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SECTION 1

With the passage of Senate Bill 10-191 (S.B. 191) during the 2010 
legislative session, Colorado embarked upon a sweeping revision 
of its approach to evaluating the performance of Principals, Teach-
ers, and other licensed education professionals. All Colorado dis-
tricts and BOCES must implement an evaluation system that 
aligns with the teacher and principal Quality Standards and the 
State Board Rules by July 2013. SB 191 requires:

• Annual evaluations for all teachers and principals

• Evaluation based on statewide Quality Standards defining what 
it means to be an effective teacher or principal; the professional 
practice Quality Standards account for half of an educator's an-
nual evaluation.

• The other half of an educator's annual evaluation is based on 
the Quality Standard that measures student learning over time.

• Non-probationary status (tenure) is earned after three consecu-
tive years of demonstrated effectiveness.

• Non-probationary status is lost after two consecutive years of 
ineffective ratings

S.B. 191 was designed to make the licensed educator evaluation 
process more comprehensive, professionally useful, and focused 
on student achievement. S.B. 191 requires that Colorado school dis-

tricts transform current evaluation processes that focus primarily 
on compliance into more rigorous and supportive processes that 
provide for continuous professional learning and improvement. 
Anticipating that the development of high quality, rigorous, fair 
and equitable evaluation systems would be arduous and therefore 
could pose challenging for some of Colorado’s districts, the Colo-
rado Department of Education (CDE) has created a model system 
that was made available to all school districts in the state. The 
Weld Re-5J School District has adopted the state’s model system 
for evaluating principals and assistant principals and will use this 
system beginning with the 2013-14 school year.

Purposes of the Evaluation

The basic purposes of this system are:

• To ensure that all licensed personnel are evaluated using multi-
ple, fair, transparent, timely, rigorous, and valid methods, fifty 
percent of which evaluation is determined by the academic 
growth of their students;

• To ensure that all licensed personnel receive adequate feedback 
and professional development support to provide them a mean-
ingful opportunity to improve their effectiveness; and

Overview
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• To ensure that all licensed personnel are provided the means to 
share effective practices with other Educators throughout the 
state.

Requirements for the Model Evaluation System for Principals 
and Assistant Principals

All evaluation systems in Colorado must adhere to the same qual-
ity standards to determine performance levels and adhere to re-
quirements that will ensure accurate measurement and analysis of 
data; at the same time, local communities will make important deci-
sions about the “how” of evaluation that can be tailored to fit local 
objectives and needs. The Colorado Model Evaluation System for 
Principals and Assistant Principals is a high- quality, 
implementation-ready system with associated tools and supports 
available to all of Colorado’s school districts. The Colorado Depart-
ment of Education will support pilot districts during the pilot test 
and rollout period of implementation to ensure that the resulting 
state model system is workable in and credible to the field, adapt-
able for use under the varying contexts represented by the collec-
tion of districts, and scientifically sound in terms of its psychomet-
ric properties.

Districts may choose to develop their own systems if they ensure 
that all required elements are included and state technical guide-
lines are met. Lessons learned from implementation of both the 
state model system and unique district systems will be integrated 
and used to improve the state model system at the close of the 
2011-15 pilot and rollout period.

Purposes of the Evaluation

The expected outcomes of Colorado’s principal/assistant principal 
evaluation system are found in the Licensed Personnel Perform-
ance Evaluation Act, as amended by S.B. 10-191 (CRS 22-9-101, et. 
Seq.) According to statute, the purposes of the evaluation are to:

• Serve as a basis for the improvement of instruction; 

• Enhance the implementation of programs of curriculum; 

• Serve as a measurement of the Professional Performance and de-
velopment of licensed personnel; and 

• Provide a basis for making decisions in the areas of hiring, com-
pensation, promotion, assignment, professional development, 
earning and retaining non-probationary status, dismissal, and 
non-renewal of contract. 
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SECTION 2

Key priorities inform every aspect of the Principal/Assistant Prin-
cipal Evaluation System. Successful implementation of the system 
is dependent upon attending to the priorities, which should be 
treated as assumptions or guiding principles for the evaluation 
system. They are stated here to emphasize their importance.

