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Preface

Principals and their evaluators tend tooverlook the |~ sy Yad
developmental nature of learning when they reflect NREd
on their own growth and development. Evaluators
of principals should vicw themselves as teachers of
principals and facilitators for leamning. It is impor-
tant for them to understand that prircipals vary in
their learning styles just as teachers and students do.
It is necessary for principals and their evaluators to
have resources to assist themin the development of [N ¥ DR
professional evaluation programs. " Student body officers discuss schedule
options with Principal Nelson Quinby.

(g o o

The purpose of A Guide to the Proces: of Evaluating School Principals is to assist principals and their
evaluators to identify the philosophical roles of the principal, the proficiencies required of principals, the
purpose of the evaluation and the efficient procedures for the evaluation process.

The ideas and activities addressed in ihis publication are designed to promote an evaluation program that will
lead to better learning experiences for principals. These experiences will, in tum, encourage principals to
continue promoting the improvement of school programs and the enhancement cf stadent learning, while
continuing their professional growth. Ultimately, it is hoped that the evaluation and growth processes will
ensure that only effective principals cor...nue in the profession.

A draft of this guide was shared with principals at focus group meetings held at each of the six regional
educational service centers during January 1990. The response of principals was most positive and
supportive, with a few suggestions mede for additions and alterations. The suggestions for additions and
modifications raised at these meetings were considered as the guide was finalized, and will continue to be
addressed in the future as school systems strengthen their principal evaluation practices. I thank the many
principals across the state who participated in these regional focus group meetings.

The thoughtful and thorough work of the Principal Evaluation Committee was facilitated by Edward
Iwanicki and Mark Shibles, professors of educational leadership in the School of Education at the University
of Connecticut, who served as consultants and researchers for the project, and by Sue Ford, admir*strative
aide for the Connecticut Principals' Academy, who prepared several drafts of A Guide to the Process of
Evaluating School Principals. 1 extend my thanks io Ed, Mark and Sue and to all committee members for
their united effort.

Nelson Quinby

Chair, Principal Evaluation Committee

The Connecticut Principais' Academy Advisory Board
and Principal, Joel Barlow High School

Redding
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Background and Project Overview

Although the initial focus of the reform movement in education was on teachers, considcrable
attention has been deveted to administrators, especially principals, since it is recognized that the
quality of a principai's lcadership has a significant impact on the effectiveness of educational
programs in our schools (Andrews and Soder, 1987; Duke, 1987; Greenfield, 1987; Leithwood,
1988; Sergiovanni, 1987). When principal quality becomes an issue, atiention is focused on
evaluation procedures. Time for Results: The Governors' 1991 Report on Education (National
Governors' Association, 1986) included the need to "Develop a system to evaluate principals
effectively and accurately” (p. 5§9) as a pricrity in the area of leadership and management. The
national focus on the nzed to evaluate principals efiectively is particularly relevant in Connecticut,
since the Education Enhancement Act included provisions for strengthening personne! evaluation
practices in schools. The Connecticut State Department of Education developed new Guidelines for
Teacher Evaluation Programs as a result of this Act. These guidehanes require that school systems
develop procedures for the evaluation of principals which are based on sound proficiency criteiia and
include a strong professional growtk: and development component.

Although the Education Enhancement Act created the need to evaluate principals effectively,
Connecticut school systems have not devoted extensive attention to this process. Thus, the
Connecticut Principals’ Academy assumed responsihility for a project which addressed the purposes
of:

* exploring the approaches to the evaluation of school principals advocated by experts in this
areq; and
developing a guide to the process of evaluating school principals in Connecticut.

Responsibility for this project was assumed by the Principal Evaluation Committee which consisted
primarily of principals who were appointed by the Academy. Appointments were made 1o ensure
representation with respect to school level and geographic location. Care alsc was taken to ensure
that the Connecticut Association of Secrndary Schools, the Elementary and Middie School Principals'
Association of Connecticut, and the regional educational service centers were properly represented.
The goal of the committee was to develop a guide to the process of evaluating school principals. This
guide would not prescribe how principals should be evaluated, but rather, would orient school sys:em
personnel to issues which should be considered when developing a process for evaluating principals.

The Work of the Committee
The work of the committee consist=d primarily of three activities as noted below:
* October to December 1988 — ineeting with experts to becoms familiar with their

perspectives on the principal evaluation process;

» January to March 1989 —— reviewing the information provided by the experts and soliciting
examples of promising principal evaluation practices from principals in Connecticut; and

* April 1o Cctober 1989 — preparing a guide to the process of evaluating school principals.

The remaining sections of this guide focus on the product of the Principal Evaluation Committee's
efforts.

10



Drawing on the Perspectives of the Experts

A list of consultants known nationally for their work in principal evaluation was developed and the
four listed below were invited to meet with the commitiee during the fall of 1988:

Richard L. Andrews Daniel L. Duke

University of Washington University of Virgiria

Edgar A. Kelly Kenneth A. Leithwood

Westem Michigan University Ontario Insdtute for Studies
in Education

Relevant readings wzre distributed to committee members prior to their meetings with these
consultants. These meetings were organized so that each consultant made a presentation of
approximately 90 rinutes, including time for questions. Discussions with the consultant and among
commitice members continued through dinner, after which committee members broke into two
subgroups which focused on the following questions:

» What major issues did the consuitant raise?

= What is the consultant's position on principal evaluatios?

» What are the strengths and/or weaknesses of the consuitant's
position for evaluating principals in Connecticut?

e Did th:e consultant raise any critica! issues which need to be
examined in greater depth by the committee?

Facilitators Edward Iwanicki and Mark Shioles recorded the points raised through discussions of
these questions. The committee then met as a whole to review products of the subgroup discussions
and to pursue any issues whichk needed to be addressed in greater depth with the consultant.
Proceedings of the outcomes of each of these meetings were compiled by the facilitators and shared
with committee members. In essence, these proceedings conveyed what the committee believed the
experts had to say about the principal evaluation process. The views included in these proceedings
provided direction as the committee developed this guide.

What Did the Experts Have To Say?

The experts shared many valuable perspectives on the principal evaluation process. Duke noted that
one’s conception of the effective principal is critical to the evaluation process. A broad range of
criteria can serve as the basis for principal evaluation. These criteria can be combined or weighted
differently, depending on the needs of the school system. It is important to consider carefully the role
of internal and external forces on the school and school system when (2) identifying the criteria which
will serve as the basis for a principal’s evaluation; and (b) determining the purposes for evaiuation.
When determining these purposes, it is critical to distinguish between those which are primary and
those which are secondary. While all purposes are important, those which are primary will be
weighted more heavily when evaluating a prir cipal's effectiveness. For example, as school systems
focus on the instructional leadership role of the principal, Duke niotes that situational leadership is key
to a principal's effectivenass. Orchestration tirough vision is preferred over a reactionary, crisis-
oriented style.

Kelley emphasized that principal effectiveness should be tied to school purposes. Schooi and
principal effectiveness are funcuions of whether school purposes are being accomplished. Thr. - to
four priority school purposes should be idzntified to serve as the basis for the principal's evaluation.
Then ewltiple data sources siould be used to collect iniormation about the principal's role in getting
these purposes accomplished. Kelley, as well as the other experts, did not support using behavioral
checklists to evaluate principals. He emphasized the need 1o focus on school outcomes rather than on

2 11



a principal's behaviors. If a principal can not get the
jobdone, then abehavioral checklistmight be helpful
in identifying the source of the principal's problems.

