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I. INTRODUCTION TO DPAS-II 
 

Purpose of the Delaware Performance Appraisal System II (DPAS-II) 
 

DPAS-II is Delaware’s statewide educator evaluation system.  As a statewide system, DPAS-II 
establishes consistent educator and student performance expectations and outcomes across all 
schools. There are three versions of DPAS-II: 
 

1. DPAS-II for Teachers 
2. DPAS-II for Specialists 
3. DPAS-II for Administrators (Assistant Principal, Principal, and District Leader) 

 
The three main purposes of DPAS-II are to assure and support: 
 

 Educators’ professional growth 
 Continuous improvement of student outcomes 
 Effective educators in every school building and classroom  

 

Role of DPAS-II for Administrators  
 

DPAS-II for Administrators supports professional growth by helping evaluators and administrators 
identify areas for growth and opportunities to enhance administrators’ skills and knowledge 
through:  
 

 Reflecting on practice and self-assessment 
 Working collaboratively with colleagues to improve curriculum, assessment, instruction, 

and other classroom practices 
 Conducting action research 
 Designing and piloting new instructional programs or techniques 
 Analyzing student and school data to shape programming and classroom instruction 
 Other learning opportunities 

 
DPAS-II for Administrators supports continuous improvement of instructional practice and student 
outcomes by helping evaluators and administrators monitor professional growth and student 
improvement.  Educational administration is a complex and ever-changing profession requiring 
an administrator’s commitment to continuously improve his or her practice and, in turn, student 
performance. Administrators need opportunities to try new tools, methods, and approaches for 
instructional leadership.  At the same time, these opportunities must be monitored to ensure that 
students are reaping the intended benefits. 
 
DPAS-II for Administrators assures effective administrators in every school building by helping 
evaluators and administrators select credible evidence about administrator performance. 
Evaluators use this evidence to make important decisions such as: 

 Recognizing and rewarding effective practice 
 Recommending continued employment and/or career growth opportunities 
 Recommending strategies and/or activities that will enhance administrator effectiveness 
 Developing a plan to improve administrator performance 
 Beginning dismissal proceedings 
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Who is evaluated through DPAS-II for Administrators? 
 

For the purposes of DPAS-II, administrators are defined as: 
 

 All licensed and certified administrators who oversee instruction. 
 It does not include those who supervise non-instructional aspects of school and district 

operations such as but not limited to, transportation, maintenance, finance, nutrition, 
discipline and personnel. 

 

Who evaluates administrators through DPAS-II for Administrators? 
 

Delaware Administrative Code, §108A requires all school districts and charter schools to evaluate 
administrators who oversee instruction using the DPAS-II Revised Guides for Administrators. 
Typically evaluators of administrators are their direct supervisors: district office supervisors and 
superintendents.   This regulation also requires all evaluators to complete DPAS-II training, as 
developed by the Delaware Department of Education, and to be credentialed by the Delaware 
Department of Education. 
 

A principal is to be evaluated by an individual who has successfully completed a DPAS II 
foundational training and successfully passed a credentialing assessment. Per Delaware 
Administrative Code 108A, until a credentialing assessment is established and implemented, 
those individuals who successfully complete the DPAS II foundational training will be permitted to 
evaluate administrators. Usually, this individual is the principal’s direct supervisor, so the term 
“principal supervisor” is used throughout this guide interchangeably with the terms “Credentialed 
Evaluator” and “evaluator.”  
 

The principal supervisor is responsible for completing all the steps in the cycle, from initial goal-
setting through summative ratings. They may, however, enlist others to participate in the cycle. 
For example, in a district with multiple principal supervisors, the supervisors might co-observe 
principals as part of the evidence collection process. 
 

Principal supervisors should prioritize the evaluation process by spending more time in 
schools conducting high-quality observations of practice and providing actionable 
feedback to principals. This will enable deep, professional conversations between the evaluator 
and the principal and guard against the evaluation process being merely a compliance exercise. 
 

Design of the Principal Supervisor Guide for Evaluating Principals 
 

This guide applies specifically to the performance appraisal of principals. Principals play a central 
role improving teaching and learning in Delaware schools and are crucial to student success. 
Research shows that strong principals have a powerful multiplier effect: they support effective 
teaching, build an achievement-based school culture, and align resources to meet goals that 
translate into student success. Principals account for 25 percent of a school’s total impact on 
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student achievement1 and can have a greater impact on all students than teachers because 
principals ensure effective instruction year to year across the entire school.2 
 

Principals are required to be assessed annually and their appraisal requires three discrete 
activities at minimum: a goal-setting conference, a mid-year conference and a summative 
conference (which includes summative ratings of overall performance). Across these steps, the 
appraisal cycle should focus on continuous improvement and professional growth, using data on 
practices and outcomes from one year to influence the professional conversations and priorities 
for the next year. 
 

Why is there no longer a distinction in the process between experienced and 
inexperienced administrators?  
 
The DPAS-II process focuses on continual growth and improvement for all principals, regardless 
of their level of experience. Having an annual evaluation fosters that emphasis. The rubric and 
appraisal process provide opportunity for detailed feedback at various levels of performance.  

 

The dates noted in each activity below establish a general evaluation timeline. Needs, schedules, 
and procedures vary among school districts and charter schools, so the dates represent a flexible 
range.  
 
The following are suggested target dates: 
 

Activity Timing Forms 

Goal-Setting Conference June – September3 Goal Setting Form 

Evidence Collection September – June (Optional Forms Provided) 

Mid-Year Conference Mid-Winter Mid-Year Form 

Summative Evaluation May – July Summative Evaluation Form 

 
This Guide describes the DPAS-II for Administrators Performance Appraisal System for 
Principals. Specifically, it outlines: 
 

Section II: The Five Components of Principal Performance Appraisal      
Section III: Goal-Setting 
Section IV: Collecting and Using Evidence 
Section V: The Mid-Year Conference 
Section VI: The Summative Evaluation 
Section VII: Determining a Pattern of Ineffectiveness 
Section VIII: Improvement Plan 
Section IX: The Challenge Process 
Section X: Forms 

 
In the appendices are additional resources. 

                                                           
1 Leithwood, K., Louis, K. S., Anderson, S., & Wahlstrom, K. (2004). How Leadership Influences Student Learning. New York, NY: Wallace 

Foundation; Marzano, R.J., Waters, T., & McNulty, B. (2005). School leadership that works: From research to results. Alexandria, VA: Association 
for Supervision and Curriculum Development. 
2 Branch, G., Hanushek, E. A., & Rivkin, S. G. (2012). Estimating the effect of leaders on public sector productivity: The case of school principals 

(pp. 45). Washington, D.C.: National Center for Analysis of Longitudinal Data in Education. 
3 For principals hired after September, the goal-setting conference should occur immediately after hiring, with evidence collection and remaining 

steps proceeding on the same time frame as for other principals. 



 

4 | P a g e  

 

 
The guide includes both the requirements for performance appraisal of a principal and 
recommendations and guidance for high quality implementation. By including both, the guide 
promotes a system of performance appraisal that sets high standards for principals, reflects best 
practices from the field and preserves some degree of local flexibility in implementation. 

 
 
 
Definitions 

 
Regulation 108A has an extensive list of definitions of terms relevant to principal evaluation and 
the evaluation of other administrators. Excerpted here are definitions of terms that are applicable 
to principals specifically and are identified in this guide. 
 
"Credentialed Evaluator" means the individual, usually the supervisor of the administrator, who 
has successfully completed the foundational DPAS II training and credentialing assessment in 
accordance with 10.0. (Per Delaware Administrative Code 108A, until a credentialing assessment 
is established and implemented, those individuals who successfully complete the DPAS II 
foundational training will be permitted to evaluate administrators) A superintendent or head of 
charter school shall be evaluated by members of the Board who shall also have successfully 
completed the DPAS II foundational training and credentialing assessment in accordance with 
10.0. The Credentialed Evaluator may also be referred to as "Evaluator". 
  
"DPAS II Revised Guides for Administrators" means the manuals that contain the prescribed 
forms, detailed procedures, evaluation criteria and other relevant documents that are used to 
implement the appraisal process. This guide, relating to the evaluation of principals, is one of the 
guides that the Department of Education is developing. 
 
"Goal-Setting Conference" means a meeting that occurs between the principal and the 
Credentialed Evaluator, typically in the summer or fall at the beginning of the annual appraisal 
cycle.  The meeting shall include but not be limited to establishing goals for the year and 
discussing areas of support, as described in this guide. 
 
"Improvement Plan" means the plan that an administrator and evaluator mutually develop in 
accordance with Section 8.0 of Regulation 108A. 
 
"Mid-Year Conference" means a meeting that occurs between the administrator and the 
Credentialed Evaluator, typically midway through the school year as part of the annual appraisal 
cycle. The meeting shall include but not be limited to discussion of progress toward goals and 
areas of support, as described in this guide. 
 
"Satisfactory Evaluation" shall be equivalent to the overall “Highly Effective” or "Effective" rating 
on the Summative Evaluation. 
 
“Sign” means an individual hand writing or typing their signature, initials, or declaring their 
consent on any documentation in paper copy or electronic form. 
 
"Student Achievement" means 
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(a) For tested grades and subjects: (1) Students scores on the state assessment system; and, as 
appropriate, (2) Other measures of student learning, such as those described in paragraph (b) of 
this definition, provided they are rigorous and comparable across classrooms. 
 
(b) For non-tested grades and subjects: alternative measures of student learning and 
performance such as student scores on pre-tests and end-of-course tests; student performance 
on English language proficiency assessments; and other measures of student achievement that 
are rigorous and comparable across classrooms. Such alternative measures shall be approved 
by the Department and developed in partnership with the Delaware Association of School 
Administrators (DASA) and the Delaware School Boards Association (DSBA). 
 
"Student Growth" means the change in Student Achievement data for an individual student 
between two points in time. Growth may also include other measures that are rigorous and 
comparable across classrooms. 
 
"Summative Evaluation" shall be the final evaluation at the conclusion of the annual appraisal 
cycle. 
 
"Unsatisfactory Evaluation" shall be the equivalent to the overall “Needs Improvement” or 
"Ineffective" rating on the Summative Evaluation. 
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II. THE FIVE COMPONENTS OF PRINCIPAL 
PERFORMANCE APPRAISAL 
 
State law requires that assistant principal evaluations be based on five components. Regulation 

108A (http://regulations.delaware.gov/AdminCode/title14/100/108A.shtml#TopOfPage) specifies 

those five components as follows: 

 
Component I: Vision and Goals 
Component II: Teaching and Learning 
Component III: People, Systems and Operations 
Component IV: Professional Responsibilities 
Component V: Student Improvement 
 

This section defines each of the five components and explains how assistant principals should be 
appraised. Components I-IV outline the categorical leadership practices found in the DPAS-II 
rubric for Assistant Principals. 

 
Principal Practice Components (Components I-IV) 
  

Overview: 
 

Component I – Vision and Goals – focuses on the assistant principal’s actions to establish, 
implement, promote and communicate the vision and goals of the school or district, including the 
use of data to establish goals aligned to the school or district success plan. 
 

An assistant principal’s practice in this component is assessed based upon the following criteria: 
 

1A. Develops a vision for high student achievement 
1B. Establishes school goals and an aligned school plan using data 
1C. Establishes and reinforces school values and behaviors that align to the vision 
1D. Develops cultural competence and a commitment to equity 

 

Component II – Teaching and Learning – focuses on the assistant principal’s actions to 
implement rigorous curricula, assessments and high-quality instructional practices and to monitor 
student progress to inform instructional practices. 
 
An assistant principal’s practice in this component is assessed based upon the following criteria: 
 

2A. Implements rigorous curriculum and assessments aligned to Delaware State Standards 
2B. Implements high-quality instructional practices 
2C. Increases teacher effectiveness through support and evaluation 
2D. Monitors student data to drive instructional practices 

 
 
 
 
 
 
 

http://regulations.delaware.gov/AdminCode/title14/100/108A.shtml#TopOfPage
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Component III – People, Systems and Operations – focuses on two substantive areas of 

assistant principal practice: ((1) the assistant principal’s actions to manage resources and 

organize time, ensuring alignment with mandated policies and creating a safe, efficient 

and effective environment in the school or district that supports student learning; and (2) 

the assistant principal’s actions to attract, support, develop, evaluate and retain high-per- 

forming educators. 