Priority One: Data Should Inform Decisions, but Human Judg-
ment Will Always Be an Essential Component of Evaluations

While the technical nature of this user’s guide may give the im-
pression that evaluation is a scientific process that relies solely on 
objective data, evaluations ultimately rely on the perception and 
judgment of individuals. Like other decisions that rely on human 
judgment, evaluations are subject to error and even bias. The proc-
esses and accompanying materials included in this guide are di-
rected towards the improvement of individual judgment and mini-

mization of error and bias. For example, it is absolutely essential 
that evaluators have adequate training to exercise judgment in a 
way that is fair. It is also essential that evaluators understand the 
various ways to measure performance and the benefits and limita-
tions of these methods, so they can make appropriate decisions 
about their implications. The most technically impressive evalua-
tion system will fail if the human aspects of the system are ne-
glected. The implementation of the recommended evaluation sys-
tem is designed to provide as much learning as possible about 
ways to inform human decision-making in order to make fair, reli-
able and credible judgments. In addition, the state and its districts 
will need to actively use data to identify when evaluations are in-
appropriate, inaccurate, or inconsistent.

Priority Two: The Implementation and Assessment of the 
Evaluation System Must Embody Continuous Improvement

Key Priorities for Colorado’s 
Educator Performance 
Evaluation System
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The model principal evaluation system will be implemented over 
a four-year period, with development and beta- testing activities 
beginning in 2011 and full statewide implementation in place by 
May 2015. The design of this pilot and rollout period is intended 
to capture what works and what doesn’t (and why), and provide 
multiple opportunities to learn from failure and to spread suc-
cess. In that spirit, the state will monitor and act on the following:

• How well the model evaluation system addresses the purposes 
as articulated in S.B. 10-191; 

• What school districts do that works or does not work; 

• What other states do that works; 

• Changes in assessment practice and tools expected over the 
next few years, especially with respect to 
student growth; and 

• Partially Proficient research and best practice findings with re-
spect to educator evaluations. 

As more states and districts across the country experiment with 
improved performance evaluation systems for their educators, 
more evidence will arise that should continue to inform Colo-
rado’s system. The system described in this guide represents the 
best possible approach for measuring professional performance 
against Colorado’s Quality Standards for Principals, however it 
will be adjusted or adapted as new knowledge is made available 
either from the pilot and field tests or from similar experiences re-
ported by other states.

Priority Three: The Purpose of the System is to Provide Mean-
ingful and Credible Feedback That Improves Performance

The goal of Colorado’s performance evaluation system is to pro-
vide honest and fair assessments about educator performance 
and meaningful opportunities to improve. If evaluators simply 
label and sort educators but fail to provide teachers and leaders 
with actionable information and opportunities for improvement, 
the evaluation system will have failed in its purpose. Students 
will be limited in their ability to perform at their best, and educa-
tors will not receive the support they need.

The collection of information about educator effectiveness and 
feedback to educators will take place on an ongoing basis, and 
not be restricted to the dates and processes set for formal evalua-
tions. Teachers and principals should discuss instructional im-
provement frequently both formally and informally throughout 
the year. The performance evaluation system provides just one fo-
rum for such discussions.

Priority Four: The Development and Implementation of Educa-
tor Evaluation Systems Must Continue To Involve All Stake-
holders in a Collaborative Process

Change is always difficult, and communication is vital. Every 
stakeholder, from students and families, teachers, related service 
providers, administrators, school board members, and others, 
needs to be operating with the same information and with a clear 
picture of what the new system is, how it will be implemented, 
and how it will impact them. The new evaluation system and its 
goals of continuous learning provide opportunities to engage the 
parents and guardians of students and the students themselves in 
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a collaborative process to assure that every student has his or her 
best chance of graduating from high school and being prepared 
for academia or a career.

Priority Five: Educator Evaluations Must Take Place within a 
Larger System That Is Aligned and Supportive

Improving the ways educators are evaluated will lead to improve-
ment in their effectiveness and, in turn, to improved outcomes for 
students. For this to occur, evaluators must be part of a larger sys-
tem that is also effective.  Educator evaluation systems in which 
alignment occurs across all levels and components of the system, 
and among all positions being evaluated are most likely to be sup-
portive of educators and to lead to improvements in performance. 
School districts that use the Colorado Model Educator Evaluation 
System are committed to the process of ensuring that the educa-
tion system operates in a way that is coherent and supportive of 
both educator effectiveness and student outcomes.
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SECTION 3

Principals have many areas of responsibility. They are the holders 
of the school’s vision for itself and facilitators of the strategies 
needed to accomplish the school’s goals. They provide instruc-
tional leadership to their teachers, manage interpersonal dynam-
ics within the school and external relations outside the school, and 
oversee budget, human resources, and other operational func-
tions. Ultimately, the principal is held accountable for the success 
of the school.

