). ~

19John Bremer, ''"Power and the Principalship,'" Nation-
al Elementary Principal 55 (November-December 1975): 277,

20

Ibid.
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1.21

interaction in an elementary schoo A new doctrine of

administration or a new conception of the principalship will

be a synthesis of the applied philosopher, school manager,

22

and behavioral scientist. Katz, in developing a framework

for administrative performance, stated: "When we concentrate
on what an executive can do in performance, we are concerned
with the kind of skills which executives exhibit in carrying

out their jobs effectively."23

24

These skills are conceptual,
technical, and human.

The principal, first and foremost is an instruction-
al leader, having the cardinal function to improve instruc-

tion.25

The major responsibility of the principal, in
cooperation with his staff is to direct, guide, and
coordinate the total educational program within the
school.26 The instructional responsibility means stressing

the effectiveness of the school's teaching-learning process

211pid. p. 324.

221hid. p. 326.

23Blumberg and Greenfield, The Effective Principal,
p. 223.

241bid. p. 226.

25

National Association Secondary School Principals,
The Principalship (Washington, D.C., 1978) p. 2.

26

Ibid.
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rather than simply increasing the efficiency of its

administration.27

In the literature, there is a significantly small
body of information on the role of principal. Textbooks on
the ©principalship tend to be more prescriptive than
descriptive and relatively few empirical studies have
attempted to describe and explain what school principals
actually do on the job.28

The American public school principalship has
increasingly become a focal point for school
critics, university researchers, teacher groups and
central office administrators bent on understanding
and improving the quality of educational programs in
our nations' schools. Principals frequently take the
brunt of multiple and usually conflicting expecta-
tions over issues ranging from student discipline to
the problems of personnel administration, compliance
with increasing numbers of state and federal policy
mandates and maintaining a '"smooth running'" educa-
tional program that serves the needs of a school
community that has become less and less homogenous
in the character of students' abilities and parents
aspirations for themselves and their children.
Principals daily face pressures of competing images
about what their role should be, and even the best
have a difficult time maintaining an appropriate
balance between the tasks of managing a smooth
running school and serving as a catalyst for and
facilitator of instructional improvement.,q

The principalship can be a dynamic strength in the

educative system or it can be used as a pawn by the powers

27 1bid.

28

29
p. 9. :

Ibid.

Blumberg and Greenfield, The Effective Principal,
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that exist. Whether innovations will be implemented within
the school or the status quo will be preserved and whether
the staff and community can work with the school or whether
continuous friction prevails depends largely upon Fhe
effectiveness of the counsel presented by the principa1.3o
The act of being a school principal is incredibly complex
and the phenomena existing in fhe role position and
evaluation do not lend themselves to easy observation or
precise conceptualization.31 It may be that a certain
restlessness or weariness accompanies being the sort of
principal who makes a difference in a school . 32

Gauthier's report concurred with the concept that
the leadership role of the principal is diminishing:
furthermore, he feels that this leadership is not being

33 1n

assumed by other members of the educational community.
contrast, Saxe and others concluded that increasing impor-
tance is being associated with the role of principal in the

school.34

301pig.

311pi4.
32

33William J. Gauthier, Jr., "The Relationship of
Organizational Structure." (paper presented at the Annual
Meeting of the American Educational Research Association,
Washington, D.C., 30 March-3 April, 1975), p. 43.

34Richard W. Saxe, comp. Perceptions of the Changing

Role- -of -the. Urban--Elementary -School - Principal. (Toledo:
Toledo University, IY/U}), p. 49.

Ibid.
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The principal is a key factor in the survival of any
school's effectiveness. This administrator is in the direct
line of action having first contact with the parent and the
local community, with the teachers needing resources and
direction, with the students in the learning environment,
with the staff in the central administration, and with
outside agencies and institutions wishing to make some
impact upon each individual school unit.35 Steinbaum,
believing the principalship to be a vanishing profession,
suggested a new program of career development to sustain
this position.36
As Robert Heichberger indicated, the overall direc-

tion and operation of the school is the principal's domain.
By virtue of his administrative role, the
school principal is in a position to exert positive
influence as to the kind of educational program that
is offered, or he is in a position to justify the
posture of remaining fairly hidden under bushels of
administrative trivia, only to appear on occasion to

offer a few tidbits of wisdom and retreat to his
sanctuary.37

35William H. Roe and Thelbert L. Drake, The Princi-
palship (New York: Macmillan Co., 1980), p. 6.

36Milton Steinbaum, 'Career Development for the
Elementary Principal." (paper presented at the National
Association of Elementary School Principals Annual Meeting,
Cleveland, Ohio, 17-22 April 1980, p. 10).

37Heichberger, "Creating the Climate," p. 107.
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The role of the principal as perceived by the
individual in that position is frequently at variance with
the expectations of the school board, the school staff, and
the community population. Structuring of education and even
the leadership itself are the responsibility of everyone
involved in the educational process, with the principal
serving as catalyst and counsellor.38 Studies have indicated
that the educational environment and societal expectations
for the school administrator have a greater influence on a
principal's role behavioral patterns than the individual's
own personality. Rather than acting as master, setting the
stage for staff and students as the principal of the past
has done, the new executive or school principal has emerged
to the position of trying to comply with conditions, taking
into account the influences within the school district, and
adapting to them even when they are not compatible with the
principal's own personality.39

Administrators are required to plan, decide, organ-

ize, communicate, evaluate, lead, and otherwise function in

38Harold J. McNally, "The Principalship: A Shared
Responsibility,'" National Elementary:  Principal, 55 (Novem-
ber-December, 19757, p. Z28.

39Thomas W. Wiggins, '"What's in the Script for

Principal Behavior?" (paper presented at the Annual Conven-

tion of the National Association of Elementary School

E;;ncipals Annual Convention, Cleveland Ohio, 17-22 April
1.
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ways common to administration, -whether the concern is

selling merchandise at retail, or providing educational

experiences for children.40

Gulick described the major administrative duties
which continue to be important today. POSDCORB is a made-up
word designed only for the purpose of calling attention to
the different functional elements of the work of the chief
executive because '"administration'" and '"management'" have
lost all specific content.

1. Planning, that is working out in broad
outline the things that need to be done and the
methods for doing them to accomplish the purpose set
for the enterprise.

2. Organizing, that is the establishment of
the formal structure of authority through which work
subdivisions are arranged, defined and coordinated
for the defined objectives.

3. Staffing, that is the whole personnel
function of bringing in and training the staff and
maintaining favorable conditions of work.

4. Directing, that is the continuous task of
making decisions and embodying them in specific and
general orders and instructions and serving as the
leader of the enterprise.

5. Co-ordinating, that is the all important
duty of inter-relating the various parts of the
work.

6. Reporting, that is keeping those to whom
the executive is responsibly informed as to what is
going on, which thus includes keeping himself and
his subordinates informed through records.

7. Budgeting, with all that goes with
budgeting in the form of fiscal planning, accounting
‘and control.41

40Luther Gulick, Papers on the Science of Administra-
tion (New York: Institute of Public Administration, 1937),
p. 13.

41R. S. Peters, The Role of the Head (Boston:
Routledge and Kegan Paul, 19767, p. &44.
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The concept of educational administration includes a
good deal more than if usually encompassed by educational
management, taking in ideas from sociology, political
science, history, economics and other social sciences that
often are either missing from or presented in a highly
derivative manner in the management literature.

Leading schools effectively require expressive
abilities in tolerance for ambiguity, vision and intuitive
skills at collecting and analyzing data, and a great deal of
physical energy and psychological strength.42 The business
of the selection and prediction of an effective school
principal is at best a risky enterprise. Some observers
perceive the future school administrator's role as increas-
ingly involved with mediating between groups. The job will
require less directing of the organization and more holding
it together sufficiently to enable the professions to
improve their own effectiveness.43

Roe and Drake conceived the principal's role as
combining administrative management and educational leader-
ship. This dual emphasis includes the following administra-

tive duties:

42

43Daniel B. Meyers, "A Principal Characterizes a Good
School,"” The National  Elementary. School Principal, 54
(November-December 1974): 75.

Ibid. p. 268.
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Maintenance of adequate school records of
all types

Preparation of reports for the central
office and other agencies

Develop a budget and budget control
Personnel administration

Student discipline

Scheduling and maintenance of schedule
Building administration

Administration supplies and equipment

Pupil accounting

Monitoring of programs and instructional
processes prescribed by the central office
With emphasis on educational leadership, the
principal would be expected to perform the
following duties:

Stimulate and motivate staff to maximum
performance

Develop with the staff a realistic and
objective system of accounting ability for
learning as contrasted to merely monitoring
programs and instructional processes in
input

Develop cooperative assessment procedures
for ongoing programs to identify and suggest
alternatives for improving weak areas

Work with staff in developing and implement-
ing the evaluation of the staff

Work with staff in formulating plans for
evaluating and reporting student progress
Provide channels for the involvement of the
community in the operation of the school
Encourage continuous study of curricular and
instructional innovations

Provide leadership to students in helping
them to develop a meaningful but responsible
student government

Establish a professional learning resource
center and expedite its use., .

Lazarsfield has stated that administrators have four

ma jor tasks:

To fulfill the goals of the organization

To utilize the talents of other people, not
as machines, but in a human way to release
the initiative and creativity.

44

Ibid. p. 258.
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To realize the humanitarian aspects of the
job, knowing this is morale and that people
do their best work under suitable conditions
To build into the organization, provisions
for innovations, for change and for develop-
ment; in a changing world, people and
organizations must adapt to changing condi-
tions.45

In general, the principal must focus on developing a

philosophy of administration and evaluation.46 In reviewing

the research data on eight principals, Stow and Manatt

critically related five major role characteristics which

were common to their success on the job.

1.
2'

A high level of energy and a willingness to work
long hours on a continuous basis.

Extremely well developed expressive abilities.
All of these principals had very well developed
interpersonal skills and were able to communicate
effectively in face to face interaction with a
diverse range of individuals and groups.

. A proactive approach in response to the require-

ments of the situation they faced as principals.
All tended to take the initiative and not wait
for the lead from others, except as this would
help them to achieve their objectives. They were
all 1leaders who felt comfortable and were
effective being in charge of things.

All of the principals observed were good listen-
ers and observers.

. All of the principals were very skilled at

analyzing and determining the requirements of
their school situations and evaluating alterna--
tive courses of action.47

45Quoted in Peters, p. 354.

46

Shirley Stow and Richard Manatt, "Administrator

Evaluation Tailored to Your District of Independent School,"
Educational Leadership, 35 (February 1982): 353.

471bid. p. 257.
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The school principal must assume the responsibility of
helping persons involved to clarify objectives, identify
problems, establish priorities, develop strategies, and
assess progress. The principal must integrate into a
meaningful whole the discrete, disparate efforts to those
who, taken together, constitute the school.

Blake and Mouton wrote that a manager's role is to
develop and maintain a culture that promote work. The
manager is responsible for the productive utilization of
people so they will achieve maximum results as members of
the organization. A manager's job is to perfect a culture
which (1) promotes and sustains efficient performance of the

highest quality and quantity,

(2) fosters and utilizes creativity,

(3) stimulates enthusiasm for effort, experimentation,
innovation and change,

(4) takes educational advantage from interaction
situations and 48

(5) looks for and finds new challenges.

The principal can be instrumental in creating the
atmosphere of total learning within the school by working
with the staff as a leader among peers as opposed to being a
taskmaster supervising employees.49 Cooperation rather than
ordering can be most helpful, as Daniel Myers recommended.

This kind of environment will free teachers to pursue the

goals and commitments they have for children unhampered by

48Robert S. Blake and Jane S. Mouton, The Managerial
Grid. (Houston: Gulf Publishing Company, 1964), pp. 1x-X.

49

Ibid. p. 75.
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50

restrictions. A good principal supervises through conver-

sations, questions, discussions, and participation; permit-
ting those who work with him to grow and leafn.51

School principals' role orientation and life inter-
est are closer to those of blue-collar workers than of

52 1n 1978, Carroll conducted a role study of

professionals.
the central 1life interest of school principals. The
systematic study defined central 1life interest as the
preferred location for the performance of certain acts in
day-to-day life. Carroll's study of 277 principals indicated
that only 17 percent of the sample were job oriented, 44
percent were not job oriented and 39 percent had no
preference. These results were at home variance with studies
of other professional or managerial groups where the
percentage of job-oriented nurses was 79 and for middle
managers in an individual firm it was 53. According to the

studies one may have a central life interest that is or is

not job oriented or may exhibit no preference.

301pid.,
Slrbid.
321bid. p. 62.

331pid.
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The performance and role of the principal are beset
by the forces of society, the school system itself, the
board of education, peers and colleagues, the community at
large, and various groups within the community, such as
ethnic, racial, professional, and special interests. Very
often this myriad of forces imposes conflicting demands and
expectations.54

Societal forces more than any other factors
are responsible for the mnecessity of change in
education and consequently in the principalship. It
is the diversity of society that accounts for
change, and in educational issues that diversity
which must be accounted for. For the schools to
improve, even to survive, the principal must assume
the role of change agent to meet the diverse needs
of society.ge |

The school's socioeconomic setting and its organiza-
tional climate as well have been found to have a significant
effect on problems confronting the school principal.
Certainly, if the school setting is altered by societal
changes, the principal's performance and role will be
subsequently changed, with a lessening of authority and a
reduced burden of decision making, leading to less enforce-
ment of regulation and policy and more development of

potential and wutilization of staff talent. As Castetter

stated:

54Roald F. Campbell and others, Introduction to
Educational Administration (New York: Macmillan, 197/6), p.
260.

55Roland S. Barth, '"Is There a Way Out?'" National
Elementary Principal 53 (March-April 1974): 13.
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The principal of an attendance wunit is
probably the most important administrator in the
school system 1in terms of achieving effective
utilization of human resources. g

There is no need for educators, particularly school
principals, to believe that they alone should lead the way
to the good life for all society. The principals are no
longer the sole professionals in education and can no longer
exert the authoritative role once held by virtue of that
fact.

Recent studies have indicated that the
educational environment and societal expectations
for the school administrator have a greater influ-
ence on a principal's behavioral pattern than the
individual's own personality. Rather than acting as
master, setting the stage for staff and students as
the principal of the past has been viewed, the new
executive of the school has emerged trying to comply
with conditions, taking into account the influences
within the school district and adapting to them even
when they are not compatible with the principal's
own personality.57

Knezvich suggested that more and more the principal is

recognized as an executive or administrator and the

principalship as a constellation of positions.58

While we suspect principals have an under-
standing of the particular attitudes, values,
behaviors, ideas and skills requisite to effective-
ness on the job, none of the principals' in the

56William B. Castetter, The Personnel Function in
Educational Administration. (New York: MacmiITan 1976), p.
o3.

57Wiggins, "What's in the Script for Principal
Behavior?"

58Cited in Blumberg and Greenfield, pp. 394-395.
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study was able to explicate clearly the basis of
their beliefs and actions. While this ability in and
of itself 1is not mnecessarily a critical factor
related to success on the job, when such understand-
ing can be articulated and enacted, performance is
enhanced. The character of their graduate training
and the related administrative certification proce-
dure may be related to this problem. Another issue
of concern is these principals' relations to other
principals and the overall attitude taken toward
them by their superiors. Without exception, these
principals perceive themselves to be very lonely and
isolated from their peers, and feel generally
ignored by their superiors as long as they're able
to '"keep the peace'" in their school.59

The Principal and Leadership

The dilemma for the principal is what balance to
strike between the pressures for change and stability.
However, Liphan and Hoeh defined 1leadership "as that
behavior of an individual which initiates change in the
goals, objectives, cofigurations, procedures, input, proc-
esses, and ultimately the outputs of social systems.'" Lipham
and Hoeh described the five major functional areas of
responsibility for principals: (1) the Instructional Pro-
gram, (2) Staff Personnel Services (3) Student Personnel
Services, (4) Financial-Physical Resources, and (5) School

Community Relationships.60

1bid. p. 255.
601h1d. p. 203.
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The ability of the principal to work with the many
and varied interest groups, in addition to teachers,
determines his effectiveness as a leader. Leadership is less
a matter of personality traits than the ability to develop a
working relationship between group members. As Stodgill's
research into leadership indicated:

Leadership is not a matter of passive status or the

mere possession of some combination of traits. It

appears rather to be a working relationship among
members of a group, in which the leader acquires
status through active participation and demonstra-
tion of his capacity for carrying cooperative tasks
through to completion.

v 61

Williams and Hoy theorized that the relationship
between leadership style and the degree to which the leader
exerts influence in a given situation will affect group
performance.

Early research with small groups identified
and compared three styles of leadership style:
democratic, authoritative and laissez faire. More
recent research suggests that effective leader
behavior 1is responsive to the situation to the
maturity of the group relative to the task and to a
number of significant problem attributes.62
Administrative style is a global concept that seeks

to characterize a whole range of administrative behaviors.

61r. M. Stodgill, 'Personal Factors Associated with
Leadership: A Survey of the Literature,'" in The Effective
School Principal (Englewood Cliffs, New Jersey: Prentice-
HaITl, Inc., 1963), p. 71.

62Victor H. Vroom and Philip W. Yetton, Leadershi
and - Decision Making (Pittsburgh: University of PIEtsEurgE
Press, 19/7/3), p. 82.
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Those who have studied leader behavior and administrative
style generally emphasize two basic factors: concern for
production and concern for people.63 Cogley added another
dimension to leadership when he said:

Leadership in the 1980's will be based on
the new perception of human reality. The artifical
blurrings of the past will have to be wiped away.
The clear image of mankind's oneness will be the
starting point for thought and action concerning
human affairs.64

Leadership is a social phenomenon of administration,
and probably, the most desirable trait for an administrator.
Gibb indicated the successful administrator possesses the
following leadership qualities:

The most effective leader is one who acts as
a catalyst, a consultant, and a resource to the
group. His job is to help the group to grow, to
emerge, and to become more free. He serves the group
best when he is a whole person, is direct, real,
open, spontaneous, permissive, emotional, and highly
personal. The leader at his best is an effective
member. He acts in such a way as to facilitate group
strength, individual responsibility, diversity,
nonconformity, and aggressiveness. The leader is
thus dispensable, and independent. The good leader
tends not to lead. He permits, feels, acts, relates,
fights, talks, acts human as do other members of the
group and the institution. The leader is present,
available, and with the group as a person, not as a
role.65

63Thomas J. Sergiovanni and Robert Starratt, Emerging
Patterns of Supervision: Human -Perspectives (New York:
McGraw-Hill, 1971), p. 88.

64John Cogley and others, A Symposium: The Require-
ments for Leadership in the 1980"s. (Chapel Hill: The
University of North Carolina, 1968), p. 27.

65 Jack R. Gibb, Organization and Human Behavior. (New
York: McGraw-Hill Book Company, 1969), p. 316.
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Arnold and others have identified definite guide-
lines which can provide a high degree of assurance for
successful and effective leadership:

1. Have your own platform of values clearly defined.

2. Don't get too personally identified with a
recommendation you are presenting for action.

3. Don't display any favoritism in public or in
private. Don't ever become personally obligated.

4. Know the best in school administration, adminis-
trative theory, and practice.

5. Gain the confidence and respect of your profes-
sional staff.

6. Try to achieve a sense of security, even if you
know very well your position is insecure.

7. Try to hold on to the values of the past, but try
even harder to peer into and reach for the
future.

8. Strive to help those who have blind spots and
pre judices.

9. Develop a sense of timing and make your recom-
mendations when the time is right.

10. Keep the many segments of your community well
informed on school problems, the school progress,
and school achievements so that they too can
support sound proposals for school improvement.

11. Establish a systematic plan for collecting and
filing of information about finance, facilities,
staff, pupils, community, educational programs,
and cultural trends.66

66William E. Arnold and others, Hints to the
Beginning - Administration. (Washington, D.C.: American
Association of School Administrators, 1962), pp. 14-15.




32

The performance of effective leadership involves
areas of individual leadership, community relations and
business management; it entails the ability to determine
priorities, which is not an easy task in view of the
principal's loss of authority due to many judicial determi-
nations on individual rights. The principal must be decisive
without infringing on rights, and some find it easier to
avoid the issues entirely.

The principal's 1leadership responsibility is to
encourage others in creative decision making and the
achievement of specific educational goals, utilizing his
authority to see the goals are accomplished without ignoring
the contributions of his staff.67

The modern principal's function enables the brinci—
pal to be an educational leader. Through the principal's
guidance and leadership, new educational objectives can be
realized and necessary changes brought about within the
system. Today, the 1role and responsibilities of the
principal have increased so much that the principalship has
become a wvital force in education. There is increased
emphasis on school-community relations today in society, and

this relationship largely depends on the influence of the

67William W. Wayson, "A New Kind of Principal,”
National Elementary Principal 50 (February 1971): 13.
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school administration, especially the principal. Even the
well-being of the school hinges upon effective leadership.68

The school principal as administrator of the local
school unit stands alone without defense because the old
ground rules that structured American schools into such
similar and unquestioned molds are now largely obsolete, an
obsolescence leaving the principal in too many cases without
an acceptable mode of administrative behavior.69

Gross and Herriott found in their research a
positive relationship between executive professional leader-
ship and staff morale, the professional performance of
teachers, and pupils' 1learning. Gross and Herriott also
found that role expectations are not clear and principals
find themselves caught in the dilemma of wanting to be
effective instructional leaders but find themselves belea-
guered by the press of routine administration and by their

own lack of knowledge and skill in these areas.’V

68Elizabeth H. Wrenn, "The Principal's Turn," Na-
tional Elementary Principal 53 (March-April 1974): 38.

69R. Freeman Butts, Donald H. Peckenpaugh, and Howard
Kirschenbaum, The School's Role as Moral Authority (Washing-
ton, D.C.: Association for Supervision and Curriculum
Development, 1977).

7ONeal Gross and Robert E. Herriott, Staff Leadership
in Public Schools (New York: John Wiley, 19657.
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William Wayson described the new educator:

The new administrator tends to ignore some
of the mythological limits imposed on administrators
by narrow interpretations of the law, policy, tradi-
tion, or senatorial courtesy. He exercises a
judicious use of administrative power. .,

The performance of effective leadership style
depends on group and task conditions. Being permissive is
effective under some conditions; being tough and decisive is
effective under others; being emotional, having a dream, is

72

just what's needed in others. Shaw concluded:

The need is greater than ever before for
administrators who have visions of what our schools
might become, of what they might do for every child
and every community; leaders who can communicate
that vision and lead toward its fulfillment.73

Emerson hit upon the essence of educational leader-
ship over a century ago when he called for 'leaders who do
not do things for us--but who rather restore our faith in
ourselves to make a difference and control our own

destinies."74

71Wayson, p. 14.

72Harold J. Leavitt, Managerial Psychology. (Chicago:
University of Chicago Press, 1972), p. 217.

73Archibald B. Shaw, '"Trends Reshaping the Super-
intendency," Croft Leadership.  Action Folio, (New London,
Connecticut: CroIt Educational Services, Inc. 1973) p. 3.

74Quoted in Michael J. Bakalis, A Strategy for
Excellence. (Hamden Connecticut: The Shoe String Press, Inc.

19747, p. 17.
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The Principal and Evaluation

Current methods of evaluating public school person-
nel have evolved from practices of many years ago many of
which are clearly influenced by personnel evaluation in
industry and government. By and large, many of the
evaluation instruments being used today were developed from
concepts at least fifty years old, stated Greene.75

Redfern commented that client-centered evaluation
adds a new concept to the traditional approach to assessing
performance. "It provides inputs from those whom we guide,
teach, lead, and benefit, or in other words, those for whom
we truly work."76

The checklist type of evaluation instrument which
represents an attempt to fix the performance of the
principal at a vague, unclear point on a rating scale is
still widely used today.77 Odiorne has identified two ma jor
kinds of flaws or weaknesses that appear in poor evaluation

systems. One is the "halo" effect, and the other 1is the

75Robert E. Green, Administrative Appraisal: A Step
to Improved Leadership. (Washington: D.C.: National Associa-
tion ot Secondary School Principals, 1972) p. 1.

76George B. Redfern, "Client-Centered Evaluation," in
Proposals for Progress: Promise and Performance, ed. William
J. Ellena. (Washington: American Association of School
Administrators, 1972), p. 24.

77George S. Odiorne, Management of Objectives. (New
York: Pittman Publishing Corporation, 1965), p. 1/77.
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hypercritical or '"horn" effect. Both:- kinds of flaws are
prevalent in many evaluation programs.78 An appraisal
program that is goal-oriented will not entirely eliminate
the halo or horn effect as the processes of evaluation and

management will always reflect the administrator and his

79

administrative style. Regardless of the evaluation process

being used, if the standards are vague and unclear, the

procedure will suffer from one or the other of these

effects.80

The halo effect is the tendency of the boss or
evaluator to hang a halo over his rating of a £favored
employee, or the tendency to rate a person higher than
circumstances justify for a variety of reasons such as the
following:

1. Effect of past record. Because the man has done
good work in the past, his performance is assumed
to be okay in the recent past too. His good work
tends to carry over into the current rating
period.

2. Compatibility. There's a tendency to rate people
whom we find pleasing of manmer and personality
higher than they deserve. Those who agree with
us, nod their heads when we talk, or even
better--make mnotes of our words--get better
ratings than their performance justifies.

78Green, p. 7.

’%0diorne, p. 177.

801114, p. 78.
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Effect of recency. The man who did an outstanding
job last week or yesterday can offset a mediocre
performance over the rest of the year by this
single act.

The one-asset man. The glib talker, the man with
the impressive appearance, the fellow with
advanced degrees, or the graduate of the boss's
own alma mater gets a more favorable rating than
the subordinate lacking these often irrelevant
attributes.

The blind-spot effect. This is the case where the
boss does not see certain types of defects
because they are just like his own. The boss who
is a big thinker may not appreciate a detail man,
for example.

The high-potential effect. We judge the man's
paper record rather than what he's done for the
organization.

The no-complaints bias. Here the appraiser treats
no news as good news. If the subordinate has no
complaints, everything is terrific. The fellow
who pesters him but gets the job done is rated
lower than the silent, solitary dud.81

The hypercritical or "horn'" effect is the opposite

of the halo effect, in that it has a tendency to rate people

lower than the circumstances justify. Some specific reasons

for this are

1.

The boss is a perfectionist. Because his expecta-
tions are so high, he is more often disappointed,
and rates his people lower than he should.

The subordinate is contrary. Here the boss vents
his private irritation with the man's tendency to
disagree with him too often on too many issues.

The odd-ball effect. Despite all the lip-service
to non-conformity, it all too seldom finds its
way into practice when appraisal time comes
around. The odd ball, the maverick, the noncon-
formist, gets low ratings simply because he is
'different.'

81

Ibid. pp. 177-178.
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4. Membership on a weak team. A good player on a
weak team will end up with lower ratings than he
would if he were playing on a winning one.

5. The guilt-by-association effect. The man who
isn't really known will often be judged by the
company he keeps. If he hangs out with frivolous
crowds, or works for the wrong boss, he's due for
some reduction in his rating.

6. The dramatic-incident effect. A recent goof can
wipe out a whole year's good work, and give a man
a low rating on his latest appraisal.

7. The personality-trait effect. The man who is too
cocky, too brash, too meek, too passive, or
otherwise lacks some trait the boss associates
with 'good' men will suffer in his rating
accordingly.

8. The self-comparison effect. The man who doesn't
do the job as the boss remembers he did it when
he held that job will suffer more than
those jobs the boss is not too familiar with.82

The General Electric Company conducted a study of

the evaluation process.83

The study included an evaluation
on job or position responsibilities rather than on personal
characteristics. The intent of the study was to evaluate the
effectiveness of participation in the evaluative process.
One group of managers was instructed to use high participa-
tion and another group to wuse 1low participation. The
following results obtained from the study are significant

and have relative bearing upon the performance evaluation of

superintendents:

82
83

Ibid. pp. 178-179.

Greene, p. 7.
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1. Those employees involved with low participation
groups reacted more defensively than those in the
high participation level, and achieved fewer
goals.

2. The high participation group was associated with
better mutual understanding between manager and
subordinate, greater acceptance of goals, better
attitude toward evaluation, and a feeling of
self-realization on the job.

3. Criticism has a negative effect on achievement.

4. Praise has little effect one way or the other.

5. Appreciable improvement is realized only when
specific goals and deadlines are mutually estab-

lished and agreed to.

6. Defensiveness resulting from critical appraisal
produces inferior performance.

7. Coaching should be a day-to-day, not once-a-year
activity. '

8. Mutual @goal-setting, mnot criticism, improves
performance.

9. Participation by the employee in goal-setting
' fosters favorable results.84

Macdonald warned educators to be aware of some of
the pitfalls associated with evaluation and suggested that
evaluators proceed with caution, when making an appraisal of

85

human performance. He placed specific emphasis on evalua-

tion from the viewpoint that

84

85James B. Macdonald, '"'Some Moral Problems in
Classroom Evaluation and Testing,'" The Urban Review 8
(Spring 1975): 26.

Ibid. pp. 7-8.
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"evaulation is rarely perceived as a continuous
on-going process. It is almost exclusively seen as
an after-the-fact judgment; and as an after-the-fact
assessment. It is rarely seen as a vehicle to evoke
a wide variety of behaviors. Thus, what in essence
is a broad varied series of possibilities is reduced
to a restrictive and miniscule appraisal."86

Another aspect presented by Slote 1is that the

evaluative process usually connotes a difference of opinions

between the evaluator and the person being evaluated.87

All too often, individuals being evaluated
envision themselves as being more sincere than they
actually are; they tend to think of themselves as
having greater leadership qualities than others;
they think they're better listeners than others
think they are; they see themselves as being more
approachable than others view them; and when
confronted with the opposing opinions of '"others",
they tend to become some-what irrational.88

The variance found in administrative and principal
evaluation programs used in school systems is reflective of
the absence of definite knowledge and clear definition of
the roles or agreement on a philosophy of evaluation.
Evaluation is mnecessary for the emergence of effective
leadership and administration, as Howsam and Franco express-
ed:

1. It does little good to protest the limitations of

an evaluation. The fact is that given present
circumstances at least, evaluation is both

necessary and inevitable, regardless of its
desirability, effectiveness, or consequences.

861114,

87Leslie M. Slote, '"How to See Yourself as Your

ggpégyees See You," School Management 10, (June 1966):

881hid. p. 90.
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2. No matter how sound the research evidence, expert
opinion, or other knowledge may be, quality is
what the evaluator thinks it to be and behavior
is what the beholder perceives it to be. Progress
in evaluation depends largely upon the develop-
ment of people.

3. While efforts at better formal evaluation probab-
ly should not cease, at this time most school
systems would gain more from strong in-service
efforts as developing mutual understanding of
administrative and supervisory processes and
behavior.

89

An  evaluation  program, designed to improve
competency and to provide professional growth, is mandatory
for development of effective management assessment. An
evaluation must be relevant and meaningful. This process is
accomplished by identifying and defining the purpose of
school, providing realistic targets and goals, establishing
standards of performance, allowing sufficient flexibility,
and recognizing the need for total involvement.

