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Reviews principal performance 
objectives and provides 
constructive feedback on them, 
but does little more to monitor 
progress towards achieving these 
goals.

Provides feedback to principals 
from observations.

Implements appraisal system but 
does not track multiple measures 
for most principals.

Establishes deadlines for project 
completion and item submission but 
does not follow up or hold people 
accountable to expectations.

Recognizes under--performing 
principals through regular and 
ongoing talent reviews and 
provides feedback, but does not 
develop growth improvement plans 
with them.

Mentors new principals and 
provides support and guidance as 
needed, but does not do so in a 
systematic way.

Revisits principal performance 
vis-à-vis principal goals and 
targets throughout the year 
and progress monitors.

Provides feedback from 
multiple sources (observations, 
informals, site visits), but 
feedback is limited to only a 
few times a year and does not 
include analysis of data.

Uses multiple measures in 
appraisal system but does not 
link performance to student 
achievement data.

Establishes deadlines and 
holds people accountable 
to meeting them through 
appropriate personnel actions.  

Develops growth improvement 
plans with principals but 
does not monitor progress 
frequently or provide regular 
feedback on improvement to 
course-correct accordingly.

Establishes a regular meeting 
schedule and designs agenda 
around pertinent topics; 
provides feedback and support 
as needed.

Plans principal observations and 
feedback specifically around the goals 
and targets a principal has set for 
himself or herself, and revisits them 
regularly throughout the year.

Principals receive timely and valuable 
feedback from multiple sources. 

Incorporates multiple measures in 
appraisal and includes evidence of 
student and teacher learning.

Establishes deadlines and project 
completion dates, holds people to 
them, and these processes drive 
principals’ work by focusing them 
around key priorities.   

Develops growth improvement plans 
with principals, establishes a regular 
check-in and monitoring schedule, 
coaches principals in areas of growth, 
and provides ongoing feedback 
around improvement progress. 

Establishes regular coaching sessions 
around specific learning goals for new 
principals; provides ongoing support 
and guidance, and is always available 
for immediate guidance.

1. Number of observations 
and site visits that are 
explicitly linked to principal 
goals. 

2. Number of meetings held 
with principals to review 
progress towards established 
goals.

1. Number of feedback 
summaries provided in a 
timely manner.
                
2. Number of sources from 
which feedback is given.

 
1. Number of principal 
evaluations that reflect 
progress towards 
performance goals.

1. Number of schools who 
meet systemic deadlines for 
priority action items.

1. Number of growth 
improvement plans in  
relation to the talent  
reviews. 

1. Number of new principals 
receiving monthly coaching 
sessions around specific 
learning goals, support and 
guidance.

1. 90% of observations/site 
visits are explicitly linked to 
principal goals. 

2. 100% of principals 
receive quarterly check-in 
meetings around goals.

1. 90% of principals receive 
feedback within 1 week after 
site visit. 

2. 100% of principals 
receive feedback from 
multiple sources during 
year. 

1. 100% of principal 
evaluations reflect tracking 
of school performance 
goals. 

1. 100% of schools meet 
systemic deadlines for 
priority action items. 

1. 100% of under-performing 
principals have growth 
improvement plans with 
regular check-in, monitoring, 
and on-going explicit 
feedback on performance 
progress.

1. 100% of new principals 
receive monthly coaching 
sessions with explicit 
feedback and action steps.
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Analyzes each school’s FAS/MSA 
data and identifies gap areas, but 
does not regularly discuss gap 
areas with principals except at 
PMAPP.

Reviews and provides feedback 
on a school’s improvement plan 
but does not align site visits and 
feedback to the plan. 

Observes schools around 
implementation of school 
improvement activities, but 
not does not set expectations 
or targets for incremental 
improvement throughout the year.

Provides ideas and guidance 
around how best to accomplish 
goals of school improvement 
plan, but this generally takes the 
form of suggestions with little 
accountability. 

Analyzes FAS/MSA data and 
meets with principals quarterly 
to performance plan around 
the data after PMAPP.

Integrates school improvement 
planning with observation and 
feedback, but does not refer 
back to it often throughout the 
school year or monitor very 
closely.

Plans site visits that include 
a data analysis conversation 
with principal, observation of 
successful implementation 
of school improvement plan, 
and follow up planning around 
areas in need of improvement. 

Actively works with the school 
leadership team on improving 
instruction by identifying 
instructional gap areas, and 
then helps design PD to be 
implemented by the school.

Analyzes multiple data sources 
regularly with principals (e.g. 
common assessments, FAS, unit 
tests) and progress monitors around 
improvement in between PMAPP 
sessions.

Seamless integration of school 
improvement plan and site visits; 
feedback is centered around 
specific components of a school’s 
improvement plan. 

Analyzes data and implementation 
of school improvement actions, sets 
concrete and measurable targets 
for improvement to be completed by 
the next site visit, and follows up to 
ensure that targets are met.

Actively works with the school 
leadership team on improving 
instruction by connecting school 
with content experts, participating in 
learning walks, observing PD, and 
providing critical feedback with clear 
measurable targets for change. 