Principals in Colorado will be evaluated on student growth as 
well as their demonstrated leadership abilities, including their abil-
ity to effectively support the teachers in their schools. The use of 
Professional Performance Plans will guide their professional plan-
ning, goal-setting, professional development, and evaluation crite-
ria. The Model Educator Evaluation System for Colorado Princi-
pals includes the following components:

The Statewide Definition of Principal Effectiveness:

Effective principals in the state of Colorado are responsible for the 
collective success of their schools, including the learning, growth 
and achievement of both students and staff. As the school’s pri-
mary instructional leader, effective principals enable critical dis-
course and data- driven reflection about curriculum, assessment, 
instruction, and student progress, and create structures to facili-
tate improvement. Effective principals are adept at creating sys-
tems that maximize the utilization of resources and human capi-
tal, foster collaboration, and facilitate constructive change. By cre-
ating a common vision and articulating shared values, effective 
principals lead and manage their schools in a manner that sup-
ports the school’s ability to promote equity and to continually im-
prove its positive impact on students and families.

The Seven Colorado Principal Quality Standards and Their Re-
lated Elements and Artifacts

Evaluation System 
Components
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This section provides Colorado’s principal quality standards, their 
associated elements, and examples of evidence that can be used to 
demonstrate performance on each.

Standard I: Principals demonstrate strategic leadership.

I. Vision, Mission and Strategic Goals: 
Principals develop the vision, mission, 
values, beliefs and goals of the school, 
collaboratively determining the proc-
esses used to establish these attributes, 
and facilitate their integration into the 
life of the school community.3 Princi-
pals engage all stakeholders in build-
ing a shared vision of student learning 
outcomes for the school community 
that reflects the State of Colorado’s 
definition of school readiness, and 
Colorado’s definition of postsecondary 
and workforce readiness, including 
student readiness for global citizen-
ship. They ensure that the school’s mis-
sion and strategic goals all directly sup-
port this vision of student success, in a 
way that is aligned with district priori-
ties.

II. School Improvement Plan: Principals 
ensure that the unified improvement 
plan provides the structure for the vi-
sion, values, goals, and changes neces-

sary for improved achievement and developmental outcomes 
for all students, and provides for tracking of progress based 
on data. Principals ensure that the school improvement plan 
is an actionable, meaningful plan that includes the implemen-

tation of strategies to identify and support stu-
dent engagement, healthy development, atten-
dance and successful completion of school for all 
students. The plan should be reviewed fre-
quently and revised to adjust strategies based on 
progress toward goals. The principal shall en-
sure that any school improvement plans are 
aligned with and mutually supportive of each 
other and existing district plans.

III.Leading Change: Principals collaboratively 
develop a vision and implementation strategies 
for improvements and changes which result in 
improved achievement and developmental out-
comes for all students. Principals demonstrate 
the ability to effectively manage organizational 
change, developing! and fostering a collabora-
tive culture that inspires innovation, creativity, 
and continuous school improvement. They 
model self-awareness, reflective practice, trans-
parency and ethical behavior. Principals analyze 
organizational practices and make changes as 
necessary based on a review of data. They under-
stand the implications of changes for the school 
community, and demonstrate flexibility and 
adaptability. Principals can clearly define and 
communicate challenges to all stakeholders in 
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their school community and can implement problem-solving 
strategies to seek positive solutions to school challenges.

IV. Distributive Leadership: Principals create and utilize proc-
esses to distribute leadership and decision making through-
out the school. Where appropriate, they involve staff, parent/
guardians and students in decisions about school governance, 
curriculum and instruction. Principals build internal capacity 
by creating opportunities for staff to demonstrate leadership, 
by assuming decision-making roles both inside and outside of 
the school.

Standard II: Principals demonstrate instructional leadership

I. Curriculum, Instruction, Learning, and Assessment: Princi-
pals enable school-wide conversations about standards for 
curriculum, instruction, assessment, and data on student 
learning based on research and best practices, and ensure that 
the ideas developed are integrated into the school’s curricu-
lum and instructional approaches. Principals demonstrate cur-
rent knowledge of research in teaching, learning and child de-
velopment, and ensure that their schools provide a compre-
hensive education that promotes cognitive, physical, mental, 
social emotional health and growth. They ensure that an age-
appropriate curriculum consistent with the Colorado Aca-
demic Standards is taught and monitored through effective 
formative assessment practices, and the use of summative as-
sessments. They engage staff in developing knowledge about 

student development, curriculum, instruction, assessment 
and analysis and use of data in order to establish and achieve 
high expectations for students. Principals ensure high expecta-
tions for all students, including students identified as gifted, 
students with disabilities, and students considered “at risk” 
of school failure.