Leithwouod's position on principal evaluation is simi- i
lar 10 Kelley's. Leithwood views the principal asa §

problem solver. Thus, project development is the
front end of appraisal. Principal appraisal begins
with the development of a project based on a thor-

ough assessmens of school needs and problems. The - L e

appraisal process then focuses on the principal’s § A , % ‘
ability to achieve the o of that project. Principal James Aseltine confers with students at the
Andrews believes that the effective school principal I. A Robbins Middle School, Farmington.

is both a good manager and a successful instructional leader. His research indicates that these are
complementary rather than competing roles. Time management is key to the principal's ability to balance
cffectively one's role as instructional leader and building manager. Andrews advocates that school systems
focus their evaluation process on the instructional leadership role of the principal. A primary reason for this
emphasis is his research which indicates that students in schools where principals exert a stronger
instructional leadership role exhibit greater achievement gains on standardized tests than do students in
schools where principals assume a weaker instructional leadership role.

All of the experts agreed that the evaluation process must be tailored to the individual needs of the principal.
Principals at different grade levels might need to be evaluated differently. The school context needs to be
considered when evaluating principals atthe same grade levels within a particular district. Furthermore, the
experts noted that principal evaluation is not a yearly process, but rather, a 3-5 year process with periodic
formative reviews.

Through its meetings with the experts the committee found that there is no single, comrect way to evaluate
principais. Research on principal evaluation is currently too sparse to guide practice. The experts agreed
that there are (a) certain components which should be included in an effective principal evaluation process,
and (b) there are alternatives within each of these components which can be explored as a school system
develops a principal evaluation process consistent with its needs.

This second point is particularly important. A school system simply should not take an approach which is
being used successfully to evaluate principals in one district and apply it to the evaluation of its own
principals. The school system must take the appropriate time to consider the basic beliefs and assumptions
which serve as the basis of the evaluation process it is considering for adoption and tailor the process to its
particular needs.

Components which the experts agreed should be included in an effective principal evaluation process are:

. a philosophica! statement on the role of the principal in the schoo! system;

. a clear definition of the purposes of principal evaluation;
. an accurate listing of the proficiencies of the rrincipal; and
. efficient procedures for evaluating the principal.
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Consisiency among these components of the ¢ aluation process is critical. Purposes and
proficiencies must convey the same message as presented in the philosophical statement on the role of
the principal. Procedures should address adequately each of the purposes of principal evaluation
which have been defined. As a schoo! system further develops or strengthens its principal evaluation
process, it is essential that \a) the components identified by the experts are included, and (b) there is
cons  ncy among these components. Subsequent sections of this guide will focus on each of these
compe. s of the principal evaluation process.

It is important to note that, in addition to meeting with these experts, the Principal Evaluation
Committee solicited examples of ising principal evaluation practices through a mailing to all
priacipals in Connecticut. The information received from principals was reviewed and considered
closely as the committec proceeded with its deliberations. For the most part, the evaluation practices
shared by principals were consistent with the directions advocated by the experts.

Developing a Philosophical Statement on the Role of the Principal

A philosophical statement on the role of the principal should capture the essence of the effective
principal and portray a positive image of the principalship. The Principal Selection Guide
(Sashkin, 1987), developed by the U. S. Department of Education, achieves these ends. It describes
the principal in terms of *he following major roles:

e Creating A Vision

Effective school leaders have broad visions that are clear, active,

ambitious and performance oriented. They are intellectually and

emotionally committed to meeting chailenges, producing achievements,

and uniting the school in shared dedication to excellence. They also

enlist the community's support by communicating their goals for the

.g:izool to parents and other local residents. .. (Principal Selection
uide, p. 5). ‘

» Creating Conditions to Achieve the Vision

Effective principals create conditions to help them realize their vision
. .. (Principal Selection Guide, p. 6).

* Inspiring, Encouraging and Rewarding Achievement

Educational leaders improve their schools by motivating the stuff,

students and community to work toward their shared goals. Effective
principals support, inspire and motivate people by fostering a spirit of
teamwork and collegiality. They also value initiative, reward success,
and celebrate accomplishments (Principal Selection Guide, p. 7).

While it is important for school systems to consider these roles when developing their philosophical
statements, the key is to develop a statemert which conveys the role and function of the principal in a
manner which is consistent with the beliefs of the school board members, profess.onal staff and
parents in that community. Exhibit 1 contains an example of a philosophical statement on the role of
the principal which was compiled through a review of such statements shared by some Connecticut
school sysiems. It is evident from reviewing this statement that clear expectations have been set for
the principal and that they should have definite implications for the principal evaluation process.



Exhibit 1

A Philosophical Statement on the Role of the Principall

The effective principal reali.cs that leadership is crucial when developing high expectations for
success and striving for excellence in schools. The effective principal leads by example, by force
of idess, by devotion to fairness and by a positive outlook on what can be achieved in schools.

Principals of outstanding schools are commitied to and become engaged in meaningful
instructional improvement processes. They increase the probability of good teaching and
thereby increase the chances of improved student leaming. Effective principals are concemed
about the accomplishments of their students and teachers. Without doubt, outstanding principals
are also organized, effective managers.

Defining the Purposes of Evaluation

The purposes of evaluation state why the principal is being evaluated. The ERS Report:
Evalusting Administrative Performance (Camnes, 1985) includes almost 30 purposes for
evaluating building administrators. These purposes can be reduced te the following basic reasons for
evaluation which need to be addressed in an effective principal evaluation process:

« School Improvement — to promote the improvemcnt of school programs and the
enhancement of student leaming;

* Professional Growth and Development — to foster the professional growth and
development of principals; and

» Accountability — to ensure that only effective principals continue in that role in the
school system.

School systems tend to place more emphasis on those purposes dealing with school improvement and
professional growth, and less emphasis on those dealing with accountability. This approach is most
appropriate since the goals are to select highly qualified principals, to focus their attention on school
improvement needs, and to strengthen the performance of these administrators using an evaiuation
process which fosters professional growth and development. In settings where this approach is
taken, less attention needs to be paid t - the traditional accountability purposes of evaluation.

I This example was developed through a review of numerous philosophical statements on the principal developed by
Connecticut school systems. Therefore, readers may find segments o! their philosophy embedded in this example.
‘Thanks are extended to the many school systems who shared the information which was used to compile this example.

.



Deriving and Validating the Proficiencies of the Effective Principal?

W. James Popham (1975, p. 283) has noted that "Among Mankind's Perennia! Quests [are] (1) The
Holy Grail, (2) The Fountain of Youth, and (3) A Valid Index of Teaching Skill. " In recent years,
considerable progress has been made in reaching consensus on indices of effective teaching which
can guide the teacher evaluation process. Similar progress has not been made in identifying valid
indices of principal performance. In preparing this guide, an extensive review of the literature on the
abilities, competencies and skills of the effective: principal was conducted to identify a set of
proficiencies to guide the principal evaluaiion process. An annotated bibliography of the primary
references included in this reviev i: presented in the Appendix. The rationale for using the term
proficiencies rather than competen” s is that used by the National Association of Elementary School
Principals. "The more common word in ecucational circles is ‘competencies.’! However,
‘competency’ merely suggests adequacy. 'Proficiency,’ on the other hand, is defined as
'advancement toward the attainment of a high degree of knowledge or skill,' . .." (1986, p. 1).