Purposes must be clearly stated and understood by
all involved and the community. Once the purposes have been
determined, the evaluation process should be designed to
assist in fostering the desired achievement of the school's
goals and objectives. Hawkins discussed the importance
attached to evaluations:

For the most part, we have attempted to

evaluate traits that are not only subject to a great
deal of subjectivity and interpretation, but many of

89Robert B. Howsam and John M. Franco, '"New Emphases,
in Evaluation of Administrators,'" The National Elementary
Principal 44 (April 1965): 40.
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the things we have evaluated may have a low priority
in the whole scheme of things. We have put in
evaluation instruments, such items as a sense of
humor and cooperative spirits and then by some
mysterious process have been able to conclude that
educators are good or bad depending upon our own
interpretation of those terms. The seemingly hoped-
for rationale was to cause subordinates to be
sub jects before the throne.90

A systematic evaluative procedure may mnot bring
total effective administration to schools; but without it,
the educational leadership so desperately needed will hardly

91 DeVaughn concluded from his

be assured, asserts McCarty.
study of objectives and standards for evaluating administra-
tor performance that eleven legitimate reasons could be
identified for justification of the evaluative process to

determine:

1. Degree of information and skill as educational
leader

2. Adequacy of planning

3. Appropriateness of method and adequacy of follow-
through after a decision is reached

4. Adequacy of organization of own work and that of
personnel supervised

90Wilber D. Hawkins, "Performance Evaluation: Start-
ing with the Superintendent," in Thrust for Educational
Leadership, Vol. 72, 2 ed. Association of California School
Administrators, (Sacramento, 1972), p. 42.

91Donald J. McCarty, "Evaluating Your Superintend-
ent," School Management 15 (July 1971): 44.
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5. Ability to originate develop, and follow through
on constructive ideas

6. Degree to which decisions are sound, timely, and
effectively carried out

7. Extent to which decisions are shared by those
significantly affected by those decisions

8. Extent to which superordinates, coordinates and
subordinates are kept informed at all times of
all decisions on a need-to-know basis for
effective operation at each level

9. Ability to present challenges and goals and to
motivate staff members to meet those challenges
in an enthusiastic manner

10. Ability to encourage and lead in the development
of learning experiences and curriculum appropri-
ate to the student population under his supervi-
sion, to include support by appropriate staff,
facilities, and equipment, and all with community
acceptance

11. Ability of the administrator to further the
growth and improvement of his staff in accordance
with the inherent philosophy, purposes, and
objectives of the 'Evaluation of Professional
Growth and Service of Teachers.'92

There is a definite requirement for changing the
performance type of evaluation programs, contended Thomang
Castetter and Heisler suggested that the new approach calls

for integrating individual needs and organizational goals,

92Everette' J. DeVaughn, A Manual  for Developing
Reasonable - Objectives, Nondiscriminatory - Standards - for
Evaluating Administrator - Perrormance, Mississippl OState
University, September, 19/1, pp. 1-2.

93M. Donald Thomas, '"The Board/Superintendent Rela-
tionship," California School Boards 34 (March 1975) 5.
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for self-education and self-development of administrative
personnel, '"for emphasis upon results rather than upon
symbols which so long have been considered to be tantamont

n94 Then school boards should consider

to accomplishments.
the evaluation of the superintendent as part of the overall
school administrative appraisal process.

Inasmuch as the evaluation process involves the
interaction of human beings, its evaluative outcomes are
subject to errors of human behavior. However, even if the
professional educator decided not to evaluate, one would
nevertheless evaluate how well one had succeeded in not
evaluating. Involved in the issue are questions such as
what, how, by whom, for what purpose, and with what
consequence.95 According to Cunningham, educators have
refused to believe that they possessed adequately defined
evaluation technology to make judgments about themselves

and/or their colleagues.96

94William B. Castetter and Richard §S. Heisler,
Appraising and Approving the Performance of School Adminis-
trative Personnel, U.S5S., Educational Resources Information
Center, ERIC Document ED 060 540, 1971, p. 16.

95Robert B. Howsam, '"Current Issues in Evaluation,"
The National Elementary Principal 52 (Febiuary 1973): 12.

96Luvern L. Cunningham, "Our Accountability Prob-
lems," Theory Into Practice 8 (October 1969): 290.
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Heichberger sees the principal as the primary force
in implementing change. Heichberger wrote:

"The leader or principal, acting as the
chief accountable change agent, is the main compo-
nent. He must be a participating member of the
instructional staff and a catalyst in initiating the
updating of current programs. He must keep himself
and his staff abreast of current research in
education."97

Sciara related the significance of leadership, evaluation,
and change.

"There is no question in my mind that the
biggest incentive for change in education has to
come from the principal, since he hands out the
regards and punishments in every school. Teachers
are willing to change to update instruction, but
they need leadership. If the principal doesn't
provide the leadership, teachers can find it almost
impossible to carry through with their ideas for
change."

98
While Heichberger made specific reference to elemen-

tary school principals, the implications do not differ for
the secondary school administrator. The principal must be
willing to accept responsibility and to delegate responsi-
bility as well. The principal cannot remain a middleman who
enforces the policies of the board of education and of the
superintendent, and arbitrarily inflicts them on staff and

student. The principal's responsibility, as a leader, is to

97Heichberger, p. 112.

98Frank J. Sciara and Richard K. Jantz, Accountabili-
ty in American Education. (Boston: Allyn and Bacon, Inc.,
1972), p. 72.
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encourage others in creative decision making and the
achievement of specific educational goals, wutilizing his
authority to see that .goals are accomplished without
ignoring the contributions of his staff.99

School personnel have much to learn from business
administration in finance, budgeting, time management,
resource utilization, and the dynamics of goal achievement.
Industry and commerce have applied themselves to the problem
of leadership and have studied the psychology and sociology
of management. Educators tend to cling to the idea that
leaders are born, not made, although paradoxically, this is
not believed in dealing with pupils.100 According to White,
principals are viewed by their constituents as monopolistic
gatekeepers who control other people's destinies and
opportunities to the extent that their power is feared.lo1

New trends in educational administration include the
increasing significance of the school principal's role in
education, the developing interest in the continuing

education and preservice preparation of principals, the

growing focus upon performance objectives for principals,

99
100

101Mary Alice White, "How Do We Know When Something
Works in Education?'" Phi Delta Kappan 50 (June 1969): 595.

Wayson, 13.
Peters, p. 124.
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and the search through school system-university partnerships

to define and relate effective performance measures to

preparation.102 Peter Drucker, in discussing the effective
administrator, stated:

Knowledge and skills one can always acquire.

But basic personnel decisions should always be made

on what a man has rather than on what a man lacks,

on his strengths rather than on his weaknesses, on

what he can do very well rather than on what he can

do badly or not at all. The effective administrator

builds on strengths, looks for strength, staffs for
strengths.]03

Evaluation in education will become increasingly

164 The prospect of growing

difficult, according to Corwin.
conflict among professionals within school systems also is
likely to transform traditional leadership functions of the
school administrator. Increasingly, his function will
involve mediation between groups; his performance and job
will be less that of directing the organization, a legal
theory stipulates, and more one of just holding it together
sufficiently to enable the professionals to improve their
own effectiveness. Educator's fear of evaluation is signifi-

cant and powerful, according to Gardner in his book, No Easy

Victories.

1onack A. Culbertsbn, Curtis Henson, and Ruel
Morrison, Performance Objectives for School. Principals.
(Berkeley, Talifornia: McCutchan 1974), p. V.

103Green, p. xi.

104Ronald G. Corwin, Willard Lane and William Monahan,
Foundations of Educational Administration (New York: Mac-
millan Company, 19/0), p. 417/.
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It is the modern mode for us to shrink from
making judgments, even to believe that it is somehow
presumptuous or arrogant to make judgments. We feel
that it is more seemly to devise a system and let
the system make judgments, or invent a machine and
let the machine do the judging, or gather statistics
and let the statistics make the judgment.105
The task of evaluating public school teaching
personnel is difficult and complex. According to a 1974
publication by the National School Public Relations Associa-
tion, two almost irreconcilable tasks are involved: the near
impossibility of making wvalid judgments about anything as
complex and personal as teaching ability, and the crying
need to do just that.lo6

The tension created by the need for evaluation and
the difficulty of it have produced a variety of ways to try
to resolve the problem and various reactions to the
solutions. Many states and many individual school systems
have changed or are in the process of changing evaluation
policies and procedures.107

Regarding the process of evaluation, Halpin stated;

"accurate and judicious evaluation of an individual's

performance admittedly involves a more complex process than

10550hn  w. Gardner, No Easy Victories (New York:
Harper and Row, 1968), p. 119,

106National School Public Relations Association,
Evaluating Teachers for Professional Growth, (Arlington,
Virginia: 19/74), p. >S.

107

Ibid.



49

a straightforward description of what he does or how he
behaves."108 Studies are done frequently which distinguish
between effective and ineffective leadership and evaluation
in our school systems today. Morris and Seeman wrote:
Studies of leadership which ignore the
problem of evaluation can, of course, be made and
may contribute important theoretical insights.
Evaluation, however, takes on a special importance
because of the strong pragmatic emphasis upon
leadership in our culture. It is not enough to know
what leadership 1is; the demand is for knowledge
about good leadership in order to secure as much of
it as possible.
109
The varied instruments and evaluation programs used
among school systems 1is reflective of the absence of
definite knowledge and clear definition of the roles or
agreement on a philosophy of evaluation. Drucker (1974)
indicated that all organizations had to keep in mind three
questions: Who is the client? What is the objective of the
organization? What should the goal of the organization be?
Drucker applied these questions to both business and service
organizations such as the schools. Drucker indicated that

failure to understand the clientele, the goals, objectives,

and plans for the future of the organization would lead to

108Andrew W. Halpin, Theory and Research in Adminis-
tration (New York: The MacmiIlan Company, 1966), p. 112.

109Richard T. Morris and Melvin Seeman, "The Problem
of Leadership: An Interdisciplinary Approach," The American
Journal of Sociology 56 (September 1950): 155.
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its steady decline. The result in the schools is a decline
in prestige, a loss of public confidence and no financial
increases. There are many issues which could be considered

in evaluation regardless of the 1limited scope which

evaluations have taken in the past.110

I'm OK-- for the most part is the message of
a research study on the elementary school principal
in 1978. The typical ©principal ©believes that
students are learning more in school than they did
10 years ago and doing at least as well on basic
skills. He has trouble dismissing teachers who
cannot or will not do their jobs. He finds managing
student behavior a serious problem. In fact, he
beleives that the general behavior of pupils in his
school is worse than it was 10 years ago. 4

McNally observed that '"how a principal evaluates
teachers'depends to a large extent upon his administrative
style which is a function not only of what he knows, but
primarily of what he is."112

According.to Rentsch there are ''three prime areas of
evaluation for the administrator: (1) what he is, (2) what
he does, and (3) what he accomplishes."113 The contemporary

principal's success is measured by how well the designated

responsibilities are performed.

110

111William L. Pharis and Sally ZaKariya, The Elementa-
ry School- Principalship in 1978: A Research Study (Arling-
ton, Virginia: NAESP, 1979), p. 103.

112

113George J. Rentsch, "Assessing Administrative Per-
formance," National Association of Secondary School Princi-
pals, 60 (September 1975): 78.

Howsam and Franco, p. 40.

McNally, p. 29.
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The problem is that, traditionally, this
measurement has been made by means of objective
evaluation instruments such as graphs, checklists,
temperature charts, and other devices; most of them
being inadequate in their ~criteria (1) are too
general and impersonal (2) tend to include too much
that is mundane, and (3) often confuse means with
ends. When the principal is measured by these
standards, he is regarded as an administrator by
objective; evaluated according to the degree to
which he satisfies pre-determined task-performance
criteria. However, the principal's true effective-
ness depends on how well he administers by excep-
tion; how he anticipates, identifies, and copes with
the myriad of intangible but critical factors that
influence the achievement of successful job-
targets.114

Hagman concluded:

It would be good to have a measure, by means
of an objective evaluative instrument of the quality
of democratic school administration in process. If a
rating scale could be devised to appraise each
activity of the administrator, the observer could
say with certainty; so much is good; so much is
poor. The administrator might, then too, score his
own achievement. The modification and improvement of
administrative procedures might follow from either
use, and education may be served better by the
administrative activity. ¢

Culbertson gave seven standards and objectives for
the evaluation of administrative performance.

1. Evaluation is a cyclical process of planning,
collecting information, and using information.

2. Evaluation includes examination of input, process
and outcome.

3. Evaluation involves consideration of processes
and products of several people.

114

115Harlan L. Hagman, The Administration of American
Public Schools, (New York: McGraw—-HiIT Book Company, Inc.,
1951), pp. 404-405.

Pharis and ZaKariya, p. 110.
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4, Evaluation is a subsystem inter-related with
other subsystems within the total school organi-
zation.

5. Evaluation procedures must determine direction,
take action and acquire support, monitor process-
es and make intermediate decisions, provide
support to the processes, and make terminal
decisions.

6. Evaluation involves self-evaluation plus evalua-
tion by outsiders.

7. Evaluation includes the assessment of common
objectives and processes plus objectives related
to a specific situation.116

School principals should participate in setting up

an evaluation system and in operating it once it has been
established. Principals should have something to say about
the criteria by which performance is to be evaluated.

Unsupported judgments, the core of most personnel

evaluation efforts in schools up to the present time, are of
little or no value to the person being evaluated or to the
organization in which he works. One essential requirement of
an effective system, then, is that relevant behavior be
amply described in meaningful categories before judging
performance.

An effective evaluation system should concentrate on

relatively few important categories of performance, rather
than dissipating time and energy on an unmanageable number

of meaningless judgments.117

116Culbertson, Henson and Morrison, p. 171.

171454, p. 153.



53

Any system for evaluating school principal's work
should serve at least two major purposes; it should support
certain types of administrative decisions such as re-
employment, reassignment, promotion, or dismissal, and it
should improve the principals' performances.118

The six major purposes for evaluation of administra-
tive and supervisory personnel, according to a survey by the
Research Division of National Education Association, were
(1) to identify areas needing improvement, (2) to assess
present performance in accofdance with prescribed standards,
(3) to establish evidence for dismissal, (4) to help the
evaluatee establish relevant performance goals, (5) to have
records to determine qualifications for promotion, and (6)
to determine qualifications for permanent status.119

In 1971 the Educational Research Service initiated
surveys of administrative and teacher evaluation procedures.
The responses indicated that a few school systems are
experimenting with some new evaluation methods in the hope
of arriving at some solutions to the weaknesses in

traditional evaluation systems.120

1181454, p. 155.

119National Education Association, Evaluating Adminis-
trative/Supervisory Performance, Circular No. 6 (Washington,
D.C. Educational Research Service, 1971), pp. 2-3.

12ONational Education Association, ''New Approaches in
the Evaluation of School Personnel," (Washington, D.C.:
Educational Research Service, 1971), p. 42.
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Effective leadership and evaluation will improve as
all persons involved with evaluation recognize the processes
of administration and supervision, understand the local
situation, and cope with self—awarenéss. "All great men who

shape the character and direction of their organization and

i

eras have a rare and delicate mixture of prince, hero and

121

superman,'" reiterated Jennings. Jennings stated that

leaders can be classified into one of three categories:

The great men who are rule breakers and
value creators are poetically referred to as
supermen; the men dedicated to great and noble
causes are called heroes; and the men motivated
principally to dominate others are called
princes.122

Educators insist that teachers don't deserve all the

123

blame for the decay in American education. Psychologists

tell wus that administrators and teachers are blamed by

society and have come to accept the responsibility, even for

124

violence against themselves. For example:

121Eugene E. Jennings, An Anatomy of Leadership, (New
York: McGraw-Hill Book Company, 1960}, p. I.
. 1221p34,
123

Lucia Solarzano, '"What's Wrong with Our Teachers,"
U. S. News and World Report, 14 March 1983, p. 37.

1244i1ma E. Hirst, Effective Psychology for School
Administrators (West Nyack, New York: Parker, 1980), p. 117.
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self-esteem is lowered,

professional pride is lost,

anger is turned on self, 125

mental and physical health are imparied.

Powerlessness breeds anxiety and creates stress.
Hirst advised that informal rap sessions with administrators
before evaluation would allow many to feel that they have
some control over what is to happen.126

David Cohen saw the key to school reform and
evaluation as political and procedural change, rather than

127 Cohen argued that the interest

substantive improvement.
in accountability 1egislation. arises from disappointments
with the reform efforts of the 1950's and 1960's, yet he
believes that substantive improvements will not work unless
the power of professionals is reduced and the power and
participation of families and communities is increased.128
Cohen suggested that the political power of private and
politically unaccountable agencies is as serious an obstacle
to democratic control as the power of school professionals

and bureaucrats who are formally accountable.129

1251434, p. 133.

1267154,

127David K. Cohen, '"Reforming School Politics,"
Harvard Educational Review 48 (November 1978): 429.

1281444,
129

Ibid.
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Silent curriculums such as ''procedures always effect
outcomes" are present in educational settings and a
determining difference in effective educational environ-
ments.130 Two elements seem to be common for effective
schools: high expectations for student achievement on the
part of school staff members, and strong instructional
leadership on the part of the school principal or another
staff member.131 Other common elements for effective schools
were the following:

1. well defined school goals and emphasis,

2. staff training on a schoolwide basis,

control by staff over instructional and,
training decisions,
3. a sense of order,
4. a system for monitoring student progress, °
good discipline,
stress academic excellence, program
improvement and strong leadership.132
The elements of effective schools indicate a strong
evaluation philosophy and program.
Vincent Rogers suggested that the Goodlad Study on

Schooling and other data call for a reexamination of

130Philip L. Hosford, "The Silent Curriculum," Educa-
tional Leadership 36 (December 1978): 212.

13stewart Purkey and Marshall Smith, '"'Research
Synthesis on Effective Schools," Educational Leadership 40
(December 1982): 67.

132

Ibid.
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educational purpéses and processes.133 Evaluation was not
.one of the four major problems Yatvin suggested that we have
today. 'Schools are sick because there 1is not enough
philosophy and practical cfeativity in them and too much
reverence for authority and too much fear."134

"Educational leaders and learning managers today
have an incredibly difficult task to mold the competitive

135 Instructional

forces at work in the educational process."
leaders are the translators of goals and purposes of
education in a school system.136 Effective educational
leaders are persons who are able to stimulate, chalienge,
and free the persons around them to perform at their highest
level of competence. Only mutual respect between the
educational 1leader and staff members can create such a
climate with good productive performance and good

results.137

133Vincent Rogers, '"Exceedingly Effective Schools,"
Educational Leadership 40 (April 1983): 21.

134Joane Yatvin, "It Just Ain't So," Educational
Leadership, 40 (April 1983): 24.

135Anne Campbell, "Are Instructional Leaders Needed?"
Educational Leadership 35 (October 1977): 12.

136
137

Ibid.
Ibid. p. 15.
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"Educators need to realize that all evaluation is
relative, for educators attempt to de-emphasize evaluation

because of the complex and sometimes ill-defined

methodological problems presen Measurement sophis-

tication is less significant than the acknowledgment of the
need to evaluate and rather than emphasize the search for
one final decision or universal evaluation instrument, more

attention should be given to local formative and summative

evaluation.139

"Evaluation should take place with activi-
ties. Educational purposes and goals serve as a
primary referent for the evaluation process. To
fulfill this function in evaluation activities, the
goals should be carefully assessed as they are
developed. The goals and purposes should be based on
identified community and school needs and reflect
realistic expectations. Future evaluation develop-
ment activities should be based on a sound defensi-
ble set of educational goals."14o

Performance evaluation is a complex and time-
consuming process with the overall goal of improving the
organization and helping the individual to develop. Baum

therefore suggested the selection and development of an

138Michael Scriven, Robert Gagne and Ralph Tyler,
Perspective for Curriculum Evaluation (Chicago: Rand Mc-
Nally, 196/7), p. 89.

1397114,

14OJerry J. Bellon, Elmer C. Bellon and Janet Handler,
Instructional Improvement (Dubuque, Iowa: Kendall Hunt,
19/77), p. 8.
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evaluation system that reflects organizational goals.141

Farmer indicated that summative evaluation is a review of

past performance to determine retention and .salary deci-

142

sions. Formative evaluation 1is forward-looking and

emphasizes developmental objectives and diagnostic informa-

tion for performance improvement.143

A long-standing assumption has been that principal

leadership style has an effect on teacher morale, school

144

climate, and school innovativeness. The leadership style

blends a strong task orientation and .a high concern for

145

people. Performance evaluation by the principal and staff

can boost morale by showing interest and professional
objectivity instead of issuing disclaimers.146
The politics of education has become big business.

The political pressures accompanying the accountability

141 pdyard Baum, "Evaluating the Evaluation Process for
Academic Administrators,'" The Journal of American Associa-
tion of Collegiate Registrars and Admissions OIificers 58
(Winter 1983): 182-193.

1421p14,

1431p14.

144Ray Cross, '"What Makes an Effective Principal,"
Principal 60, (March 1981): 22.

1451p14.

146Clarence R. Winborne, "The Evaluation Dilemma,"
NASSP Bulletin, 65 (February 1981) 22.
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147

movement and legislation will result in more stress. The

difficulties of legislation accentuate the need for individ-

148

ual differences in all evaluation plans. Stow and Manatt

suggest an evaluation program tailored to the individual
administrative school unit using both performance appraisal
and management by objectives.149

In a profile of the effective principal or adminis-
trator for tomorrow, Hirst predicted that emphasis will be
placed more on attitudes than on vocational skills, more on
human interaction skills than on scientific technology and
more on anticipation of the future than on '"learning the

£.n150

changes being wrough Most states require prospective

school principals to have

a teaching certificate,

two to five years' teaching experience,

a master's degree,

and professional training iInm such subjects as
learning theory, human relations, staff development,

147Bob L. Taylor, "Effects of Minimum Competencies on
Promotion Standards," Educational Leadership 36 (October
1978): 26.

148

Ibid.
149Stow and Manatt, pp. 353-356.

150Wilma E. Hirst, Effective Psychology for School
Administrators (West Nyack, New York: Parker, 1980), p. 233.
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education law, labor mnegotiation, and financial
management.151

However, there is little emphasis placed on the importance

of the principal as master teacher and instructional

leader.152

"It's not the form that holds the key to improving
administrator performance, it is planning, more specifical-
ly, participative plarming."153 Sweeney advocated a planning

process which uses the talents of those who will profit from

154

improved administrator performance. Sweeney suggested

that answers to four basic questions are needed in order to
develop an effective evaluation system:

1. What are the criteria for administrative evalua-
tion?

2. How high shall the standards for performance be?

3. How shall the administrative school unit measure
and report the administrator's performance?

4. How shall the administrative unit plan to help
the administrators improve after evaluation?155

Sweeney suggested that these four questions tie together
administrators and teacher evaluation in an administrative

effort to improve student learning and performance.156

151Dennis Gray, '"Principals and the Humanities," in

Basic Education (Washington, D.C.: Council for  Basic
kducation, 1983), p. 11.

1321pi4.

153

Jim Sweeney, '"Administrator Evaluation-Planning and
Process,'" Education (Spring 1981): 298-300.

1541p14.
1551pid.

156Jim Sweeney, Education, p. 298-300, 1981.



62

Hirst averred that, in order to have a successful
tomorrow in education, emphasis must be placed in the
structure of today:

a commitment to excellence, not
just survival.

a willingness to forego today's
protection of the status quo,

the acceptance of rising expectations
of us by others,

the ability to anticipate and
adapt to change,

interaction among staff, students,
parents and Us. gy

"Today public education faces a crisis more
serious than ever in the long history since its
unique birth in this nation. Faculties, students and
taxpayers have raised serious questions about the
purpose and direction of our schools. There are
those among us who foresee the ultimate end of the
public schools. Institutions throughout our land are
today old and tired, but this is not cause to doom
them to extinction. Institutions, like every man and
every generation, must renew themselves. Let us
pledge to be the agents of this self renewal--the
end of which will be education which is dynamic,
responsive, relevant and most importantly humane.
Let us pledge a renewed commitment to the survival
of public education. We must pledge ourselves to a
peaceful revolution--a revolution of quality. We
must pledge ourselves to an old dream--that the
truly educated society can be the truly good
society, that excellence in education means not only
teaching a man what he can do, but who he is and
what he can become. In the years ahead, education as
well as our institutions must not choose security
over freedom and convenience over democracy."158

The United States Chamber of Commerce recently asked

questions on the effective management of the nation's

157Hirst, p. 233.

158Bakalis, P. XV.
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schools, about the school systems' productivity and effect-
iveness. '"What has the American Public received for its

Money?"
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CHAPTER III
METHODOLOGY

Evaluation of students has always been an expected
part of school life. With the development of public schools
in America the schools were expected to achieve standards
and services. In the process came formal and informal

evaluations of the teachers and then the principals.

Evolution of Evaluation

As early as 1896, some states began to have some
forms of evaluation. Throughout the twentieth century,
interest has increased in the assessment of competence of
teachers in all classrooms and competence of administrators
in all leadership positions.

Business and industry influenced the demand for
public schools to be organized and operate in a businesslike
way.1 Scientific management as developed by Frederick W.
Taylor had an impact on education. The survey movement and
measurement in educaticn, with an emphasis on testing the

efficiency of teaching, utilized the new standard tests.

1Raymond E. Callahan, Education and the Cult of
Efficiency (Chicago: The University of Chicago Press, 1962),

P IS,
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The requirement of a special certificate for
principals or other administrative officers is a relatively
new practice in education having developed largely since
1920. Miller found in 1929 that only nineteen states
required special certificates for principals and administra-
tors. Burke found that certificates were required in
twenty-seven states in 1933.2

A few years ago the standards and achievements
expected of the principal were understood more clearly by
school boards, their constitutents, and school administra-
tors than today. Principals were expected to account for
peace and order in the school community, maintenance and
enforcement of commonly accepted codes and policies,
advancement of the essentials in the educational program,
and an annual budget that increased slightly. Achievement of
these standards was assumed. A degree of mutually shared
confidence in their attainment prevailed among boards,
administrators, and dominant community groups.

In a national survey of trends in administrative
evaluation, the Educational Research Service of the American
Association of School Administrators and the National
Education Association pointed out that in 1971 only 84
school districts in the United States claimed to have formal

evaluation systems, that larger school systems were more

2Paul B. Jacobson, The Effective School Principal.
(Englewood Cliffs, New Jersey: Prentice Hall, 1963) p. 572.
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likely to evaluate administrative behavior than smaller
districts and that only twenty-five percent of those
districts evaluating principals and administrators have
adopted a performance objectives method of appraisal. Others
still wuse <check 1lists and pre determined performance

standards.3

The Education Commission of the States reported
that only eighteen states as of the end of 1974 had not
adopted some form of accountability legislation or evalua-
tion programs.

Principals have more responsibility for supervision
and instructional improvement now than they did 10 years
ago. In 1968, seventy-five percent of the respondents
reported having primary responsibility in this area; in
1978, the percentage was eighty-six. Along with this
responsibility  goes the responsibility for  teacher

evaluation which ranked fifth on the 1list of principals'

problems.5

3Robert E. Green, Administrative Appraisal: A Step
to Improved Leadership. (Washington, D.C.: National Associa-
tion of Secondary School Principals, 1972), p. 10.

4National Association of Elementary School Princi-
pals, '"Who's Accountable,”" Spectator, (Winter 1974-75), p.

5William L. Pharis and Sally Banks Zakariya. The
Elementary School Principalship in-1978: A Research Study.
(Arlington, Virginia: National Association of Elementary
School Principels, 1979) p. 105.
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The Texas State Board concluded from a study that
less than five percent of the selected school districts in
Texas used a rating scale designed to evaluate the
performance of principals. In the same districts, it was
found, howevef, that sixty-seven percent used rating scales
for teachers; thirty-six percent used rating scales for
supervisors, and forty percent wused rating scales for
principals.6 In another study conducted 1in California
involving 113 school districts which formally evaluated
their superintendent it was discovered that:

1. Only forty-three percent of the districts assert-

ing that they formally evaluated their superin-

tendent actually do.

2. Salary determination is the primary administra-
tive reason for evaluation.7

The Michigan Association of School Administrators
observed from its 1975 study concerning the principals
evaluation that forty-five percent of the responding school
districts did not have any type of formal evaluation;

thirty-six percent did have some form of formal evaluation

6Joseph P. Lamb, Gleanings from the Private Sector,
(Bethesda, Md.: Educational Resources Information Center,

7Carl H. Craighead, '"The Development of a Rating
Scale for use by Texas School Board Members to Evaluate a
Superintendent's Performance,'" Dissertation Abstracts-Inter-
national, 33, No. 7 (1973): 399TA-3997A (North Texas State
University).
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while nineteen percent of the districts had neither a formal
nor informal evaluation program.8

Evaluation in education has had difficulty escaping
the traditional and rigid early ideas about evaluation.
Using evaluation as a tool for improvement for all concerned
with education is relatively new.9 Evaluative standards for
administrators would seem to be a prerequisite to sound

teacher evaluation.10

Not many school districts give formal,
comprehensive administrative appraisal systems but of those
that do, many rely on systems having antiquated instruments

and serious philosophic flaws. 11

Purposes of Principal Evaluation

The six major purposes for evaluation of administra-
tive and supervisory personnel, according to the survey by

the Research Division of National Education Association were

8Michigan Association of School Administrators Study
of Administrator Evaluation, 1974-1975 (Bethesda, Md.: U.S.
Educational Resources Information Center, ERIC Document ED
116 312, 1975), p. 8.

%Education USA Special Report, Evaluation- for
Professional Growth, (Arlington, Virginia: National S5chool
PubIic Records Association, 1974), p. 8.

10Hazel Davis. "Evolution of Current Practices in
Evaluating Teacher Competence'" in Contemporary Research on
Teacher Effectiveness. Eds. Bruce J. Biddle and William J.
ElTena (New York: Holt, Rinehart and Winston, 1964) p. 66.

11

Green, p. 10.
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(1) to identify areas needing improvement, (2) to assess
present performance in accordance with prescribed standards,
(3) to establish evidence for dismissal, (4) to help
evaluate relevant performance goals, (5) to have records to
determine qualifications for promotion, and (6) to determine

qualifications for permanent status.12

Evaluation Methods and Tools

The concept of evaluation by the immediate superior
has extended to the realm of administration.

The Research Division of the National
Education Association reported, in Evaluating Admin-
istrative Performance, that the most common practice
was Ior each administrator to be evaluated by his
immediate superior. There were some deviations in a
few systems. For example, the superintendent in some
smaller systems was the evaluator of all administra--
tive and supervisory personnel. There were a few
systems that used two administrators as evaluators.
One system had a person hired just to visit schools
throughout the year '"to assist and evaluate
principals."13

Despite the problems of time, money, and training,

multiple evaluators are being used.

12National Education Association, Educational Re-
search Service, Evaluating Administrative/Supervisory  Per-
formance, ERS Circular No. 6 (Washington, D.C.: National
Education Association, 1971), p. 3.

13National Education Association, Educational Re-
search Service, Evaluating Administrative . Performance, ERS
Circular No. 7, 1968, (Washington, D.C.: National Education
Association, 1968), p. 2.
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Individuals or groups within and outside the schools
share in the evaluation of school personnel. An
~individual may be assessed '"by a committee of
superiors, peers, subordinates, students, and par-
ents," or he can be evaluated by ome or all of the
groups. The results are given some consideration in
the final evaluation of the administrator of
teacher.
14
Redfern commented that client-centered evaluation
adds a new concept to the traditional approach to assessing
performance. "It provides input from those whom we guide,
teach, lead, and benefit, or in other words, those for whom
we truly work."15
Two major and very different kinds of evaluation,
according to Howsam, are formative and summative. The
purpose of formative evaluation is '"to continually fashion
and refashion behavior in such a way as to achieve
objectives."16 Summative evaluation is terminal concerned
with the conclusion of an act or process. Howsam stressed
that the evaluation process in education should "emphasize

the formative and attempt to ensure that the mnecessary

summative process interfere as little as possible with the

14National Education Association, '"New Approaches in
the Evaluation of School Personnel," NEA Research Bulletin
50 (May 1972): 42,

15George B. Redfern, ''Client-Centered Evaluation," in
Proposals for Progress: Promise and Performance, ed. William
J. Ellena (Washington: American Association of School
Administrators, 1972), p. 24.