II. Instructional Time: Principals create processes and schedules 
which maximize 
instructional, col-
laborative, and 
preparation time. 
They ensure that 
teachers and 
other adults work-
ing with students 
have time, struc-
tures, opportuni-
ties and the expec-
tation of plan-
ning, working, re-

flecting and cele-
brating together to improve instructional practice.

III. Implementing High-Quality Instruction: Principals support 
teachers through feedback and appropriate professional devel-
opment in order to ensure that rigorous, relevant, and appro-
priate instruction and learning experiences, aligned across P-
20, are delivered to and for all students. They demonstrate 
current knowledge of best practices in PK-20 instruction and 
assessment, and are able to monitor delivery of high-quality 
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instruction. They encourage and support teachers in utilizing 
research- based methods to develop and employ multiple in-
structional approaches; developing personalized learning op-
portunities for diverse learners; planning lessons that allow 
students to apply and demonstrate learning connections in 
creative and meaningful ways; integrating technology and for-
mative assessment! practices into instruction to increase stu-
dent engagement and learning; and using multiple methods 
of progress monitoring to track student learning and adjust 
instruction as needed. Principals ensure that the school’s 
structures and daily schedules are supportive these instruc-
tional goals. They are good listeners and coaches and are able 
to give and receive feedback.

IV. High Expectations for All Students: Principals hold all staff 
accountable for setting and achieving rigorous performance 
goals for all students, and empower staff to achieve these am-
bitious student outcomes. Principals make available to the 
school community, as appropriate, data about student per-
formance. Principals actively engage the school community to 
interpret and respond to available data on student achieve-
ment and other performance indicators. Principals collect and 
analyze available data regularly to monitor progress and 
make appropriate adjustments designed to improve perform-
ance outcomes. Principals ensure that data are turned into 
meaningful information that can be used by teachers, stu-
dents and parents/guardians to identify goals, implement 
evidence-based strategies, monitor and evaluate the impact of 
instructional programs, and promote organizational learning.

Standard III: Principals Demonstrate School Cultural and Equity 
Leadership

I. Intentional and Collaborative School Culture: Principals ar-
ticulate and model a clear vision of the school’s culture, and 
involve students, families, and staff in creating a climate that 
supports it. Principals articulate a strong and clear vision for 
the school’s culture, and foster broad ownership among the 
school community for that vision. Principals deploy school 

structures 
in a man-
ner the sup-
ports the 
culture. 
They build 
relation-
ships that 
create a 
trusting, 
collabora-
tive, inno-
vative, re-
spectful 
and sup-
portive 
school cul-

ture where teachers want to work, students want to learn and 
all families feel welcomed and empowered to help their stu-
dents succeed.
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II. Commitment to the Whole Child: Principals value the cogni-
tive, physical, mental, social, and emotional health and 
growth of every student. Principals build a school culture that 
supports comprehensive education that promotes cognitive, 
physical, mental, social and emotional health and growth of 
students. They engage school and community-based re-
sources to support students and their families.

III. Equity Pedagogy: Principals demonstrate a commitment to a 
diverse population of students by creating an inclusive and 
celebratory school culture, and provide direction in meeting 
the needs of diverse student talents, experiences, and chal-
lenges. Principals ensure that all adults in the school have 
high expectations for all students, and believe that all stu-
dents can reach those high expectations. They support the use 
of a variety of teaching styles designed to meet the diverse 
needs of individual students. Students’ individual back-
grounds are valued as a resource, and principals advocate for 
approaches to instruction and behavioral supports that build 
on student strengths.

IV. Efficacy, Empowerment, and a Culture of Continuous Im-
provement: Principals and their leadership team foster a 
school culture that encourages continual improvement 
through innovation, risk-taking, and an honest assessment of 
outcomes. Principals foster a school culture which supports 
and celebrates ongoing efforts at improvement through inno-
vation and risk-taking. They facilitate candid discussions 
with the school community about student achievement and 
other performance indicators. They recognize the achieve-
ments of individuals and the school as a whole while ac-

knowledging areas needing improvement by modeling self-
awareness, transparency and ethical behavior.

