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Section I:  Principal Evaluation and Support 

(Principal, Assistant, Vice Principal) 
 

 

 

 

 

 

 

 

 

 

 

Purpose and Intention of Evaluation System 
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Our Purpose                                                         Our Intention  

 
 

 
What is the evaluation process…Annual Planning/Goal-setting Conference?  

Demonstrated 
Ability to 

Lead 

Quality 

Consistent and 
Well-versed 

Skillsets 

Our core business 
is teaching and 

learning 

Willful and 
Reflective 
Growth 

Concrete and 
Tangible Feedback 
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Plan –  
Participate in annual planning and goal setting conference 
at the beginning of the evaluation cycle with your 
immediate supervisor. 

Provide a foundation for success and growth, clarifying timelines, 
evaluation expectations, and evidence collection processes for 
observations.  
Use this time as an opportunity to collaboratively set administrator goals 
and determine professional development needs with your immediate 
supervisor. 

 

Prioritize – 
 For observations, collect evidence for all domains prioritizing those that are 
closely connected to Administrator Goals. 

Streamlines evaluation process by unifying observations and administrator goals during post 
conferences with your immediate supervisor.  
Create targeted opportunity for growth and success in school improvement areas with your 
immediate supervisor. 

 

PDP –  
Align Professional Development Plan (PDP) with Administrator Goals and prioritized practice standards 
with your immediate supervisor. 
Provides aligned focus point for personal professional development and helps attain goals and highest levels of 
effectiveness. 

Plan support 

- - A '\ M~TIV:T~ G 
LEARNING _____. 
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In Advance 

1. Principal (Principal, Assistant, Vice Principal) reviews relevant student performance data, survey results and prior evaluation feedback 
2. Principal (Principal, Assistant, Vice Principal) develops first draft of Administrator Goals and updates Professional Development Plan 

(PDP) 

During the Conference 

1. Establish a Foundation for Success 
✓ Reflect on the successes and challenges of the prior year  
✓ Establish expectations for evaluation and development process 

2. Align and Set Administrator Goals 
✓ Develop a shared understanding of District/school goals  
✓ Discuss student and school data including available mSGP scores 
✓ Agree to administrator goals that align to school and District priorities 

3. Determine Observation Protocol 
✓ Identify domains aligned to Administrator Goals 
✓ Identify other priority domains 
✓ Agree on potential sources of direct and indirect evidence for each domain – determine evidence the principal will provide and what the 

immediate supervisor will collect 
✓ Identify potential opportunities of direct observation of the principal 
✓ Discuss start and end dates of observation windows to capture full scope of principal’s work (2-3 months per window) 

4. Identify and Align Principal’s Professional Development Needs 
✓ Determine professional development needs related to most recent performance evaluation, Administrator Goals and prioritized practice 

standards  
✓ Agree to appropriate Professional Development Plan (PDP) and goals 

 

Annual Planning/Goal-setting Conference (Principal, Assistant, Vice Principal)  



9 
 

Summer 2026           

 

 

Portfolio/Binder (Collection of Evidence) –  
Conduct and support observations based on a portfolio/binder of evidence 
collected over 2-3 months by the principal and the immediate supervisor. 
 

Evidence collected from a variety of sources over an extended period of time may more 
accurately and fairly reflect the complexity of the principal’s work. 

Process-  
Discuss observation Portfolio/Binder (Collection of Evidence), and progress on Administrator Goals and 
PDP goals during in-person post-observation conferences. 
 

Dedicated coaching time is provided for feedback/discussion on progress to maximize principal’s growth and development.  
Discussion allows for corrections and adjustments of the observation as needed. 
 

 

 

 

 

 

 

 

 

What is the evaluation process… Observations/Post-observation Conference? 

? 

Observers:  

★ Must be trained on all observation rubric within purview of service and job description (~NJAC 6A:10-2.2). 

★ Must be employed in the District  

★ Must serve in a supervisory role in the District  

★ Must possess an administrative certificate (supervisor, principal, or administrator endorsement) 
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Explanation of Rubric Levels for Evaluation System 
T he devel,opment if the explanati1mfo1· the rubric /,evels was in response to requested cla,·ifu:ation on the Focal Point E valuation System sco,·ing scale. T he 

explanation if the rubric levels f or the Focal Point E valuation System was facilitated by the feedback and input if D istrict E valuation Advisory Committee 

{DEAC) members and col/,eagu,es withi n the D istrict. 

Unsatisfactory, 

tJnsatisiadory Progre.ssiag Pro6~ient Esenaplary Progress.ing, Proficient, 

Unacceptable Practice and Inconsistent Practice and Outcomes Consistent Practice and Outcomes Exceptional Practice and Outcomes and Exemplary 
Outcomes Evidence of basic knowledge and Evidence of sound knowledge, Evidence of high levels of represents the four (4) 
Evidence of little or no knowledge implementation of performance implementation and integration of knowledge, implementation and possible described 
and minimal implementation of standards. Integration of performance performance standards. Evidence of a integration of performance standards. categories a staff 
performance standards. Does not standards are not evident. Teacher is clear proficiency and skill in the There is evidence of leadership member can earn during 
meet minimal performance making progress towards proficiency. performance area. initiative and willingness to model and 

an observation. 
standards and needs substantial serve as a mentor for colleagues. 
improvement. 
u u u u u u u 
Unsatisfactory Progressing I Progressing 11 Proficient I Proficient II Proficient Ill Exemplary Expanded the four (4) 

(1) (2) (3) (4) (5) (6) (7) 

I< 
existing categories to 
include seven (7) 

To what extent is my practice To what extent is my practice consistent To what extent is my practice To what extent is my practice 
possible point options 

consistent in this category: in this category: consistent in this category: consistent in this category: 
for the staff to earn. 

• Unsatisfactory: Consistently • Progressing I: Inconsistent • Proficient I: Inconsistent practice • Proficient Ill: Consistent 
unacceptable practice and practice and outcomes of basic and outcomes of sound practice and outcomes of /JjgJJ. 
outcomes with little or no knowledge and implementation of knowledge, implementation and levels of knowledge, Provides specific 
knowledge and minimal performance standards. integration of performance implementation and integration description on how to 
implementation of performance standards. of performance standards. earn one of the option 
standards. for points within a given 

• Progressing II: Progress towards • Exemplary: Exceptional category. The higher of 
consistency in practice and • Proficient II: Consistent practice practice and outcomes of /JjgJJ. 
outcomes of basic knowledge and and outcomes of sound levels of knowledge, eaeh point within most 

implementation of performance knowledge, implementation and implementation and integration of a given category of 

standards. integration of performance of performance standards. points, reflect a greater 

standards. level of demonstrated 
practice and 

performance for the 

staff member. 

Explanation of Rubric Levels for Evaluation System 

The development of the explanation for the rubric levels was in response to requested clarification on the Focal Point Evaluation System scoring scale. The 
explanation of the rubric levels for the Focal Point Evaluation System was facilitated by the feedback and input of District Evaluation Advisory Committee 

(DEAC) members and colleagues within the District. 

Unsatisfactorv 
Unacceptable Practice and 
Outcomes 
Evidence of little or no knowledge 
and minimal implementation of 
performance standards Does nor 
meet minimal performance 
standards and needs substantial 
improvement. 

Unsatisfactory 
(1) 

To what extent is my practice 
consistent in this category 
■ Unsatisfactory: Consistentuy 

unacceptable practice and 
outcomes with little or no 
knowledge and minimal 
implementation of performance 
Standards. 

Summer 2026 

Progressing 
Inconsistent Practice and Outcomes 
Evidence of basic knowledge and 
implementation of performance 
standards Integration of performance 
standards are not evident Teacher is 
making progress towards proficiency. 

Progressing I 
(2) 

Progressing ll 
(3) 

To what extent is my practice consistent 
in this category: 
■ Progressing I; Inconsistent 

practice and outcomes of basic 
knowledge and Implementation ot 
performance standards. 

■ Progressing II: Progress towards 
consistency in practice and 
outcomes of basic knowledge and 
implementation of performance 
standards 

Proicient 

Consistent Practice and Outcomes 
Evidence of sound knowledge 
implementation and integration of 
performance standards. Evidence of a 
clear proficiency and skill in the 
performance area 

Proficient I 
(4) 

Proficient II 
(5) 

To what extent is my practice 
consistent in this category 
• Proficient I: Inconsistent practice 

and outcomes of sound 
knowledge, Implementation and 
integration of performance 
standards 

• Proficient Il: Consistent practice 
and outcomes of sound 
knowledge, Implementation and 
integration of performance 
standards 

Exemplary 
Exceptional Practice and Outcomes 
Evidence of high levels of 
knowledge, implementation and 
Integration of performance standards. 
There is evidence of leadership 
initiative and willingness to model and 
serve as a mentor far colleagues. 

Proficient Ill 
(6) 

Exemplary 
(7) 

To what extent is my practice 
consistent in this category. 
■ Proficient Ii: Consistent 

practice and outcomes of high 
levels of knowledge, 
implementation and integration 
of performance standards 

• Exemplary: Exceptional 
practice and outcomes of high 
levels of knowledge, 
Implementation and integration 
oiperformance standards. 

Unsat i sfactory, 
Progressing, Proficient, 
and Exemplary 
represents the four (4) 
possible described 
categories a staff 
member can earn during 
an observation. 

Expanded the four (4) 
existing categories to 

" include seven (7) 
possible point options 
for the staff 1o earn. 

Provides specific 
description on how to 
earn one of the option 
for points within a given 
category . The higner of 
each point within most 
oi a given category of 
points, reflect a grEsi=r 
level of demonstrated 
practice and 
performance for the 
staff member 

10 
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What does the observation process look like tenured and non-tenured principals and vice principals? 
Table 1: Observations for Tenured and Non-Tenured 

Non-Tenured Staff 
(3 observations) 

Round One  Round Two  Round Three  Summative Conference 

Principals 
 

Vice/Assistant Principals 

Standards B: 1, 2, 3 
C: 1, 2 

Standards: A1, D1, D2 
(Class and school 

schedule), D3 (Climate) 

Standards B: 1, 2, 3 
C: 1, 2, 3 

Standards: A2, A3, D1(Budget), 
D2 (Time Management), E1, E2 

Standards B:1, 2, 3 
C: 1, 2, 3 

Standards: E1, E2, A3, A4, D3 
(Climate), E3  

Required for “Rated Year”. 
 

Tenured Staff 
(2 observations) 

Round One  Round Two  Summative Conference 
 

Principals 
 
 

Vice/Assistant Principals 

Standards: A1, B:1, 2, 3 C: 1, 2, 3 
D1, D2 (Class and school schedule), D3 
(Climate) A2, A3, D1(Budget), D2 (Time 

Management), E1, E2 

Standards: E1, E2, A3, A4, B:1, 2, 3 
C: 1, 2, 3 

D3 (Climate), E3 
C: 1, 2, 3 

Required for “Rated Year”. 
 

 

✓ At least 24 hours prior to the post-conference the observer forwards (electronically) the staff member a copy of the observation report review. 
✓ Post conference has taken place within 7-10 work days.  
✓ Post conference included the review of artifacts/evidence for professional practice to support the respective observation 
✓ All signatures are applied to each observation.  Without signatures being applied a “correct” summative conference cannot be 

generated. 
✓ All areas of the conference form are addressed as provided on the form during pre and post-conferences 
✓  Summative Evaluation Conference is required and addressed as provided on the form within eDoctrina 
✓ February 15th will be used as a cutoff date to determine if a staff member will be observed using Year 1-2 or Year 3-4 guidelines 
✓ Review the Annual Memorandum Evaluation sent to all staff with the appropriate dates. 
✓ Principals hired after February 1st are required to have one long observation, with a goal setting conference and post-conference and one short observation with 

a post-conference conducted prior to April 15th.  These administrators will NOT receive a final summative evaluation score.   
✓ Administrators hired after March 15th are required to have one (1) observation conducted by April 15th .  These administrators will NOT receive a final summative 

evaluation score.   
✓ Tenured administrators retuning from leaves and/or sabbaticals will follow the dates and guidelines outlined above and may not receive a summative evaluation. 

 

 

Read 
toMe! 
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What does the observation process look like Corrective Action Plan (CAP) principals and vice principals? 

Table 2: Observations for CAP Tenured and Non-Tenured Staff 

Non-Tenured Staff 
(4 observations) 

 

Round One 
  

Round Two 
Mid-Year CAP Review 

Round Three  Round Four 
  

Summative Conference 
 

Principals 
 

Vice/Assistant Principals 

Standards B: 1, 2, 3 
C: 1, 2 

Standards: A1, D1, 
D2 (Class and 

school schedule), 
D3 (Climate) 

Standards B: 1, 2, 3 
C: 1, 2, 3 

Standards: A2, A3, 
D1(Budget), D2 (Time 
Management), E1, E2 

Standards B:1, 2, 3 
C: 1, 2, 3 

Standards: E1, E2, 
A3, A4, D3 (Climate), 

E3  

Standards B:1, 2, 3 
C: 1, 2, 3 

Standards: E1, E2, A3, A4, 
D3 (Climate), E3 

 

Required for “Rated Year”. 
 

 

Tenured Staff 
(3 observations) 

Round One  Round Two 
Mid-Year CAP Review 

Round Three 
 

Summative 
Conference 

 

Principals 
 
 

Vice/Assistant Principals 

Standards: A1, C: 1, 2, 3 
D1, D2 (Class and school 

schedule), D3 (Climate) A2, A3, 
D1(Budget), D2 (Time 
Management), E1, E2 

Standards: C: 1, 2, 3 
 E1, E2, B:1, 2, 3 

 A3, A4, D3 (Climate), E3 
C: 1, 2, 3 

Standards: A1, B: 1, 2, 3 D1, D2 
(Class and school schedule), 

D3 (Climate) A2, A3, 
D1(Budget), D2 (Time 
Management), E1, E2 

Required for “Rated 
Year” 

 

With the mSGP score, if an educator’s summative rating is Partially Effective or Ineffective, then a CAP must be created to replace the PDP within 25 working days 

following the District’s receipt of the summative rating, which will be provided by NJDOE through the Evaluation Information System (EIS). In order to ensure educators 

with CAPs receive all the necessary supports they are sent to the Assistant Superintendent and the Legal Department for review and final approval.  Educators on a 

CAP must: 

✓ Remain on the CAP until they receive their next summative rating. 
✓ Receive a mid-year evaluation to discuss progress towards goals outlined in the CAP; and,  
✓ Receive at least one observation in addition to the number normally required.  
✓ Educators should receive the additional observation for every year they are on a CAP, even if the CAP only applies to part of the year. 
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Principal Performance Evaluation Standards (Principal, Assistant, Vice Principal) 

 
 

Table 3: Professional Educator Performance Standards with Weights for Principals (RAC Turnaround Principles and PSEL) 

 

Standard Indicator 

Leadership 3X 
 
RAC Turnaround Principle: #1 and 2 
Equity and Cultural Responsiveness 3  
Curriculum, Instruction and Assessment 4 
Community of Care and Support for Students 5 
Professional Capacity of School Personnel 6 
Professional Community for Teachers and Staff 7 
Meaningful Engagement of Families and Community 8 
Operations and Management 9 
School Improvement 10 

• Establishes and maintains a shared vision of success 

• Leads change  

• Maximizes human potential  

• Demonstrates other leadership skills 
 

The Instructional Program 3X  
 
RAC Turnaround Principle: #3, #4, and #6 
Equity and Cultural Responsiveness 3  
Curriculum, Instruction and Assessment 4 
Community of Care and Support for Students 5 
Professional Capacity of School Personnel 6 
Professional Community for Teachers and Staff 7 
Meaningful Engagement of Families and Community 8 
Operations and Management 9 
School Improvement 10 

• Maintains a comprehensive program of instruction 

• Improves the quality of instruction 

• Provides for assessment of instruction  
 

Staff Development 2X 
 
RAC Turnaround Principle: #5 
Equity and Cultural Responsiveness 3  
Curriculum, Instruction and Assessment 4 

• Develops staff 

• Facilities individual growth  

• Hires quality staff 
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Community of Care and Support for Students 5 
Professional Capacity of School Personnel 6 
Professional Community for Teachers and Staff 7 
Meaningful Engagement of Families and Community 8 
Operations and Management 9 
School Improvement 10 
 

Effective Management 1X  
 
RAC Turnaround Principle: #7 
Equity and Cultural Responsiveness 3  
Curriculum, Instruction and Assessment 4 
Community of Care and Support for Students 5 
Professional Capacity of School Personnel 6 
Professional Community for Teachers and Staff 7 
Meaningful Engagement of Families and Community 8 
Operations and Management 9 
School Improvement 10 

• Manages resources effectively  

• Time management  

• School climate  

Professional Responsibilities 1X  
 
RAC Turnaround Principle: #8 
Equity and Cultural Responsiveness 3  
Curriculum, Instruction and Assessment 4 
Community of Care and Support for Students 5 
Professional Capacity of School Personnel 6 
Professional Community for Teachers and Staff 7 
Meaningful Engagement of Families and Community 8 
Operations and Management 9 
School Improvement 10 

• Maintains positive relations with district and community  

• Behaves professionally  

• Grow professionally 

 

 
 

Staff members placed “on assignment” should seek guidance on how they will be evaluated for the “assigned” school year, as this 

may impact final summative rating for the year.  
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Student/Program Growth Objective Average (Principal, Assistant, Vice Principal) 
 
✓ Student/Program Growth Objective Average: This measure is an average of every teacher's S/PGO rating for the year with the school.   
 

 
✓ Student Growth Percentile means a specific metric for measuring individual student progress on statewide assessments by tracking 

how much a student's test scores have changed relative to other students Statewide with similar scores in previous years. Tested 
grades/subjects: 4-7 mathematics and 4-8 ELA in areas such as ELL, SPED, General Education, push-in, pull-put, etc.  This measure 
is the median score of all the SGPs scores in a school.  

 
✓ Long-term or leave replacement substitutes under contract in the district who are currently working toward earning tenure or may soon 

be working toward earning tenure in the district should be evaluated in the same manner all contracted teachers are evaluated in the 
District.  These scores where applicable will be included in the SGP scores for the school. 

 
✓ Administrator Goals: These aligned goals are set by principals in consultation with their Chief School Administrators/Assistant 

Superintendent each year. Local districts have discretion to determine the total number of goals (between one and four) that each 
administrator sets. Assistant and vice-principals may set the same goals as the principals or may set others that more closely reflect 
their responsibilities within the school.  A wide variety of measures may be used for Administrator Goals and goals that maintain a 
sustained focus over multiple years are encouraged. 

 
 
 
 

 

 

What is the evaluation process…multiple measures? 
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Table 4:  Student Growth Objective Quality Rubric  

 

 

Includes at least half of the Includes some of the standards Includes few of the 
SGO Guidel>Ook 

Includes all or most standards for Effective Assessments 
which the teacher is responsible 

standards for which the teacher is for which the teacher is standards for which the Module 
during the instructional period. 1 responsible during the responsible during the teacher Is responsible during Assessment Design Modules 

instructional period. instructional period. the Instructional period. SGO Exemi;ilars 
Articulates how the majority of Articulates how some selected SGO Guidel>Ook 
selected standards are critical to standards are critical to enduring Does not justify how the SGO 2.1 Presentation 
enduring understanding of the understanding of the subject area, Articulates how some selected standards chosen lead to Assessment Design Modules 
subj ect area. success in future success In futlXe classes, and standards lead to future success. futtxe success or does so SGO Exemi;ilars 
c lasses. and readiness in college. readiness In college, career. and poorly. 
career. and life. life. 
ASSESSMENTS 
Aligns all 1tems2 to the chosen Aligns most Items to the chosen Aligns some Items to the chosen Aligns few or no Items to the SGO Guidel>Ook 
standards taught during the SGO standards taught during the SGO standards taught during the SGO chosen standards. Critical SGO 2.1 Presentation 
period. All crit ical standards3 period. Most critical standards period. Some crit ical standards standards are not Identified 
have mult iple items. have mult iple items. have multiple Items. and have few Items. 
Range of rigor acctxately reflects Range of rigor mostly reflects rigor Range of rigor somewhat reflects Range of rigor does not SGO Guidebook 
r igor of instruction, content and of instruction. content and skills of rigor of instruction. content. and reflect rigor of Instruction, SGO 2.1 Presentation 
skills of course. course. skills of course. content. and skills of cotxse. Assessment Design MQdules 

Highly accessible to all students Mostly accessible to all students Somewhat accessible to all 
Disadvantages certain SGO Guidebook 
students because of SGO 2.1 Presentation 

regard less of background regardless of background students regard less of 
background knowledge, Assessment Design Modules 

knowledge, cultural differences, knowledge, cultural differences, or background knowledge, cultural 
cultural differences, or 

or special needs. special needs. differences, or special needs. 
special needs. 

Assessment design is consistently Assessment design is mostly high Assessment design is of Assessment design is of tow SGO Exem12lars 
high quality. Includes rubrics, quality. Includes rubrics, scoring moderate quality. Includes quality in virtually all aspects Effective Assessment 
scoring guides, and/ or answer guides, and/ or answer keys tor all rubrics, scoring guides, and/ or Of design. Module 
keys tor all items, all of which are items, most of which are accurate, answer keys for some items, Assessment Design Modules 
accurat e, clear, and thorough. clear, and thorough. most of which are accurate, clear, 

and thorough. 