 

An assistant principal’s practice in this component will be assessed based on all of the 

following criteria: 

 

3A. Manages resources in alignment with the school plan  

3B. Organizes school time to support all student learning and staff development priorities 

3C. Ensures school operations align with mandated policies  

3D. Hires and retains high-performing staff members 

3E. Develops a high-performing leadership team 
 
Component IV – Professional Responsibilities – focuses on the assistant principal’s personal 
leadership actions, including building meaningful relationships and engaging in self-reflection and 
ongoing learning.  The Component also focuses on the assistant principal’s capacity to problem 
solve while keeping a constant focus on student learning, constructively managing change and 
effectively communicating with/engaging families and school community stakeholders. 
 
A principal’s practice in this component is assessed based upon the following criteria: 
 

4A. Builds professional relationships and constructively manages change 
4B. Engages in self-reflection and on-going professional development 
4C. Demonstrates relentless focus, proactive problem solving and advocacy for students 
4D. Engages families and the community in student learning 

 

Process for Ratings: 
 

An assistant principal’s performance on Components I through IV is assessed against the DPAS-
II for Administrators Principal Practice Rubric (see Section X). The rubric is structured as follows: 
 

 Each component describes a major area of leadership practice (see above for the four 
components). 
 

 Each component has four to six criteria, which are more specific areas of leadership 
practice (see above for the criteria descriptions). 
 

 Each criterion is described by specific leadership actions across four levels of 
performance: Highly Effective, Effective, Needs Improvement, and Ineffective. 
 

 For each component, the rubric includes examples and sources of evidence. 
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As noted, the rubric uses four distinct levels of performance across criteria, components and the 
summative rating:  
 

 Highly-Effective: The assistant principal consistently demonstrates an expert level of 
performance across all components and builds the capacity of others to lead as well. 
 

 Effective: The assistant principal consistently implements effective leadership practices 
across the full range of standards. While assistant principals should aspire to be highly 
effective, this is the expected level of performance for most principals in Delaware. 
 

 Needs Improvement: The assistant principal demonstrates the knowledge and awareness 
of effective leadership practices, but does not consistently or effectively execute those 
practices. Novice assistant principals may find that they are rated “Needs Improvement” 
in some standards as they are developing their practice. 
 

 Ineffective: The assistant principal does not demonstrate acceptable levels of performance 
on one or more components. 

 

COMPONENT 1: VISION AND GOALS 
1 
Ineffective 

2 
Needs Improvement 

3 
Effective 

4 
Highly Effective 

DEVELOPS A VISION FOR HIGH STUDENT ACHIEVEMENT 

Adopts a vision with minimal 
focus on student 
achievement for all students 
 
Rarely demonstrates 
confidence in the potential of 
all students and educators to 
perform at high levels 

Creates a vision for high 
student achievement but does 
not explicitly state that 
expectation for all students 
 
Asserts belief that all students 
and school professionals can 
meet high expectations 

Develops and communicates a 
district-aligned vision for high 
student achievement and 
college and career readiness 
for all students 
 
Consistently models values, 
beliefs, and attitudes that 
reflect high expectations for all 
students and adults 

Engages diverse stakeholders in 
collaboratively developing a district-
aligned vision for high student 
achievement and college and career 
readiness for all students and 
effective teaching practices for all 
teachers 
 
Builds high expectations among 
educators, students, and parents that 
success is possible for all students  
 

 
Based on evidence collected throughout the year (see Section IV), the evaluator rates the 
assistant principal at one level of performance for each criterion within Components I through IV. 
Then, the evaluator aggregates these to establish ratings for the components. The evaluator has 
discretion in aggregating the ratings, but should communicate his or her approach to collecting 
evidence and making determinations to the assistant principal being appraised. 
 
 
 

Why does Regulation 108A require criteria-level ratings for Principals?  
 
Criteria-level ratings allow for more detailed feedback to principals on specific areas of their 
leadership practice. The rubric engages the evaluator in observing the full scope of the principal’s 
responsibilities. Additionally, data from criteria-level ratings can be used to inform decisions about 
professional development and resource allocation across a district.  
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Student Improvement (Component V) 

 
Overview: 
The fifth component of DPAS-Il for Administrators, the Student Improvement Component, shall 
be comprised of two student growth targets, weighted equally. Measure selection and target 
identification should be based on professional conversation between the administrator and his or 
her evaluator. Whenever possible, goal setting should include all students for which he or she is 
responsible. 

The Student Improvement Component for Administrators shall be comprised of two parts equally 

weighted (50% for each part). 

 Administrators responsible for 20 or more students taking the state assessment should 

use Part A and one (1) Part B measure. An Administrator may opt to have the entirety 

of the Student Improvement Component based upon Part A. In these cases, no Part B 

measure is needed. 

 

 Administrators not responsible for 20 or more students taking the state assessment 

should use two (2) Part B measures. When Part A is not available for the principal, at 

least one (1) measure should be chosen from the state-approved Measure B 

external and internal assessments and include a goal related to ELA and/or math.  

Part A: Statewide Student Growth Measures 

Part A is based on the state's student growth model for those taking the state assessment in 

ELA and/or Math. For the purpose of calculating points earned for Part A, the total percentage 

of students meeting growth targets is used. 

 Administrators using Part A and one Part B weighted equally (50% for each part) 
should calculate Part A accordingly: 

 

% of students meeting targets x 0.50 = Part A points 

 Administrators using Part A as 100% of the Student Improvement calculation should 
calculate Part A accordingly: 

 

% of students meeting targets x 1.00 = Part A points 

Part B: Additional Student Performance Measures 

Part B is based upon other state-recommended measures, current school success plan 

measures pertaining to student achievement, or other district priority student achievement 

measures. Goals should be constructed to measure student growth. If Part A is not 

applicable for the assistant principal, at least one (1) measure should be chosen from state-
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approved Measure B external and internal assessments. Final approval for Part B measures 

rests with the evaluator, though this should be done in collaboration with the administrator 

being evaluated. 

 Administrators using one (1) Part A and one (1) Part B measure must have a 

Part B measure worth 50 possible points. 

 

 Administrators using two (2) Part B measures must have each measure worth 50 

possible points, for a total of 100 points. 

 

 
Measure B Target Selection 

Calculations for determining the scoring of academic Part B measures are determined at the 
local level. 

The following guidelines are suggested: 

1. Exceeds target = 40-50 points 

2. Meets target = 30-39 points 

3. Off-Track but progressing towards target = 20-29 points 

4. Limited evidence of success towards the target = 0-19 points 

It is imperative for the principal supervisor to acknowledge with the principal the specific targets for each 
of the four levels, as well as the methodology that will be used to determine the points the administrator 
will receive in each section based on the student achievement results. 

Total Score for Student Improvement Component 

 Administrators using Part A and one Part B (50% for each part) should calculate total Student 

Improvement score accordingly: 

Part A points earned + Part B points earned = Student Improvement Component Score 

 Administrators using Part A as 100% of the Student Improvement calculation should calculate 

total Student Improvement score accordingly: 

Part A points earned = Student Improvement Component Score 

 Administrators using two (2) Part B measures should calculate total Student Improvement score 

accordingly: 

Part B points earned + Part B points earned = Student Improvement Component Score 
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An overall rating for the Student Improvement Component (Component 5) is determined and is 

based on the roster, measure, and target selection process outlined in the Guide and discussed 

at the Fall and Spring conferences.   

Total Points  Overall Component Five Rating 

80-100 points 

Exceeds 

Highly Effective 

60-79 points 

Satisfactory 

Effective 

40-59 points 

Unsatisfactory 

Needs Improvement 

Below 40 points 

Satisfactory 

Ineffective 

Progress toward individual administrator measures and targets should be addressed during 

the formative process, when available.  
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III. Goal-Setting 
 

The appraisal cycle begins with goal-setting, a collaborative process between an assistant 
principal and his or her supervisor to establish student improvement goals and priorities for an 
assistant principal’s growth as a leader. This section describes that process, including preparing 
for and engaging in a goal-setting conference. 
  
Prior to the Conference: 
 
Once the date and time for a Goal Setting Conference is established, the supervisor should 
encourage the assistant principal to reflect on his or her practice and on student results by 
reviewing the following, or similar, information: 
 

 This Guide (including especially the leadership practice rubric; see Section X) 
 

 Any written materials describing how the appraisal process will be implemented in his/her 
district or charter school 
 

 His/her most recent evaluation (if applicable) 
 

 Available student learning data  
 

 Feedback about his/her leadership practices (including stakeholder feedback) to identify 
areas of strength and areas of growth 
 

 The district’s student learning priorities for the year 
 

 The school’s improvement plan for the upcoming school year and any information about 
the effectiveness of the prior year’s improvement plan 

  
The assistant principal reviews and reflects on all of the relevant material and completes a draft 
of two forms (see Section X): 
 

1. Student Performance Goal-Setting Form (Required) – Here the assistant principal 
chooses specific student performance measures and set targets for improvement on those 
measures. These form the basis for assessing the principal in Component V (see Section 
II). 
 

2. Priority Leadership Area Form (Optional, but strongly recommended) – Here the 
assistant principal identifies areas of his/her practice where improvement would contribute 
both to his/her overall growth as a leader and to the accomplishment of the student 
performance goals. The priorities should focus on specific criteria in the DPAS II for 
Administrators Assistant Principal Rubric.  

 
Once the assistant principal submits the draft forms to his/her supervisor, the supervisor reviews 
and reflects on all of the relevant materials related to the assistant principal, including the 
completed forms themselves. As a result, both the assistant principal and the supervisor are well-
prepared for a meaningful conference. 
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Why are there two forms, one for Student Performance Goal-Setting and one for setting 
Priority Leadership Areas for the year? 

 
Done well, goal-setting should be a comprehensive process, beginning with a strong analysis of 
student performance data. A principal should be able to articulate how his/her student 
performance goals are meaningful, achievable and ambitious. However, setting student 
performance measures (as part of the Student Improvement Component) should not stop with 
the measures and targets. Once set, it is also important to name the key levers for the principal 
in driving student achievement at the school. Thus, the second form asks the principal and 
evaluator to identify the high-leverage strategies that have the potential to drive student 
performance outcomes. 

 
During the Conference: 
 
The conference provides an opportunity for the assistant principal and evaluator to review 
performance measures and leadership priorities together. Questions to explore include: 
 

 Does the assistant principal’s school performance targets focus on areas of needed 
improvement? Are they well aligned to district priorities? 
 

 How well does the assistant principal connect the leadership priorities and the student 
performance measures? Is improvement in the leadership priorities likely to lead to 
improvement in student performance? 
 

 How will the assistant principal and supervisor proceed together to collect evidence and 
provide feedback on the principal’s practice, especially in leadership priority areas. 

 
At minimum, the conference includes a discussion of the content of the Student Performance 
Goal-Setting Form.  The conference should also include a discussion of the Leadership Priority 
Areas Form, as well as agreement on a plan for evidence collection: how often the assistant 
principal supervisor will be on-site to observe the assistant principal, when and how the assistant 
principal supervisor will provide feedback, and what information the assistant principal is expected 
to gather as evidence of his or her practice (see below for more details).  
 
At the conclusion of the conference, the evaluator and assistant principal agree on any revisions 
to the goals and strategies in the forms. If there is disagreement, the evaluator makes the final 
decision on the content of the forms. The assistant principal makes agreed-upon revisions in the 
district’s online platform and makes the final version available to the evaluator for approval. The 
content of the forms becomes the primary basis for evidence collection and feedback 
conversations. 

 

Suggestions for a strong goal-setting process 

 Keep the rigor high – An assistant principal and an evaluator should both be able to 
provide a strong, data-based rationale for any student performance measure used as a 
basis for assessing student improvement (Component V). 

