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SECTION 1 

 

 

 

 

 
 

INTRODUCTION  
 

 

Virginia  Principal  Evaluation System 

 
Virginiaôs Principal Evaluation System is a performance appraisal process that articulates the 

duties and responsibilities of principals and the criteria by which to judge their effectiveness. It is 

designed to help focus principals as they implement practices to improve student learning and to 

support the professional growth of school and division staff. The system is used both formatively 

and summatively for improvement and accountability.   

 

The Guidelines for Uniform Performance Standards and Evaluation Criteria for Teachers, 

Administrators, and Superintendents (Virginia Board of Education, 2000) specify a three-tiered 

system to evaluate administrators. The first tier reflects the five major categories of educatorsô 

responsibilities and the second tier consists of specific evaluation criteria (standards) for each 

category. The third tier provides sample performance indicators. The five categories are:  

 Planning and Assessment (four standards),  

 Instructional Leadership (five standards), 

 Safety and Organizational Management for Learning (four standards), 

 Communication and Community Relations (three standards), and 

 Professionalism (four standards). 

 

In 2008, the Virginia Board of Education approved a set of standards and indicators that were 

developed as part of a grant provided by the Wallace Foundation to strengthen standards and 

indicators for school leaders. These standards were set forth in the Advancing Virginiaôs 

Leadership Agenda Guidance Document: Standards and Indicators for School Leaders and 

Documentation for the Principal of Distinction (Level II) Administration and Supervision 

Endorsement (VDOE, 2008). This document retains the major categories, but reduces the 

number of standards from 20 to 17 as shown: 

 

 Planning and Assessment (three standards),  
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 Instructional Leadership (four standards), 

 Safety and Organizational Management for Learning (four standards), 

 Communication and Community Relations (two standards), and 

 Professionalism (four standards). 

Each standard has associated performance indicators based on a two-tiered endorsement model. 

Level 1 indicators contain examples of proficient behaviors, while Level II indicators reflect 

examples of distinguished behaviors (Virginia Board of Education, 2008). 

 

 

Purpose of the  Discussion Draft 
 

The purpose of this discussion draft is to make suggestions for improvement to the existing 

performance standards and indicators for Virginia principals. The discussion draft begins by 

briefly presenting research related to effective principals. Next, it evaluates the official set of 20 

standards using the Personnel Evaluation Standards (Joint Committee on Standards for 

Educational Evaluation, 2009). The next section makes suggestions for revised performance 

standards and indicators and presents a crosswalk between the official standards (VDOE, 2000), 

the modified standards (VDOE, 2008), the ISLLC 2008 standards, and the standards identified in 

Qualities of Effective Principals (Stronge, Richard, & Catano, 2008). The discussion draft 

concludes with suggestions for performance appraisal rubrics aligned to each standard.  
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SECTION 2 

 

 

 

 
 
 

JUSTIFICATION FOR MODIFYING  THE 

VIRGINIA  PRINCIPAL  EVALUATION SYSTEM  
 

 

Suggestions for changes to the Virginia Principal Evaluation System were made following review 

of the following Virginia-based sources: 

 Virginia Department of Education. (2000). Guidelines for Uniform Performance 

Standards and Evaluation Criteria for Teachers, Administrators, and Superintendents. 

Richmond, VA: Author. 

 Virginia Department of Education. (2008). Advancing Virginiaôs Leadership Agenda 

Guidance Document: Standards and Indicators for School Leaders and Documentation 

for the Principal of Distinction (Level II) Administration and Supervision Endorsement. 

Richmond, VA: Author. 

 Stronge, J. H., and Leeper, L. M. (2011, in review). Research Synthesis of Virginia 

Principal Evaluation Competencies and Standards. Richmond, VA: Virginia Department 

of Education.   

 

Overview of Research Relating to Effective Principals 

 
To develop a comprehensive principal evaluation system and related standards that reflect the 

qualities of effective principals, it is important to examine the research base. Figure 1 is provided 

as an overview of that research and is intended as a brief point of reference. The research 

synthesis is presented using eight basic domains: Instructional Leadership, School Climate, 

Human Resources Management, Teacher Evaluation, Organizational Management, 

Communications and Community Relations, Professionalism, and Student Achievement. These are 

domains recognized as qualities of effective principals (Strong, Richard, & Catano, 2008).  
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Figure 1: Contemporary Research on Effective Principals 

INSTRUCTIONAL LEADERSHIP  

 Principals of high-achieving schools have a clear vision and 

communicate to all stakeholders that learning is the schoolôs 

most important mission. 

Cotton, 2003; Marzano, 

Waters, & McNulty, 2005; 

Zmuda, Kuklis, & Kline, 2004 

 Principals of high-achieving schools expect teachers and 

students to attain the schoolôs goals, and they are confident 

that their schools can meet their goals.  

Cotton, 2003; Leithwood & 

Riehl, 2003 

 Effective principals understand that they cannot reach 

instructional goals alone, so they distribute leadership across 

their schools, which in turn contributes to sustainable 

improvements within the school organization. 

Blasé & Blasé, 1999; 

Hargreaves & Fink, 2003 

SCHOOL CLIMATE  

 There is a positive relationship between school climate and 

leadership, which affects overall school effectiveness.  

Barth, 2002; Hallinger, 

Bickman, & Davis, 1996; 

Marzano, Waters, & McNulty, 

2005; Villani, 1997 

 Attempting to change the prevailing culture of a school is 

one of the more difficult tasks of the school leader. 
Barth, 2002; Fullan, 2001 

 Relationship-building and stakeholder involvement are of 

fundamental importance in establishing and sustaining school 

success. 