Teachers of t he same subject Teachers of the same subject Teachers of the same 
Effective Assessment 

Teachers of the same subject Module 
matter / grade level use a 

matter/ grade Ievel's summative matter/ grade level's summative subject matter/ grade level COiiaborative Teams Toolkit 
common summative assessment4 assessments are similar but not assessments Of the same assess different standards in SGO 2.1 Presentation 

the same. standards are different. different ways. 
SGO Guidebook 

Table 4: Student Growth Objective Quality Rubric 

I nc l udes all or most standards for 
which the teacher i s respon s i ble 
du ring the in structi onal per iod. ' 

Articulates how the majority of 
selected standards are critica l to 
enduri ng u nderstand i ng of the 
subject a rea, success i n futu re 
classes, and readiness in col l ege. 
career, and l i fe . 
ASSESSMENTS 
Align s all items ? to the chosen 
standards tau ght duri ng the SGO 
pe r iod . All critica l sta ndards> 
have mu lti p le i tem s. 
Range of rigor accurately reflects 
rigor of i nstruct io n, content, and 
s k i l ls of cou rse. 

Highiy accessible to a l l students 
regard less of backgroun d 
know l edge , cu ltu ral d ifferences, 
or specia l needs. 

Assessm ent design is consistently 
high q ua lity. I n clu d es rubrics, 
sco ri ng guides, a nd/or a nswer 
keys for a ll ite ms , all of which are 
a ccurate , c l ear , and thoro ugh . 

Teac hers of the same subj ect 
m atter /grade leve l use a 
common summative assessment 

Summer 2026 

I ncludes at least half of the 
standards for wh ic h the teach er i s 
responsi ble du r i ng the 
i nstructiona l period . 

Articulates how some se l ected 
standard s are critical to enduring 
understanding of the subject area, 
success In future classes, and 
readiness in college, career, and 
l ife. 

Al igns most items to the ch ose n 
standards taught dur i ng the SGO 
period . Most cr itica l standa rds 
have mu l t i p le i tems. 
Range of rigor mostly reflects rigor 
of i nstruct i on, content, and ski l l s of 
course. 

Mostly accessible to all stude nts 
regard l ess of ba c kgro u nd 
know ledge, cultural d ifferences, or 
specia l needs. 

Assessm ent design is mostly high 
q u a l ity . I ncl udes rubrics, sco ring 
gu i des, and/or a nswer keys for all 
items, most of which a re accurate , 
c lear , a n d th orough . 

Teach ers of the sam e subject 
m atter/grade l eve l ' s su mm ative 
assessm ents are similar but not 
the same. 

I ncludes some of the standards 
for wh ich the teacher is 
respon s i b l e d uring the 
i nstru ctional period. 

Articulates how some selected 
standards lea d to future success. 

A l igns some items to the chosen 
sta n da rds taught during the SGO 
perlod. Some critical sta ndards 
have multiple items. 
Range of r igor somewhat reflects 
r igor of i nstruction , content, a nd 
skills of course. 

Somewhat accessible to al l 
stu dents regard less of 
background k nowledge, c ultural 
d ifferences, or specia l needs. 

Assessm ent design is of 
moderate qual ity. I ncludes 
rubrics, scoring guides, and/or 
answer keys for some items, 
most of which are accurate, clear, 
and thorough. 

Teachers of the same subject 
matter/grade le vel's summative 
assessments of the same 
standards are different. 

Includes few of the 
standards for which the 
teacher is responsible during 
the instructional period. 

Does not Justify how the 
standards chosen lead to 
future success or does so 
poorly . 

Al igns few or no items to the 
chosen standards. Critical 
standards a re not identified 
and have few items. 
Range of rigor does not 
reflect rigor of instruction, 
content, and skills of course. 
Disadvantages certain 
students becau se of 
backgrou nd knowledge, 
cultural differences, or 
specia l needs. 
Assessment design is of low 
quality in virtual ly all aspects 
of design. 

Teachers of the same 
su bject matter/grade level 
assess different standards in 
different ways. 

SGO G u idebook 
Effective Assessments 
Module 
Assessment Design Modules 
SGO Exemplars 
SGO G uidebook 
SG O 2 . 1 Presentation 
Assessment Design Modules 
SG0 Exempla rs 

SGO Guidebook 
SGO 2 . 1 Presentation 

SGO Gui debook 
SG0 2 . 1 Presentation 
Assessm e nt Design M odu les 
SGO Guidebook 
SG0 2.1 Presentation 
Assessment Design Modules 

sG0 Exemplars 
Effective Assessment 
M odule 
Assessment Design M odules 

Effective Assessment 
M odule 
Collaborative Teams Toolkit 
SGO 2 . 1 Presentation 
SGO Guidebook 
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Table 4:  Student Growth Objective Quality Rubric  

 

 

Excellent Good Fair Inadequate Resources 
COLLABORATION 
Most, or all, key decisions5 Many key decisions were made Some key decisions were made Few or no key decisions are SGO Guidebook 
were made collaboratively collaboratively between collaboratively between made collabOratively by SGO 2.1 Presentation 
between teachers (and/ or teachers (and/ or t eachers and teachers (and/ or teachers and teachers (and/or teachers and Collaborative Teams Toolkit 
teachers and administrators). administrators). administrators. administrators). SGO Integration TOOi 

Mid Course Check In 
TRACKING PROGRESS AND REFINING INSTRUCTION 
Standards are assessed in a Standards are assessed in a Standards are assessed in a Standards are assessed in a SGO Guidebook 
way that growth is logically way that growth is logically way that growth is logically way that growth cannot be SGO 2.1 Presentation 
measured and is regularly measured and is regularly measured logically throughout measured or monitored until Collaborative Teams Toolkit 
monitored with instruction monitored throughout the the SChOOI year. t he summative assessment is SGO Integration Tool 
adjusted accordingly school year. given . Effective Assessments Module 
throughout the school year. Data-Driven Decisions Module 

Assessing and Adjusting SGOs 
Common assessments are 

Common assessments are 
Common assessments are 

Commons assessments are not 
Collaborative Teams Toolkit 

used as checkpoints in 
used in measuring growth. 

rarely used in measuring 
in use in measuring growth. 

Effective Assessments Module 
measuring growth.6 growth. Data-Driven De~isiQns MQdule 
STARTING POINTS/ SCORING PLAN 
Multiple, high quality measures Multiple measures of baseline 

A single measure of high quality A single measure of low quality 
SGO Guidebook 

of baseline data are used to data, the qualitY of which may is used to determine student is used to determine student 
SGO Exemplars 

determine student starting vary, are used to determine 
starting points. starting points. 

SGO Excel scoring and Tracking 
points. student starting points. workbook 
Student learning targets are Student learning targets are Student learn ing targets are 

Student learning targets are 
SGO Guidebook 

d ifferentiated to be ambitious differentiated to be ambitious differentiated to be ambitiOus SGO Exemplars 
and achievable for all or nearly and achievable for a majority of and achievable for some 

not differentiated or are set too SGO Excel scoring and Tracking 
all students. students. students. 

IOW. 
workbook 

"Full attainment " accurately ' Full attainment " somewhat 
' Full attainment" loosely 

SGO Guidebook 
reflects a teacher's reflects a teacher's impact on "Full attainment' is too low or SGO Exemplars 

reflects a t eacher's impact on 
considerable impact on student student learning_ ' Exceptional 

student learning. "ExceptiOnal" too high to accurately represent SGO Excel scoring and Tracking 
learning . . ' Exceptional attainment " of the SGO does a teacher's considerable workbook 
attainment " clearly exceeds the little to reflect the teaeher's 

was easily attained by a less 
impact on student learning. Assessing and Adjusting SGOs 

objective set impact on student learning_ 
than ambitious scoring plan. 

s coring range is justified by s coring range is implied by s coring range is somewhat Scoring range is not reflected 
SGO Gu idebOOk 
SGO Exemplars 

analysis of baseline data and presented baseline data and reflected by baseline data and by baseline data and the rigor 
the rigor of the assessment the rigor of the assessment. the rigor of the assessment. of the assessment. 

SGO Excel scoring and Tracking 
workbook 
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Excellent Good Fair inadequate Resources 

COLLABORATION 

Most, or all, key dec is ions " Many key decisions were made Some key decis ions were made Few or no key decisions are SGO G u idebook 
were m ade col la boratively col la boratively between colla borative ly between made co l laboratively by SGO 2.1 Presentation 
between teachers ( and/or teachers (a nd/ o r teachers and teachers (a n d/o r teachers and teach ers (and/or teachers and Collaborative Teams Toolkit 
teachers a nd ad ministrato rs ) . adm i n istrators). adm i n i strato rs. adm inistrators ). sGO I ntegration Too l 

Mid Course Check In 
TRACKING PROGRESS AND REFINING INSTRUCTION 
Stan da rds are assessed in a Sta n d a rds are assessed in a Stan dards are assessed in a Sta n dards a re assessed in a SGO Gu idebook 
way th at growth is logica l ly way th at g rowth is logica l ly way that growth is logically way that growth cannot be SG0 2. 1 Presentation 
measu red a n d is regu larly measu red and is regularly measured logically th ro ugho ut m easu red or monitored u ntil Collaborative Teams Tool kit 
m o n ito red with instruction monitored throughout the the school yea r. the summ ative assessment i s sGO I ntegration Tool 
adjusted accordingly sch ool year. given . Effective Assessments M od u le 
through out th e school year. Data-Driven Decisi ons Module 

Assessing and Adjusti ngSGOs 

Com mon assessm e nts are 
Common assessments are 

Co m mon assessments are 
Commons assessments are not 

Collaborative Teams Tool kit 
used as ch eckpoints i n 

used in measu ring growth. 
rarely used i n m easur i n g 

i n use i n meas u r i n g growth. 
Effective Assessments Module 

measuring growth . s growth . Data-Dri ven Decisions M odule 
STARTING POINTS/SCORING PLAN 
M u ltip l e, high quality measures Multiple m easures of basel ine 

A s i ngle m easure of high quality A sin gle measure of low q ual ity 
SGO Guidebook 

of basel i ne data are used to data, the quality of which may 
is used to determ i ne stu dent is used to determine student 

sG0 Exemplars 
dete r m i n e student starting vary, are used to determ i ne 

starti ng poi nts. starting points. 
SGO Excel Scoring and Trac king 

poi nts. stu dent starting po ints. Workbook 
Student learn i ng targets are Student lear n i ng targets are Student learn i ng targets are 

Student learning targets are 
SGO G u idebook 

differentiated to be a m bitious d ifferentiated to be ambitious differentiated to be ambitious SGO Exemplars 
a n d a c h i evab l e for all or nearly and achievable for a majority of and achievable for some 

not d ifferent i ated or are set too 
SG0 Exc e l Scoring and Trac king 

all students. students. students. 
low. 

Workbook 
" Fu l l atta i n ment" accurately " Fu l l attai n ment " somewhat 

" Fu ll attain ment" loosely 
SGO G u idebook 

reflects a teacher's reflects a teacher's impact on " Fu l l attainment" is too low or 8GO Exemplars 
considerable impact on student stu dent learni ng. " Exceptio n al 

reflects a teacher's impact on 
too h igh to accurately represent SGO Exc el Scor ing and Tra c king 

learn i n g. " Except io nal attain m e nt " of the SGO does 
student l earni ng. "Exceptional" 

a teacher's considerable Workbook 
was easily attained by a less 

atta i n ment" clearly exceeds the little to reflect the teacher's 
than ambitious scoring plan. 

im pact on student learning Assessing and AdjustingSG Os 
objective set. im pact on student lea rni ng 

Scori ng ra nge is justified by Scor i n g range is implied by S corin g range is somewhat Scoring range is not reflected 
SGO Guidebook 
sG O Exemplars 

analysis of basel i n e data a nd p resented basel i ne data a n d reflected by basel i ne data a nd by baseline data and the rigor 
the r i go r of the a ssessment the rigor of the assessment. th e r igo r of the assessm ent. of the assessment. 

SG0 Exce l Sco ring and Tra cking 
Workbook 
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Student Growth Percentile (Principal, Assistant, Vice Principal) 

✓ Student Growth Percentile is part of a principal/AP/VP evaluation when the leader has been: • Assigned to schools attended by 
more than 20 separate students who took the grade 4-8 language arts or grade 4-7 math assessment; and • Assigned to qualifying 
students reported as having attended the school for one full year prior to the administration of the assessment, according to the data 
submitted by the district in its State Submission.   

✓ Assigned by October 15 to a school attended by more than 20 separate students who take the 4th-8th-grade Language Arts or 4th-
7th-grade state test. 

✓ Assigned to qualifying students reported as having attended the school for one full year prior to the administration of the test, 
according to the data submitted by the district in its State Submission. 
 

 
 
 

What is the evaluation process…Student Growth Percentile? 

Median Student Growth Percentile (mSGP) scores provided by the Department will 
be t ranslated from a 1 - 99 into a 1 - 4 score according to the conversion chart 
below and then used in a summative rat ing. 

mSGP Score EvaluatJon 
Rating 

mSGP Score EvRaluat,on 
atmg 

mSGP Score EvRaluat,on 
atmg 

1 - 20 1.0 35 2.5 50 3.0 

mSGP Score Evaluation 
Rating 

65 3.5 

21 1.1 36 2.5 51 3.0 66 3.5 

22 1.2 37 2.6 52 3.0 67 3.5 

23 1.3 38 2.6 53 3.0 
24 1.4 39 2.7 54 3.0 
25 1.5 40 2.7 55 3.0 
26 1.6 41 2.8 56 3.1 
27 1.7 42 2.8 57 3.1 
28 1.8 43 2.9 58 3.2 

68 3.6 
69 3.6 
70 3.6 
71 3.7 
72 3.7 
73 3.7 
74 3.8 

29 1.9 44 2.9 59 3.2 75 3.8 
30 2.0 45 3.0 60 3.3 76 3.8 
31 2.1 46 3.0 61 3.3 77 3.9 
32 2.2 47 3.0 62 3.4 78 3.9 
33 2.3 48 3.0 63 3.4 79 3.9 
34 2.4 49 3.0 64 3.4 80-99 4.0 
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What is the evaluation process…Roster Verification? 

 

 

2019-2020 Course Roster Verification and Submission 
Median Student Growth Percentile (mSGP) scores are one of the multiple measures of student achievement for 
qualifying teachers of 4"'-8th-grade Language Arts and 4"" to 7th-grade Math. As explained in several previous 
communications, the accuracy of each educator's mSGP score is entirely dependent upon the accuracy of the 
dist rict course roster submission to the Department of Education. This submission lists the students assigned 
to each teacher for that school year. The lnteg)tty of the mSGP measure of the evaluation ~m relies on 
course roster accurecy, which can only be verffled at the local level pl1or to the cartfflcatlon of their offlclal 
submission. Dlstr1as that do not take steps to ensure roster aocurecy may provide Incorrect summatlve 
evaluation data and may even face potentlal lltlptlon from teachers who receive Incorrect scores. 

Roster Data Best Practices 
In order to provide the most accurate roster data, districts should strongly consider the following steps shared 
by several New Jersey districts es best practices: 

• Maintain accurate local student information system (SIS) throughOut the school year to reflect the realities 
of enrollment and course section assignments, as these systems serve as the source data used for mSGPs 
and for many Student Growth Objectives (SGOs). 

• Ensure school and district leaders collaborate to establish an efficient process for verifying all course roster 
data and making appropriate local corrections prior to the end of the school year. This will provide district 
data managers with ample time to compile district submissions with teacher-verified data when teachers 
are more easily accessible. 

• Utilize the third observation post-conference or annual summary evaluation conference as an opportunity 
for each teacher to review and correct their course rosters within local district data files as needed. 

• Participate in the NJ SMART Course Roster Submission Practice Period from April 13 to June 30, 2020. This 
practice window allows time for districts to prepare data, reach out for technical assistance to the NJ 
SMART Help Desk as needed, and ensure the submission meets the appropriate technical quality when the 
official window opens in the summer. Early participation in the practice window will also allow districts to 
use the NJSMART "Click-by-click Guide to the Roster Verification Process." 

• Upload, correct, and certify the official Course Roster Submission between July 6 end August 3, 2020. 

The Department will link 2019-2020 district Course Roster Submission data with 2020 student level SGP 
values for each qualifying individual teacher to determine his/her mSGP score. These 2019-2020 mSGP score 
reports will be accessible to districts along with final summative ratings following the school year. 
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What is the evaluation process…Roster Verification? 

 

 

2019-2020 Course Roster Verification and Submission 
Median Student Growth Percentile (mSGP) scores are one of the multiple measures of student achievement for 
qualifying teachers of 4"'-8th-grade Language Arts and 4"" to 7th-grade Math. As explained in several previous 
communications, the accuracy of each educator's mSGP score is entirely dependent upon the accuracy of the 
dist rict course roster submission to the Department of Education. This submission lists the students assigned 
to each teacher for that school year. The lnteg)tty of the mSGP measure of the evaluation ~m relies on 
course roster accurecy, which can only be verffled at the local level pl1or to the cartfflcatlon of their offlclal 
submission. Dlstr1as that do not take steps to ensure roster aocurecy may provide Incorrect summatlve 
evaluation data and may even face potentlal lltlptlon from teachers who receive Incorrect scores. 

Roster Data Best Practices 
In order to provide the most accurate roster data, districts should strongly consider the following steps shared 
by several New Jersey districts es best practices: 

• Maintain accurate local student information system (SIS) throughOut the school year to reflect the realities 
of enrollment and course section assignments, as these systems serve as the source data used for mSGPs 
and for many Student Growth Objectives (SGOs). 

• Ensure school and district leaders collaborate to establish an efficient process for verifying all course roster 
data and making appropriate local corrections prior to the end of the school year. This will provide district 
data managers with ample time to compile district submissions with teacher-verified data when teachers 
are more easily accessible. 

• Utilize the third observation post-conference or annual summary evaluation conference as an opportunity 
for each teacher to review and correct their course rosters within local district data files as needed. 

• Participate in the NJ SMART Course Roster Submission Practice Period from April 13 to June 30, 2020. This 
practice window allows time for districts to prepare data, reach out for technical assistance to the NJ 
SMART Help Desk as needed, and ensure the submission meets the appropriate technical quality when the 
official window opens in the summer. Early participation in the practice window will also allow districts to 
use the NJSMART "Click-by-click Guide to the Roster Verification Process." 

• Upload, correct, and certify the official Course Roster Submission between July 6 end August 3, 2020. 

The Department will link 2019-2020 district Course Roster Submission data with 2020 student level SGP 
values for each qualifying individual teacher to determine his/her mSGP score. These 2019-2020 mSGP score 
reports will be accessible to districts along with final summative ratings following the school year. 

What is the evaluation process ... Roster Verification? 

Summer 2026 

2019-2020 Course Roster Verification and Submissi on 
Medi a n Stu d ent Growth Perce nti l e ( mSGP) scores are one of the multi p le measures of student ach ievement for 
q ualifying teachers of 4"-8-grade Language Arts and 4 to 7-grade Math. As expla ined in severa l previous 
communications, the accuracy of each educator's mSGP score is entirely dependent upon the accuracy of the 
d istri c t  course roster submission to the Department of Education. Th i s submission l ists the students assigned 
to each teacher for that school year. The integrity of the mSGP measure of the evaluation system relies on 
course roster accuracy, which can only be verified at the local level prior to the certification of their official 
submission. Districts that do not take steps to ensure roster accuracy may provide incorrect summatlve 

Roster Data Best Practices 
In order to provide the most accurate roster data, districts should strongy considerthe following steps shared 
by several New Jersey districts as best practices: 

• Maintai n accurate local stu dent i nformation system ( S I S) th roughout the school year to reflect the realities 
of enrollment and course section assignments, as these systems serve as the so u rce data used for mSGPs 
and for many Stud ent Growth Objectives (SGOs). 

■ Ensure school and district leaders col l aborate to establish an efficient process for verifying a l l course roster 
data and making app ropr i ate local corrections pri o r to the end of the school year. This wi l l provi de d istrict 
data managers with ample time to compi l e district submiss ions w ith teacher-ver i fied data when teachers 
are more easi ly accessi b l e . 

■ Util ize the thi rd observation post-conference or annual summary eval uation conference as an opportun ity 
for each teacher to review and correct their course rosters w ithi n local district data files as needed. 

■ Part i c i pate i n the NJ SMART Course Roster Subm ission Practice Period from April 13 to June 30, 2020. Th is 
pract ice window al l ows time for d istr icts to prepare data , reach out fo r techni cal assistance to the NJ 
SMART Hel p Desk as needed, and ensure the submission meets the approp r i ate technical q ual ity when the 
offic ia l w indow opens i n the summer. Early partici pation in the pract ice wi ndow wi l l a lso allow d i stricts to 
use the NJSMART "C l i ck-by-cl ick G u i de to the Roster Ver ification Process." 

• Upload, correct, and certify the offic ia l Course Roster Subm issi on between July 6 and August 3, 2020. 

