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Directions: 
 

This document has been provided in Microsoft Word format for the convenience of the district. The order of 

the template shall not be rearranged. Each section offers specific directions, but does not limit the amount of 

space or information that can be added to fit the needs of the district. All submitted documents shall be titled 

and paginated. Where documentation or evidence is required, copies of the source document(s) (for 

example, rubrics, policies and procedures, observation instruments) shall be provided. Upon completion, the 

district shall email the template and required supporting documentation for submission to the address 

DistrictEvalSysEQ@fldoe.org. 
 

 

 

 

 

**Modifications to an approved evaluation system may be made by the district at any 

time. A revised evaluation system shall be submitted for approval, in accordance with 

Rule 6A-5.030(3), F.A.C. The entire template shall be sent for the approval process. 

mailto:DistrictEvalSysEQ@fldoe.org
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1. Performance of Students 
 

Directions: 
 

The district shall provide: 

 

 For all school administrators, the percentage of the evaluation that is based on the performance 

of students criterion as outlined in s. 1012.34(3)(a)1., F.S., along with an explanation of the 

scoring method, including how it is calculated and combined [Rule 6A-5.030(2)(a)1., F.A.C.]. 

 For all school administrators, confirmation of including student performance data for at least 

three years, including the current year and the two years immediately preceding the current 

year, when available. If less than the three most recent years of data are available, those years 

for which data are available must be used. If more than three years of student performance 

data are used, specify the years that will be used [Rule 6A-5.030(2)(a)3., F.A.C.]. 

 For school administrators, the district-determined student performance measure(s) used for 

personnel evaluations [Rule 6A-5.030(2)(a)7., F.A.C.]. 

 
Local Assessment Policy 

The local assessment policy as required per F.S. 1008.22 has been developed. The use of assessments for the 

purpose of evaluation is reviewed continuously to assure compliance with the 

statutes. These assessments are used to develop district-developed student learning growth models and 

estimate student learning growth scores for all courses not covered by statewide value- added models. 

 

Determining Student Learning Growth Scores 

Administrators receive an evaluation that is based on the students attending the school over the course of at least 

three years. If less than three years of data are available, the years for which data available are used. This 

process starts with the construction of individual year student learning growth scores based on the student 

learning growth data available for that year. All weighting for yearly calculations will be done based on the 

number of students instructed by a particular assessment if weighting is required. All student learning growth 

scores will be calculated through models constructed by the school district. State value-added models and scores 

will only be used outside of the evaluation system as directed by other areas of Florida Statute.  

 

School-based administrators receive school student learning growth ratings based on the average of the teacher 

value-added scores at the school in English/Language Arts and mathematics. Student learning gain calculations 

use descriptive statistics to establish cut scores on whether or not students improve achievement from one year 

to the next on FSA English/Language Arts and FSA Mathematics. Students are included in the calculation 

based on accountability criteria. Student learning growth calculations use inferential statistics estimating a 

teacher’s contribution to his or her students’ academic growth in scores on a majority of the tested subjects 

within a certain period of the time with student, classroom, and school characteristics taken into consideration. 

The Student Learning Growth score will count as 33% of the Final Evaluation Score.  A full explanation of the 

Final Evaluation Score process will be shared later in this document. 

 

 

Student Learning Growth Cut Points  

The district will set cut points in compliance with F.S. 1012.34(2)(e) which requires that school districts 

construct an administrative evaluation that differentiates between four levels (Highly Effective, Effective, 

Needs Improvement / Developing, and Unsatisfactory). 
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For the 2015-16 school year and beyond, one-third of an administrator’s final evaluation score will be made 

up of a student learning growth score that meets the following criteria: 

 

a. Highly Effective: A highly effective rating is demonstrated by a value-added score of greater than zero 

(0), where all of the scores contained within the associated 99-percent confidence interval also lie 

above zero (0). 

  

b.  Effective: An effective rating is demonstrated by a value-score of zero (0); or a value-added score of 

greater than zero (0), where some portion of the range of scores associated with a 99-percent 

confidence interval lies at or below zero (0); or a value-added score of less than zero (0), where some 

portion of the range of scores associated with both the 95-percent and the 99-percent confidence 

interval lies at or above zero (0). 