Two trends became evident through close examination of the literature on the proficiencies of the
effective principal. First, there were studies which defined the principalship comprehensively, but
mechanistically. To be effective, the principal would need to conform to a somewhat bland set of
bureaucratic expectations. Secondly, there were studies which defined the principalship thoroughly,
but academically. These were studies which defined the criteria of principal effectiveness using a
research perspective (i.e., what Leithwood called the "high ground” perspective) instead of the
language of the school workplace (i.e., what Leithwood called the language of the "swamp"). In
summary, the review of the literature did not yield a meaningful, job-relevant set of proficiencies
which could be used to evaluate principals in Connecticut. Thus, a set of principal proficiencies was
derived through a review of the major studies of principal effectiveness. The Appendix includes a
listing of these proficiencies, cross-referenced to the major studies of principal effectiveness.

The proficiencies derived from the literature were validated through a two-step process. First, these
proficiencies were review=d by members of the Principal Evaluation Committee. Through this
process some proficiencies were clarified and others were added. Secondly, the Principals’ Survey
was mailed to all principals in Connecticut to deterriine the extent to which they perceived each
proficiency as important to their effectiveness in their current position. A copy of this survey is
included in the Appendix. Analyses of the responses to this survey (n=581) resulted in the
proficiencies of the effective principal listed in Exhibit 2,

Wren responding to the Principals’ Survey, principals rated how important each proficiency was to
their effectiveness on a five-point scale, i.e., 1= very low importance to 5 = very high importance.
On average, principals viewed each of the the proficiencies in Exhibit 2 to be of high (4) to very high
(5) xmportance with respect to their effectiveness Further analyses of the responses to the Principals’
Survey using the statistical technique of factor a .alysis supported grouping the proficiencies into the
three categories of Icadership, human relations and management. As noted in Exhibit 2, the
proficiencies for each category are clustered further according to those factors derived through the
factor analysis of the Principals’ Survey. For example, leadership is comprised of two factors—
defining direction and instructional development.

2 1t is important to acknowledge the contributions of Maria M. Melendez and Dale E. Vannie, both doctoral students in
educational administration at the University of Connecticut, to the development of this section oi the guide. Also,
several members of th Professional Development Plans and Programs Unit of the Bureau of Professional Development
and Leaming Resources of the Coanecticut State Department of Education provided valuable feedback on earlier drafts of
this section. Robert K. Gable and Marian Wolf of the University of Connecticut provided valuable assistance in the

analyses of the responses to the principals’ survey.
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Exhibi: 2

The Connecticut Principals' Academy
PROFICIENCIES OF THE EFFECTIVE PRINCIPAL

LEADERSHIP

Deﬁatag Direction
Exercises vision in defining the schoo! mission and goals

. Effectively and clearly communicates goals withia and without the school community
Sets high expectations and standards for attainment of school goals
Identifies and analyzes relevant information before making decisions or committing
FECSOIETES

. Provides incentives to excel for both teachers and students

. Serves as a role model

Instractional Development

€ Monitors student achievement

9. Collects, analyzes and interprets studeat and school data to identify areas for

instructional and program development
10. psesknowbdgeefmhmcmculmsndmmnmmuuuamschml

improvement
11. Evaluates professional and suppont staff constnr-tively
12, Coaches teachers to enhance their instructional effectiveness
13. Engages in a program of ongo:ng professional development
HKUMAN RELATIONS
Consideration
14, Gives specific and frequent feedback
15. Maintains positive school climate through the use of humor
16. Recognizes and praises the accomplishments of sindents, teachers and staff

Collaboration

17. Fosters teamwork and collegiality

18. Elicits participation in decision making

19. Facilitates group processes and resolves conflict

20. Encourages participatory leadership on the pant of th«. staff
21. Listens to others

MANAGEMENT

Schaol Pregram Management

22. Plans and prepares an appropriate budget and manages funds effectively

23. Secks and allocates appropriate resources (materials, money, time) to support
curriculum

24, Implements school programs within the confines of district goals and policies

25. Schedules curricular and co-curricular activites efficiently and effectively

26. Understands and applies knowledge of crgais zations and community politics in
generating suppott for the school

27. Fosters community support for the school and its programs

Rules and Regulations

28. Identifies norms, guidelines and procedures for school operation

29. Develops clear school rules

30. Develops an effective discipline policy

31. Accepts responsibility for in-schoo! behavior of students, teachers and staff,

General Operations

32. Monitors the overall operation of the school

33. Ensures that the physical plant is kept in good order
34. Protects instructioral time

35. Maintains a visible presence in the school
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Using the Proficiencies to Evaluate Principals' Performance

The proficiencies in Exhibit 2 are presented as a general framework for principal evalustion. Before
they can be used they need to be reviewed to identify those that are relevant to a principali in a
particular school context. It is well accepted that a principal's responsibilities vary by school level
and community, and even across schocls within a community. Thus, it is important that these
proficiencies be discussed with principals and tailored to their needs before they are nsed as z basis
for the principal evaluation process. This might de accomplished in two steps. First, the school
system's personnel evaluation steering committee might identify those proficiencies which will serve
as a basis for the principal evaluation process. Secondly, this set of proficiencies might be tailored to
the needs of particular principals during the conferences conducted at the outset of the principal
evaluation process.

Structuring the Principal Evaluation Process

A school system can begin to structure the process for evaluating its principals only if it has (a)
developed a well-articulated philosophical statement on the role of the principal, (b) clearly defined the
purposes of principal evaluation and (c) specified those proficiencies which contribute to principals’
effectiveness. Failure to devote sufficien: attention to thesc components usually causes problems as a
school system attempts to structure and later implement its principal evaluation process. The
commonly accepted process for evaluating principals is the performance-objectives approach
described in Exhibit 3. Each aspect of this approach will be discussed in the subsequent sections of
this guide.

Determine Needs

This aspect of the evaluation process is the most significant, since it identifies the needs the principal
must address. Two types of needs are determined: school improvement needs; and professional
growth needs. When identifying school improvement needs, the question asked is What problems
should the principal address to strengthen the quality of the school and its programs? Some typical
problems which confront principals are improving test scores, improving efforts to meet the needs of
the average child, strengthening communication between the school and home and fosterin g
cooperative relationships with business and industry. As the first step in the evaluation process, it is
important for the principal and supervisor to identify the range of problems which impact on the
quality of the school and its programs and then to rank these problems in light of the goals set by the
board of education. Building staff should be involved in this process to the extent possible.

When identifying professional growth needs, the question asked is What proficiencies should the
principal address to strengthen performance? For example, a principal may need to foster greater
participation in decision making, evaluate professional staff more constructively or be more careful in
protecting instructional time. Such professional growth needs usually are identified by the principal
through personal reflection and discussions with a supervisor. Feedback from staff is most helpful
during this process. Some principals survey their staff as part of the process of determining their
professional development needs. Su.ch surveys are helpful to the extent that the anor ymity of the
respondents is maintained and the results ave fed back only to the principal for confidential use.
Personal reflection, supervisor inpui and feedback from staff help the principal to identify a set of
potential professional growth nceds which then w3 listed in light of their perceived impact on the
principal's effectiveness.