The De partment wi l l link 2019-2020 d istrict Course Roster Submission data w ith 2020 student leve l SGP 
val ues for each q ual i fying i ndi v i d u a l teacher to determi ne his/her mSGP score. These 2019-2020 mSGP sco re 
reports w ill be accessi b le to d istricts a long with final summative ratings fol l owing the school year. 
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 What is the evaluation process…Administrator Goals? 

Administrator Goals (Principal, Assistant, Vice Principal) 

✓ Administrator Goals: These aligned goals are set by principals in consultation with their Chief School Administrators/Assistant Superintendent each year. Local districts have 
discretion to determine the total number of goals (between one and four) that each administrator sets. Assistant and vice-principals may set the same goals as the principals or 
may set others that more closely reflect their responsibilities within the school.  A wide variety of measures may be used for Administrator Goals and goals that maintain a sustained 
focus over multiple years are encouraged. 

In consultation with the superintendent, a principal/AP/VP sets between 1-4 
achievement goals for the students in his/her building (Administrator Goals),  
using such measures as: 

̅ Advanced Placement scores 
̅ SAT, ACT scores 
̅ College acceptance rates 
̅ HSPA scores 
̅ Annual measurable objectives (AMOs) 
̅ Graduation rates (in schools under 80 percent) 
̅ Nationally norm-referenced tests 

Local districts have discretion to determine the total number of goals each 
administrator sets. The average score among the total number of Administrator 
Goals for each administrator should be calculated to determine the final rating.  

 

Administrator Goal 
340 students (40 more than last year) will successfully complete an AP course as 
measured by: 
1. A score of 3 . 4 , or 5 on the AP test and 
2. A course rade of C or better. 

1. Score of 3-5 on AP exam 

2. Course grade of C or better 

Greater than 

345 students 

335-345 310-334 Less than 

310 

Administrator Goal 
90% of kindergarten students will grow at least 12 sounds at each administ ration 
(winter and spring) of the Dynamic Indicators of Basic Early Literacy Skills (DIBELS) or 
reach 25 sounds per minute by the end of the school year. 

Increase 12 sounds at each 

DIBELS Q! 25 sounds/ minute 

by end of year 

Greater than 87%-94% 

94% 

Less than 

75% 
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Administrator Goal Form 

Principals and assistant/vice principals set 1-4 administrator goals with their superintendent by October 30, each year. The following ages 
provide a sample goal template that districts may use or they may develop their own forms.  A copy of the completed, signed form should be 
given to the administrator.  The central office should retain a copy for personnel purposes.  
 

Table 5:  Administrator Goal Form 

 

 

Name District Grade or Grades Total # of Students/ # 

Impacted by Goal 

Target Date for 

Completion 

     

Focus/Rationale 

Establish what this goal will focus on. 

Describe how it is connected to student learning by providing analysis, detail or research to support the approach you plan to take.   

Focus 

Rationale 

 

 

Measure/Baseline Data 

• Identify the measure this goal will address. 

• Provide the corresponding baseline data. 

Measure  

 

 

Baseline 

SMART Goal 

 Write a specific, measurable, achievable, realistic, and time-bound administrator goal. 

 

Action Steps  

List the activities the administrator will engage in to drive the anticipated growth or change.  

1.  

2.  
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3.  

4.  

Scoring Plan 

State what percentage/number will describe attainment at each level.  Modify the table as needed. 

Target (Effective)  
Percent/Number Range that Represents Attainment at Each Level 

Highly Effective (4) Effective (3) Partially Effective (2) Ineffective (1) 

 

     

 

Approval of Administrator Goal 

Administrator and supervisor approve the goal and the scoring plan. 

 

Administrator    ____________________________   Signature  ______________________     Date   __________ 

 

Supervisor  _________________________________Signature  ______________________     Date   __________ 

 

Results of Administrator Goal  

Summarize results using the established scoring plan.  Delete and add columns and rows as needed. 

Target Percent/Number Achieved Administrator Goal Score 

   

Notes:  

Describe any changes made to administrator goal after initial approval because of changes in student population, or other unforeseen 

circumstances, etc. 

 

 

Review Administrator Goal at Annual Conference 

Describe successes, challenges, and lessons learned from administrator goal. Especially reflect on the impact of your planned interventions 

and any related P, in the outcome of your goal.  

 

 

 

 

Closure of Administrator Goal: 

Administrator and supervisor acknowledge completion of this goal and its associated score. 

 

Administrator    ____________________________   Signature  ______________________     Date   __________ 

 

Supervisor  _______________________________    Signature  ______________________     Date   __________ 
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Observations/Post-observation Conference (Principal, Assistant, Vice Principal)  
 

Type of Observation Evidence Examples (may include, but are not limited to) 

Direct 
The principal is present and leading 

• teacher post-observation conference 

• classroom visitation 

• hiring interview  

• Professional Learning Community (PLC), grade level meeting, 
School Improvement Panel (ScIP) 
 

Indirect 
The principal’s effect is observed indirectly, through the 
actions of others and artifacts (Collection of Evidence) 
 

• a data meeting led by a teacher leader   

• stakeholder feedback on a survey  

• feedback from staff and students  

• state test and benchmark testing results  

• meeting agendas and outcomes 

Reminders: 

✓ Post- conferences are required for all observations for non-tenured and CAP staff members.  Required signatures are applied. 
✓ The post-observation conference must be held prior to further evaluative observations 
✓ Observation conference must occur within 7-10 working days of the observation  

In Advance 

1. Principal and immediate supervisor review progress of Administrator Goals and PDP 

2. Principal submits additional relevant evidence and/or at the immediate supervisor’s request 

3. Immediate supervisor prepares observation report (draft format, allowing for updates if needed) 

During the Conference 

1. Discuss evidence collected/submitted during the observation window  
2. Discuss progress toward Administrator Goals and PDP 
3. Review school and student data (including mSGP scores, if available) to inform any course corrections in established priorities 
4. Provide actionable feedback verbally and through the completed observation report 
5. Provide an interim observation score as a result of feedback/discussion 

6. Final Post-observation conference may be combined with the Annual Summary Conference 
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What is the evaluation process… Annual Summative Evaluation Conference/Annual Summary Conference? 

Annual Summative Evaluation Conference (Principal, Assistant, Vice Principal) 
 

Component Benefits 

1. Plan - Use the annual summary conference to 
discuss performance, determine scores and 
begin planning for the next cycle. 

Formal review of successes and areas of growth establishes 
foundation for next evaluation cycle and steps for principal 
growth. 

Summative Evaluation Conference   

Annual rating cannot be determined without summative conference form being completed! 

Annual performance report means a written appraisal of the teaching staff member's performance prepared by the teaching staff member's 
designated supervisor based on the evaluation rubric for his or her position.  

Annual summative evaluation rating means an annual evaluation rating that is based on appraisals of educator practice and student 
performance, and includes all measures captured in a teaching staff member's evaluation rubric. The four summative performance categories 
are highly effective, effective, partially effective, and ineffective. 

Summative Rating:  conversion of the Sum of the Weighted Scores, based on the NJDOE Summative Rating Scale: “Ineffective”, “Partially 
Effective”, “Effective”, or “Highly Effective” 

In Advance 

1. Immediate supervisor provides Principal with an observation report from the Observation Round 

2. Principal submits completed Administrator Goals and PDP 

3. Immediate supervisor completes a preliminary annual performance report with rating 
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During the Conference 

1. Discuss evidence collected/submitted regarding practice and provide a final observation score  

2. Discuss attainment of Administrator Goals and scores  

Discuss SGO, mSGP (where and when applicable) average score for the building, provide a summative score, and review the 
preliminary annual performance report  

3. Discuss progress on PDP and correlation to the feedback on the observations 

4. Discuss strengths and potential areas for growth and development  

At least 24 hours prior to the post-conference the observer forwards (either electronically and/or hard copy) a copy of the summative conference report review.  

Practice: (Ensure all observations are signed by both parties.  Ensure all observations are included in the summative conference) 
Using specific documentation (observation reports, teacher reflection, etc.) and citing specific evidence, identify and discuss:  
✓ 1-3 areas of strength 
✓ 1-3 areas for improvement 

Building/Site Growth Objective Score/Administrative Goals: 
Using completed eDoctrina to generate respective Building/Site Growth Objective Score 
Use evidence and supporting documentation (assessment results, etc.) for Administrative Goals: 
✓ Successes and challenges of the process 
✓ Lessons from administrative goals 
✓ Steps to improve for the next school year and correlation to PDP 

Median Student Growth Percentile   
Use mSGP scores to discuss implications on summative evaluation and future 
professional goals: 
✓ Relationship between mSGP scores and other components of evaluation 
✓ Impact of score for current observation scores and student achievement 

measures 
✓ Use data in PDP 

Professional Development Plan (PDP): 
Using the current PDP, discuss strategies for improving performance next year, such as:  
✓ Successes and challenges on this year’s PDP     
✓ Areas of professional development linked to information from evaluation  
✓ Components and implementation of a Corrective Action Plan if warranted 

Observation Signatures: Observers/building administrators should ensure they have the proper documentation for each required observation in the teacher's personnel file by 
the time of the summary conference – including observer and teacher signatures. Districts   using electronic records for observation reports keep "signature page" in the 
teacher's file, listing   the sign-off after each observation. (Source: AchieveNJ)  

 

 

 

STEP #1 

STEP #2 

STEP #4 

STEP #4 

STEP #3  
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What is the evaluation process… Planning, Post Conference and Annual Summary Conference? 

 

Planning/Goal­
setting Conference 

In Advance 
• Principal reviews relevant student 

pertormance data, survey results and 
prior evaluation feedback 

• Principal develOps first draft of 
Administrator GoalS and uJ)(lates 
Professional DevelOpment Plan (PDP) 

During 
• Reflect on the successes and challenges 

of the prior year 
• EstaOliSh expectations for evaluatiOn and 

develOpment process 
• DevelOp a shared understanding of 

diStrict/SChOOI goalS 
• Discuss student and school data including 

availaOle mSGPscores 
• A(/ee to administrator goats that align to 

school and district pr10rn1es 
• Identify standards aligned to Administrator 

GoalS and other priorrty standards 
• Agree on potential sources of direct and 

indirect evidence and if and when formal 
site viSits wil1 occur 

• Set start and end dates of observation 
windows 

• Determine PO needs related to most 
recent performance evaluation. 
administrator goalS and priOrmzed 

Post-Observation 
Conference(s) 

In AClvance --
• Pnnclpal ana supervisor review 

Administrator Goa IS and PDP 
• Principal submits additional retevant 

evidence 
• Supervisor prepares obServation report 

During 
• Discuss evidence collected/submitted 

during the obServation window 
• Review progress on Administrator Goa IS 

and PDP. 
• Review school and student data 

(including mSGP scores n avaHaOle) to 
Inform any course corrections In 
estaOllShed priorities 

• Provide acuonao1e feeooacK and a 
completed ODservauon report 

• Provide an Interim ooservation score 

Final Post·obServation conference may be 
combined with the Annual Summary 
Conference 

practice standards and set appropria~t!J:e.._._.1.-_ _. __ _ 
PD goalS 

Annual Summary 
Conference 

In Advance 
• supervisor provides Pr1nctpal wnh an 

ooservation report from the final 
OOservation Window 

• Prlnc1pa1 suomns completed AdminlStrator 
GoalS and PDP 

• Supervisor completes a preliminary 
annual performance report with rating 

During 
• Discuss evidence oouecte<J/submitteCI 

during the final ooservation window 
• Discuss evidence oollected/suOmrtted 

regarding practice and provide a final 
observation score 

• Discuss attainment of Administrator 
GoalS and scores 

Discuss SGO average score, Evaluation 
Leadership Instrument, if used, provide a 
summatlve score (non-mSGP prlnclpalS), 
and review the preliminary annual 
performance report 

• OtScuss progress on POP 
• Discuss strengths and potential areas 

for growth and development 
• Set provisional administrator and POP 

goalS for the following year 

ObservationWindow 1 ObservationWindow 2 

Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr May Jun 

Note: The t lmeline aoove would apply to a tenured principal who requires at least two ooservatlons. For non-tenured prlnclpalS who require at least three ooservations. 
consider starting the first oDservatlon window close to the oeginning of the administrative year to capture planning and preparation actlvtties. 
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What is the evaluation process… Planning, Post Conference and Annual Summary Conference? 

 

Planning/Goal­
setting Conference 

In Advance 
• Principal reviews relevant student 

pertormance data, survey results and 
prior evaluation feedback 

• Principal develOps first draft of 
Administrator GoalS and uJ)(lates 
Professional DevelOpment Plan (PDP) 

During 
• Reflect on the successes and challenges 

of the prior year 
• EstaOliSh expectations for evaluatiOn and 

develOpment process 
• DevelOp a shared understanding of 

diStrict/SChOOI goalS 
• Discuss student and school data including 

availaOle mSGPscores 
• A(/ee to administrator goats that align to 

school and district pr10rn1es 
• Identify standards aligned to Administrator 

GoalS and other priorrty standards 
• Agree on potential sources of direct and 

indirect evidence and if and when formal 
site viSits wil1 occur 

• Set start and end dates of observation 
windows 

• Determine PO needs related to most 
recent performance evaluation. 
administrator goalS and priOrmzed 

Post-Observation 
Conference(s) 

In AClvance --
• Pnnclpal ana supervisor review 

Administrator Goa IS and PDP 
• Principal submits additional retevant 

evidence 
• Supervisor prepares obServation report 

During 
• Discuss evidence collected/submitted 

during the obServation window 
• Review progress on Administrator Goa IS 

and PDP. 
• Review school and student data 

(including mSGP scores n avaHaOle) to 
Inform any course corrections In 
estaOllShed priorities 

• Provide acuonao1e feeooacK and a 
completed ODservauon report 

• Provide an Interim ooservation score 

Final Post·obServation conference may be 
combined with the Annual Summary 
Conference 

practice standards and set appropria~t!J:e.._._.1.-_ _. __ _ 
PD goalS 

Annual Summary 
Conference 

In Advance 
• supervisor provides Pr1nctpal wnh an 

ooservation report from the final 
OOservation Window 

• Prlnc1pa1 suomns completed AdminlStrator 
GoalS and PDP 

• Supervisor completes a preliminary 
annual performance report with rating 

During 
• Discuss evidence oouecte<J/submitteCI 

during the final ooservation window 
• Discuss evidence oollected/suOmrtted 

regarding practice and provide a final 
observation score 

• Discuss attainment of Administrator 
GoalS and scores 

Discuss SGO average score, Evaluation 
Leadership Instrument, if used, provide a 
summatlve score (non-mSGP prlnclpalS), 
and review the preliminary annual 
performance report 

• OtScuss progress on POP 
• Discuss strengths and potential areas 

for growth and development 
• Set provisional administrator and POP 

goalS for the following year 

ObservationWindow 1 ObservationWindow 2 

Jul Aug Sep Oct Nov Dec Jan Feb Mar Apr May Jun 

Note: The t lmeline aoove would apply to a tenured principal who requires at least two ooservatlons. For non-tenured prlnclpalS who require at least three ooservations. 
consider starting the first oDservatlon window close to the oeginning of the administrative year to capture planning and preparation actlvtties. 

What is the evaluation process . . .  Planning, Post Conference and Annual Summary Conference? 

Ptan11Tngt&uar-

J setting Conference 

In Advance 
III» 

■ Principal reviews relevant student 
performance data, survey res ins and 
prior evaluation feedback 

■ Principal develops first dratt o1 
Administrator Goais and updates 
Professional Development Plan (PDPI 

Durmg 
■ Reflect on ( l ie successes and challenges 

of the pnor year 
• Estaush expectations lor evaluation and 

developmen! process 
• Develop a shared understanding of 

district/school goals 
• Dismiss student and sahoo! data including 

available mSGP scores 
• Agree to administrator goats that align to 

school and district priorities 
• identify standards aligned to Administrator 

Goats and other priorty standards 
• Agree on potential sources of direct and 

ind irect ev idence and if ang when formal 
sIte vIsIt5 will occur 

• Set stai and end dates of observation 
windows 

• Determine PD needs related to most 
recent performance evaluation, 
administrator goals and pr ioritized 

Post-Obser vation 
Conference(s) 

I ii Advance 
• Principal and supervisor review 

Administrator Goals and PDP 
■ Principal submits additional relevant 

evidence 
• Supervisor prepares observation report 

During 
• Discuss evidence collected/submitted 

dur ing the observation window 
• Review progress on Administrator Goals 

and PDP 
■ Review senoot and student data 

(Inc luding � msGP scores If' available) to 
in'pmi any course corrections In 
established pr iorities 

• Fhovide actionable feedback and a 
completed Observation report 

• Provide an interim observat ion soore 

Fmal Post-observation conference may be 
combined wth the Annual Summary 
Conterence 

practice standa rds and set a pp r opr iate 

Annual Summary 
Conference 

In Advance 

• Supervisor provide sinolpai witti a rt 
observat ion report from the final 
Dbsevation Window 

■ Principal submits completed Administralor 
Goals and PDP 

• Supervisor competes a preliminary 
annual performance report with rating 

During 
• Discuss evidence collected/subniitted 

auring the final obser vation window 
• Discuss evidence collected/submitted 

regarding practice and provide a final 
observation score 

• Discuss attainment of Administrator 
Goals and scores 

Discuss SGO average score, Eva luatio n 
Leadership Instrument , If used , provide: a 
summative score (non-mSGP principals), 
and review the preliminary annuat 
performance report 

• Discuss progress on PDP 
• Discuss strengths and potential areas 

for growth and development 
■ Set provisional administrator ano PDP 

goals for the following yea r 

PD goaF 
� 

� 

**) ( Observation Window 2 

� 

Jul A ug Sep Oc t Nov Dec Feb Mai 

Note: The timeline above would apply to a tenured prinoipai who requires at least two observations. For non·tenured principals wno reque at east tnree pbservatlons. 
consider starting the tvst observation window olose to tne beginning or tne administrative year to capture planning and preparation activtes 

Sum mer 2026 
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What is the evaluation process…Evaluation Scoring? 

Type of Educator Evaluation Component Weights 

mSGP Teachers • Teacher Practice: 70% 

• SGO: 25% 

• mSGP: 5% 

Non-mSGP Teachers • Teacher Practice: 85% 

• SGO: 15% 

mSGP Principa ls/Aps/VPs • Principal Practice : 70% 

• Administrator Goa ls: 10% 

• SGO Average : 10% 

• mSGP Average : 10% 

Non-mSGP Principals/ APs/VPs • Principal Practice : 80% 

• Administrator Goa ls: 10% 

• SGO Average : 10% 

What is the evaluation process. . . Evaluation Scoring? 

Type of Educator Evaluation Component Weights 

mSGP Teachers • Teacher P racti ce: 70% 
• SGO:  25% 
• mSGP :  5% 

Non-mSGP Teachers • Teacher P ractice: 85% 

• SGO:  15% 

mSG P P rinc i pa l s/Aps/VPs o P r i ncipa l Pra cti ce :  70% 
• Ad m i n i strator Goa l s: 10% 
• SGO Average:  10% 
• mSGP Average : 10% 

Non-mSGP Pri n ci pals/APs/VPs • P r i nc i pa l Pract ice :  80% 
• Ad m i n istrato r Goa l s: 10% 
• SGO Average: 10% 
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What is the evaluation process…Evaluation Scoring? 

Setting Cut Scores 
In the summer of 2013, approximately 90 educators from across New Jersey 
worked for three days analyzing data and making contributions to the 
summative rating scales. 

• Educators examined anonymous sample portfolios to review results from SG0s, 
observation ratings, and, where applicable, SGP data. 

• The educators recommended the cut scores below, which the Department has 
chosen to adopt in ful l from the standard-setting committee. 

Ineffective Partially Effective Hlghly EffidM 

1.0 1.85 2.65 3.5 4.0 
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Evidence of Professional Practice:  
Digging Deeper to Unpack Professional Educator Performance Standards 

 

 

Professional Educator Rubrics and Forms are found on District’s Accountability webpage.  

 

Principals 

PATERSON puBLIC 5cHOOLs 

Professional Practice 

Principals 
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Section II:  Directors, Supervisors and Other Administrators 

(Associate Chief, Executive Director, Director and Supervisor)  
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Step 1: 
✓ Pre-Conference/Annual Goal Setting 
✓ Growth Objective (where applicable) 

Step 2: 
✓ Observation  
✓ Collection of Evidence 

Step 3: 
✓ Post-Observation Conference  
✓ Feedback for Growth/Development 

Step 4: 
✓ Summative Evaluation Conference  
✓ Review and Analysis of Growth 
✓ Planning for Continued Improvement 
  

What are the components of the evaluation process? 