 Make connections between goals and strategies – The Leadership Priority Areas should 
focus on areas where assistant principals want to grow in their practice and should 
encompass the actions that will likely produce better outcomes for students.  While this 
form is optional, it is strongly recommended in order to provide assistant principals and 
evaluators the opportunity to identify key leadership actions to focus on for the year. 
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IV. Collecting and Using Evidence 
 

Once the goal-setting process is complete, the evaluator and assistant principal begin with 
evidence collection and can continue conducting observations and conferences throughout the 
year. Evidence collection, analysis, and synthesis form the basis of an evaluator’s assessment of 
principal practice. This section describes how a principal supervisor should (1) organize him or 
herself to collect evidence and (2) collect and use evidence as a basis for feedback and appraisal: 
 
Organizing for evidence collection: 
 
The evaluator is responsible for evaluating assistant principal practice across four components of 
leadership practice in addition to evaluating student growth.  Each of the four leadership practice 
components encompasses multiple leadership activities. Completing an evaluation that has 
adequate breadth (across the components) and depth (within the components) requires a focused 
plan. The evaluator can begin to construct this plan by answering the following questions: 
 

 What are the core things I should see and review for all of my assistant principals? 
 

 What things should I be sure to see and review for assistant principals based on their 
areas of focus? What do I need to be sure to see and review in the first half of the year to 
make the mid-year conference meaningful?  How will I cover all components and criteria 
during the year? 
 

 How often will I meet with with assistant principals to reflect on progress? How will I explain 
my performance appraisal process? 

 
As he or she answers these questions, the evaluator can rely on observable evidence and 
documented evidence: 
 

Observable Evidence 
 

 Directly observing an assistant principal at work, including but not limited to 
leadership team meetings, professional development sessions, parent meetings, 
and teacher feedback conversations. 
 

 Observing the systems established by an assistant principal, including but not 
limited to team meetings or collaboration sessions (where the principal is not 
present) or observing teacher practice across multiple classrooms. 

 
Documented Evidence 

 

 Collecting artifacts, including but not limited to school improvement plans, school 
newsletters, and professional development agendas and materials. 
 

 Reviewing school data, including but not limited to leading indicators, direct 
evidence of student performance, and all stakeholder feedback. 

 
Note: The rubric includes specific examples of observable and documented evidence for each of 
the four components. 
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The evaluator uses his or her discretion in determining the quantity and types of evidence 
collected, but evidence collection should include regular observation of assistant principal 
practice. Doing so increases the likelihood that an assistant principal will experience evaluation 
as a way to support and push him or her to improve practice. Not doing so increases the likelihood 
that evaluation will feel like a compliance exercise to an assistant principal. 
 

Does DPAS-II for Administrators require a minimum number of direct observations?  
 
No. While direct observation of an assistant principal practice is central to effective evaluation, 
the frequency and types of observations is likely to vary according to the particular situation. 
Rather than offer a minimum, we focus on the types and quality of evidence that should inform 
principal supervisors about principal practice. 
 
Should I ask assistant principals to assemble evidence?  Asking n assistant principal to 
assemble data and artifacts serves two good purposes. First, it provides evidence to complement 
observations (e.g., reviewing data team meeting protocols and notes as a complement to 
attending a data team meeting). And second, it encourages assistant principals to track the 
actions related to their priorities. At the same time, portfolios can become burdensome if they are 
not focused. A good practice is to identify at the beginning of the year what types of information 
will be most useful to collect, especially to support conversations about leadership priority areas. 

 
Conducting High-Quality Observation Opportunities 
Periodic, purposeful school visits offer critical opportunities for evaluators to observe, collect evidence, 
and analyze the work of assistant principals to facilitate ongoing feedback, dialogue about principal 
practice, and continuous improvement. Evaluators provide timely feedback after each observation or 
collection of evidence. The following process ensures evaluators can make the most of their school site 
visits and collect the evidence needed to rate principal practice and support their leadership 
development.  

Prepare Schedule Observe Follow-up 

Review background 
Information 
 School 

improvement plan 
 Student learning 

targets 
 Staff learning 

priorities 
 Assistant 

principal’s 

leadership priority 
areas 

Review school 
schedule to identify 
opportunities for 
evidence collection 
 Leadership team 

meetings 
 Professional 

learning sessions 
 Assistant principal’s 

observing and 
providing feedback 
on teacher practice 

Recording events 
and principal actions 
 Pay particular 

attention to actions 
associated with the 
assistant principal’s 
leadership priority 
areas 

 Monitor the through 
line from student 
learning priorities to 
staff learning 
priorities to 
assistant principal’s 
leadership priorities 

Provide detailed 
Feedback 
 Evaluator provides 

feedback to the 
assistant principal, 
citing evidence and 
current progress on 
their leadership 
priority areas 

 Evaluator reviews 
and discusses the 
evidence with the 
assistant principal 
during the mid-year 
conference 
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Collecting and Using Evidence: 
 
At the heart of effective evaluation is providing feedback based on high quality evidence. This 
requires a disciplined approach to collecting descriptive evidence (i.e., what is observed) and 
using that evidence in order to arrive at a conclusion regarding the effectiveness of a leadership 
practice. These conclusions are the basis both of specific feedback and ratings of practice. 
 
With observable evidence, evaluators proceed as follows: 
 

1. Begin with the rubric – Evaluators should determine which criteria in the rubric apply to 
what they will be observing. 
 

2. Take written notes while observing -- The more specific the notes, the clearer the picture 
of assistant principal practice available to an evaluator. 
 

3. Draw conclusions from the notes – Using language from the rubric, evaluators should 
assess individual pieces of evidence. 
 

4. Look for patterns – In order to provide strong feedback, evaluators should draw from 
multiple sources of evidence. 

 
The Observation Form can help evaluators to proceed through the first three steps.  This form is 
not required for usage.  However, Step 4 generally comes after multiple observations and the 
gathering of evidence. 
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V. The Mid-Year Conference Process 
 

Approximately half-way through the school year, the assistant principal and evaluator are required 
to meet to assess progress toward goals. Using the Mid-Year Conference forms, they document 
this meeting, including any feedback, outcomes, or next steps. This section describes what should 
happen before and during the conference. 
 
Prior to the conference: 
 
The evaluator: 

 Reviews goals and priorities 

 Reviews evidence collected to date and prepares a small number of conclusions to share 
with the principal about his/her practice, especially in priority areas 

 Examines interim student achievement data and determines progress-to-date 

 Completes the Mid-Year Conference forms (Section X) and shares the forms with the 
principal 

 
The assistant principal: 

 Reviews goals and priorities 

 Reflects on the quality of his or her own leadership practices, especially on the criteria 
identified as priorities 

 Examines interim student achievement data and determines progress-to-date 

 Considers if any circumstances have arisen that would suggest a need to adjust strategies 
and priorities 

 
During the conference: 
 
The conference itself is an opportunity for the assistant principal to share his or her reflections 
and for the evaluator to provide feedback. The conference does not result in a rating, but is an 
opportunity for the evaluator to indicate whether the principal is on track to meeting goals and, if 
necessary, to modify the evaluation plan. 
 
Questions that might guide the discussion include: 

 What actions has the assistant principal taken to accomplish goals? 

 What positive accomplishments would the assistant principal share? 

 What evidence exists of progress toward goals? 

 What resources/supports does the assistant principal need to help accomplish their goals? 
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Suggestions for a strong mid-year conference 
 

 Use the rubric – Both in identifying areas of strength and areas of growth, the rubric 
provides common language to anchor conversations about performance and growth. 
 

 Avoid the “dog and pony shows” – Spend some time recognizing and celebrating 
successes, but move quickly to a robust discussion about areas of improvement. An 
assistant principal should know an evaluator’s most clear assessment of their status 
and progress. 
 

 Share evidence – Especially when discussing priority areas, a principal supervisor can 
discuss specific observations and how that is contributing to their assessment. 
 

 Make this one of many meetings during the year – While Regulation 108A only requires 
one mid-year conference, having regular meetings to provide feedback on practice will 
create more opportunities to support principals to improve. 

 

Is the Mid-Year Conference the same as the conference formerly known as the “Formative 
Conference” in previous iterations of DPAS-II for Administrators?  
 
No. There are many similarities in timing and structure. But, the Formative Conference required 
a formal assessment; the Mid-Year Conference does not require that. This change is due, in part, 
to the fact that ratings depend on a full year of evidence collection.  
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VI. The Summative Evaluation 
 

All assistant principals must receive an annual summative rating at one of four levels of 
performance, representing an aggregation of the ratings across each of the five components. This 
section outlines the methodology for assigning a rating and the purpose and structure of a 
summative evaluation conference. 
 

Assigning a summative rating 
 

At the end of the year, evaluators review their evidence and conclusions and assign a criteria-
level rating for each component (Components I-IV), assign a summative rating for each 
component (Components I-V), and assign an overall summative rating. The Summative 
Evaluation Form in Section X is used to complete these steps. 
 
Step 1: Assigning criteria-level ratings for Components I-IV 
The evaluator reviews all of the evidence collected during the year. It is imperative that the 
evaluator gather multiple sources of evidence for each criterion, where applicable supplementing 
observable evidence with documented evidence. Reviewing the evidence collected and, 
particularly, the conclusions drawn from that evidence, evaluators assign a rating of Highly 
Effective, Effective, Needs Improvement, or Ineffective for each criterion. 
 
Step 2: Assigning component level ratings for Components I-IV 
The principal supervisor reviews all evidence collected, along with criterion ratings. The principal 
superior then holistically assigns a rating of Highly Effective, Effective, Needs Improvement, or 
Ineffective for each component. 
 
Step 3: Assigning a summative rating for Component V 

A rating for the Student Improvement Component (Component 5) is determined and is based on 

the roster, measure, and target selection process outlined in the Guide and discussed at the Fall 

and Spring conferences.   

Total Points  Overall Component Five Rating 

80-100 points 

Exceeds 

Highly Effective 

60-79 points 

Satisfactory 

Effective 

40-59 points 

Unsatisfactory 

Needs Improvement 

Below 40 points 

Satisfactory 

Ineffective 

 
 
Step 4: Assigning numerical values  
Each of the five (5) Component ratings are given numerical values indicated in the chart below: 

Component Rating Point Value 

Highly Effective 4 points 

Effective 3 points 

Needs Improvement 2 points 

Ineffective 1 point 

 
Step 5: Calculate the sum 
The sum of all components is calculated. 
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Step 6: Assign an overall summative rating 
An overall Summative Evaluation rating is determined in accordance with the chart below, using 
the sum of all Components: 
 

Sum of 
Component Points 

Earned 

Summative 
Evaluation Rating 

 19 or 20 points   Highly Effective 

14-18 points Effective 

9-13 points Needs Improvement 

5-8 points Ineffective 
 
 
 

Why does Regulation 108A have four levels of ratings across appraisal criteria, 
components and ultimately the Summative determination?  
 
In Delaware’s administrator evaluation system, there are four ratings at every level (criterion, 
component, summative): Highly Effective, Effective, Needs Improvement, and Ineffective.  This 
creates alignment of rigor and terminology for all levels of administrators and their evaluations. 

 

 

Evaluators may include comments in addition to a rating, in order to give a picture of overall 
performance.  If the evaluator chooses to include commendations, recommendations, or 
expectations, the recommended parameters are: 
 

 Commendations should be reserved for principals with high levels of performance.  Principals 
who perform above expectations and/or who clearly excel in any component are eligible for a 
commendation.  Commendations are not intended for principals showing “expected” levels of 
performance. 

 

 The evaluator is encouraged to make Recommendations specifically designed to help the 
principal improve his or her performance.  Because DPAS-II is designed to promote 
continuous improvement, recommendations may be made to principals at any level of 
performance as long as they are relevant and meaningful.  Recommendations are not binding.  
They are a suggested course of action that the principal can consider. 