1. Number of principals 
who receive data coaching 
sessions that results in action 
steps for school improvement.

1. Number of site visits that 
align to, and reference, a 
school’s specific school 
improvement plan. 

1. Number of feedback 
summaries that contain 
concrete and measurable 
targets for improvement.

1. Number of feedback 
summaries that provide 
concrete action steps with 
measurable targets.

1. 100% of principals 
receive regular data 
progress monitoring and 
data coaching as part of ID 
site visit schedule.

1. 90% of site visits align to, 
and reference, a school’s 
specific school improvement 
plan as part of the feedback.

1. 100% of implementation 
site visits result in concrete 
targets for improvement by 
next site visit.

1. 100% of instructional 
walk-through visits result in 
concrete action steps with 
measurable targets.
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Ensures that all principals 
complete a talent review 
chart of their staff, but 
does little more in the way 
of reviewing or monitoring 
the chart, both for 
accuracy and for action.

Collects principals’ 
observations of teachers 
to ensure compliance with 
evaluation deadlines and 
other COMAR regulated 
criteria, but does not 
analyze observation data 
in any systematic way.

Provides management 
and labor relations 
guidance to principals 
dealing with under- 
performing teachers.

Monitors teacher 
absenteeism and leave 
use overall in each 
school, but does little 
with this data.

Tracks probationary 
teachers receiving tenure 
but does not influence 
process.

Reviews principals’ talent 
review chart regularly and 
often with principals to 
determine status of teacher 
effectiveness, but generally 
uses only observational 
data in this process.

Regularly analyzes 
principals’ observations of 
teachers to ensure action-
oriented feedback is being 
given to under--performing 
teachers, and intervenes 
when this is not occurring.

Coaches principals 
through the evaluation 
process, reviews principal 
documentation and makes 
revisions; serves as a 
liaison between school and 
labor relations office. 

Monitors teacher 
absenteeism and leave 
use individually, as well 
as overall, but does not 
intervene when leave use 
is excessive. 

Sets some standards for 
probationary teachers to 
receive tenure but does 
not monitor closely.

Reviews principals’ talent review chart 
regularly and incorporates multiple 
measures in determining teacher 
effectiveness, including student 
achievement data and informal 
observation.

Regularly analyzes principals’ 
observations of teachers and holds 
principals accountable for meaningful 
feedback that accurately reflects the 
performance of all teachers; ensures 
growth improvement plans are being 
developed where needed; conducts 
informal observations of teachers 
for inter-rater reliability when doing 
walkthroughs to ensure accuracy of 
talent review.

Offers principals dedicated support 
for dealing with under- performers; 
conducts co-observations of under-
performing teachers with principals 
and models how to document 
feedback; regularly reviews principals’ 
documentation of under- performing 
teachers and uses a tracking document 
to monitor teacher progress.

Continually monitors leave use, and 
directly assists principals to intervene 
when sick and personal leave use is 
excessive. 

Sets high standards for probationary 
teachers to receive tenure and cross-
checks principal observations with 
other measures (e.g. FAS scores, 
attendance); conducts systematic 
monitoring of probationary teachers 
before granting tenure.

1. Number of talent review 
check-ins with principals, with 
or without student achievement 
and informal observational data. 

1. Number of teacher growth 
improvement plans in relation to 
the talent reviews. 

2. Number of site visits that 
capture informal observational 
data in relation to the talent 
review. 

3. Number of sessions with 
principals around quality of 
principal feedback to teachers.

1. Number of principals 
receiving quarterly reviews of 
under-performing teachers’ 
growth plans and tracking 
documents.

1. Number of principals 
receiving quarterly reviews of 
teacher attendance data. 

2. Number of principals 
receiving assistance with 
intervention.

1. Number of tenure review 
check-ins with principals, with or 
without multiple measures. 

2. Number of non-tenured 
teachers who receive outside 
observation for inter-rater 
reliability. 

1. 100% of principals receive 4 
talent review check-ins per year 
that include the application of 
student achievement data. 

1. 100% of under--performing 
teachers have growth 
improvement plans.

2. 75% of ID site visits capture 
informal observational data 
related to talent review. 

3. 100% of Cluster principals 
receive quarterly feedback on 
their feedback to teachers. 

1. 100% of principals receiving 
quarterly reviews of under-
performing teachers’ growth 
plans and tracking documents.

1. 100% of principals receive 
quarterly review of teacher 
attendance data. 2. 100% of 
principals in need of assistance 
receive it.

1. 100% of principals receive 4 
tenure review check-ins per year. 

2. 100% of non-tenured teachers 
have an outside observation (i.e. 
Performance Specialist) for inter-
rater reliability.
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Facilitates professional 
development for principals 
throughout the year but lacks 
focus and coherence from one 
PD session to the next.

Professional development is 
often system wide and does not 
link to individual performance or 
evaluation. 

Professional development is 
offered with little to no relevance 
to school needs. 