(Associate Chief, Executive Director, Director and Supervisor) 

 

Planning  
for  

Success 
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Our Purpose 

Demonstrated 
Ability to 

Lead 

Quality 

Consistent and 
Well-versed 

Skillsets 

Our core business 
is teaching and 

learning 

Willful and 
Reflective 

Growth 

Our Intention 

Concrete and 
Tangible Feedback 
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Our Purpose 

Demonstrated 
Ability to 

Lead 

Quality 

Consistent and 
Well-versed 

Skillsets 

Our core business 
is teaching and 

learning 

Willful and 
Reflective 

Growth 

Our Intention 

Concrete and 
Tangible Feedback 

Our Purpose 

Lead 

Sum mer 2026 

Well-versed 

Skillsets 

Our core business 

is teaching and 

learning 

Wil lful and 

Reflective 

Growth 

(Our Intention 

Concrete and 

Tangible Feedback 
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Annual Planning/Goal-setting Conference 
(Associate Chief, Executive Director, Director and Supervisor) 

In Advance 

✓ Administrator reviews relevant District’s performance data from multiple sources, survey results and prior evaluation feedback 
✓ Administrator develops first draft of Growth Objective (where applicable) and updates annual Professional Development Plan (PDP)  

During the Conference 

 

Establish a Foundation for Success 
✓ Reflect on the successes and challenges of the prior year  

✓ Establish expectations for evaluation and development process 

Align and Set Growth Objectives (where applicable) 
✓ Develop a shared understanding of district/department and school goals  

✓ Discuss District, department, and school-level data directly correlated to assigned role/focus  

✓ Align goal and objectives to District, department and school priorities 

Determine Observation Protocol 
✓ Identify domains aligned to goal and objectives 
✓ Identify other priority domains 
✓ Agree on potential sources of direct and indirect evidence for each domain – determine the Source of Evidence that will be provided  
✓ Identify potential opportunities of direct observations based on calendar and work in assigned location 
✓ Discuss start and end dates of observation windows to capture full scope of work (approximately 2-3 months per round) 

Identify and Align Administrator Professional Development Needs 
✓ Determine professional development needs related to most recent performance evaluation, growth objective and prioritized practice standards  
✓ Agree to appropriate PD plan and goals.  Apply relevant signatures. 

 
NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   
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Portfolio/Binder (Collection of Evidence) –  
Support observations based on a portfolio/binder of evidence collected over 
approximately 2-3 months. 
 

Evidence collected from a variety of sources over an extended period of time more accurately and fairly 
reflects the complexity of the administrator’s work. 

Process-  
Discuss observation Portfolio/Binder (Collection of Evidence), and progress on goals and objectives, PDP goals during 
in-person, and post-observation conferences. 
 

Dedicated coaching time to provide feedback and discuss progress maximizes administrator’s growth and development.  Discussion allows for 
corrections and adjustments in the focus of the evaluation process as needed. 
 

 

 

 

 

 

 

 

What is the evaluation process… Observations/Post-observation Conference? 

? 

Observers:  

★ Must be trained on all observation rubric within purview of service and job description (~NJAC 6A:10-2.2). 

★ Must be employed in the District  

★ Must serve in a supervisory role in the District  

★ Must possess an administrative certificate (supervisor, principal, or administrator endorsement) 
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Observations/Post-observation Conference  
(Associate Chief, Executive Director, Director and Supervisor) 
 

Type of Observation Evidence Examples (may include, but are not limited to) 

Direct 
The administrator is present and leading 

• team meeting facilitation 

• classroom visitation 

• hiring interview  

• Professional Learning Community (PLC), grade level meeting, 
School Improvement Panel (ScIP) 

Indirect 
The administrator’s effect is observed indirectly, 
through the actions of others and artifacts 
 

• a data meeting led by a teacher leader   

• stakeholder feedback on a survey  

• feedback from staff and departments 

• CST meetings and follow-up sessions 

• meeting agendas and outcomes 

In Advance 

✓ Administrator and immediate supervisor review progress towards growth objectives and PDP 

✓ Administrator submits additional relevant evidence at the immediate supervisor’s request 

 

During the Conference 

✓ Discuss evidence collected/submitted during the observation window  

✓ Discuss progress toward growth objectives and PDP 

✓ Provide actionable feedback verbally and through the completed observation report 
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✓ Final Post-observation conference may be combined with the Annual Summary/Summative Evaluation Conference  
NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   

What does the observation process look like tenured and non-tenured supervisors and central office administrators? 
Table 6: Observations for Tenured and Non-Tenured Supervisors and Central Office Administrators 

Non-Tenured Staff 
(3 observations) 

 

Round One  Round Two  Round Three  Summative Conference 
 

Supervisors Standards: 1, 2, 
 

Standards: 3, 4, 
 

Standard: 5 
 

Required for “Rated Year”. 
 

Tenured Staff 
(2 observations) 

 

Round One  Round Three  Summative Conference 
 

Supervisors Standards: 1, 2, 
 

Standard: 3, 4, 5 
 

Required for “Rated Year”. 
 

 

Non-Tenured Staff 
(3 observations) 

 

Round One  Round Two  Round Three  Summative Conference 
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Central Office Administrators Standards: 1 and 2 
 

Standards: 3 and 4 
 

Standards: 1, 2, 3, 4 
 

Required for “Rated Year”. 
 

Tenured Staff 
(1 observation) 

 

Round Three  Summative Conference 
 

Central Office Administrators/Staff Standards: 1, 2, 3, 4 
 

Required for “Rated Year”. 
 

 

✓ At least 24 hours prior to the post-conference the observer forwards (electronically) the staff member a copy of the observation report review. 
✓ Post conference has taken place within 7-10 workdays.  
✓ Post conference included the review of artifacts/evidence for professional practice to support the respective observation 
✓ All signatures are applied to each observation.  Without signatures being applied a “correct” summative conference cannot be generated. 
✓ All areas of the conference form are addressed as provided on the form during pre- and post-conferences 
✓  Summative Evaluation Conference is required and addressed as provided on the form within eDoctrina 
✓ February 15th will be used as a cutoff date to determine if a staff member will be observed using Year 1-2 or Year 3-4 guidelines 
✓ Review the Annual Memorandum Evaluation sent to all staff with the appropriate dates. 
✓ Principals hired after February 1st are required to have one long observation, with a goal setting conference and post-conference and one 

short observation with a post-conference conducted prior to April 15th.  These administrators will NOT receive a final summative evaluation score.   
✓ Administrators hired after March 15th are required to have one (1) observation conducted by April 15th .  These administrators will NOT receive a final summative evaluation 

score.   
✓ Tenured administrators retuning from leaves and/or sabbaticals will follow the dates and guidelines outlined above and may not receive a summative evaluation. 

What does the observation process look like Corrective Action Plan (CAP) supervisors and central office 

administrators? 

Table 7: Observations for CAP Tenured and Non-Tenured Supervisors and Central Office Administrators 

Non-Tenured Staff 
(4 observations) 

 

Round One  Round Two 
Mid-Year CAP Review 

Round Three  Round Four 
 

Summative Conference 
 

Supervisors Standards: 1, 2, 
 

Standards: 3, 4, 
 

Standard: 3, 5 
 

Standard: 3, 4, 5 
 

Required for “Rated Year” 
 

 

Tenured Staff 
(3 observations) 

 

Round One  Round Two 
Mid-Year CAP Review 

Round Three 
 

Summative Conference 
 

Supervisors Standards: 1, 2, Standard: 3, 4, 5 Standard: 3, 4, 5 Required for “Rated Year” 

 

I I 

Read 
toMe! 
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Non-Tenured Staff 
(3 observations) 

 

Round One  Round Two 
Mid-Year CAP Review 

Round Three  Round Four 
  

Summative Conference 
 

Central Office Administrators Standards: 1, 2, 3, 4 
 

Standards: 1, 2, 3, 4 
 

Standards: 1, 2, 3, 4 
 

Standards: 1, 2, 3, 4 
 

Required for “Rated Year” 
 

 

Tenured Staff 
(2 observations) 

 

 Round Two 
Mid-Year CAP Review 

Round Three  Summative Conference 
 

Central Office Administrators/Staff  Standards: 1, 2, 3, 4 
 

Standards: 1, 2, 3, 4 
 

Required for “Rated Year”. 
 

 

In order to ensure educators with CAPs receive all the necessary supports they are due, please the Legal Department.  Educators on a CAP must:  

✓ Remain on the CAP until they receive their next summative rating; 
✓ Receive a mid-year evaluation to discuss progress towards goals outlined in the CAP; and,  
✓ Receive at least one observation in addition to the number normally required.  
✓ Educators should receive the additional observation for every year they are on a CAP, even if the CAP only applies to part of the year. 

Performance Evaluation Standards  
(Associate Chief, Executive Director, Director and Supervisor) 
 

Associate Chief, Executive Director, Director 
Supervisor 

I I I I 

I I I I 
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1. Leadership  

Establishes and Maintains a Shared Vision of Success 
 
 
2.  Staff Development  

Develops Staff 
 
 
3. Effective Management  

Manages Resources Effectively 
 
 
4. Professionalism 
Maintains Positive Relations with District and Community 

1. Instructional Program Delivery  

Supervisors prepare for quality instructional program support using a comprehensive 
approach. 

2. Staff Development 

Supervisors develop the professional capacity and practice of school personnel to 
promote each student’s academic success and well-being. 

 
3. Leadership 

Supervisors deliver quality services to promote each student’s academic success 
and well-being. 

 
 
4. Effective Management  

Supervisors increase the probability of advancing each student’s academic success 
and well-being. 

 
 

5. Professional Responsibilities 

Supervisors have a responsibility to parents, students, the district, the public and to 
the education profession. 

 

 

NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   

 

 

 
What is the evaluation process…Student Achievement? 
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Student/Program Growth Objective Average 
(Associate Chief, Executive Director, Director and Supervisor) 
 
Student Growth Objective Average (assigned based on school assignment): This measure is an average of every teacher's S/PGO rating 
for the year with the school.  

✓  NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.  
   

 

 
 

Program Growth Objective (developed in consultation with immediate supervisor):  
✓ A large majority of the program/department data sources are represented that correlates to District/school/student needs 
✓ Start and stop dates include large portion of the school year 
✓ Reference program/department at the most specific level of state standard(s)/statues, regulations, etc. 
✓ Include a significant portion of program/department data sources addressed during the SY 
✓ Multiple high-quality measures are used to determine program/department starting points 
✓ All selected area of focus has at least 2-3 credible data source to verify need and focus 
✓ Highly connected to Cabinet level goals for the School Year 
✓ NOTE:  Certificated Supervisors exclusively assigned to Central Office will be required to develop a Program Growth Objective.  

Complete on or before October 31st. 
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Table 8: Program Growth Objective Form 

 

 

PROGRAM GROWTH OBJECTIVE FORM 

Na.me School Assignment Time-frame 

Rationale 

Name the content standards covered. $tt1l e the ration&le for choosing the Program Growth Objec.tNe, includi~ bad.ground 

as ncceua.ry. Name 1111d bdeflyd e>cribe the format at the usessment method. 

Rationale: 

l 'lhy? 

Sta rting Points 

Slllte the type of infonn&tion beU'lg u.~d to determi nes-tarting poinb and summi!lrbe scores 101 each type by group. 

the table as needed . 

l 'lhy? 

Program Growth objective 

O~ ibe measurable 11.nd specific goal 

scoring Plan 

Goal 

Attainment Level in Meeting Growth Objective 

Percentage of Students 

ModJly 

Exceptional (4) I Full {3) I Pa rtial (2) 7 insufficient (1) 

I I 
Approval of Program Growth Objective 

Administrator approves scoring plan and a~sdsment u1,ed to rneas.ure student learning, 

Teacher Date Submitted 

Signature Date Approved 

Evaluator Signature 

Resutts of Program Growth Objeciive 

Summarize results using weighted average as appropriate. Delete and add columns and rows as needed. 

"Ai Students at Target Score 
I 

Program Growtn ODJec11ve score 

Not Appl icable. PGO I 
Notes 

O~ibe any ch1111ges made to Program Growth Objective aJter initial app101111it e.g. becauW! of chan~s in Jl udent 

popul &tion, other unf01eseen cllcum~tancd. etc.. 

RMew PGO at Annual Conference 

O~ibe succes1o-es 1111d ch&llengd. lenOfls le111ncd from PGO about teachi ng and 1o-tuden1 learning, and $teps to improve 

PGOt f6r r'lhl ve11r. 

Teacher Signat ure Date 

Evaluator Signature Date 
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Table 8: Program Growth Objective Form 

 

 

PROGRAM GROWTH OBJECTIVE FORM 

Na.me School Assignment Time-frame 

Rationale 

Name the content standards covered. $tt1l e the ration&le for choosing the Program Growth Objec.tNe, includi~ bad.ground 

as ncceua.ry. Name 1111d bdeflyd e>cribe the format at the usessment method. 

Rationale: 

l 'lhy? 

Sta rting Points 

Slllte the type of infonn&tion beU'lg u.~d to determi nes-tarting poinb and summi!lrbe scores 101 each type by group. 

the table as needed . 

l 'lhy? 

Program Growth objective 

O~ ibe measurable 11.nd specific goal 

scoring Plan 

Goal 

Attainment Level in Meeting Growth Objective 

Percentage of Students 

ModJly 

Exceptional (4) I Full {3) I Pa rtial (2) 7 insufficient (1) 

I I 
Approval of Program Growth Objective 

Administrator approves scoring plan and a~sdsment u1,ed to rneas.ure student learning, 

Teacher Date Submitted 

Signature Date Approved 

Evaluator Signature 

Resutts of Program Growth Objeciive 

Summarize results using weighted average as appropriate. Delete and add columns and rows as needed. 

"Ai Students at Target Score 
I 

Program Growtn ODJec11ve score 

Not Appl icable. PGO I 
Notes 

O~ibe any ch1111ges made to Program Growth Objective aJter initial app101111it e.g. becauW! of chan~s in Jl udent 

popul &tion, other unf01eseen cllcum~tancd. etc.. 

RMew PGO at Annual Conference 

O~ibe succes1o-es 1111d ch&llengd. lenOfls le111ncd from PGO about teachi ng and 1o-tuden1 learning, and $teps to improve 

PGOt f6r r'lhl ve11r. 

Teacher Signat ure Date 

Evaluator Signature Date 

42 
 

Summer 2026           

Table 8: Program Growth Objective Form 

 

 

PROGRAM GROWTH OBJECTIVE FORM 

Na.me School Assignment Time-frame 

Rationale 

Name the content standards covered. $tt1l e the ration&le for choosing the Program Growth Objec.tNe, includi~ bad.ground 

as ncceua.ry. Name 1111d bdeflyd e>cribe the format at the usessment method. 

Rationale: 

l 'lhy? 

Sta rting Points 

Slllte the type of infonn&tion beU'lg u.~d to determi nes-tarting poinb and summi!lrbe scores 101 each type by group. 

the table as needed . 

l 'lhy? 

Program Growth objective 

O~ ibe measurable 11.nd specific goal 

scoring Plan 

Goal 

Attainment Level in Meeting Growth Objective 

Percentage of Students 

ModJly 

Exceptional (4) I Full {3) I Pa rtial (2) 7 insufficient (1) 

I I 
Approval of Program Growth Objective 

Administrator approves scoring plan and a~sdsment u1,ed to rneas.ure student learning, 

Teacher Date Submitted 

Signature Date Approved 

Evaluator Signature 

Resutts of Program Growth Objeciive 

Summarize results using weighted average as appropriate. Delete and add columns and rows as needed. 

"Ai Students at Target Score 
I 

Program Growtn ODJec11ve score 

Not Appl icable. PGO I 
Notes 

O~ibe any ch1111ges made to Program Growth Objective aJter initial app101111it e.g. becauW! of chan~s in Jl udent 

popul &tion, other unf01eseen cllcum~tancd. etc.. 

RMew PGO at Annual Conference 

O~ibe succes1o-es 1111d ch&llengd. lenOfls le111ncd from PGO about teachi ng and 1o-tuden1 learning, and $teps to improve 

PGOt f6r r'lhl ve11r. 

Teacher Signat ure Date 

Evaluator Signature Date 

Table 8: Program Growth Objective Form 

PROGRAM GROWTH OBJECTIVE FORM 

Name school Assignment Time-frame 

Rationale 

Name Ihe content standard! covered, stale [he rationale far riaosin@ the Program Growth OlblectWe, inu lu0� my I#mhui IriW 

as necessary. Nate aud brief describe the larmar al ti± assessmen t merha 

Rationale: 

Why? 

Starting Pa ints 

State the type uh Ii�rm#li on l ie� u oseu lp neleunine 4mine � � mo l l  mi s0m��i@e 4 c ur es �� � e @ H i yPe Ii � o x!I 

t i ±  able as neoded 

Why? 

Program Growtn Objective 

D±±ribe es-umkle id *peel 

5coring Plan 

Kml 

Attainment Level in Meeting Grown Objective 

Percentage of Students 

kiu l / 

I 
Full {3) 

I 
[ insufficient (1) 

Sum mer 2026 

I I I 
Approval pf Program Growth Objective 

Admmutratar approves senriny kart an! a±ssum e n t lived ti nveasure stu±it teuriin! 

Teacher Date submitted 

signature Date approved 

Evaluator signature 

Results of Program Growth Objective 

Summarize results using weighted average a= appropriate Delete and add columns and row= a n eeded. 

% Students at Target Score 
I 

Program Growth Objective Score 

Not Ap plicable. PGO 

Notes 

Describe any thanges made tu Pigram Growilh Db[ettlve anr iniat approvwi, e � be±unve at thanges.in ttud±nl 
ouaulatibn, other unforeseen Giibumslanue, ea 

Review PGO at Annual Conference 

Describe surresses aid cliallengm, lesvcas learn±d from GU uliout teuchlig #nu rulent lnnrn u l g, ami ttmiy ti limuravu 
PGl« for net year 

Teacher SignaturE Date 

Evaluator Signature Date 
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What is the evaluation process… Annual Summative Evaluation Conference/Annual Summary Conference? 

Annual Summative Evaluation Conference 
(Associate Chief, Executive Director, Director and Supervisor) 
 

Component Benefits 

2. Plan - Use the annual summary conference to discuss 
performance, determine scores and begin planning for 
the next cycle. 

Formal review of successes and areas of growth establishes 
foundation for next evaluation cycle and steps for administrator 
growth. 

 

In Advance 

✓ Administrator and immediate supervisor review progress towards growth objectives and PDP 

✓ Administrator submits additional relevant evidence at the immediate supervisor’s request 

 

During the Conference 

✓ Discuss evidence collected/submitted during the observation window  

✓ Discuss progress toward growth objectives and PDP 

✓ Provide actionable feedback verbally and through the completed observation report 

✓ Final Post-observation conference may be combined with the Annual Summary/Summative Evaluation Conference 
 

NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   
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What is the evaluation process… Annual Summative Evaluation Conference/Annual Summary Conference?  

 

 

 

 

 

 

At least 24 hours prior to the post-conference the observer forwards (either electronically and/or hard copy) a copy of the summative conference report review.  

Practice: (Ensure all observations are signed by both parties.  Ensure all observations are included in the summative conference) 
Using specific documentation (observation reports, teacher reflection, etc.) and citing specific evidence, identify and discuss:  
✓ 1-3 areas of strength 
✓ 1-3 areas for improvement 

Growth Objective Score: 
Use evidence and supporting documentation (assessment results, etc.) for Growth Objectives: 
✓ Successes and challenges of the process 
✓ Lessons from administrative goals 
✓ Steps to improve for the next school year and correlation to PDP 
✓  

Professional Development Plan (PDP): 
Using the current PDP, discuss strategies for improving performance next year, such as:  
✓ Successes and challenges on this year’s PDP     
✓ Areas of professional development linked to information from evaluation  
✓ Components and implementation of a Corrective Action Plan if warranted 

Observation Signatures: Observers/building administrators should ensure they have the proper documentation for each required observation in the teacher's personnel file by 
the time of the summary conference – including observer and teacher signatures. Districts   using electronic records for observation reports keep "signature page" in the 
teacher's file, listing   the sign-off after each observation. (Source: AchieveNJ)  

STEP #1 

STEP #3 

STEP #4 

STEP #2 

Annual Summative Evaluation Conference 
(Associate Chief, Executive Director, Director and Supervisor) 
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Evaluation Scoring 

(Associate Chief, Executive Director, Director, and Supervisor) 
 
Each component of an educator's evaluation results in a score between 1 and 4. Each component is weighted according to a formula 
and the total is added to determine the summative rating.  
 

 

 
 

NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   
 

NJDOE Link: https://www.nj.gov/education/AchieveNJ/resources/PrincipalEvaluationScoringGuide.pdf 

What is the evaluation process…Evaluation Scoring? 

Pract ice Scon~ 
(85%1 

Practice 
Score 

Performance on a 
practice 

instru ment o r 
existing set of 

evalu ation criter ia 

+ 

SGO Scor e"' 
(15,%) 

Growth 
Ob"ectives 

Individual goals set 
in conjunction 

with immediate 
supervisor/ 

principal 

Su:mmatlve Rating 

Summative 
Ratin 

Overal l evaluation 
score that 

combines measures 
of practice and 
achievement of 

g rowth objectives 

https://www.nj.gov/education/AchieveNJ/resources/PrincipalEvaluationScoringGuide.pdf
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Summary of Process and Cut Score 

(Associate Chief, Executive Director, Director, and Supervisor) 
 
 
 

 
 
 
 
 
 

What is the evaluation process…Evaluation Scoring? 

Setting Cut Scores 
In the summer of 2013, approximately 90 educators from across New Jersey 
worked for three days analyzing data and making contributions to the 
summat ive rating scales. 