Timing is critical when identifying school improvement and professional growth needs. This process
should begin toward the end of the school year and coatinuz into the summer. The summer school
vacation: period is a good time for the principal and supcrvisor to discuss potential needs and to
idgn;é{fy those needs which will serve as a basis for the the principal's evaluation during the coming
s year.
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Exhibit 3

S s T v S b v i s iy

A Step-by-Step Evaluation Procedure for Principals3

e Kt 1 s e '

I. Determine Needs
1. The principal reviews:
a. position description
b. administrative skills
¢. past evaluation reports
d. current district andfor building goals
2. The supervisor (evaluator) reviews:
a. the above four items
b. cumrent performance in relation to the requirements of the job
II. Formulate Work Plan for the Year
1. Principal identifics noeds for the coming year based on perceptions of past and current
performance.
2. Supervisor reflects on the principal’s needs based upon past and cumrent performance.
3. Both confer to decide whether the evaluation cbjective st e adevelopment
plan to upgrade existing competencies and/or an improv: plan to correct
specific deficiencies.
4. Both discuss necessary activities to achieve the goals of the jointly agreed-upon
work plan.
1. Complete and Implement Work Plan
1. Principal puts work plan in writing, gets approval of supervisor and carries out plan's
activities,
2. Supervisor reviews and reacts to principal's work plan and monitors progress in
carrying it out.
3. Both parties meet to conduct progress reviews in December and make modifications
in plen if needed.
4. Principal completes implementation of work pian.
IV. Assess Results
1. Principal completes self-evaluation form and transmits it 1o supervisor,
2. Supervisor receives evaluation from principal, completes evaluation of
principal’s performance and notifies principal of date and place of evaluation
conference
V. Discuss Results
1. Principal and supervisor meet and review principal's evaluation and supervisor's
evaluation,
2. They sign final evaluation forms.
3. They plan for next evaluation cycle.

Al a5
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Source: "Leadership Excellence Achicvement Plan,” The Practitioner, National Association of

[t ————————————————— rem———

3 An excerpt from: McCurdy, 1. (1983). The Role of the Principal in Effective Schools: Problems & Solutions
(an AASA Critical Issues Repori). Arlinguon. YA: American Association of School Administrators, p. 89.
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Formulate Work Plan for the Year

Deciding which needs will serve as a basis for the principal's evaluation is the first step in formulating
a work plan. This decision should be made collaboratively by the principal and supervisor. Usually,
considerabie thought must be given to this decision since the principal and supervisor are choosing
from a broad range of worthwhile school improvement and professional growth needs. In weighing
the alternatives, the basic question becomes Where can we best focus the principal’s efforts to achieve
the greatest return with respect to improving the quality of the educational program in the schcol?

The next step in developing a work plan is to translate the needs which will serve as a basis for the
principal’s =valuation into objectives. In doing so, the format used with principals should be similar
to that used by teachers in the school system. When writing objectives to address a specific need, one
is really developing a ‘vork plan to addresses that need. In developing this work plan, principals
should be keep in mind that a need is a discrepancy between some observed outcome and a desired
standard. Thus, one of the first items in the work plan is an objective or series of objectives which
state what the principal is going to do to resolve that discrepancy.

The next item in the work plan is a description of the activities the principal will pursue t0 achieve the
objective(s). When delineating these activities, it is essential to project how long it will take to
achieve the obfzctive. In some cases the objective may be achieved over the next year, while in other
cases it may take two, three or even four years. For work plans which take longer than a year to
complete, it is important to cluster the objective and concomitant activities by the year in which they
will be pursued.

The final aspect of the work plan includes those indicators which the principal will use as evidence
that specific objectives have been achieved. Although such evidence may be qualitative or
quantitative, it should be stressed that this evidence must be observable, i.c., changes which can be
seen; or measurable, i.e., outcomes which can be measured. Consideration should be given to how
this evidence will be weighed to assess the extent to which an objective has been achieved. If
evaluation is part of a performance-based salary program, the levels at which objectives are achieved
should be related to compensation. Translating & need into objectives consists of developing a work
plan through focusing on the following questions:

* What am 1 going to do abowut the need or problem (objectives)?
» How am I going to proceed (activities)?
* How will I know if I am successful (indicators)?

Complete and Implement Work Plan

As the principal develops a work plan for each of the needs which will serve as a basis for evaluation,
the needs and work plan are discussed with and, finally, approved by the principal's supervisor. Just
as the principal and supervisor collaboratively developed the work plan, it is important that they
continue to work collaboratively during the implementation of this plan. It is also a matter of concern
that the supervisor both monitors and supports the principal as progress is made with respect to the
work plan. As problems are encountered there may be a need to modify some aspects of the work
plan to achieve the desired outcomes. Formal reviews of the principal’s progress in implementing
each work plan should be conducted in December and March. Necessary modifications in the work
plan usually are made during these formal reviews. The review process should focus on each work
plan with respect to the following questiens:

» What actions has the principal take - to deal with the need or problem?
* What has been the impact of these activities?
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Assess Results

Toward the end of the school year, the principal
prepares an evaluation report which documents what
has been accomplished with respect to each of the
?eegfa\tvhich m a:l the bastil;of his/herevaluation |
or that year. oping this report, it is impor-
tant to focus on the objectives of the work plan for
each need as well as on evidence of what has been
accomplished. The emphasis of this evaluation
report should be on results with respect to the
objectives in each work pian, rather than on the
activities which were pursued. The principal .l>ould 5
share this evaluation report with his or her supervi- — A \
sor and meet to discuss these results in May of the Principal Amado Cruz (left foreground) meets with some
school year. Early May is a good time, since if there members of ike Hartford High School staff.
is a need to gather any further evidence with respect
to any of the objectives in the work plans, this still can be done before the close of the school year.

Discuss Resuits

The principal and supervisor meet to discuss the evaluation report and to determine what has been
accomplished with respect to each work plan. As a result of this meeting an evaluation report is developed
on the basis of what the principal has accomplished. Results are important in evaluating a principal's
performance, but results must be evaluated with respect to the nature of the outcomes being pursued. One
principal might receive an outstanding evaluation for making some progress in addressing some very
challenging needs, while another might receive a good evaluation for achieving the results desired with
respect to some routine needs.

A common question asked by principals is I can accept this process of being evaluated with respect to the
objectives I set with my supervisor, but when do I get credit for all the other things I do? When using the
approach described, it 1s assumed that the principal is exhibiting quality performance with respect to those
profiriencies relevant to his or her position. This is why the approach focuses on the school improvement
and professional growth purposes of principal evaluation, with less attention on the accountability purpose
of evaluation. It is the consensus of the experts who consulted with the Principal Evaluation Committee that
this is the most professional way to evaluate most principals. This is not to say that a supervisor should not
go beyond the work plan and cite particular aspects of a principal's overa!l performance which merit
commendation when devsloping that principal's evaluation report. Including such information in the
evaluation report wculd tend to reinforce those positive things the principal does on a day-to-day basis.

A second purpose for the May meeting between the principal and supervisor is to begin planning for the nex?
evaluation cycle. Itis conceivable that work on some of the needs addressed during the prior year wili be
extended into the next evaluation cycle. Also, new needs will be addressed for the next school year. Since
this meeting is held in May, feedback can be obtained from staff regarding the needs being considered for
the next evaluation cycle.

