	CATEGORY: MANAGEMENT, DECISION-MAKING AND ORGANIZATIONAL LEADERSHIP
	4- EXEMPLARY 
(System wide and/or community impact)
	3- PROFICIENT
(Local and/or school-wide Impact)
	2- PROGRESSING
(Evidence of leadership

potential)
	1- NOT MEETING
STANDARDS

	REPORTING AND DOCUMENTATION
  
	In addition to “Proficient” criteria and evidence, prioritizes, analyzes and offers recommendations and solutions when issues arise, is proactive in contacting the Board, state and local educational and community groups in order to improve and maintain school relationships on relevant issues.
	Regularly documents and reports on financial, academic and operations issues and policies to the Board and the community and is an active participant in Board meetings. Upholds the mandates of the Charter, including reporting to the DOE. Is always available when issues arise. 
	Documents and reports on financial, academic and operations issues and policies and attends Board meetings.
	Occasionally documents and reports on financial, academic and operations issues and policies and attends some Board meetings and/or offers incomplete reports and understanding of key issues.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	ORGANIZATIONAL ENVIRONMENT
                                                                                  
	In addition to “Proficient” criteria and evidence, continual efforts to improve systems, community relations and outreach are evident. Proactively works to improve the status of the organization and to create new and better binds with local, state and national organizations and stakeholders.
                                                                                  
	Implements a system of accountability and evaluation for all school employees and ensures that this system relates to the stated mission and objectives of the Charter; ensures that students and their families are treated fairly and equitably and that all community members follow the standards and values set forth by the student handbook; oversees student discipline, ensures that staff are treated equitably and held to the same standards as expected of our students. Sets and meets enrollment figures.                                                           
	Accountability systems and standards of equity and inclusion are occasionally inconsistent and a significant percentage of stakeholders are unclear about values, mission and/or behavioral expectations of organization.
	Efforts to maintain standards of inclusion, equity and community values and environment are inconsistent or non-existent.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	CONSTRUCTIVE
DISAGREEMENT

	In disagreements with policy and leadership decisions, is able to articulate the disagreement and advocate for a point of view based on the best interests of the organization and is willing to challenge executive

authority and policy leaders appropriately with evidence and constructive criticism. Once the decision is made, fully supports and enthusiastically implements organizational policy and leadership decisions.
	Accepts and implements

leadership and policy

decisions.


	Sometimes challenges executive and policy leadership without bringing those concerns to

appropriate executive and

policy authorities.


	Ignores or subverts executive and policy decisions that are  unpopular or distasteful. Sometimes implements

unpopular policies

unenthusiastically or because “I’m just following orders, but I don’t like it.”



	Please circle: 1  2  3  4

Comments and evidence: 

	
	
	
	

	PERSONAL IMPROVEMENT
	Previous evaluations are

combined with personal

reflection and 360-degree

feedback to formulate an

action plan that is reflected

in the leader’s daily choices of priorities as well as in the organization’s priorities. The influence of previous evaluations has an impact not only on the leader, but on the entire organization.
	Previous evaluations

are explicitly reflected

into projects, tasks, and priorities. Performance on each evaluation reflects

specific and measurable

improvements along the performance continuum from ineffective, to

progressing, to proficient, to exemplary.


	Leader is aware of

previous evaluations, but

has not translated them into an action plan.


	No evidence of

reference to previous leadership evaluations in the leader’s choices of

tasks and priorities.



	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	DECISION-MAKING STRUCTURE
	Active stakeholders understand the difference between decision-making levels, where Level I represents a staff decision by consensus or majority, Level II represents staff input that will significantly influence leadership decisions, Level III represents a unilateral leadership decision, and Level IV represents a decision made in conjunction with the Board.

The leader uses data in

such a compelling way that

the vast majority of

decisions are Level I. Staff surveys reflect a feeling of empowerment and personal responsibility for organizational success.
	The leader clarifies the decision-making method for major decisions and shares decisions with the

staff, using data to the largest extent possible to support those decisions.
	The leader uses both consensus and unilateral

decision-making, but the reason for changing decision making structures

is not consistently clear.
	The leader lurches

from autocracy to democracy with no

clear method, demoralizing and bewildering the staff.