16Robert B. Howsam, "Current Issues in Evaluation,"
National Elementary Principal 52 (February 1973): 13.
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formative."17

Controversy exists between teachers who want
formative evaluation for the improvement of instruction and
administrators who want formative plus summative evaluation
to aid in decisions concerning retention or dismissal of
personnel.

The two procedures used in evaluating administrative
and supervisory personnel, according to a 1971 National
Education Association survey, were assessment of the
evaluatee against prescribed performance standards, and
assessment on individually set job targets or performance
goals.18 The job targets approach to evaluation is borrowed
from industry.

Literature in the area of superintendent evaluation
is sparse. There is a growing trend to develop evaluation
19

forms and guidelines for evaluation of the superintendent.

In his 1978 dissertation, Evaluation of the Superintendent,

a study of forty-six superintendents, Henry Grill found that

seventy-eight percent of the administrative units do not

17

18National Education Association, Evaluating Adminis-
trative/Supervisory Performance, p. 6.

Ibid.

19National Education Association, Educational Re-
search Service, Evaluating the Superintendent -of Schools,
ERS Circular No. 6, (Washington National Education Associa-
tion, 1972), p. 1.




72

even maintain any records of the evaluation of the
superintendents. Fifty-six percent of the administrative
units use informal evaluation procedures, i.e., face-to-face
meetings without any report or written record. Only three
percent used formal evaluation forms.

Patton recommended evaluation of executive perfor-
mance by establishing annual targets that are implicit in
the job and judging performance in terms of the targets.
Patton believed that the specific task of goal-setting
should be a joint project involving the individual executive
and at least one administrative superior.20

The Redfern approach has emerged in education after
two decades of experimentation and discussion..21 It is an
evaluative cycle of six steps. At the beginning of the cycle
each person involved in evaluation examines the job to be
performed. An evaluator selects performance areas and levels
for improvement. Near the end of the period, accomplishments
are reviewed. The self-evaluation and the evaluator's
appraisal are jointly discussed. Finally, decisions or
actions to take are further analyzed. Voluntary self-
appraisal or required self-evaluation are used as part of

the evaluation program in some administrative units.

20Arch Patton, '"How to Appraise Executive Perfor-
mance,'" Harvard Business Review 38, (January-February 1960):
63.

21George B. Redfern, How to Evaluate Teaching: A

Performance Objectives AggroachHI;Worthington, Ohio: School
’ ’ p. L]
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Some school systems have adopted parts of management
‘by objectives, or management by results. Management-by-
objectives procedures were borrowed from industrial prac-
tices to emphasize organizational goals and productivity.22
In the implementation of evaluation systems using management
by objectives, Combs insisted that a humanistic approach is
needed to turn the emphasis away from total reliance on
behaviofal—objectives models and the application of product
thinking to human service or school probiems.23

Small has suggested that educators should reflect
upon the English experience with accountability in the
Viéforian. Age. The Newcastle experiment overlooked human
variability in '"exhorting the virtues of payment by

results."24

Evaluation of school personnel has resulted from
social, political and economic pressures of the time.
Educators are 1looking both from within and from without
school systems, at the philosophy and methods of evaluating

the performance of public school personnel. The trend in

school personnel evaluation 1is away from the negative

22Harold R. Armstrong, "Performance ‘Evaluation,' The

National Elementary Principal, 52 (February 1973): p. 51.

23Arthus W. Combs, Educational -Accountability: Beyond
Behavioral Objectives, (Washington: Association for Supervi-
sion and Curriculum Development, 1972), p. 4.

24Alan A. Small, "Accountability in Victorian En-
gland," Phi Delta Kappan, 53 (March 1972): 438-439.
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approach of identifying incompetents for dismissal toward
the positive approach of improving instruction by improving
personnel.

There is some disagreement concerning methods and
instruments of evaluation; however, the school districts
with the most successful results will be those that have
joined 1in critical analysis of goals, established time
schedules, determined procedures, designed an instrument to
fit the procedures, and developed the purposes for evalua-
tion. The specific procedures may differ from state to state
and from one individual school district to the next. In
general, there 1is agreement that four specific steps are
necessary in any procedure: the preevaluation conference,
evaluation, the post-evaluation conference, and follow-up
action.25

Nelson, in a 1982 dissertation asserted that sex
discrimination exists in selection of principals.26 If
promotion to the principalship 1is based on sex, concern
should exist that objectivity is lacking in all performance

evaluations.

"Unless concerted affirmative action pro-
grams are set in place, the principalship will
become even more the sole preserve of the white

231hid.

26Cynthia Kay Nelson. '"Factors Influencing the
Promotion of Women to the Principalship in Arizona." (ED.D.
Dissertation, Northern Arizona University, 1982).
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male. In 1968 women held twenty-two percent of the
nation's elementary school principalships; by 1978
the percentages had dwindled to eighteen."27

Evaluation may be required but often is not
practiced. It was learned in a survey that one-fourth of the
principals in the New England, Mideast, Southeast, Plains,
and Rocky Mountain regions indicated they are rarely or
never formally evaluated. The same was true of one-third of

the rural school principals in the Southeast. The method or

form of evaluation was studied.28

In evaluation, recognition or commendation
in writing or personal comment by the superintendent
or other central office administrators for something
the principal has done rates high on the list of
factors that contribute to job satisfaction. A pat
on the back, a public acknowledgment, or a sign of
approval from a superior can increase morale and
productivity. Yet only one in eight principals
receives this kind of reward frequently. A larger
percentage of female principals, sixteen percent are
commended more than male principals, twelve percent.
At the same time, however, seventeen percent of
women are not commended at all, as opposed to
thirteen percent of the men. Nearly twice as many
New England as Rocky Mountain principals reported
frequent commendations, nineteen percent versus ten
percent. The reverse is true in the Mideast and the
Plains, where eighteen percent respectively, report-
ed total absence of commendations. Only two percent
of the principals with low morale report being
commended frequently, while twenty-seven percent
said they are never saluted. The percentages are
similar for those who feel insecure in their jobs:-
two percent are seldom commended and twenty-one
percent never are.,g

27
28
29

Pharis and Zakariya, p. 103.
Ibid., p. 81.
Ibid., p. 82.
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The increase in federally funded educational pro-
grams, school costs, development of new instructional
programs, and troubles in schools have brought more emphasis
upon evaluation. Carter has suggested that educators
traditionally have rationalized their way out of performance
evaluation on the basis of lacking technology or funds.
Carter interpreted this excuse to be a '"fear or unwilling-
ness by educators to accept the prospects of negative
appraisal."BO
Principal and other administrator evaluations are
complex and difficult, with inadequate and outdated instru-
ments. In the past two decades various types of performance
evaluation techniques have appeared in education. The
problem presented is that there are presently few, if any
reliable evaluation procedures for principals and adminis-

trators, yet the principalship influences school systems

performance more than any other leadership position.

Purpose, Method and Procedure of the Study

The problem of the study was to survey and analyze
performance appraisal policies and evaluation programs

currently being used for principals.

30Launor F. Carter, "Knowledge Production and Utili-
zation in Contemporary Organizations,'" in Knowledge  Produc-
tion- and Utilization in Educational Administration, ed.
Terry T. Eidell, ({Eugene, Oregon: Center Ior the Advanced
Study of Educational Administration, 1968), pp. 16-17.
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To accomplish this purpose, survey letters were sent
to fifty state departments of public instruction and 144
North Carolina administrative school wunits. The letters
requested information regarding principal and/or administra-
tor evaluation appraisal policies, programs, purposes,
philosophies, and tools. Current evaluation methods used
were vrequested for analysis and comparison. The survey
letters are located in Appendix A.

Response Sample

Survey leters were sent to fifty states and
seventy-two percent, or thirty-six states responded to the
request for information. Six evaluation instruments from the
thirty-six responses are in Appendix D.

Survey letters requesting information were sent to
144 North Carolina administrative units with a response of
fifty-eight, or forty percent. Eight response samples are
located in Appendix C.

Data relating to the administrative school district

in North Carolina were collected from the North Carolina

Education Directory issued by the State Department of Public

Instruction. These data gave the number of schools, student
populations, and accreditation status of the schools and the
school districts. State Department of Education Facts and

Figures, 1979-1980 gave the instructional allotments and

expenditures used in the comparative analysis. The data and

evaluation programs indicated who was evaluated, by whom,
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when, why, for what purpose, and which method used which
items or criteria. The information was analyzed individually
by administrative units. (See Appendix E.)

The data, and study could reveal the diverse
principal evaluation plans used in the state departments of
education and local administrative units in one state, thus
producing both small and large views of principal evaluation
programs. The data and study would by significant for
educators, and indicate the relationship of goals and

purposes in education with principal assessment criteria

items.
TABLE 1
Survey of Evaluation Programs
Survey Number Percentage of
Groups Total Participating Participants
State Department of
Public Instruction 50 36 72

North Carolina
Administrative
School Units 144 58 40
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CHAPTER IV

A DESCRIPTION AND ANALYSIS OF EVALUATION
PROGRAMS FOR PRINCIPALS IN FORTY-TWO
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS

Historically the design of systems by which princi-
pals have been evaluated has been deemed unimportant, as
evidenced by the frequency with which procedures and
instruments of evaluation have not been formalized or
communicated to the principal. In some instances rating
scales have been produced commercially, adapted from other
school systems, prepared by someone in the central office,
or developed by an external consultant. At times instruments
have been used that were prepared by a committee on which
the principal was a minority member and in a different
educational context. In other instances instruments héve
been used that were designed to judge the performance of
roles other than that of the principal. Some principals have
been evaluated informally, without established instrumenta-
tion, and thus perform without advance knowledge of either
role expectations or performance measures.

The description, analysis, and comparison of the
evaluation programs and related administrative practices
used to evaluate principals in forty-two North Carolina
administrative school units during 1979-1980 are presented

in this chapter.
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The Study Population

Survey letters '~ requesting information regarding
principal evaluation policies, programs and tools, were sent
to 144 North Carolina administrative school units.

As indicated in Table 2, fifty-eight administrative
school units responded to the request. Sixteen responses

indicated they did not have a comprehensive evaluation
TABLE 2

SURVEY OF EVALUATION PROGRAMS IN FIFTY-EIGHT
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS, 1980

Total

Survey Response Percentage of

Letters Number Response
North Carolina Adminis- :
trative School Units 144 58 40%

Response Number-no Percentage Units Percentage

Number Principal with no in of Unit
Evaluation Evaluation Study Response
Program Program in Study
North
Carolina
Adminis-
trative
School

Units 58 16 27% 42 73%
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program and principals were mnot evaluated. Forty-two
responses sent information regarding the administrative
school unit's policy, philosophy, and program and a copy of
the evaluation instrument or program.

For the purposes of description and analysis,
evaluation policies, programs and procedures for principals
in North Carolina administrative school units with student
populations above 10,000 were grouped as Stratum 1; those
with student populations below 10,000 were grouped as

Stratum 2 (See Table 3).
TABLE 3

PRINCIPAL EVALUATION PROGRAM SURVEY IN
FIFTY-EIGHT NORTH CAROLINA
ADMINISTRATIVE SCHOOL UNITS

Response Sample

Enrollment Stratum Requests Response
Sent Returned

Stratum 1 (10,000 and

more 33 15 (45.4%)
Stratum 2 (less than

10,000) 111 43 (38.7%)
Total 144 58 (40.3%)

Source: Education Directory, 1978-1979
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Information obtained from the North Carolina Educa-

tion Directory indicated there were thirty-three units with

a student population over ten thousand and one hundred
eleven units with a student population 1less than ten
thousand. Of these, fifteen units in Stratum 1 responded and
forty-three units in Stratum 2 responded, with information
on principal evaluation programs. This was a forty percent
response rate from the North Carolina administrative units.
There was no valid way to determine why the response rate
was not higher or whether the non-responding sixty percent
of units had evaluation programs.

Of the fifty-eight responding North Carolina admin-
istrative units, sixteen indicated no principal evaluation
plans or instruments and forty-two indicated some form of
principal evaluation was used, varying from self-evaluation,
observation visit, and conference with the most used
instrument being the rating scale.

Thirty-three survey requests were sent to adminis-
trative units in Stratum 1, having more than ten thousand
students, with a forty-five percent response. One hundred-
eleven survey requests were sent to administrative units in
Stratum 2, having less than ten thousand students with a
thirty-eight percent response rate. Thus there was no
significant difference in the response rate of smaller and
larger administrative units. The administrative school units

that responded to the survey letters are geographically
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dispersed across the state and represented partial county,
county and city administrative units. (Figure 1).

In the fifty-eight responding administrative school
units, 94f principals were represented, as depicted in Table
4. More than 40,000 teachers and more than 800,000 students

were represented in these fifty-eight administrative units.

TABLE 4

NUMBER OF PRINCIPALS IN RESPONDING
ADMINISTRATIVE SCHOOL UNITS

Stratum 1 Stratum 2 Total Total in
' North Carolina*

Principals 521 426 947 1,997
Units 15 43 58 144

Source: *North Carolina Education Directory,
1978- 1979

State Department of Public Instruction
Raleigh, NC

Methods and Procedure in Collecting
and Reporting Data

The information for the study was obtained by survey
letter requests to North Carolina administrative school

units requesting information concerning the unit's policy,
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philosophy, program and practice dealing with the perfor-
mance evaluation of principals, and if possible, a copy of
the unit's evaluation instrument. A copy of the letter is in
Appendix A. Forty-two of the fifty-eight responding adminis-
trative school units sent copies of the evaluation instru-
ment used.

Each responding administrative school unit in each
population stratum was assigned a number at random. The two
population strata were analyzed separately and collectively
in tabular form.

Information on evaluation programs furnished by the
administrative school units was presented in tabular form.
In addition, summary data on the characteristics of the
evaluation program for principals are presented in separate
tables.

Presentation of Data

Each responding administrative school unit in each
student population stratum was assigned a number at random.
The Summary Total, Table 5, indicates that in principal
evaluation programs, school bus transportation, school
building management and personal characteristics were used
more frequently as areas of criteria than the instructional
program, the curriculum or student support services.
Professional characteristics were used as a criteria item
and the most reported characteristics dealt with getting

reports submitted on time and presenting neat reports. The



TABLE 5

SUMMARY TOTAL

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY~-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 1 and 2 Number 42

86

Characteristics of Principal Evaluation Programs

Evaluation philosophy Areas of criteria
Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy
Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office management

School food service

Plant operating and management
School bus transportation
Attitude toward curriculum

All professional personnel
Frequency of evaluation
Once every two years

Once a year
Twice a year

development
Method of evaluation Sharing and delegating
responsibility
Outlining with narrative comment School organization
Rating scale Communications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verbal comments
Job objective

Preparation for position
Relevancy of preparation

Hetb [ [ b | s [ 15 0 1o

Conference -3 Adaptability

Cycle 4 Ethical

Criteria - Organizes school for the
benefit of children

Evaluative criteria Assessment and planning are

given high priority

Broad 34 Ample time given to super-

Descriptive g vision of instruction

Guidelines

Job descriptions 2

Source: Information received from local
administrative school unit, 1979 - 1980,

Lo b s [ A5 2
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summary table presents data based on analysis of the
characteristics found in the individual administrative unit
evaluation program.

The data presented in Appendix E characterizes the
individual evaluation programs for principals. The programs
contained a variety of different items, ranging from a
statement of philosophy, or purposes for evaluation, to
informal individual conferences. Table 17-58 are designed to
present a description of the performance evaluation programs
for principals in forty-two North Carolina administrative
school units, 1979-1980.

Personnel Evaluated and Frequency of: Principal Evaluation

Teachers were evaluated in all fifty-eight adminis-
trative school units while principals were evaluated in
forty-two of the fifty-eight responding school systems. As
indicated in Table 6, twenty-two school systems had ‘an
evaluation program that also evaluated the superintendent.

Table 7 tabulates the number of school units stating
the frequency of evaluation for principals. The information
indicated that frequency of evaluation of principals varied
during the probationary period.

The data indicated that evaluation of principals was
usually performed by the immediate supervisor, superintend-
ent or his designee. Three wunits indicated that the
principal was to execute a self-evaluation. The principal
has traditionally been responsible for evaluating teachers,

as indicated in Table 8.



88

TABLE 6

PER CENT OF FIFTY-EIGHT NORTH CAROLINA
ADMINISTRATIVE UNITS IN WHICH VARIOUS
PERSONNEL WERE EVALUATED, 1979 - 1980

Evaluatees School Units Evaluation
Participating %
Teachers 58 1007
Principals 42 727%
Supervisors 42 727
Superintendents 22 _ 37%
All Professional 12 207
personnel

Source: Analysis based on personnel evaluation infor-
mation received from fifty-eight North Carolina
Administrative School Units, April, 1983; school
units with (1) 10,000 or more students (Stratuml)
and (2) less than 10,000 (Stratum 2).

TABLE 7

FREQUENCY OF PRINCIPAL EVALUATION
IN
FIFTY-EIGHT NORTH CAROLINA
ADMINISTRATIVE SCHOOL UNITS

Once every two years 4
Once a year 36
Twice a year 2
No Evaluation 16

Source: Information received from the fifty-eight
administrative school units



TABLE 8

TYPES OF EVALUATORS IN FIFTY-EIGHT
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS, 1979-1980

Evaluatees

Stratum 1 Stratum 2
(10,000 or more students) Everyone (less than 10,000 students)
Evaluators Teachers Princi- Super- | Teachers Princi- Super-
pals visors 1is eval- pals visors.
uated
Principal 15 43
Superintendent or
designee 13 27
Immediate Super-
visor 13 2 27
Self Evaluation 3 3 3 3

Source: Analysis based on personnel evaluation information received

from fifty-eight North Carolina administrative school units,
April, 1983,

68
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Purposes, Methods, Procedures and Criteria

The purposes of evaluation were varied and diverse
as indicated in Table 9 with many school systems not having
a comprehensive evaluation program with a delineated
purpose. Table 10 presents the eight primary methods of
principal evaluation and the rating scale was used the most.
One system has a comprehensive evaluation program, in which
students evaluate teachers and principals, and teachers
evaluate principals. Three units indicated the only princi-
pal evaluation was self-evaluation. Of twenty-nine units
reporting the use of rating scales, twenty-one had '"personal
characteristics'" as the first point on the rating scale.

The responding North Carolina adminigtrative school
units listed collectively the following personal character-
istics on their principal evaluations:

1. General personal appearance

2. Neatness; grcoming groom

3. Proper English usuage

4. Distinct and convincing speech
5. School pride

6. Discretion

7. Energy and enthusiasm

8. Voice

9. Health

10. Attendance

regular



TABLE 9

PURPOSES FOR PRINCIPAL EVALUATION IN FORTY-TWO
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS, 1979-1980

Number of School Units
Purpose for Evaluation Stating Purposes for Evaluation

Stratum 1 Stratum 2

To comply with State Statutes
and local board policy

To encourage goai setting 4 12
To éncourage Jjob target

To provide feedback . ’ 1
To eliminate the tradit- 1 1

ional schismatic "we-they"
syndrome of evaluation

To establish open communication 2 3
To establish mutual parti-

cipation

To use evaluation for the bene- 1 1

fit of the individual being
evaluated and "his/her clients."

To create self-improvement 1 1
To strengthen planning 1 1
competencies

To make accountability meaningful 1 1
To improve morale 1 1
To determine dimensions of effect- 1 1
iveness or deficiency

To motivate professional growth 1 1
To improve instructional, ad- 1 1
ministrative and supervisory

services

To insure the best possible edu- 2 2

cational program for all students

Source: Information received from North Carolina
administrative school units



TABLE 10

METHODS OF PRINCIPAL EVALUATION USED IN FORTY-TWO
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS, 1982-1983

Number of School Units
Method of Evaluation Using Method Listed
Stratum 1 Stratum 2 Total

Rating Scale

Scale of 1 - 2 5 5
Scale of 1- 3 4 2 6
Scale of 1 - 4 2 5 7
Scale of 1 - 5 7 7
Scale of 6 or more 4 4
Rating Scale and Written Comments 1 1
Written comments only 4 4
Self Evaluation 3 3
Informal Visit 1
Evaluation cycle 1 1
Goal cycle process 1 1
Job target objective 2 2

Source: Analysis based on personnel evaluation
information received from fifty-eight North
Carolina administrative school units, 1983;
school units with (7. 10,000 or more students
(Stratum 1) and . : less than 10,000 students
(Stratum 2).

Evaluation criteria for principals rated on a
1 - 3 scale.

Evaluation criteria for teachers rated on a

1 - 4 scale.

Evaluation criteria for principals rated on a
1l - 4 scale.

Evaluation criteria for teachers rated on a

1 - 5 scale.

92
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punctual
11. Attitude
12. Sense of humor
13. Personal aura
14. Posied
15. Self-control
16. Has moral attitude

Administrative units which did not have principal
evaluations furnished teacher evaluations. The teacher
evaluations contained twenty to thirty-five criteria. In the
units where both principals and teachers were evaluated, the
teacher evaluation consistently had more scale points for
evaluation than did principal evaluation.

Two administrative units had sought assistance in
the development and implementation of evaluation programs.
In one instance, which we shall call case A, six small
administrative units in one county collaborated in using the
expertise of the Rockefeller Program for Leadership Develop-
ment, with the final measure consisting of formative and
summative evaluation.

In énother situation, case B, a county administra-
tive wunit utilized outside instead of 1local university
assistance as consultants. Case B developed an evaluation
philosophy policy and program which had total involvement in
the evaluation process‘with students evaluating teachers and

teachers evaluating principals. The evaluation was done
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anonymously and no one had to reveal the results of the data
unless he chose to do so. The goal or purpose of the process
was to provide direct controlled feedback for the develop-
ment of an accurate self-evaluation. In case B, the
principal's evaluation system paralleled the teachers'
system and was designed on the same system. Case B
recognized and attempted to eliminate the traditional
schismatic "we-they" syndrome of evaluation so prevalent
between teachers and administrators in most administrative
units. The essence of Case B's evaluation prograﬁ was that
evaluation needs to be built on open communication and
mutual participation and mutual participation and the goal
that the purpose of any evaluation scheme, system, instru-
ments, or processes had to benefit the individual being
evaluated.

Table 11 presents the information of the forty-two
units pertaining to principal evaluation procedures. No
school system used all the procedures; thirty-nine units
used one or more of the procedures.

No standardized set of criteria was found in the
forty-two evaluation instruments. Table 12 summarizes that
data on principal evéluative criteria collected from the

forty-two instruments by 1isting the types of criteria,



TABLE 11

PRINCIPAL EVALUATION PROCEDURES IN FORTY-TWO
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS
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Number of School Units
Indicating Procedure

Procedure
Stratum 1 Stratum 2 Total
Orientation 8 21 29
Administrative disposition of
evaluation report 11 28 39
Post evaluation conference 2 3 5
Mutual participation 1 1 2

Source: Analysis based on personnel evaluation

information received from fifty-eight North

Carolina administrative school units,

school units with . : more than 10,000

1983;

students (Stratum 1) and ‘% less than 10,000

students (Stratum 2).



TABLE 12

PRINCIPAL EVALUATION CRITERIA IN FORTY-TWKO
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS

Number of Principal Evaluation
Forms Containing Criteria Items

Criteria in Each Category
Stratum 1 Stratum 2 Total
Types of Criteria
Broad 10 24 34
Descriptive 3 5 8
Main Areas of Criteria
School climate 2 1 3
School organization 1 1 2
Professional qualities 14 26 40
Working relationships 8 28 36
Personal character-
istics 10 20 30
Instruction and
curriculum 1 1 2
Business and Fiscal
Management 1 1 2
Student Services 1 1 2
Personnel Management 1 1 2
Transportation 11 22 33
Plant Maintenance 6 18 24
Food Services 9 16 25
Public Relations 10 22 32
Number of Criteria Items
under 10 items 4 3 7
10 - 19 items 6 8 14
20 - 29 items 1 21 22
30 - 39 items 1 1 2
40 - 49 items
Overall item
Job description guide-
lines 9 9

Source: Analysis based on principal evaluation infor-
mation received from fifty-eight North Carolina
administrative school units,
with (1) 10,000 or more students (Stratum 1)
and (2) less than 10,0060 students (Stratum 2).

1983;

school units

96
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(broad .or descriptive) the criteria relating to specific
areas, and the number of criteria items.

The development of procedures for the formal
evaluation of principals is recognized as a step in
improving the instructional process and school operations.
Administrative and principal evaluation serves as a means as
well as an end. When it functions as an end, it is simply a
summative judgment regarding an administrator's performance.
When evaluation serves as a means, it becomes a part of a
management system, promoting administrative and organiza-
tional effectiveness.

A Comparison of Two Characteristics
on Evaluation Programs

The student population and the student expenditure
or allotment were compared to analyze the effect or
difference on evaluation programs. An underlying assumption
was that larger school systems and the ones having the most
financial support would have the most developed and
comprehensive evaluation programs. However, as indicated in
Table 13, student population size and the financial support
have no significant influence on the evaluation programs.
Table 13 gives the random number of the administrative unit
in Strata 1 and 2, the number of schools in each unit,
indicating accreditation with the State Department of Public
Instruction and the Southern Association of Schools and

Colleges.



TABLE 13

ADMINISTRATIVE SCHOOL UNITS ACCREDITED AND NUMBERS

OF SCHOOLS ACCREDITED IN

FIFTY-EIGHT

NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS, 1980

Number of Schools

STRATUM 1 with Southern

Number Unit with Number of Association
of Unit State Ac- Schoolsin Accreditation
: creditation Unit

1 21 6

4 38 36

5 25 25

9 *Level II 17 17

12 55 16

16 42 42

19 *Level II 21 3

20 24 24

25 32 32

33 22 4

35 86 19

36 20 20

46 15 15

55 17 17

56 106 89

98



TABLE 13 (Continued)

ADMINISTRATIVE SCHOOL UNITS ACCREDITED AND NUMBERS
OF SCHOOLS ACCREDITED IN FIFTY-EIGHT
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS, 1980

STRATUM 2

Number of Schools
Number Unit with Number of with Southern
of Unit State Ac- Schools in Association
creditation Unit Accreditation
2 10 1
3 *Level II 10
6 *Level I 12 1
7 i3 3
8 10 0
10 : *Level II 18 6
11 *Level II 13 12
12 4 0
13 23 23
14 13 2
15 7 7
17 18 0
18 15 15
21 *Level II 13 1
22 *Level I1 11 0
23 11 9
24 *Level II 14 2
26 9 0
27 7 2
28 *Level III 12 0
29 *Level I 6 0
30 21 5
31 *Level III 9 0
32 *Level III 13 1
34 . 14 14
37 8 8

38 *Level 1 10

-



100

TABLE 13 (Continued)

ADMINISTRATIVE SCHOOL UNITS ACCREDITED AND NUMBERS
OF SCHOOLS ACCREDITED IN FIFTY-EIGHT
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS, 1980

STRATUM 2 Number of Schools
Number Unit with Number of with Southern
of Unit State Ac- Schools in Association
creditation Unit Accreditation
41 *Level III 6 6
42 *Level II 21 5
43 8 1
44 3 1
45 *¥Level II 4 1
47 2 0
48 9 9
49 12 11
50 8 1
51 4 2
52 8 8
53 *Level I 2 2
54 *Level I 3 0

Source: North Carolina Education Directory, 1979.
State Department of Public Instruction
Raleigh, North Carolina

* In 1983, the North Carolina State Department
of Public Instruction eliminated the levels of
accreditation to just one step or level of
accreditation,
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Table 14 presents a comparison of four North
Carolina administrative school wunits. Most of the school
systems were closer in range to the lower than the higher
student population. The median range population was 24,607
for Stratum 1. The school system in Stratum 1 nearest the
médian range was selected to study the financial commitment
to education, student population size, accreditation status,
and evaluation criteria were analyzed to determine whether a
relationship existed.

While all of the schools were accredited by the
Southern Association, the median school system in Stratum 1,
known as Z system, had approximately 26,000 students and was
the median in financial support. Its evaluation program did
not have a stated philosophy and purpose, but the program
had two parts: a job objective and an overall evaluation.
The overall evaluation was a seven-point scale and six items
in each scale. The overall rating for each six-item scale
point was satisfactory, unsatisfactory, and non-applicable.

Within Stratum 1, Y school system was one of the
five 1largest in the fifty-eight administrative units. Y
system had a much larger student instructional allotment and
82% accreditation by the Southern Association. The unit's
principal evaluation consisted of seven factor headings with
space for narrative comments.

In Stratum 2, consisting of student populations less

than 10,000, the median student population was 5,026. School



TABLE 14
A COMPARATIVE ANALYSIS OF TWO CHARACTERISTICS
OF FOUR NORTH CAROLINA ADMINISTRATIVE UNITS
STRATUM 1

STRATUM 2

*ADMINISTRATIVE SCHOOL UNIT

Z Y A B

Student approx. less than
Enrollment 26,500 60,000 5,250 1,000
Financial slightly high average state
Support above state allotment

average high teacher allotment

small supplement :

teacher no teacher

supplement strong addit- supplement

Evaluation

small addit-
ional fin-
ancial support

job objective

Instrument overal eval-
uation
7 point scale
Accreditation
Status schools 100%

SA

ional financial

base

7 factor
headings

space for
narrative
comments

schools 82%
SA

no addition-
al financial
base

comprehensive
evaluation
program, phil-
osophy, pur-
pose, everyone
evaluated,
five factor
headings with
subfactors,
narrative
comments

system had
state board
of education
Level II

* For anonymity, these four school units

are called 2, Y, A, and B.

four point
rating
scale

positive
rating key
comments

schools
had 1007
SA

102
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system A had a student population of 5,250 the average
student state instructional allotment, and no teacher
supplement or additional support. The small system, having
utilized the Rockefeller Leadership Development Program, had
a strong evaluation program and philosophy. Everyone
including the superintendent was evaluated. The principal's
evaluation consisted of five factor headings in outline form
with subfactors summarized under each to serve as a ''guide"
in making an evaluation. There was space to make narrative
comments relative to the factor headings. The school unit
had state accreditation, level II, and ten schools.

In Stratum 2, school system B had a student school
population of 1less than 1,000 students. The student
instructional allocation was the state average allotment and
no teacher supplement. The principal's evaluation consisted
of a four point rating scale and thirty criteria items. The
evaluation was positive, leading to improvement with the
rating key of (1) operating at high professional level, (2)
operating at acceptable level, and (3) needs to improve. The
information was used for comparison of evaluation programs
to determine whether size of the administrative unit and
accreditation had any effect on the evaluation program.

The problem remains that there are presently few
reliable evaluation procedures and processes for the
principals who have tremendous influence on school system

performance. For all educators, the concept of evaluation
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for many years has engendered a sense of fear, dread, and
dislike. It is hoped and believed that through study and
analysis of evaluation systems, mutual trust predicated on
help-giving and professional growth, can eventually develop.
The school as a basic societal institution is not one in
which trust, motivation, communication and participation are
apparent. The change from authority-control to self-
government and democracy in the school could begin with
evaluation. Such idealistic words are often welcomed with
cynicism and sneers of ridicule. However, trust can never be
established unless everyone concerned understand the issues.
Evaluation is the issue but the real issue is who evaluates
whom and thereby exercises control.