Cotton, 2003; Fullan, 2001; 

Kytheotis & Pashiartis, 1998; 

Marzano, Waters, & McNulty, 

2005 

HUMAN RESOURCES MANAGEMENT  

 Selecting capable and committed teachers is the core of the 

principalôs human resources responsibilities.  

Collin, 2001; Fink & Resnick, 

2001; Marzano, Waters, & 

McNulty, 2005 

 Effective principals create a culture in which new teachers 

are supported and mentored by others in the building and the 

principals themselves are critical resources of effective 

instruction. 

Boreen, Johnson, Niday, & 

Potts, 2000; Mullen & Lick, 

1999; Sweeney, 2001 

 Effective principals provide the time, resources, and structure 

for meaningful professional development and recognize the 

teacher leadership within the building. 

Blasé & Blasé, 2001; Cotton, 

2003; Drago-Severson, 2004; 

Fullan, Bertani, & Quinn, 

2004 

 Teachers leave the teaching profession for a variety of 

reasons, one of which is the lack of administrative support. 

American Association for 

Employment in Education, 

2000; Cheney, 2001; Hirsch, 

2005 
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Figure 1 (cont.) 

TEACHER EVALUATION  

 The number of teachers who are incompetent is much larger 

than then number who are documented as such, leading to a 

serious disconnect between reality and the ideal purposes of 

an evaluation system. 

Menuey, 2005; Tucker, 1997 

 Teacher evaluation systems are integral to teacher 

improvement and overall school improvement. 
Ellett & Teddlie, 2003 

 Teacher evaluation systems are integral to improvement in 

the classroom.  

Duke, 1997; Howard & 

McColsky, 2001 

 Poor implementation and a negative atmosphere in which the 

evaluation takes place have caused teacher evaluation 

systems to fail in their purposes of improvement and 

accountability. 

Danielson, 2001 

ORGANIZATIONAL MANAGEMENT  

 Maintaining a safe and orderly environment can affect 

teaching and learning positively and is therefore a 

fundamental responsibility of principals. 

Cotton, 2003; Lashway, 2001; 

Marzano, Waters, & McNulty, 

2005; Shellard, 2003 

 Effective principals make creative use of all resources ï time, 

people, and money ï to improve teaching and learning.  

Cotton, 2003; King, 2002; 

Marzano, Waters, & McNulty, 

2005 

 Effective principals use multiple forms of data to inform 

school planning. 

Cotton, 2003; Marzano, 

Waters, & McNulty, 2005; 

Shellard, 2005 

 Many administrative and organizational management tasks 

can be completed more efficiently through effective use of 

technology, allowing more available time for instructional 

leadership responsibilities. 

Buck, 2007 

COMMUNICATION AND COMMUNITY RELATIONS  

 An effective principal incorporates stakeholder views in a 

shared decision-making process and is a good listener. 
Cotton, 2003 

 It is important for principals to engage in open and 

democratic dialogue with multiple stakeholders. 
Leithwood & Riehl, 2003 

 Good communication is crucial to meeting school goals. Marzano, Waters, & McNulty, 

2005 

 Distributing leadership improves communication about the 

change process. 
Waters & Grubb, 2004 
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Figure 1 (cont.) 

PROFESSIONALISM 

 Effective principals are fair and honest, possess a high degree 

of integrity, and hold themselves to a high standard of ethics. 

Lashway, 2003; Marzano, 

Waters, & McNulty, 2005 

 Effective principals communicate and model core values 

through their interactions with students and teachers. Most 

importantly, they model that they care for and have a genuine 

concern for children. 

Cotton, 2003 

 Principals who fail to perform their duties with competence 

and integrity and fail to cultivate relationships have low 

levels of trust in their schools. 

Bryk & Schneider, 2002; 

Tschannen-Moran, 2004 

 Professional development that focuses on the roles and 

responsibilities as well as the nuances of context can 

positively affect a principalôs decision-making.  

Waters & Grubb, 2004 

STUDENT ACHIEVEMENT  

 Principals have an indirect, but powerful, influence on 

student achievement. The effect is most apparent through 

principalsô influence on those who directly interact with 

students in instructional settings. 

Hallinger & Heck, 1996 

 Principals of schools with high student achievement 

empower teachers to focus on student achievement and to 

make their own decisions in the classroom. 

Cotton, 2003 

 Principals influence student achievement through their 

leadership style and their influence on school climate. 

Kythreotis & Pashiardis, 

1998; Hallinger et al., 1996; 

Mendro, 1998 

 A strong leader committed to education is a common element 

between schools with at-risk populations that exceed 

expectations for student achievement. 

Cawelti, 1999 

 
 

Review of Existing Principal  Standards 
 

The Personnel Evaluation Standards (2
nd

 Edition) (Joint Committee on Standards for Educational 

Evaluation, 2009) provide a quality, widely recognized framework for considering the quality of 

personnel evaluation systems and practices. These standards are organized into four inter-related 

areas: propriety, utility, feasibility, and accuracy.  

 

Propriety  Standards 
 

The Propriety Standards relate to whether the rights of the individuals affected by an evaluation are 

protected.  In other words, it looks at whether the evaluation system is conducted ethically, legally, 

and with regard for the personal welfare of the individuals involved in the evaluation (Joint 

Committee, 2009, p. 6). Figure 2 shows the seven Propriety Standards identified by the Joint 

Committee. The questions following the standards are representative of the type of issues addressed 

by each standard. 
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Figure 2: Propriety Standards and Related Questions 

Propriety Standards
1
 Questions that relate to the standard 

Service Orientation Are job descriptions clearly written and understood? 

Appropriate Policies and Procedures Are evaluation policies written? 

Access to Evaluation Information Is evaluation information protected? 

Interactions with Evaluatees Are interactions professional and constructive? 

Comprehensive Evaluation Can ratings differentiate between levels of performance? 

Conflict of Interest Can the evaluator be fair and unbiased? 