In reflecting upon the process just presented, it is important to emphasize that commitment is critical to the
success of thisapproach. In school settings where principals and their evaluators have committed themselves
to and are pursuing this process in an atmosphere of trust and collaboration, the benefits have been substantial
in both principal growth and school improvement. The challenge to school systems is to make principal
evaluation a productive process, one where trust and good communication between the principal and
evaluator minimize any unnecessary stress or conflict which could develop as a result of this process.

11

Ho
=




Applying the Principal Evaluation Process: A Case Study

d R AR < The following case study has been in-
- . W cluded to illustrate how the principal
evaluation nrocess just described might
be applied. Dale Smith is a principalin a
moderate-size Connecticut school sys-
tem. For evaluation purposes, Smith is
responsible to L. K. Jones, the assistant
superintendent. Jones has been working
with the Board of Education on setting
goals for the school system for the next
five years. Tcachers and administrators
participated actively in this process and
AR support the goals identified by the board.
~ it . “ The boand’s primary long-range goal is f0
Alice Dickens, Assistant Superintendent, Hartford Public  enhance student learning by strengthen-
Schools, reviews evaluation goals with a staff member. ing the quality of instruction in schools.

Determine Needs

As noted earlier, this step is the most signficant since the school improvement and professional
growth needs which will be addressed through the principal evaluation process are identified at
this time. Given the primary goal of the board, Smith identified strengthening the quality of in-
struction as a priority school improvement need. Then the question became, "Whatcould Smith
do to make an impactin this area?” She did some brainstorming to identify potential directions
wh 1 might be pursued to improve the quality of instruction. She also solicited feedback from
staff using the Performance Guide.

Smith obtained the Performance Guide from a colleague who developed the instrument to
obtain feedback from his staff in the following areas: (a) personal responsibilities, (b) adminis-
trative and professional responsibilities, (¢) community responsibilities, (d) management of
facilities, (e) instructional supervision, (f) student relationships and (g) staffrelationships. Smith
decided to use the Performance Guide in late May to solicit feedback from her staff in threc
areas: administrative and professional responsibilities, instructional supervision and staff
relationships. The feedback received indicated that Smith had good relationships with her staff
and that they believed she was a good administrator. Feedback also included many constructive
suggestions for how Smith could strengthen her performance. Those comments that had
relevance for strengthening the quality of instruction, indicated that Smith needed

e to get into classrooms more often;
* 1o be more constructive in evaluating teachers' performance; and
* to become more involved in helping teachers to grow and improve.

As Smith reviewed this feedback, it becaric clear that she needed to strengthen her performance
with respect to two proficiencies: (11.) Evaluates professional and support staff constructively
and (12.) Coaches teachers 10 enhance their instructional effectiveness.

In summary, the process used by Smith resulted in the identification of strengthening the quality
of instruction as the primary school improvement need to be addressed in the principal evaluation
process. It became evident that Smith could contribute to this school improvement need by
addressing the professional growth needs of evaluating staff more constructively and coaching
teachers to enhance their instructional effectiveness. If Smith gets into classrooms more often,
evaluates staff more constructively, and becomes more involved in helping teachers 1o grow and
improve, then it seems logical that the quality of instruction in the school may be strengthened.

Formulate Work Plan for the Year
Smith and L. K. Jones met in early July to discuss the needs which might serve as the basis for
Smith's evaluation in the future. Smith shared the needs she identified and Jones added some
2 -
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o Tschml year the Pam‘as Pdrmers Progmm wasdw?eloped through community

tieved were ‘* ofammfmmmswmk wi

or perents. During the prior

fmmﬂmmungsmmmmmm& It is eritical for Smith to im-
plememth:spmgmm_ X "',ymh&tsclmeiduﬂngthccmmngschmlyear

To review and sirengthen the math program

~ Anevaluation of the basic skill achievement of smdcmsindxcated that their perform-
ance was consistent with their ability in reading and language ans. In mathematics,
33 percent of the students wexe achieving at levels below their ability. Therefore, it
isxmpemwe that Smxthmrkthh staff manmely mannerm review and strengthen

 this program.

To evaluate staff more cansrrucmeiy | |
For the Teasoas noted earlier in this case smdy, it is important for Smith to focus on
this need. Jones believed thatas Smith strengthened her evaluation skills, she would
get into classes more often and would become more involved in coaching teachers.

Once needs are identified, they mustbe translated into objectives which serve as a basis
of the principal's evaluation. For each objective it is important to (a) delineate the
activities to to be pursued as well as the timeline and (b) identify the indicators which will
serve as evidence that the objective has been achieved. This information is recorded on
a form such as the Objective Action Plan presented in Exhibit 4. In Smith's case, three
need areas will serve as the focus of ker evaluation. Since it is not unusual to translate
each need into three to four objectives, Smith's evaluation would be based on approxi-
mately 10 objectives, each with a separate action plan. Further discussion of the process
of translating needs into objectives, and then developing various aspects of the action
plan, is provided in the sections which foliow.

‘Exhibit 4

Objective Action Plan
1. Need: « To evaluate staff more constructively,

2.Objective:  » Todevelop acurrent knowledge of the principles of effective instruction.

3.Activities: » Complete BEST assessor training in August.
« Complete ASCD institute on "Looking into Teaching" in February.
» Continuously apply the knowledge acquired through these experiences
to the analysis of teaching performance.

4. Indicators: Conﬁrmatmnmmmrmnmghasmen completed as well as
a brief paper reflecting on how this training has strengthened my under-
standmgofthepnncrplesofeﬂ'ecnvemhmg
gggfﬁmanmmmﬁieﬁsgi‘gimhmﬁnmmggtedasw&uasa

paper reflecting on institute has strengthened my under-
standing ofthe principles of effective teaching,
Pmﬁohonfwachﬂevalmﬁmgmmmommﬂmwhowmy
unde: of the principles of effective instruction is being applied

to the analysis of teaching performance.

Evaluatee's signature ___Dale Sm&!z
Evaluator's signamre L K. Jones Date 8990
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When translating needs into objectives, it is important for the principal and his or her evalu-
ator to work collaboratively. For example, when Smith and Jones focused ¢ the need 0
evaluate staff more constructively, the question was raised as to why Smith was having
problems in this area. Through subsequent discussions, it became evident thay although
Smith was an excellent teacher before she became a principal, her current knowledge ¢f the
principles of effective instruction was limited. Also, Smith had little formal preparation with
respect to classroom observation and couferencing skills. Thus, it became evident that the
objectives which Smith needs to pursue 10 evaluate staff more consti ictively are as follc ws:

1.} To develop a current knowledge of the principles of effective instruction
Activities 1 *Complete BEST assessor training in August
*Complete ASCD institute on “Looking into Teaching” in February
«Continuously apply the knowledge acquired through these experi-
ences to the analysis of teaching performance

2.) To acquire the skills necessary io conduct more effective classrcom observations and
conferences
Activities:  «Complete fall regional educational service center workshop series
on "Swengthening Your Observation and Conferencing Skills"
*Continuously apply the skills acquired through this workshop
when conducting observations and conferences

3.) To use the knowledge and skills which have been acquired 10 evaluate staff more
constructively
Activities:  «Use part of the summer to plan a series of workshops for staff on

the "Essence of Effective Teaching." The purpose of these work-
shops is to share current knowledge regarding the principles of ef-
fective instruction.