The purpose of evaluation in education is to help
the educational process better relate to the client's needs.
Principal evaluation does not stop at the point of
inspecting to see if something occurred or did not occur.
Evaluation is a continuous process focused upon improving
effectiveness of the school's goals and objectives. The
process 1is linked with decision making, for improvement
cannot result from evaluation unless changes are implement-
ed. At this point the school fulfills the concept of
accountability in that it goes beyond a description of what
is and develops supplemental or corrective actions. The
principal evaluation process should be considered a clarifi-

cation of purpose, generation of data, and analysis in
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meaningful information to determine the next steps toward
improvement. The principal evaluation instrument should be
linked with the planning process, philosophy, goals and
purposes, or it is sacfificing the principal for the sake of

perpetuating superficial evaluation.
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CHAPTER V

PRINCIPAL EVALUATION PROGRAMS IN THIRTY-SIX
STATES AND THE DISTRICT OF COLUMBIA

Each year more and more states react to the
evaluation 1issue. In an effort to establish evaluation
programs for all public school personnel, each state brings
to the issues involved in performance evaluation its .own
unique needs and its own proposals for solving the problems
of evaluation. In each instance, the evaluative techniques
and practices vary, depending upon objectives, needs and
priorities. The performance appraisal standards and adminis-
trative practices for thirty-six states are examined in this
chapter. The states have approached the evaluation issue in

a variety of ways.

Method and Procedure

Information for the survey of state evaluation
progréms was obtained by writing letters to fifty state
departments of public instruction and the District of
Columbia. A copy of the letter is found in Appendix A.

Thirty-six of fifty states (as shown in Table 15 and
Figure 2) shared information regarding state legislation,
evaluation programs, tools, and procedures for the evalua-

tion of principals and or administrators.
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TABLE 15

A SURVEY OF PRINCIPAL EVALUATION PROGRAMS
IN THIRTY-SIX STATES

Number of Returned Shared
Responses Evaluation Information
Programs

State Departments of
Public Instruction 36 21 15



Figure 2.
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Presentation of Data

Table 16 specifies the principal evaluation programs
in thirty-four states and Washington, D. C. Sixteen states
have state statutes and performance evaluation programs for
all personnel. In Pennsylvania, a uniform rating sheet 1is
applicable to all professional employees. In eight states,
any evaluation measure or tool must be educator designed or
approved.

In the twelve states having state-mandated evalua-
tion, the state departments do not mandate the type and
style of evaluation procedures but they create the minimum
parameters for local school district evaluation procedures.

By comparison, teachers have various forms of
evaluation in all thirty-six states reporting. Two of the
thirty-six states have adopted accountability legislation or
evaluation programs for teachers only. The teacher evalua-
tions with state statutes were tied to dismissal procedures.
In the states where only teachers were evaluated; evaluation
was lengthy, tedious, punitive, or negative for teachers.

As an indication of the current economic times, many
state departments of public instruction now include evalua-
tion criteria and guidelines for a '"reduction in force"
policy that 1is available for adoption by 1local school
district open meetings. The criteria for reduction in force

are attrition, program reduction or elimination, seniority,



TABLE 16

Principal Evaluation Programs in 1
Thirty-Four States and Washington, D.C.

State Certification

State Statute

Evaluation Mandated

No required Mandated Instrument developed Evaluation is Performance Principal Needs

evaluation Evaluation and controlled by ocal dis- Based Assessment Assess-
Professional Assoc- cretion Evaluation ment
iation

Arizona Wyoming I1linois Maine Washington, Georgia Idaho

Minnesota Washington Iowa Maryland D.C.

Nebraska Kansas Ohio Michigan

New Jersey Indiana South Dakota Mississippi

South Carolina North Carolina Florida Montana

Vermont Hawaii New Hampshire

Virginia Pennsylvania New York
California North Dakota

Rhode Island
Texas
Wisconsin
Colorado

1

Source:

Information furnished by state departments of public education,

Fourteen states did not reply; Lwo states indicated that only teachers were cvaluated.

01T
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and tie breakers. Tie breakers include marital status,
number of dependents, number of family wage earners, date of
contract, and total education. The economic times and this
policy could have a profound impact on evaluation.

Washington's statuté mandates the evaluation of all
certified employees. Florida was one of the first states to
have laws governing the evaluation of all personnel.
Tennessee requires '"accepted personnel evaluation procedures
for all" as a criterion for approval of schools.

In states decisions on whether to evaluate profes-
sional school personnel and in some instances how to
evaluate are being taken away from the local school systems.
Other states requiring performance evaluation leave the
actual development and implementation of the evaluative
process to the 1local school administrative wunits. Some
states have had difficulty in getting their proposed state
evaluation plans accepted. For example, Hawaii's Performance
Improvement Program has been rejected by the teacher's
um'_on.1

Kansas schools are required to statute to develop
evaluation policies for certifiéd personnel. Such policies

shall be filed with the State Department of Education as

1Hawaii Department of Education, Performance Im-
provement Program (Honolulu: Department of Education, 19//),
p. 12.
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part of the accrediting process. Connecticut has guidelines
with criteria and space for the individual to write 1in
activities and a progress rating scale. Evaluation is
mandated. An example used for teachers and principals is
found in Appendix C. Georgia wutilized the Educational
Testing Service to develop The Georgia Principal Assessment
System for principal evaluation and is mandated.

North Carolina has mandated evaluation and 1983 will
be the first year the State Department of Public Instruction
has employed a principal evaluation instrument. A copy of
the 1983 North Carolina principal evaluation instrument is
located in Appendix C. Many systems throughout the state are
encouraging the use of the local evaluation instrument as
well as the one from the State Department of Public
Instruction.

In South Dakota, wuntil 1979, principals were
evaluated by the Professional Practices and Standards
Commission of the State of South Dakota. The school
administrators of South Dakota had the statute changed and
currently they are working to develop a code of ethics and
policies for evaluation. The goal of the school administra-
tors is to police their own ranks because the control of the
Professional Practices and Standards Commission is in the
hands of the State Teachers Association.

The state of Illinois has a model evaluation

instrument developed by the principals' association which
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includes purposes, policies, procedures, and criteria. The
state of Illinois, Iowa, Ohio, South Dakota, Florida,
Hawaii, Pennsylvania and California have state mandated
evaluation; however, the state professional association has
control of the evaluation tool and .process. Anything
regarding evaluation must be approved by the administratofs'
association.

The state of Idaho has a comprehensive systematic
planning process with built-in evaluation, focusing on
learner needs which requires the principal to develop a plan
for continuous process. School districts are to use their
own 1instruments for principal evaluation; however, all
districts are strongly encouraged to utilize the Needs
Assessment or Collegial Form Process developed by the
Kettering Foundation. The Idaho Needs Assessment for local

schools was adopted from Needs Assessment: A Manual of

Procedures for Educators by Jefferson Eastman of the

Worldwide Education and Research Institute.

In Pennsylvania under the School Code, there is a
uniform rating sheet applicable to all professional employ-
ees. The form is filled out annually for every professional
employee including principals. Only superintendents or
assistant superintendents are exempted from being rated
annually with the form.

The School Code of Pennsylvania places principals in

the same category with other professional employees for
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purposes of the required annual rating. Districts do have
the option to make additional evaluations and appraisals
with approval of the form, but cannot take action for
dismissal or furloughing unless they use the required form
or an approved alternative form.

The purposes of the Washington, D.C. performance-
based evaluation for all personnel are improvement of
personal performance and organizational productivity. The
premise of the evaluation program is that the evaluator and
the evaluatee have similar goals.

In the state of California, administrative units are
required to evaluate principals. Some units follow the same
pattern for principals as for teachers. Some units write
objectives for their work and have objectives approved by a
supervisor. Many principals believe the evaluation is
inadequate and that there are problems with the current

system. A booklet, The School Principal, researched by a

task force for the Improvement of Education and published by
the State Department of Education, stated:

"Principal positions are filled with persons
who are 'sponsored' by the superintendent or
political others, rather than as a result of a
bonafide open search. Affirmative action require-
ments, even when followed, may be satisfied pro
forma rather than as a means toward a fair

evaluation of all candidates."2

2California State Department of Education, The
School Principal. (Sacramento; 1978), p. 27.
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In California, the evaluation of principals was
described by principals as inadequate, for the following
reasons:

1. Little knowledge of criteria used by supervisors
to evaluate them.

2. Infrequent evaluationms.

3. Supervisor judgment seldom based on direct
observation.

4. Little involvement of those closest to the work
situation, such as teachers, students, parents
and other administrators.

5. Attention to minor objectives such as '"punctual
in submitting reports" 'maintains an attractive
school",

The effectiveness and evaluation of school

principals is too often measured by their ability to

""keep the 1lid on'" and serve the needs of the school
district bureaucracy.3

California does not recommend regional education centers;

"we do not need additional bureaucracies'. The California

Task force stated: '"The majority of the recommendations

result not from inadequate funding, but from 1lack of

direction."4

States have had the goal of positive evaluation for

the improvement of school service by all administrative,

supervisory and instructional personnel as their purpose for

mandating or recommending the development of performance

evaluation programs.

3
4

Ibid. p. 42.
Ibid. p. 3.
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The trend in all the states in school personnel
evaluation has moved away from the negative approach of
identifying incompetents for dismissal and toward the
positive approach of improving instruction by improving
personnel.

There is evidence that states which have not already
taken steps toward mandating performance evaluation for all
school personnel are at least planning some method of
accountability involving performance evaluation of profes-
sional school personnel.

The issue of evaluation is forcing professional
school people to reexamine their practices and give the

public a view of schooling today.
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CHAPTER VI
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

The purpose of this study was to survey and analyze
evaluation programs for principals in fifty-eight North
Carolina administrative school units and in the fifty state
department of public instruction. Forty-two of fifty-six
North Carolina administrative wunits .provided principal
evaluation information; fifty-eight administrative school
units in North Carolina -responded. Thirty-six states
provided data fequested. The study examined individually and
collectively evaluation programs in forty-two North Carolina
administrative school wunits and from thirty-four state
departments of public instruction to determine the purposes,
methods, frequency, criteria and procedures used in princi-
pal evaluation.

Across the United States and the administrative
units within a state, disagreement concerning methods and
instruments of evaluation will continue. However, the most
successful results will probably come from those administra-
tive units who have developed a philosophy and purpose of
evaluation and have joined in a critical analysis of goals

and procedures.
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The significance of the study indicates that any
individual principal evaluation instrument is only as good

as the individual principal's leadership.
Summary

A survey letter was used to request information on a
unit's or state's program and policy and a copy of its
evaluation instruments. The survey 1letters are found in
Appendix A. The evaluation programs were analyzed, compared
and presented in a descriptive analysis and tabular form in
Chapter 1IV. Characteristics of individual school unit
principal evaluation programs and summary data were.includ—
ed. Fifty-eight responses were received from 144 survey
letters sent to North Carolina administrative wunits.
Forty-two of the fifty-eight responses shared the evaluation
instrument used. Principal evaluation from eight North
Carolina administrative units are found in Appendix B.

From the fifty survey letters sent to state
departments of public instruction, there were thirty-six
responses which shared the policies and evaluation programs.
Principal evaluation instruments from the states of Connect-
icut, Hawaii, Idaho, North Carolina, Pennsylvania and South
Dakota are 1located in Appendix C. In the study, the
evaluation programs from the state departments of public
instruction were grouped by the method of principal

evaluation used throughout the states. Four North Carolina
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administrative schooi units were selected by student
enrollment numbers for comparison of two characteristics to
determine whether there was any significant effect on
evaluation programs. |

Evaluation of all personnel in the public schools is
a necessary component of educational accountability regard-
less of the lack of consensus on the subject of evaluation.
Self-evaluation is an integral part of the growth and
development process, providing introspection for the evalu-
atee and perspective for the evaluator. Evaluation should be
an ongoing process focused upon the accomplishment of the
goals, functions, and tasks for the school system and should
form an integral part of the long-range and daiiy management
of the schools. Principals were evaluated in twenty-seven of
thirty-six states and forty-two of the fifty-eight North
Carolina administrative school units. Teachers were evaluat-
ed in the responding thirty-six states and fifty-eight North
Carolina administrative school units.

From the study, the researcher believes it is the
leadership expertise of the individual school principal more
than any other factor that affects the principal evaluation

and improves the instructional quality in the schools.

Conclusions

As a result of an analysis of the data collected in

this study, the following conclusions were reached:
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In the state and North Carolina administrative
school units, evaluation instruments contained
four main items for principal evaluations and
five main items for teacher evaluation.

North Carolina Administrative Units:

1.

2.

10.

11.

Thirty;six administrative units have some form of
principal evaluation once a year.

In forty North Carolina administrative units, the
principal is evaluated by the superintendent or
his designee in a form of evaluation.

Sixteen North Carolina administrative units
stated goal setting as a purpose of evaluation.
For the remaining administrative units there was
no standard or unity of purpose in evaluation.

All administrative school units in North Carolina
use at least one procedure in principal evalua-
tions.

The traditional rating scale is used in twenty-
nine of the North Carolina administrative units.

Twenty-one of twenty-nine administrative units
using the rating scale for principal evaluation
used '""Personal Characteristics'" as the number one
item on the scale.

For principal evaluations, personal appearance
was the first criterion on "Personal Characteris-
tics".

One administrative unit in North Carolina involv-
ed students in the evaluation of teachers and
principals; and teachers in the evaluation of
principals.

One North Carolina administrative unit used as
evaluation cycle of needs and goals.

The process of self-evaluation was used in three
North Carolina administrative units.

The student enrollment population and amount of
instructional allotment seemed to have no effect
on principal evaluation programs.
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12. It is believed by the researcher that expertise
of individual leadership is the most influential
factor on principal and evaluation systems.

13. Six administrative school wunits had related an
evaluation program to the administrative school
unit's goals and policies to encourage goal
accomplishment.

14. One North Carolina administrative school unit had
developed a philosophy, policy and program
evaluation. (Appendix B)

15. Three North Carolina administrative school units,
utilized leadership school and outside regional .
university administration in the development of
principal evaluation. (Appendix B)

16. Beginning in 1983, the North Carolina state
department of public instruction will wuse a
principal evaluation instrument. Many North
Carolina administrative school wunits are using
the local and state principal evaluation instru-
ment. The North Carolina principal evaluation
instrument is found in Appendix C.

17. In North Carolina, with an available standardized
principal evaluation instrument, administrative
units should re-examine the evaluation philoso-
phy, policy and purposes of principal evaluation
thus leading to a compulsory and self-evaluation
program for all personnel to improve the instruc-
tional quality in the schools.

The Thirty-six States

1. Twenty-seven states have principal evaluation
programs. Five states have mandated principal
evaluation with programs. Eight states have
mandated evaluation; however, the principal and
teacher evaluation instruments are controlled by
professional associations. In twelve states,
evaluation is to be done but the type and form of
evaluation is at local discretion.

2. One state has a uniform rating sheet for all
professional employees.

3. Twelve states have mandated evaluation but have
chosen to 1leave '"control" of evaluation in the
local administrative unit.
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In eight states, unions and professional organi-
zations have '"'control'" of the evaluation instru-
ment. The instrument cannot be changed or
anything added without approval of the organiza-
tion or union.

The research study established that there is mno
uniformity in procedures or standard of programs
for principal evaluation in the fifty-eight North
Carolina administrative wunits and thirty-six
states.

Programmatic
Recommendations

Develop an administrative unit and university
program for research in educational administra-
tion and the sociopolitical structure of schools
today.

Consider the establishment of principal consortia
for principals to evaluate ideas, resources,
provide personal support and involve principals
in decisions that affect leadership ability to
manage a school.

Review and remedy of the current system of
principal recruitment and evaluation with in-
volvement of administrative units, professional,
organizations, wuniversities and the public.
(Example: Idaho has SNAP, a School Needs Assess-
ment Program.)

Develop a university-administrator training pro-
gram in personnel evaluation, due process,
dismissal procedures, and the evaluation of
instructional competence.

Strengthen the certification process in educa-
tional administration with university and school
participation in the research and assessment of
competencies with a program of field experience
and demonstrated effectiveness.

Continue the study for instruments of evaluation,
the evaluative process for everyone and self-
evaluation. The building site principal should
have more discretionary power over the selection
and assignment of staff leading to more involve-
ment and accountability.
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Provide opportunities for principals to develop
the mnew abilities and skills necessary for
effective school leadership today. The role of
the principal continues to be complex and
dynamic. Many principals now serving were trained
prior to the emphasis on school improvement,
cultural pluralism, community involvement, educa-
tional opportunity, special education, student
rights and collective bargaining. Therefore, on
ongoing staff development for all personnel and
not just teachers, 1is critical to effective
school programs and the principalship.

In North Carolina and states mandated and have
developed a principal evaluation instrument,
continued study is recommended to determine the
evaluation philosophy, policies and purposes.

Recommendations for Further Research

The data collected has revealed several questions to

which further study should be given.

1.

Effective School Leadership. What are the compe-
tencies for elIfective school principal leader-
ship?

Role Performance and Evaluation. How do princi-
pals and administrators perceive their role
performance and evaluation?

Effective Competencies. How can effective school
principal competencies be best evaluated?

New Performance Evaluation Instruments. How can
effective tools or Instruments of evaluation be
developed?

Performance Evaluation Feedback. Does the written
or observable evaluation result in observable
behavioral changes?

State Department of Education Principal Evalua-
Cion  Instruments. How can a state evaluation
instrument be adopted to the individual adminis-
trative unit philosophy, goals and policies?

The Effects of Interpersonal and Political Rela-
tionships. What are the effects of interpersonal
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and political relationships between administra-
tors, educational organizations, union officials,
and school board members upon the evaluation
process and personnel turnover?

Factors that Create Quality Education. What

Tactors have an effect and create quality educa-
tion?
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SURVEY LETTER TO ONE HUNDRED FORTY-FOUR
NORTH CAROLINA ADMINISTRATIVE SCHOOL UNITS
REQUESTING PRINCIPAL EVALUATION PROGRAM INFORMATION

Joyce Davis Williams
5545 Kuykendall Road
Matthews, NC 28105

I am doing a study of performance appraisal policies and
evaluation programs for principals and administrative
practices implementing these policies in the state of
North Carolina.

To develop a base for comparison and contrast, I would
appreciate learning of your system's policy and procedures
dealing with performance evaluation of principals, and if

possible, receiving a copy of your evaluation instrument.

Your courtesy and immediate response in this matter will
be appreciated. I look forward to hearing from you or one
of your colleagues.

Sincerely,

Joyce D, Williams

JDW/vv
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SURVEY LETTER TO FIFTY STATE DEPARTMENTS OF
PUBLIC INSTRUCTION REQUESTING PRINCIPAL
EVALUATION PROGRAM INFORMATION

Joyce Davis Williams
5545 Kuykendall Road
Matthews, NC 28105

I am doing a study of performance appraisal policies and
evaluation programs for principals and administrative
practices implementing these policies in the state of
North Carolina.

To develop a base for comparison and contrast, I would
appreciate learning of your system's policy and procedures
dealing with performance evaluation of principals, and if

possible, receiving a copy of your evaluation instrument.

Your courtesy and immediate response in-this matter will
be appreciated. I look forward to hearing from you or one
of your colleagues.

~Sincerely,

Joyce D. Williams

JDW/vv
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APPENDIX B
GUIDELINES FOR THE DEVELOPMENT
OF AN EVALUATION PLAN AND

DEFINITION OF EVALUATION TERMS



STATE OF CONNECTICUT
STATE DEPARTMENT OF EDUCATION

GUIDELINES FOR THE DEVELOPMENT OF AN EVALUATION PLAN

The entire procedure should be viewed as a cooperative undertaking of
professionals who are striving to improve the learning experience of
a specific group of students.

1.

11.

111.

Iv,

vI.

VII.

VIII.

1X.

XI.

Each professional shall cooperatively determine with
the evaluator(s) the objectives upon which his or her
evaluation shall be based.

The evaluation program is cooperatively planned, carried
out and evaluated by all levels of the staff.

The purposes of the evaluation program are clearly stated
in writing and are well known to the evaluators and those
who are to be evaluated.

The reneral responsibilities and specific tasks of the
teacher's position shouid be corprehensively defined and
this defirnition should serve as the frame of reference for
evaluation.

The acccuntability relationship of each pesiticn should be
clearly deterrired. The teacher shouic kncw and understand
the means by which he or she will be evaluated in relation
to that position.

Evaluations are more diagnostic than judgmental. The process
should help analvze the teaching and learning to plan how to
improve.

Evaluation should take into account influences on the learning
environment such as material and professional resources.

Self-evaluation is an essential aspect of the program. Teachers
are given the opportunity to evaluate themselves in positive
and constructive ways.

The self-image and self-respect of teachers should be maintained
and enhanced. Positive self-concepts can be fostered by an
effective evaluation plan.

The nature of the evaluations is such that it encourages
teacher creativity and experimentation in planning and guiding
the teacher-learning experiences provided children.

The program makes ample provision for clear. personalized.
constructive feedback.

1
Harold J. McNally, "State of Evaluation Guide-

lines", National Elementary Principal (Fall 1973).
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Attainment
of Objectives

Action Plan

Adjustment
Process

Appeal
Process
Ciients

Due Process

Evaluatee

Evaluation
Folder

Evaluation

Symbols

Evaluative
Data

Evaluator,
Contributing

Evaluator,
Primary

Evidence
Frequency of
Evaluations

Follow-up
Activities

HIGH POINT CITY SCHOOLS 144

HISH POINT, N.C.
DEFINITIONS
OF
EVALUATION TERMS

Extent to which specific objectives are
achieved.

Activities implemented to attain an objective.

Informal method of resolving differences be-
tween evaluatee and primary evaluator.

Method of determining the facts regarding dis-
puted summative evaluations made by the primary
evaluator.

Persons whom the evaluatee serves (teachers,
students, parents, etc..

Safeguards accorded a person who feels his or
her rights and welfare may be in jeopardy.

Person being evaluated.

Folder in which all evaluative date, forms,
etc., are kept during the evaluation process.

Letters used to indicate the extent of attain-
ment of objectives and the quality of overall
performance in major areas of responsibility.

Information collected during the evaluation
process that can be used to make assessments
at the end of the year.

Person who provides advice and assistance to
either the evaluatee or primary evaluator.

The one who has direct responsibility for
evaluating the performance of the evaluatee,

Data, collected during the year, which is used
to determine summative assessments.

Schedule of evaluations.
Actions called for, after completion of eval-

uations, to achieve further growth or improve-
ment,



Job Descrip-
tion

Major Areas

Measurability

Needs, Deter-
mination of
Objective

Overall
Effectiveness

Peer Par-
ticipation

Performance
Criteria

Self-Evalua-
tion

Specifi-

cations

Steps in Eval-
uation Process

Timetable

Worksheet A

Worksheet B

Worksheet C

Summative
Evaluation
Report
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Structured list of duties and responsibilities
used to determine needs or areas to emphasize.

Broad categories of responsibility covering
the total scope of the job.

A characteristic of an objective that facili-
tates the ability to tell whether it was
actually achieved.

Process by which the evaluatee and primary
evaluator decide areas where improvement may
be made.

A desired outcome.

Estimate of the quality of performance in the
major areas of responsibility.

Interaction between the evaluatee and primary
evaluator during the evaluation process.

Major areas of responsibility with descriptors
to describe job scope.

The process by which the evaluatee assesses
his or her own performance.

Precise definitions of actions that have to
be taken to bring about improvement in per-
formance.

The specific actions in the evaluation cycle
which if carried out will more likely bring
about the desired results.

Date when steps in the evaluation cycle are
to be completed.

The form to be used to identify needs and to
set objective and action plan.

The form on which to make suggestions to the
evaluatee by a contributor.

The form to be used for summarizing contacts
between evaluatee and primary evaluator.

The form used to summarize assessments of
overall performance, comments, and to affix
signatures of the parties.
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APPENDIX C
PRINCIPAL EVALUATION INSTRUMENTS
IN EIGHT NORTH CAROLINA
ADMINISTRATIVE SCHOOL UNITS
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IREDELL COUNTY, NORTH CAROLINA
PRINCIPAL EVALUATION FORIl
FOR THE
IREDELL COUNTY SCHOOQLS
Principal Evaluator

Date of Evaluation Title

Since no one thing or person can be evaluated alone, each principal is rated on performance of duties and/or
asgsumption of regponsibilities as compared with the nrogress of his peer group in his own local administrative unit, Size
of school, community make-up and other such factors are to be considered. (The nrincipal of a seven teacher school will
have fewer problems and more time to deal with them than the principal in a large school,)

Suggeastions for improvement will be given (in writing) for any item where less than “adequate progress” is indicated.

Good - Adequate  Keeds
Responsibilities and Duties Progress Progress Improvement  Unsatisfactory

- staff honestly and regularly

1. The achool is organized for the benefit of children

2. Assesgnent and planning are given high priority

3, Ample time given to (in classroom) sunervision of instructioa

4. The principal prenares hiugelf or herself for effectiva
supervision of instruction

S. The principal understands and promotes the system's
Comnrehengive Educational Plan

6. The principal promotes staff development in his or her school

7. The principal is aware of good utilization of resources

8. Evaluation of pupil progress is thorough and regular

9. The principal evaluates himself or herself and his or her

10. The principal nurtures a good learning climate in his or her
school




Respongibilities and Duties

11.

12.

13.

14.
15.

16.

The prihcipal presents reports which are accurate, and on
time

The principal provides necessary information for his or her
staff

The principal communicates effectively with his or her
school coumunity

The principal maintains firm, fair policy on discivline
The principal knows, and complies with Board Pulicy

The »rincipal interprets Administrative and Boaxd Policy
to staff and community

Recomnendations and/or Comments:

Signed , Princinal
Signed , Ewvaluator
. Title

PRINCIPAL EVALUATIOW FORM

Page 2

Good Adequate eeds

. Progress Progress Imnrovement  Unsatisfactory
Date
Date

871



1.

STANDARDS FOR PERFORMANCE
IREDELL COUNTY SCHOOLS
PRINCIPALS EVALUATION INSTRUIENT

Is the school organized for benefit of children rather than for convenienc
of professionals?

d.

Princinal assumes full responsibility for assignment of students and
teachers but has input from teachers.

Schedule provides large blocks of uninterrupted time for instruction.
Grouping is for children's benefit; not for convenience of teachers.

Non-classroom activities are well planned with objectives within
guidelines of the school's Comprehensive Education Plan.

\}
2. ¥}s program assessment, planning, and evaluation given high priority by
the princival?

3.

4.

a.

Principal does written assessment of his or her school at the end
of each year in light of his or her annual plan for the <racoding
year, :

Principal does written plan for co.aing year listing svecific
cbjectives for the year, strategies for achieving goals and evalution
precedurcs.

Is ample tine given to instructional (in classroom) supervision?

a. The principal observes each teacher at least twice a year and does

a formal evaluation including a conference.
b. The principal spends much time in his or her classrooms and keeps

a log of his visits.

In Classroom Sunervision Per Week Standards
{Hours per week - average)
Size of Bchool
Small Medium Large

Good Progress 9 and above B8 and above & and above
Adequate Progress 7 to 8 6 to 7 4 to 5
Needs Improvement 5 to 6 4 to 5 2 to 3
Unsatisfactoxy less than 5 Less than 4 Less than 2

Does the principal prepare himself or herself for effective supervision
of instruction in his or her school,

The principal involves himself or herself in some in-service acitivit;
related to curriculum, methodology, or human development each year.
This may be college courses, LER sponsored activity or aporoved
independent study.

149



5.

9.

Does
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STANDARDS FOR PERFORMANCE
Page 2

the principal understand and promote the unit's CEP?

The school's faculty is knowledgeable of the continuing objectives of

a.
the C.E,P. and understands its individual role and responsibility.

b. The school's budget indicates that funds are being used according
to the oriorities of the C.E.P. and the media comnittee.

C. The principal and his or her staff veriodically review and evaluate
the progress of the school as it relates to C.E.P, goals.

Does the principal promote staff development for his or her faculty and

staff?

a. The principal recommends in-service activity for individual staff
members relative to needs as indicated by evaluations,

b. The principal assumes responsibility for comnunicating to his
or her staff current information on teacher certification reguirement:
and in-service opportunities.

Does the principal promote the utilization of all appropriate resources

for improving instruction?

b.

c.

Does
a.

b,

C.

Does

C.

The principal and/or librarian keens: & current file on appropriate
resource nersons and agencies in the community for use in instruction.

The principal always approves the use of outside resources.

The principal recommends appropriate resources to his or her teachere
and helps obtain them,

the principal regularly evaluate pupil progress in his or her school?
The principal receives regularly a list of pupils who are failing.
The principal makes sure that teachers confer with pupils and/or
parents of pupils who are failing., The principal then confers with

pupils as appropriate.

The principal prepares for standard test interpretation and discussio
of pupil progress at the beginning of each school yeer.

the principal do an honest evaluvation of his staff?

The vrincipal evazluates teachers objectively; is free of any
influences.

The principal utilizes memo g21 (1976) and ¥#88 (1975) in
evaluating teacher performance.

The principal regularly reviews his or her cbjectives for the year.



10.

11.

12.

13.

14.

15.
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STAYDARDS POR PERPORMANCE
Page 3

Does the principal nurture a good learning climate in his or her school?
a. The principal is open to new ideas.
b. The principal has a sense of humor.

c. The principal seos that buildings, grounds and equiprent are kept in
good order.

d. The principal is positive in his or her thinking and encourages
teachers and pupils to think positively.

Are the principal's reports accurate and on time?

a. The principal reviews all reports for accuracy before submitting to
central office.

b. Reports are submitted to the correct person or department.

c. Reports are on time.

Does the principal dissiminate information to staff?
The principal duplicates and/or discusses at staff meetings
information related to certification, in-seirvice activities, policy,
curriculum, personnel matters, schedules, calendars and other such
information as requested by County and/or State Education offices.

Does the principal comunicate effectively in his or hor community?

a. The principal makes himself or herself available to the needs of
parents.,

b. Patrons are given an oprortunity to learn of the operations of the
local school and the systen,

Does the principal maintain a policy of firmness, fairness, and
consistency in matters of discipline?

a. Pupils are aware of the school's rules and pupil expectations.

b. Penalties are applies with discretion without prejudice when rules
are broken in an effort to change behavior to acceptable standards,

Is the principal knowledgeable of Board Policy; Administrative Policy and
does he interpret for his cr her staff end community?

a, The principal angd school staff is knowledgeable of Board and
Administrative Policy.

b. Patrons have an onportunity to acquire a working knowledge of Board
and Adnministrative Policy.
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PERSONNEL EVALUATION

Philosophy of Evaluation

Each position of employment ih‘the Dare County Public School System
exists for the purpose of enabling and enhancing the optimal academic,
mental, emotional, physical, and social deQelopment of each student.
ansequéhtly, job per?ormance‘in any position of employment ultimately
affects the'individual student. The basic aim of personnel evaluation
is to improve the total educational process in bDare County by attain-
ing maximum job performance from each employee. The attainment of
maximum jog performance in each position of erployment can $e realized
only through a sound and comprehensive personnel evaluaticn program.

Objectives of Evaluation

A. To improve job performance
B. To oper channels of communication
€. To foster better working relationships among employees

D. To give each employee a sense of well-being and knowledge of the
importance of his/her job

E. To enable the availability of appropriate staff development
activities

F. To develop potential career employees
G. To encourage each employee to develop maximum potential
H. To encourage self-evaluation

Personnel To Re Evaluated, Frequency of Evaluation ard By Whom Evaluatecd

A. Superintendent
1. Minimum of once per year
2. By Board of Education Chairman
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B.

J.