Legal Viability 
Does the evaluation system meet applicable guidelines 

and laws? 

 

Utility Standards 
 

The Utility Standards look at whether evaluations are timely, informative, and influential (Joint 

Committee, 2009, p. 6). Evaluation systems that meet the Utility Standards have a constructive 

orientation and provide useful information which helps improve individual and group performance. 

The six Utility Standards and related questions are shown in Figure 3. 

 

Figure 3: Utility Standards and Related Questions 

Utility  Standards
2
 Questions that relate to the standard 

Constructivist Orientation 
Are the organizationôs goals and missions reflected in the 
evaluation process? 

Defined Uses Are the users identified and uses of the system clearly defined? 

Evaluator Qualifications Are the evaluators trained in the evaluation process? 

Explicit Criteria Are forms, job expectations, etc. explicit to various groups? 

Functional Reporting Is there an oversight system to track reports? 

Follow-Up and 
Professional Development Are evaluation results used to inform professional development? 

 

Feasibility Standards  

 
The Feasibility Standards relate to whether the system is easy to implement, efficient in the use of 

time and resources, adequately funded, and politically viable (Joint Committee, 2009, pp. 6-7). The 

three Feasibility Standards and associated questions are shown in Figure 4: 

 

Figure 4: Feasibility Standards and Related Questions 

Feasibility Standards
3
 Questions that relate to the standard 

Practical Procedures Are data-collection procedures simple and job-embedded? 

Political Viability 
Is there a process by which to question evaluation procedures and 
results? 

Fiscal Viability 
Can the evaluation system be implemented in the way it was meant to 
be with existing resources? 
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Accuracy Standards  
 

The Accuracy Standards look at whether personnel evaluations allow evaluators to make sound 

judgments and decisions; whether the evaluation methodology is appropriate for purpose of the 

evaluation, the individuals being evaluated, and their work context; and whether the evaluations are 

valid and reliable (Joint Committee, 2009, p. 7). The 11 Accuracy Standards and related questions are 

shown in Figure 5. 

 

Figure 5: Accuracy Standards and Related Questions 

Accuracy Standards
4
 Questions that relate to the standard 

Valid Judgments Are there enough data sources to make a comprehensive evaluation? 

Defined Expectations Do the evaluator and evaluatee understand job expectations? 

Analysis of Context 
Are procedures in place to describe the context surrounding the data 
collected? 

Documented Purposes 
and Procedures 

Do the evaluator and evaluatee understand the evaluation systems 
purposes and procedures? 

Defensible Information 
Is oversight provided to ensure results would be the same regardless 
of the evaluator? 

Reliable Information Is oversight provided to ensure evaluation procedures are the same 
regardless of the evaluator? 

Systematic Data 
Control 

Is evaluation information held in a safe place and is access recorded? 

Bias Identification and 
Management 

Does evaluation training include bias control and diversity 
awareness? 

Analysis of 
Information 

Has the collected information been analyzed systematically and 
accurately? 

Justified Conclusions 
Is the evaluator required to justify the evaluation based on 
documented performance? 

Metaevaluation 
Is the evaluation system periodically reviewed to determine 
usefulness? 

 

 

The standards from the current Virginia Principal Evaluation System were reviewed using the 17 

standards that have been determined to be particularly applicable to developing a principal 

evaluation system. These features were evaluated as to whether the standard was met, partially 

met, not met, or not applicable based on the information available.  

 

Based on the data sources reviewed, the Virginia Principal Evaluation System appears to meet 

the Propriety, Utility , and Accuracy standards. However, it only partially meets the Feasibility 

standard. The performance standards as currently written have good content validity, but after 

over 10 years of practice, we recognize that the feasibility for implementation must be improved. 

Therefore, based on work with many school divisions and other states, we have developed a 

more streamlined set of standards that preserve the content validity, but greatly enhance the 

feasibility for practice.  
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SECTION 3 

 

 

 

 

 
 

SUGGESTIONS ï STANDARDS AND INDICATORS  
 

 
The current official principal evaluation system has five domains: Planning and Assessment, 

Instructional Leadership, Safety and Organizational Management for Learning, Communication and 

Community Relations, and Professionalism with 20 associated standards. To streamline the system, 

we recommend eliminating the domains altogether and creating the following seven standards: 

Instructional Leadership, School Climate, Human Resources Management, Organizational 

Management, Communication and Community Relations, Professionalism, and Student Progress. 

This recommendation will result in a research-based, but streamlined, set of principal performance 

standards. 

 

Identifying Principal  Performance Standards 

 
Clearly defined professional responsibilities for educational leaders constitute the foundation for the 

principal evaluation system. A fair and comprehensive evaluation system provides sufficient detail 

and accuracy so that both evaluatees and evaluators will reasonably understand the job expectations. 

The previous 20 standards provided this detail and accuracy; however, as discussed in Section 2, 

there is concern with the feasibility with implementation of the standards as currently designed. 

Rather than having a three-tiered system of domains, performance standards, and performance 

indicators, we recommend a simpler two-tiered structure (Figure 6) focusing on the standards and 

indicators.  

Note: Two sets of suggested principal performance standards are provided in the document. Option 1 

contains seven performance standards and will be the primary set of standards around which the 

discussion draft is organized. Option 2 contains nine performance standards and is presented as an 

alternative for the Work Group to consider. Option 2 is presented on page 22. 
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Figure 6: Two Tiers of the Evaluation System 

Standard 1: Instructional Leadership 

The principal fosters the success of all students by facilitating the development, communication, 

implementation, and evaluation of a shared vision of teaching and  

learning that leads to school improvement. 

 
The principal :  

1.1 Leads the collaborative development of a shared vision for educational improvement 

and works collaboratively with staff, students, parents, and other stakeholders to 

develop a mission and programs consistent with the divisionôs strategic plan. 