ID identifies areas of personal 
growth and performance 
improvement. 

Concentrates on core PD 
topics that provide principals 
with focus and alignment 
around their own professional 
learning efforts; however, this 
focus is largely driven by the 
school system and not the 
principals.

Aligns professional 
development for principals 
to their evaluation, but does 
not monitor for individual 
performance improvement.

Some school-based 
professional development is 
offered according to needs 
of school; performance 
improvement is not captured.

Establishes professional 
learning goals that are aligned 
to areas of growth, and works 
independently to pursue own 
professional learning.

Understands the diverse needs of 
principals and incorporates their own 
needs into a focused program of 
principal professional development.

Aligns professional development to 
evaluation process and monitors for 
individual performance improvement 
to determine effectiveness of 
professional learning.

Systems are in place that ensure 
professional development is done in 
connection to ID site visit results and 
a school’s teacher observation results, 
thereby reflecting the needs of school 
teams accurately. 

Identifies areas of growth through 
360° feedback and uses feedback 
to establish professional learning 
goals; pursues learning opportunities 
independently; solicits feedback from 
others on performance improvement 
efforts.

1. Number of PD plans for 
principals that include system 
priorities and individual 
principal learning needs.

1. Number of  principal 
evaluations that link explicitly 
to PD plans. 

2. Number of site visits that 
link to PD plans.  

1. Number of PD 
opportunities provided 
at schools that relate to 
ID site visit and teacher 
observations. 

1. Number of professional 
learning goals.

2. Number of goals 
established through 
feedback loops. 

1. 100% of principals 
receive a focused program 
of principal professional 
development.

1. 100% of evaluations link 
explicitly to PD plans. 

2. 75% of site visits link to 
principal PD plans.

1. 85% of PD opportunities 
at schools relate to ID 
site visit and teacher 
observation.

1. 100% of professional 
learning goals are 
established through 
feedback loops. 
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Reviews weekly Certify 
reports, but does not follow up 
systematically with principals to 
ensure data quality improvement.

Reviews the monthly special 
education report.

Establishes dates by which 
system compliance action items 
(i.e. Fire Drills, Child Abuse 
Trainings, etc.) will be completed 
and monitors school progress, but 
does not take action when schools 
miss deadlines.

Reviews each school’s student  
based budget for accuracy.

Responds in a timely manner to 
resolve expressed concerns.

Reviews Title I schools budgets 
periodically to ensure proper 
spending.

Monitors data quality 
through Certify and other 
processes and follows up 
with principals weekly.

Reviews the monthly 
special education report and 
establishes expectations 
for improving the number of 
IEPs out of compliance.

Follows up with schools 
around all school system 
compliance items; ensures 
that all schools in cluster are 
meeting deadlines.

Reviews each school’s 
student based budget, 
provides comprehensive 
feedback to principals for 
revision and follow up.

Resolves expressed 
concerns and tracks the 
nature of the concerns by 
school, but does not work 
to reduce the number of 
concerns in each building.

Provides feedback to 
principals on Title I budget 
choices; follows up to 
ensure that school is using 
money accordingly and in 
a timely manner; reviews 
Title I compliance items with 
principal sporadically.

Monitors data quality and holds 
principals accountable for quality 
improvement through the evaluation 
process.

Incorporates the special education 
monthly report into regular progress 
monitoring of principals; ensures 
a process whereby all IEPs and 
Evaluations are completed on time.

Focuses principals around meeting 
compliance deadlines through various 
communication processes; ensures 
that all schools in cluster are meeting 
deadlines; takes appropriate personnel 
action when schools fail to meet basic 
system compliance items.

Meets with each principal in advance 
of budgeting process to establish 
priorities for next school year; acts 
as a thought partner in the budgeting 
process; reviews budgets and provides 
comprehensive feedback prior to 
approval.

Resolves concerns; tracks the 
expressed concern data; and works 
with individual principals to reduce the 
number of expressed concerns at their 
building.

Integrates Title I compliance items 
into regular performance monitoring of 
principals; works cross-departmentally 
with Title I specialists to ensure budget 
is being spent properly.

1. Number of errors 
reported each week by 
Certify. 

1. Number of IEPs in 
compliance monthly. 

1. Number of School 
Operations items 
completed with fidelity 
by schools in cluster.

1. Number of Principals 
who report receiving 
timely and effective 
feedback, as measured 
by survey.

1.  Number of concerns 
responded to and/
or resolved within 48 
hours.

1.  Number of Title I 
schools in compliance 
with Title I spending.

1. 90% of schools achieve a 
score of 100 on their weekly 
Certify Report.

1. 90% of IEPs are in 
compliance each month. 

1. 100% of schools will have 
100% fidelity to School 
Operations items.

1. 100% of principals 
reporting that they received 
timely and effective 
feedback on  
their budgets. 

1. 100% of concerns 
responded to within 48 
hours. 

2. 80% of concerns resolved 
within 48 hours.

1. 90% of Title I schools 
in compliance with Title I 
spending.
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