- 1. Minimum of once per year

154

'(Con't)

Supervisors
1. Minimum of once per year

2. By Superintendent

Central Office Staff
2. By immediate supervisor

Principals :
1. Probationary - minimum of twice per year
2. Career - minimum of once per yeat

3. By Superintendent

Assistant Principals

1. Probationary - minimum of twice per year
2. Career - minimun of cnce per year

3., By Principal

Teachers

l. Probationary - minimum of twice per year
2. Interim - minimum of twice per year

3. Career - minimum of once per year

4. By Principal

Counselors

1. Frotationary - minimum of twice per year
2. 1Interim - minimum of twice per year

3. Career - minimum of once per year

4. By Principal

Food Service Personnel

1. Managers
a. Minimum of twice per year
b. By Supervisor and Principal

2. Workers
a. Minimum of twice per year
b. By Manager and Principal

Para-Professionals
l. Minimum of twice per year
2. By teacher to whom assigned and Principal

bustodial Personnel
1. Minimum of twice per year
2. By Principal .
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GEKLRAL CRITERIA FCR PROFESSIOLGAL EMPLOYFRE EVALUATION RICORD

Profcssicnal Corpctencies

A.

Xnowladae :
Possesses sufficient depth of knowledge for creditable
performance in job assignment. .
Planning .
Prepares, maintains, and implements daily and long-range plans.
Uses time and resources effectively.: Establishes gocls.

Motivation .
Comprehends and utilizes sound motivatiornal thecry in dealing
with others. Urnderstands pcople. :

Initiative
Exhibits self-reliance - performs with minimal supervision.
hpproaches tasks with imaginazaticn.

Evaluaticn
ttilizes sclf~arrraisal to improve performance. Compiles
appropriatc and reliarle dzta. Is objective, fair and impartial.

Fecords arnd Ferorts ) .
Maintaine accurave andé legikle records andé regerts. Sukrnits
required repcrts on time. Keeps records up-to-cdate.

Conmmunications Skills

Possesses and utilizes ability to speak and write correctly and
effectively. Utilizes verbal and non-verkal technigues effectively.
Recognizes that communication is a two-way process - a major part
being listening.

Work Quality

Evidences the characteristic of excellence in job pcrformance.

Work Quantity

Executes assigned responsibilities. Accepts a fair share of
other responsibilities.

Leadership )

Makes decliberate and considered decisions. Accepts responsibility.
Displays enthusiasm. Involves others when appropriaté. Listens
to other points of view. Inspires self-direction.’

Professional Ethics

Exhibits high standards of moral and ethical conduct. Maintains
confidentiality of information. Xnows and follows line/staff
relationship. Possesses integrity.
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Human PRelations .
Demonstrates respect for the individual. Recognizes and provides
for individual neeés. :

. .
vtilization of Rescurces

Uscs sound econimic pranciples in expenditures of budget. Utilizes
availatle recources in an effective manner. Recognizes time as

a major resource.

Adaptability .
Adjusts recadily to innovation. Accommodates the unexpected in a
reasonable manner. Uses discretion in difficult situations.

Profeccsional Responsibilities

A.

H.

Reaction to Supervirion
Accepts criticiesm cr recegrition gracefully. Gives and reccives
constructive criticiem.

Profesvxcﬁal Growtt
Exhaibits continucus grewth through study, travel, experimentation,
and participazticn in prefessional activities.

Workinay Felaticrnehirs with Studerntes, Parents, Co-workers, Communisy
Fainting ceod werking relcotions with toial schocl community.
Lianfles critiacal ceonstituents well.

Contribustions ¢n ctul Schezl Frecran

kssures a fair srare of respensibilaty for the educational pregram,
phys 1Cul facilities and eguigzment.

Fulllic Relatiorns
Relates to pcople in.ways which promote mutual respect and rapport.
Keeps the public informed anéd involwved.

Understands ané Abides by N. C. Laws and Board of Education
Policies Geverning Education

Maintains and uctilizes a functional knowledge of laws and policies
related to jok assignment.

Knows and Executes Job Resronsibilities
Keeps hknowledye up-to-date. FRequires nlnlmal supervision to
maintain adeguate job performance.

Exercises Good Judgrent .
Demonstrates ability to arrive at sound, logical conclusions
based on facts and circumstances involved.

Maintains Work Site Environment Conducive to Optinal Educational
Attainment

Maintains an attractive, functional work site, Creates an
effective work atmosphere.
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J. Pupil Control arnd Manacement .
Abidcs by and cnforces rules and regulations. Maintains control
and an atmosphcre of mutual respect. Understands human behavior.

I1I. Perscnal Attributes

A. hppearance .

Dresses appropriately for job assignment.

B. 'Punctua]itx

hdheres to 2ll time schedules, Meets responsibilities on time.

C. Reliabilitv
Is worthy of extensions of the confidence, trust, and dependence
of others.

D. Poise
Demonstrates ermcticnal end mental maturity commensurate with
reguirements of assignment. Makes decisions on basis of logical,
clear thinking. .

E. Health
Is rhysically able to perforr duties of job. Pessesrtes reguired
stanina to perform job.

Knows to €5 and sey at aprropricte time, Mzintains VLorking
relationships without arousing resertment.
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DARE COUNTY PUBLIC SCHOOLS
Professional Employece Evaluation Record

Namc Date

Job Title Work Site

Status:  Probationary Career Other

Years of Emj:loyment in Dare County,

Total Years of Professional Experience

Properly Certificated for Present Position Yes No

Absences (Currcnt Yeer To Date): Eick : Perscnal : Tardy:
Other:

Frofcscicnel Growth: List any current year activies which have contriputed

to profezsicual greowuwth.)

A

B.

C.

L. .

hotivivies/Charactervistice T cheould Sten/Aveosé/Triduce

A.

B.

c.

D.

Activites/Characteristics T Should Maintain/Extend/Increase:

A.

B.

C.

D.

(This page to be completed by evaluatee)
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Evaluator:

This evaluation form p}ovides a method by which the performance
of employees can be assessed with a reasonable degree of accuracy and
uniformity. Utilize your own judgement: avoid gencral imgressions
and concentrate on each factor independently; rate typical not atypical
or unusual prrformance; exercise the utmost care and thought; do not
allow personal feelings to govern your rating., '

Rating Code: C = Cormpetent .
" R = Reguires Improvement
U = Unacceptable
R or U requires comment by evaluator

;;. Profecsional Cornpetencies Comments
A. Knowle@gc o] R u
B. Planning (o] R v
€. Motivation (o R U
D. Initiative c R U
E. Evalvetion [of R v
F. Recc~ds & Foports c R u
G. Cormmunication Skills C R v
H. Work Quality c R . U
I. Work Quantity (o R u
J. Leadership [ Rv v
K. Professional Ethics c R u.

L. Human Relations (o] R 4]

M. Utilization of
Resources [of R U

N. Adaptability (o] R V]
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II. Professional Responsibilities comments
A. Reaction to supervision [o] R U
B. Professional Growth . c R U

C. Working relationships with
students, parents, & Co-
‘workers (o} R U

D. Contributions to total school
progran o] R U

E., Public Relations c R u
F. Understands and abides by
N.C. laws and BRoard of Education

policies governing education C R v

G. Xnows and executes job

responsibilitics (o] R U

H., Exercises good judgment c R U

I. Maintains work site environ-
ment cenducive to optimal .
educational atteinment o] R u

J. Fupil control and management C R v

I1I. Personal Attributes

A. Appearance [of R U
B. Punctuality [+ R u
C. Reliability [ R ]
D. Poise c R U
E. He;lth ‘ Cc R U
F. .Diplomatic [of R u

IV. Total Professional Effectiveness C R u



V. Evaluator Conmments:

Vi. Evaluator Recommendation:
At the present time I recommend continued ermployment

At the present time I do not recommend continued cmployment

VII. Evaluctee Comments:

RECOMMENDATIIN TO DARE CCUNTY BCAFRD COF EDUCATION

(Complete at the close of ecach schoel year)

Date of original ermployment in Dare County
( ) Re-enmploy for 19__ - 19__ ( ) Career Reconmencation

( ) Dismiss ({ ) Probationary Reconmmendation

Signature of Evaluator

Title

I have rcceived a copy of this cvaluation and understand that I may file
for placerment in my permanent personnel folder any corments I wish to
make regarding this evaluation. 1 also understand that a copy of my
remarks must be given to the evaluator and that an indication that the
evaluator has been given a copy noted on my statement.

Signature of Employee Date
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_EVALUATION

DARE COUNTY SCHOOLS

OF PARAFROFESSIONAL PERSONNCL

. (Aides, etc.)
NAME SCHOOL
c R u

Personal AppPCAYaANCe..ccesovaces . seoe
Healtﬁ.....:................... . ceee
COUrteSY . cieesvrerscsoccsanscsns . caee )
POi1SE€.ccviiectsonnaocsanntsnsssans . ceas
PromptnesSsS..ceeeracrsonsensassas . e
Self Discipliné................ . .
Loyaltyiveeeveenncecoaasenoscons . seae
COCPEratitNeesecsocenssoancnnnse . cese
Dependalility .. v onnensnae . e
Accepts Supervision....eeaevons . ceee
Relations with Students........ . cene
Job Initiative....veeeeeennnsen . ce e
J0b ProfiCienCy¥eeeeeeeeeeesanes . e e
Job Enthusiasum.e.ceeercaceencees . vene
Practices Good Oral and Written

English US@gleeeeceosassssans . eees

Employment Recommended: Yes No

Employee'§ Signature & Comments
Evaluator Date
Principal Comﬁents
E = Competent U = Unacceptable
R = Requires Improvement Ror u tequ}res comment by cvaluator

162



DARE COUNTY SCHOOLS -
SUPPORTIVE EVALUATION DATA

EVALUATOR

Signature Date

FIREFOW FIINC TV RTTC

LRSS R AR 2RSSR R}
I have received a copy of the supportive data and evaluatien and undorstand that I
may file for placement in ry permanent personnel folder any comments I wish to
make recardirg this ecvaluation. I also understand-that a coxy of ‘my remarks must
ke given to the evaluator a:.d that an indication that the evzluator hac becen given
a copy neoted on my statewmont,

Signaturc of Imployee Date
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PRINCIPAL'S EVALUATION AND RECOMMENDATIONS

BERTIE COUNTY SCHOOLS
BERTIE COUNTY, NORTH CAROLINA

Date:

Evaluator:

School Principal
Current ADM Number Teachers

I. Instructional Leadership

A. Knowledge and understanding of instructional
' program in school.

B. Instructional organization.
C. Ability to assess instructional staff.
D. Relationship with students and staff.
E. Proper use of available resources.
II. Administrative Responsibilites
A. Records and Reports.
B. Community relations.
C. Proper use of time and resources.
D. Supervision of staff.
E. Facilities - management and care.

F. Financial managment.
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G. Professional growth.

ITI. Support Services

A. Transportation.

B. School Food Service.

C. Extra Curricular activities.

IV. Summary

Evaluator’'s Signature

V. Principal's Comments

Principal’s Signature
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PURPOSES OF EVALUATION 166

The overall purpose of the High Point Admin-
istrator Evaluation Program is to promote the im-
provement of administrator and supervisor perfor-
mance and to motivate professional growth and de-

velopment.

. Kotivate self-improvement

. Facilitate making personnel decisions

1
2
3. Improve evaluatee-evaluator relationships.
4, Clarify job content

5

. Provide a record of performance

Determine dimensions of effectiveness or

ON

deficiency
7. Improve morale
8. Facilitate communicatioﬁ
9. Strengthen rlanning competencies

10. Kake accountability meaningful

HIH POINT CITY SCHOOLS
HIGH POINT, NORTH CAROLINA
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HOW EVALUATIONS ARE NADE

Evaluations are carried out as a cooperative prreccess in-
volving the person being evaluated and the person designated as the
primary evaluator, Principals not being evaluated by the superin-
terident will have their evaluations reviewed by him.

Six steps comprise the evaluation rrocess:

”Siep 1. The evaluatee should review his or her job
description. Duties or responsitilities that
need sitrengthening should be regarded as needs
or areas to emphasize. The primary evaluator
likewise reviews the evaluatee's job descrip-
tion for the same purpose.

PgﬁgglN‘ Step 2. The next step is to formulate specific ob-

F B jectives to be responsive to the needs which
have the highest priority and which will be
the otjectives most likely, if achieved, to
irmprove the performance of the evaluatee. The
decision as to which needs should be addressed
and how the objectives and action plans are to
be stated should be made cooperztively by the
evaluatee and evaluator.

Following Steps 1 and 2, for those designated
as having a reviewer, the primary evaluator
confers with the superintendent to discuss the
evaluatee's needs, objectives and action plans.

,St P 3. Once objectives are agreed to and action plans
have been developed, the implementation process
begins. Hopefully, objectives will be very
closely related to on-going duties. This will
make carrying out action plans relevant to day-
by-day activities. The evaluatee has the major
responsibility for the implementation process,
but should receive advice and assistance from
ACHIEVING the primary evaluator and contributors.
PHASE
Step 4. At least one formal midpoint conference should
be held by evaluatee and primary evaluator to
check-up on the progress that is being made and
to make any necessary modifications in ob-
jectives and action plans. Following the con-
ference, the implementation process continues.




ASSESSING
PHASE

/
Step 5.

Step 6.

After the implementation process has been
completed, results should be asgessed. This
is done by both the evaluatee andé primary
evaluator insofar as the specific objectives
are concerned.

With regard to assessing effectiveness in
overall performance, in accordance with the
criteria indicated for that purpose, only

the primary evaluaztor makes these assessments.

The last step in the evaluation cycle is the
culminating conference. This is the occasion
for the evaluatee and primary evaluator to
confer regarding the results of the year's
work and to make plans for the next evaluation
cycle. In fact, the culminating conference is
a very good time to identify tentative needs
and to discuss possible otjectives for the
next year.

FREQUZNCY OF EVALUATIONS

Evaluations fcr all administrative and supervisory person-

el will be made annually.

TINVETABLE FOR COMFLETION OF EVALUATIONS

PLANNING STEP 1. IDENTIFY NEEDS ?S%ﬁLETED
PHASE STEP 2. FORM OBJECTIVES AND JUNE-OCTOBER
ACTION PLANS
ACHIEV ING STEP 3. IMPLEMENT ACTION PLANS Sggﬁ”ETED
F
PHASE STEP 4. CONFER/MAKE NODIFICATIONF:OV.-MARCH
ASSESSING STEP 5. ASSESS RESULTS ggm;&gTED
PHASE STEP 6. DISCUSS RESULTS AND APRIL-MAY
NEXT STEPS
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HIGH POINT MODEL
ADLINISTRATOR EVALUATION

JOB
DESCRIPTION
1.
IDERTIFY
z : NEEDS
. "
DISCUSS PLAN 2.
EESULTS FORKULATE
ASSESS = 0EJECTIVES
:SSESS
EESULTS
CARRY OUT
ACTION PLANS
ACHIEVE n
CONFER/MAKE

CHANGES

EVALUATION CYCLE



DETERIINING NEEDS, FORVULATING OBJECTIVES AND ACTION PLANS

Needs chould be identified and action plans developeé in
an orderly manner. To assure that this may occur, VWorksheet A, NZED

IDENTIFICATION AND OBJECTIVE/ACTION PLAN is provided for that pur-

recse. (See Vlorksheet A in the Appendix.)

Each objective should be written in conecise form, in-
dicating what is to be accomplished, the outcome desired, and the
vay the outcome will be measured.

The action plan should list the specific activities that
will be carried out to achieve the objective., It is also useful to
incdicate the anticipated date for completing the activity.

The evaluative criteria are the methods that will be used

to determine how results will be measured. It is important to be
as srecific ag possitle ir indica*ing the evaluziive criteria so
as to facilitate asssscing resultis,

Assessment of results, on Worksheet A, provide space for

toth the evaluatee and primary evaluator to make their assessments.

Whenever objectives were not _achieved (NA), it is necessary

for the reasons to be indicated so that the appropriate follow-up
actions may be taken.
Worksheet A provides space for the signatures of the

primary evaluator and the reviewer. The reviewer is the superin-

tendent. Signatures do not necessarily indicate agreement on the part

of evaluatee and primary evaluator. Rather, the signatures indicate

that the evaluation process has been completed.
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SAMPLE OBJECTIVES AKD ACTION PLANS

The following sample objectives and action plans, de-

veloped by members of the planning committee, are provided to il-

lustrate the way they should be written on Worksheet A. Obviously.

these are not meant to be prescriptive - simply illustirative.

EYANPIE I

EXANMPIE II

/A. Otijective

I will develop a closer working relationship
between parents and the school in order to
meet the needs of the students btetter.

B. Action Plan

1. Hold conference with parents to discuss the
total schoel program

2. Conduct coffee hours for parents to meet
with teachers to discuss the progress of
children

3. Form cecrmmittees of parents and school persen-
nel tc evaluate the tctal school progran

. Incluie parents on a city-wide committee to

gevelcp programs that will affect all schools

C. Evaluative Criteria

a) I will consider the otjective achieved
satisfactorily if 25% of parents (1)
participate in school activities and (2)
coritribute to school progrars.

b) I will consider the objective achieved

Q successfully if student progress is increased.

/
A. Objective

I will improve science instruction at the
kindergarten level.

B, Action Plan

1. Develop an outdoor science exploratory
nature trail for kindergarten

2. Conduct a workshop for teachers on science
instruction

3. Correlate available science materials, eguip-
ment, books, filmstrips, etc. to science ob-

jectives for kindergarten level
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CFARLOTTE-MECKLENBURG SCHOOLS

CHARLOTTE, NORTH CAROLINA
4117.3

Principal Performance Appraisal System

1. Principals shall be evaluated each year. The "Principal Performance
Appraisal Instrument (PPAI)" shall be used for this purpose.

2. Principals shall be evaluated by the area superintendent. The PPAI shall
be prepared and submitted to the Personnel Services Department between
January 1 and Jure 30. The PPAI for probationary principals must br
submitted by April 1,

3. The following rating scalé shall be used to evaluate each of the forty-
one (41) indicators of performance and each major function listed on the
PPAT:

Performs Unsatisfactorily

Needs Improvement in Performance
Meets Performance Expectations
Exceeds Performance Expectations
Not Applicable

The principal is required to meet performance expectations for each major
function indicated on the PPAI. If a major function is rated "Needs
Improvement in Performance", the principal must improve in this function
by a time determined by the area superintendent. If improvement does not
result by thact time, the major functicn shall be rated unsatisfactorily.
The area superintendent is encouraged to add pertinent written comments
at the end of each major function and summary comments at the conclusion
of the evaluation. The principal also has the right to record written
conments or register dissent. Comments by the area superintendent are
required if a major function is rated "Performs Unsatisfactorily” or
“Needs Improvement in Performance".

4. The area superintendent shall conduct at least cne formal cornference with
the principal in order to discuss the PPAI. The area superintenuent
shall conduct two formal conferences with probationary principals. One
of these conferences must be held by November 1 and the other conference
held by April 1 of each year.

1982-1983, Charlotte-Mecklenburg Schools will begin
using the principal evaluation instrument by the State
Department of Public Instruction. The following principal
evaluation was used through October 1982.

Rules Approved
10/4/82



173

" CHARLOTTE-MECKLENBURG SCHOOLS

PRINCIPAL'S EVALUATION REPORT

NAME SCHOOL

EVALUATED BY ) FOR THE PERIOD

INSTRUCTIONS FOR EVALUATOR: Seven factor headings are arranged below in
outline form with subfactors summarized under each to serve as a "guide"
in making an evaluation. Use the available space to make narrative
comments relative to factor headings. All factor headings are not of the
same importance and need not be completed in numerical order. Evaluate
and date individual factor headings and leave blanks where you do not have
sufficient information.

1. ADMINISTRATIVE LEADERS!IP
(school climate ~ Apprcpriate scheduie ~ School discipline - Plant
management - Transportation - Utiliz-tion of plant ~ Extra~cnrricular
program - Facuity-student-staff relations - Faculty meetings -
Faculty counci. - Utilization of cern-ral staff - Area office -
Assessment and evaluation of school -roqrams - Pupil safety)

Comments:

2. INSTRUCTIONAL LEADEKRSHIP
(school philosophy - Curricula evaluation - Management system - Staff
development - Innovation - Organization for instruction - Knowledge
of materials - Long range planning - Teacher evaluation - Curriculum
development - Curriculwm committee - Development and utilization of

instructional media)

Comments:
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3. SCHOOL - COMMUNITY LEADERSHIP
(Public relations - Community involvement - Volunteer usage - Use of
school committee - PTA relations)

Comments:

4. PUPIL SERVICES
(Counseling - Student involvement - Use of tests - Use of supportive
services - Attendance)

Conments:

5. SCHOOL PERSONNEL

(Organization and use of personnel - Professional morale - Classified
personnel)

Comments:
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6. OFFICE MANAGEMENT
{Conduct of office - Record keeping - Procedures - Use and management
of school funds)

Comments:

7. PROFESSIONAL GROWTH
(Wworkshops -~ Formal courses - Travel - Attendance at professional
meet:ngs - Others)

Comments:

8. OTHEER REMARKE BY EVALUATOR
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Personpel bging eyaluated may use the section below to respond to
the evaluation, if desired. 1If a more detailed response is desirable, a
copy of the response should be sent to the Area Superintendent for your
Area. ‘

Eacn principal should sign his/her evéluation in the space provided.
The sigrnature acknowledges that the evaluation has been read.

REMARKS BY PRINCIPAL:

Principal's Signature Date

Area Superintendent's Signature

Date




PRINCIPAL SCHOOL

Hickory, North Carolina
HICKORY ADMINISTRATIVE SCHOOL UNIT

YEAR

This inventory form is primarily intended as ‘a diagnostic tool to determine the
status of current performance of professional personnel.

The following scoring licy is to be used to indicate the status of current
performance e =

3. ireas of strength

CRITCRIA
A, THE RESPONSIBILITIES OF THE PRINCIPAL AS THE SCHOQL

ADMIIVISTRATOR
1, Interprettnesclbol......‘.............
2, Orgamzcthescnool. . e e s e ® 00080 00 00 00
3. Coordiante sclool activities. e » o 6 69606 s cee e
Lo Oversce and direct Dlaﬂt operations., e ¢ 0 9 5 06 0 0 0 s
5. AsSsist in planning and implermenting the budgets ¢ o o o @
6' P‘rorbte GOOd pu‘lllc mlat:.ons.. e 0o o o @ 0 00 * e 0o
7. Recruit, imterview, recommend and orient personnel. ¢ s o
: Conpz.le, maintain, submit and file records and repurts. .
9. Promote, encourage and schedule planning at the local , ,

school, local administrative and state levele 4 o ¢ o & &
10. Develop and mcointain a plan of pupil discipline, o o o o
1i, Encourage good attendancees ¢ ¢« o ¢ @ o o @ o ¢ s s 8 o o
12, Establisl and promote community interactione. « o o o o o
13. Assist in developing and maintaining a safe

transportations_,'stem........-.....-.-.

By THE RESPONSIBILITIES OF THE FRINCIPAL IN THE AREA OF
CURRICULU!,

1.

2.
3.
&

5e
6.

Direct and assist in the formulation and implementation

of the total sSchool FrograMee o o s ¢ o 6 06 0 ¢ 6 ¢ ¢ o o
Serve as tle instructional 1eadCree o ¢« ¢ o o ¢ ¢ 8 ¢ o o
Coordinate the purchase and use of all mediae o o ¢ o o »
Encourage and be awvare of research in various educational
ArC85See ¢ ¢ ¢ ¢ 9 & ¢ ¢ 0 0 06 06 00 00606 060 000000
Promote good health and safetys ¢ o o o o e s o e
Assist in and coordinate estra ewrricula actinties.. ..

Ce THE RESPONSIBILITIES OF THE PRINCIPAL AS A SUPERVISOR.

1,
2,
3.
ke

Direct and participate in staff development.. « «
Coordinatc counseling activiticS., e« o o ¢ a ¢ o o
Observe the total schoo)l program, « ¢ ¢ ¢ ¢ ¢ o »
Direct the total staff utilization, s ¢ ¢« o ¢ o ¢

5 Assist and be avare of pupil and staff personnel relations.

6o

Promtelcadersh:}.pdevelomnt. e 8 0 000680 080 0

D. THE RESFONSIBILITIES OF THE PRINCIPAL AS AN EVALUATOR.

1.

2.
3.

be

Assist in developing and implementing a plan of reporting
PUupil PrOgIeSSs v ¢ ¢ ¢ e e ¢ 0o 0o a 0 06 0 o0 000 0w
Record, discuss and report teacher progressce o ¢ o v o o
Assist in implementing, evaluating and interpretating

the standardized testing programs o« s o ¢ ¢ o ¢ ¢:0 0 ¢ »
Promote a continuous staff and program apmraisale o o « o

* ®» 8 & & ¢ & % 0 0 0 s

A am 4

L e )

CHECK
el

3

5 b o 8 oBadiardiole-o-dud

-

2 8.8 S.0.9

® o 0 o 8 9

2

e & & & 06 & & P & » v ® @

L e s At el ang |

—~po o

M Rat Rar ik 2ad I S T R S-S

2, Satisfactory: and 1, 1, /rea needing improvement

Ty
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This form should be used in order to mrovide possible prescriptive approaches'
for area or areas indicated on the preceding page as an ARS4 NEEDING IMPROVEMENT.

Identify from tle mreceding page the item or items needing improvement; briefly
describe wiy it was so marked; and give the suggestion for alleviation or
correction,

ITEM } BRIEF DESCRIPTION OF ARLA SUGGESTED PRESCRIPTIVE
NEEDING I PROVEIENT SOLUTION, TECHNIQUES FOR
UTILIZATION
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FRANKLINTOR CITY SCHOOLS

PRINCIPAL'S EVALUATION REPORT

NAME SCHOOL

EVALUATED BY FOR THE PERIOD

INSTRUCTIONS FOR EVALUATOR: Seven factor headings ere arranged below in outline form with
subfactors summarized under each to serve as a '"guide" in making an evaluation. Use the
available space to make narrative comments relative to factor headings. All facter headings
are not of the same importance and need not be ccmpleted ir numerical order. Evaluate and
date individual factor headings and leave blanks where you do not have sufificient information.

1. ADNINISTRATIVE LEADERSHIP
(School climate - Appropriate schedule - School discipline - Plant management -
Transportation - Utilization of plant - Extra-curricular program - Faculty, Student, Staff
relations - Faculty meetings - Utilization of and cooperation with central staff -
Assessment and evaluation of schoel preograms - Pupil safety)

Comments:

2. INSTRUCTIONAL LEADERSHIP

(School philosophy - Curricula evaluation ~ Management system - Staff development -
Innovation - Organization for instructicn - Knowledge of materials - Long Range Planmning -
Teacher evaluation - Curriculum development - Curriculum comnittee - Development and
utilization of instructional media)

Comments:
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3. SCHOOL -~ CO:UNTITY LEADIRSHIP
(Public relations = Cormmunity involvement — Volunteer uszge - Usc ol school committec -

PTA relations)

Corments:

PUPIL SERVICZIS
(Counseling - Student involvement - Use of tests - Use of supportive services -
Attendance)

I~

Ccmments:

5. SCNOOL PIRSCUNCL
(Orgenizstion and use of persoanel - Professicnal morale - Classified persoanel)

Comnonts:
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6. OFFICE MANAGEMZN . . ,
(Conduct of office - Record keeping =~ Procedures = Use and management of school funds)

Comments:

7. PROFESSIONAL GROWTH
{Workshops = Formal courses ~ Travel - Attendance at professional meetings - Others)

Cortients:

8. OTHIR REMATKS BY EVALUATOR:
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Personnel beirg evaluated may use the secction below to respond to the evaluation, if
desired. 1f a mora cetailed response is desirable, a copy of the response should be sent

to the Superintendent.
Each principal should sign his/her evaluation in the space provided. The signature
acknowledges that the evaluation has been read,

REMARKS BY PRINCIPAL:

Principal's Signature bate

Superintendent's Signature Date
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WAKE COUNTY PUBLIC SCHOOLS

EVALUATION SYSTEM
WAKE COUNTY, NORTH CAROLINA

Introduction

For too many yaars, the concept of evaiuation has implied 8 sense of fear, dread, and professional fore-
boding. 1t is hoped that through this document the professional staff of Wake County will assist in implemant.
ing an evaluation svstem based on help-giving, professional growth, snd mutus! trust, While such idealistic words
are often greeted with sneers of derision and cynicism, one cannot buiid trust uniess the partiss concerned under-
stand the issuas. Evalustion is one such issue.

PHILOSOPHY

The Wake County School System racently received 8 Task Force report on s revised evalustion
system for the County. The Task Force was composed of teachers, principals, the Director of instructional
" Personnel, and was assisted by two consultants from Appalachian State University. The essence of that report
was that evaluation needs to be built on open communication, mutual participstion, and the view that the
overriding purpose of any evaluation scheme, system, instruments, or processes had to benefit the individual
being evafuated and his/her clients, The system that follows is indeed predicated on the following basic principles.

1. Effective evaluation is based on mutually agreed upon gosls and objectives between
svsluator and evalustee,

2. The use of svaluative date must be geared to improving the staff member’s ability
to achieve those goals and objectives,

3 Any evaluative system must give praise as well as suggestions for improvament. The
absence of criticism cannot be construed as praise.

4. The flow of evalustion need not be in one direction {down) only, but should utilize
feedback from peers and subordinstes as well.

5. The system of evaluation must facititate face-to-face communication,
6. Self-evalustion must be 8 part of the total framework, and must be listened to and
treated s valid.
PROPOSED POLICY CHANGE

3250
Evalustion of Employees (Suggested Policy Change)

Evalustion of employees is 8 mandated duty and responsibility of Administration. Evaluation has ss

its primary function the improvement of instruction. The Superintendent shal! establish administrative pro-
cedures for evalusting employess.

Legal Reference: G.S. 116-142

Adopted: July 1, 1977



Rationale for Change: The present policy is not in keeping with the philosophy and procedures
established by the Wake County Task Force on Evaluation Systems.

TEACHER EVALUATION SYSTEM

Teacher's Professional Growth Form

This initial instrument helps the teacher determine priority areas he/she will focus on for that particular
year. Each teacher, by October 15, is asked to have developed the one, two, or {at most) three areas of greatest
import. By that same date, the teacher and his‘her evaluator will have conferenced to agree upon those priorities.
1t should be noted that this initial step facilitates teacher imput into the evaluative process and communication
between evaluator and evaluatee. The results of these agreements form the basis of the individual teacher’s
pian for professional development as well as peer support. Information as 1o which areas are being emphasized in
each schoo! and administrative district will be forwarded to the County Statf Development Otfice for comprehensive
development of stat! development programs responsive 10 specific teacher priorities.

Support Team  {Optional)

Following this agreement, the teacher will {at his/her option) develop a team to provide intellectual and
moral support consisting of colleagues within or outside the school, administrators, or knowledgeable lay persons,
The composition is significant only 10 the extent that those people can render assistance to the teacher in clarifying
ways 10 accomphish the goals and objectives, as well as in providing honest feedhack for self-evaluation

Classroom Visitation Form

During the year the evaluator wilt make a minimum of two classroom visits 10 observe teacher performance.
At least one observation will be made by the principa’ or assistant principal. While 1t 15 hoped that some of those
visits will be at the teacher’s invitation, it will be the evaluator's responsbility to select classroom wvisitation times.
1f a teacher needs additional help, more visits must be made, After each visit, the evaluator fills out the Classroom
Visitation Form and holds follow-up conferences, when needed, with the teacher to etfect the helpgiving and
growth dimensions.