1.2 Collaboratively plans, implements, and supports instructional programs that enhance 

teaching and student achievement, and lead to school improvement.  

 

 

Performance Standards 
 

Performance standards refer to the major duties performed by a teacher, principal, or other educator. 

For all principals there should be a set of standards unique to the specific position that serves as the 

basis of the evaluation. A set of seven suggested standards is provided in Figure 7. 

 

  

Performance 

Standard 

Performance 

Indicators 
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Figure 7: Suggested Option #1 Performance Standards for Principals 

1.  Instructional Leadership 
The principal fosters the success of all students by facilitating the development, 

communication, implementation, and evaluation of a shared vision of teaching and 

learning that leads to school improvement.  

2.  School Climate 

The principal promotes the success of all students by developing, advocating, and 

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

3.  Human Resources Management  

The principal fosters effective human resources management through the selection, 

induction, support, evaluation, and retention of quality instructional and support 

personnel. 

4.  Organizational Management 

The principal fosters the success of all students by supporting, managing, and overseeing 

the schoolôs organization, operation, and use of resources. 

5.  Communications and Community Relations 

The principal fosters the success of all students by communicating and collaborating 

effectively with stakeholders. 

6.  Professionalism 

The principal fosters the success of students by demonstrating professional standards and 

ethics, engaging in continuous professional development, and contributing to the 

profession. 

7.  Student Academic Progress 

The principalôs leadership results in acceptable, measurable student academic progress 

based on established standards. 

 

 

Performance Indicators 
 

Performance indicators provide examples of observable, tangible behaviors for each standard. That is, 

the performance indicators are examples of the types of performance that will occur if a standard is 

being successfully met. The performance indicators are provided to help principals and their 

evaluators clarify job expectations. The list of performance indicators is not exhaustive, and is not 

intended to be prescriptive or to serve as a checklist. Further, all principals are not expected to 

demonstrate each performance indicator and all performance indicators may not be applicable to a 

particular leadership assignment. Ratings are NOT made at the performance indicator level but at the 

performance standard level.  

 

Suggested Performance Standards and Indicators 

The following principal performance standards are suggested.   
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Performance Standard 1: Instructional Leadership 
The principal fosters the success of all students by facilitating the development, 

communication, implementation, and evaluation of a shared vision of teaching and learning 

that leads to school improvement. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

1.1 Leads the collaborative development of a shared vision for educational improvement 

and works collaboratively with staff, students, parents, and other stakeholders to 

develop a mission and programs consistent with the divisionôs strategic plan. 

1.2 Collaboratively plans, implements, and supports instructional programs that enhance 

teaching and student achievement, and lead to school improvement.  

1.3 Analyzes current academic achievement data and instructional strategies to make 

appropriate educational decisions to improve classroom instruction, increase student 

achievement, and improve overall school effectiveness. 

1.4 Monitors and evaluates the effectiveness of instructional programs and resources to 

promote the achievement of academic standards.  

1.5 Possesses knowledge of and directs school staff to implement research-based 

instructional best practices in the classroom. 

1.6 Works collaboratively with staff to identify student needs and to design, revise, and 

monitor instruction to ensure effective delivery of the required curriculum.  

1.7  Monitors and evaluates the use of diagnostic, formative, and summative assessment 

to provide timely and accurate feedback to students and parents, and to inform 

instructional practices.  

1.8 Provides collaborative leadership for the design and implementation of effective and 

efficient schedules that maximize instructional time. 

1.9 Provides the focus for continued learning of all members of the school community.  

  



 

13 

 

Performance Standard 2: School Climate  
The principal promotes the success of all students by developing, advocating, and sustaining 

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

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

2.1 Incorporates knowledge of the social, cultural, leadership, and political dynamics of 

the school community to cultivate a positive academic learning environment. 

2.2 Consistently models and collaboratively promotes high expectations, mutual respect, 

concern, and empathy for students, staff, parents, and community. 

2.3 Utilizes shared decision-making and collaboration to build relationships with all 

stakeholders and maintain positive school morale. 

2.4  Models and inspires trust and a risk-tolerant environment by sharing information and 

power. 

2.5 Maintains a collegial environment and supports the staff through the stages of the 

change process.  

2.6 Develops and/or implements a Safe School plan that manages crisis situations in an 

effective and timely manner.  

2.7 Involves students, staff, parents, and the community to create and sustain a positive, 

safe, and healthy learning environment which reflects state, division, and local school 

rules, policies, and procedures.  

2.8 Develops and/or implements best practices in school-wide behavior management that 

are effective within the school community. 

2.9 Communicates behavior management expectations regarding behavior to students, 

teachers, and parents. 

3.0 Is visible, approachable, and dedicates time to listen to the concerns of students, 

teachers, and other stakeholders. 
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Performance Standard 3: Human Resources Management 
The principal fosters effective human resources management through the selection, 

induction, support, evaluation, and retention of quality instructional and support personnel. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

3.1 Screens, recommends, and assigns highly qualified staff in a fair and equitable 

manner based on school needs, assessment data, and local, state, and federal 

requirements.   

3.2 Supports formal building-level employee induction processes and informal 

procedures to support and assist all new personnel.  

3.3 Provides a mentoring process for all new and relevant instructional personnel and 

cultivates leadership potential through personal mentoring. 

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

federal requirements. 

3.5 Properly implements the teacher and staff evaluation systems, supports the important 

role evaluation plays in teacher and staff development, and evaluates performance of 

personnel using multiple sources. 

3.6 Documents deficiencies and proficiencies, provides timely formal and informal 

feedback on strengths and weaknesses, and provides support, resources, and 

remediation for teachers and staff to improve job performance. 