 

 Expectations are specific performances that must be carried out.  If expectations for 
improvement are included in the Summative Evaluation, they must be clear and specific and 
include a description of the evidence the principal must exhibit/provide.  There must also be 
clear timelines for when the principal must show evidence of meeting the expectation. 
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The Summative Evaluation Conference 

 
Prior to the conference: 
 

The assistant principal: 

 Reviews goals and priorities 

 Reflects on the quality of their own leadership practices, especially on the criteria identified 
as priorities 

 Examines interim and summative student achievement data and determines if 
expected/aspirational progress against student performance measures has been made 

 
The evaluator: 

 Reviews goals and priorities 

 Examines all evidence collected  

 Completes the Summative Evaluation Form 
 

Do assistant principals have to complete a self-assessment at any point during the DPAS-
II for Administrators appraisal cycle?  
 
Although this action is not required, it is certainly recommended.  It can be especially useful for 
principals to assess their performance against the rubric and submit it to their supervisor prior to 
the summative evaluation conference. 

 

During the conference: 
 
The conference itself is an opportunity for assistant principals to share their reflections and for 
principal supervisors to provide feedback. The principal supervisor should share a copy of the 
summative evaluation form and review key observations from it. 
 
 
Questions that might guide the discussion include: 
 

 Did the assistant principal achieve student achievement goals? Why or why not? 

 What would the assistant principal identify as strengths in practice this year? 

 What would the assistant identify as areas of improvement in practice? 

 Did goal(s) lead to strengthened professional performance and improved student 
learning?  To what extent?  What evidence exists to support those conclusions? 

 Reflecting on leadership practice, what are the assistant principal’s professional growth 
plans for the upcoming year? 

 What resources or support does the assistant principal need from the evaluator? 
 
Following the conference: 
 
If the discussion prompts the evaluator to adjust ratings or comments, he/she makes these 
changes following the conference and then provides a revised Summative Evaluation Form to the 
principal for signature. If a principal disagrees with any feedback on the Summative Evaluation 
Form or wishes to add additional information to support any comment, he or she may provide 
information in writing to the evaluator within fifteen (15) working days of receipt of the form. The 
principal may request a second conference with the evaluator to discuss concerns. Additional 
information provided will become part of the appraisal record. 
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Summary of Responsibilities 
 
The table below summarizes the responsibilities of assistant principals and evaluators for each 
required step in the process: 
 

Assistant Principal Responsibilities Evaluator Responsibilities 

Goal-Setting Conference 

Prior to the Conference Prior to the Conference 

Review and reflect on all relevant material, such 
as: 
 This Guide 
 Written materials about the appraisal process 
 His/her evaluation from the prior year 
 All available student learning data and 

feedback about their leadership practices 
 The district’s student learning priorities for the 

year 
 A copy of the school’s improvement plan 
 
Set student performance measures 
 
Identify focus areas to improve leadership practice 
 
Complete and submit the Student Performance 
Goal-Setting Form and the Leadership Priority 
Areas Form and be prepared to discuss 

Establish the date and time of the Goal Setting 
Conference and notify the assistant principal 
 
Encourage assistant principals to review the 
following, or similar, information: 
 This Guide 
 Written materials about the appraisal process 
 His/her evaluation from the prior year 
 All available student learning data and 

feedback about their leadership practices 
 The district’s student learning priorities for the 

year 
 A copy of the school’s improvement plan 
 
Review the completed Student Performance Goal-
Setting Form.  Complete Leadership Priority Areas 
Form and be prepared to discuss if applicable 
(optional, but strongly recommended). 

 

  

Assistant Principal Responsibilities Evaluator Responsibilities 

During Conference During Conference 

Take an active part in the conference 
 
Provide input into any revisions to the Goal-Setting 
Form 
 
Provide input on plan for evidence collection 

Lead the discussion 
 
Agree on all content and any revisions to the Goal-
Setting Form 
 
Agree on plan for evidence collection 
 

Following Conference Following Conference 

Revise, sign and submit the Student Performance 
Goal-Setting Form and the Leadership Priority 
Areas Form 
 

Sign revised Student Performance Goal-Setting 
Form and the Leadership Priority Areas Form and; 
maintain a copy of each form and give a copy to 
the principal 
 

Evidence Collection 

Implement the evidence collection plan, providing 
documentation as requested 
 

Implement the evidence collection plan, including 
collection of observable evidence and documented 
evidence 

Mid-year Conference 
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Prior to the Conference Prior to the Conference 

Review the original evaluation plan 
 
Reflect on the quality of leadership practices 
 
Examine interim student achievement data and 
determine if adequate progress is being made 
 

Review the original evaluation plan 
 
Review evidence collected to date and prepare a 
small number of conclusions to share with the 
principal about his/her practice, especially in 
priority areas 
 
Examine interim student achievement data and 
determine if adequate progress is being made 
 
Complete the Mid-Year Conference forms 
 

During Conference During Conference 

Take an active part in the conference, providing 
reflections on leadership practice 
 

Lead the discussion, providing candid feedback, 
especially on areas identified as priorities 
 

Following Conference Following Conference 

Continue implementing the evidence collection 
plan, providing documentation as requested 
 

Continue implementing the evidence collection 
plan, including collection of observable evidence 
and documented evidence 

 

Assistant Principal Responsibilities Evaluator Responsibilities 

Summative Evaluation 

Prior to the Conference Prior to the Conference 

Reflect on the quality of leadership practices 
 
Examine interim student achievement data and 
determine if adequate progress has been made 
 
 

Examine all evidence of principal practice and 
student improvement 
 
Complete a Draft of the Summative Evaluation 
Form, including 

 Criteria ratings 
 Component ratings 
 Overall summative rating 
 Comments 

During Conference During Conference 

Take an active part in the conference, providing 
reflections on leadership practice 

Lead the discussion, providing candid feedback, 
especially on areas identified as priorities 

Following Conference Following Conference 

Review, sign, and return the Summative 
Evaluation Form within five (5) working days of 
receipt. (Administrator’s signature does not 
indicate agreement, it only acknowledges receipt.) 
 
 

Make Revisions to the Summative Evaluation Form 
and provide the revised version to the principal for 
signature. 
 
Finalize evaluation ratings in the state-approved 
online platform utilized by your LEA. 
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VII. Determining a Pattern of Ineffective Principal 
Performance 
 

Regulation 108A establishes the criteria for determining whether a principal demonstrates a 
“pattern of ineffective administrative performance.” The following chart shows the consecutive 
Summative Evaluation ratings determined to be a pattern of ineffective principal performance: 
 

 Year 1 Year 2 Year 3 

DPAS-II Rating 

Ineffective Ineffective    

Needs Improvement Needs Improvement Needs Improvement 

Needs Improvement Ineffective Needs Improvement 

Needs Improvement Needs Improvement Ineffective 

Ineffective Needs Improvement Ineffective 

Ineffective Needs Improvement Needs Improvement 

Needs Improvement Ineffective Ineffective 
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VIII. Improvement Plans 
 
Based on the requirements of Regulation 108A, evaluators must develop and implement an 
improvement plan for a principal who receives an overall rating of “Needs Improvement” or 
“Ineffective” on the Summative Evaluation or a rating of “Needs Improvement” or “Ineffective” on 
any component on the Summative Evaluation, regardless of the overall rating.  
 
Evaluators may also, at their discretion, develop and implement an improvement plan at any point 
to remedy weak performance by the assistant principal on any component. 
 

Improvement Plan Requirements 
 

All improvement plans should include: 

 Identification of the specific deficiencies and recommended area(s) for growth 

 Measurable goals for improving the deficiencies to satisfactory levels 

 Clear and specific professional growth activities to accomplish the goal(s) 

 Identified and accessible resources for each professional growth activity 

 Procedures and evidence that must be provided and/or behaviors to determine that the 
goal(s) were met 

 Timelines, including intermediate progress checkpoints and a final completion date 

 Record of judgment and date completed, signed by the principal and principal supervisor 
 

Improvement Plan Conference  
 

The assistant principal and evaluator should review the Improvement Plan Form before the 
Improvement Plan Conference.  This gives each time to prepare for discussion.  At the 
Improvement Plan Conference, the assistant principal and evaluator develop a plan using the 
Improvement Plan Form. 
 
Delaware regulation requires that the principal and principal supervisor develop the Improvement 
Plan cooperatively.  However, if cooperative development of the plan is not possible or if the 
administrator and evaluator cannot come to agreement on the plan, regulation gives the principal 
supervisor the authority and responsibility to determine the plan. 
 

Improvement Plan Implementation 
 

Assistant principals, evaluators, and other professionals that may be named in the Improvement 
Plan are accountable for the implementation and completion of the plan.  If amendments to the 
plan are necessary, all parties affected by the amendment must discuss the changes and 
document them in the appropriate space on the Improvement Plan.  The assistant principal and 
evaluator, at a minimum, must also sign the amendment to indicate their agreement. 
 
Upon completion of the plan, the assistant principal and evaluator shall sign the Improvement 
Plan Form, documenting the completion of the plan.  If the assistant principal’s practice is not 
deemed satisfactory at the completion of the Improvement Plan, then the appropriate 
consequences, as detailed in the Improvement Plan Form, will be carried out. 
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IX. The Challenge Process 
 
Sometimes an assistant principal will disagree with his or her evaluator’s assessment.  It is 
desirable to resolve the differences directly with the evaluator, if at all possible.  Administrators 
are encouraged to discuss their concerns with the evaluator and attempt to resolve the issues 
prior to submitting a formal challenge.  Documents generated as part of this discussion shall be 
attached to the Summative Evaluation and become part of the appraisal record. 
 
If resolution is not reached with the evaluator, the assistant principal may submit a written 
challenge to the evaluator’s supervisor.  Delaware regulation allows a principal to challenge 
unsatisfactory performance identified by his or her Credentialed Evaluator during the annual 
appraisal cycle. 
 
An assistant principal initiates the challenge by submitting information specific to the point of 
disagreement to the evaluator’s supervisor.  This must be done in writing within fifteen (15) 
working days of the assistant principal's receipt of the evaluation documentation.  (Note: If the 
principal’s supervisor is the LEA’s Chief or Charter Director, the challenge may be presented to 
Human Resources or directly to the Board.) 
 
Within fifteen (15) working days of receiving the written challenge, the supervisor of the evaluator 
or designated district or charter school-level credentialed evaluator shall meet with the assistant 
principal to review and discuss the challenge and the appraisal record.  The appraisal record 
consists of all documents used in the appraisal process, the written challenge, and any additional 
documents previously shared with the assistant principal.  The supervisor shall issue a written 
decision to the assistant principal within fifteen (15) working days of the challenge hearing. 
 
If the challenge is denied, the decision shall state the reasons for denial.  The decision of the 
supervisor of the evaluator or designated district or charter school-level credentialed evaluator (or 
other responsible party) is final. 
 
While a challenge process is taking place, the Improvement Plan may or may not be started by 
mutual agreement of assistant principal and evaluator. If agreement cannot be reached, the 
evaluator’s decision will prevail. 
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X. Performance Appraisal Forms 
 

This section includes all of the required forms for completing the performance appraisal of 
principals. The forms are: 
 

 The DPAS-II for Administrators Principal Rubric 

 The Student Performance Goal-Setting Form 

 The Leadership Priority Areas Form (Optional) 

 The Observation Form (Optional) 

 The Mid-Year Conference Form 

 The Summative Evaluation Form 

 The Improvement Plan Form 

 The Challenge Form 
 
 
Important note: These forms are provided to show the content to be discussed and 
documented at each step in the principal evaluation process. It is the State’s expectation 
that principals and principal supervisors will enter the information required on these 
forms (and any additional relevant information) into the appropriate state-approved 
online systems. 
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COMPONENT ONE 

A. DEVELOPS A VISION FOR HIGH STUDENT ACHIEVEMENT 

Ineffective Needs Improvement Effective Highly Effective 

Rarely supports or participates in the 

creation and implementation of a school-

wide, district-aligned vision. 

 

 

 

 

 

 

Demonstrates little or no confidence in 

the potential of all students and 

educators to perform at high levels. 

Supports the creation and 

implementation of a school-wide, 

district-aligned vision. 