	Please circle: 1  2  3  4

Comments and evidence:
	
	
	
	

	VISION AND STRATEGIC PRIORITIES
	The leader takes a leading role in the development of the short and long-term vision of the organization. This vision, the mission, and strategic priorities of the leader and the organization are visible, ingrained in the culture of the organization, and routinely used as a reference point for decisions. The use of strategic guidelines for decision-making makes many decisions self-evident and avoids time wasted in unproductive arguments.
	The leader is integrally involved in creating the short and long-term vision, mission, and strategic priorities of the organization, and the decisions of the leader are consistent with these values.
	While the vision, mission and priorities may be visible, they are not consistently linked to the leader’s decision. The leader takes a minimal role in establishing these.
	The leader is unaware of or disconnected from the organization’s vision, mission, and strategic priorities. There is little or no evidence of the relationship of leadership decisions to these organizational guideposts.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	CATEGORY: STUDENT ACHIEVEMENT
	4- EXEMPLARY 
(System wide and/or community impact)
	3- PROFICIENT
(Local and/or school-wide Impact)
	2- PROGRESSING
(Evidence of leadership

potential)
	1- NOT MEETING
STANDARDS

	ACADEMIC GOAL SETTING
	Routinely shares examples

of specific leadership,

teaching, and curriculum

strategies associated with improved student achievement. Other leaders in the system, internally and externally, credit this leader with sharing ideas, coaching teachers and leaders, and providing

technical assistance to

implement successful new

initiatives.
	Goals and strategies reflect a clear relationship between

the actions of teachers and leaders and the impact on

student achievement.

Results show steady

improvements based

on these leadership

initiatives.
	The leader has established goals related to student

achievement that are specific and measurable, but these efforts have yet to result in improved student achievement.
	The goals are neither measurable nor specific. The leader focuses more on student characteristics than on the actions of the teachers and leaders in the

system.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	CONTINUOUS STUDENT IMPROVEMENT 
	Consistent record of

improved student

achievement on multiple

indicators of student success. Student success occurs not only on the overall averages, but in each group of historically disadvantaged students.

Explicit use of previous data indicates that the leader has focused on improving performance. In areas of previous success, the leader aggressively identifies new challenges, moving proficient performance to the exemplary level. Where new challenges emerge, the leader highlights the need, works collaboratively with teachers and creates effective interventions, and reports improved results.
	The leader assures that faculty and students are meeting standards and benchmarks and performance goals for student achievement.

The student population shows growth on CUE reports and other measures as does the achievement of each group of students who have previously been identified as needing improvement.
	There is some evidence of

improvement, but insufficient evidence of

changes in leadership,

teaching, and curriculum that will create the

improvements necessary to achieve student

performance goals.
	Indifferent to the data, this leader blames students,

families, and external

characteristics. This leader does not believe that student achievement can

improve.  This leader has not taken decisive action to change time, teacher assignment, curriculum,

leadership practices, or other variables in order to

improve student achievement.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	CATEGORY: FACULTY DEVELOPMENT


	4- EXEMPLARY 

(System wide and/or community impact)
	3- PROFICIENT

(Local and/or school-wide Impact)
	2- PROGRESSING

(Evidence of leadership

potential)
	1- NOT MEETING

STANDARDS

	FACULTY DEVELOPMENT
	In addition to the “Proficient” criteria and evidence, the leader has also demonstrated a record of tailor-made professional development opportunities linked to the needs of each staff member, including teaching and non-teaching staff. The leader personally

participates in professional

development and demonstrates a commitment to lifelong

learning, routinely shares

professional development

opportunities with other

schools, departments,

districts, and organizations

in order to build the

professional knowledge

opportunities of the entire community.
	The leader has created individualized learning plans (MAPs) for each faculty and staff member, and professional development activities reflect the prioritized needs of these plans. Leader will assess staff regularly, and is responsible for hiring and firing. Provides staff with appropriate resources, time and direction to implement student growth.
	The leader is aware of the differentiated needs of faculty and staff members,

and there are a few

instances of differentiated

professional development.
	Professional development is typically “one size fits all” and there is little or no evidence of recognition of

individual faculty needs.

	Please circle: 1  2  3  4
Comments and evidence:

	
	
	
	

	STAFFING
	Leader finds and develops staff members with unique and specific skill sets needed at the school. Leader ensures that staff is teaching in appropriate positions, to the best of their abilities. Leader constantly assesses leadership potential in staff members and finds way to nurture and develop it.
	Leader staffs, develops evaluates, and maintains staff. Staff satisfaction rates are high and voluntary turnover is low. Leader visits and evaluates classroom performance regularly. 
	Leader is responsible for hiring and firing of staff members. Staff is mostly appropriate.
	Staff is inappropriate, poorly assigned and/or not evaluated.