  

c.  Needs Improvement, or Developing if the teacher has been teaching for fewer than three (3) years: A 

needs improvement or developing rating is demonstrated by a value-added score that is less than zero 

(0), where the entire 95-percent confidence interval falls below zero (0), but where a portion of the 99-

percent confidence interval lies above zero (0). 

  

d. Unsatisfactory: An unsatisfactory rating is demonstrated by a value-added score of less than zero 

(0), where all of the scores contained within the 99-percent confidence interval also lie below 

zero (0). 

 

Student Growth Scores are assigned a rating utilizing the point criteria included on the chart below. 

Rating Aligned Score 

Highly Effective 4.00 

Effective 3.29 

Needs Improvement/Developing 2.39 

Unsatisfactory 1.49 
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2. Instructional Leadership 

 

Directions 
 

The district shall provide: 
 

 For all school administrators, the percentage of the evaluation system that is based on the 

instructional leadership criterion as outlined in s. 1012.34(3)(a)3., F.S., along with an explanation 

of the scoring method, including how it is calculated and combined [Rule 6A-5.030(2)(c)1., 

F.A.C.]. 

 Description of the district evaluation framework for school administrators and the contemporary 

research basis in effective educational practices [Rule 6A-5.030(2)(c)2., F.A.C.]. 

 For all school administrators, a crosswalk from the district’s evaluation framework to the 

Principal Leadership Standards [Rule 6A-5.030(2)(c)3., F.A.C.]. 

 Observation or other data collection instrument(s) that include indicators, organized by domains, 

based on each of the Principal Leadership Standards, and additional elements provided in s. 

1012.34(3)(a)3., F.S. [Rule 6A-5.030(2)(c)4., F.A.C.]. 

 Procedures for observing and collecting data and other evidence of instructional leadership 

[Rule 6A-5.030(2)(c)5., F.A.C.]. 

 
 

The Research Base 

OCPS has implemented a streamlined school leader evaluation model adapted from the national Marzano 

School Leadership Evaluation Model.  The research base that supports the Marzano School Leadership 

Evaluation is contemporary research, based on large scale professional research studies and meta-analyses 

on the impact of leadership practices on student learning growth and school administrator proficiency. Four 

primary documents were used in the review of literature: (1) the Wallace Foundation study (Louis, 

Leithwood, Wahlstrom, & Anderson, 2010), (2) the study of what works in Oklahoma schools (Marzano 

Research Laboratory, 2011), (3) the Marzano, Waters, and McNulty (2005) meta-analysis of school 

leadership, and (4) the Marzano (2003) study of effective schooling. 

 

The Wallace Study 

The most current and comprehensive study on the relationship between school administrator behaviors and 

actions and student academic achievement is that funded by the Wallace Foundation and cooperatively 

conducted by the Center for Applied Research and Educational Improvement (CAREI) at the University of 

Minnesota and the Ontario Institute for Studies in Education at The University of Toronto (Louis et al., 

2010). This multiyear study, titled, Investigating the Links to Improved Student Learning, involved survey 

data from 8,391 teachers and 471 school administrators; interview data from 581 teachers and 

administrators, 304 district level educators, and 124 state personnel; and observational data from 312 

classrooms. 

 

Student achievement data for literacy and mathematics in elementary and secondary schools were also 

obtained using scores on state tests designed to measure Adequate Yearly Progress as mandated by the No 

Child Left Behind Act of 2002. To date, this study stands as the seminal 
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examination of the relationship between school leader actions and behaviors and student academic 

achievement. 

 

What Works in Oklahoma Schools 

The study of what works in Oklahoma schools was conducted by Marzano Research Laboratory for the 

Oklahoma State Department of Education (OSDE) over the 2009/2010 school year and the 2010/2011 

school year. This study was conducted to determine those elements that are related to being classified as an 

improvement school (i.e., a school that needs improvement) as opposed to a school that is not classified as 

needing improvement (i.e., schools not on improvement status). Fifty-nine matched elementary, middle, and 

high schools were involved in the study. Of those 59 schools, 32 were classified as needing improvement 

and 27 were not. 