Standard IV: Principals Demonstrate Human Resource Leadership

I. Professional Development/Learning Communities: Princi-
pals ensure that the school is a professional learning commu-
nity that provides opportunities for collaboration, fosters 
teacher learning, and develops teacher leaders in a manner 
that is consistent with local structures, contracts, policies, and 
strategic plans. Principals communicate regularly about the 
changing context for teaching and learning, and create a col-
laborative culture and overall structure for on-going learning 
that fosters teacher learning and develops teacher leaders.

II. Recruiting, Hiring, Placing, Mentoring, and Dismissal of 
Staff: Principals establish and effectively manage processes 
and systems that ensure a high-quality, high-performing staff, 
including an overall count and percentage of effective teach-
ers that reflects the school’s improvement priorities. Princi-
pals include in their professional development plan explicit 
reference to the ways in which they intend to address the 
counts and percentages of effective teachers in the building.  
They recruit, retain and support high quality and effective 
teachers and staff, and implement a systemic process for com-
prehensive, effective, and research-based professional devel-
opment, coaching and mentoring that is differentiated for 
adults to support student learning. As appropriate, principals 
create school-wide structures that ensure that teacher candi-
dates and other educator interns provide support for stu-
dents, and increase embedded professional learning opportu-
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nities for experi-
enced educators in 
the school. They 
demonstrate the 
ability to dismiss 
staff members 
who are ineffec-
tive or otherwise 
unsatisfactory af-
ter plans for pro-
fessional improve-
ment and support 
have proven un-
successful.

III.Teacher and 
Staff Evaluation: 
Principals evalu-

ate staff perform-
ance using the district’s educator evaluation system in order 
to ensure that teachers and other staff are evaluated in a fair 
and equitable manner with a focus on improving perform-
ance and, thus, student achievement. They implement a sys-
temic process for evaluation of all staff members that leads to 
the continuous improvement of performance. For teachers, 
this includes the provision of frequent and timely feedback 
and supports. Principals recognize and celebrate quality teach-
ers, and provide professional development coaching for teach-
ers needing support in order to improve instruction and stu-
dent learning outcomes.

Standard V: Principals Demonstrate Managerial Leadership

I. School Resources and Budget: Principals establish systems for 
marshaling all available school resources to facilitate the 
work that needs to be done to improve student learning, 
achievement, and healthy development for all students. They 
implement effective operational systems to use time, person-
nel, technology and resources to support student learning. 
Within the parameters of the district and economic environ-
ment, principals ensure that all school operation systems are 
managed according to principles of business management, 
budgeting and accounting practices.

II. Conflict Management and Resolution: Principals effectively 
and efficiently manage the complexity of human interactions 
and relationships, including those among and between 
parents/guardians, students, and staff. They demonstrate 
awareness of potential problems and areas of conflict within 
the school, and create processes to resolve areas of conflict 
which allows diverse interests to be heard and respected. Us-
ing a creative problem solving approach, principals resolve 
conflicts to ensure the best interest of students and the school. 

III. Systematic Communication: Principals facilitate the design 
and utilization of various forms of formal and informal com-
munication with all school stakeholders. Principals communi-
cate the school’s distinctive learning environment and stu-
dent learning results in an open and transparent manner, in 
order to attract parent and community support. 

IV. School-wide Expectations for Students and Staff: Principals 
understand the importance of clear expectations, structures, 
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rules, and procedures for students and staff. They promote 
cultural competence among teachers, staff and students, and 
foster respects for individual needs and differences among 
students, staff and families. Principals design and implement 
a plan for proac-

tive student dis-
cipline that ad-
dresses discrimi-
nation, harass-
ment and bully-
ing, and safe-
guards the val-
ues of democ-
racy, equity, citi-
zenship, patriot-
ism, and diver-
sity among stu-
dents, staff and 
parents/
guardians.

V.Supporting 
Policies and 

Agreements: Principals familiarize themselves with state and 
federal laws, and district and board policies, including negoti-
ated agreements, and establish processes to ensure they are 
consistently met.