3.7 Supports professional development and instructional practices that incorporate the 

use of achievement data, and results in increased student progress. 

3.8 Effectively addresses barriers to teacher and staff performance and provides positive 

working conditions to encourage retention of highly-qualified personnel.   

3.9 Makes appropriate recommendations relative to personnel transfer, retention, 

promotion, and dismissal consistent with established policies and procedures and 

with student academic progress as a primary consideration. 

3.10 Recognizes and supports the achievements of highly-effective teachers and staff and 

provides them opportunities for increased responsibility.  
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Performance Standard 4:  Organizational Management 
The principal fosters the success of all students by supporting, managing, and overseeing the 

schoolôs organization, operation, and use of resources. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

4.1 Demonstrates and communicates a working knowledge and understanding of Virginia 

public education rules, regulations, and laws, and school division policies and 

procedures.  

4.2 Establishes and enforces rules and policies to ensure a safe, secure, efficient, and 

orderly facility and grounds. 

4.3 Monitors and provides supervision efficiently for all physical plant and all related 

activities through an appropriately prioritized process. 

4.4 Identifies potential problems and deals with them in a timely, consistent, and effective 

manner. 

4.5 Establishes and uses accepted procedures to develop short- and long-term goals 

through effective allocation of resources. 

4.6 Reviews fiscal records regularly to ensure accountability for all funds. 

4.7 Plans and prepares a fiscally responsible budget to support the schoolôs mission and 

goals.  

4.8 Follows federal, state, and local policies with regard to finances and school 

accountability and reporting.  

4.9 Implements strategies for the inclusion of staff and stakeholders in various planning 

processes, shares in management decisions, and delegates duties as applicable, 

resulting in a smoothly operating workplace.  

4.10  Assesses, plans for, responds to, and interacts with the larger political, social, 

economic, legal, and cultural context that affects schooling based on relevant 

evidence. 
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Performance Standard 5: Communication and Community Relations 
The principal fosters the success of all students by communicating and collaborating 

effectively with stakeholders. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

5.1 Plans for and solicits staff, parent, and stakeholder input to promote effective decision-

making and communication when appropriate.  

5.2 Communicates long-and short-term goals and school improvement plan to all 

stakeholders. 

5.3 Disseminates information to staff, parents, and other stakeholders in a timely manner 

through multiple channels and sources. 

5.4 Involves students, parents, staff and other stakeholders in a collaborative effort to 

establish positive relationships. 

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

5.6 Speaks and writes in an explicit and professional manner to students, parents, staff, 

and other stakeholders. 

5.7 Provides a variety of opportunities for parent and family involvement in school 

activities. 

5.8 Collaborates and networks with colleagues and stakeholders to effectively utilize the 

resources and expertise available in the local community. 

5.9 Advocates for students and acts to influence local, division, and state decisions 

affecting student learning. 

 

  



 

17 

 

Performance Standard 6: Professionalism 
The principal fosters the success of students by demonstrating professional standards and 

ethics, engaging in continuous professional development, and contributing to the profession. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

6.1 Models respect, understanding, sensitivity, and appreciation.  

6.2 Works within professional and ethical guidelines to improve student learning and to 

meet school, division, state, and federal requirements.  

6.3 Maintains a professional appearance and demeanor. 

6.4 Models professional behavior to staff. 

6.5 Maintains confidentiality and a positive and forthright attitude. 

6.6 Provides leadership in sharing ideas and information with staff and other 

professionals. 

6.7 Works in a collegial and collaborative manner with other administrators, school 

personnel, and other stakeholders to promote and support the vision, mission, and 

goals of the school division.  

6.8 Demonstrates the importance of professional development by providing adequate time 

and resources for teachers and staff to participate in professional learning (i.e., peer 

observation, mentoring, coaching, study groups, learning teams).  

6.9 Evaluates the impact professional development has on the staff/school/division 

improvement and student achievement.  

6.10 Assumes responsibility for own professional development by contributing to and 

supporting the development of the profession through service as an instructor, mentor, 

coach, presenter and/or researcher.  

6.11 Remains current with research related to educational issues, trends, and practices and 

maintains a high level of technical and professional knowledge. 
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Performance Standard 7: Student Academic Progress 
The principalôs leadership results in acceptable, measurable progress based on established 

standards. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

7.1 Collaboratively develops, implements, and monitors a school improvement plan that 

results in increased student learning.  

7.2 Uses research-based techniques for gathering and analyzing data from multiple 

sources to use in making decisions related to student achievement and school 

improvement.  

7.3 Applies and communicates assessment results to multiple internal and external 

stakeholders. 

7.4 Collaborates with teachers to monitor and improve student progress through the 

analysis of data, the application of educational research, and the implementation of 

appropriate intervention and enrichment strategies. 

7.5 Ensures faculty meetings, team/department meetings, and professional development 

activities are focused on student progress outcomes. 

7.6 Provides evidence that students are meeting measurable, reasonable, and appropriate 

achievement goals. 

7.7 Accepts responsibility for school academic achievement and other relevant outcomes. 

7.8 Collaboratively develops, implements, and monitors long- and short-range goals that 

address varied student populations according to state and federal guidelines. 

7.9 Aligns building-level goals with the divisionôs vision, mission, and goals through 

school improvement planning. 

7.10 Sets benchmarks and takes corrective action to accomplish desired outcomes. 
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Suggested Option #2: Alternative Set of Performance Standards  
 

Alternatively, the principal evaluation system could have nine standards. In this alternative 

system, Planning and Assessment and Teacher/Staff Evaluation would become unique standards. 

In the previously discussed version with seven standards, the indicators related to these two 

standards were incorporated under the Instructional Leadership, Organizational Management, 

Student Progress, and Human Resources Management standards. The alternative standards are 

shown in Figure 8. 

