PERSONNEL POLICIES
PROCEDURES FOR PERFORMANCE APPRAISAL OF          POLICY GCN
PRINCIPALS, SUPERVISORS, DIRECTORS, 
COORDINATORS, AND PSYCHOLOGISTS
The purpose of appraising the performance and effectiveness of administrators is to promote improvement in the administrative function, to recognize exceptional professional performance, and ultimately to bring continued improvement in the teaching/learning process in the system's schools.

Each administrator's performance and effectiveness will be assessed within the scope of that person's area of responsibility, system wide goals and objectives as well as individual performance objectives.

Major areas of responsibility in which individuals may be appraised are established in their job descriptions.  Such areas may include:  curriculum and instruction, staff relations, pupil relations, fiscal management, building management, program management, school-community relations, supportive services, professional growth plans, and other system wide responsibilities.

System wide goals and objectives are developed annually by the administrative team for the improvement of the school system.  Individual performance objectives will be agreed to by the appraiser and appraisee, and may relate to system-wide goals and objectives, area of responsibility and/or personal growth.

REGULATION 
In keeping with the performance appraisal practices of teachers, the procedures outlined herein provide a vehicle whereby principals, coordinators, directors, supervisors and psychologists are provided the opportunity to continually improve on-the-job performance.

Annual Plan
At the beginning of each year, these personnel will write an annual plan that addresses specific objectives relative to major job functions and strategies for implementing those objectives.  The plan will be jointly developed with the Superintendent or his designee.

Formal Observation
A planned observation of at least one activity or function will be conducted by the Superintendent, or his designee during the year.

The formal observation is prearranged on-the-job observation to gather information related to the performance of the employee and is followed with a post-observation conference.  The post-observation conference will be conducted no later than four (4) working days of the formal observation, and a written summary of strengths and needed improvements will be provided the evaluatee. 

Informal Observation
Informal observations are unscheduled, random observations to gain general awareness of the evaluatee's performance in his/her job duties.  A systematic recording of observations on an informal basis, as well as any resulting discussions will be maintained throughout the year.

Indirect Data Collection
Since the function of principals, supervisors, directors, coordinators, and psychologists vary considerably in nature, and since a single formal observation may not reflect skills in other types of functions or across schools, other types of information and data are essential to an accurate evaluation of the overall performance.  Therefore, a feedback checklist will be used to gather information from staff members who may have had more extensive opportunity to observe the performance of employees to be evaluated under this regulation.

Summative Evaluation
The annual summative evaluation conference will be conducted by the Superintendent or his designee by June 30, or as soon thereafter as possible.

The annual summative evaluation will be based in part on the information form the Annual Plan, Formal and Informal Observations and Feedback Data Checklist.  Each evaluatee will complete his/her own assessment of the Annual Plan objectives for submission to the Superintendent by June 1 citing evidence that each objective has/has not been met.

A copy of the annual evaluation will be placed in the employee's personnel file.