»Implement the workshop series during the fall and assess its effce-
tiveness.

*Begin in January to assess the effectiveness of at least one evalu-
ation conference each week using the Conference Quality Review
process.

The activities which Smith and Jones decided would be pursued for each objective are noted
above. A two-year timeline has been established for these objectives. During yearone, Smith
will focus on acquiring the knowledge and skilis referenced in Objectives 1 and 2. Then
Smith will focus on Objective 3 over the interim summer and into the second school year by
applying such knowledge and skills o evaluate staff more constructivzly.

The final aspect of developing a work plan consists of identifying indicators for each
objective which will serve as evidence that the objective has been achieved. As noted in
Exhibit 4, these indicators are often a product of the activities which have been pursued.

In reflecting upon these first two steps uf determining needs and developing a work plan,
itis evident that they take a lot of ime and effort. That is why school systems are encour-
aged to complete these steps in the principal evaluation process over the summer. The
principal evaluation process tends to have a greaterimpact on enhancing school effectiveness
in those school systems which commit the time necessary to following these steps.

Complete and Implement the Work Plan
As a result of their work over the summer, Smith and Jones have completed a work plan for

14
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each of the needs which serve as a basis for Smith's evaluation. For each need, a series
of objectives have heendeveloped and an Objective Action Plan has been compieted for
each objective. This work plan is then implemented and monitored both informally and
formally. The plan should be monitored informally on a continuing basis. As Smith ond
Joues work togetner over the year, Smith's progress with respect to i.er work plan should
be discussed periodically, The plan also should be monitored formally at least twice.
December and March tend to be good times to review the work plan formally. A formal
review of the work plan is more comprehensive than an informal review and results ina
written report. As the work plan is monitored, either formally or informally, circum-
stances may develep which require that the plan be modified. Smith and Jones would
make any such modifications in writing.

Assess and Discuss Resul(s

In May, Smith develops an evaluation report of her accomplishments with respect 1o her
work plan for the school year and shares this report with Jones. Jones meets with Smith
to discuss this report. As a result of this meeting Jones prepares a written evaluation of
Smith's performance. This written evaluation focuses on Smith's accomplishments with
respect to her work plan and may include other aspects of her overall performance.

Editor's note: The Performance Guide referred to in this case study was develo:.ed
by Raober:t F. Martino, principal, Oxford Center School, 462 Qxford Road, Oxford,
CT 06483

Principal Evaluation for More Eifective Schools:
Some Concluding Remarks

A Guide to the Process of Evaluating Schooi Principals was developed to provide direction 10 school
systemns as they strengthen their procedures for evaluating principals. As the experts who worked with
the Principal Evaluation Committee indicated, the bottom line in principal evaluation is whether or not
the principal can get the job done effectively. Getting the job done effectively depends largely on how
well the principal can work with and through staff to meet those needs critical to strengthening the quality
of the school and its programs. Getting the job done effectively is more than the bottom line in the
principal evaluation process. It is one of the central themes in the more effective schools literature.
Principals of more effective schools are successful in strengthening the quality of their schools'
programs. Wimpelberg (1987) notes that school effectiveness is enhanced in settings where central
office and school administrators simultaneously challenge 2ad support each othei (p. 107). Effective
principal evaluationis a means for providing this support. As school system personnel consider whether
their principal evaluation practices need to be stwrengthened, the key question should be how effective is
our current process in supporting principals' school improvement efforts?
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Appendix

A. An Annotated Bibliography of Primary References on the Abilitic s, Competencies and
Skills of the Principal

B. Proficiencies of the Effective Principal Cross-Referenced to the Major Studies of the
Abilities, Competencies and Skills of the Prircipal

C. The Principals’ Survey
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A—An Annotated Bibliography of Primary References on the Abilities,
Competencies and Skills of the Principal

When the Principal Evaluation Committee initiated its work during fall 1988, a comprehensive review of the
literature was conducted on the abilities, competencies and = _s of the principal. The more significant
references identified through this review are listed and annotated below.

Andrews, R. L. and Sode:, R. "Principal Leadership and Student Achievement.” Educutional
Leadership, 44 (7), 9-11, 1987.

The authors provide 0-+a to support the position that students in schools where principals
exert a stronger instructnonal leadership role exhibit greater achievement gains on
standardized tests than do students in schools where the principal assumes a weaker
instructional leadership role.

Connecticut State Department of Education. "Administrator Competencies.” Ir Gable, R. K.; Vatour, J. A.
Strauch, J. D. and Melnick, S. A. Needs Assessment for Determining Teacher and Administrator
Perceived Staff Development Priorities. Hartford, CT: Institute for Teaching and Leaming, 1986.

This needs assessment was distributed t ; administrators throughout Connecticut by the
Institute for Teaching and Leamning. Information was to be used for training purposes.
The competency statements were developed by a committee of educators convened by the
Connecticut State Department of Education.

Croghan, J. H. and Lake, D. G. "Competencies of Effective Principals and Strategies for
Implementation.” Occasional Papers in Educational Policy Analysis (Paper No. 410).
Research Triangle Park, NC: Southeastern Regional Council for Educational Improvement,
November 1984.

This report identifies the competencies of high performing principals based on a study
conducted by the Florida Council on Educational Management (FCEM). Competencies are
divided into clusters which comrespond to the many dimensions of the principal's job.

Duke, D. L. School Leadership and Instructional Improvement. New York: Random House, 1987.

The initial chapter of this book, "Thinking About the Effectiveness of School Leaders,”
includes an interesting discussion of leadership competencies critical to principal
effectiveness.

Duttweiler, P.C. and Hord, S.M. Dimensions of Effective Leadership. Austin, TX: Educational
Development Labcratory, 1987.

This extensive review of the literature on the competencies of effective administrators was
sponsored by the U. S. Department of Education, Office of Educational Research and
Improvement. An 11-page reference list atiests to the comprehensiveness of this
document.

Gottfredson, G.D. and Hybl, L.G. Invento:y of the School Administrator's Job: Feedback for Sur.. y
Purticipants. Baltimore, MD: Johns Hopkins University Center for Research on Elementary and
Middle Schools, Center for Sociai Organization of Schools, December 1986.

This report summnarizes the main results of a job analysis accomplished by using a
structured task analysis inventory. It summarizes what principals in schools of different
kinds report to be the most important aspects of their jobs. The study includes public and
private school principals.
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Greenfield, Jr., W. L. Research on Public School Principals: A Review and Recommendations.
Final Report to the National Institute of Education, Department of Education, under contract
number 81-02-08, 1982.

The author reviews the research on effective principals and identifies four personal
characteristics which are related to strong leadership qualities in principals.
Recommendations include on-going training for principals as well as better selection and
evaluation methods.

Lake, D. G. High Performing Principals: A Synthesis. A Review of Literatu¢ and Resources on
High Performing Principels. Peport presented to the Florida Council on Educational
Management, 1981.

The author identifies traits of effective principals and divides these into clusters wnich
represent the different responsibilities of the principal.

Leithwood, K. A. and Montgomery, D. “The Role of the Elementary School Principal in Program
Improvement.” Review of Educational Research, 52(3), 303-339, 1982.

The authors divide principals into "effective” and "typical” and reveal very interesting
characteristics about effective principals.

