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PINELLAS COUNTY SCHOOLS
COUNTYWIDE ADMINISTRATOR PERFORMANCE APPRAISAL

Administrator Soc Sec # XXX-XX- School Year

Cepartment Cost Center #

Fhilosophy: The annual appraisal of administrators is required by Florida law and iz 2 developmenial process that provides feedback
on the strengths and challenges identified in the performance of administrators and supervisors. The process should be a positive
experience providing an spportunity for meaningful dialogue leading to continuous growth of administrators through support and
professional development intended o improve the guelity of education in Pinsllas County. The appraiszl should also provide data
and observations that will support the district’s promotion process and the individual’s personal career plans.

Explanation of Ratings:

Proficient: Performance consistently mests a high quality standard. A checked indicator may have a goal andfor strategy on the
Individual Leadership Development Plan (ILDP) and may be considered for continued growth in this standard.

In Fregress: Performance is satisfactory, but is net congigtently proficient or there are specific arsas where growth is needed.
Indicators must be checked identifying expacted or continued mprovement. A goal andfor strategy on the Individual
| sadership Development =lan {((LDF} may be considered for this standard.

Inefective:  Parformance does not show evidencs of meeting this standard. Indicators must be checked identifying ragquired
improvement. A Success Plan or ILDP to address this standard must be developed.

© HNofe: The ratings indicate overall proficiency in the standard. The rating is net defermined by the number of
areas [dentified as opportunities for inprovement or continued growth.

©  An indicator marked with an “X* identifies an opportunity for improvement. One er meore X's could
appear with [n Progress ratings andier Ineffective rafings. The appraiser would determine overall In Progress er
Ineffective ratings by the severity of the need for improvement and the continued lack of progress.

o Below each standard there is a list of items that could be considered as evidence of preficiency. [t is intended as a
resource, No portfolio is required unless the appraiser determines that it is necessary for the appraisee to present
evidence to support the rating.

Standard: Leadership
INDICATORS Proficient In Progress Ineffective

Designg and implements a plan for the achieverment of annual department and district goals and other targets
Is building a positive culture conducive to achieving department and district goals

Ensures that stai members get the resourcas theay nead to mest departiment and district goals

Models professionalism, collaboration and continuous learning

Evidence may include: Department Improvement Plan, department mission statement, climate survey, budgets, use of grant
resources and faderal dollars (as available), agendas and minufes of leadership team meetings, stalf meetings, cross funclional
teams, LMS record of administrator’s professional development, correspondence

Standard: Managing the Environment
INDICATORS Proficient In Prograss Ineffective

Develops znd administers policies that provide a safe work environment

Plans and monitors the accomplishment of strategic goals

ldentifies and allocates resources fo achieve depariment and district goals

Flans and schedules work so that resources are usad appropriately in mesting prioritiss and goals

Evidence may include: Handbooks, Department Crisis Plan, agendas and minutes of staff mestings, staff accident reporis,
safety inspection reports, Financial and Property Records reports, work schedules, correspondence

Standard: Data and Accountability
INGICATORS Proficient In Progress Ineffective

Creates an environment whare staff is comfortable using data

Assesses progress using 2 variety of technigues and informational scurces

IMonitors and assesses programs, activities, and materizls using mulliple sources of data
Shows positive trends in the achievement of department and district goals

Evidence may include: Agendas and minutes of staff meetings, objectives for and assessment of staff training delivered at the
site, Depariment Improvement Flan goals, submission of accurate and timely repoits, correspondence
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Standard: Decision Making Strategies
INDICATORS Proficient In Progress Ineffective

Uses a variety of problem solving fechnigues and decision making skills to resclve problams

Displays confidence in his/her own behavior

Delegates tasks clearly and appropriately to accomplish organizational goals

Focuses on learning 2s a driving force for curticulum, instruction, and institutional decision making, using goals and targets

Evidence may include: Climate Survey, personal observalion of and discussion with siaff, agendas and minutes of staff
meetings, minutes of focus groups and cross funclions! teams, comespondence

Standard: Technology
INDICATORS Proficient In Progress Ineffective

Uses and promoies the use of fechnology for communication and information
Develops, supports and articulates a vision and a plan for technology integration for the department
Aligns rescurces and provides support for the effective use of technology

Evidence may include: Demonstrated levels of skill as evidenced by use of computer and other technologies to research and
communicate information, LME records of fechnology training taken by administrator, budgets that reflect evidence of
expenditures to support technology, correspondence

Standard: Human Resources Development
INDICATORS Proficient In Prograss Ineffective

Works collaboratively with staff to plan for individual professional development

Sets high expectations and standards for the performance of all staff

Uses the approved methods and orinciples of personng! selection and appraisal

Builds an environment which supports lsarning and growth for all staf toward achisvement of dapartment and district goals

Evidence may include: Staff appraisals, depariment procedurss for the orientation and support of new staff, appraisal surveys,
compliance with district’'s Human Resource guidelines, interview questions and score sheets, correspondence

Standard: Ethical Leadership
INGICATORS Proficient In Progress Ineffective

Develops and manifests a personal code of ethics embracing divarsity, integrity, and the dignity of all psople
Makes decisions based on legal, moral and ethical standards

Evidence may include: Handbooks, calendar of school activities and training, referrals made by administrator to Office of
Professional Standards (OFS), staff appraisals and conferance notes, correspondance

Standard: Vision
INDICATORS Proficient In Progress Ineffective

____ Facilitates the development and implementation of a shared vision and strategic plan for the department that places learning at
the center

___ Creates conditions that motivate staff and partners to achieve the district and department vision

___ Articulates and reinforces the vision of the district and department in writien and spoken communications

Evidence may include: Department vision, mission and core values, Departiment Improvement Plan, Professional Development
Plan, Department Climate Survey, agendas and minutes of mestings, correspondence

Standard: Community and Stakeholder Partnerships
INDICATORS Proficient In Progress Ineffective

Communicaies depariment information and goals to all stakeholders
Nurtures internal and external relationships and partnerships
Regularly assesses the levels of customer satisfaction as a means of identifying improvement opportunities

Evidence may include: Agendas and minutes of meetings with staff, handbooks, partnerships, climate surveys, feedback
forms, correspondence

PCS Form 3-169-C (Rev. 5/14) Page 2 of 3 White — Personnel Yellow-Appraisee Pink — Appraiser Category A
Review Date 5/15




image3.png
Standard: Diversity
INDICATORS Proficient In Progress Ineffective

Personally demonstrates a belief system that affirms and appreciates diversity
Recognizes and responds to multiculiural, gender, racial, and ethnic needs in the organization and community
Monitors the delivery of instructional content that provides for the diverse perspectives appropriate to the situation

Evidence may include: Staff handbooks, calendar that reflects staff training in Cultural Competence, notes of observations,
Staff appraisals and conference nofes, comespondence

Additional indicators of performance standards for department use only:

Additional Comments (Optional})

D | recommend an incremental salary increase.
D I do not recommend an incremental salary increase.*

D I do not recommend reappointment as an administrator.

Appraisee Date Appraiser Daie
* Appraiser’s Supervisor Date (Signature required if salary increase and/or reappointment are not recommended)
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