	Please circle: 1  2  3  4
Comments and evidence:

	
	
	
	

	PROFESSIONAL
DEVELOPMENT
	In addition to the “proficient” criteria, the leader is also an active participant in teacher-led

professional development, demonstrating with a commitment of time and intellect that the leader is a learner and is willing to learn from colleagues on a

regular basis. The leader routinely shares learning experiences with other leaders and colleagues throughout the system.
	The leader devotes faculty meetings to professional

development, not announcements. The leader personally leads professional development several times each year.
	The leader sometimes devotes faculty meetings to professional development and occasionally shares personal learning

experiences with colleagues.
	The leader generally stopped acquiring new

information after completing graduate school, and displays little or no evidence of new

learning or sharing that learning with colleagues.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	CATEGORY: PERSONAL CHARACTERISTICS AND PROFESSIONAL DEMEANOR
	4- EXEMPLARY 

(System wide and/or community impact)
	3- PROFICIENT

(Local and/or school-wide Impact)
	2- PROGRESSING

(Evidence of leadership

potential)
	1- NOT MEETING

STANDARDS

	RESILIENCE 
	Public reports, including

accountability documents,

plans, and oral presentations, include frank acknowledgement of prior personal and organizational failures, and clear suggestions for system-wide learning resulting from those lessons. Shares case studies of personal and organizational errors in a way that guides, inspires, and teaches colleagues throughout the organization. Builds resilience in colleagues and throughout the organization by habitually highlighting and praising “good mistakes” where risks were taken, mistakes were made, lessons were learned, and both the individual and the

organization learned for the future.
	Readily acknowledges

personal and organizational failures. Evidence of learning from past errors. Non-defensive

attitude in accepting

feedback and discussing errors and failures.
	Acknowledges personal and organizational

failures when confronted with evidence.
	Defensive and resistant to the acknowledgement of error.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	INTEGRITY                                                     
	The leader meets verbal, written and oral commitments without exception. Commitments to individuals, students, community members and subordinates have the same weight as commitments to superiors, board members, or other people with visible authority. The leader’s commitment to integrity is clear throughout the organization, and any commitment from anyone who reports to this leader is as good as a commitment from the leader.
	The leader meets commitments or negotiates exceptions where the commitment cannot be met. Verbal commitments have the same weight as written commitments.
	The leader meets explicit written commitments. The need to ‘get it in writing’ does not allow subordinates or superiors to make assumption that verbal statements have the weight of a commitment.
	The words ‘I’m working on it’ or “I’m doing the best I can’ are regarded as acceptable substitutes for commitments. This leader cannot be trusted to follow through with tasks, budgets, priorities or performance.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	EMOTIONAL SELF-CONTROL 
	The leader possesses complete self-control, even in the most difficult and confrontational situation, but also provides assistance to colleagues on the techniques of emotional intelligence. Not only is the leader an exemplar of emotional intelligence, but the entire organization reflects this commitment to self-control, empathy, and respect. Leader is a role model to the community.
	The leader can deal with sensitive subjects and personal attacks with dignity and self-control. The leader never meets anger with anger, but defuses confrontational situation with emotional intelligence, empathy, and respect. 
	Occasional raised voice when angry or threatened, leading to a climate in which people are reluctant to raise sensitive issues.
	Loses temper and emotionally unstable. Conversations on any sensitive topic are brief or nonexistent.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	LEGAL AND ETHICAL BEHAVIOR
	Meets the spirit and letter of the law, avoiding both the fact and appearance of impropriety. Inculcates the foundations of mutual respect for colleagues and for the law throughout the organization. Is a role model in the community.
	No instances of illegal or unethical conduct personally, with employees, prospective employees, or other conduct that crosses the line of policy or law.
	There is no ‘progressing’ in this category – one strike and you’re out. Failing to be proficient is the same as being ineffective. 
(Please note, this is Reeves’ emphasis, not ours. He clearly thinks it’s critical. The committee happens to agree.)
	Violates – even just one time – the legal and policy requirements for personal behavior or the relationship between leaders and employees. 

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	STUDENT SAFETY 
	Uses leadership to teach students and faculty respect for one another, creating a climate of mutual respect and trust. Builds in all employees and faculty members an environment in which student safety is paramount, and inappropriate contact with students never occurs.
	Meets all legal requirements for student contact and takes swift and appropriate actions when student safety is compromised in any way, or inappropriate contact between employees and students has been detected.
	There is no progressing in this category. A single violation is a career killer.
	Failure to protect student safety by permitting or engaging in inappropriate contact with students or compromising student safety measures in any way.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	

	PARENT RELATIONS
	In addition to proficient criteria and evidence, works to develop parent leaders and finds appropriate ways to use parents and community members in school activities or for school development projects. Parent satisfaction rates are high. 
	Leader develops and maintains relationships with parents. Parent satisfaction rates are favorable and student turnover is low. Leader regularly communicates with and joins PTO and other parent groups in activities. 
	Leader sometimes meets with parents. Satisfaction rates are mixed. 
	Parent relations are inappropriate, uneven or non existent.

	Please circle: 1  2  3  4

Comments and evidence:

	
	
	
	