Survey data from teachers, administrators, students, and parents were used in the study along with on-site 

observations of teachers, interviews with administrators, and videotapes of classroom activities. State test 

data in mathematics and the English language arts were the primary dependent variable when examining the 

effects of specific elements. From the 59 matched schools, 1,117 teachers, 13,373 students, and 516 parents 

were involved. General results indicated that specific actions on the part of administrators are statistically 

related to student academic achievement. 

 

Marzano, Waters, and McNulty Meta-Analysis of School Leadership 

This meta-analysis of school leadership research was published in the book School Leadership that Works 

(Marzano et al., 2005). The purpose of the study was to examine the research literature from 1978 to 2001 

on those school leadership factors that have a statistically significant relationship with student achievement. 

Over 300 studies were examined and 69 met the criteria for inclusion, one of which was that student 

achievement data were correlated with school administrator actions, or that correlations could be computed 

from the data available. In all, 2,802 K12 schools were involved in the studies synthesized, with an 

estimated 14,000 teachers and 1,400,000 students. The overall finding was that school leadership has a 

statistically significant relationship with student achievement. Such leadership can be explained as 21 

specific types of actions and behaviors enacted by school leaders. 

 

The Marzano Study of School Effectiveness 

The Marzano study of effective schools was published in the book What Works in Schools (Marzano, 2003). 

Although it did not focus specifically on school leadership, the study did specify 11 factors that schools 

must attend to if they are to enhance student achievement and the school leadership implications regarding 

those 11 factors. 

 

 

OCPS School Leadership Framework 

The OCPS School Leader Evaluation model is based on The Marzano School Leadership Evaluation Model.  

The OCPS School Leadership Framework is organized into three Domains with six Elements of school 

leadership practices that links contemporary research-based strategies to student achievement. The elements 

account for the responsibilities that Dr. Marzano identified in a meta-analysis to have the highest impact on 

the effectiveness of schools. The core work of an effective school leader is to support and sustain an intense 

focus on student achievement.  The OCPS School Leader Evaluation Model identifies three core 

competencies or domains that will support OCPS and its vision to be the top produce of successful students 

in the nation. These domains are: 

 A Data-Informed Focus on Student Achievement 

 Utilizing Data for the Continuous Improvement of Instruction 

 Managing People and Processes for Effective School Leadership 
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In the “A Data-Informed Focus on Student Achievement Domain,” administrators are focused on developing 

goals to improve student achievement, monitoring progress towards meeting the goals, and analyzing and 

using data collected to drive instruction. This is addressed by the following element(s): 

 Clear, Measurable Goals for Individual Student Achievement 

 

The next domain, “Utilizing Data for the Continuous Improvement of Instruction,” focuses on strategically 

planning for the use of resources that support the district instructional model and strive for sustained 

improvement of instruction.  These leadership practices must be tightly aligned with the student data in order 

to have the greatest impact on student achievement.  This is addressed by the following element(s): 

 Focus on Effective Instruction and Student Achievement 

 Continuous Improvement of Instruction 

 

The final domain, “Managing People and Processes for Effective School Leadership,” focuses on critical 

leadership practices related to the trust of staff and collaborative decision-making with school and 

community stakeholders.  This domain most closely aligns with the district’s mission to lead students to 

success with the support and involvement of families and the community. This is addressed by the following 

element(s): 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 

 Students, Parents, and Community Can Provide Input on School Functions and Environment 

 

The OCPS School Leader evaluation model is a growth focused evaluation model.  A developmental scale 

that demonstrates a clear progression of mastery for each leadership practice is included.  Though each 

element contains its own unique, developmental scale, they are structured in the same way to reflect a 

progression of mastery. The levels of the developmental scale are used to help school leaders identify the 

necessary next steps required to enhance their leadership practices.   

 At the “Not Using” level, the leadership practice is not attempted. 