Educators examined anonymous sample portfolios to review results f rom SGOs, 
observat ion ratings, and, where applicable, SGP data. 

• The educators recommended the cut scores below, which the Department has 
chosen to adopt in ful l from the standard-setting committee. 

Ineffective Partially Effective Effective Hlghly Effective 

1.0 1.85 2.65 3.5 4.0 
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Evidence of Professional Practice:  
Digging Deeper to Unpack Professional Educator Performance Standards 

 

 

 

Professional Educator Rubrics and Forms are found on District’s Accountability webpage.  

 

Administrators 

PATERSON puBLIC SCHOOLS 

Professional Practice 

Administrators 



48 
 

Summer 2026           

 
 
 

 

 

 

Sum mer 2026 

t,'Edu.cG\Eto\.-\ ts f'ke Mosl: 
po..,_,erf ul ..,_,et:A pok 

w,e cC1.k use �o 
�<l.�9� -�� �orL�-" 

48 


	Structure Bookmarks
	    
	    
	Administrator Evaluation Guidebook 
	ADMINISTRATOR EVALUATION GUIDEBOOK 
	Table of Contents 
	Table of Contents 
	Section I: Principal Evaluation and Support ...................................................................................................................................................................................................................6
	Section I: Principal Evaluation and Support ...................................................................................................................................................................................................................6
	Section I: Principal Evaluation and Support ...................................................................................................................................................................................................................6
	Section I: Principal Evaluation and Support ...................................................................................................................................................................................................................6
	Section I: Principal Evaluation and Support ...................................................................................................................................................................................................................6
	 




	Purpose and Intention of Evaluation System .................................................................................................................................................................................................................7
	Purpose and Intention of Evaluation System .................................................................................................................................................................................................................7
	Purpose and Intention of Evaluation System .................................................................................................................................................................................................................7
	Purpose and Intention of Evaluation System .................................................................................................................................................................................................................7
	 




	Annual Planning/Goal-setting Conference  ................................................................................................................................................................................................................ 8-9
	Annual Planning/Goal-setting Conference  ................................................................................................................................................................................................................ 8-9
	Annual Planning/Goal-setting Conference  ................................................................................................................................................................................................................ 8-9
	Annual Planning/Goal-setting Conference  ................................................................................................................................................................................................................ 8-9
	 




	Observations/Post-observation Conference ................................................................................................................................................................................................................10
	Observations/Post-observation Conference ................................................................................................................................................................................................................10
	Observations/Post-observation Conference ................................................................................................................................................................................................................10
	Observations/Post-observation Conference ................................................................................................................................................................................................................10
	 




	Rubric Levels for Evaluation System ...........................................................................................................................................................................................................................11
	Rubric Levels for Evaluation System ...........................................................................................................................................................................................................................11
	Rubric Levels for Evaluation System ...........................................................................................................................................................................................................................11
	Rubric Levels for Evaluation System ...........................................................................................................................................................................................................................11
	 




	Observation Process for Principals  ....................................................................................................................................................................................................................... 12-13
	Observation Process for Principals  ....................................................................................................................................................................................................................... 12-13
	Observation Process for Principals  ....................................................................................................................................................................................................................... 12-13
	Observation Process for Principals  ....................................................................................................................................................................................................................... 12-13
	 




	Principal Performance Evaluation Standards ......................................................................................................................................................................................................... 14-15
	Principal Performance Evaluation Standards ......................................................................................................................................................................................................... 14-15
	Principal Performance Evaluation Standards ......................................................................................................................................................................................................... 14-15
	Principal Performance Evaluation Standards ......................................................................................................................................................................................................... 14-15
	 




	Professional Practice and Student Growth Objective ............................................................................................................................................................................................. 16-18
	Professional Practice and Student Growth Objective ............................................................................................................................................................................................. 16-18
	Professional Practice and Student Growth Objective ............................................................................................................................................................................................. 16-18
	Professional Practice and Student Growth Objective ............................................................................................................................................................................................. 16-18
	 




	Professional Practice and Student Growth Percentile ..................................................................................................................................................................................................19
	Professional Practice and Student Growth Percentile ..................................................................................................................................................................................................19
	Professional Practice and Student Growth Percentile ..................................................................................................................................................................................................19
	Professional Practice and Student Growth Percentile ..................................................................................................................................................................................................19
	 




	Roster Verification ........................................................................................................................................................................................................................................................20
	Roster Verification ........................................................................................................................................................................................................................................................20
	Roster Verification ........................................................................................................................................................................................................................................................20
	Roster Verification ........................................................................................................................................................................................................................................................20
	 




	Administrator Goals......................................................................................................................................................................................................................................................21
	Administrator Goals......................................................................................................................................................................................................................................................21
	Administrator Goals......................................................................................................................................................................................................................................................21
	Administrator Goals......................................................................................................................................................................................................................................................21
	 




	Administrator Goal Form ........................................................................................................................................................................................................................................ 22-23
	Administrator Goal Form ........................................................................................................................................................................................................................................ 22-23
	Administrator Goal Form ........................................................................................................................................................................................................................................ 22-23
	Administrator Goal Form ........................................................................................................................................................................................................................................ 22-23
	 




	Observations/Post-Observation Conference ................................................................................................................................................................................................................24
	Observations/Post-Observation Conference ................................................................................................................................................................................................................24
	Observations/Post-Observation Conference ................................................................................................................................................................................................................24
	Observations/Post-Observation Conference ................................................................................................................................................................................................................24
	 




	Annual Summative Evaluation Conference/Annual Summary Conference ............................................................................................................................................................ 25-26
	Annual Summative Evaluation Conference/Annual Summary Conference ............................................................................................................................................................ 25-26
	Annual Summative Evaluation Conference/Annual Summary Conference ............................................................................................................................................................ 25-26
	Annual Summative Evaluation Conference/Annual Summary Conference ............................................................................................................................................................ 25-26
	 




	Planning, Post-Conference and Annual Summary Conference ...................................................................................................................................................................................27
	Planning, Post-Conference and Annual Summary Conference ...................................................................................................................................................................................27
	Planning, Post-Conference and Annual Summary Conference ...................................................................................................................................................................................27
	Planning, Post-Conference and Annual Summary Conference ...................................................................................................................................................................................27
	 




	Evaluation Scoring ................................................................................................................................................................................................................................................. 28-31
	Evaluation Scoring ................................................................................................................................................................................................................................................. 28-31
	Evaluation Scoring ................................................................................................................................................................................................................................................. 28-31
	Evaluation Scoring ................................................................................................................................................................................................................................................. 28-31
	 




	Rubrics and Forms .......................................................................................................................................................................................................................................................32
	Rubrics and Forms .......................................................................................................................................................................................................................................................32
	Rubrics and Forms .......................................................................................................................................................................................................................................................32
	Rubrics and Forms .......................................................................................................................................................................................................................................................32
	 




	Section II: Directors, Supervisors and Other Administrators ........................................................................................................................................................................................34
	Section II: Directors, Supervisors and Other Administrators ........................................................................................................................................................................................34
	Section II: Directors, Supervisors and Other Administrators ........................................................................................................................................................................................34
	Section II: Directors, Supervisors and Other Administrators ........................................................................................................................................................................................34
	 




	Components of Evaluation Process .............................................................................................................................................................................................................................35
	Components of Evaluation Process .............................................................................................................................................................................................................................35
	Components of Evaluation Process .............................................................................................................................................................................................................................35
	Components of Evaluation Process .............................................................................................................................................................................................................................35
	 




	Purpose and Intention of Evaluation System ...............................................................................................................................................................................................................36
	Purpose and Intention of Evaluation System ...............................................................................................................................................................................................................36
	Purpose and Intention of Evaluation System ...............................................................................................................................................................................................................36
	Purpose and Intention of Evaluation System ...............................................................................................................................................................................................................36
	 




	Annual Planning/Goal Setting Conference ...................................................................................................................................................................................................................37
	Annual Planning/Goal Setting Conference ...................................................................................................................................................................................................................37
	Annual Planning/Goal Setting Conference ...................................................................................................................................................................................................................37
	Annual Planning/Goal Setting Conference ...................................................................................................................................................................................................................37
	 




	Observations/Post-Observation Conference .......................................................................................................................................................................................................... 38-39
	Observations/Post-Observation Conference .......................................................................................................................................................................................................... 38-39
	Observations/Post-Observation Conference .......................................................................................................................................................................................................... 38-39
	Observations/Post-Observation Conference .......................................................................................................................................................................................................... 38-39
	 




	Observation process for Supervisors and Central Office Administrators ............................................................................................................................................................... 40-41
	Observation process for Supervisors and Central Office Administrators ............................................................................................................................................................... 40-41
	Observation process for Supervisors and Central Office Administrators ............................................................................................................................................................... 40-41
	Observation process for Supervisors and Central Office Administrators ............................................................................................................................................................... 40-41
	 




	Associate Chief, Executive Director, Director and Supervisor Performance Evaluation Standards  ............................................................................................................................42
	Associate Chief, Executive Director, Director and Supervisor Performance Evaluation Standards  ............................................................................................................................42
	Associate Chief, Executive Director, Director and Supervisor Performance Evaluation Standards  ............................................................................................................................42
	Associate Chief, Executive Director, Director and Supervisor Performance Evaluation Standards  ............................................................................................................................42
	 




	Student/Program Growth Objective .............................................................................................................................................................................................................................43
	Student/Program Growth Objective .............................................................................................................................................................................................................................43
	Student/Program Growth Objective .............................................................................................................................................................................................................................43
	Student/Program Growth Objective .............................................................................................................................................................................................................................43
	 




	Program Growth Objective Form .................................................................................................................................................................................................................................44
	Program Growth Objective Form .................................................................................................................................................................................................................................44
	Program Growth Objective Form .................................................................................................................................................................................................................................44
	Program Growth Objective Form .................................................................................................................................................................................................................................44
	 




	Annual Summative Evaluation Conference ............................................................................................................................................................................................................ 45-46
	Annual Summative Evaluation Conference ............................................................................................................................................................................................................ 45-46
	Annual Summative Evaluation Conference ............................................................................................................................................................................................................ 45-46
	Annual Summative Evaluation Conference ............................................................................................................................................................................................................ 45-46
	 




	Evaluation Scoring for Associate Chief, Executive Director, Director, and Supervisor .......................................................................................................................................... 47-48
	Evaluation Scoring for Associate Chief, Executive Director, Director, and Supervisor .......................................................................................................................................... 47-48
	Evaluation Scoring for Associate Chief, Executive Director, Director, and Supervisor .......................................................................................................................................... 47-48
	Evaluation Scoring for Associate Chief, Executive Director, Director, and Supervisor .......................................................................................................................................... 47-48
	 




	Rubrics and Forms .......................................................................................................................................................................................................................................................49
	Rubrics and Forms .......................................................................................................................................................................................................................................................49
	Rubrics and Forms .......................................................................................................................................................................................................................................................49
	Rubrics and Forms .......................................................................................................................................................................................................................................................49
	 





	(Blank) 
	Section I:  Principal Evaluation and Support 
	(Principal, Assistant, Vice Principal)
	 

	Purpose and Intention of Evaluation System 
	Our Purpose                                                         Our Intention  
	 
	Annual Planning/Goal-setting Conference?
	What is the evaluation process…
	 
	 

	  
	  
	  
	  

	Plan 
	Plan 
	Plan 
	–
	  

	Participate in annual planning and goal setting conference 
	at the beginning of the evaluation cycle with your 
	immediate supervisor. 

	Provide a foundation for success and growth, clarifying timelines, evaluation expectations, and evidence collection processes for observations.  
	Provide a foundation for success and growth, clarifying timelines, evaluation expectations, and evidence collection processes for observations.  
	Use this time as an opportunity to collaboratively set administrator goals and determine professional development needs with your immediate supervisor. 



	TR
	Prioritize  
	Prioritize  
	–

	 For observations, collect evidence for all domains prioritizing those that are closely connected to Administrator Goals.
	 

	immediate supervisor. 
	Streamlines evaluation process by unifying observations and administrator goals during post conferences with your immediate supervisor.  
	Create targeted opportunity for growth and success in school improvement areas with your 
	 



	PDP   
	PDP   
	PDP   
	–

	Align Professional Development Plan (PDP) with Administrator Goals and prioritized practice standards with your immediate supervisor. 
	Align Professional Development Plan (PDP) with Administrator Goals and prioritized practice standards with your immediate supervisor. 
	Provides aligned focus point for personal professional development and helps attain goals and highest levels of effectiveness. 

	 



	Annual Planning/Goal-setting Conference
	 
	(Principal, Assistant, Vice Principal) 

	In Advance 
	1.
	1.
	1.
	student performance data, survey results and prior evaluation feedback
	 
	Principal (Principal, Assistant, Vice Principal) reviews relevant 
	 


	2.
	2.
	first draft of Administrator Goals and updates Professional Development Plan (PDP)
	 
	Principal (Principal, Assistant, Vice Principal) develops 
	 



	During the Conference 
	Establish a Foundation for Success 
	1.
	 

	✓
	✓
	✓
	successes and challenges of the prior year
	 
	Reflect on the 
	  


	✓
	✓
	Establish  for evaluation and development process 
	 
	expectations



	Align and Set Administrator Goals 
	2.
	 

	✓
	✓
	✓
	Develop a  of District/school goals  
	 
	shared understanding


	✓
	✓
	Discuss student and school data including available mSGP scores 
	 


	✓
	✓
	Agree to administrator goals that align to school and District priorities 
	 



	Determine Observation Protocol
	3.
	 
	 

	✓
	✓
	✓
	Identify domains aligned to Administrator Goals 
	 


	✓
	✓
	Identify other priority domains 
	 


	✓
	✓
	Agree on potential sources of direct and indirect evidence for each domain  determine evidence the principal will provide and what the immediate supervisor will collect 
	 
	–


	✓
	✓
	Identify potential opportunities of direct observation of the principal 
	 


	✓
	✓
	Discuss start and end dates of observation windows to capture full scope of principal’s work (2
	 
	-3 months per window) 



	Identify and Align Principal’s Professional Development Needs
	4.
	 
	 

	✓
	✓
	✓
	Determine professional development needs related to most recent performance evaluation, Administrator Goals and prioritized practice standards  
	 


	✓
	✓
	Agree to appropriate Professional Development Plan (PDP) and goals 
	 



	Observations/Post-observation Conference?
	 
	What is the evaluation process…
	 
	 

	Portfolio/Binder (Collection of Evidence)   
	–

	Conduct and support observations based on a portfolio/binder of evidence collected over 2-3 months by the principal and the immediate supervisor. 
	Evidence collected from a variety of sources over an extended period of time may more accurately and fairly reflect  
	the complexity of the principal’s work.

	Process-  
	Discuss observation Portfolio/Binder (Collection of Evidence), and progress on Administrator Goals and PDP goals during in-person post-observation conferences. 
	Dedicated coaching time is provided for feedback/discussion on progress to maximize principal growth and development.  Discussion allows for corrections and adjustments of the observation as needed. 
	’s

	Observers:  
	 

	★
	★
	★
	Must be trained on all observation rubric within purview of service and job description (~NJAC 6A:10-2.2). 
	 
	 


	★
	★
	Must be employed in the District  
	 
	 


	★
	★
	Must serve in a supervisory role in the District  
	 
	 


	★
	★
	Must possess an administrative certificate (supervisor, principal, or administrator endorsement) 
	 



	Explanation of Rubric Levels for Evaluation System 
	The development of the explanation for the rubric levels was in response to requested clarification on the Focal Point Evaluation System scoring scale. The explanation of the rubric levels for the Focal Point Evaluation System was facilitated by the feedback and input of District Evaluation Advisory Committee Dmembers and colleagues within the District. 
	(
	EAC
	) 

	Unsaacto
	t
	i
	s
	f
	ry
	, 

	Unsatisfactorv Unacceptable Practice and Outcomes 
	Unsatisfactorv Unacceptable Practice and Outcomes 
	Unsatisfactorv Unacceptable Practice and Outcomes 
	Unsatisfactorv Unacceptable Practice and Outcomes 
	Evidence of little or no knowledge and minimal implementation of performance standards Does nor meet minimal performance standards and needs substantial improvement. 

	Progressing 
	Progressing 
	Inconsistent Practice and Outcomes 
	Evidence of basic knowledge and implementation of performance standards Integration of performance standards are not evident Teacher is 
	making progress towards proficiency
	. 


	Proicient 
	Proicient 
	Consistent Practice and Outcomes 
	Evidence of sound knowledge implementation and integration of performance standards. Evidence of a clear proficiency and skill in the performance area 

	Exemplary 
	Exemplary 
	Evidence of of nowledgeimplementation and Integration of performance standards. There is evidence of leadership itiave and willingness to model and serve as mentor far colleagues. 
	Exceptional Practice and Outcomes 
	high levels 
	k
	, 
	in
	ti
	a 


	Progressing, Pficinand Exemplary represents the four (4) possible described member can earn during an observation. 
	Progressing, Pficinand Exemplary represents the four (4) possible described member can earn during an observation. 
	ro
	e
	t
	, 
	categories a staff 



	Unsatisfactory 
	Unsatisfactory 
	Unsatisfactory 
	(1) 

	Progressing I 
	Progressing I 
	(2) 

	Progressing ll 
	Progressing ll 
	(3) 

	Proficient I 
	Proficient I 
	(4) 

	ProficenII 
	ProficenII 
	i
	t 

	(5) 

	Proficient Ill 
	Proficient Ill 
	(6) 

	Exemplary 
	Exemplary 
	(7) 

	Expanded the four (4) existing categories to 
	Expanded the four (4) existing categories to 
	possible point options 
	"include seven (7) 



	To what extent is my practice consistent in this category 
	To what extent is my practice consistent in this category 
	To what extent is my practice consistent in this category 
	■ Unsatisfactory: Consistentuy 
	unacceptable practice and outcomes with little or no knowledge and minimal implementation of performance Standards. 

	To what extent is my practice consistent in this category: 
	To what extent is my practice consistent in this category: 
	■ 
	■ 
	■ 
	Progressing I; Inconsistent 


	practice and outcomes of basic knowledge and Implementation ot performance standards. 
	■ 
	■ 
	■ 
	Progressing II: Progress towards 


	consistency in practice and outcomes of basic knowledge and implementation of performance standards 

	To what extent is my practice consistent in this category 
	To what extent is my practice consistent in this category 
	• 
	• 
	• 
	Proficient I: Inconsistent practice and outcomes of sound knowledge, Implementation and integration of performance standards 

	• 
	• 
	Proficient Il: Consistent practice and outcomes of sound knowledge, Implementation and integration of performance standards 



	To what extent is my practice consistent in this category. 
	To what extent is my practice consistent in this category. 
	■ 
	■ 
	■ 
	Proficient Ii: Consistent high levels of knowledge, implementation and integration of performance standards 
	Proficient Ii: Consistent high levels of knowledge, implementation and integration of performance standards 
	practice and outcomes of 

	• 
	• 
	• 
	Exceptional practice and outcoms of high levels of knowledge, Implementation and integration oiperformance standards. 
	Exemplary
	: 
	e







	for the staff 1o earn. 
	for the staff 1o earn. 
	Provides specific description on how to earn one of the option for points within a given cgoThe higner of each point within most oi a given category of points, reflect a silevel of demonstrated practice and performance for the staff member 
	ate
	ry
	. 
	g
	rE
	=
	r 




	What does the observation process look like tenured and non-tenured principals and vice principals? 
	Table 1: Observations for Tenured and Non-Tenured 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	(3 observations) 

	Round One
	Round One
	 

	 

	Round Two
	Round Two
	 

	 

	Round Three
	Round Three
	 

	 

	Summative Conference 
	Summative Conference 


	Principals 
	Principals 
	Principals 
	Principals 
	 


	Standards B: 1, 2, 3
	Standards B: 1, 2, 3
	 

	C: 1, 2
	 


	Standards B: 1, 2, 3
	Standards B: 1, 2, 3
	 

	C: 1, 2, 3
	 


	Standards B:1, 2, 3
	Standards B:1, 2, 3
	 

	C: 1, 2, 3
	 

	Standards: E1, E2, A3, A4, D3 (Climate), E3 
	 

	Required for “Rated Year”
	Required for “Rated Year”
	.
	  



	Vice/Assistant Principals 
	Vice/Assistant Principals 
	Vice/Assistant Principals 

	Standards: A1, D1, D2 (Class and school schedule), D3 (Climate)
	Standards: A1, D1, D2 (Class and school schedule), D3 (Climate)
	 


	Standards: A2, A3, D1(Budget), D2 (Time Management), E1, E2
	Standards: A2, A3, D1(Budget), D2 (Time Management), E1, E2
	 



	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	(2 observations) 

	Round One
	Round One
	 

	 

	Round Two
	Round Two
	 

	 

	Summative Conference 
	Summative Conference 
	 


	Principals 
	Principals 
	Principals 
	 
	 
	 
	Vice/Assistant Principals
	 



	Standards: A1, B:1, 2, 3 C: 1, 2, 3D1, D2 (Class and school schedule), D3 (Climate) A2, A3, D1(Budget), D2 (Time 
	Standards: A1, B:1, 2, 3 C: 1, 2, 3D1, D2 (Class and school schedule), D3 (Climate) A2, A3, D1(Budget), D2 (Time 
	 


	Standards: E1, E2, A3, A4, B:1, 2, 3 
	Standards: E1, E2, A3, A4, B:1, 2, 3 
	C:
	C:
	C:
	 1, 2, 3
	 



	D3 (Climate), E3 
	C:
	C:
	C:
	 1, 2, 3
	 




	Required for “Rated Year”
	Required for “Rated Year”
	.
	 