The Visitation Form is not a checklist; rather, it is an open comment form facilitating communicstion,
Thus it is hoped that the sense of adversarial relationships will give way to mutua! help-giving and help-seeking.
As a part of this same process, the Informal Conference Form encourages the evaluator 1o indicate progress made
or information learned in settings other than the classroom. The purpose of both these instruments is to provide
direct and refevant feedback to the teacher for a “snapshot’” of the teacher’s professional performance. [t is not
intended a5 an all inciusive document, but rather as a way 1o get information about observations and perceptions
from one person to another.

Student Evaluation of Teacher Form  (Optional)

As has been established, this evaluation system is predicated on evaluatee participation to effect pro-
fessional growth and instructional improvement. As the school year ends, the teacher should begin to gather data
in support of his/her self-evalustion that will become a part of the year-end evaluation. The teacher MAY want to
use one of the student evaluation instruments ditferentiated by language to accommodate ditferent age groups.

The teacher may want to develop his/her own form, or the teacher may not want to do this at all. Two points are
important here. First, this step is optional. The Task Force strongly endorses this concept and urges its widespread
use by teachers, principals, and central office administrators. They feel that it is vital for an educator to know
client reaction to professional services. Additionally any data collected from students will be collected

184
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anonymously, and will be for the teacher's use ONLY. There will be no intent, pressure, or persuasion for the
teacher to reveal the results of those data, unless he/she chooses to do so. The sole purpose of this process is
to provide direct, teachet controlled feedback for the development of an accurate self-evaluation.

Self-Evaluation

Sometime during April, the teacher, should have gathered relevant student data and have convened a
meeting with his/her support team if applicable. Using the Year-end Evaluation Form, the teacher (and the suppont
team) should review progress on the initial priority goals, document accomplishments, draft the responses on the
Year-end Evaluation Form, and project next year’s plan for self-improvement. While it is understood that a year-
end evaluation must be made, it is clearly indicated that the evaluatee shares in the responsibility for the sccurscy
and worth of that evaluation.

Year.end Evaluation Form

On ot before May 1 of a given year, the evaluator will draft responses to the Year-end Evaluation
Form and schedule a conference with the teacher to compare his/er draft with the teacher’s drafted self-
evaluation. The purpose here is to assess the overall professional performance of the teacher, not just classroom
performance. The purpose of the conference is to look ahead in forming the teacher’s priorities for self-improve-
ment for the next year. During the conference, evaluator and evaluatee discuss, negotiate, and compromise, to
reach agreement on the points of the evaluation. It is significant to note that any negative response by the
evaluator on the final evaluation must be accompanied by a comment. Following the conference, both parties
sign the form. The evaluator's signature indicates his/her responsibility for the contents of the document. The
teacher’s signature indicates acknowledgement that the evaluation process took place as intended. Total agreement
is not assumed. Should the teacher feel strongly about some points of disagreement, he’she may hie a dissenting
opinion accompanying the evaluation form. This is the only evaluative instrument that is uniformly placed in the
teacher’s personne! file in the Central Ottice. Therefore, should such a dissent be justified, it 100 will be placed in
the central file. In order that the entire system can be viewed in its entirety. » flow chart of the process is
attached.

Rights of Appeal and Due Process

While the overwhelming use of this teacher evaluation system will be to generate plans for growth and
improvement, there will be some few instances in which the evaluative process will maintain some of its negative
connotations. There are times in whith professional disagreements will manifest themselves, or situations in which
8 teacher’s performance is not acceptable. In other instances, the evaluator's perceptions may be clouded from
reglity by outside factors. The purpose of this section is to illuminate the protections teachers have in those
instances where evaluations are negative.

1. In all instances of professional disagreement, policy violation, or perceived unfairness, the appeal
toute from evaluator to principal (if ditfereni) 10 Area Director to Director of {nstructional
Personnel to the Superintendent to the Schoo! Board is built in to any of the County's systems
from which a grievance can be tveated.

2. In the event that a professional disagreement exists on any of the evaluation instruments in
the evaluation system, the teacher has the right to have a statement of dissent placed in the
appropriate file along with the primary instrument in question,

3. If the teacher is a probationary teacher and is not going to be recommended for resppointment
by the principal, the principal should notify the teacher of his/her intent 1o recommend non-
reappointment by December 15 of that current school year, This intent will be filed along with
# mid-term evaluation utifizing the Year-end Form, That form will also indicate the areas that



need immediate strengthening so that a recommendation to non-reappoint might be averted.
The intent will also be filed with the Director of Instructional Personnel.

4. Should the probationary teacher not display satisfactory progress, the actual recommendation
not to reappoint must be fited in the office of the Director of Instructional Personnel by Aprnil
1 of the current schoo! year. This date complies with requirements of Federal Labor Standards

and Guidelines

& The same dates will apply in the event that a teacher already on tenure is being recommended
for dismissal, in conjunction with procedures established in the Fair Employment and Dismissal

Act.

PRINCIPAL'S EVALUATION SYSTEM

Copies of the proposed instruments for evaluating principal’s are included. 1t is significant to note that
the principal’s system parallels the teachers system and is predicated on the same principles. The principal's
system also starts with a Professional Growth Form, also provides for the formation of a support team, calls for
visitation from the evaluator, provides for an upward flow of data to assist in the development of the self-
evalustion, and provides for a sharing of information in the deveiopment of the year-end evaluation. Even the
formats are similar, particularly the Protessional Growth Form, the Student/Teacher Evaluation Form and the
Year-end Evaluation Form. The members of the Task Force felt that it is important for all professional staff to
recognize that the schismatic ‘we-they“syndrome so prevalent between teachers and administrators in other

systems not get a strong foothold in Wake County.

TASK FORCE FOR WAKE COUNTY EVALUATION SYSTEM

Teachers

Bilt Curry

Witlie Kitchen
Kay Schwall
Helen Jones
Peagy Moore
Linda Aiphin
Mary Corrington
Matilyn Duncan
Lynn Durham
Kay Barr

Principals

Leon Herndon
C. W. Fisher

M. Grant Batey
C. Owen Phillips
Floreiss Turner
Cornelius Swart
Sarah Spivey
Clitt Edwards
John Mallette

Consultants

Dr. Kenneth Jenkins
Dr. Julia Thomason
Or. William Freitag

Broughton Sr. High Schoot

Green Elementary School

Hunter Eiementary School

Combs Elementary School

Sanderson Sr. High School

E. Cary Jr. High School

W. Milibrook Jr, High School

Mt. Auburn Elementary School

Lynn Road Elementary School

Central Office (Lincoin Heights & Stough)

Enloe Sr. High School

Wake Forest-Rolesville Sr. High School
E. Garner Jr, High School

Brooks Elementary Schoot

Futler Elementary School

North Ridge Elementary Schoot
Sherwood-Bates Elementary School
Underwood Elementary School
Washington Elementary School

Appalachian State University
Appatschian State University
Wake County Schools
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WAKE COUNTY
PRINCIPAL'S PROFESSIONAL GROWTH PLAN

Principal’s Name Date Form Completed

This form is to be done in duplicate with one copy given © your atea director, and one copy retained by you., These
statemer.ts, completed by September 1, should refiect your priorities for the year and will be reviewed in conference
as s pant of the total evalusation procedure by October 15, The final copy must conta:n alf agreed upon revisions
between you and the area director. If 8 particular ares is not going to receive soecial sttention this year, mark the
araa N/A. Itis an expectation that no more than 2 or 3 aress will be emphasized in a year. However, final evaluation
will be based on the full range of administrative respons:bilities.

| expect o improve my administrative abilities in the follow:ng areas:
1. Opening lines of communication:

a

b.

2 Instructional leadership and follow-through:

b.

3. Snhering and delegating responsibility:

a.

b.

4. Curriculum development and review :

b.

5. Community invo!vement and information;

b.

L

Streamlining administrative routine ®

b,

7. Faculty growth snd development:

a

b.

Ll

Student services and management:

a

b.

9. Interpersonal relations with those who share the school with me:

[}

10. Other {please define!:

8.

b,

FORM 1507
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WAKE COUNTY
ADMINISTRATIVE VISITATION INSTRUMENT

Date Time Principa!
School Visited by
Length of Visit Number of Pupils

SUGGESTED OBSERVABLE CRITERIA:

1. Relevant policies, rules, and regulations indicate appropriate delegation of authority and evidence of
long and short range planning.

2. Learning environments evidence varied instructional modes resulting from investigation of in-school
needs and staf! participation.

3. Financial procedures resulting in accurate records are available and safe from hazards.
4. Interaction with staff indicates involvement, humaneness, confidentiality and creativity.

5. Students being provided with additional services indicates an awareness of availsbility, i.e. guidance
services, community resources, etc.

6. Participation by schoo! and community members is encouraged.

7. Person-to-person communication among statf members indicates openess and appropriste formality
resulting in a positive learning and working environment.

8. General school appearance and student participation indicate care {or health, safety, nutrition, and aesthetics.

9. Knowledge of current educational directions, and encouragement of professional inquiry is in evidence.

SUMMARY OF OBSERVATIONS - procedures, techniques, pupil reactiors, other responsibibities, etc.
May include appropriate commentary, suggestions, and commendations,

| have read the foregoing:

Principal’s Signature Observer’s Signature

Conference with observer requested: YES NO

FORM 1509
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{Optionat)
WAKE COUNTY
INFORMAL CONFERENCE

Date Teacher's Name

COMMENTS:

SUGGESTIONS.

COMMENDATIONS

Signature

FORM 1510



{Optional}
WAKE COUNTY

SUGGESTED STUDENT/TEACHER EVALUATION OF PRINCIPAL

YES NO

1. The principal is usually available and easy to talk with.

2. The principal has clear ideas of what good education is and strives to communicate
those ideas to others.

3. The principal is a good resource person and problem solver,

4.  The principal histens to and involves students, parents, snd teachers in major school-
wide decisions.

5. The principal allows other people 1o make decisions and gives them the authority to
implement those decisions.

6.  The pnincipal tries 1o solve issues fairly and mostly avoids being partial or biased.

7. The principal is usually pleasant to be around and shows his sense of humor
easily.

8. The pnincipal exerts leadership in encouraging and generating 1deas for improving
the instructionsl program.

9.  The principal 1s genuinely concerned about the welfare of the students, faculty,
staff, and community.

10. The principal is willing to make hard decisions and explain why.

11, The principal tries to make the school clean, attractive, and safe.

12, The thing I like best about the principal is

13.  The princips! would be more eftective if

GENERAL COMMENTS:

FORM 1514
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WAKE COUNTY

PRINCIPAL'S EVALUATION

School Submitted by
Date Visned Schoo! Enroliment
Date Last Visited No Teachers on Staft

EVALUATION OF PRINCIPAL'S PERFORMANCE

The purpose of this evaluation is in keeping with the concept that effective evaluation s, above all, a help-giving
process.

Professional growth which comes from a systematic review of administrative practices and of personal and pro-
fessional qualities is the most important purpose of this evaluation,

INSTRUCTIONS

Both principal and evaluator should check each itern with the understanding that it 1s vahid only msofar as it is
relevant 1o the situation, e g., an attractve building is manta:ned 10 the imit that the physical aspects of the
plant permits  Any time the evaluator marks in the NO column a comment must be provided.

The principal’s signature does not necessarily indicate agreement, but simply that he/she has read the document
and has had the opportunity 10 review 1t with the evaluator,

Special recommendations of evaluator, f any-

SUPPLEMENTARY INFORMATION FROM PRINCIPAL
{Optional)

Please list the activities in which you are ot have been engaged this year, noting any special function you may have.

1. Services rendered 10 the schoo! system or region (commuttees, commissions, task forces, etc.} this year:

2. Professional growth activities (credit courses, non-credit courses, workshops, e1c.):

3. In what activities have you been engaged other than the fore-going which you feel have contributed to your
administrative effectiveness? (include any you wish: home, community, travel, private study, etc.):

4. in the space provided or on another sheet of paper, please describe any problems you have encountered, how
you dealt with these problems, special efforts that you have made, any help you have received and found
valuable, and any additional help needed:

FORM 1516
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YES NO COMMENT
A. SCHOOL ORGANIZATION

1.  School and school system policies are clearly defined, well
publicized, and facilitated.

2,  Responsibilities and duties are assigned equitable based upon
the skills and capacities of statf.

3. Staff, students, and parents are kept informed through in-
house communication devices.

4, Reports are up to date and accurate.

5. Improvement of instruction is reflected in how people In the
school work with one another,

6. Participation of parents ang community members is
encouraged and solicned,

7. Periodic classroom visits 10 observe student-teacher interaction
sre made.

B. INSTRUCTIONAL PROGRAM

1. Program is responsive to the school system’s goals.

2. Program is des.gned to meet various abifities, talents, and interests
of the students.

3. Testing program is interpreted properly and results used for
improvement of instruction,

4. Test results are interpreted and discussed by staff, parents,
and students.

5. Theschoo! chmate indicates a positive learning environment.

6. In-service courses are or have been planned to improve instructional
effectiveness.

7.  Innovative programs, ideas, techniques are pianned and
implemented.

8.  Community resources are appropriately utilized as part of the
instructional program.

9.  The guidance program complements the schools instructional
priorities.

10.  The media center is wel) utshzed by students and faculty.

FORM 1516
Pg. 20l 4



YES NO COMMENT

STUDENTS

_1. Students are mvolved in 8 well organized school activities program.

2. High student morale is refiected in the way students participate in
school life.

3 Swdents are recognized for achieving personal excellence in many
areas of school life.

4, Student work is appropristely displayed.

5. Principal is open to students expressing their concerns.

6. Students have access to and utilize guidance and counseling

services,

ADMINISTRATIVE PRACTICES AND PROCEDURES

. Information received by the principal is reviewed with the

appropriate staff members.

. StaH 1y 1informed of policy changes that af{ect them,

. Parents and community members are involved an appropriate

adwisory councils.

. Attendance records for statt are accurate and available,

. Accident reports ate filed promptly.

Purchasing deadiines are met.

. Bookkeeping records of budgetary expenditures are

accurate and understandable

. Expenditures are kept within budgetary allotments.

. Evacuation drills are held as prescribed by law.

10.

Fire extinguishers are in place, properly inspected,
and in working order.

1.

Location and operation of emergency switches and cut
ofts are known to the administration.

SCHOOL MAINTENANCE

1.

Generat appearances indicate care for heaith, safety,
and aesthetics.

2.

Adequate maintenance and custodial supplies are
svailable,

FORM 1516  Pg.30f 4
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3. Audio visual equipment is in working order and being
used.

4, Adequate teaching supplies are available.

5. There is standardization of equipment to facilitate
maintenance and staff operation.

6. Furniture is in good condition.

7. Boiler room is clean and not used for storage of supplies
and equipment.

F.  FOOD SERVICE

1. Cafeteria kitchen and service facilities are sanitary and neat.

2. Proper procedures are posted and followed. b

3. Attempts are made 10 1denufy all students eligible for free
and reduced meals,

4. Food service statt is clean, neat, well-organized, sourteous,
and friendly.

5. Rules are established 1o provide meals for students who forget
their maoney and an etlective collection sysiem is carried out.

GENERAL APPRAISAL:

APPOINTMENT RECOMMENDATION:

Evsiuator's Signature

Date ot Conference Principal’s Signature
1 scknowliedge that | have received s copy of this report.
do not intend to

{ (intend 10 } submit & suppiement 1o this report.

FORM 1616 Pg. 4 of 4
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PRINCIPAL'S EVALUATION SYSTEM

FLOW CHART

ry
Eoch Meeting with Principal Requests Evaluator Evaluator
Start Puacipal Punoipal Guidance for Help Visits | - Dﬂfi .
Does —7 ond Atea and Support Team Visitation
Inst. No. 1 Disectue inst. No. 2
" Retes 10
Director
Mada of Sttt
Development
| E
Evaluator Evaluator Evaluator * Conferences
] Cont Fills Out Visus With
With Inst. No. 2 Schout Principal
Principal {Spring)
{Opuonal)
Y Prncipal Prcipial Puticyral
Submits Reviews Prepares Area
H Conference
Halp | tnst. No. 3 Data With Sell-Lvaluanion Disector Doss |l H.o::’cmn
Neaded To Teachers Support Team On Inst. No.3 Inst. No. 3
And Students
v I
Negotiate
iate Difterences
l':upmmuh.. ) Plan for
End Lol tmip '
Submitted Drawn Up
Conferencs
With
Supt.
*The systemn How chart calls for 3 cunumum of two formal school 151} per year. 01 Iy, tot thuse

that demand more frequent visitalion, more visits and follow-up conlterences will be hely
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TEACHER EVALUATION SYSTEM

FLOW CHART
{Optional)
L]
Each Meeting :"‘"m:;’ R”‘;‘““ HYI“ Eval Evaluator
Teacher L] With Teacher elp Thiough ip valuator o FillsOut
Stant Does Inst No. 1 And Evaluator Found Visits Inst. No. 2
Evaluator Support Team Classroom
t } y
Revision ﬂfler 0
Made Director of
Staff Development
Yes
Help
< (AN Eval
Evaluator Evaluator Evaluator Conferences
Cont Fills Out Vists No With Teacher
With Teacher Inst. No. 2 Classroom
{Optional)
Teacher Submits Teacher Reviews Teaches Evaluator
Part ol Inst. No. 1 with Prepared Seit- P cont .
Inst. No. 3 Support Team Evalustion Im; No. 3 Hald .
To Students Onins. No 3
Negotiate
Appropnate Plan ot Ditterences
R Lation 1mp
End Submutted Drawn
up
File
* The system low chart calls i a nunimum of two 101n13) classsoum visitations per Dissent

seimester. Otnviously, tor thaae situations that demand niose tiequent visitation, muore
visits and follow-up conterences will be held
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APPENDIX D
PRINCIPAL EVALUATION INSTRUMENTS
FROM SIX STATE DEPARTMENTS

OF PUBLIC INSTRUCTION



1NETRULTIONS 1.

Irinsipal Name

&
o
kool Eotl 45
- ¥ 25 gE @ &
. gises <
SENERAL PLANNING AND OVERSIGHT: This factor requires the principal to sxercise a gemeral staff § SIS 8es § <
prinmaiiility: to comeeptualize the broad goals of the school, to integrate the goals with :hg. 2518 Bl SR
legad, [inmmetial, organisational, and corrunity needa at the highe.nt level, to sec that the sta’f R -
ia cajchle of carrying out the misesion assigned to it, and to monitor the progress of the program 1§ 5|t g @
ar it deurlops during the year. LA LI A

s,

2.
3.
4.

5.
§.

PRINCIPAL PERFORMANCE APPRAISAL INSTRUMENT

Based on the evidence from observation and discussion, the evaluator is to rate the principal's
performance with respect to the 41 basic elements of principaiskip listed below.

The evaluator is encowraged to add psrtinent coments at the end of each major fimction.

The principal is provided an opportinity to react to the evaluator’s ratings and comments,

The evaluator and the principal must discuss the results of the appraisal and any recomrended
action pertinent to ouch. . .

The principal and the evalugtor must sign the instrument in the asaigned epacws.

The instrumant must be filed in the principal’s personnel folder.
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Roting Scale
{Flease Checx)

Major Function: General Planning

1. Develops a comprehensive plan that indicates desired conditions and current concitions, D D D D
stratesies for closing the gayp between cdesired and current conditions, lists anticipated
tarriers, and outlines evaluation procedures. :

2. Develops, implements, and evaluates the instructional program of the achcol. D D D ﬂ

3. Develops and implements appropriate plans, work schedulcs, class schedules, and building
use schedules.

Corments

Major Function: General Coordinatior.

1. Interprets and carries out the policies establisnhed by the local board, State Board of D D [:l D
Education, NC School Law, and federal law,

2. Prepares and subrits school's budgetary requests, monitors expenditure of funds, and D D D D
assumes accountability for all monies.

3. Defines roles, delegates responsibility, and holds staff members responsible for

completing

oy oooo

4, Interprets the school program, objectives, and policies to the comunity. D D D D

Crements

Major Function: Enhancement of Personncl Skills

1. Provides in-service programs for personnel that enhance the quality of the instructiocnal

progran, quatity oooa
2. Arranges staff development programs that provide opportunities for professional growth. D D D D
Cioment

North Carolina State Department of Public Instruction
Raleigh, North Carolina

000D



S$CHOCL AND CLASSFOOM OBJECTIVES: This factor requires the principal to provide an
operational proceaire to move the broad school goals from the planning atage down to the
everyday activitiea of the staff. This involves the detailing of objectives for the class~
room instructional program and the athletic and extracurricular programa,

D. Major Function: Schoo) Objectives

1. Identifies annual objectives that specify what the principal intends to accomplish in
his/her school for the coning year.

2. Provides leadership for the school's athletics and extra~curricular prograns.

Caments

E. Major Function: Curriculum Objectives

1. Ensures that each teacher has developed or listed instructional objectives related to
the subject patter for a given classrocm.

2. Irvolves faculty, central office staff, curriculum specialists, parents, students, and
other resource perscnnel in curriculus plarning and prograz development,

3. Encourafes and provides opportunities for the staff to participate in the achcol
pregras.

Coaents.

PERSCNNIL ORCANI2ZATION ANS MANAGEMENT: This factor requires the principsl to establish and
mairtair suitddle working relationships among the people who are employed by the school to
carry out the educational progran,

F. tajor Function: Establishes Formal Work Relationships

1. Establishes and implements clearly-defined disciplinary procecures that have been
cormunicateu to and are understood by parents, students, staffl, and the comunity.

2, Defines and aisseminates classification, promotion, retention, suspension and explu=
sion policies, procedure, and criteria for students.

3. Maintains good rapport with staff through written,-oral, and face-to~face corrmnica~
tion.

4, Evaluates the total program of the school to determine effectiveness and identify
areas needing change.

Comrents

G. Major Function: Evaluates Performance

1. GCives leadership to the development and implementation of a system for recording stu-
dent performance, identifying student needs, and communicating students' educational devel-

opment ,

2. Provides adequate supervision and constructive evaluation to promote staff growth and
increase effectiveness,

Conrents

Needs Improvement
Necets Performance

Rating Scale

{Pleasc Creck;

tations

Not

Applicable

Expectations
x|

8xceeds Performance

DOo00
Oooo

0ann
(B [
DOo00

N O
Oo0o0d
I
oodd

OO0
OOoO0
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i, Major Function: Facllitates Organizational Efficiency

CLIINTELE FELATIONSYIPS AND THEIR MANAGENENT @

1. taintains open cocpunications between school-level operations and the superin=
tendent's office.

2. Makes use of supervisor or administrative assistance to improve performance.
3, Respects the dignity and worth of students, staff, and parents.

4. Cocplies with established lines of authority,

S. Upgrades own profedsional knuwledge and skills ti rough
sessions, conferences, and courses. “ " reaing workshops, training

Cocments

Falins Stale

{PIease cnecr,

leeds Improvement
Meets Performance
Excceds Ferformance
xpeclatdons
Not

| [{
K XROCG

@ favcratle working relaticnskip with the schocl's clientelc:
of the community, and in general, anyone who is not part of the pald staff bdut has an interest

in the school.

1.

J.

1ajor Function: New Staff and Students

1. Provides {nformation and support to newly-assigned sitaff and assists in their profes-

siocnal development,
2. lmplements orientation and registration prograns for new students,

3. . Provides opportunities whereby students can have appropriate input into the
educational program.

Comments

This factor requires the principal to maintain
students, parents, other menders

Major Function: Corrunity

1. Uses carmnity resources to enrich the school program.

2. Cooperates with the corrunity in use of school facilities for community activities.
J. Oversces apecial school events that are designed to interpret the school program to
the camunity.

4. Has procedures for receiving suggestions, distributing information, and receiving
input from the compunity.

Corments

[

CIEICard
(I
B00o0O
Donna

OoBaa
0 |
L0000

D000
Qo0

0 |
Oono
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Rating scale

{Please Checr.)

8
HO R E
[ 8 CWE W

ALLOCATION OF SUPPLILE, ELUIPMENT, AND SUPPORT SERVICES: This factor deals with the S52&cE X
rater.al foundatlon of the school. It requires the principal to administer services, E EISqns) S
materials, and suprlies which may not be directly instructional but which support the S E s ag L
daily activities of the people who are engaged in instruction, 555 & " at E
| LRI

C 3 O

K. Major Function: Supplies and Equipment

3. Works cooperatively with the finance office to assure coordination of the school's
financial operations with those of the achool systen.

O
O
O
OJ

2. Supervises the requisiticm, inventory, and distribution of supplies, textbooks, D
eguipment, and 2ll materials necessary for the instructional prograz and operation DDD

of the acheol.

3. Involves the staff in aetting priorities concerning expenditures for instructional

supplies. D D D D
4. Completes records, reports, inventories, requisitions, and budgets. DDDD
Caments

L. Major Function: Services

1. Oversees services provided in the school, (1.e., custodial, transportation,

Poody €0 Do
2. Organizes the secretarial services and offices to provide effective clerical

support to school staff, DDDD
3. tablishes and irplements scheduled mmintenance inspection program to assure DD D D
proper maintenance of achoo) plant and grounds,

4, Estatlishes and ioplements procedsre for the appropriate distribution and

inventoryirg of m’.eri;h, supplies, ant equipment. DDDD
5. Uses cormunity resources that support the total achool program. DDDD
Comments

Evaluator's Suwary Comments

Principal's Reaction to Evaluation

Evaluator's signature and date Principal’s signature and date

Stgnature indicates that the
written evaluation has been
seen and discussed.
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STATE OF CONNECTICUT

STATE DEPARTMENT OF EDUCATION
HARTFORD, CONNECTICUT

SET
SYSTEM-WIDE
GOALS

JOB DESCRIPTIONS, ACCOUNTABILITY RELATIONSHIPS |

p———9 Self-Evaluation

|

Write Job Targets @ Revisions, Adjust-
_ment Process

initial Conference

Observations, Interim Conferences

Revisions, Adjust-
ment Process

=== Final Conference




FORM B
GUIDELINE X

“The nature of the evaluations is such that it encourages teacher creativity
and experimentation in planning and guiding the teacher-learning experience
provided children."

What things are you now doing, or do you plan to do, to see that this guideline
is met? (If the space alotted is insufficient, please attach additional pages.)

Start- Comple-~

Evi- ing
Criteria Activities dence* Date

tion
Date

The evaluation
prograc clearly
states encourage~
ment of teacher
creativity and
experimentation
in planning and
guiding the
teaching-learning
experience provided
children.

The evaluation
prograz makes
provision for
teacher creativity
and experimenta-
tion in planning
and guiling the
teaching-learning
experience pro-
vided children.

Additional
eriteria
developed
within your
school system.

* Please note whether evidence is attached or was subzitted last year., If evidence is
please label as specifically as possible (e.g., page number and sctivity to which it

attached,
relates).

On the scale below please check how far you belfeve you have progressed toward

wmeeting this guideline.

0 10 20 30 50 60 70 B8O 90 100
L I R SR =T 1 T T T T

40
S
No Progress N & Full Implementation
r'd rd
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FORM B
GUIDELINE X1

“The prograz makes ample provision for clear, personalized, constructive

feedback."

What things are you now doing, or do jou plan to do, to see that this guideline
is mer? (If the space allotted is insufficient, please attach additional pages.)

Criteria

Start~ Comple-
Evi- ing tion
Activities dence* Date Date

A procedure
(conference or
wvritten report)
for review of
the evaluation
is provided.

Feedback is
given on an
individual
basis.

Feedback is

based on
diagnosis of

the teaching
learning pro-
cess and includes
positive sugges-
tions for
improvement ..

Additional
criteria developed
within your school]
system.

% Please note whether evidence is attached or was submitted last year. If evidence is attached,
please label as specifically as possible (e.g., page number and activity to which 1t relates).

On the scale below please check how far you believe you have progressed tovard

meeting this guideline,

9

50 60 10 80 90 100

Ko Progress

40

] ] i 1 ] t }
N §Full Implementation
> 4 r e
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Pessonng' Fore 754 (Rev 9 74, TAC 74-8511

STATE OF HAWAII
DEPARTMENT OF EDUCATION STATE AND DISTRICT EDUCATIONAL

ORI O PR 50~ o OFFICERS EVALUATION REPORT

HONOLULU, HAWAII 96804

Name cf Empioyee (Last, Firstt Title of Position

N ——51\“\?\}— e

To be rated by of

SUMMARY RATING
OF PERFORMANCE

Consider both the quality and quantity of work —e
performed. Unsaustaciory Far Average Good Exceilent

[ ]
PROFESSIONAL AND/OR
TECHNICAL COMPETENCE

Consider.  Knowledge of specialized field, knowledge . *
o! the broad field of public education, knowledge of Unsatistactory Fa- Ave-age Good Excener:
departmental procedures; policies and organizatinn;

ability 10 identify and solve problems encountercd on

the job through the application of professional

knowledge.

L]
ADMINISTRATIVE AND

SUPERVISORY SKILLS
Consider: Ability to: plan and organize, delegate to - . e
subordinates, direct and coordinate, train and develop Unsatisfactory Fair Average Good Excellent

subordinates and win acceptance, assistance and
confidence from the public and within the depart-
ment. Aiso consider willingness and ability to make
decisions and cooperate with others.

POTENTIAL FOR GROWTH

Consider: Does he keep abreast with developments a -

in his field? Is he able to assume new and different Unsatisfectory Fair Average Good Excelient
responsibilities? Does he initiate changes that resuit

in improvements? Can he work under pressure? Csn

he work independently? Can he work as a team

member? Is he able 10 supervise others?
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INSTRUCTIONS: Explain below the ratings given on the check list on Page 1.

A. POINTS OF STRENGTH:

B. AREAS FOR DEVELOPMENT:

C. RECOMMENDATION:

REMARKS BY PERSON EVALUATED:

(Employee’s signature does not necessarily mean complete agreement on the part of the employee.}

Signatwure of Employee Date

Signature of Evaluator Dbate

Distribution: WHITE - OfHice of Personnael Services, PINK - District, BLUE - Educstiona! OHicer
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Procedure #5604,6

PROCEDURE: EVALUATION OF TENURED PRINCIPALS
REFERENCE: REGULATION #5604
FORMS  : PERSONNEL FORM 753 (PRINCIPAL EVALUATION REPORT)

RESPONSIBILITIES:
1. PRINCIPAL
a. Participates in an evaluation conference with the district
superintendent.
b. Signs required copies of the Form 753 to indicate awareness of the
evaluation report.
2, DISTRICT SUPERINTENDENT
a. For principal rated "fair" to "excellent":

(1) Completes a Form 753 and discusses it with the principal by
April 18,

(2) Forwards Form 753 (includes supporting documents) to the 0ffice
of Personnel Services by May 8.

b. For principal rated "unsatisfactory":

(1) Makes early identification of unsatisfactory principal and
provides assistance for improvement.

(2) submits to the Superintendent (copy to Office of Personnel
Services) the unsatisfactory Form 753, recommendation(s) and other
supporting documents by April 1.

Note: A Form 753 must be completed for every principal and routed through
the respective district superintendent's office.
3. SUPERINTENDENT
Takes appropriate action and informs appropriate people.

4, OFFICE OF PERSONNEL SERVICES

5600-43



South Dakota
Department of Education
Pierre, South Dakota

PROFESSIONAL PRACTICES AND STANDARDS COMMISSION

PHILOSOPHY ON EVALUATION

We believe that:

1.

|5

The learning situation for each student improves when all
educdtors and boards of education make a deliberate effort to
improve curriculum and instruction in the school system.