 At the “Emerging” level, the leadership practice is attempted, but is not used correctly, not 

completed, or only implemented partially. 

 At the “Satisfactory” level, the leadership practice is implemented correctly. 

 At the “Above Expectations” level, the leadership practice is implemented correctly, and the 

strategies implemented are monitored. 

 At the “Exemplary” level, the leadership practice is implemented correctly, strategies are monitored, 

and adaptations or modifications are implemented and a continuous focus on refining and improving 

the leadership practice is evident. 

 

The OCPS School Leader Evaluation Model is evidence based.  School leaders provide specific evidences 

that are then used to help identify leadership strategies they have mastered and those strategies in which they 

can grow. These evidences are used by their supervisors to provide ongoing feedback and coaching 

throughout the year. 

 

Each element in the OCPS School Leadership Framework contains a protocol that provides a desired effect 

of the leadership practice, information on the leadership strategies embedded within the leadership practice, 

sample evidences, and a developmental scale describing a progression of mastery when implementing the 

leadership practice.  Included on the pages that follow are the protocols of the OCPS School Leader 

Evaluation Model.  
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Domain 1:  A Data-Informed Focus on Student Achievement 

Clear, measureable goals for individual student achievement 

The school leader establishes clear and measurable goals focused on the critical work of improving achievement.  The school leader 

ensures data are analyzed, interpreted, and used to drive instruction. Progress toward achievement goals for individual students is 

regularly monitored. 

Example Evidences for Establishing Goals 

 School improvement plan is developed that aligns to the district strategic plan 

 Written goals are established as a percentage of students who will score at a proficient or higher level on state assessments 

or benchmark assessments 

 Written goals are established for each student in terms of his/her performance on state/district assessments, benchmark 

assessments, or common assessments 

 Written goals are established for eliminating the achievement gap for all students 

 Written goals address the most critical and severe achievement deficiencies 

 Written timelines contain specific benchmarks for each goal including individual(s) responsible for the goal 

 School-wide and individual student achievement goals are posted and discussed regularly at faculty and staff gatherings 

 Student-led conferences focus on the individual student's goals 

 Parent teacher conferences focus on the individual student's goals 

 When asked, teachers can explain the overall school and individual student goals 
 

Example Evidences for Analyzing and Using Data to Drive Instruction 

 Reports, graphs, and charts are available for overall student achievement (district data dashboard) 

 Results from multiple types of assessments are regularly reported and used (e.g., benchmark, common assessments) 

 Reports, graphs, and charts are regularly reviewed to track growth in student achievement (district data dashboard) 

 Achievement data for student subgroups within the school are routinely analyzed 

 School leadership teams regularly analyze school growth data 

 Reports, charts, and graphs are available for individual students depicting their status and growth 

 Individual student results from multiple types of assessments are regularly reported and used (e.g., iReady assessment, 

benchmark, culminating tasks, progress monitoring activities) 

 Individual student reports, graphs, and charts are regularly updated to track growth in student achievement 

 Teachers regularly analyze school growth data for individual students 

 School leadership teams regularly analyze individual student performance 

 When asked, faculty and staff can analyze data of their individual students, including all subgroups 

 MTSS measures are in place 

 MTSS data is analyzed and used to adjust MTSS measures as needed 

 Data are collected and available to monitor student progress and achievement as a result of enrollment in intervention or 

enrichment programs 
 

Example Evidences for Monitoring Progress 

 Students keep data notebooks regarding their individual goals 

 Data briefings are regularly conducted at faculty meetings 

 When asked, students are aware of their status on the achievement goals specific to them 

 When asked, parents are aware of their child's achievement goals 

 When asked, faculty and staff can explain how data are used to track growth in student achievement 

 When asked, individual students and their parents can describe the student's achievement status and growth 

 Individual student completion of programs designed to enhance their academic achievement is monitored (e.g., gifted and 

talented, advanced placement, STEM, etc.) 