Standard VI: Principals Demonstrate External Development Lead-
ership

I. Family and Community Involvement and Outreach: Princi-
pals design structures and processes which result in family 
and community engagement, support, and ownership of the 
school. They create a culture of engagement and communica-
tion with families and community to build relationships that 
support students and families to improve student learning, 
achievement and healthy development, and school perform-
ance. Principals engage parents/guardians in understanding 
and taking part in activities to improve their student’s learn-
ing, and partner with school- and community-based re-
sources to sup-
port students 
and their fami-
lies. They 
build and sus-
tain school 
community 
partnerships 
with busi-
nesses and 
other civil and 
social organiza-
tions to ensure multiple learning opportunities for students.

II. Professional Leadership Responsibilities: Principals strive to 
improve the profession by collaborating with their colleagues, 
district leadership, and other stakeholders to drive the devel-
opment and successful implementation of initiatives that bet-
ter serve students, teachers, and schools at all levels of the 
education system. They ensure that these initiatives are consis-
tent with state and federal laws, district and board policies, 
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and negotiated agreements where applicable. Principals act as 
leaders in the field to influence local/district/state or national 
decisions that have an effect on student learning.  They are 
aware of state and federal laws, and district and board poli-
cies including negotiated agreements, and ensure that the pro-
tocols and processes they adopt in their schools are consistent 
with these requirements. As necessary they advocate for 
changes that better serve students, teachers and schools. They 
establish and maintain systems to protect the confidentiality 
of student records and family communications.

III. Advocacy for the School: Principals develop systems and rela-
tionships to leverage the district and community resources 
available to them both within and outside of the school in or-
der to maximize the school’s ability to serve the best interests 
of students and families. Principals look for ways to leverage 
and develop district and community resources at their dis-
posal, and to advocate for what they need to meet the needs 
of their schools. They understand and work collaboratively 
within the governance structure of the school, including with 
district leadership and the local school board, where consis-
tent with local district practice, in order to improve governing 
relationships and develop clarity about each body’s roles and 
responsibilities in educating students.

Standard VII: Principals Demonstrate Leadership around Student 
Growth

I. Student Academic Achievement and Growth: Principals take 
responsibility for ensuring all students are progressing to-
ward post-secondary and workforce readiness by high school 

graduation. Principals prepare students for success by ensur-
ing mastery of Colorado Academic Standards, including 21st 
century skills.

II. Student Growth and Development: Principals take responsi-
bility for facilitating the preparation of students with the 
skills, dispositions, and attitudes necessary for success in post-
secondary education, work, and life, including democratic 
and civic participation.

III. Use of Data: Principals use evidence to evaluate the perform-
ance and practices of their schools, in order to continually im-
prove attainment of student growth.
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Measurement Framework

The measurement framework provides a body of evidence concern-
ing principal performance, including:

I. Measures of leadership practice (Standards I-VI) that include 
teacher and staff perceptions and the distribution of effective-
ness ratings of teachers in the school, and that may include 
multiple other measures

II. Multiple measures of student academic growth and achieve-
ment (Standard VII) that include measures contained in the 
School Performance Framework and at least one other meas-
ure, and that are consistent with student growth measures 
used to evaluate teachers in the school

III. Procedures for weighting measures of performance that en-
sure that measures of student growth and achievement repre-
sent at least 50 percent of total performance measures

IV. Procedures for conducting evaluations that ensure that data is 
regularly collected, associated feedback and improvement op-
portunities are regularly provided, and principals receive a 
formal evaluation and performance standard designation by 
the end of each academic year

The state scoring framework that assigns principals to perform-
ance standards based on their measured effectiveness, developed 
by the State Council for Educator Effectiveness illustrates the rela-
tionships of the system components and the weight the profes-
sional practice plays with respect to student growth. This docu-
ment deals wholly with professional practice and the determina-
tion of principal and assistant principal ratings on Quality Stan-

dards I through VI. As illustrated, Standard VII will be included in 
the measure of Student Growth.
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Colorado’s Model Educator Evaluation System for Principals and Assistant Principals is built upon this definition as well as on the stan-
dards discussed in the previous section. This manual describes the components, processes, and materials needed to adequately implement 
the system and provides examples of completed evaluations for principals at different levels of performance. As Exhibits 3 and 4 illustrate, 
the evaluation system consists of 9 steps, beginning with training and ending with the development of school goals and an individual profes-
sional performance plan for the subsequent year. In addition, Exhibit 5 provides an annual timeline for completion of each of these steps and 
Exhibit 6 explains the responsibilities for the evaluator and evaluator before, during, and after each step in the evaluation process.