Effective evaluation of instruction in South Dakota schools must
be a systematic contirmuing process, designed with the cooper-
ation of all educators in the school system (and boards of
education) with joint responsibility for measuring and improving
benefits received by students through learning processes.

Evaluation is a means to an end; not an end in itself. It is a
growth process which helps an individual develop his potential. It
should motivate both self-improvement and supervisory .assist-
ance.

There should be performance guidelines and goals which staff
members and evaluators may use as they counsel with each other
to assist in the improvement of both learning processes and
evaluation processes,

Evaluation will assist school systems in reassigning, retraining,
and replacing personnel if necessary to improve instruction.

The success of an effective evaluation procedure requires
competent evaluators and the orientation of the staff to the goals
and purposes of the evaluative procedure and the philosophy of
the school district. Effective evaluation must be planned and
reviewed periodically.
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EVALUATION PLAN

Each school district in South Dakota is required to have an
evaluation plan on file with the Division of Elementary and
Secondary Education (13-43-26). Authorities on the subject of
personnel evaluation usually suggest that representatives of employee
groups be involved in designing evaluation plans which will be used
with their group. Therefore, school officials are encouraged to enlist
employees in the design of evaluation plans.

The school district’s statement of philosophy and objectives are
important to the design of any personnel evaluation program.
Evaluation design and techniques should be consistent with the
stated organizational philosophy and objectives. The development of
job descriptions consisting of a point by point description of
educational responsibilities assigned to educators which is reflective
of their roles, taking into consideration the uniqueness of the school
district and its philosophy and objectives, is encouraged.

School officials are encouraged to design an evaluation program
which is most appropriate for their particulzr community. Districts
which did not have an evaluation program adopted by July 1, 1975,
are required to adopt the Professional Practices and Standards
Commission program. Other school districts may use the evaluation
materials adopted by the Commission.
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Definitions 24:08:01

ARTICLE 24:08
PROFESSIONAL PRACTICES

Chapter
24:08:01 Definitions.
24:08:02 Organization and operation.

24:08:03 Code of professional ethics.
24:08:04 Contested case procedure, Repealed.
24:08:04.01 Complaint procedure.

24.08:05 Evaluation of educators.

CHAPTER 24:08:01
DEFINITIONS

Section
24:08:01:01 Meaning of terms.

24:08:01:01. Meaning of terms. Terms used in this article, unless the
context plainly requires otherwise, mean:

(1) "Code of professional ethics," the code of professional ethics set
forth in chapter 24:08:03;

(2) "Commission," the South Dakota professional practices and standards
commission;

(3) "Competency," the ability to meet successfully the criteria
established in the evaluation policy;

(4) "Complainant," a persen, group of persons, organization or
association who files a complaint with the commission;

(5) "Complaint," an alleged violation of the code of professional
ethics;

(6) "Educator," any person charged with responsibility in the field of
education and certificated by the state superintendent as a teacher or
other specialist employed in a public, federal, or private school, or by
an education association, state agency, or political subdivision;

(7) "Evaluatee," the educator being evaluated;

(8) "Evaluation," a systematic continuous process to assess objectively
the professional performance of an aducator;

(9) "Evaluation period," for educators under continuing ~ contract, the
school term as adopted by the school board; for educators not uncer
continuing contract, one semester as provided in SDCL 13-42-2.1.
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24:08:01 " Professional Practices

(10) *“Evaluator," the educator doing the evaluating;

(11) "Policy," a rule, regulation, or standard enacted by a school
. district board;

(12) "Respondent," an educator against whom a complaint is filed; and

(13) "Teaching specialist," any certificated educator not serving as a
classroom teacher but employed as an educator.

Source: 2 SDR 40, effective December 9, 1975; 8 SDR 35, effective
October 7, 1981.

General Authority: SOCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-2S.

CHAPTER 24:08:02
ORGANIZATION AND QPERATION

Section

24:08:02:01 O0Officers of the commission.

24:08:02:02 Duties of the chairperson.

24:08:02:03 Duties of the vice chairperson.
24:08:02:04 Duties of the executive secretary.
24:08:02:05 Employees of the commission.

24:08:02:06 Quorum for conducting business == Majority vote needed.
24:08:02:07 Regular meetings -- Time and place.
24:08:02:08 Special meetings -- MHow called and place.
24:08:02:09 Notice of meetings.

24:08:02:10 Conduct of business.

24:08:02:11 Removal of elected officers.

24:08:02:01. Officers of the commission. The commission shall. at its
first meeting after January first of each year elect a chairperson and
vice chairperson. The commission may appoint an executive secretary who
shall not be a voting member of the commission.

Source: 2 SDR 40, effective December 9, 1975; 8 SDR 35, effective
October 7, 1981.

General Authoritv: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-20.

24:08:02:02. Duties of the chairperson. The chairperson shall preside
at all meetings of the commission. ln accordance with the rules of the
commission, the chairperson shall supervise all business and affairs of
the commission. The chairperson shall sign such instruments as the
commission has authorized be executed.

Source: 2 SDR 40, effective December 9, 1971.
General Authoritv: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-20.
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24:08:02:03. Duties of the vice chairperson. During the absence of the
chairperson the vice chairperson shall perform the duties of the
chairperson. In the event of the chairperson's 1ipability or refusal to
act, the vice chairperson shall perform the duties of the chairperson when
so authorized by the commission.

Source: 2 SDR 40, effective December 9, 1975.
“General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-20.

24:08:02:04. Duties of the executive secretary. The executive secretary
when appointed shall keep accurate minutes of -all meetings of the
commission and maintain all the records necessary to operate and
administer the business of the commission.

Source: 2 SDR 40, effective December 9, 1975.
General] Authority: SDCL 13-43-20, 13-43-25.
Law [mplemented: SDCL 13-43-20.1.

Cross-References: Minutes to be filed with auditor general, SDCL 1-25-3.

24:08:02:05. Repealed.

24:08:02:06. Quorum for conducting business -- Maiority vote needed. A
majority of the members of the commission shall constitute a quorum for
the transaction of business. An affirmative vote of a majority of the
members of the commissijon shall be required to pass motions and adopt
resolutions.

Source: 2 SDR 40, effective December 9, 1975.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-25.

24:08:02:07. Reqular meetings =--" Time and place. A regular quarterly
meeting of the commission shall be held at Pierre, South Dakota, at the
time established at the organizational meeting of the commission.

Source: 2 SDR 40, effective December 9, 1975.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-21.

24:08:02:08. Specijal meetings == How called and place. All meetings
other than regular quarterly meetings are special meetings. Special
meetings may be held as often as is necessary to conduct the business of
the commission. Special meetings may be held at locations in South Dakota
other than Pierre. Special meetings shall be called as provided in SDCL
13-43-21.

Source: 2 SDR 40, effective December 9, 1975.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-21.

24:08:02:09. Notice of meetings. A written notice shall be sent to ail
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members at least five days before a regular or special meeting. A copy of
the proposed agenda and other pertinent information shall be sent with the
notica. Emergency special meetings may be called by telephone notice. The
notice shall state the purpose and shall be given at least twenty=-four
hours before the time set for the meeting.

Source: 2 SDR 40, effective December 9, 19875; 8 SDR 35, effective
October 7, 1981.

General Authority: SDCL 13-43-20, 13-43-2S.

Law Implemented: SDCL 13-43-20, 13-43-21.

24:08:02:10. Conduct of business. Meetings of the commission shall be
conducted pursuant to Robert's Rules of Order Revised, the classic 1915
edition, Henry M. Robert (1971).

Source: Z'SDR 40, effective December 9, 1975.
General Authority: SDCL 13-43-20, 13-43-2S.
Law :mplementea: SOCL 132-43-20.

Reterences: Robert's Ruies of Order Revised, the classic 1215 edition,
1971, 323 pages, William Morrow and Company, Inc., 105 Madison Avenue, New
York, New York 10016. Copies may be obtained from the University of South
Dakota Book and Supply Inc., University of South Dakota, Vermillion, South
Dakota, 570659. Price is $1.45.

24:08:02:11. Removal of elected officers. The commission may remove any
elected officer of the commissicn by a two-thirds affirmative vote of the
total membership of the commission. This action shall not terminate
membership on the commission.

Source: 2 SDR 40, effective December 9, 1975; 8 SDR 35, effective
October 7, 1981.

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-20.

CHAPTER 24:08:03
CODE OF PROFESSIONAL ETHICS

Section

24:08:03:01 Obligations to students.

24:08:03:02 Obligations to the pubiic.

24:08:03:03 Obligations to the profession.

24:08:03:04 Obligations to professional employment practices.

Cross-References: Certification of teachers, article 24:02.

24:08:03:01. Obligations to students. In fulfilling their obligations
to thne students, equcators snall act as ¥ollows:

(1) Not without just cause restrain students from indecendent acticn in
their pursuit of iearning and not without just cause deny to the students
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access to varying points of view;

(2) Not deliberately suppress or distort subject matter for which they
bear responsibility;

(3) Make reasonable effort to maintain discipiine and order in the
classroom and the school system to protect the students from the
conditions harmful to learning, health, and safety;

(4) Conduct professional business in such a way that they do not expose
the students to unnecessary embarrassment or disparagement;

(5) Not for reasons of race, color, creed, sex, national origin,
marital status, political affiliation, or family, social, or cultural
background exclude any students from participation in or deny them
benefits under any program, nor grant any discriminatory consideration or
advantage unless otherwise reguired by federal guidelines, regulations, or
programs;

(6) Not use professional reiationships with students for private
advantage;

(7) Keep in confidence information that has been obtained in the course
of professional service, unless disclosure serves professional purposes or
is required by law;

(8) Not tutor for remuneration students assigned to their classes
unless no other qualified educator is reasonably available;

(9) Maintain professional relationships with students in a manner wnich
is free of vindictiveness and recrimination.

Source: 2 SDR 40, effective December 9, 1975; 8 SDR 35, effective
October 7, 1981.

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-25.

24:08:03:02. 0Obligations to the public. In fulfilling their obligations
to the publiic, educators shall:

(1) Not misrepresent an institution or organization with which they are
affiliated, and shall take adequate precautions to distinguish between
their personal and institutional or organizational views;

(2) Not knowingly distort or misrepresent the facts concerning
educational matters in direct and indirect public expressions;

(3) Not interfere with a colleague's exercise of political and
citizenship rights and responsibilities;

(4) Not wuse institutional privileges for private gain or to prcmote
political candidates or partisan political activities;

(5) Accept no gratuities, gifts, or favors that might impair or appear
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to impair professional judgment, nor offer any favor, service, or thing of
value to obtain special advantage.

Source: 2 SDR 40, effective December 9, 1975.
General Authoritv: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-25.

24:08:03:03. Obligations to the profession. In fulfilling their
obligations to the profession, educators shall:

(1) Not interfere with the free participation of colleagues in the
affairs of their associations;

(2) Accord just and equitable treatment to all members of the
profession in the exerciser of their professional rights and
responsibilities;

(3) Not wuse coercive means or promise special treatment in order to
intluence proressional decisions of colleagues;

(4) Withhold and sateguard inTormation acauired 3oout collesgues in the
course of ampioyment, unless disclosure serves profressional purposes;

(5) Not misrepresent their professional qualifications;
(6) Not knowingly distort evaluation of colleagues;

(7) Not disparage a colleague before others nor criticize a colleague
before students;

(8) Provide upon the written request of an educator a written statement
of specific reasons for recommendations that lead to the denial of
increments or significant changes in employment.

Source: 2 SDR 40, effective December 9, 1975.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-25.

24:08:03:04. Obligations to professional employment practices. In
Tulfilling their obligation to professional employment practices,
educators shall act as follows:

(1) Apply for, accept, offer, or assign a position or responsibility on
the basis of professional preparation and legal qualifications;

(2) Apply for a specific position only when it is known to be vacant,
and refrain from commenting adversely about other candidates;

(3) Not knowingly withhold information regarding a position frem an
applicant or misrepresent an assignment or conditions of empioyment;

(4) Give prompt notice to the emo1oy1ng agency of any change in
availability of service;
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(5) Adhere to the terms of a contract or appointment unless the
contract has been substantially altered without consent of the affected
parties, except as provided by law, legally terminated, or legally voided;

(6) Conduct professional business through channels that have been
adopted by the employing agency, when available;

(7) Not delegate assigned professional responsibilities to unqualified
persons.

Source: " 2 SDR 40, effective December 9, 1975; 8 SDR 35, effective
October 7, 1981.

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-25.

CHAPTER 24:08:04

CONTESTED CASE PROCEDURE
(Repealed. 8 SDR 35, effective October 7, 1981)

CHAPTER 24:08:04.01
COMPLAINT PROCEDURE

Section

24:08:04.01:01 Procedure for filing a complaint.

24:08:04.01:02 Investigation of complaint and initial decision.
24:08:04.01:03 Commission hearing on complaint.

24:08:04.01:01. Procedure for filing a complaint. Any person may file
with the commission a complaint against a teacher in this state that
alleges violations of the code of professional ethics by giving notice to
the secretary of the professional practices and standards commission
either orally or in writing. Within ten days after notice to the
secretary, the secretary shall provide to the person bringing the
complaint a copy of the code of professional ethics and a form approved by
the commission for the purpose of filing a formal written complaint. The
formal written complaint shall identify the sections of the code of
professional ethics alleged to be violated and the name and position of
the teacher involved.

Source: 8 SDR 35, effective October 7, 1981.
General Authoritv: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-28.

24:08:04.01:02. Investigation of complaint and initjal decision. After
the receipt of a formal written complaint pursuant to § 24:08:04.01:01,
the commission shall conduct an investigation to determine the validity of
the complaint. Within forty-five days the commission shall send notice by
certified mail of the initial decision of the commission investigators and
the reasons for the decision to the person making the complaint and to the
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educator against whom the complaint was filed unless the commission
decides to conduct a formal hearing pursuant to § 24:08:04.01:03.

Source: 8 SOR 35, effective October 7, 1981.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-28.

24:08:04.01:03. Commission hearing on complaint. The complainant, the
respondent, or the commission may request a ftormal hearing before the
commission, if aggrieved by the initial decision of <the commission
investigators pursuant to § 24:08:04.01:02, within thirty days after the
initial decision. Upon a request for a hearing or upon a decision by the
commission to conduct a hearing, a formal hearing conducted pursuant to
SDCL 1~-26~16 to 1-26-30.2, inclusive, shall be held. Evidence of acts more
than two years prior to the filing of the complaint shall not be
considered by the commission. A1l hearings shall be conducted in Pierre,
South Dakota, unless otherwise designated by the commission.

Source: 8 SDR 35, effective QOctober 7, 1981.
Generai Autnoritv: SDCL 13-43-20, 13-43-25,
Lsw Implementeag: SOCL 13-d43-28.

CHAPTER 24:08:0%
EVALUATION OF EDUCATORS

Section

24:08:05:01 Purpose of evaluation.

24:08:05:02 Scope of evaluation -- Competency to be based on evaluation.

24:08:08:03 Areas of evaluation.

24:08:05:04 Conduct of evaluation.

24:08:05:05 Frequency of evaluations for educators not under continuing
contract.

24:08:05:06 Frequency of evaluations for educators under continuing
contract.

24:08:05:07 (bservation cutcomes.

24:08:05:08 Observation comments comparable to outstanding or
satisfactory.

24:08:05:09 Observation comments comparable to needs qimprovement or

: unsatisfactory.

24:08:05:10 Responses by the evaluatee.

24:08:05:11 Evaluation outcomes.

24:08:05:12 Recommendation for continued empioyment.

24:08:05:13 Recommendation for continued empiovment with qualifications.

24:08:05:14 Recommendation for nonrenewal.

24:08:05:15 Evaluation files to be confidential =-- Who has access --
Removal of out-of-date files.

24:08:05:16 Repealed.

24:08:05:01. Purpose of evaluation. The evaluation of educators shouic
lead to improved instruction and to definite recommendations for
employment as stated in § 24:08:05:11.
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Source: 3 SDR 90, effective June 30, 1977.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-26.

24:08:05:02. Scope of evaluation == Competencyv to be based on
evaluation. The evaluation shall take into consideration the indiviaual
school district's philosophies and objectives, the environment within the
school community, and population conditions under which the educator acts.
Competency shall be based solely on the results of evaljuation.

Source: 3 SDR 90, effective June 30, 1977.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-26.

24:08:05:03. Areas of evaluation. Educators shall be evaluated in the
areas indicated according to the following:

(1) Classroom teachers and other teaching spécialists empioyed by
school districts shall be evaluated on

(a) instructional skill and technique,

(b) knowliedge of and use of learning resources,
(c) classroom or instructional area management,
(d) human relations,

(e) knowledge of learning and students, and

(f) professional growth;

(2) Repealed;
(3) Counselors employed by school districts shall be evaluated on

(a) personal characteristics,

(b) counseling role,

(c) coordinating role,

(d) consulting role, and

(e) planning, organization, and evaluation; and

(4) Librarians employed by school districts shall be evaluated on

(a) instructional skill,

(b) knowledge and management of Tearning resources and resource area,
(c) human relations,

(d) knowledge of learning and students, and

(e) professional growth.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981.

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-26.

24:08:08:04. Conduct of evaluation. Evaluation activities shall occur
with the full knowledge of the evaluatee and conducted as follows:
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(1) The evaluation criteria in § 24:08:05:03 shall be stated in
writing. At the beginning of the evaluation period, the evaluatees shail
receive copies of the policy adopted by the school board and shall be
informed of the person or persons who will evaluate them;

(2) Closed circuit television, public address systems, audio systems,
or recording devices may be used only with the consent of the evaluatee;

(3) The evaluation shall be in writing and acknowledged by the
signatures of the evaluator and evaluatee. Such signatures do not denote
agreement with the evaluation. The evaluatee shall receive a copy of all
written evaluations. The evaluatee may make a demurral statement
concerning any part of the evaluation with which the evaluatee disagrees
and may attach the statement to the evaluation;

(4) A1l candidates for empioyment by a school district shall be made
aware that a written copy of the evaluation pelicy is available for their
perusal.

Source: 3 SDR 20, effective June 30, 1977; 8 SDR 235, erfective Jczobper
7, 1981l.

General Authoritv: SDCL 13-43-20, 13-43-25.

Law implementeg: SDCL 13-43-26.

24:08:05:05. Frequency of evaluations for educators not under
continuing contract. Alil educators in their first two years of empioyment
within a school district shall be evaluated each semester. The evaluation
shall consist of a minimum of two formal observations, each with a
precbservatiorn conference and a postobservation conference between the
evaluator and the evaluatee. The postobservation conference shall be
within five working days after the formal observation unless a longer
period is agreed upon by the evaluator and evaluatee.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981.

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SOCL 13-43-9.1, 13-43-26.

24:08:05:06. Frequency of evaluations for educators under continuing
contract. All educators under continuing contract shall be evaluated at
least once every three years. The evaluation during that period shall
consist of a minimum of three observations, each with a preobsaervation
conference and a postobservation conference between the evaluator and the
evaluatee. The postobservation conference shall be within five working
days after the formal observation unless a Tonger period is agreed upon by
the evaluator and evaluatee.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981.

General Authoritv: SDCL 13-43-20, 13-43-25.

Law [Implemented: SDCL 13-43-26.

24:08:05:07. Observation outcomes. The resuits of observaticns snali be
stated in writing and acknowiedgea by the signatures of the evaluataor and
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evaluatee at the postobservation conference. These signatures do not
denote agreement with the observation outcomes. The evaluatee may make a
demurral statement concerning any part of the observation outcome with
which the evaluatee disagrees and may attach the statement to the
observation outcome.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981. :

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-26.

24:08:05:08. (Observation comments comparable to outstanding or
satisfactory. Observation ratings of "outstanding," "needs improvement,"
"unacceptable," or "satisfactory" shall include specific statements of
explanation.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981. :

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-26.

24:08:05:09. Observation comments comparable to needs improvement or
unsatistactory. Obsarvation ratings of "needs improvement" or
"unsatisfactory” shall be in writing accompanied by statements of positive
actions to be taken by the evaluatee to correct any alleged deficiencies
and a commitment by the evaluator that assistance shall be available.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981. ‘

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-26.

24:08:05:10. Responses by the evaluatee. The evaluatee may respond in
writing to the evaluator in any of the following ways:

(1) Regquest additional observations with- mutual agreement as to the
number of such observations;

(2) Request the joint setting of instructional goals;

(3) Request the confidential assistance of other willing educators
mutually agreed upon by the evaluatee and evaluator in correcting the
deficiencies;

(4) Request no remediation.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981.

General Authority: SDCL 13-43-20, 13-43-25.

Law Implemented: SDCL 13-43-26.

24:08:05:11. Evaluation outcomes. A written recommendation shall be
presented to the evaluatee as a result of the evaluation. The evaluator
shall apprise the evaluatee of the final recommendations in a conference
as soon as practicable, but no later than the third Monday in March.
Recommendations shall consist of one of the following:




221

24:08:05 Professional Practices

(1)' Recommendation for continued employment;
(2) Recommendation for continued employment with qualifications;
(3) Recommendation for nonrenewal.

Source: 3 SDR 90, effective June 30, 1977.
General Authoritv: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-26.

24:08:05:12. Recommendation for continued emplovment. when a
recommendation for continued employment is given, written comments shall
be dincluded by the evaluator stating positive performances made by the
evaluatee during the evaluation period. The evaluator may suggest areas
for improvement.

Source: 3 SDR 90, effective June 30, 1977.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-26.

24:08:05:12. Recommendation for continued emplovment with
guaiirications. when a reccmmengation for cONtinued empioyment wiih
auaiitications is given, an avaluation period in the folilowing school year
shall oczur. Qualifications given shall be in writing accompaniea by
statements of positive actions to be taken by the evaluatee to correct tne
alleged deficiencies and a commitment by the evaluator that assistance
shall be available. The evaluatee and evaluator shall have a conference
within thirty days after the recommendation to develop a written plan to
implement the actions stated in the recommendation.

Source: 3 SDR 90, effective June 30, 1977.
General Authoritv: SDCL 13-43-20, 13-43-25.
Law Impiemented: SDCL 13-43-26.

24:08:05:14. Recommendation for nonrenewal. Any recommendation for
nonrenewal shall not be given without at Teast an evaluation consisting af
one preobservation conference, two observations and one postobservation
conference, to be completed within the forty-five days preceding the third
Monday in March.

Source: 3 SDR 90, effective June 30, 1977; 8 SDR 35, effective October
7, 1981.

General Authority: SDCL 13-43-20, 13-43-2S.

Law Implementad: SDCL 13-43-26.

Cross-References: Notice to tenured teacher of intent not to renew
contract, SDCL 13-43-9.1.

24:08:05:15. Evaluation files to be confidential -- Who has access --
Removal of out-ot-gate files. Evaluation files snalil be xept separateiy
from personnel files and shall be treated in a confidential manner. Al
materials or information pertinent to the evaluatien shall be reduced <o
writing and signed by the evaluator and the evaluatee and piacad in tne
file. Only the results of the evaluation srall be filed in the evaluatea's
personnel file. The evaluation file shall be subject to annual review by
the evaluatee and the evaluator. It shall be available at all times to the
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evaluatee, evaluator, superintendent or the superintendent's designee. The
two most recent evaluations shall be kept on file. Materials prior to the
two most recent evaluations may be removed at the request of the
evaluatee.

At the time employment recommendations are given, the parts of the
evaluation file pertinent to those recommendations shall be available to
the school board. The evaluation file shall be maintained for a period of
three years following the final termination of employment of the
evaluatee. Information in the evaluation file shall be released to
potential employers upon written consent of the evaluatee. The
recommendations may be made available to a potential emplover without
consent of the evaluatee.

Source: 3 SDR 90, effective June 30, 1977.
General Authority: SDCL 13-43-20, 13-43-25.
Law Implemented: SDCL 13-43-26.

24:08:05:16. Repealed.
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Commonwealth of Pennsylvania
DEPARTMENT OF EDUCATION
Box 911, Harnsburg, Pa. 17126

Rov. DEBE-333 TEMPORARY PROFESSIONAL EMPLOYEE/PROFESSIONAL EMPLOYEE RATING FORM
Last Name First Middle
District/IU School
. Signature = : Signature
Satisfactoty et Unsatisfactory of Rater:

Service of employee suffi-

ciently acceptable to justify [Position:
contmuation of employment,

Date:

Improvement is essential to
justiy continuance in service.} Position:

Date:

1. PERSONALITY:
{encompasses those personal

characteristics that directly
influence professional performance.)

i1. PREPARATION

1. TECHNIQUE

1V. PUPIL REACTION:

(student response to
activities over which the
professional employee has control .)

® Exercises (prudent) judgment.

® Maintains personal hygiene.

® Maintains poise and composure.
©® Maintains professional attitudes.

® Communicates with parents
about student’s progress,

® Demonstrates appropniate
language usags,

® Demonstrates a willingness to
cooperate toward distnct guals.

@ Evidences planning which teflects
objectives and activities,

© heeps abreast of subject matter
and snecial practices.

® Provides appropriate instructional
material to meel the student’s

needs.

o Demonstrates ability to organize
fos instruction.

® Encourages students with
appropriate reinforcement,

® Prowides an educational atmosphere
consistent with instructional guals.

® Provides ror individual student
thtferences,

® Utihzes appropriate strategies.

® Demonstrates work/study habits.

® Evidences communication skills,

® Exhibits behaviors conducive to
iearning.

@ Participates in learning activities,

Rati T Pent 2 Eanl

9 LA WOy
t cenify that the sbove-nemzd employee tor the period

Rating

{month/day fyear)
and ending

{month/day/year]
» rating of

sanisFactoRy [

Bus 1eceived

unsaTisFactony (]

(Total Category 4, 13, 11,1V}

1 ceruify that the above-named employes for the period

Seniority

Weighted Total

and ending

{monthidaylyear)
has received

arating of

I satisracrany []

Date LU. Executive Directur or Dist. Supt,

1 acknawtedge that | have cead the report and that 1 have beea gioen an opportundy 160 dises o neato the tder

My signature does not aecessardy tmean that 1 agser wath the pecturmuine o evaluation,

Tmonin/dayfyear)

unsatisFacrory [ ]

Date

UL Executive Directos or Dist. Supt.

T -

Siguataie of Employer



STANDARDS FOR USE OF DEBE-333

EMPLOYEE DEFINITIONS*

The mm professionsl emplayce shall incl those wha sre cemﬂcmd as teachers, supervisars,
ori i ls, vice-principals, directors of i dental hyg .
visiting teschers, hnme and school visitors, xchool counselors, child nutrition proqram specialists,
school nurses, school librarisns and school secretaries, the selection of whom is on the basis of
merit = determined by eligibility Hsts.

The term f 4 / shal!t mesn any individual who has heen employed 1o
perform for 8 lmmed (lmu the duties of 8 newdy creste-f po:man ar o! 8 reqular nrarnuonal emplayee

whote service hes been terminsted by death, resig or

The term employee used only heresfter shall refer to both ¥ professional and professional
employess.

RATING OF TEMPORARY PROFESSIONAL EMPLOYEE**

A y professional i must be notified a3 to the quelity of service at fesst twice
@ yesr. No such loyee shall be i unless (ated s unsatistactory and notified in wmmq
of such unsatisfactory rating within 10 days sfter the st ¥ tating. A wmp! ¥ profi
orrnioyn whose work has been certilied by the district superi ch or an intermec: umt

i to the y of the school district, during the Inst four {4) months of the
second yesr of such service, 83 being satisfactory shall thereatter be a professional empluyee within
the meaning of this article. The attainment of this status shatl be recorded in the reconfs of the
board snd written notification thureo! shall be sent also to the employec. The employer shalt then
be tendered forthwith a requlsr contract of employment as provided for professionatl empioyees.

DESIGNATED RATER***

Rating shell be done by or under the supervision of the superintendent of schools or, if so directed
by him/her, the same may be done by an muunl supennlendem. @ Supervitor, ar a prinnipal,
who has supenvision over the work of the prof. ¥ reclessional empinyee
who it being rated. No umatisfectory rating shall be v-l-d unless awum-d hy the distnct
superintendent,

MAINTENANCE OF RATING RECORDS****

1t shall be the duty of the bosrd of school directors to cause 10 be established a permanent yecord
systern conteining ratings for each professionsl employee within the district and copies of all his/her
tating for the year shall be i to the smployee upon his/her request, or if any rating
during the yesr is unsatistectory copy of same shall br teansmitted 10 the professional emplayer
concerned. No ... foyee shall be dismissed unless such rating records have been kept on file
by the boerd of school directors.

. See Section 1101 {1) and {3) of the Public School Code of 1943, 23 amended.
.. See Section 1108 of the Public School Code of 1949, a3 amencird.
eoe Ses Section 1123 of the Public Schont Code of 1949, a3 amentied.
eeee See Section 1125la) of the Public School Code of 1949, as amended,
Note: ... The word professional has been deleted to be istent with the empl
definitions.

GENERAL RATING
1. Drsmnated rater shall use this rating eard for each and every olficial employee rating.

2. The deugnated rater will place hisfher signature in the block provided for either the satisfactory
or unsatisfactory rating a1 the top of the card.

3 Prinfessional employres shall be rated & minimum of once each year,

4, Dur consideration shall be given in the rating procen to the following factors:  professional
asstmment, intellectual level of and i i pmhlerm which might affect

molesvionat petformance and factors over which the pvolusmrul has control,

5. lang the descriptars bisted in eschcateqory on the card, the rater will attach a numerical
value to the emplayee’s peiformance in each of the the four catenories - Personslity, Preparation,
Trchninue and Pupil Reaction — to 8 maximum numerical value of 20 points per category.
The anqregate numerical value will not exceed B0 points when adding the four catenories.

6. The final numencal rating for esch category will sppesre in the dresignated block st the bottom
of esach cateqory colurmn, The total numerical score of the four cateqories shall be placed in
the rating box,

7. Descripiors in each cateqory shall not be weigl The objective is to sub; iate the tcal
scare wath apecdntal records using the descriptors simnly as guides,

8. A raling in any category of less than 20 points shall be sut isted by ds
end discussed with the employee

9. A copy of the rating shall be provided to sny employee upon request.
DETAILED APPRAISAL FOR UNSATISFACTORY RATING

1.  When an unsatisfectory rating in any major category |, 11, 11 or 1V is given gn emplnyes,
the rater must place a check in the block opposite that category designation.

2. It is posuhle that a qrass deficiency in a single cateqory might be sufliciently serious to warrant
a totad rating of unsatistactoey,

3. Wherever an un-atistartory tating is given, each such recorder rating must be stated and the

specific cirrumstances supported by anecdotal records. The records mist include specific detaits
nf evitlence hikely to be important in the event the services of an employee are tn bhe

discontinued,
4. Two consecutive unsstisfactory iatings of a professional employes are ¥ to support &
on the g of i .

SUSPENSION AND NUMERICAL WFEIGHTING

When the nuym's- of sinployees within the district must be reduced, the intermediate unit executive
tieector or district supenntendent shall follow the procedures in Sectinon 1125 nf the Puktic School
Crede of 1949, tn accardance with standards and weinhting incorparated in this card, seniority is
10 be added to the rating only when s substantial difference exssts in the ratings of those consitiered
for suspension. Seniority will be given the weight of one pnint for each year of service in the
schao? district of current employment to 8 total not to exceed 20 ponts,

%72



Chapter 1

NEEDS ASSESSMENT: Problem and Objectives 225

The Problem - In a setting ov 1‘m1ted resources it is not possible to
resolve all probiems simultaneously. Instead of trying to do a
1ittle bit on each of many problems and thus solve none of them, it
js possible and advantageous to identify the most critical problems,
focus the necessarvy resources, and resolve them. However, it is
important tc realize also many problems are related and logically
such a related cluster may be solved together.