 When asked, teachers can explain how interventions in place help individual students meet their goals 

 When asked, student and/or parents can identify interventions in place to meet the student's goals 

 When asked, students report their school has programs in place to help them meet their achievement goals 

  

Not Using Emerging Satisfactory Above Expectations Exemplary 

The school leader does 

not attempt to ensure 

that clear and 

measurable goals 

focused on the critical 

The school leader 

attempts to ensure that 

clear and measurable 

goals focused on the 

critical work of 

The school leader 

establishes clear and 

measurable goals 

focused on the critical 

work of improving 

The school leader 

establishes clear and 

measurable goals 

focused on the critical 

work of improving 

The school leader 

ensures that data are 

analyzed in a variety of 

ways to provide the 

most useful 
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work of improving 

achievement are 

established.  

improving achievement 

are established, but does 

not complete the tasks 

or does so partially. 

achievement. Systems 

for data analysis and 

interpretation are 

established. 

achievement.  The 

school leader ensures 

data are analyzed, 

interpreted, and used to 

drive instruction. 

Progress toward 

achievement goals for 

individual students is 

regularly monitored. 

information.  The 

school leader refines 

individual achievement 

goals or the tracking 

process as achievement 

data accrues. The 

school leader 

continually examines 

and expands the options 

for individual students 

to make adequate 

progress. 

 

Domain 2:  Utilizing Data for the Continuous Improvement of Instruction 

Focus on effective instruction and student achievement 

The school leader manages the fiscal, operational, technological, and personnel resources of the school in a way that focuses on 

effective instruction and the achievement of all students. 

Example Evidences for Fiscal Resources 

 Detailed budgets are developed, submitted, and implemented 

 Implemented budgets show that current budgetary allocations are used on the current students 

 The school leader successfully accesses and leverages a variety of resources (e.g., grants and local, state, and federal funds) 

 Data are available to show that resources and expenditures produce a return on investment (i.e., curriculum programs 

improve student learning) 
  

Example Evidences for Operational Resources 

 Materials and resources for specific classes and courses meet the state or district specifications for those classes and courses 

 Time available for specific classes and courses meets the state or district specifications for those classes and courses 

 Curriculum documents are in place that correlate the written curriculum to state and district standards 

 All inventory items are accounted for or within the district standard of 1% 

 When asked, faculty and staff report they have adequate materials to teach effectively 

 When asked, faculty and staff report they have adequate time to teach effectively 

 The school leader manages time effectively to maximize focus on instruction 
  

Example Evidences for Technological Resources 

 The school leader appropriately directs the use of technology to improve teaching and learning 

 Sufficient training is provided for the instructional technology teachers are expected to use 
  

Example Evidences for Personnel Resources 

 The school leader has demonstrated a track record of hiring effective teachers 

 The school leader has a track record of retaining effective teachers 

 A system is in place to effectively evaluate and revise the school's new teacher induction program 
 

Not Using Emerging Satisfactory Above Expectations Exemplary 

The school leader does 

not attempt to manage 

the fiscal, operational, 

technological, and 

personnel resources 

necessary to support 

effective teaching. 

The school leader 

attempts to manage the 

fiscal, operational, 

technological, and 

personnel resources 

necessary to support 

effective teaching but 

does not complete the 

tasks or does so 

partially. 

The school leader 

manages the fiscal, 

operational, 

technological, and 

personnel resources 

necessary to support 

effective teaching. 

The school leader 

manages the fiscal, 

operational, 

technological, and 

personnel resources 

necessary to support 

effective teaching. The 

school leader monitors 

the extent to which the 

resources and 

efficiencies enhance 

instruction and the 

achievement of all 

students. 

The school leader 

actively seeks and 

procures extra resources 

to enhance instruction 

and the achievement of 

all students. 
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Domain 2:  Utilizing Data for the Continuous Improvement of Instruction 

Continuous improvement of instruction 
The school leader provides a clear vision regarding the district instructional model and is aware of predominant instructional 

practices. The school leader ensures that teacher teams and collaborative groups regularly interact to address curriculum, assessment, 

instruction, and the achievement of all students. 