 

 

 

 

 

 

Inconsistently asserts the belief that all 

students and educators can meet high 

expectations. 

Participates in the development, 

implementation, and communication of a 

school-wide, district-aligned vision that 

incorporates high student achievement, 

college and career readiness for all 

students, and effective teaching practices 

for all teachers. 

 

 

Models values, beliefs, and attitudes that 

reflect high expectations for all 

educators, students, and parents. 

Engages stakeholders in collaboratively 

developing and regularly evaluating a 

school-wide, district-aligned vision that 

emphasizes high student achievement, 

college and career readiness for all 

students, and effective teaching practices 

for all teachers. 

 

 

Builds expectations among educators, 

students, and parents that success is 

possible for all students. 

 

B. ESTABLISHES SCHOOL GOALS AND AN ALIGNED SCHOOL PLAN USING DATA 

Ineffective Needs Improvement Effective Highly Effective 

Reviews limited student achievement 

data and develops school goals that lack 

rigor. 

 

 

 

 

 

 

 

Reviews quantitative and qualitative data 

to develop school improvement goals that 

are rigorous for some groups of students. 

 

 

 

 

 

 

 

Conducts and participates in the analysis 

of disaggregated quantitative and 

qualitative data to diagnose the current 

state of the school, inform decision-

making processes, and develop rigorous 

and concrete student achievement-

oriented school improvement goals for 

all. 

 

 

Assists with development and 

implementation of a school plan with 

focused, specific, and time-bound 

benchmarks and strategies to achieve 

Engages the school leadership team and 

all staff in the analysis of disaggregated 

quantitative and qualitative data to 

diagnose the current state of the school, 

inform decision-making processes, and 

develop rigorous and concrete student 

achievement-oriented school 

improvement goals. 

 

 

Engages educators in the development 

and implementation of a school plan with 

focused, specific, and time-bound 
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Rarely shares strategies to achieve school 

improvement goals. 

 

 

 

 

Rarely monitors student achievement 

data and does not relate it to progress 

toward student achievement goals or use 

it to inform adjustments to strategies. 

Assists with developing a school plan that 

identifies time-bound benchmarks and 

strategies for achieving school 

improvement goals. 

 

 

 

Periodically reviews student achievement 

data but shows limited ability to adjust 

and/or revise strategies to meet student 

achievement goals. 

student achievement-oriented school 

improvement goals. 

 

Develops and implements systems to 

analyze disaggregated formative and 

summative data to monitor student 

progress and implement revised 

strategies as supported by the data. 

benchmarks and strategies to meet the 

student achievement-oriented goals. 

 

 

Develops educators’ ability to analyze 

disaggregated formative and summative 

data to monitor, evaluate, and review 

progress, and adjust and/or revise 

strategies as needed to meet goals. 

C. ESTABLISHES AND REINFORCES SCHOOL VALUES AND BEHAVIORS THAT ALIGN TO THE VISION 

Ineffective Needs Improvement Effective Highly Effective 

Rarely supports the creation and/or 

implementation of a school-wide 

behavior plan. 

 

 

 

 

 

Rarely reinforces behavioral expectations 

for staff and students or unfairly applies 

positive and negative consequences.  

Supports the creation of a school-wide 

behavior plan that may lack clarity 

and/or inconsistently implements a 

school-wide behavior plan. 

 

 

 

 

Minimally reinforces behavioral 

expectations for staff and students. 

 

Assists in creating a positive school 

culture through the development and 

implementation of a clear, school-wide 

behavior plan. 

 

 

 

 

Establishes and reinforces behavioral 

expectations for staff and students based 

on the school’s values. 

 

Develops others’ ability to create a 

positive school culture by clearly 

articulating and implementing a school-

wide behavior plan that includes systems 

to ensure consistent and fair 

implementation and methods to review 

and revise based on data. 

 

Develops the school community’s ability 

to establish and reinforce behavioral 

expectations for staff and students. 
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Rarely demonstrates fairness when 

engaging with students and staff. 

 

 

Rarely supports students’ emotional and 

social development. 

 

Inconsistently demonstrates fairness 

when engaging with students and staff. 

 

 

Provides some supports for students’ 

emotional and social development. 

 

Routinely models fairness and 

consistency when engaging with students 

and staff. 

 

 

Demonstrates the ability to support and 

enhance student’s emotional and social 

development. 

Encourages, challenges, and builds the 

capacity for staff to be fair and consistent 

with students and each other. 

 

Develops and consistently monitors 

educators’ ability to support and enhance 

students’ emotional and social 

development. 

D. DEVELOPS CULTURAL COMPETENCE AND A COMMITMENT TO EQUITY 

Ineffective Needs Improvement Effective Highly Effective 
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Provides little to no access to diversity-

related professional learning. 

 

 

 

 

 

 

Rarely addresses situations where 

students are systematically excluded 

from accessing rigorous learning 

opportunities. 

 

Avoids conversations about diversity and 

demonstrates limited awareness of the 

impact of diversity on student learning. 

 

 

Rarely addresses inappropriate and/or 

intolerant statements.  

Provides undifferentiated professional 

learning focused on working in and 

supporting a diverse community. 

 

 

 

 

 

Provides some students with access to 

rigorous learning opportunities. 

 

 

 

Participates in some conversations about 

diversity and culture, but rarely initiates 

conversations or connects them to 

student learning. 

 

Inconsistently addresses intolerant 

statements. 

Supports educators in improving their 

capacity for working in a diverse 

community by understanding how their 

personal experiences inform their 

assumptions about students and the 

school community. 

 

 

Supports the implementation of equitable 

systems to ensure all students have 

access to rigorous learning opportunities. 

 

 

Routinely initiates conversations about 

diversity and culture as well as about 

how they may impact student learning. 

 

 

Consistently addresses intolerant 

statements. 

Leads educators through processes to 

understand how their personal 

experiences and interpretation of the 

world inform their assumptions about 

students and the school community and 

can be used to identify students’ 

strengths and assets. 

 

Creates and implements equitable 

systems and procedures for all students 

to have access to rigorous learning 

opportunities. 

 

Develops educators’ collective capacity to 

engage in conversations about diversity 

and culture as well as how they may 

impact student learning. 

 

Develops others’ abilities to recognize 

and address intolerant statements. 

VISION AND GOALS 

 

 = Observable 
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 = Documented 

 

DEVELOPS A VISION FOR HIGH STUDENT ACHIEVEMENT 

 Vision focuses on high expectations for student academic achievement for all students 
 Presentations at meetings, forums, trainings, etc. that highlight open dialogue 
 Environmental use of the vision statement and goals 
 

ESTABLISHES SCHOOL GOALS AND AN ALIGNED SCHOOL PLAN USING DATA 

 Use of vision statement in messaging (verbally and in writing) student achievement-oriented school improvement goals  
 Personal interaction with staff, students, parents, and community members to communicate the school vision and goals 
 Facilitation of school improvement team meetings with multiple stakeholder groups 
 Concrete analysis of disaggregated student performance data by grade, subgroup, teacher, cohort, etc.  
 Student achievement-oriented school improvement goals linked to data analysis 
 Process for decision-making based on data 
 School Plan aligns with school vision and goals 
 Written expectations for teaching and learning aligned to state standards and student achievement-oriented school improvement goals 
 

ESTABLISHES AND REINFORCES VALUES AND BEHAVIORS THAT ALIGN TO THE VISION 

 Behaviors of the staff and students is congruent with the school values 
 Facilitation and/or co-facilitation of school improvement team meeting focused on school-wide behavior plan 
 Staff and students conduct match the stated expectations 
 Positive and negative consequences for behavior are implemented consistently 
 Interactions with students are supportive of their social and emotional development 
 Teachers are fair and consistent with students 
 Interactions with students and staff are consistent and fair 
 Student discipline data is continuously monitored  
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DEVELOPS CULTURAL COMPETENCE AND A COMMITMENT TO EQUITY 

 Facilitates and/or co-facilitates ongoing conversations for staff to develop cultural competence and explore their personal assumptions 
and approach to diversity 

 Community conversations about culture and diversity occur regularly  
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COMPONENT TWO 

A. IMPLEMENTS RIGOROUS CURRICULUM AND ASSESSMENTS ALIGNED TO DELAWARE STATE STANDARDS 

Ineffective Needs Improvement Effective Highly Effective 
Rarely supports educators’ 

implementation of a curriculum aligned 

to state standards 

 

 

 

Allows educators to implement lesson 

and units plans that are disconnected 

from school goals and misaligned to state 

standards. 

 

 

 

Rarely identifies the need of educators to 

adjust lesson or unit plans based on 

student outcomes. 

Inconsistently supports educators’ 

implementation of curriculum aligned to 

state standards in order to meet student 

learning needs. 

 

 

Encourages educators to analyze 

standards, curricula, and aligned 

assessments to develop and implement 

standards-based lessons and unit plans 

linked to school goals. 

 

 

Inconsistently identifies and assists 

educators to adjust unit and lesson plans 

based on student progress toward 

outcomes. 

 

Supports educators in developing, 

adapting, and implementing curriculum 

aligned to state standards in order to 

meet student learning needs. 

 

 

Establishes expectations for, and leads 

educators’ analyses of standards, 

curricula, and aligned assessments to 

develop and implement standards-based 

lessons and unit plans linked to school 

goals. 

 

Oversees and supports the revision to 

unit and lesson plans of educators based 

on student outcomes. 

Develops educators’ ability to effectively 

develop, adapt, articulate, and implement 

rigorous curriculum aligned to state 

standards in order to meet all student 

learning needs. 

 

Develops educators’ ability to analyze 

standards, curricula, and aligned 

assessments to develop and implement 

aligned lesson and unit plans linked to 

school goals. 

 

 

Establishes and implements on-going 

systems to review and improve unit and 

lesson plans of educators based on 

student outcomes. 

 

B. IMPLEMENTS HIGH-QUALITY INSTRUCTIONAL PRACTICES 

Ineffective Needs Improvement Effective Highly Effective 
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Rarely identifies the need for educators 

to adapt instructional practices and 

assessments to ensure that students 

master content. 

 

 

Rarely provides support in the use of 

instructional strategies that meet student 

needs and drive student learning. 

Inconsistently identifies the need for 

educator’s to adapt instructional 

practices and assessments to ensure that 

students master content.   

 

 

Attempts to ensure that educators use a 

few instructional strategies that meet 

student needs and drive student learning. 

 

Consistently identifies the need for 

educators to adapt instructional 

practices and assessments to ensure that 

students master content. 

 

 

Supports educators in the 

implementation of rigorous instructional 

strategies that meet student needs and 

drive student learning. 

Creates and implements systems to 

develop educators’ ability in analyzing 

and adapting instruction and 

assessments to ensure that students 

master content. 

 

Develops educators’ ability to effectively 

implement rigorous instructional 

strategies that meet student needs and 

drive student learning. 
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C. INCREASES TEACHER EFFECTIVENESS THROUGH SUPPORT AND EVALUATION 

Ineffective Needs Improvement Effective Highly Effective 

Rarely incorporates evidence of teacher 

practice and student outcomes or when 

making decisions about teacher 

effectiveness and instructional 

improvement. 

 

Does not complete teacher observations 

as part of the evaluation system in a 

timely manner, even with reminders. 

 

 

 

 

Provides vague, non-specific feedback to 

teachers based on limited data  

 

 

 

Rarely holds educators accountable for 

implementing feedback into their 

practice. 

Uses some evidence of teacher practice 

and student outcomes to make decisions 

about teacher effectiveness and 

instructional improvement. 

 

 

Inconsistently, and/or with reminders, 

completes classroom observations to 

collect evidence of teacher practice. 

 

 

 

 

Provides global, generic feedback based 

on either observational or student 

performance data. 

 

 

Inconsistently holds educators 

accountable for implementing feedback 

into their practice. 

Uses an adequate amount of evidence of 

teacher practice and student outcomes to 

make decisions about teacher 

effectiveness and instructional 

improvement. 