 

Figure 8: Suggested Option #2 Performance Standards for Principals 

1.  Instructional Leadership 

The principal fosters the success of all students by facilitating the development, 

communication, implementation, and evaluation of a shared vision of teaching and learning 

that leads to school improvement.  

2.  School Climate 

The principal promotes the success of all students by developing, advocating, and sustaining 

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

3.  Human Resources Management  

The principal fosters effective human resources management through the selection, 

induction, support, and retention of quality instructional and support personnel. 

4.  Teacher/Staff Evaluation  

The principal fairly and consistently evaluates school personnel in accordance with state 

and division guidelines and provides them with timely and constructive feedback focused on 

improved student learning. 

5.  Organizational Management 

The principal fosters the success of all students by supporting, managing, and overseeing 

the schoolôs organization, operation, and use of resources. 

6.  Planning and Assessment 

The principal effectively gathers, analyzes, and uses a variety of data to inform planning 

and decision-making consistent with established guidelines, policies, and procedures. 

7.  Professionalism 

The principal fosters the success of students by demonstrating professional standards and 

ethics, engaging in continuous professional development, and contributing to the profession. 

8.  Communications and Community Relations 

The principal fosters the success of all students by communicating and collaborating 

effectively with stakeholders. 

9.  Student Academic Progress 

The principalôs leadership results in acceptable, measurable student academic progress 

based on established standards. 
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Educational Leadership Policy Standards: ISLLC 2008 
 

The Educational Leadership Policy Standards: Interstate School Leaders Licensure Consortium 

(ISLLC) 2008 (Council of Chief State School Officers, 2008) were adopted by the National Policy 

Board on Educational Administration (NPBEA). The ISLLC 2008 standards provide insight and 

high-level guidance about the responsibilities, functions, and traits of school and division leaders. 

While these standards are policy-oriented, they also reinforce the idea that an educational leaderôs 

main responsibility is to improve teaching and learning for all students.
5
 The six standards are as 

follows: 

 

Standard 1: An education leader promotes the success of every student by facilitating the 

development, articulation, implementation, and stewardship of a vision of learning that is shared 

and supported by all stakeholders. 

Standard 2: An education leader promotes the success of every student by advocating, nurturing, 

and sustaining a school culture and instructional program conducive to student learning and staff 

professional growth. 

Standard 3: An education leader promotes the success of every student by ensuring management 

of the organization, operation, and resources for a safe, efficient, and effective learning 

environment. 

Standard 4: An education leader promotes the success of every student by collaborating with 

faculty and community members, responding to diverse community interests and needs, and 

mobilizing community resources. 

Standard 5: An education leader promotes the success of every student by acting with integrity, 

fairness, and in an ethical manner. 

Standard 6: An education leader promotes the success of every student by understanding, 

responding to, and influencing the political, social, economic, legal, and cultural context. 

 

Figure 9 shows a crosswalk between the suggested principal standards and the ISLLC 2008 

standards. As can be seen, all of the recommended principal standards relate to at least one of the 

ISLLC standards. The crosswalk also illustrates how the proposed standards relate to the 20 

standards set forth in the Guidelines (VDOE, 2000), the 17 standards provided in the Advancing 

Virginiaôs Leadership Agenda Guidance Document: Standards and Indicators for School Leaders 

and Documentation for the Principal of Distinction (Level II) Administration and Supervision 

Endorsement (VDOE, 2008), and the standards identified in Qualities of Effective Principals 

(Stronge, Richard, & Catano, 2008). 
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Figure 9: Crosswalk between Suggested Standards and Other Standards 

VDOE 

Recommended 

Principal  

Standards 

(2011) 

ISLLC 2008 

Standards 
VDOE (2000)  VDOE (2008) 

Stronge et al. 

(2008) 

1. Instructional 

Leadership 

Standards 1, 2, 

3, 4, 5 

PA1, PA3, IL1, 

IL2  

PA1, PA3, IL1, 

IL4, SOM2 

1. Instructional 

Leadership 

2. School Climate Standards 2, 3 IL1, SOM1, P2 SOM1, CCR1  2. School Climate 

3. Human 

Resources 

Management 

Standards 2, 3  
IL3, IL4, 

SOM3 
IL2, IL3 

3. Human Resource 

Administration 

4. Teacher 

Evaluation 

4. Organizational 

Management 
Standards 3, 6 

PA4, IL5, 

SOM2, SOM3, 

SOM4 

IL4, SOM2, 

SOM3, SOM4 

5: Organizational 

Management 

5. Communications 

and Community 

Relations  

Standards 4, 6 
CCR1, CCR2, 

CCR3 

CCR1, CCR2, 

P4 

6. Communications 

and Community 

Relations 

6. Professionalism Standards 5 P1, P2, P3, P4 P1, P2, P3 7: Professionalism  

7. Student Progress 
Standards 1, 2, 

4, 5 
PA1, PA2, PA3  

PA1, PA2, 

PA3, IL1 

8: Principalôs Role 

in Student 

Achievement 

 

VDOE (2000) and VDOE (2008) standards are listed under abbreviations for the following 

categories: 

 PA: Planning and Assessment 

 IL: Instructional Leadership 

 SOM: Safety and Organizational Management for Learning 

 CCR: Communication and Community Relations 

 P: Professionalism 

 

Some standards are listed more than once if they apply to more than one of the 2011 VDOE 

recommended standards. 

 

 

 

  



 

22 

 

 

SECTION 4 
 

 

 

 

 

 

SUGGESTIONS ï RUBRICS 
 

 
The major consideration used to assess job performance during summative evaluation is 

documentation of the actual performance of the seven standards via evidence. To assist with 

making a judgment regarding performance on each of the ratings, the following tools are 

provided: 

 definitions of a four-point rating scale, and 

 performance appraisal rubrics for each of the seven principal standards. 