Example Evidences for Clear Vision of Instruction 

 The district-wide model of instruction is shared with school faculty and staff (i.e., written documents, presentations) 

 Evidences are provided that demonstrate the district-wide model of instruction is operationalized at the school (i.e., PLC 

meeting notes focused on the district-wide model of instruction, classroom observation data and comments, examples of 

professional learning related to the district-wide model of instruction and evidences of implementation of the learning) 

 The district-wide language of instruction is used regularly by faculty in their professional learning communities and faculty 

and/or department meetings 

 Professional development opportunities are provided for all teachers regarding the district-wide model of instruction 

 When asked, teachers can describe the major components of the district-wide model of instruction 

 When asked, teachers can explain how strategies in the district-wide model of instruction promote learning for the school's 

diverse population 
  

Example Evidences for Awareness of Predominant Instructional Practices 

 Walk-through or other informal observation data are aggregated in such a way as to disclose predominant instructional 

practices in the school 

 Actionable feedback is provided to teachers regarding their instructional practices 

 Systems are in place to monitor the effect of the predominant instructional practices for all subgroups in the school 

 Data are available to document the predominant instructional practices in the school 

 The school leader can describe effective practices and problems of practice 

 When asked, teachers can describe the predominant instructional practices used in the school 
  

Example Evidences for Teacher Teams and Collaborative Groups 

 Professional learning communities (PLCs) are in place and meet regularly 

 PLCs have written goals that align to district and/or school improvement plan goals 

 The school leader regularly examines the PLC's progress toward goals 

 Common assessments are created and/or analyzed by PLCs 

 Student achievement and growth are analyzed by PLCs 

 To maintain a focus on student achievement, the school leader collects and reviews minutes, notes, and goals from meetings 

 When asked, teachers can explain how being a member of a PLC has helped them grow their pedagogy and implementation 

of the district-wide model of instruction 

 When asked, teachers can explain how PLCs analyze data to identify appropriate instructional practices 

 Evidences of implemented cycles of professional learning related to DPLC session outcomes 
  

Not Using Emerging Satisfactory Above Expectations Exemplary 

The school leader does 

not attempt to ensure 

that a district-wide 

language or model of 

instruction is in place at 

their school site. 

The school leader 

attempts to ensure that a 

district-wide model of 

instruction is in place at 

their school site, 

information about 

predominant 

instructional strategies 

in the school is 

collected, and formal 

teams or collaborative 

groups of teachers and 

other relevant staff meet 

regularly, but does 

complete the tasks or 

does so partially. 

The school leader 

provides a clear vision 

regarding the district 

instructional model and 

is aware of predominant 

instructional practices. 

The school leader 

ensures that teacher 

teams and collaborative 

groups regularly 

interact to address 

curriculum, assessment, 

instruction, and the 

achievement of all 

students. 

The school leader 

provides a clear vision 

regarding the district 

instructional model and 

is aware of predominant 

instructional practices. 

The school leader 

ensures that teacher 

teams and collaborative 

groups regularly 

interact to address 

curriculum, assessment, 

instruction, and the 

achievement of all 

students.  The school 

leader monitors the 

extent to which the 

information is used to 

identify effective and 

The school leader 

regularly intervenes to 

ensure that ineffective 

instructional practices 

are corrected and 

effective instructional 

practices are increasing.  

The school leader 

ensures teacher group 

goals relative to 

curriculum, assessment, 

and instruction are 

regularly revised to 

reflect the changes in 

student achievement 

data. 
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ineffective practices to 

positively impact 

student achievement. 

 

Domain 3:  Managing People and Processes for Effective School Leadership 
Trust of faculty and staff 

The school leader has the trust of the faculty and staff that his or her actions are guided by what is best for all student populations. 

Example Evidences for Trust of Faculty and Staff 

 The school leader is recognized by the school community as one who speaks with candor and is willing to "take on tough 

issues" 

 When asked, faculty and staff describe the school leader as an individual whose actions are guided by a desire to help all 

students learn 

 When asked, faculty and staff describe the school leader as an individual who will follow through with his/her initiatives 

 When asked, faculty and staff describe the school leader as one whose actions support his/her talk and expectations 
 

Not Using Emerging Satisfactory Above Expectations Exemplary 

The school leader does 

not attempt to perform 

with integrity and in the 

best interest of all 

students. 