It is in this common sense approach of identifying and resolving
the most cviticatl probiems or problem clusters that a needs assess-
ment ic useful. When consideration is to be given only to the most
critical or highest priority problems, some systematic means must
be used for determining which are those most critical problems.

For exampie, it becomes very disconcerting to a large number of
businesses, industries, and public institutions to discover that
their sometimes enormous problem-solving capacities are being
focused on the wrong problems.

It is in tnis context of attempting to discover the most critical
needs or probiems $G that resources can then be deployed in the
most cost-effective manner that needs assessments are useful. In
this perspective, it is readily seen that the first--and most
importart--step in long range planning i1s a needs assessment. An
adequate assessment of educational needs thus provides a solid
focurdation for plarrirg and efficient problem soiving. It gives
strong assurance trat a sustsined effort will be made to thoroughly
resolve the most pressing problems. It heips to avoid the vacil-~ .
lation of shifting empnasis and resource aliocations from one
probiem to another without ever resoiving any of them.

The needs assessment add-esses itself not only to identifying the
most crit.ca’ needs, but aiso to provide a rationale and systematic
procedure for “dertifying and documenting them in such a way that
they are not going to be repeatedly chalienged or modified. More-
over, the neecs assessment has the responsibility to express the
identified ana vaiidated needs in stuch a way that they facilitate
the subsequent steps of planning and problem solving.

In the jurisdiction for which this needs assessment model is to be
used, a series of needs will be identified with an appropriate
Tevel of criticatity assigned to each one. In addition, a sub-
stantial number of relevant facts will be marshalled to document
the needs and the relevant values will be appropriately identified.

These needs, together with their related facts and values, can be
useful to ‘educators in planning and in deploying resources most
effectively. Moreover, they can be responsible for the inauguration
of new educational practices and the de-emphasis of outmoded or
obsolete elements of the educationsl program.

Idaho State Department of Public Instruction.
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Purpose Of the Needs Assessment. This assessment is undertaken with the
express purpose of providing ways to improve the educational program for
the boys and girls of this jurisdiction. Furthermore, it is assumed

that this assessment effort can not oniy serve as a basis for long range
planning but can serve as a kind of prototype for all schools throughout
the jurisdiction. It is only by recognizing the strengths and deficiencies
and documenting these, plus probing for and suggesting alternatives that
basic improvements can be made and the overall program strengthened. It
is proposed that this assessment be conducted by professional educators

of sufficient stature that 1t will lend credibility, meaning, and confidence

to the results obtained.
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Objectives. At the completion of this needs assessment effort, the
following objectives will be attained with a 90%/90% standard
(i.e., 90% of the elements will be accomplished at a Tevel of 90%
attainment):

I. The critical needs will be identified.

11. The Steering Committee will oversee and provide the necessary
leadership for the Needs Assessment process in cooperation
with the concerns analysis committee to function with efficiency
(as measured by their responses) to

1. identify the critical educational needs of the region.

2. categorize these needs in terms of their priority (or
criticality).

3. express relevant values--or statements of belief--that
the committees can agree upon.

111. Each validated need--of which there will be not less than
twenty (20)--will exhibit the following characteristics.

1. Focus on learner needs--It will identify learner needs,
not institutional needs which are dealt with when planning
solutions.

2. ldentify target groups of learners--It will include the
identifying characteristics of the learners with the
need. It vall point out how many, and where located,
etc.

3. Show the criticality of the need--In order to set priorities,
an index of importance is required. This must stem from
values placed on eliminating the need or at least reducing
it.

4. Indicate the time allowable to show improvement--The
process will specify the target date when the need must
show improvement.

Chapter II

SUGGESTED PROCEDURES IN CONDUCTING AN EDUCATIONAL
NEEDS ASSESSMENT

A description of the procedures to be carried out in this project is
presented on page 13. In the figure a plan-activity diagram is shown in
flow-chart form with all of the activities identified as they will occur
sequentially within the specified time frame. In a very real sense,

each activity shown in Figure 1 may be seen as a project objective. It
is helpful to refer to the box numbers shown in the plan-activity diagram
and relate these to the management instrument of activities and persons
responsible. See page 10.

Prior to the.commencement of fulfilling the activities shown on page 13,
the school district--or appropriate jurisdiction--must make a commitment
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to the project. Only with such a commitment can there be assurance that
the necessary resources (funds, personnel, time, etc.) for the project
will be available.

Activity 1.0 Appoint Project Director and Steering Committee

When a district has made the commitment to carry out a needs
assessment, it is necessary to designate a specific individual in the
district to provide the leadership and overall coordination during

a district's assessment efforts. The project director will work
closely with a Needs Assessment Steering Committee. Although the
Steering Committee as a group, or as individua]s, will perform

some of the tasks described above, their primary responsibility

will be that of planning and review1ng the work of 9thers. The

size of the district will be a determining factor in establishing

the size and specific responsibilities of the Steering Committee;
however, consideration should be given to Timiting the size of this
committee to a manageable number since they must meet quite often. Five
to seven in number may be more manageable. The committee could have
representation from some of the following areas:

The Board--to maintain liaison between po11cy and administration and
also to provide means of contact witn community elements.

Community--to provicde aaditional means of contact with community
elements.

Superintendency--to provide titular leadership and also to function
as the focal point of the total staff (superintendent or representative).

Teaching Staff--to provide 1iaison with the teaching staff and its
organization(s) in its involvement.

Classified Staff--to provide Tiaison with classified staff and it's
organization(s).

Curriculum Department--to provide leadership for all levels of the
curriculum.

Business Department-~to provide leadership in business areas and to
coordinate fiscal aspects.

Principalship--to provide 1iaison with the line school administrator.

Students--to provide communication with that element of the
community for whom the educational process is designed.

Others, such as the directors of Pupil Personnel Services and Testing and
Research as applicable.
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Activity 2.0 Orient Steering Committee to Total Task

Orientation in the purpose and concepts of a needs assessment, and
key implementation tasks is a crucial step. Orientation will be
focused initially upon the members of the Steering Committee, who
will in turn be responsible for planning and monitoring orientation
of the remainder of the staff, community and students. Seminars

and workshops for orientation in the requirements of some assessment
activities may be essential.

The orientation will give the Steering Committee members a working
knowledge of the elements of needs assessment, particularly as a
part of long range planning. The expertise gained should be suffi-
cient to allow members to direct and participate in the development
of the elements of the needs assessment activities.

Activity 3.0 Develop Tentative Schedule of Activities for Completing
Needs Assessment

Setting forth a schedule of activities for completing the needs
assessments is an important planning exercise assigned to the
Steering Committee. It entails the calendarization of activities
and the delegation of responsibility to various persons. This
provides a fine opportunity to further crystalize plans and to once
again bring into focus the overall dimensions of the needs assess-
ment effort. The outcome is a definite schedule which many people
can refer to in coordinating their efforts during the weeks and
months ahead. This schedule should answer the follcwing questions:

What 1s to be done?

Who is to do it?

When will it be completed?
How will it be evaluated?

It is recommended that the local system have the state agency
review the schedule once it is completed.

Activity 4.0 Organize and Coordinate Publicity Activities

In order to have the cooperation and participation of the community
and staff in the Needs Assessment activities, a concerted effort to
inform the patrons and staff of the endeavors and progress of the
Needs Assessment must be made. The Steering Committee is respon-
sible to inform and secure the participation of the different
publics within the community. A1l avenues of informing the dif-
ferent groups should be used if possible. See the training kit for
illustrations.
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Activity 5.0 Sponsor Speak-Ups (Student teacher, etc.) and Concerns
Conferences (patrons)

Essentially, a speak-up and a concerns conference involve the same
activity. Speak-ups may be held for student groups and teachers.

It is advantageous to organize students in such a way that their
expression of concerns are solicited. The difference between a
solution and a problem should be illustrated in an introduction to
the needs assessment and small group work done by the students to
harvest these needs (problems). The teachers are similarly organ-
ized to harvest their concerns. A concerns conference involves
patrons of the district. In any community there exists, often
without conscious knowledge on the part of the citizens, problems
that may be seen as emerging educational needs of those individuals
who make up the community. Some of these community problems,
although they have been in existence for some time, have not been
adequately identified or solved. A concerns conference is an
organized attempt to identify these problems in the community or
schools that are currently emerging or likely to arise out to the
trends that may be observed. It is a way to systematically tap the
ideas and perceptions of a great number of people in a very short
time. In general, the conference calls together several hundred
persons to be addressed by an individual of prestige, possibly one
from a university or other person who has been involved in working
with a needs assessment who orients them in general terms for their
work. Specific directions are then given concerning the type of
concern to be identified, the difference between a problem and a
solution, and special emphasis is made that information involving
personalities cannot be allowed to be part of a concerns harvest.
Thereafter, the large convocation is broken up into small discussion
groups and from these will come several hundred ideas, each on a
separate card, that identifies problems in the field of education
as well as opinions of committee members.

Remember, in this process expressions of concerns are systematically
collected from a wide variety of sources. These concerns are

usually unrefined, unevaluated expressions of unmet needs or statements
of dissatisfaction about present conditions in the school system.

Activity 6.0 Conduct Surveys of Opinion (Pupil, teachers, public)

The use of scientific polling methods in recent years has provided
a valuable means of ascertaining public opinion and of measuring
the level of public understanding of communities as well as that of
school personnel and pupils. Indeed it can be stated that opinion
polls are one of the most valuable tools in the assessment of
educational needs. In addition, polls may be seen as a device
whereby one can strengthen the democratic process through the
sharing of decision making and policy formulation in the schools.

Activity 7.0 Summarize Measurement Data (tests, survey)

Tests and/or surveys measure differences between individuals and/or
groups or schools. Tests and measurements provide ways to assess
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leavning and pupil learning is considered to be the object of
education. It is important that.such measurements be comprehen-
sjve, accurate, and understandable. Frequently checks must be made
to see that the measurements include all domains. That is, the
cognitive, the affective, and the psychomotor.

Aciivity 8.0 Summarize Administrative Data and Evaluations

Typically there are a number of studies, surveys, or other kinds of
documentation available on a school district that need to be
reviewed, condensed, or put in different format to maximize their
usefulness. The major purpose of reviewing these studies is to
harvest educational concerns. In addition, it is often useful to
interview key administrative or instructional personnel in order to
jdentify various types of administrative or instructional personnel
in order to identify various types of administrative data on schools.
It is advantagecus to marshal all of this type of factual data, and
trends on such items as population, enrollment, finance, school
plant and equipment, personnel, transportation, etc. School evalua-
tions and curricular studies should also be analyzed for their use
in this process. A1l of this information can be extremely useful

in the identification and documentation of learner needs.

Analyzing Information

Activity 9.0 (lassify Concerns

The resuits ¢t the concerns harvesting activities, 5.0, 6.0, 7.0,
8.0 and 9.0, shcuid yield a large number of statements cf ccrcern.
To make this set ¢f information manageable, it 1s helpful to develop
some classifrcation system In the ciassification ¢f concerns or
expressed needs, it is important to attempt to assure objectivity
and validity. This can be done by (a) not forcing the concerns
into any pre-conceived framework or system of categories and (b)
utilizing relatively disinterested or unbiased personnel in carry-
ing out the classification. The simplest and most frequently used
method of classifying educational concerns consists of writing each
concern on a three inch by five inch card and then sorting out
these cards into stacks where they seem to fit because of content
relationship.

Activity 10.0 Appoint Concerns Analysis Committee

The appointment of the Concerns Analysis Committee to process the
various concerns into critical educational needs is crucially
important. Appointments are best made after an analysis of the
community or jurisdiction has been completed. It is advantageous

to make committee appointments on a large two way grid. (See page
62.) On the one axis can be listed the type of position of group
represented by the person; on the other axis are listed such factors
as ethnic background, sex, religion geographic location, occupation,
and other factors that should be given consideration within a given
community. To assure representative selection and objectivity, it
is recommended that the final designation of Concerns Analysis
Committee be reviewed by an outside party.



Activity 11.0 Define and Set Agenda

This is the first meeting of the Concerns Analysis Committee. In
this meeting the committee has the task of first defining the
identified concerns that the Steering Committee has compiled from
the Concern Conference, the Speak-ups, and the Questionnaire. Then
a winnowing out of the critical needs proceeds. This process
should generate 20 to 30 concerns. Other concerns can be generated
and added and some consolidation of concerns can take place at this

time.

Activity 12.0 Document Concerns with Facts and Policies

Prior to convening the needs assessment committee, a great deal of
preliminary work can be done advantageously. This entails the
development of work sheets for the committee's consideration and
deliberations.

A1l of the concerns that have been chosen by the Concerns Analysis
Committee by the winnowing process must be documented with facts
and policies. This gives the committee immediate access to all
existing data and relevant information to a given concern. If such
documentation is dore well, it may save hours of committee time and
substantially improve the quality of the concerns analysis.

Activity 13.0 Conduct a Concerns Analysis

then the Concerns Analysis Committee is convened the second time it
has the task to do the foilowing:

1. Identify the critical education needs of the region.
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2. Categorize these needs in terms of their priority (or criticality).

3. Make and compile expressed values or statements of belief that
the committee can agree upon.

4. Summarize suggestions and recommendations for resolving the
educational needs that have been identified.

Compiling and Reporting Results

Activity 14.0 Compile Statements of Critical Needs

A summary of the need statements should be prepared, preferably in
summary and diagramatic format. It is usually advantageous to
pub]iﬁhdthese without inciuding the facts, policies, and values
attached.
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Activity 15.0 Compile Tentative Operational Philosophy and Goals from
the Agreed upon value statements

In it's deliberations, the Concerns Analysis Committee will have
analyzed several concerns into critical needs. Moreover, it will
have made explicit all of its agreed upon value statements. By
collecting all such statements and then reclassifying them according
to functional categories, a value bank can be organized. This may
serve as the basis--a skeleton--for a more complete value bank or
operational philosophy that can be compiled in the future. It can
be helpful in decision making and can serve as a guidance mechanism

in long range planning.

Activity 16.0 Qutline Next Steps for Resolving the Critical Needs

It is advantageous at the conclusion of the needs assessment activities
to sketch out the procedures to be followed in using the needs
assessment products to resolve the identified needs. This projects
community thinking forward and allows the momentum already obtained

to be productively channeled into essential subsequent steps.

Activity 17.0 Transmit Final Report to Governing Body

The final needs assessment activity is to transmit final reports
and recommendations to the policy board for action. At this time
the Steering Committee should review the implications of the needs
assessment and make recommendations for using the needs assessment
products in resolving the ident<i'ed learner needs.



to Governing Body

TENTATIVE SCHEDULE DISTRICT #
PERSON TARGET
- NO. ACTIVITY RESPONSIBLE DATE
1.0 Appoint Project Director
and Steering Committee
2.0 Orient Steering Committee
to Total Task.
3.0 Develop Tentative Schedule
of Activities for com-
pleting the Needs Assessment
4.0 Organize and Coordinate
Publicity Activities
5.0 Sponsor Speak-ups (student,
teacher, etc.) and Concerns
Conferences (patrons)
6.0 Conduct Surveysiof Opinion
(Pupil, teachers, public)
7.0 Summarize Measurement Data
(tests, survey) '
8.0 Summarize Administrative
Data and Evaluations
9.0 Classify Concerns
10.0 Appoint Concerns
Analysis Committee
11.0 Define and Set Agenda
12.0 Document Concerns with Facts and Policies
13.0 Conduct a Concerns
Analysis
14.0 Compile Statements
» of Critical Needs
15.0 Compile Tentative Opera-
tional Philosophy and
Goals from the Agreed
upon Value Statements
16.0 Outline next steps for
Resolving the Critical
Needs
17.0 Transmit Final Report

234
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ORTENTATION

1.0
Appoint Project
Director and
Steering Committee

. 2.0
Orient Steering
Committee to Total

Task

3.0
Develop Tentative
Schedule of Activities

DATA COLLECTION

4.0 5.0 6.0 7.0 . 8.0
Organize Sponsor Conduct Summarize Summarize
and Speak-ups } Survey feasurement Administrative
Coordinate [ and — of Data Data and
Publicity Concerns Community .| KTests, Evaluations
Activities Conferences ' i_Surveys). | |

CONCERNS ANALYSIS

9.0 - 1.0
Classify and Appoint Concerns
List Concerns ; Analysis Committee
' 11.0
Define and Set Agenda I
| 12.0
Document Concerns with
the Facts and Policies’
B | 13.0
Conduct the Concerns
Analysis
REPORT
14.0 15.0 16.0
Compile Compile ‘Outline. .
Statements Tentative Next Steps-:
of Oparational for
Critical Philosophy Résolving
Needs and Goals Critical
Needs
17.0

ransmit Final
Report to
Governing Body
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DOCUMENTATION OF COMMUNITY INVOLVEMENT IN EVALUATING ELEMENTARY SCHOOLS,
LEWISTON, IDAHO

Public Meetings at each grade school - Thursday, January 30, 1975
Publicity Releases:

1. Release concerning approval process and forthcoming public meetings
(release attachedg

a. Broadcast Jhnuarx 21 by KLEW-TV on 6 p.m. news.

b. Published in part in Lewiston Morning Tribune, January 22,
1975 (Article attached)

c. Submitted to local radio stations -KRLC and KOZE January 21,
1975. (They assure us they air most releases we give them.)

d. Article in Lewiston Morning Tribune, January 28, 1975 (Article
attached)

e. Release submitted to KLEW-TV January 28 for January 29 release
on evening news. (ReTease Attached).

f. Release submitted to Lewiston Morning Tribune, January 28 for
January 29 on Thursday's public meetings. (ReTease attached)

2. Public Service Announcement broadcast on Channel 7 Cablevision TV
‘January 28, 29, 30:
"Speak-up Sessions for all Lewiston residents will be held Thursday

evening at 8:00 p.m. at all Lewistcn elementary schools. The
general public is encouraged to attend."

3. Announcement listed in "Brower-Wann" Column of Events in Lewiston
Morning Tribune, January 29, 1975. (Column attached)

4. Flyers sent home with each elementary child explaining public
meetings, January 28, 1975.

5. Follow-up release will be submitted to media (on public meetings)
January 31, 1976.



APPENDIX E
Characteristics of Principal Evaluation in
Fifty-Eight North Carolina Administrative

Units, 1980
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TABLE * 17

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 56

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

1 k1
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Comrunications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of .instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 18

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UKITS, 1980

Stratum

Number 6
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Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

R RN R I I AR

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 19.

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 1 Number 19
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Characteristics of Principal Evaluation Programs

Evaluation philosophy Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated-

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office management

School food service

Plant operating and management
School bus transportation
Attitude toward curriculum

All professional personnel
Frequency of evaluation
Once every two years

Once a year
Twice a year

development
Method of evaluation Sharing and delegating
responsibility
Outlining with narrative comment School organization
Rating scale Communications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verbal comments

Preparation for position
Job objective

Relevancy of preparation

Conference Adaptability
Cycle Ethical
Criteria Organizes school for the

benefit of children
Assessment and planning are
given high priority

Evaluative criteria

Broad Ample time given to super-
Descriptive vision of instruction
Guidelines

EEBE TTREERET T TTE T T [ e ]

Job descriptions

Source: Information received from local
administrative school unit, 1979 - 1980.



TABLE 20

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2

Number 28

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated

Teachers

Principals

Supervisors

All professional personnel

Frequency of evaluation

Once every two years
Once a year
Twice a year

Method of evaluation

Outlining with narrative comment
Rating scale
Rating scale and comments
Observation
Self
Verbal comments
Job objective
Conference
Cycle
Criteria
Comments
Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super=-
vision of instruction

Source: Information received from local
administrative school unit, 1979 -~ 1980.
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TABLE .21

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 55

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum

" development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 22

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1580

Stratum 2

Number 30

Characteristics of Principal Evaluation Programs

Evaluvation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated

Teachers

Principals

Supervisors

All professional personnel

Frequency of evaluation

Once every two years
Once a year
Twice a year

Method of evaluation

Outlining with narrative comment
Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

IR T TEETTEER T T T T oo [ e e

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980,
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"TABLE 23

CHARACTERISTICS OF PRINCIPAL EVALUATION FROUGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 1

Number 16

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated

Teachers

Principals

Supervisors

All professional personnel

Frequency of evaluation

Once every two years
Once a year
Twice a year

Method of evaluation

Outlining with narrative comment
Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

FLLD T TEPRCEEETE T TER T T 1 el |

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source; Information received from local
administrative school unit, 1979 - 1980.
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TABLE 24

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2 Number 12

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation. procedures

Personnel evaluated

Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

All professional personnel

Frequency of

Once every
Once a year
Twice a year

School environment
Support services area

evaluation Office management
School food service
two years Plant operating and management

School bus transportation
Attitude toward curriculum

development
Method of evaluation Sharing and delegatang
responsibility
Outlining with narrative comment School organization
Rating scale Communications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verbal comments
Job objective

Conference
Cycle
Criteria

Evaluative criteria

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Broad Ample time given to super-
Descriptive vision of instruction
Guidelines

Job descriptions

RN RN I I kI R i

Source: Information received from local
sdministrative school unit, 1979 - 1980.
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TABLE 25.

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS 1N
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

1

Number

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

I T

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 26..

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 49

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

N R

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 27

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS 1IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number L

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

DT TR T

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating ahd management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 -~ 1980,
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TABLE 28

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 24

Characteristics of Principal Evalustion Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluvation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

R RN A R I I AT R R

Areas of criteria

Personal characteristics

Professional characteristics

Adrministrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 ~ 1980.
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TABLE 29

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS 1IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 33

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

'Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

Pl ]
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980,
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TABLE 30

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1960

Stratum

Number 61

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating.and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980,
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TABLE 31

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 36

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two vears
Once a year

Tuice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

LEE T TETEERCEE T T T R 1]

Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel
Professional personnel
Educational programs
School community relations
School environment

Support services area
Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Comnunications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980,
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TABLE 32

CHARACTERISTICS OF PRINCIPAL EVALUATION FROGHAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2

Number 2

255

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated

Teachers

Principals

Supervisors

All professional personnel

Frequency of evaluation

Once every two years
Once a vear
Twice a year

Method of evaluation

Outlining with narrative comment
Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 33

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 1

Number 5

256

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 34 .

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 58

257

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

" Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 35

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 20

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

M TREE ] 1]
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
developmert

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 36

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 7

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

>
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Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel
Professional personnel
Educational programs
School community relations
School environment

Support services area
Office management

School food service

Flant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 37

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 25

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Qutlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 38. =

CHARACTERISTICS OF PRINCIPAL EVALUATION FROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2 Number 8

Characteristics of Principal Evaluation Programs

Evalvation philosophy Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office management

School food service

Plant operating and management
School bus transportation

All professional personnel
Frequency of evaluation

Once every two years
Once a year

s

Twice a year Attitude toward curriculum

development
Method of evaluation Sharing and delegating

responsibility

Outlining with narrative comment School organization

Rating scale Communications

Rating scale and comments Interpersonal relations

Observation Supervision

Self School finance

Verbal comments
Job objective

Preparation for position
Relevancy of preparation

Conference Adaptability

Cycle Ethical

Criteria Organizes school for the
Comments benefit of children

Evaluative criteria Assessrent and planning are

given high priority

AR A AR RN RN

Broad Ample time given to super-
Descriptive vision of instruction
Guidelines

LR R

Job descriptions

Source: Information received from local
sdministrative school unit, 1979 - 1980,



. TABLE 39

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGKT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum -1

Number 9

262

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
EvaiQation procedures
Personnel evaluated

Teachers

Principals

Supervisors

All professional personnel

Frequency of evaluation

Once every two years
Once a year
Twice a year

Method of evaluation

Outlining with narrative comment
Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 40

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 1?7

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy :

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office managemrent

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 -~ 1980,
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TABLE 41

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS 1N
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 1 . Number 46

Characteristics of Principal Evaluation Programs

Evaluation philosophy Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office management

School food service

Plant operating and management
School bus transportation
Attitude toward curriculum

All professional personnel
Frequency of evaluation
Once every two years

Once a year
Twice a year

development
Method of evaluation Sharing and delegating
responsibility
Outlining with narrative comment School organization
Rating scale Communications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verdal comments
Job objective

Preparation for position
Relevancy of preparation

Conference Adaptability
Cycle Ethical
Criteria Organizes school for the

benefit of children
Assessment and planning are
given high priority

Evaluative criteria

Broad Ample time given to super-—
Descriptive vision of instruction
Guidelines

Job descriptions

[EEB D TETETTER T BT T Pl T b 1|

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 42 .

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS 1IN
FIFIY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 22

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Freqﬁcncy of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

| B ]
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 -- 1980.
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TABLE 43 ~

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 35

266

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

[T TRTERTRE T T T Tl T [

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 44

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 27

267

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

[T T TR

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.

s

Pl TEREETRE T FETEER T



TABLE 45

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS 1N
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2

Number 15

268

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated

Teachers

Principals

Supervisors

All professional personnel

Frequency of evaluation

Once every two years
Once a year
Twice a year

Method of evaluation

Outlining with narrative comment
Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
CGuidelines

Job descriptions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 -~ 1980.
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TABLE 46

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1960

Stratum

Number 32

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

[EB T TEETEETTSE T T b | 1]

Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel
Professional personnel
Educational programs
School community relations
School environment

Support services area
Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 47

CHARACTERISTICS OF PRINCIPAL EVALUATION FROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 31

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a vear

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

ML T O

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 48

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS 1IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2 i Number 37

Characteristics of Principal Evaluation Programs

Evaluation philosophy Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office manapement

School food service

Plant operating and management
School bus transportation
Attitude toward curriculum

All professional personnel
Frequency of evaluation
Once every two years

Once a year
Twice a year

development
Method of evaluation Sharing and delegating
responsibility
Outlining with narrative comment School organization
Rating scale Communications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verbal comments
Job objective

Preparation for position
Relevancy of preparation

Conference Adaptadbility
Cycle Ethical
Criteria Organizes school for the

benefit of children
Assessment and planning are
given high priority

Evaluative criteria

Broad Ample time given to super-
Descriptive vision of instruction
Guidelines

RAE R R RN AR I A IO R R o

Job descriptions

Source: Information received from local
administrative school unit, 1979 - 1980,
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TABLE 49

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2 Number 39

Characteristics of Principal Evaluation Programs

Evaluation philosophy Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy '

Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office management

School food service

Plant operating and management
School bus transportation

All professional personnel
Frequency of evaluation

Once every two years
Once a year

[T T | ]

Twice a year Attitude toward curriculum
- development
Method of evaluation Sharing and delegating
responsibility

Outlining with narrative comment School organization
Rating scale Communications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verbal comments
Job objective

Preparation for position
Relevancy of preparation

Conference Adaptability
Cycle Ethical
Criteria Organizes school for the

benefit of children
Assessment and planning are
given high priority

Evaluative criteria

Broad Ample time given to super-—
Descriptive vision of instruction
Guidelines

P TEHTEE

Job descriptions

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 50

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

2

Number 41

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two vears
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

Areas of criteria

EEET TEETEH T T TR Tl e ]|

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy .

Pupil personnel
Professional personnel
Educational programs
School community relations
School environment

Support services area
Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and plenning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980,
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TABLE 51" .

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2

Number 52

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated

Teachers

Principals

Supervisors

All professional personnel

Frequency of evaluation

Once every two years
Once a year
Twice a year

Method of evaluation

Outlining with narrative comment
Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

I A A N C R A

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy :

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980,
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TABLE 52

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

54

Number

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluvation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

EEB T TETEEEEERE ETEE T P | b ] ]

Areas of criteria

Personal characteristics

Professional characteristics

Adrinistrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super=-
vision of instruction

Source: Information received from local
administrative school wvnit, 1979 - 1980.
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TABLE 53 _

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2 Number 10

Characteristics of Principal Evaluation Programs

Evaluation philosophy Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office management

School food service

Plant operating and management
School bus transportation
Attitude toward curriculum

All prcfessional personnel -
Frequency of evaluation
Once every two years

Once a year
Twice a year

development
Method of evaluation Sharing and delegating
responsibility
Outlining with narrative comment School organization
Rating scale Comnunications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verbal comments
Job objective

Preparation for position
Relevancy of preparation

Conference Adaptability
Cycle Ethical
Criteria Organizes school for the

benefit of children
Assessment and planning are
given high priority

Evaluative criteria

Broad Ample time given to super-
Descriptive vision of instruction
Guidelines

EFB TR T T T T 1=

Job descriptions

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 54

CHARACTERISTICS OF PRINCIPAL EVALUATION FROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 14

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluaticn’ procedures
Personnel evaluated
Teachers
Principals
Supervisors
All prcfessional personnel
Frequency of evaluation
Once every two years
Once a vear

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

EEPD TERTTERA T T T bbb | b |

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel -

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Soﬁrce: Information received from local
administrative school unit, 1979 - 1980,
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TABLE 55

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 13

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions

EEP D BT T T et ]

Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 56

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 59

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriprions
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Areas of criteria

Personal characteristics

Professional characteristics

Administrative leadership

Instructional leadership

Policy :

Pupil personnel

Professional personnel

Educational programs

School community relations

School environment

Support services area

Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegatirg
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 57

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum 2 Number 53

Characteristics of Principal Evaluation Programs

Evaluation philosophy Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel

Evaluation purpose
Evaluation procedures

Personnel evaluated

Teachers Professional personnel
Principals Educational programs
Supervisors School community relations

School environment

Support services area

Office management

School food service

Plant operating and management
School bus transportation
Attitude toward curriculum

All professional personnel
Frequency of evaluation
Once every two years

Once a year
Twice a year

development
Method of evaluation Sharing and delegating
responsibility
Outlining with narrative comment School organization
Rating scale Communications
Rating scale and comments Interpersonal relations
Observation Supervision
Self School finance

Verbal comments

Preparation for position
Job objective

Relevancy of preparation

Conference Adaptability
Cycle Ethical
Criteria Organizes school for the

benefit of children
Assessment and planning are
given high priority

Evaluative criteria

Broad_ Ample time given to super-
Descriptive vision of instruction
Guidelines
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Job descriptions

Source: Information received from local
administrative school unit, 1979 - 1980.
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TABLE 58

CHARACTERISTICS OF PRINCIPAL EVALUATION PROGRAMS IN
FIFTY-EIGHT NORTH CAROLINA ADMINISTRATIVE UNITS, 1980

Stratum

Number 50

Characteristics of Principal Evaluation Programs

Evaluation philosophy
Evaluation purpose
Evaluation procedures
Personnel evaluated
Teachers
Principals
Supervisors
All professional personnel
Frequency of evaluation
Once every two years
Once a year

Twice a year

Method of evaluation

Outlining with narrative comment

Rating scale

Rating scale and comments
Observation

Self

Verbal comments

Job objective

Conference

Cycle

Criteria

Evaluative criteria

Broad
Descriptive
Guidelines

Job descriptions
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Areas of criteria

Personal characteristics
Professional characteristics
Administrative leadership
Instructional leadership
Policy

Pupil personnel
Professional personnel
Educational programs
School community relations
School environment

Support services area
Office management

School food service

Plant operating and management

School bus transportation

Attitude toward curriculum
development

Sharing and delegating
responsibility

School organization

Communications

Interpersonal relations

Supervision

School finance

Preparation for position

Relevancy of preparation

Adaptability

Ethical ]

Organizes school for the
benefit of children

Assessment and planning are
given high priority

Ample time given to super-
vision of instruction

Source: Information received from local
administrative school unit, 1979 - 1980,
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