Leithwood, K. A. and Stager, M. Differences in Problem-Solving Processes Used by Moderately
and Highly Effective Principals. Paper presented at the Annual Meeting of the American
Educational Research Association, San Francisco, April 1986.

The paper focuses on the importance of effective problem-solving strategies which
empower principals to act mere flexibly in creating strategies and achieving their goals.

Leithwood, K. A. Evaluating Principals’ Contributions to School Improvement. Paper presented
to the Connecticut Principals’ Academy, October 1988.

The author identifies competencies needed for principals in modern schools and suggests
the need to reconceptualize the principalship from a "job" to a process. An appraisal
system based on a five-year cycle is suggested.

Lyons, J. E. "Competencies Needed by Beginning Principals.” NAASP Bulletin, 65 (446), 59-66,
1981.

The article focuses on skills that beginning principals need to master and those that they
need some knowledge of before being selected. Veteran principals and superintendents
were probed through a questionnaire.

McCurdy, J. The Role of the Principal in Effective Schools. (AASA Critical Issues Report).
Sacramento, CA, Educational News Service, 1983.

What the principal's role typically is, what it ideally should be, and how it can be changed
are topics of this report. Research on characteristics of principals in effective schools is
examined and valuable administrative skills are noted.

National Association of Elementary School Principals. Proficiencies for Principals. Alexandria, VA:
National Association of Elementary School Principals, 1986.

Proficiencies for elementary school principals are identued and categorized under four
major headings (experience/education, leadership, supervisory and administrative). The
report elaborates on these categories together with abilities and skills of K-8 principals.
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Persell, C. H. and Cookson, Jr., P. W. "The Effective Principal in Action." In NASSP: The
Effective Principal: A Research Summary. Reston, VA: National Association of Secondary
School Principals, 1982.

The report summarizes the qualities of the effective principal and establishes the
relationship between the principals’ actions and faculty attitudes. The report also looks at a
new definition of leadership for principals.

Redfem, C. Evaluating Teachers and Administrators: A Performance Objective Approach.
Boulder, CO: Westview Press, 1980.

The author looks at current methods for evaluating principals and suggesis ways for
adapting traditional evaluaticn models to the reality of principals today.

Sashkin, M. Principal Selection Guide. Washington, DC: Office cf Educational Research and
Improvement, U.S. Department of Education, 1987.

The author contends that all major responsibilities of effective principals fall under three
areas: creating a vision, creating conditions to achieve the vision, and inspiring,
encouraging and rewarding achievement. He emphasizes not only managerial and
instructional activities but the need to provide the motivation to excel.

Sasnkin, M. and Huddle, G. "Recruit Top Principals.” The School Administrator, 45 (2), 8-15,
February 1988.

The article identifies 13 task dimensions characteristic of effective school principals. They
advocate using assessment and recruitment techn’Jues based on these task dimensions in
selecting new candidates. Moreover, orientation and training for existing staff should be
undertaken.

Valerine, !. W. and Bowman, M. Audir of Principal Effectiveness: A User's Technical Manual.
Available from authors at 2617 Walther, Columbia, MD 652¢5 or ERIC document Reproduction
Service (no. EA 019397), 1986.

An 18-page manual for an instrument designed and validated to determine teacher's
perceptions of a principals’ effectiveness. Factors within each of three domains evolved
from a review of the research.



Notes
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B—Proficiencies of the Effective Principal Cross-Referenced
to the Major Studies of the Abilities, Competencies
and Skills of the Principal

Primary references on the abilitics, competencies and skills of the principal included in the annotated
bibliography in Appendix A were reviewed and analyzed carefully to select those studies which would
be most helpful in deriving the proficiencies of effective principals in Connecticut. Eight major works
were identified through this process. These studies are listed across the top of each of the tables which
follow. Reference is made to the Connecticut State Department of Education (CSDE) in the first
column. This reference pertains to the Administrator Competencies developed earlier by the CSDE.
The proficiencies derived through the work of the Principal Evaluation Committee are listed down the
left side of each of these tables. Whether a proficiency was included in the earlier Administrator
Competencies or the extent to which a particular preficiency is supported by the literature can be
determined by locating that proficiency and then reading across the iable. A check (V) in a particular
column indicates that either the proficiency was included in the earlier work of the department or that it
is supported through one of the major studies. Readers are reminded that the complete reference for
each of these major studies is included in the preceding annotated bibliography.
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The Connecticut Principals' Academy
Proficiencies of the Effective Principal Cross -Referenced to the Major Studies of the Abilities, Competencies and Skills of the Principal

Proficiencies CSDE Dutiweiler & Gottfredson & Lyons {1861 MeCurdy NAESP (1586) Sashkin (1987) Sashiin & Valentine &
Hovd (1887) Hybl (1986) {1583} Huddle {1868) Bowman 1886
LEADERSHIP
Defining Direction .
1. Exervises vision in defining the school ] v v : Y y v
ruission and goals
2. Effectively and clearly communicates goals
within and without the school commnity v v \ v ¥ v v
3. Sets high expectations and standards for 4 y J \ J
attainment of school goals
4. Identifies and analvzes relevant information
TESQUNCeSs
5. Provides incentives to excel for both teachers y N) N Y
and students
N 6. Communicates clearly and persuasively y v v v o v
141
7. Serves as arole model ,J \( \( v .J
Insiruciional Development
school dwa to identify areas for instructional
and program development
10. Uses knowladge of research in curriculum v v v v ‘j v y
and instruction lo indtiate school improvement
11. Evaluates professional and staff
conmcivgy Fippon v v v y v J v y
12. Coaches teachers to enhance their instruc- vV 3 J N} ¥ y N Y
tional effectiveness
13. Engages in a program of ongoing profes- ‘j ) v \1
sional development

-
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The Connecticut Principals’ Academy
Proficiencies of the Effective Principal Crass -Referenced to the Major Studies of the Abilities, Competencies and Skills of the Principai

Proficiencies CSDE Dutiwefor 8 Gottiredson & Lyons (1981 McCurdy  NAESP (1986)  Sashién (1987) Sashkin & Valentine &
Hord {1987) Hyb! (1986) {1883) Huddle {(1988) Bowman 1886
HUMANRELATIONS
Consideration
1. Gives specific and frequent feedback v v v v v
15. Maintains positive school climate through the J ‘J
use of humor
Collabaration
17. Fosters teamwark and collegiality \, \[ v \I “{ “l '4 ‘1
18. Elicits participation in decition making Y N ¥ N N y N
19. Facilitates and resal
n contlicr e y Y v v Y Y
20. Encourages participaiosy leadersitip on the !
Encoungspe Y y v J y y '
21. Listens to others v v v |
r-
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The Connecticut Prircipals' Academy
Proficiencies of the Effective Principal Cross -Referenced to the Major Studies of the Abilities, Competencies and Skitls of the Principal