	 


	Management), E1, E2 
	Management), E1, E2 
	Management), E1, E2 



	At least 24 hours prior to the post-conference the observer forwards (electronically) the staff member a copy of the observation report review. 
	✓
	 

	Post conference has taken place within .  
	✓
	 
	7-10 work days

	Post conference included the review of artifacts/evidence for professional practice to support the respective observation 
	✓
	 

	All signatures are applied  summative conference cannot be generated. 
	✓
	 
	to each observation.  Without signatures being applied a “correct”

	All areas of the conference form are addressed as provided on the form during pre and post-conferences 
	✓
	 

	 Summative Evaluation Conference is required and addressed as provided on the form within eDoctrina 
	✓
	 

	will be used as a cutoff date to determine if a staff member will be observed using Year 1-2 or Year 3-4 guidelines 
	✓
	 
	February 15
	th
	 

	 
	Review the Annual Memorandum Evaluation sent to all staff with the appropriate dates. 
	✓
	 

	Principals hired after  are required to have one long observation, with a goal setting conference and post-conference and one short observation with a post-conference conducted prior to .  These administrators will NOT receive a final summative evaluation score.   
	✓
	 
	February 1
	st
	April 15
	th

	Administrators hired after March 15 are required to have one (1) observation conducted by April 15.  These administrators will NOT receive a final summative evaluation score.   
	✓
	 
	th
	th 

	Tenured administrators retuning from leaves and/or sabbaticals will follow the dates and guidelines outlined above and may not receive a summative evaluation. 
	✓
	 

	What does the observation process look like Corrective Action Plan (CAP) principals and vice principals? 
	Table 2: Observations for CAP Tenured and Non-Tenured Staff 
	Table 2: Observations for CAP Tenured and Non-Tenured Staff 
	Table 2: Observations for CAP Tenured and Non-Tenured Staff 
	Table 2: Observations for CAP Tenured and Non-Tenured Staff 


	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	(4 observations)  

	Round One
	Round One
	 
	 
	 


	Round Two
	Round Two
	Round Two
	 

	Mid-Year CAP Review
	 



	Round Three
	Round Three
	 

	 

	Round Four
	Round Four
	Round Four
	 

	 
	 



	Summative Conference  
	Summative Conference  


	Principals 
	Principals 
	Principals 
	Principals 
	 


	Standards B: 1, 2, 3
	Standards B: 1, 2, 3
	 

	C: 1, 2
	 


	Standards B: 1, 2, 3
	Standards B: 1, 2, 3
	 

	C: 1, 2, 3
	 

	Standards: A2, A3, D1(Budget), D2 (Time Management), E1, E2
	 


	Standards B:1, 2, 3
	Standards B:1, 2, 3
	 

	C: 1, 2, 3
	 

	Standards: E1, E2, A3, A4, D3 (Climate), 
	E3 
	 


	Standards B:1, 2, 3
	Standards B:1, 2, 3
	 

	C: 1, 2, 3
	 

	Standards: E1, E2, A3, A4, D3 (Climate), E3 
	 

	Required for “Rated Year”
	Required for “Rated Year”
	.
	  



	Vice/Assistant Principals 
	Vice/Assistant Principals 
	Vice/Assistant Principals 

	Standards: A1, D1, D2 (Class and school schedule), D3 (Climate)
	Standards: A1, D1, D2 (Class and school schedule), D3 (Climate)
	 



	 
	 
	 



	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	(3 observations) 

	Round One
	Round One
	 

	 

	Round Two
	Round Two
	Round Two
	 

	Mid-Year CAP Review
	 



	Round Three
	Round Three
	Round Three
	 

	 


	Summative Conference  
	Summative Conference  


	Principals 
	Principals 
	Principals 
	 
	 
	 
	Vice/Assistant Principals
	 



	Standards: A1, C: 1, 2, 3D1, D2 (Class and school schedule), D3 (Climate) A2, A3, D1(Budget), D2 (Time Management), E1, E2 
	Standards: A1, C: 1, 2, 3D1, D2 (Class and school schedule), D3 (Climate) A2, A3, D1(Budget), D2 (Time Management), E1, E2 
	 


	Standards: C: 1, 2, 3
	Standards: C: 1, 2, 3
	 

	 E1, E2, B:1, 2, 3
	 

	 A3, A4, D3 (Climate), E3 
	C: 1, 2, 3
	 


	Standards: A1, B: 1, 2, 3 D1, D2 (Class and school schedule), D3 (Climate) A2, A3, D1(Budget), D2 (Time Management), E1, E2 
	Standards: A1, B: 1, 2, 3 D1, D2 (Class and school schedule), D3 (Climate) A2, A3, D1(Budget), D2 (Time Management), E1, E2 

	Required for “Rated Year”
	Required for “Rated Year”
	 

	 



	eplace the PDP within 25 working days following the Dn order to ensure educators with CAPs receive all the necessary supports they are sent to the Assistant Superintendent and the Legal Department for review and final approval.  Educators on a CAP must: 
	With the mSGP score, if an educator’s summative rating is Partially Effective or Ineffective, then a CAP must be created to r
	istrict’s receipt of the summative rating, which will be provided by NJDOE through the Evaluation Information System (EIS). I

	✓
	✓
	✓
	Remain on the CAP until they receive their next summative rating. 
	 


	✓
	✓
	Receive a mid-year evaluation to discuss progress towards goals outlined in the CAP; and,  
	 


	✓
	✓
	Receive at least one observation in addition to the number normally required.  
	 


	✓
	✓
	Educators should receive the additional observation for every year they are on a CAP, even if the CAP only applies to part of the year. 
	 



	Principal Performance Evaluation Standards 
	Principal Performance Evaluation Standards 
	(Principal, Assistant, Vice Principal)
	 

	Table 3: Professional Educator Performance Standards with Weights for Principals (RAC Turnaround Principles and PSEL) 
	 
	 
	 
	 


	Standard 
	Standard 
	Standard 

	Indicator 
	Indicator 


	Leadership 3X 
	Leadership 3X 
	Leadership 3X 
	Leadership 3X 
	 

	RAC Turnaround Principle: #1 and 2 
	RAC Turnaround Principle: #1 and 2 
	Equity and Cultural Responsiveness 3  
	Curriculum, Instruction and Assessment 4 
	Community of Care and Support for Students 5 
	Professional Capacity of School Personnel 6 
	Professional Community for Teachers and Staff 7 
	Meaningful Engagement of Families and Community 8 
	Operations and Management 9 
	School Improvement 10 


	•
	•
	•
	•
	Establishes and maintains a shared vision of success 
	 


	•
	•
	Leads change  
	 


	•
	•
	Maximizes human potential  
	 


	•
	•
	Demonstrates other leadership skills  
	 





	The Instructional Program 3X
	The Instructional Program 3X
	The Instructional Program 3X
	The Instructional Program 3X
	  

	 
	RAC Turnaround Principle: #3, #4, and #6
	 

	Equity and Cultural Responsiveness 3  
	Curriculum, Instruction and Assessment 4 
	Community of Care and Support for Students 5 
	Professional Capacity of School Personnel 6 
	Professional Community for Teachers and Staff 7 
	Meaningful Engagement of Families and Community 8 
	Operations and Management 9 
	School Improvement 10 


	•
	•
	•
	•
	Maintains a comprehensive program of instruction 
	 


	•
	•
	Improves the quality of instruction 
	 


	•
	•
	Provides for assessment of instruction   
	 





	Staff Development 2X 
	Staff Development 2X 
	Staff Development 2X 
	Staff Development 2X 
	 

	RAC Turnaround Principle: #5 
	RAC Turnaround Principle: #5 
	Equity and Cultural Responsiveness 3  
	Curriculum, Instruction and Assessment 4 


	•
	•
	•
	•
	Develops staff 
	 


	•
	•
	Facilities individual growth  
	 


	•
	•
	Hires quality staff  
	 





	Community of Care and Support for Students 5 
	Community of Care and Support for Students 5 
	Community of Care and Support for Students 5 
	Community of Care and Support for Students 5 
	Professional Capacity of School Personnel 6 
	Professional Community for Teachers and Staff 7 
	Meaningful Engagement of Families and Community 8 
	Operations and Management 9 
	School Improvement 10 
	 



	Effective Management 1X
	Effective Management 1X
	Effective Management 1X
	Effective Management 1X
	  

	 
	RAC Turnaround Principle: #7
	 

	Equity and Cultural Responsiveness 3  
	Curriculum, Instruction and Assessment 4 
	Community of Care and Support for Students 5 
	Professional Capacity of School Personnel 6 
	Professional Community for Teachers and Staff 7 
	Meaningful Engagement of Families and Community 8 
	Operations and Management 9 
	School Improvement 10 


	•
	•
	•
	•
	Manages resources effectively  
	 


	•
	•
	Time management  
	 


	•
	•
	School climate  
	 





	Professional Responsibilities 1X
	Professional Responsibilities 1X
	Professional Responsibilities 1X
	Professional Responsibilities 1X
	  

	 
	RAC Turnaround Principle: #8
	 

	Equity and Cultural Responsiveness 3  
	Curriculum, Instruction and Assessment 4 
	Community of Care and Support for Students 5 
	Professional Capacity of School Personnel 6 
	Professional Community for Teachers and Staff 7 
	Meaningful Engagement of Families and Community 8 
	Operations and Management 9 
	School Improvement 10 


	•
	•
	•
	•
	Maintains positive relations with district and community  
	 


	•
	•
	Behaves professionally  
	 


	•
	•
	Grow professionally 
	 






	“on assignment”should seek guidance on how they will be evaluated for the “assigned” school year, as this 
	Staff members placed 
	 
	may impact final summative rating for the year.  

	What is the evaluation process…
	multiple measures
	? 

	Student/Program Growth Objective Average
	 
	(Principal, Assistant, Vice Principal)
	 

	✓
	✓
	✓
	 This measure is an average of every teacher's S/PGO rating for the year with the school.   
	 
	Student/Program Growth Objective Average:


	✓
	✓
	 means a specific metric for measuring individual student progress on statewide assessments by tracking how much a student's test scores have changed relative to other students Statewide with similar scores in previous years. Tested grades/subjects: 4-7 mathematics and 4-8 ELA in areas such as ELL, SPED, General Education, push-in, pull-put, etc.  This measure is the median score of all the SGPs scores in a school.  
	 
	Student Growth Percentile


	✓
	✓
	Long-term or leave replacement substitutes under contract in the district who are currently working toward earning tenure or may soon be working toward earning tenure in the district should be evaluated in the same manner all contracted teachers are evaluated in the District.  These scores where applicable will be included in the SGP scores for the school. 
	 


	✓
	✓
	These aligned goals are set by principals in consultation with their Chief School Administrators/Assistant Superintendent each year. Local districts have discretion to determine the total number of goals (between one and four) that each administrator sets. Assistant and vice-principals may set the same goals as the principals or may set others that more closely reflect their responsibilities within the school.  A wide variety of measures may be used for Administrator Goals and goals that maintain a sustaine
	 
	Administrator Goals: 



	Table 4: Student Growth Objective Quality Rubric 
	Table
	nuall or most standards for h hputhe trp
	nuall or most standards for h hputhe trp
	nuall or most standards for h hputhe trp
	I
	c
	l
	d
	es 
	wh
	i
	c
	t
	e 
	t
	e
	a
	c
	h
	er 
	i
	s 
	r
	es
	o
	n
	s
	i
	b
	l
	e d
	ri
	ng 
	i
	n
	s
	u
	c
	t
	i
	ona
	l 
	e
	r
	i
	od
	.
	' 


	ncles standards fowcthe teacr s resonse dhe sconaerio
	ncles standards fowcthe teacr s resonse dhe sconaerio
	I
	ud
	at least half of the 
	r 
	h
	i
	h 
	h
	e
	i
	p
	i
	b
	l
	u
	r
	i
	n
	g 
	t
	i
	n
	tru
	ti
	l 
	p
	d
	. 


	udes owcthe teachis espobe the ctioapeod
	udes owcthe teachis espobe the ctioapeod
	I
	n
	c
	l
	some of the standards 
	f
	r 
	h
	i
	h 
	er 
	r
	n
	s
	i
	l
	d
	u
	ri
	n
	g 
	i
	n
	s
	tr
	u
	n
	l 
	ri
	. 


	Includes of the standards for which the teacher is responsible during the instructional period. 
	Includes of the standards for which the teacher is responsible during the instructional period. 
	f
	ew 


	SGO eooEffective Asseseodue 
	SGO eooEffective Asseseodue 
	G
	u
	i
	d
	b
	k 
	s
	m
	n
	t
	s 
	M
	l

	AssesmenDesModules SGO xema
	s
	t 
	ig
	n 
	E
	p
	l
	r
	s 



	Acuathow ae ccaenug derstanng of e suect aeasuccess n fuclasses, aneadness egecaeere
	Acuathow ae ccaenug derstanng of e suect aeasuccess n fuclasses, aneadness egecaeere
	Acuathow ae ccaenug derstanng of e suect aeasuccess n fuclasses, aneadness egecaeere
	r
	ti
	l
	es 
	the majority of 
	selected standards 
	r
	ri
	ti
	l 
	to 
	d
	r
	i
	n
	u
	n
	d
	i
	t
	h
	b
	j
	r
	, 
	i
	ut
	r
	e 
	d 
	r
	i
	in 
	c
	o
	l
	l
	. 
	r
	, 
	and 
	l
	i
	f
	. 


	lare critical to enduring understanding of the subject area, success In future classes, and readiness in ollegecareer, and ife
	lare critical to enduring understanding of the subject area, success In future classes, and readiness in ollegecareer, and ife
	Articulates how some se
	e
	c
	t
	ed stan
	d
	ar
	d
	s 
	c
	, 
	l
	. 


	Articulates how some ected standads 
	Articulates how some ected standads 
	se
	l
	r
	l
	e
	a
	d 
	t
	o fu
	tu
	re 
	s
	u
	c
	c
	ess. 


	ustify how the standards chosen lead to future success so 
	ustify how the standards chosen lead to future success so 
	D
	oes no
	t 
	J
	o
	r 
	d
	oes 
	p
	o
	o
	rl
	y
	. 


	SGO Geboo
	SGO Geboo
	uid
	k 

	SO 21 staoAssmenDesn odlSG0 xema
	G
	.
	Pre
	e
	n
	ti
	n 
	s
	es
	t 
	i
	g
	M
	u
	es 
	E
	p
	l
	r
	s 



	ASSESSMENTS 
	ASSESSMENTS 
	ASSESSMENTS 


	Alis the chosen staards tagurg he SGO eo. ccsadadshve e tes
	Alis the chosen staards tagurg he SGO eo. ccsadadshve e tes
	Alis the chosen staards tagurg he SGO eo. ccsadadshve e tes
	g
	n
	all 
	items? 
	to 
	n
	d
	u
	h
	t d
	i
	n
	t
	p
	r
	i
	d
	All 
	ri
	ti
	a
	l 
	t
	n
	r
	> 
	a
	m
	u
	l
	t
	i
	p
	l
	i
	m
	. 


	Age oestandards tagdung the SGeo. ctiataahave me ms
	Age oestandards tagdung the SGeo. ctiataahave me ms
	l
	i
	n
	s 
	most items to 
	t
	h
	c
	h
	s
	n 
	u
	ht 
	r
	i
	O 
	p
	r
	i
	d
	Most 
	r
	i
	c
	l 
	s
	n
	d
	r
	ds 
	u
	l
	t
	i
	p
	l
	i
	te
	. 


	some items tntaught during the SGO perlod. Some strhave multipe items. 
	some items tntaught during the SGO perlod. Some strhave multipe items. 
	A
	l
	i
	gn
	s 
	to 
	the 
	c
	h
	o
	sen s
	a
	d
	a
	r
	d
	s 
	c
	ri
	ti
	cal 
	a
	n
	da
	ds 
	l


	Agns items to the chosen standards. Criticastandards identified and have few items. 
	Agns items to the chosen standards. Criticastandards identified and have few items. 
	l
	i
	few or 
	no 
	l 
	a
	r
	e no
	t 


	SGO Geboo
	SGO Geboo
	ui
	d
	k 

	SGO 21 Preseatio
	.
	nt
	n 



	Range oeects rgoof nstoent, and ss of cos
	Range oeects rgoof nstoent, and ss of cos
	Range oeects rgoof nstoent, and ss of cos
	of 
	ri
	g
	r 
	accurately r
	fl
	i
	r 
	i
	r
	u
	ct
	i
	o
	n
	, 
	c
	n
	t
	k
	i
	l
	l
	u
	r
	e
	. 


	ogoecs goof nsconoteanss of oe
	ogoecs goof nsconoteanss of oe
	Range 
	f 
	r
	i
	r 
	mostly 
	r
	e
	fl
	t
	ri
	r 
	i
	t
	r
	u
	t
	i
	, 
	c
	n
	n
	t
	, 
	d 
	k
	i
	l
	l
	c
	u
	r
	s
	. 


	Range of somewhat reflects f ntntnks 
	Range of somewhat reflects f ntntnks 
	r
	i
	go
	r 
	r
	i
	go
	r 
	o
	i
	n
	structio
	, con
	e
	, a
	d 
	s
	ill
	of co
	u
	r
	se. 


	Range of rigor reflect rigor of instruction, content, and skills of course. 
	Range of rigor reflect rigor of instruction, content, and skills of course. 
	d
	o
	es 
	not 


	SGO Gudeook 
	SGO Gudeook 
	i
	b

	SG0 2PesetoAssesset Desn odes 
	.
	1 
	r
	n
	a
	ti
	n 
	m
	n
	i
	g
	M
	u
	l



	Highiy accessible astudents egadess ad wedecutdffrenesor eaneeds. 
	Highiy accessible astudents egadess ad wedecutdffrenesor eaneeds. 
	Highiy accessible astudents egadess ad wedecutdffrenesor eaneeds. 
	t
	o 
	l
	l 
	r
	r
	l
	of b
	ck
	gr
	o
	u
	n
	kno
	l
	g
	, 
	l
	u
	ra
	l 
	i
	e
	c
	, 
	sp
	c
	i
	l 


	all studs edess bagrwe, cutudfferencesor sneeds. 
	all studs edess bagrwe, cutudfferencesor sneeds. 
	Mostly accessible 
	to 
	e
	n
	t
	r
	gar
	l
	o
	f 
	c
	k
	o
	u
	nd kno
	l
	dge
	l
	ra
	l 
	i
	, 
	p
	e
	c
	i
	a
	l 


	Somewhat accessible to suets redess of agrd ede, curadeenesspeaneeds. 
	Somewhat accessible to suets redess of agrd ede, curadeenesspeaneeds. 
	a
	l
	l 
	t
	d
	n
	gar
	l
	b
	c
	k
	ou
	n
	k
	now
	l
	g
	u
	l
	t
	l 
	i
	ff
	r
	c
	, 
	o
	r 
	c
	i
	l 


	Disadvantages certain students backroud knowedge, speaneeds. 
	Disadvantages certain students backroud knowedge, speaneeds. 
	b
	eca
	u
	se o
	f 
	g
	n
	l
	cultural differences, or 
	ci
	l 


	SGO Guidebook 
	SGO Guidebook 
	SG0 2.1 esetaon Assessment esin Modules 
	P
	r
	n
	ti
	D
	g



	Assessendesgs consstntly gh qtyessng guides, aswer keys aesch are araeeaand u
	Assessendesgs consstntly gh qtyessng guides, aswer keys aesch are araeeaand u
	Assessendesgs consstntly gh qtyessng guides, aswer keys aesch are araeeaand u
	m
	t 
	i
	n 
	i
	i
	e
	hi
	u
	a
	li
	. 
	I
	n
	cl
	u
	d
	s 
	ru
	b
	r
	i
	c
	, 
	c
	o
	r
	i
	a
	nd
	/
	o
	r 
	n
	f
	o
	r 
	ll 
	i
	t
	m
	, 
	all of wh
	i
	ccu
	t
	, c
	l
	r
	, 
	t
	ho
	r
	o
	gh
	. 


	essendesign is mostly high qaes rusg gesandaskeys all itemsmost of which ae auraeea, ad g
	essendesign is mostly high qaes rusg gesandaskeys all itemsmost of which ae auraeea, ad g
	Ass
	m
	t 
	u
	l
	i
	ty
	. 
	I
	nc
	l
	ud
	br
	i
	cs
	, 
	c
	o
	ri
	n
	u
	i
	d
	, 
	/
	o
	r 
	n
	we
	r 
	f
	o
	r 
	, 
	r
	c
	c
	t
	, c
	l
	r
	n
	t
	h
	o
	r
	ou
	h
	. 


	des rng guides, and/or answer keys for some items, 
	des rng guides, and/or answer keys for some items, 
	Assess
	m
	e
	nt 
	es
	i
	gn is of moderate qua
	l
	i
	ty. I
	nclud
	rubrics, sco
	i
	most of which are accurate, c
	l
	ea
	r
	, and thorough. 