 

Using an established schedule, conducts 

and documents formal observations to 

collect evidence of teacher practice in a 

timely manner to effectively assess levels 

of performance. 

 

 

Provides frequent, individualized, and 

actionable feedback based on evidence 

from observation and student 

performance data. 

 

Ensures educators implement feedback 

into their practice through ongoing 

monitoring. 

Uses multiple sources of evidence of 

teacher practice and student outcomes to 

make decisions about teacher 

effectiveness and instructional 

improvement. 

 

Conducts and documents formal 

observations and additional formal and 

information observations to collect 

evidence of teacher practice and student 

outcomes to assess staff performance. 

 

 

Provides continuous, individualized, and 

actionable feedback based on evidence 

from formal and informal observations 

and student performance data. 

 

Monitors and supports educators, to 

ensure that feedback implemented is 

consistent and pervasive. 
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D. MONITORS STUDENT DATA TO DRIVE INSTRUCTIONAL PRACTICES 

Ineffective Needs Improvement Effective Highly Effective 

Rarely collects data to draw conclusions 

about instruction. 

 

 

 

 

 

 

Rarely attempts to use disaggregated and 

student-specific data to ensure 

instruction is differentiated based on 

student need or that students receive 

appropriate interventions.  

Inconsistently collects data from limited 

sources to draw conclusions about 

instruction. 

 

 

 

 

 

Inconsistently uses disaggregated and 

student-specific data to ensure  

instruction is differentiated based on 

student need or that students receive 

appropriate interventions.  

Creates and implements systems to 

collect data to identify student outcome 

trends and drive continuous 

improvement. 

 

 

 

 

Analyzes, and supports educators in 

analyzing, disaggregated and student-

specific data to ensure  instruction is 

differentiated based on student need and 

that students receive appropriate 

interventions. 

Develops the ability of staff to create and 

implement systems for consistent 

monitoring and frequent collection of 

data to identify student outcome trends 

and drive continuous student 

improvement. 

 

 

Develops the staff’s ability to create and 

implement systems to analyze 

disaggregated and student-specific data 

to ensure instruction is differentiated 

based on student need and that students 

receive appropriate interventions. 
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Sample Observable and Documented Indicators of Professional Practice for  

TEACHING AND LEARNING 

 

 = Observable 

 

 = Documented 

 

IMPLEMENTS RIGOROUS CURRICULUM AND ASSESSMENTS ALIGNED TO DELAWARE STATE STANDARDS 

 Instructional strategies engage students in cognitively challenging work that is aligned to Delaware state standards  
 Teachers use a broad range of pedagogical approaches 
 Curricular materials aligned to Delaware state standards 
 

IMPLEMENTS HIGH-QUALITY INSTRUCTIONAL PRACTICES 

 Facilitation of the formal observation process (pre-conference, observation, post-conference including feedback) for every teacher and 
specialist 

 Active, regular involvement in Professional Learning Community meetings, community meetings, faculty meetings, etc. to support teacher 
professional learning 

 Record of feedback and accountability systems for implementing feedback 
 Teacher lesson plans that show evidence of professional learning activities 
 Accountability procedures for teaching and learning are clearly communicated to staff 
 

INCREASES TEACHER EFFECTIVENESS THROUGH SUPPORT AND EVALUATION 

 Effective completion of all DPAS evaluations of teachers and specialists 
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 Facilitation and/or co-facilitation of professional learning activities focused on monitoring/evaluating the effectiveness of curriculum, 
instruction, and assessment 

 Conferences with evaluator to identify way to improve professional practice 
 Clear procedures are in place for maintaining confidentiality of information 
 

MONITORS STUDENT DATA TO DRIVE INSTRUCTIONAL PRACTICES 

 Facilitation and/or co-facilitation of professional learning activities focused on monitoring/evaluating the effectiveness of curriculum, 
instruction, and assessment 

 Administrative or school climate survey results and action plan to: 1.) continue and fine-tune effective practices; and/or, 2.) improve 
areas of concern 

 Alignment of technological resources to support student achievement-oriented school improvement goals 
Student work samples and classroom observation data are used to make decisions about teacher effectiveness  
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COMPONENT THREE 

A. MANAGES RESOURCES IN ALIGNMENT WITH THE SCHOOL PLAN 

Ineffective Needs Improvement Effective Highly Effective 
Allocates fiscal and physical resources to 

initiatives that do not align to school 

goals.  

 

 

 

 

Does not manage partnership 

agreements effectively. 

 

 

 

 

Does not seek out information about 

additional fiscal and physical resources.  

Inconsistently allocates applicable fiscal 

and physical resources based on student 

achievement-oriented school 

improvement goals.  

 

 

 

Manages partnership agreements to 

varying degrees of effectiveness. 

 

 

 

 

Minimally seeks information about 

additional resources.  

Supports the allocation of applicable 

fiscal and physical resources responsibly, 

efficiently, and effectively in alignment 

with student achievement-oriented 

school improvement goals. 

 

 

Manages school partnership agreements 

effectively. 

 

 

 

 

Seeks information about additional 

resources and makes consistent attempts 

to access those resources to address 

school needs.  

Creatively leverages and maximizes 

applicable fiscal and physical resources 

responsibly, efficiently, equitably, and 

effectively. 

 

 

 

Develops applicable educators’ ability to 

effectively manage their own partnership 

agreements and manages all applicable 

school partnership agreements 

effectively. 

 

Seeks and acquires additional resources 

that align with student achievement-

oriented school improvement goals and 

encourages others to seek additional 

resources to address school needs.  

 

B. ORGANIZES SCHOOL TIME TO SUPPORT ALL STUDENT LEARNING AND STAFF DEVELOPMENT PRIORITIES 

Ineffective Needs Improvement Effective Highly Effective 

Rarely develops schedules and routines 

to maximize instructional time and/or 

Develops some routines to maximize 

instructional time. 

Develops and implements schedules and 

routines to maximize instructional time. 

Develops, implements, and 

communicates schedules and routines to 

maximize instructional time, monitors 
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allows non-instructional distractions to 

interfere with instructional time. 

 

 

 

 

Rarely plans and prioritizes own time 

and neglects to protect time for 

instructional leadership activities. 

 

 

 

 

 

 

 

 

 

Inconsistently plans, protects, and 

prioritizes own time to address 

instructional leadership activities. 

 

 

 

 

 

 

Plans and prioritizes own schedule to 

maximize instructional leadership 

activities focused on teaching and 

learning. 

their effectiveness, and makes 

adjustments as necessary with input 

from key stakeholders.  

 

 

Proactively plans own schedule for the 

year, month, week, and day to prioritize 

instructional leadership activities 

focused on teaching and learning and 

monitors its effectiveness and makes 

adjustments as necessary. 
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C. ENSURES SCHOOL OPERATIONS ALIGN WITH MANDATED POLICIES 

Ineffective Needs Improvement Effective Highly Effective 

Rarely checks to ensure that all school 

operations are in compliance with 

federal, state, and board policies, or with 

negotiated agreements.  

 

 

Rarely fulfills reporting requirements 

accurately in a timely manner.  

 

 

 

Rarely maintains the highest level of 

confidentiality and/or privacy of school 

and/or district records, including 

student and staff information. 

 

 

 

Rarely reviews school safety procedures 

and fails to make changes to procedures 

to ensure a safe learning environment.  

Inconsistently checks to ensure all school 

operations comply with federal, state, 

and board policies or with negotiated 

agreements.  

 

 

Inconsistently fulfills reporting 

requirements accurately within a timely 

manner. 

 

 

Inconsistently maintains the highest 

level of confidentiality and privacy of 

school and/or district records, including 

student and staff information. 

 

 

 

Inconsistently reviews and manages a 

safe learning environment and makes a 

few needed changes to procedures to 

ensure a safe learning environment.  

Consistently checks prior to acting to 

ensure that school operations comply 

with federal, state, board policies, and 

negotiated agreements. 

 

 

Fulfills all reporting requirements 

accurately within an established 

timeframe.  

 

 

Maintains the highest level of 

confidentiality and privacy of school 

and/or district records, including 

student and staff information. 

 

 

 

Systematically reviews and refines 

school safety procedures to ensure a safe 

and secure learning environment based 

on appropriate data. 

Proactively collaborates with district 

office and stakeholders to ensure all 

school operations comply with federal, 

state, and board policies and negotiated 

agreements. 

 

Proactively fulfills all reporting 

requirements accurately before the due 

date. 

 

 

Develops school professionals’ ability to 

maintain and self-monitors to the highest 

level of confidentiality and privacy of 

school and/or district records, including 

student and staff information. 

 

 

Works collaboratively with staff to 

continually assess and refine school 

procedures to ensure a safe and secure 

learning environment.  
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D. HIRES AND RETAINS EFFECTIVE STAFF 

Ineffective Needs Improvement Effective Highly Effective 

Rarely makes an effort to retain or 

recognize highly-effective teachers and 

has little or no knowledge of 

opportunities for teachers’ growth or 

leadership and/or their interests or 

needs.  

 

Demonstrates minimal understanding of 

the approved selection process, and 

rarely reviews requirements for 

positions, desired characteristics of 

applicants, and applicant pool documents 

prior to the selection process.  

 

 

 

Rarely uses relevant data to identify or 

recognize effective teachers. 

 

 

 

 

Attempts to recognize and retain highly 

effective teachers by providing them 

with some growth or leadership 

opportunities aligned with their interests 

or needs. 

 

 

 

Demonstrates understanding of the 

approved selection process, and 

regularly reviews requirements for 

positions, desired characteristics of 

applicants, and applicant pool documents 

prior to the selection process.  

 

 

Inconsistently uses relevant data to 

identify or recognize effective teachers. 

 

 

 

 

Routinely recognizes and retains highly 

effective teachers by providing them 

with growth or leadership opportunities 

aligned with their interests and needs.  

 

 

 

Oversees approved selection process, 

reviews and refines requirements for 

positions and desired characteristics of 

applicants, and reviews applicant pool 

documents prior to the selection process. 

 

 

 

 

Consistently reviews student work, 

teacher observations, and evaluation 

data to identify and recognize effective 

teachers.  

 

 

Retains highly-effective teachers by 

providing them with growth or 

leadership opportunities aligned with 

their interests and needs. 

 

 

 

Trains staff to assure understanding of 

the selection process, works with staff to 

review and refine requirements for 

positions and desired characteristics of 

applicants, trains staff on review of 

applicant documents. 

 

 

 

Uses multiple data sources and seeks 

input from various stakeholders, in 

addition to student work, observations, 

and student achievement data, to identify 

and recognize effective teachers and 

potential teacher leaders.  
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Demonstrates a lack of awareness of how 

negotiated contracts or certification 

policies can create opportunities to 

specify staff needs and hire high 

performing educators 

 

 

Demonstrates inconsistent awareness of 

how negotiated contracts and 

certification policies can create 

opportunities to specify staff needs and 

hire high performing educators 

 

 

Demonstrates consistent awareness of 

how negotiated contracts and 

certification policies can create 

opportunities to specify staff needs and 

hire high performing educators  

 

 

Leverages an understanding of 

negotiated contracts and certification 

policies to design specific staff roles 

aligned to school needs and hire highly 

effective educators 

 

 

E. DEVELOPS A HIGHLY-EFFECTIVE LEADERSHIP TEAM 

Ineffective Needs Improvement Effective Highly Effective 

Does not define the roles of the 

leadership team and allows ineffective or 

misaligned educators to serve on the 

leadership team. 

 

 

 

 

Rarely provides support to the 

leadership team. 

 

 

Rarely develops the leadership team’s 

capacity to oversee complex projects or 

lead teacher teams.  

Minimally defines the role of the 

leadership team and selects some 

members based on skill.  

 

 

 

 

 

Provides some support to the leadership 

team. 

 

 

Inconsistently develops the leadership 

team’s capacity to oversee complex 

projects and lead teacher teams.  

Establishes a leadership team with a 

clear set of expectations and 

requirements made up of highly-effective 

teachers with a range of skill sets.  

 

 

 

Actively works with the leadership team 

to identify and improve targeted areas. 