Proficiencles CSDE Dutiwoller & Gotttredson & Lyons (16881 McCurdy INAESP (1986} Sashkin (1987)  Sashkin & Valentine &
Hord {1587) Hyb! {1986) {1983) Huddle (1583) Bowman 188§
MANAGEMENT
School Program Mansgement
23. Seeks and allocates appropriate resources ‘J 4 ‘/ 4 \
(materials, money, time) to support curricuium
24. Implements school programs within the y ¥ ¥ v y v v
canfines of district goals and policies
25. Schedules curricular and co-carriculir activitics Y v v v ) v \
efficiently and effectively
26. Understands and applies knowledge of crgani- N \l \’ ‘j N 'J
zations snd community politics in generating
support for the schoo!
27. Fosters commmnity support for the school and N V v v y \ ¥
N its programs
~N
Ruler and Reguiotions
28. Identifies norus, guidelines, and procedures for ‘} V \’ "f ¢ \ \’
school operation
29. Develops clear school rules v v v v Y v v
30. Develops an effoctive discipline policy ¥ v v v v v )
31. Accepts responsibility for in-school behavior of \’ )
students, teachers, and staff.
General Operations | i | v ¥ v v v
32. Monitors the overall operation of the school
33, Ensures that the phrysical plant s kept in good y N N N v y N
order
35. Maintains a visible presence in ‘he school v v v )
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PRINCIPALS® SURVEY

Studies of effective schools have cited the rolc of the principal as being
critical to school success. However, the literature does not provide sufficient
information as to those behaviors which are key to a principal’s effectiveness. The
purpose of this study is to identify those behaviors which principals in Connecticut
believe are essential to their effectiv —es<. Please take a few moments from your
hectic end of the year schedule to help us in this regard by completing this survey.

Demographic Data
Please complete the background information items listed below:

1. Education Background (check highest degree eamed):

___BA/BS —___PhD./E4.D.
— MA/MS 6th year diploma/30 credits
Other: (explain)

2. Gender:

Female Male

3. Experience:
__ Years in educational administration Years in current position

4. Level of Assignment: (check the one that best describes)

elementary junior high
middle school senior high

6. School size (total number of students):

28 8




Directions

Listed below are a series of behaviors taken from the literature on the principalsiup. Picase
review each behavior. Then indicate fiow important the behavior is 1o your effectiveness in
yeur current pesition. Use the scale below when rating each behavior.

Importance
very low low medium high very high
1 2 3 4 5

How important is 2ach of these behaviors to your effectiveness in your current position?

’k\)

© N s W

10.
11.
12.
13

14,

1S.
16.

17.
18.
19.
20.

19
[ %)

Sets high expectations and standards for attainment of school goals
exercises vision in defining the school mission and goals

Gives specific and frequent feedbaclk

Demonstrates instructional leadership

Provides incentives to excel for both teachers and students
Maintains positive school climate through the use of humor
Communicates clearly and persuasively

Identifies norms, guidelines, and procedures for school operation

Collects, analyzes, and interprets student and school data
to identify areas for instructional and program improvement

Plans and prepares an appropriate budget and manages funds effectively
Develops clear school rules
Monitors student achievement

Identifies and analyzes relevant information before making
decisions or commutting resources

Seeks and allocates appropriate resources
(materials, money, time) to support curriculum

Implements school »rograms within the confines of district goals and policies

Uses knowledge of research in curmiculum and
instruction to initiate school improvement

Accepts responsibility for in-school behavior of students, teacher, and staff
Identifies and uses a variety of strategies for achieving school goals
Engages in program of ongoing professional development

Uses long and shoit term planning strategies

Encourages, recognizes, and praises accomplishments
of students, teachers, and staff

Fosters teamwork and collegiality

19
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Importance j
very low low medium high very high
1 2 3 4 h}

How important is each of these behaviors to your effectiveness in your current position?
Rating

23. Effectively and clearly communicates goals
within and without the school community

24. Promotes a sense of caring and respect for others

25. Develops an effective discipline policy

26. Elicits participation in decision making

27. Facilitates group processes and resolves con“icts

28. Serves as a role model

29. Schedules curricular and co-curricular activities efficiently and effectively

30. Understands and applies knowledge of organizations
and community politics in generating support for the school

31. Protects instructional time

32. Maintains a visible presence in the school

33. Ensures that the physical plant i. kept in good order
34. Monitors the overall operation of the school

35. Considers needs and feelings of students, staff,
and parents when making decisions

36. Demonstrates effective personnel management practices
(selection, inservice, assignment)

37. Coaches teachers to enhance their instructional effectiveness B
38. Encourages participatory leadership on the part of the staff
39. Fosters community support for the school and its programs
40. Evaluates professional and support staff constructively

41. Listens to others

Thank You fo- Returning Me

Please retum your survey in the self-addressed envelope provided.
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The Ceonnecticut Principais' Academy

Francis Baran, Principal
Valley Regional High School
Deep River

John Barnes, Superintendent
Cheshire Public Schools
Cheshire

Donald Berkowitz, Principal
Windham High School
Willimantic

Leonard Berliner, Principal

Barbour Elementary School
Hartford

Deborah Borton, Principal
Valley View Elementary School
Portland

Jeffrey Bouchard, Manager
AETNA Institute
Hartford

Seima Cohen, Representative
CABE
Fairfield

Paula Colen, Representative
Regional Education Service Centers
EASTOONN

L. Paul Copes, Superintendent
Bloomfield Public Schools
Bloomfield

Joseph Couture, Principal
Amity Regional Junior High School
Orange

James Forcellina, Principal
Brien McMahon High School
Norwalk

Thomas Galvin, Principal
Berlin High School
Berlin

Delilah Gomes, Dean of Studies
West Haven High School
West Haven

Advicory Board Members

September 1988 to February 1990

Patricia Hatch, Principal
Naubuc School
Glastonbury

Euge~z Hormrigan, Principal
Skepaug Valley High Schoel
Waeshington

Marilyn Horton, Ficld Sevvices Director

CREC
Bicomfield

Marion Inman, Principal
Hart School
Stamford

Andrew Jakab, Director
H.C. Wilcox RVTS
Meriden

Thomas James, Superintendent
Pomfret Public Schools
Pomfret

Robert Kranyik, Professor

University of Bridgeport
Bridgeport

Lois Libby, Rep esentative
Regionsal Education Service Centers
CES

Nancy Lischko, Principal
Samuel Staples Elementary School
Easton

Walter Machowski, Principal
Marlborough Elementary Scheol
Marlborough

Helen Martin, Principal
Ina E. Driscoll School
Wilton

James McKenns, Principal
Lyman Memonisl High School
Lebanon

Jane Moncheski, Principal

Hindley Elementary School
Darien
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Nena Nanfeldt, Principal
Nathan Hale School
Meriden

Maric Oddi, Principal
Beecher Rosd School
Woodbridge

Nelson Quinby, Principal
Joel Barlow High School
Redding

Charles Rogers, Principal
Middlefield Memorial Schoo!
Middleficld

Carol Sarabun, Principal
New Lebancn Elementary School
Greenwich

Mark Shibles, Professor
University of Connecticut
Storrs

Ralph Sloan, Superintendent
Norwalk Public Schools
Norwalk

R. Stephen Tegarden, Superintendent
Glastonbury Public Schools
Glastonbury

William Tinkler, Principal
Roosevelt School
Bridgeport

Roberi Tucker, Presiden:
Tucker Associates
New Haven

John Voss, Principal
Pomperaug Regional High School
Southbury

Carol Wheeler, Principal
Jack Jsckter Elementary School
Colchester



The
Connecticut
Principals’
Academy

Mission: To offer professional, ir.tellectual,
and personal growth experiences for principals
in order to improve student learning.

Founded 1985
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