	Assessment desgn s of ow quality in vrtuaall aspects of design. 
	Assessment desgn s of ow quality in vrtuaall aspects of design. 
	i
	i
	l
	i
	l
	l
	y 


	sGxes ece Assessment odue 
	sGxes ece Assessment odue 
	0 
	E
	m
	p
	l
	a
	r
	Eff
	tiv
	M
	l

	Assessent Design odues 
	m
	M
	l



	aheof the same subet atte/grade euse a 
	aheof the same subet atte/grade euse a 
	aheof the same subet atte/grade euse a 
	T
	e
	c
	r
	s 
	j
	c
	m
	r 
	l
	e
	v
	l 
	common summative assessment 


	eaers of the sae sbecattegrde ees sae ssessents are similar but o
	eaers of the sae sbecattegrde ees sae ssessents are similar but o
	T
	c
	h
	m
	u
	j
	t 
	m
	r
	/
	a
	l
	v
	l
	'
	u
	m
	m
	t
	i
	v
	a
	m
	n
	t 
	the same. 


	e sujeattede ees summative ssssenof the same standards are different. 
	e sujeattede ees summative ssssenof the same standards are different. 
	Teachers of 
	t
	h
	same 
	b
	ct m
	r
	/
	gra
	l
	v
	l
	'
	a
	e
	m
	ts 


	Teachers of the same sbject matter/grade leveassess different standards in different ways. 
	Teachers of the same sbject matter/grade leveassess different standards in different ways. 
	u
	l 


	ffee Assessmenodue 
	ffee Assessmenodue 
	E
	c
	ti
	v
	t 
	M
	l

	Collaborative Teams ookit .Preon 
	T
	l
	S
	GO 2
	1 
	es
	nt
	a
	t
	i

	SGO Gudboo
	i
	e
	k 




	Table 4: Student Growth Objective Quality Rubric 
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	What is the evaluation process…
	Student Growth Percentile
	? 

	Student Growth Percentile (Principal, Assistant, Vice Principal) ✓ Student Growth Percentile is part of a principal/AP/VP evaluation when the leader has been: • Assigned to schools attended by more than 20 separate students who took the grade 4-8 language arts or grade 4-7 math assessment; and • Assigned to qualifying students reported as having attended the school for one full year prior to the administration of the assessment, according to the data submitted by the district in its State Submission.   ✓ As
	What is the evaluation process ... 
	Roster Verification? 
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	What is the evaluation process…
	Administrator Goals
	? 

	Administrator Goals 
	Administrator Goals 
	(Principal, Assistant, Vice Principal)
	 

	✓
	✓
	✓
	These aligned goals are set by principals in consultation with their Chief School Administrators/Assistant Superintendent each year. Local districts have discretion to determine the total number of goals (between one and four) that each administrator sets. Assistant and vice-principals may set the same goals as the principals or may set others that more closely reflect their responsibilities within the school.  A wide variety of measures may be used for Administrator Goals and goals that maintain a sustaine
	 
	Administrator Goals: 



	In consultation with the superintendent, a principal/AP/VP sets between 1-4 achievement goals for the students in his/her building (Administrator Goals),  using such measures as: 
	Advanced Placement scores 
	Advanced Placement scores 
	Advanced Placement scores 
	̅
	 


	SAT, ACT scores 
	SAT, ACT scores 
	̅
	 


	College acceptance rates 
	College acceptance rates 
	̅
	 


	HSPA scores 
	HSPA scores 
	̅
	 


	Annual measurable objectives (AMOs) 
	Annual measurable objectives (AMOs) 
	̅
	 


	Graduation rates (in schools under 80 percent) 
	Graduation rates (in schools under 80 percent) 
	̅
	 


	Nationally norm-referenced tests 
	Nationally norm-referenced tests 
	̅
	 



	Local districts have discretion to determine the total number of goals each administrator sets. The average score among the total number of Administrator Goals for each administrator should be calculated to determine the final rating.  
	Administrator Goal Form
	 

	Principals and assistant/vice principals set 1-4 administrator goals with their superintendent by October 30, each year. The following ages provide a sample goal template that districts may use or they may develop their own forms.  A copy of the completed, signed form should be given to the administrator.  The central office should retain a copy for personnel purposes. 
	 

	Table 5:  Administrator Goal Form 
	  Name District Grade or Grades Total # of Students/ # Impacted by Goal Target Date for Completion      Focus/Rationale Establish what this goal will focus on. Describe how it is connected to student learning by providing analysis, detail or research to support the approach you plan to take.   Focus Rationale   Measure/Baseline Data • Identify the measure this goal will address. • Provide the corresponding baseline data. Measure    Baseline SMART Goal  Write a specific, measurable, achievable, realistic, an
	 
	 
	 
	 


	 
	 
	 


	Scoring Plan 
	Scoring Plan 
	Scoring Plan 
	Scoring Plan 
	State what percentage/number will describe attainment at each level.  Modify the table as needed.
	 




	Target (Effective)  
	Target (Effective)  
	Target (Effective)  

	Percent/Number Range that Represents Attainment at Each Level 
	Percent/Number Range that Represents Attainment at Each Level 


	Highly Effective (4) 
	Highly Effective (4) 
	Highly Effective (4) 

	Effective (3) 
	Effective (3) 

	Partially Effective (2) 
	Partially Effective (2) 

	Ineffective (1) 
	Ineffective (1) 


	 
	 
	 
	 
	 
	 


	 
	 

	 
	 

	 
	 

	 
	 


	Approval of Administrator Goal 
	Approval of Administrator Goal 
	Approval of Administrator Goal 
	Approval of Administrator Goal 
	Administrator and supervisor approve the goal and the scoring plan.
	 




	 
	 
	 
	Administrator  ____________________________   

	Signature  _
	Signature  _

	_____________________   
	_____________________   

	Date   __________ 
	Date   __________ 


	 
	 
	 
	 
	Supervisor  ____________________________

	 

	_____Signature  
	_____Signature  

	______________________   
	______________________   

	Date   __________ 
	Date   __________ 


	Results of Administrator Goal  
	Results of Administrator Goal  
	Results of Administrator Goal  
	Results of Administrator Goal  
	Summarize results using the established scoring plan.  Delete and add columns and rows as needed. 



	Target 
	Target 
	Target 
	 

	Percent/Number Achieved 
	Percent/Number Achieved 
	 

	Administrator Goal Score 
	Administrator Goal Score 
	 


	Notes:  
	Notes:  
	Notes:  
	Notes:  
	Describe any changes made to administrator goal after initial approval because of changes in student population, or other unforeseen 
	circumstances, etc.
	 

	 
	 



	Review Administrator Goal at Annual Conference 
	Review Administrator Goal at Annual Conference 
	Review Administrator Goal at Annual Conference 
	Review Administrator Goal at Annual Conference 
	Describe successes, challenges, and lessons learned from administrator goal. Especially reflect on the impact of your planned interventions and any related P, in the outcome of your goal. 
	 




	 
	 
	 
	 
	 
	 
	 



	Closure of Administrator Goal: 
	Closure of Administrator Goal: 
	Closure of Administrator Goal: 
	Closure of Administrator Goal: 
	Administrator and supervisor acknowledge completion of this goal and its associated score. 



	 
	 
	 
	Administrator  ____________________________   

	Signature  ______________________   
	Signature  ______________________   

	Date   __________ 
	Date   __________ 


	 
	 
	 
	 
	Supervisor  ____________________________


	___  Signature  ______________________   
	___  Signature  ______________________   

	Date   __________ 
	Date   __________ 



	Observations/Post-observation Conference
	 (Principal, Assistant, Vice Principal) 

	Type of Observation Evidence 
	Type of Observation Evidence 
	Type of Observation Evidence 
	Type of Observation Evidence 

	Examples (may include, but are not limited to) 
	Examples (may include, but are not limited to) 


	Direct 
	Direct 
	Direct 
	The principal is present and leading 

	•
	•
	•
	•
	teacher post-observation conference 
	 


	•
	•
	classroom visitation 
	 


	•
	•
	hiring interview  
	 


	•
	•
	Professional Learning Community (PLC), grade level meeting, School Improvement Panel (ScIP)  
	 





	Indirect 
	Indirect 
	Indirect 
	The principal’s effect is observed indirectly, through the 
	actions of others and artifacts (Collection of Evidence)  


	•
	•
	•
	•
	a data meeting led by a teacher leader   
	 


	•
	•
	stakeholder feedback on a survey  
	 


	•
	•
	feedback from staff and students  
	 


	•
	•
	state test and benchmark testing results  
	 


	•
	•
	meeting agendas and outcomes 
	 






	Reminders: 
	✓
	✓
	✓
	Post- conferences are required for all observations for non-tenured and CAP staff members.   
	 
	Required signatures are applied.


	✓
	✓
	The post-observation conference must be held prior to further evaluative observations 
	 


	✓
	✓
	Observation conference must occur within  of the observation  
	 
	7-10 working days



	In Advance 
	1.
	1.
	1.
	Principal and immediate supervisor review progress of Administrator Goals and PDP 
	 


	2.
	2.
	Principal submits additional relevant evidence and/or at the immediate supervisor’s request
	 
	 


	3.
	3.
	Immediate supervisor prepares observation report (draft format, allowing for updates if needed)
	 
	 



	During the Conference 
	1.
	1.
	1.
	 

	Discuss evidence collected/submitted during the observation window  

	2.
	2.
	 

	Discuss progress toward Administrator Goals and PDP 

	3.
	3.
	 

	Review school and student data (including mSGP scores, if available) to inform any course corrections in established priorities 

	4.
	4.
	 

	Provide actionable feedback verbally and through the completed observation report 

	5.
	5.
	 

	Provide an interim observation score as a result of feedback/discussion 

	6.
	6.
	Final Post-observation conference may be combined with the Annual Summary Conference
	 
	 



	Annual Summative Evaluation Conference/Annual Summary Conference? 
	What is the evaluation process…
	 

	 (Principal, Assistant, Vice Principal)
	Annual Summative Evaluation Conference
	 

	Component 
	Component 
	Component 
	Component 

	Benefits 
	Benefits 


	Plan - Use the annual summary conference to discuss performance, determine scores and begin planning for the next cycle. 
	Plan - Use the annual summary conference to discuss performance, determine scores and begin planning for the next cycle. 
	Plan - Use the annual summary conference to discuss performance, determine scores and begin planning for the next cycle. 

	Formal review of successes and areas of growth establishes foundation for next evaluation cycle and steps for principal growth. 
	Formal review of successes and areas of growth establishes foundation for next evaluation cycle and steps for principal growth. 



	Summative Evaluation Conference   
	Annual rating cannot be determined without summative conference form being completed! 
	Annual performance report means a written appraisal of the teaching staff member's performance prepared by the teaching staff member's designated supervisor based on the evaluation rubric for his or her position.  
	Annual summative evaluation rating means an annual evaluation rating that is based on appraisals of educator practice and student performance, and includes all measures captured in a teaching staff member's evaluation rubric. The four summative performance categories are highly effective, effective, partially effective, and ineffective. 
	Summative Rating:  conversion of the Sum of the Weighted Scores, based on the NJDOE Summative Rating Scale: “Ineffective”, “PEffective”, “Effective”, or “Highly Effective”
	artially 
	 

	In Advance 
	1.
	1.
	1.
	Immediate supervisor provides Principal with an observation report from the Observation Round 
	 


	2.
	2.
	Principal submits completed Administrator Goals and PDP 
	 


	3.
	3.
	Immediate supervisor completes a preliminary annual performance report with rating 
	 



	During the Conference 
	1.
	1.
	1.
	Discuss evidence collected/submitted regarding practice and provide a final observation score  
	 


	2.
	2.
	Discuss attainment of Administrator Goals and scores  Discuss SGO, mSGP (where and when applicable) average score for the building, provide a summative score, and review the preliminary annual performance report  
	 


	3.
	3.
	Discuss progress on PDP and correlation to the feedback on the observations 
	 


	4.
	4.
	Discuss strengths and potential areas for growth and development  
	 



	At least 24 hours prior to the post-conference the observer forwards (either electronically and/or hard copy) a copy of the summative conference report review.  
	(Ensure all observations are signed by both parties.  Ensure all observations are included in the summative conference)
	(Ensure all observations are signed by both parties.  Ensure all observations are included in the summative conference)
	Practice: 
	 

	Using specific documentation (observation reports, teacher reflection, etc.) and citing specific evidence, identify and discuss: 
	 


	✓
	✓
	✓
	1-3 areas of strength 
	 


	✓
	✓
	1-3 areas for improvement
	 
	 



	Building/Site Growth Objective Score/Administrative Goals: 
	Using completed eDoctrina to generate respective Building/Site Growth Objective Score Use evidence and supporting documentation (assessment results, etc.) for Administrative Goals: 
	✓
	✓
	✓
	Successes and challenges of the process 
	 


	✓
	✓
	Lessons from administrative goals 
	 


	✓
	✓
	Steps to improve for the next school year and correlation to PDP 
	 



	STEP #2
	 

	Professional Development Plan (PDP): 
	Using the current PDP, discuss strategies for improving performance , such as: 
	next year
	 

	✓
	✓
	✓
	Successes and challenges on this year’s PDP
	 
	 


	✓
	✓
	Areas of professional development linked to information from evaluation  
	 


	✓
	✓
	Components and implementation of if warranted
	 
	a Corrective Action Plan
	 
	 



	STEP #1
	 

	Median Student Growth Percentile  
	 

	Use mSGP scores to discuss implications on summative evaluation and future professional goals: 
	✓
	✓
	✓
	Relationship between mSGP scores and other components of evaluation 
	 


	✓
	✓
	Impact of score for current observation scores and student achievement measures 
	 


	✓
	✓
	Use data in PDP 
	 



	STEP #4
	 

	Observation Signatures: Observers/building administrators should ensure they have the proper documentation for each required observation in the teacher's personnel file by the time of the summary conference  including observer and teacher signatures. Districts   using electronic records for observation reports keep "signature page" in the teacher's file, listing   the sign-off after each observation. (Source: AchieveNJ) 
	–
	 

	STEP #4
	 

	STEP #3 
	 

	What is the evaluation process... Planning, Post Conference and Annual Summary Conference? 
	Ptan11Tngt&uar-J setting Conference In Advance III» ■ Principal reviews relevant student performance data, survey resins and prior evaluation feedback ■ Principal develops first dratt o1 Administrator Goais and updates Professional Development Plan (PDPI Durmg ■ Reflect on (lie successes and challenges of the pnor year • Estaush expectations lor evaluation and developmen! process • Develop a shared understanding of district/school goals • Dismiss student and sahoo! data including available mSGP scores • Agr
	Note: The timeline above would apply to a tenured prinoipai who requires at least two observaiFor non·tenured principals wno reque at east tnree pbservatlons. consider starting the tvst observation window olose to tne beginning or tne administrative year to capture planning and preparation activtes 
	t
	o
	ns
	. 

	p
	Type of Educator 
	Type of Educator 
	Type of Educator 
	Type of Educator 

	Evaluation Component Weights 
	Evaluation Component Weights 


	mSGP Teachers 
	mSGP Teachers 
	mSGP Teachers 

	• 
	• 
	• 
	• 
	Teacher Pract
	Teacher Pract
	i
	ce
	: 
	70% 


	• 
	• 
	SGO: 25% 
	SGO: 25% 


	• 
	• 
	mSGP: 5% 
	mSGP: 5% 





	Non-mSGP Teachers 
	Non-mSGP Teachers 
	Non-mSGP Teachers 

	• 
	• 
	• 
	• 
	Teacher Practice
	Teacher Practice
	: 
	85% 


	• 
	• 
	SGO: 
	SGO: 
	1
	5
	% 





	mSGP Princps/ApsVs 
	mSGP Princps/ApsVs 
	mSGP Princps/ApsVs 
	i
	a
	l
	/
	P


	o 
	o 
	o 
	o 
	Prace: 70% 
	Prace: 70% 
	P
	r
	incipa
	l 
	ct
	i

	• 
	• 
	• 
	Adm
	Adm
	i
	nistrator Goals: 
	10% 


	• 
	• 
	SGO Average: 
	SGO Average: 
	1
	0
	% 


	• 
	• 
	mSGP Average: 
	mSGP Average: 
	10% 








	Prncpals/APs/VPs 
	Prncpals/APs/VPs 
	Prncpals/APs/VPs 
	Non-mSGP 
	i
	i


	• 
	• 
	• 
	• 
	P
	P
	r
	inc
	i
	pa
	l 
	Pract
	i
	ce: 
	80% 


	• 
	• 
	Adm
	Adm
	i
	n
	istrato
	r 
	Goals: 
	10% 


	• 
	• 
	SGO Average: 10% 
	SGO Average: 10% 






	What is the evaluation process…
	Evaluation Scoring?
	 

	Figure
	  Principals 
	Evidence of Professional Practice:  
	Digging Deeper to Unpack Professional Educator Performance Standards 
	Professional Educator Rubrics and Forms are  
	found on District’s Accountability webpage. 

	(Blank) 
	(Associate Chief, Executive Director, Director and Supervisor) 
	Section II:  Directors, Supervisors and Other Administrators 

	What are the components of the evaluation process? 
	(Associate Chief, Executive Director, Director and Supervisor) 
	Step 1: ✓ Pre-Conference/Annual Goal Setting ✓ Growth Objective (where applicable) Step 2: ✓ Observation  ✓ Collection of Evidence Step 3: ✓ Post-Observation Conference  ✓ Feedback for Growth/Development Step 4: ✓ Summative Evaluation Conference  ✓ Review and Analysis of Growth ✓ Planning for Continued Improvement  Planning  for  Success  
	Our Purpose 
	(Our Intention 
	Lead Well-versed Skillsets Our core business is teaching and learning Willful and Reflective Growth Concrete and Tangible Feedback 
	Annual Planning/Goal-setting Conference 
	(Associate Chief, Executive Director, Director and Supervisor) 
	In Advance 
	✓
	✓
	✓
	Administrator reviews relevant performance data from multiple sources, survey results and prior evaluation feedback 
	 
	District’s 


	✓
	✓
	Administrator develops first draft of Growth Objective (where applicable) and updates annual Professional Development Plan (PDP) 
	 



	During the Conference 
	Establish a Foundation for Success 
	✓
	✓
	✓
	Reflect on the successes and challenges of the prior year  
	 


	✓
	✓
	Establish expectations for evaluation and development process 
	 



	Align and Set Growth Objectives (where applicable) 
	✓
	✓
	✓
	Develop a shared understanding of district/department and school goals  
	 


	✓
	✓
	Discuss District, department, and school-level data directly correlated to assigned role/focus  
	 


	✓
	✓
	Align goal and objectives to District, department and school priorities 
	 



	Determine Observation Protocol
	 

	✓
	✓
	✓
	Identify domains aligned to goal and objectives 
	 


	✓
	✓
	Identify other priority domains 
	 


	✓
	✓
	Agree on potential sources of direct and indirect evidence for each domain  determine the Source of Evidence that will be provided  
	 
	–


	✓
	✓
	Identify potential opportunities of direct observations based on calendar and work in assigned location 
	 


	✓
	✓
	Discuss start and end dates of observation windows to capture full scope of work (approximately 2-3 months per round) 
	 



	Identify and Align Administrator Professional Development Needs 
	✓
	✓
	✓
	Determine professional development needs related to most recent performance evaluation, growth objective and prioritized practice standards 
	 


	✓
	✓
	Agree to appropriate PD plan and goals.  Apply relevant signatures. 
	 



	NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   
	Observations/Post-observation Conference? 
	What 
	 
	is the evaluation process…
	 
	 

	Portfolio/Binder (Collection of Evidence)   
	Portfolio/Binder (Collection of Evidence)   
	Portfolio/Binder (Collection of Evidence)   
	Portfolio/Binder (Collection of Evidence)   
	–

	Support observations based on a portfolio/binder of evidence collected over approximately 2-3 months.  


	Evidence collected from a variety of sources over an extended period of time more accurately and fairly reflects the complexity of the administrator 
	Evidence collected from a variety of sources over an extended period of time more accurately and fairly reflects the complexity of the administrator 
	Evidence collected from a variety of sources over an extended period of time more accurately and fairly reflects the complexity of the administrator 
	’s work.



	Process-  
	Process-  
	Process-  
	Discuss observation Portfolio/Binder (Collection of Evidence), and progress on goals and objectives, PDP goals during in-person, and post-observation conferences.  


	Dedicated coaching time to provide feedback  growth and development.  Discussion allows for corrections and adjustments in the focus of the evaluation process as needed.  
	Dedicated coaching time to provide feedback  growth and development.  Discussion allows for corrections and adjustments in the focus of the evaluation process as needed.  
	Dedicated coaching time to provide feedback  growth and development.  Discussion allows for corrections and adjustments in the focus of the evaluation process as needed.  
	and discuss progress maximizes administrator’s




	Observers:  
	 

	 
	 
	 
	 
	★Must be trained on all observation rubric within purview of service and job description (~NJAC 6A:10-2.2). 
	 