 

 

 

Finds opportunities to develop the 

leadership team’s capacity to oversee 

complex projects and lead teacher teams.   

Establishes an effective leadership team 

with stakeholder input that focuses on 

learning for all students. Selects top-

performing teachers and ensures the 

team has a variety of skill.   

 

 

Engages stakeholders to provide 

sustained support to the leadership team 

to identify and improve targeted areas. 

 

 

Inspires and builds the leadership team’s 

capacity to oversee complex projects and 

lead teacher teams.  
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Sample Observable and Documented Indicators of Professional Practice for 

PEOPLE, SYSTEMS, AND OPERATIONS 

 

 = Observable 

 = Documented 

 

MANAGES RESOURCES IN ALIGNMENT WITH THE SCHOOL PLAN 

 Ongoing budget meetings seek input from stakeholders and to share updates  
 Partnerships with community businesses to supplement resources 
 Alignment of resources (human & fiscal) to support student achievement-oriented school improvement goals 
 Facilitation and/or co-facilitation of professional learning activities focused on contractual agreements 
 Budgets reflect resource allocations in alignment with student achievement-oriented school improvement goals 
 School expenditure reports reflect use of resources in alignment with the vision and school plan 

 
ORGANIZES SCHOOL TIME TO SUPPORT ALL STUDENT LEARNING AND STAFF DEVELOPMENT PRIORITIES 

 Organization of school time to support student achievement-oriented school improvement goals 
 Personal schedule prioritizes teaching and learning 
 Yearly calendar of opportunities for staff to develop capacity 
 

ENSURES SCHOOL OPERATIONS ALIGN WITH MANDATED POLICIES 

 Facilitation and/or co-facilitation of professional learning activities focused on board policies 
 Clear procedures are in place for maintaining confidentiality of information 
 School safety plan strategies and activities are understood by all teachers and students 
 
HIRES AND RETAINS EFFECTIVE STAFF 
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 Recognizes the accomplishments of students and staff in Professional Learning Community meetings, community meetings, faculty 
meetings, etc. 

 Each staff position has clear performance expectations aligned with school mission and school-wide expectations for instruction and 
culture 

 Retention of teachers and recommendations for leadership are partly determined on the basis of demonstrated effectiveness as 
measured by student learning 

 High percentage of teachers rated effective stay in the school 
 

DEVELOPS A HIGHLY-EFFECTIVE LEADERSHIP TEAM  

 Leadership team focuses on frequent discussions of student learning to target key instructional needs 
 Leadership team consistently models and enforces school-wide philosophy, core values, and responsibility and efficacy 
 Multiple staff members serve as instructional leaders in the school 
 Leadership team is comprised of fully aligned and highly skilled staff  
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COMPONENT FOUR 

A. BUILDS PROFESSIONAL RELATIONSHIPS AND CONSTRUCTIVELY MANAGES CHANGE 

Ineffective Needs Improvement Effective Highly Effective 
Struggles to build positive, professional 

relationships with adults and students.  

 

 

Rarely provides time or support for 

educators to process or adapt to the 

change process. 

Attempts to build positive, professional 

relationships with adults and students.  

 

 

Provides minimal time or support for 

educators to process or adapt to the 

change process.  

Builds positive, professional 

relationships with adults and students.  

 

 

Supports staff through the change 

process by encouraging questions and 

dialogue on a regular basis. Can identify 

potential challenges.  

Builds and maintains positive, trusting, 

professional relationships with adults 

and students.  

 

 

Leads and supports staff by proactively 

educating them about the change 

process, challenges and by creating 

opportunities for them to express 

opinions and ask questions. 

 

B. ENGAGES IN SELF-REFLECTION AND ON-GOING PROFESSIONAL DEVELOPMENT 

Ineffective Needs Improvement Effective Highly Effective 

Does not seek, and is unwilling to accept, 

feedback on their own professional 

practice.  

 

 

 

 

 

Demonstrates a defensive attitude when 

receiving feedback on their own 

professional practice. 

 

 

 

 

 

Seeks and accepts feedback on their own 

professional practice. 

 

 

 

 

 

 

Actively seeks feedback on their own 

professional practice from a variety of 

stakeholders, initiates personal growth 

opportunities, and promotes growth 

opportunities for staff.  

 

 

Models and develops educators’ ability to 

self-reflect and adjust leadership practice 

based on feedback. 
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Does not adapt leadership practice based 

on feedback. 

 

 

Resists engaging in professional learning 

opportunities aligned with personal 

needs or the needs of the school. 

Makes minor adjustments to leadership 

practice based on feedback. 

 

 

Engages in some professional learning 

opportunities aligned with personal 

needs or the needs of the school. 

Adjusts leadership practice based on 

feedback and self-reflection.  

 

 

Engages in ongoing professional learning 

opportunities aligned with personal 

needs and the needs of the school. 

 

 

Engages in multiple professional learning 

opportunities aligned with personal 

needs and the needs of the school and 

shares learning with multiples 

stakeholders in formal and informal 

settings.    

 

 

 

 

 

 

 

 

 

C. DEMONSTRATES A PERSISTENT FOCUS ON PROACTIVE PROBLEM SOLVING AND ADVOCACY 

Ineffective Needs Improvement Effective Highly Effective 

Easily loses focus when problem-solving 

and reacts with visible frustration when 

faced with challenges.  

 

Attempts to react when faced with 

immediate challenges, but struggles to 

follow-through on problem-solving 

strategies.  

Leads staff in problem-solving processes 

to address challenges.                                               

 

Develops educators’ ability to proactively 

problem solve to address challenges.  
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Rarely resolves issues in a timely 

manner.  

 

 

 

Does not attempt to advocate for all 

students. 

 

 

Inconsistently resolves issues in a timely 

manner. 

 

 

 

Attempts to advocate for all students but 

does not focus on all students’ social and 

academic needs. 

 

 

 

Quickly resolves issues as they arise.   

  

 

 

 

Advocates for all students in decision-

making related to students’ social and 

academic needs. 

 

 

Anticipates issues and proactively 

resolves them or changes practices 

before there is an issue.  

 

 

Models and develops staff ability to 

advocate on behalf of all students in 

decision-making related to social and 

academic needs. 

 

D. ENGAGES FAMILIES AND THE COMMUNITY IN STUDENT LEARNING 

Ineffective Needs Improvement Effective Highly Effective 

Rarely welcomes families and 

community members into the school. 

 

 

 

 

 

 

Rarely communicates key information 

about student learning expectations to 

Inconsistently models and sets 

expectations for staff on the process for 

welcoming families and community 

members into the school.  

 

 

 

 

Inconsistently communicates key 

information about student learning 

expectations to families and the 

Models and sets expectations for staff on 

the process for welcoming families and 

community members into the school.  

 

 

 

 

 

Shares explicit information about 

student learning expectations with 

families and the community routinely 

Proactively develops relationships with 

families and the community and 

develops staff’s ability to do so. 

Consistently models a school-wide 

culture in which all families and 

community members are welcomed into 

the school. 

 

Implements multiple structures to 

meaningfully engage families and the 

community in achieving student 

achievement-oriented school 

improvement goals and priorities. 
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families and the community or identifies 

ways they can support student learning. 

 

 

 

Shares inaccurate and/or incomplete 

information about progress towards 

meeting student achievement-oriented 

school improvement goals with families 

and the community. 

community and identifies some ways 

they can support student learning. 

 

 

Shares limited and/or incomplete 

information about progress towards 

meeting student achievement-oriented 

school improvement goals with families 

and the community. 

and identifies specific ways they can 

participate in and support student 

learning. 

 

Conducts and supports communication 

to shares relevant information about 

progress towards meeting student 

achievement-oriented school 

improvement goals with families and the 

community. 

 

 

 

Ensures that staff implement effective 

communication strategies to share 

progress towards meeting student 

achievement-oriented school 

improvement goals with families and the 

community. 
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Sample Observable and Documented Indicators of Professional Practice for PROFESSIONAL 

RESPONSIBILITIES 

 

 = Observable 

 

 = Documented 

 

BUILDS PROFESSIONAL RELATIONSHIPS AND CONSTRUCTIVELY MANAGES CHANGE 

 Supports for staff through the change process 
 Interactions with staff and community members build positive rapport 
 Systems that promote collegiality among staff 
 
ENGAGES IN SELF-REFLECTION AND ON-GOING PROFESSIONAL DEVELOPMENT 

 Participation in professional learning opportunities aligned with the needs of the school 
 Conferences with evaluator to identify way to improve professional practice 
 Participation on district and/or state committees to deepen leadership skills 
 Participation in district administrative Professional Learning Communities 
 Professional growth plan includes goals for growth and aligned strategies 
Administrative survey results and action plan to: 1.) continue and fine-tune effective practices; and/or, 2.) improve areas of concern 
 

DEMONSTRATES A PERSISTENT FOCUS ON PROACTIVE PROBLEM SOLVING   

 Interaction with staff to proactively solve problems 
 Seeks input from staff to resolve issues 
 All students have access to rigorous course content  
 Student achievement expectations reflect the belief that all students can achieve at high levels 
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 Administrative and school climate survey results and action plan to: 1.) continue and fine-tune effective practices; and/or, 2.) improve 
areas of concern 

 

ENGAGES FAMILIES AND THE COMMUNITY IN STUDENT LEARNING 

 Active participation in collaborative community meetings to review student work and plan for instructional interventions 
 Active participation at school and community events with families, students, and staff 
 Family engagement in learning during school hours and at school-sponsored events (volunteers, parent trainings, etc.) 
 Families actively participate in school improvement meetings 
 Family survey data reflects positively on how the school engages families and the community in student learning 
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STUDENT PERFORMANCE GOAL-SETTING FORM FOR ASSISTANT PRINCIPALS 
(REQUIRED) 

 
Administrator  Evaluator  

 
School  Date of Conference  

 
Instructions to assistant principals: This form is intended to help you establish goals related to student performance measures. 
Please complete the top section of the form and submit it to your supervisor prior to your Goal-Setting Conference. The goals set 
here form the basis of your rating on Component V. Methodology for how points are earned should also be discussed during 
the Goal-Setting Conference.  
 
STUDENT PERFORMANCE GOALS  

 

Goal 1: Statewide Assessment for English Language Arts and/or Mathematics (Part A/B1) 

Measure  
 
 
 

Baseline Data  

Targets for Measure 
(0-50) 

 
Exceeds: 
 
Meets Target: 
 
Off-Track but progressing towards target: 
 
Limited evidence of success towards target: 
 

  

Goal 2: Other Locally-Determined Measure (Part B2) 

Measure  
 
 

Baseline Data  

Targets for Measure 
(0-50) 

 
Exceeds: 
 
Meets Target: 
 
Off-Track but progressing towards target: 
 
Limited evidence of success towards target: 
 

 
 
 
APPROVAL 
Instructions to assistant principals: After the goal-setting conference with your supervisor, revise the form as needed, sign it, and 
submit to your supervisor for his/her signature. The principal’s signature indicates acknowledgement of the goals; the evaluator’s 
signature indicates approval of the goals. 
 
Administrator Signature:  ______________________ 
 
Evaluator Signature:  _____________________ 
 
Date of Conference:   _____________________ 
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DPAS-II FOR ADMINISTRATORS 

LEADERSHIP PRIORITY AREAS FORM FOR ASSISTANT PRINCIPALS (STRONGLY 
RECOMMENDED) 

 
Administrator  Evaluator  

 
School  Date of Conference  

 
Instructions to assistant principals: This form is intended to help you identify the leadership strategies you intend to 
pursue to achieve your student performance goals in the coming school year. Using the Rubric, identify one or two 
priority leadership areas that you will focus on this year in order to meet your student performance goals and improve 
your practice as an assistant principal. For each area, describe three things: which criterion or criteria from the Rubric 
you are focusing on, what specific leadership actions you intend to take, and what will be your indicators of success 
during the year. The priorities you establish here become a focal point for your supervisor’s observation of your 
practice. Please complete the top section of the form and submit it to your supervisor prior to your Goal-Setting 
Conference. 
 