Definitions and performance appraisal rubrics will be discussed, in turn. 

 

 

Definitions of Ratings 
 

The rating scale describes four levels of how well the performance standards are performed on a 

continuum from Exemplary to Unacceptable. The use of the scale enables evaluators to acknowledge 

principals who exceed expectations (i.e., Exemplary), note those who meet the standard (i.e., 

Proficient), and use the two lower levels of feedback for principals who do not meet expectations 

(i.e., Developing/Needs Improvement and Unacceptable). 

  

The following sections define the four rating levels, provide detailed information about the 

performance of expectations for improvement purposes, and describe the decision-making process for 

assessing performance. Figure 10 offers general descriptions of these ratings. 
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Figure 10: Definitions of Terms Used in Rating Scale 

Category Description Definition 

Exemplary 

 

The principal performing at this 

level maintains performance, 

accomplishments, and behaviors 

that consistently and considerably 

surpass the established 

performance standard and are 

done in a manner that exemplifies 

the divisionôs missions and goals. 

This rating is reserved for 

performance that is truly 

exemplary and is demonstrated 

with significant student learning 

gains.  

Exceptional performance: 

 sustains high performance over a 

period of time 

 empowers faculty and staff 

 consistently exhibits behaviors that 

have a strong positive impact on 

student learning and the school 

climate 

 may serve as a role model to others 

 mentors other administrators 

 

Proficient 

 

 

The principal meets the 

performance standard in a manner 

that is consistent with the 

divisionôs mission and goals and 

has a positive impact on student 

academic progress. 

 

Effective performance:  

 meets the requirements contained 

in the job description as expressed 

in the evaluation criteria 

 exhibits behaviors that have a 

positive impact on student learning 

and the school climate  

 demonstrates willingness to learn 

and apply new skills 

Developing/ 

Needs 

Improvement 

 

The principal periodically 

performs below the established 

performance standard or in a 

manner that is inconsistent with 

the divisionôs mission and goals 

and results in below average 

student learning gains. The 

principal may be starting to 

exhibit desirable traits related to 

the standard, but due to a variety 

of reasons, has not yet reached the 

full level of proficiency expected 

(i.e. developing) or the principalôs 

performance is lacking in a 

particular area (i.e. needs 

improvement). 

Below effective performance: 

 requires support in meeting the 

standards 

 results in less than expected quality 

of student learning  

 leads to areas for principal 

professional growth being jointly 

identified and planned between the 

principal and evaluator  

 

Unacceptable The principal consistently 

performs below the established 

performance standard or in a 

manner that is inconsistent with 

the divisionôs mission and goals 

and results in minimal student 

learning gains.  

Poor quality performance:  

 does not meet the requirements 

contained in the job description as 

expressed in the evaluation criteria 

 results in minimal student learning 

 may contribute to a 

recommendation for the principal 

not being considered for continued 

employment 
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Performance Appraisal Rubrics  

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

assessing how well a standard is performed. It states the measure of performance expected of 

principals and provides a qualitative description of performance at each level. In some instances, 

quantitative terms are included to augment the qualitative description. The resulting performance 

appraisal rubric provides a clearly delineated step-wise progression, moving from highest to 

lowest levels of performance. Each level is intended to be qualitatively superior to all lower 

levels. The description provided in the Proficient level of the performance appraisal rubric 

is the actual performance standard, thus Proficient is the expected level of performance. 
Principals who earn an Exemplary rating must meet the requirements for the Proficient level and 

go beyond it. Performance appraisal rubrics are provided to increase reliability and 

trustworthiness among evaluators and to help principals to focus on ways to enhance their 

leadership. NOTE: Ratings are applied to the seven individual performance standards, NOT 

performance indicators. 

 

During the annual evaluation, the four-category rating scale is applied to evaluate performance on 

each performance standard. Consequently, a diagnostic profile of a principalôs performance on 

each standard is provided for the evaluation cycle. Evaluators make decisions about performance 

on the seven performance standards based on all available evidence. Therefore, the annual 

evaluation will represent where the ñpreponderance of evidenceò exists, based on various data 

sources. Another way to consider the decision process for rating performance on a given 

performance standard is to ask the question: In which category on the rating scale (Exemplary, 

Proficient, Developing/Needs Improvement, or Unacceptable) does the preponderance of 

evidence best fit? The results of the evaluation will be discussed with the principal at the annual 

evaluation conference.   

 

The following pages contain the seven performance standards, sample performance indicators, and 

the associated performance appraisal rubrics.   

 

 

PLEASE NOTE: The sample performance indicators and associated performance appraisal 

rubrics will need to be revised based on the performance standards (Suggested Option #1, 

Suggested Option #2, or other variations) recommended by the work group.  
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Performance Standard 1: Instructional Leadership 
The principal fosters the success of all students by facilitating the development, 

communication, implementation, and evaluation of a shared vision of teaching and learning 

that leads to school improvement. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

1.1 Leads the collaborative development of a shared vision for educational improvement 

and works collaboratively with staff, students, parents, and other stakeholders to 

develop a mission and programs consistent with the divisionôs strategic plan. 

1.2 Collaboratively plans, implements, and supports instructional programs that enhance 

teaching and student achievement, and lead to school improvement.  

1.3 Analyzes current academic achievement data and instructional strategies to make 

appropriate educational decisions to improve classroom instruction, increase student 

achievement, and improve overall school effectiveness. 

1.4 Monitors and evaluates the effectiveness of instructional programs and resources to 

promote the achievement of academic standards.  

1.5 Possesses knowledge of and directs school staff to implement research-based 

instructional best practices in the classroom. 

1.6 Works collaboratively with staff to identify student needs and to design, revise, and 

monitor instruction to ensure effective delivery of the required curriculum.  