	Must be employed in the District  
	Must be employed in the District  
	Must be employed in the District  
	★
	 
	 



	Must serve in a supervisory role in the District  
	Must serve in a supervisory role in the District  
	Must serve in a supervisory role in the District  
	★
	 
	 



	★Must possess an administrative certificate (supervisor, principal, or administrator endorsement) 
	★Must possess an administrative certificate (supervisor, principal, or administrator endorsement) 
	★Must possess an administrative certificate (supervisor, principal, or administrator endorsement) 
	 

	 



	Observations/Post-observation Conference  
	(Associate Chief, Executive Director, Director and Supervisor)
	 

	Type of Observation Evidence 
	Type of Observation Evidence 
	Type of Observation Evidence 
	Type of Observation Evidence 

	Examples (may include, but are not limited to) 
	Examples (may include, but are not limited to) 


	Direct 
	Direct 
	Direct 
	The administrator is present and leading 

	•
	•
	•
	•
	team meeting facilitation 
	 


	•
	•
	classroom visitation 
	 


	•
	•
	hiring interview  
	 


	•
	•
	Professional Learning Community (PLC), grade level meeting, School Improvement Panel (ScIP) 
	 





	Indirect 
	Indirect 
	Indirect 
	The administrator effect is observed indirectly, through the actions of others and artifacts  
	’s


	•
	•
	•
	•
	a data meeting led by a teacher leader   
	 


	•
	•
	stakeholder feedback on a survey  
	 


	•
	•
	feedback from staff and departments 
	 


	•
	•
	CST meetings and follow-up sessions 
	 


	•
	•
	meeting agendas and outcomes 
	 






	In Advance 
	✓
	✓
	✓
	Administrator and immediate supervisor review progress towards growth objectives and PDP 
	 


	✓
	✓
	Administrator submits additional relevant evidence at the  request 
	 
	immediate supervisor’s



	During the Conference 
	✓
	✓
	✓
	Discuss evidence collected/submitted during the observation window  
	 


	✓
	✓
	Discuss progress toward growth objectives and PDP 
	 


	✓
	✓
	Provide actionable feedback verbally and through the completed observation report 
	 



	Final Post-observation conference may be combined with the Annual Summary/Summative Evaluation Conference 
	✓
	 

	NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.  
	 

	What does the observation process look like tenured and non-tenured supervisors and central office administrators? 
	Table 6: Observations for Tenured and Non-Tenured Supervisors and Central Office Administrators 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	(3 observations) 
	(3 observations) 
	 


	Round One
	Round One
	 
	 


	Round Two
	Round Two
	 

	 

	Round Three
	Round Three
	 

	 

	Summative Conference 
	Summative Conference 
	 


	Supervisors 
	Supervisors 
	Supervisors 

	Standards: 1, 2, 
	Standards: 1, 2, 
	Standards: 1, 2, 
	 


	Standards: 3, 4, 
	Standards: 3, 4, 
	Standards: 3, 4, 
	 


	Standard: 5 
	Standard: 5 
	Standard: 5 
	 


	Required for “Rated Year”
	Required for “Rated Year”
	.
	  



	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	(2 observations) 
	(2 observations) 
	 


	Round OneRound ThreeSummative Conference 
	Round OneRound ThreeSummative Conference 
	 
	 

	  
	 


	Supervisors 
	Supervisors 
	Supervisors 

	Standards: 1, 2, 
	Standards: 1, 2, 
	Standards: 1, 2, 
	 


	Standard: 3, 4, 5 
	Standard: 3, 4, 5 
	Standard: 3, 4, 5 
	 


	Required for “Rated Year”
	Required for “Rated Year”
	.
	  




	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 

	Round One
	Round One
	 
	 


	Round Two
	Round Two
	 

	 

	Round Three
	Round Three
	 

	 

	Summative Conference 
	Summative Conference 


	(3 observations) 
	(3 observations) 
	(3 observations) 

	 
	 


	 
	 
	 



	Central Office Administrators 
	Central Office Administrators 
	Central Office Administrators 
	Central Office Administrators 

	Standards: 1 and 2
	Standards: 1 and 2
	Standards: 1 and 2
	 

	 


	Standards: 3 and 4
	Standards: 3 and 4
	Standards: 3 and 4
	 

	 


	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	 

	 


	Required for “Rated Year”
	Required for “Rated Year”
	.
	  



	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	(1 observation) 
	(1 observation) 
	 


	Round Three
	Round Three
	 

	 

	Summative Conference 
	Summative Conference 
	 


	Central Office Administrators/Staff 
	Central Office Administrators/Staff 
	Central Office Administrators/Staff 

	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	 

	 


	Required for “Rated Year”
	Required for “Rated Year”
	Required for “Rated Year”
	.
	 

	 




	✓
	✓
	✓
	At least 24 hours prior to the post-conference the observer forwards (electronically) the staff member a copy of the observation report review. 
	 


	✓
	✓
	Post conference has taken place within .  
	 
	7-10 workdays


	✓
	✓
	Post conference included the review of artifacts/evidence for professional practice to support the respective observation 
	 


	✓
	✓
	All signatures are applied to each observation.  Without signasummative conference cannot be generated. 
	 
	tures being applied a “correct” 


	✓
	✓
	All areas of the conference form are addressed as provided on the form during pre- and post-conferences 
	 


	✓
	✓
	 Summative Evaluation Conference is required and addressed as provided on the form within eDoctrina 
	 


	✓
	✓
	 will be used as a cutoff date to determine if a staff member will be observed using Year 1-2 or Year 3-4 guidelines 
	 
	February 15
	th


	✓
	✓
	Review the Annual Memorandum Evaluation sent to all staff with the appropriate dates. 
	 


	✓
	✓
	Principals hired after  are required to have one long observation, with a goal setting conference and post-conference and one short observation with a post-conference conducted prior to .  These administrators will NOT receive a final summative evaluation score.   
	Principals hired after  are required to have one long observation, with a goal setting conference and post-conference and one short observation with a post-conference conducted prior to .  These administrators will NOT receive a final summative evaluation score.   
	 
	February 1
	st
	April 15
	th

	 


	✓
	✓
	Administrators hired after March 15 are required to have one (1) observation conducted by April 15.  These administrators will NOT receive a final summative evaluation score.   
	 
	th
	th 


	✓
	✓
	Tenured administrators retuning from leaves and/or sabbaticals will follow the dates and guidelines outlined above and may not receive a summative evaluation. 
	 



	What does the observation process look like Corrective Action Plan (CAP) supervisors and central office administrators? 
	Table 7: Observations for CAP Tenured and Non-Tenured Supervisors and Central Office Administrators 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	(4 observations)  

	Round One
	Round One
	 
	 


	Round Two
	Round Two
	Round Two
	 

	Mid-Year CAP Review
	 



	Round Three
	Round Three
	 

	 

	Round Four
	Round Four
	Round Four
	 

	 


	Summative Conference 
	Summative Conference 
	 


	Supervisors 
	Supervisors 
	Supervisors 

	Standards: 1, 2,  
	Standards: 1, 2,  

	Standards: 3, 4, 
	Standards: 3, 4, 
	Standards: 3, 4, 
	 


	Standard: 3, 5 
	Standard: 3, 5 
	Standard: 3, 5 
	 


	Standard: 3, 4, 5 
	Standard: 3, 4, 5 
	Standard: 3, 4, 5 
	 


	Required for “Rated Year”
	Required for “Rated Year”
	  




	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	(3 observations)  

	Round One
	Round One
	 
	 


	Round Two
	Round Two
	Round Two
	 

	Mid-Year CAP Review
	 



	Round Three
	Round Three
	Round Three
	 

	 


	Summative Conference 
	Summative Conference 
	 


	Supervisors 
	Supervisors 
	Supervisors 

	Standards: 1, 2, 
	Standards: 1, 2, 

	Standard: 3, 4, 5 
	Standard: 3, 4, 5 

	Standard: 3, 4, 5 
	Standard: 3, 4, 5 

	Required for “Rated Year”
	Required for “Rated Year”
	 




	     
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	Non-Tenured Staff 
	(3 observations) 
	(3 observations) 
	 


	Round One
	Round One
	 
	 


	Round Two
	Round Two
	Round Two
	 

	Mid-Year CAP Review
	 



	Round Three
	Round Three
	 

	 

	Round Four
	Round Four
	Round Four
	 

	 
	 



	Summative Conference 
	Summative Conference 
	 


	Central Office Administrators 
	Central Office Administrators 
	Central Office Administrators 

	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	  


	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	  

	 

	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	  


	Standards: 1, 2, 3, 4 
	Standards: 1, 2, 3, 4 
	 


	Required for “Rated Year”
	Required for “Rated Year”
	  




	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	Tenured Staff 
	(2 observations) 
	(2 observations) 
	 


	 
	 

	Round Two
	Round Two
	Round Two
	 

	Mid-Year CAP Review
	 



	Round Three
	Round Three
	 

	 

	Summative Conference 
	Summative Conference 
	 


	Central Office Administrators/Staff 
	Central Office Administrators/Staff 
	Central Office Administrators/Staff 

	 
	 

	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	  


	Standards: 1, 2, 3, 4
	Standards: 1, 2, 3, 4
	  


	Required for “Rated Year”
	Required for “Rated Year”
	.
	  




	In order to ensure educators with CAPs receive all the necessary supports they are due, please the Legal Department.  Educators on a CAP must: 
	✓
	✓
	✓
	Remain on the CAP until they receive their next summative rating; 
	 


	✓
	✓
	Receive a mid-year evaluation to discuss progress towards goals outlined in the CAP; and,  
	 


	✓
	✓
	Receive at least one observation in addition to the number normally required.  
	 


	✓
	✓
	Educators should receive the additional observation for every year they are on a CAP, even if the CAP only applies to part of the year. 
	 



	Performance Evaluation Standards  
	(Associate Chief, Executive Director, Director and Supervisor)
	 

	Associate Chief, Executive Director, Director 
	Supervisor 
	 
	 
	 
	 
	 

	1.
	1.
	1.
	 

	Leadership  

	Establishes and Maintains a Shared Vision of Success  
	Establishes and Maintains a Shared Vision of Success  



	1.
	1.
	1.
	1.
	 

	Instructional Program Delivery  
	Instructional Program Delivery  
	Supervisors prepare for quality instructional program support using a comprehensive approach. 
	Supervisors prepare for quality instructional program support using a comprehensive approach. 
	Supervisors prepare for quality instructional program support using a comprehensive approach. 







	2.
	2.
	2.
	2.
	2.
	 

	 Staff Development  

	Develops Staff  
	Develops Staff  



	2.
	2.
	2.
	2.
	 

	Staff Development 
	Staff Development 
	Supervisors develop the professional capacity and practice of school personnel to promote -being. 
	Supervisors develop the professional capacity and practice of school personnel to promote -being. 
	Supervisors develop the professional capacity and practice of school personnel to promote -being. 
	each 
	student’s academic success and well








	 
	 
	 
	3.Effective Management  
	 

	Manages Resources Effectively 
	Manages Resources Effectively 
	 
	 


	 
	 
	3.Leadership 
	 

	Supervisors deliver quality services to promoteand well-being. 
	 each 
	student’s academic success 



	4.Professionalism Maintains Positive Relations with District and Community 
	4.Professionalism Maintains Positive Relations with District and Community 
	4.Professionalism Maintains Positive Relations with District and Community 
	 


	 
	 
	 
	 

	4.
	4.
	4.
	 

	Effective Management  


	Supervisors increase the probability of advancing 
	each 
	student’s academic success 

	and well-being. 
	and well-being. 
	 
	 

	5.
	5.
	5.
	 

	Professional Responsibilities 


	Supervisors have a responsibility to parents, students, the district, the public and to the education profession.  


	 NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   
	 NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   
	 NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.   
	 

	 
	 




	What is the evaluation process…
	Student Achievement
	? 

	Student/Program Growth Objective Average 
	(Associate Chief, Executive Director, Director and Supervisor)
	 

	 This measure is an average of every teacher's S/PGO rating for the year with the school.  
	Student Growth Objective Average (assigned based on school assignment):

	✓
	✓
	✓
	NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component. 
	 
	 



	Program Growth Objective (developed in consultation with immediate supervisor): 
	 

	✓
	✓
	✓
	A large majority of the program/department data sources are represented that correlates to District/school/student needs 
	 


	✓
	✓
	Start and stop dates include large portion of the school year 
	 


	✓
	✓
	Reference program/department at the most specific level of state standard(s)/statues, regulations, etc. 
	 


	✓
	✓
	Include a significant portion of program/department data sources addressed during the SY 
	 


	✓
	✓
	Multiple high-quality measures are used to determine program/department starting points 
	 


	✓
	✓
	All selected area of focus has at least 2-3 credible data source to verify need and focus 
	 


	✓
	✓
	Highly connected to Cabinet level goals for the School Year 
	 


	✓
	✓
	NOTE:  Certificated Supervisors exclusively assigned to Central Office will be required to develop a Program Growth Objective.  Complete on or before October 31. 
	 
	st



	Table 8: Program Growth Objective Form 
	PROGRAM GROWTH OBJECTIVE FORM 
	Figure
	Name school Assignment Time-frame Rationale Name Ihe content standard! covered, stale [he rationale far riaosin@ the Program Growth OlblectWe, inulu0Łmy I#mhui IriW as necessary. Nate aud brief describe the larmar al ti± assessment merha Rationale: Why? Starting Paints State the type uh IiŁrm#lion lieŁu oseu lp neleunine 4mine Ł Ł moll mi s0mŁŁi@e 4cures ŁŁ Ł e@Hi yPe Ii Łox!I ti± able as neoded Why? Program Growtn Objective D±±ribe es-umkle id *peel 5coring Plan Kml Attainment Level in Meeting Grown Object
	Table
	TR
	I 
	I 
	I 


	I 
	I 


	Approval pf Program Growth Objective 
	Approval pf Program Growth Objective 
	Approval pf Program Growth Objective 
	Admmutratar approves senriny kart an! a±ssuelived ti nveasure stu±it teuriin! 
	m
	n
	t 



	Teacher 
	Teacher 
	Teacher 
	signature 
	signature 
	Evaluator 


	Date submitted 
	Date submitted 


	Date approved 
	Date approved 
	Date approved 


	Results of Program Growth Objective 
	Results of Program Growth Objective 
	Results of Program Growth Objective 
	Summarize results using weighted average a= appropriate 
	Delete and add columns and 
	row= 
	a 
	n
	eeded
	. 



	% Students at Target Score 
	% Students at Target Score 
	% Students at Target Score 

	Program Growth Objective Score 
	Program Growth Objective Score 
	I 



	Not plcable
	Not plcable
	Not plcable
	A
	p
	i
	. 
	PGO 



	Notes 
	Notes 
	Notes 
	Describe any thanges made tu Pigram Growilh Db[ettlve anr iniat approvwi, e Ł be±unve at ttud±nl 
	thanges.in 
	thanges.in 


	ouaulatibn, other unforeseen manueea 
	G
	iibu
	sl
	, 



	Review PGO at Annual Conference 
	Review PGO at Annual Conference 
	Review PGO at Annual Conference 
	Describe surresses aid cliallengm, less learn±d from GU ulout teuchlig #nu rulent lnngami ttmiy ti limuravu i
	v
	c
	a
	n
	r
	u
	l
	, 

	PGl« for net year 


	Teacher SignaturE 
	Teacher SignaturE 
	Teacher SignaturE 

	Date 
	Date 


	Signature 
	Signature 
	Signature 
	Evaluator 


	Date 
	Date 



	Annual Summative Evaluation Conference/Annual Summary Conference?
	Annual Summative Evaluation Conference/Annual Summary Conference?
	What is the evaluation process…
	 
	 

	Annual Summative Evaluation Conference 

	(Associate Chief, Executive Director, Director and Supervisor)
	 

	Component 
	Component 
	Component 
	Component 

	Benefits 
	Benefits 


	Plan - Use the annual summary conference to discuss performance, determine scores and begin planning for the next cycle. 
	Plan - Use the annual summary conference to discuss performance, determine scores and begin planning for the next cycle. 
	Plan - Use the annual summary conference to discuss performance, determine scores and begin planning for the next cycle. 

	Formal review of successes and areas of growth establishes foundation for next evaluation cycle and steps for administrator growth. 
	Formal review of successes and areas of growth establishes foundation for next evaluation cycle and steps for administrator growth. 



	In Advance 
	✓
	✓
	✓
	Administrator and immediate supervisor review progress towards growth objectives and PDP 
	 


	✓
	✓
	Administrator submits additional relevant evidence  request 
	 
	at the immediate supervisor’s



	During the Conference 
	✓
	✓
	✓
	Discuss evidence collected/submitted during the observation window  
	 


	✓
	✓
	Discuss progress toward growth objectives and PDP 
	 


	✓
	✓
	Provide actionable feedback verbally and through the completed observation report 
	 


	✓
	✓
	Final Post-observation conference may be combined with the Annual Summary/Summative Evaluation Conference 
	 



	NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.  
	Annual Summative Evaluation Conference/Annual Summary Conference? 
	Annual Summative Evaluation Conference/Annual Summary Conference? 
	What is the evaluation process…
	 

	Annual Summative Evaluation Conference 

	(Associate Chief, Executive Director, Director and Supervisor)
	 

	 
	   
	At least 24 hours prior to the post-conference the observer forwards (either electronically and/or hard copy) a copy of the summative conference report review.  
	At least 24 hours prior to the post-conference the observer forwards (either electronically and/or hard copy) a copy of the summative conference report review.  
	At least 24 hours prior to the post-conference the observer forwards (either electronically and/or hard copy) a copy of the summative conference report review.  
	At least 24 hours prior to the post-conference the observer forwards (either electronically and/or hard copy) a copy of the summative conference report review.  


	(Ensure all observations are signed by both parties.  Ensure all observations are included in the summative conference)
	(Ensure all observations are signed by both parties.  Ensure all observations are included in the summative conference)
	(Ensure all observations are signed by both parties.  Ensure all observations are included in the summative conference)
	Practice: 
	 

	Using specific documentation (observation reports, teacher reflection, etc.) and citing specific evidence, identify and discuss: 
	 

	✓
	✓
	✓
	1-3 areas of strength 
	 
	STEP #1
	 


	✓
	✓
	1-3 areas for improvement
	 
	 





	Growth Objective Score: 
	Growth Objective Score: 
	Growth Objective Score: 
	Use evidence and supporting documentation (assessment results, etc.) for Growth Objectives: 
	✓
	✓
	✓
	Successes and challenges of the process 
	 


	✓
	✓
	Lessons from administrative goals 
	 



	STEP #2
	 

	✓
	✓
	✓
	Steps to improve for the next school year and correlation to PDP 
	 


	✓
	✓
	 
	 





	Professional Development Plan (PDP): 
	Professional Development Plan (PDP): 
	Professional Development Plan (PDP): 
	Professional Development Plan (PDP): 
	Using the current PDP, discuss strategies for improving performance , such as: 
	next year
	 


	✓
	✓
	✓
	Successes and challenges on this year’s PDP
	 
	     



	STEP #3
	 

	✓
	✓
	✓
	Areas of professional development linked to information from evaluation  
	 


	✓
	✓
	Components and implementation of if warranted
	 
	a Corrective Action Plan
	 
	 





	Observation Signatures: Observers/building administrators should ensure they have the proper documentation for each required observation in the teacher's personnel file by the time of the summary conference  including observer and teacher signatures. Districts   using electronic records for observation reports keep "signature page" in the teacher's file, listing   the sign-off after each observation. (Source: AchieveNJ) 
	Observation Signatures: Observers/building administrators should ensure they have the proper documentation for each required observation in the teacher's personnel file by the time of the summary conference  including observer and teacher signatures. Districts   using electronic records for observation reports keep "signature page" in the teacher's file, listing   the sign-off after each observation. (Source: AchieveNJ) 
	Observation Signatures: Observers/building administrators should ensure they have the proper documentation for each required observation in the teacher's personnel file by the time of the summary conference  including observer and teacher signatures. Districts   using electronic records for observation reports keep "signature page" in the teacher's file, listing   the sign-off after each observation. (Source: AchieveNJ) 
	–
	 



	 
	 
	 
	 
	 

	STEP #4
	 




	What is the evaluation process…
	Evaluation Scoring?
	 

	 Evaluation Scoring (Associate Chief, Executive Director, Director, and Supervisor)  Each component of an educator's evaluation results in a score between 1 and 4. Each component is weighted according to a formula and the total is added to determine the summative rating.      NOTE: School-based supervisors use the assigned school(s) building S/PGO score as part of their student achievement component.    NJDOE Link:  
	https://www.nj.gov/education/AchieveNJ/resources/PrincipalEvaluationScoringGuide.pdf
	https://www.nj.gov/education/AchieveNJ/resources/PrincipalEvaluationScoringGuide.pdf


	Summary of Process and Cut Score 
	(Associate Chief, Executive Director, Director, and Supervisor)
	 

	Figure
	  Administrators 
	Evidence of Professional Practice:  
	Digging Deeper to Unpack Professional Educator Performance Standards 
	found on District’s Accountability webpage. 
	Professional Educator Rubrics and Forms are 
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