PRIORITY LEADERSHIP AREAS 

 

PRIORITY LEADERSHIP AREA #1 

Criterion (or Criteria)  
 
 

Leadership Actions  
 
 

Indicators of Success  
 
 
 

 

PRIORITY LEADERSHIP AREA #2 

Criterion (or Criteria)  
 
 

Leadership Actions  
 
 

Indicators of Success  
 
 
 

 
APPROVAL 
Instructions to principals: After the goal-setting conference with your supervisor, revise the form as needed, sign it, and 
submit to your supervisor for his/her signature. The principal’s signature indicates acknowledgement of the priority 
leadership areas; the principal supervisor’s signature indicates approval of the priority leadership areas. 
 
Assistant Principal Signature:  ______________________  
 
Evaluator Signature:   _____________________ 
 
Date of Conference:   _____________________ 
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DPAS-II FOR ADMINISTRATORS 

OBSERVATION FORM (OPTIONAL) 
 
Administrator   _________________________ Evaluator _________________________ School ________________________________ 
 
Date of Observation _______________  Type of Observation ______________________  Focus Criteria __________________________________ 
 
Instructions to evaluators: This form is intended to help you capture notes and evidence during direct and indirect observations. Note the type of observation (e.g., 
“principal-teacher feedback session” or “grade level planning meeting” and the criteria (from the list below) that you expect to focus on in the observation. Script 
notes during the observation and list the criteria from the Rubric to which pieces of evidence apply. Summarize key conclusions from the evidence that you might 
use in feedback conversations with the principal. 
 

Notes Criteria (from list below – e.g. 
“3A”) 

 
 
 
 
 
 
 
 
 
 
 

 

Conclusions 
 

 
 
 

Components and Criteria from the DPAS II for Administrators Rubric 

1. Vision and Goals 
A. Develops a vision for high student 
achievement 
B. Establishes school goals and an 
aligned school plan using data 
C. Establishes and reinforces school 
values and behaviors that align to the 
vision 
D. Develops cultural competence and a 
commitment to equity 

2. Teaching and Learning 
A. Implements rigorous curriculum and 
assessments aligned to the Delaware 
State Standards 
B. Implements high-quality instructional 
practices 
C. Increases teacher effectiveness 
through support and evaluation 
D. Monitors student data to drive 
instructional practices 

3. People, Systems, and Operations 
A. Manages resources in alignment with 
the school plan 
B. Organizes school time to support all 
student learning and staff development 
priorities 
C. Ensures school operations align with 
mandated policies 
D. Hires and retains high-performing staff 
E. Develops a high-performing school 
leadership team 

4. Professional Responsibilities 
A. Builds professional relationships and 
constructively manages change 
B. Engages in self-reflection and on-going 
professional development 
C. Demonstrates a relentless focus and 
proactive problem solving and advocacy for 
students 
D. Engages families and the community in 
student learning 
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DPAS-II FOR ADMINISTRATORS 
MID-YEAR CONFERENCE FORM FOR ASSESSING ASSISTANT PRINCIPAL PROGRESS 

TO GOALS (REQUIRED) 
 

Administrator  Evaluator  

 
School  Date of Conference  

 
Instructions to evaluators: This form is intended to help you share feedback with assistant principals on their progress 
toward student performance goals midway through the year as well as provide feedback on leadership practices, 
outcomes, and next steps. Please complete the form and share it with the assistant principal prior to the Mid-Year 
Conference. 

 
PROGRESS TOWARD STUDENT PERFORMANCE GOALS 
Instructions to evaluators: Restate the goal. Indicate whether or not the assistant principal’s school is on-track to meet 
the student performance goals. Provide any necessary comments to explain this determination. 

 

Goal 1: Statewide Assessment for English Language Arts and/or Mathematics (Part A/B1) 

Goal  
 

Progress Made  The assistant principal is on-track to meet the student performance goal. 
 The assistant principal is not on-track to meet the student performance goal. 

Comments  
 
 

 

Goal 2: Other Locally-Determined Measure (Part B2) 

Goal  
 

Progress Made  The assistant principal is on-track to meet the student performance goal. 
 The assistant principal is not on-track to meet the student performance goal. 

Comments  
 
 

 
EVALUATOR FEEDBACK 

 
Areas of Strength: 
 
 
 
 
Targeted Areas of Growth: 
 
 
 
 
Additional Evaluator Feedback: 
 
 
 

 
 
ACKNOWLEDGEMENT 
Sign below to indicate that the goal-setting conference has been completed. 
 
Administrator Signature: ______________________   Evaluator Signature: _____________________ 

Date of Conference: _____________________ 
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DPAS-II FOR ADMINISTRATORS 
MID-YEAR CONFERENCE FORM FOR ASSESSING ASSISTANT PRINCIPAL PROGRESS 

ON LEADERSHIP PRIORITY AREAS (STRONGLY RECOMMENDED) 
 

Administrator  Evaluator  

 
School  Date of Conference  

 
Instructions to evaluators: This form is intended to help you share feedback with principals about their practice midway 
through the year. Please complete the form and share it with the assistant principal prior to the Mid-Year Conference. 
 
PRIORITY LEADERSHIP AREAS 

Instructions to evaluators: Restate the Priority Leadership Area. Summarize performance to-date.  
 

PRIORITY LEADERSHIP AREA #1 

Criterion (or Criteria)  
 

Areas of Strength  
 

Areas of Concern  
 

Comments  
 
 

 

PRIORITY LEADERSHIP AREA #2 

Criterion (or Criteria)  
 

Areas of Strength  
 

Areas of Concern  
 

Comments  
 
 

 

Other Evaluator Feedback 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
ACKNOWLEDGEMENT 
Sign below to indicate that the goal-setting conference has been completed. 

 
Administrator Signature: ______________________   Evaluator Signature: _____________________ 
 

Date of Conference: ____________________ 
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DPAS-II FOR ADMINISTRATORS 
SUMMATIVE EVALUATION FORM FOR ASSISTANT PRINCIPALS  

 

Administrator  Evaluator  

 
School  Date of Conference  

 
  

COMPONENT 1:  VISION AND GOALS 

CRITERIA Ineffective 
Needs 

Improvement Effective 
Highly 

Effective 

Develops a vision for high student achievement     

Establish school goals and an aligned school plan using data     

Establishes and reinforces school values and behaviors that align to the 
vision 

    

Develops cultural competence and a commitment to equity     

Overall Rating for VISION AND GOALS     

Comments: 
 
 
 
 
 
 
 
Recommended Actions: 
 
 
 
 
Expected Actions: 
 
 
 
 

 

COMPONENT 2:  TEACHING AND LEARNING 

CRITERIA 
Ineffective 

Needs 
Improvement 

Effective 
Highly 

Effective 

Implements rigorous curriculum and assessments aligned to Delaware State 
Standards 

    

Implements high quality instructional practices     

Increases teacher effectiveness through support and evaluation     

Monitors student data to drive instructional practices     

Overall Rating for TEACHING AND LEARNING     

Comments: 
 
 
 
 
 
Recommended Actions: 
 
 
 
 
Expected Actions: 
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COMPONENT 3:  PEOPLE, SYSTEMS, AND OPERATIONS 

CRITERIA 
Ineffective 

Needs 
Improvement 

Effective 
Highly 

Effective 

Manages resources in alignment with the school plan     

Organizes school time to support all student learning and staff development 
priorities 

    

Ensures school operations align with mandated policies     

Hires and retains effective staff     

Develops a highly effective leadership team     

Overall Rating for PEOPLE, SYSTEMS AND OPERATIONS     

Comments: 
 
 
Recommended Actions: 
 
 
Expected Actions: 
 

 

 

 
COMPONENT 4: PROFESSIONAL RESPONSIBILITIES 

CRITERIA 
Ineffective 

Needs 
Improvement 

Effective 
Highly 

Effective 

Builds professional relationships and constructively manages change     

Engages in self-reflection and ongoing professional development     

Demonstrates a persistent focus on proactive problem solving and advocacy 
for students 

    

Engages families and the community in student learning     

Overall Rating for PROFESSIONAL RESPONSIBILITIES     

Comments: 
 
 
Recommended Actions: 
 
 
Expected Actions: 
 
 

 
COMPONENT 5:  STUDENT IMPROVEMENT   
 

Goal 1: Statewide Assessment or State Approved for English Language Arts and/or Mathematics (Part A/B1) 

Measure  
 

Target for Measure  
 

Score (0-50)  

  

Goal 2: Other Locally-Determined Measure (Part B2) 

Measure  
 

Target for Measure  
 

Score (0-50)  

 
 
COMPONENT 5 PERFORMANCE:     

 Ineffective (0-39)  Needs Improvement (40-59)  Effective (60-79)  Highly Effective (80-100) 
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Summary of Commendations/Expectations/Recommended Area(s) of Growth: 
 
 
 
 
 
Additional Evaluator Feedback: 
 
 
 
 

Summative performance rating: 
  

 Highly Effective   Effective   Needs Improvement  Ineffective 
 
 

SIGNATURES: 

The assistant principal and evaluator shall sign the Summative Evaluation Form to indicate that it has been reviewed and 
discussed, not that the assistant principal necessarily agrees with comments on this form.   
  
 
 

 
 
 
 
 
If the 

principal disagrees with any feedback on this form, the administrator may provide information in writing to the evaluator within 
fifteen (15) working days of the receipt of this form.  The assistant principal may request a second conference with the evaluator 
to discuss concerns.  Any additional information will become part of the appraisal record.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Administrator’s 
Signature: 

  
Date: 

  
 
 
Evaluator’s 
Signature: 

 
 

 
Date: 
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DELAWARE PERFORMANCE APPRAISAL SYSTEM II 
IMPROVEMENT PLAN  

FOR ASSISTANT PRINCIPALS 
 

Administrator  Evaluator  

 
School  Date        

 
 
 
The assistant principal and evaluator will share preliminary recommendations at an Improvement Plan Conference.  If 
consensus between the assistant principal and evaluator is not reached, the evaluator shall develop the assistant 
principal’s Improvement Plan. 

 
Areas of growth 

Identify specific concerns and recommended areas of growth related to one or more of the DPAS-II components. 
 
 
 
Measurable Goals 

List specific measurable goals for improving the deficiencies and recommended growth areas to satisfactory levels. 
 
 
 
Resources and Strategies 

Identify resources and strategies necessary to implement the Improvement Plan. 
 
 
 
Evidence 

List evidence that must be submitted to evaluate growth and improvement of the identified deficiencies or recommended areas of 
growth. 
 
 
 
Timeline for Goal Completion 

Identify a timeline for completion of the Improvement Plan, along with times for intermediate checkpoints.  
 
 
 
Plan Completion 

Describe how satisfactory or unsatisfactory completion of the plan will be determined. Indicate potential consequences of 
unsatisfactory completion of the plan. 
 
 
 
Plan Agreement: 

My signature below means that I have received the Improvement Plan, understand what is expected of me, and will work on the 
plan as described. 
 

Administrator’s 
Signature 

 Date  

 
My signature below means that I have carefully reviewed the Improvement Plan with the administrator and have clearly 
communicated what is expected of the administrator to complete this plan. 
 

Evaluator’s 
Signature 

 Date  
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Amendments to the Plan: 

Specify any changes to the Improvement Plan if it is amended during implementation. 
 
 
 
 

Administrator’s 
Signature 

 Date  

 
Evaluator’s 
Signature 

 Date  

 
 
 
Improvement Plan Completion: 

The administrator’s completion of the Improvement Plan is: 
 

  Satisfactory     Unsatisfactory 
 

Administrator’s 
Signature 

 Date  

 
Evaluator’s 
Signature 

 Date  
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DELAWARE PERFORMANCE APPRAISAL SYSTEM II 
 CHALLENGE FORM FOR ASSISTANT PRINCPALS 

 

Administrator  Evaluator  

 
School  Date   

 
 
 
 

The assistant principal shall write a specific description of the rating in dispute, and shall attach any documentation to be 
considered as part of the challenge.  
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