1.7  Monitors and evaluates the use of diagnostic, formative, and summative assessment 

to provide timely and accurate feedback to students and parents, and to inform 

instructional practices.  

1.8 Provides leadership for the design and implementation of effective and efficient 

schedules that maximize instructional time. 

1.9 Provides the focus for continued learning of all members of the school community.  
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Exemplary 
In addition to meeting 

the requirements for 

Proficient... 

Proficient 
Proficient is the expected 

level of performance. 

Developing/Needs 

Improvement 
Unacceptable 

The principal 

actively and 

consistently employs 

innovative and 

effective leadership 

strategies that 

maximize student 

learning and result 

in a shared vision of 

teaching and 

learning that reflects 

excellence. 

The principal fosters 

the success of all 

students by 

facilitating the 

development, 

communication, 

implementation, and 

evaluation of a shared 

vision of teaching and 

learning that leads to 

school improvement. 

The principal is 

inconsistent in 

fostering the success 

of students by 

facilitating the 

development, 

communication, 

implementation, or 

evaluation of a shared 

vision of teaching and 

learning that leads to 

school improvement. 

The principal does not 

foster the success of 

all students by 

facilitating the 

development, 

communication, 

implementation, or 

evaluation of a shared 

vision of teaching and 

learning that leads to 

school improvement.  

 

Effective Principal Research 

 Principals of high-achieving schools have a clear vision and communicate to all stakeholders 

that learning is the schoolôs most important mission.
6
 

 Principals of high-achieving schools expect teachers and students to attain the schoolôs goals, 

and they are confident that their schools can meet their goals.
7
  

 Effective principals understand that they cannot reach instructional goals alone, so they 

distribute leadership across their schools, which in turn contributes to sustainable 

improvements within the school organization.
8
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Performance Standard 2: School Climate  
The principal promotes the success of all students by developing, advocating, and sustaining 

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

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

2.1 Incorporates knowledge of the social, cultural, leadership, and political dynamics of 

the school community to cultivate a positive academic learning environment. 

2.2 Consistently models and collaboratively promotes high expectations, mutual respect, 

concern, and empathy for students, staff, parents, and community. 

2.3 Utilizes shared decision-making and collaboration to build relationships with all 

stakeholders and maintain positive school morale. 

2.4  Models and inspires trust and a risk-tolerant environment by sharing information and 

power. 

2.5 Maintains a collegial environment and supports the staff through the stages of the 

change process.  

2.6 Develops and/or implements a Safe School plan that manages crisis situations in an 

effective and timely manner.  

2.7 Involves students, staff, parents, and the community to create and sustain a positive, 

safe, and healthy learning environment which reflects state, division, and local school 

rules, policies, and procedures.  

2.8 Develops and/or implements best practices in school-wide behavior management that 

are effective within the school community. 

2.9 Communicates behavior management expectations regarding behavior to students, 

teachers, and parents. 

3.0 Is visible, approachable, and dedicates time to listen to the concerns of students, 

teachers, and other stakeholders. 
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Exemplary 
In addition to meeting the 

requirements for 

Proficient... 

Proficient 
Proficient is the expected 

level of performance. 

Developing/Needs 

Improvement 
Unacceptable 

The principal seeks 

out new opportunities 

or substantially 

improves existing 

programs to create an 

environment where 

students and 

stakeholders thrive.  

The principal 

promotes the success 

of all students by 

developing, 

advocating, and 

sustaining an 

academically 

rigorous, positive, and 

safe school climate 

for all stakeholders. 

The principal is 

inconsistent in 

promoting the success 

of all students by 

developing, 

advocating, or 

sustaining an 

academically 

rigorous, positive, or 

safe school climate 

for all stakeholders. 

The principal does 

not promote the 

success of all students 

by developing, 

advocating, or 

sustaining an 

academically 

rigorous, positive, or 

safe school climate 

for all stakeholders. 

 

 

Effective Principal Research 

 There is a positive relationship between school climate and leadership, which affects overall 

school effectiveness.
9
  

 Attempting to change the prevailing culture of a school is one of the more difficult tasks of 

the school leader.
10

  

 Relationship-building and stakeholder involvement are of fundamental importance in 

establishing and sustaining school success.
11
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Performance Standard 3: Human Resources Management 
The principal fosters effective human resources management through the selection, 

induction, support, evaluation, and retention of quality instructional and support personnel. 

Sample Performance Indicators 

Examples may include, but are not limited to: 

The principal : 

3.1 Screens, recommends, and assigns highly qualified staff in a fair and equitable 

manner based on school needs, assessment data, and local, state, and federal 

requirements.   

3.2 Supports formal building-level employee induction processes and informal 

procedures to support and assist all new personnel.  

3.3 Provides a mentoring process for all new and relevant instructional personnel and 

cultivates leadership potential through personal mentoring. 

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

federal requirements. 

3.5 Has a thorough understanding of the teacher and staff evaluation systems, 

understands the important role evaluation plays in teacher and staff development, 

and evaluates performance of personnel using multiple sources. 

3.6 Documents deficiencies and proficiencies, provides timely formal and informal 

feedback on strengths and weaknesses, and provides support, resources, and 

remediation for teachers and staff to improve job performance. 

3.7 Supports professional development and instructional practices that incorporate the 

use of achievement data, and results in increased student progress. 

3.8 Effectively addresses barriers to teacher and staff performance and provides positive 

working conditions to encourage retention of highly-qualified personnel.   

3.9 Makes appropriate recommendations relative to personnel transfer, retention, 

promotion, and dismissal consistent with established policies and procedures and 

with student learning as a primary consideration. 

3.10 Recognizes and supports the achievements of highly-effective teachers and staff and 

provides them opportunities for increased responsibility.  

 

  