The school leader 

attempts to perform 

with integrity and in the 

best interest of all 

students but does so 

sporadically or 

inconsistently. 

The school leader 

performs with integrity 

and in the best interest 

of all students. 

The school leader 

performs with integrity 

and in the best interest 

of all students. The 

school leader monitors 

the extent to which 

faculty and staff 

perceive him/her as an 

individual who will 

follow through with 

initiatives and whose 

actions are guided by 

the desire to help all 

students learn. 

The school leader 

actively seeks input, 

and expertise for 

validation and feedback 

to confirm or improve 

how he/she performs or 

is perceived. The school 

leader demonstrates 

how this input or 

expertise changes their 

leadership practices. 

 

Domain 3:  Managing People and Processes for Effective School Leadership  

Staff can provide input on school functions 
The school leader ensures that teachers and staff have formal ways to provide input regarding the optimal functioning of the school 

and formal roles in the decision-making process regarding school initiatives. The school leader delegates responsibilities 

appropriately. 

Example Evidences for Input and Decision-Making 

 Data collection systems are in place to collect opinion data from teachers and staff regarding the optimal functioning of the 

school 

 The manner in which collected data is used is made transparent 

 Data is available to show input is used by the school leader 

 Notes and reports are in place that describe how teacher input was used when making specific decisions 

 The school leader can cite examples of where teacher input has resulted in effective change at the school 

 Groups of teachers are selected and utilized to provide input regarding specific decisions 

 The school improvement team provides input to the leader regarding the development of a school improvement plan that is 

aligned to the district strategic plan 

 When asked, teachers explain formal ways they have to give input regarding optimal functioning of the school 

 When asked, teachers can identify examples of when their input has resulted in effective change at the school 

 When asked, teachers report they feel their input is valued and used by the school leader 
  

Example Evidences for Delegating Responsibilities 

 Appropriate faculty and staff are identified and mentored for succession planning and provided appropriate growth 

opportunities 

 Faculty and staff are assisted with career planning and continuing educational opportunities 

 Teacher leaders and other faculty are empowered to share in the leadership of the school 
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 Potential leaders are identified and guided in career development 

 The school leader demonstrates ongoing mentoring of teacher leaders 

 Teacher leaders are enabled to proactively initiate, plan, implement and monitor projects 

 

Not Using Emerging Satisfactory Above Expectations Exemplary 

The school leader does 

not attempt to ensure 

that input is regularly 

collected from teachers 

and staff and does not 

appropriately delegate 

responsibilities. 

The school leader 

attempts to ensure that 

input is regularly 

collected from teachers 

and staff and 

appropriately delegate 

responsibilities but does 

not complete the task or 

does so partially. 

The school leader 

ensures that input is 

regularly collected from 

teachers and staff and 

appropriately delegates 

responsibilities. 

The school leader 

ensures that teachers 

and staff have formal 

ways to provide input 

regarding the optimal 

functioning of the 

school and formal roles 

in the decision-making 

process regarding 

school initiatives. The 

school leader delegates 

responsibilities 

appropriately. The 

school leader monitors 

the extent to which the 

inputs and delegations 

are contributing to the 

optimal functioning of 

the school. 

The school leader 

intervenes and provides 

support when 

delegation of authority 

and teacher input is not 

working to optimize the 

function of the school. 

The school leader 

demonstrates how this 

intervention positively 

impacts the optimal 

functioning of the 

school. 

 

Domain 3:  Managing People and Processes for Effective School Leadership 

Students, parents, and community can provide input on school functions and environment 

The school leader ensures that students, parents, and community have formal ways to provide input regarding the optimal 

functioning of the school and perceive the school as safe and orderly. 

Example Evidences for Input  

Data collection systems are in place to collect opinion data from teachers and staff regarding the optimal functioning of the school 

 Data collection systems are in place to collect opinion data from students, parents, and community regarding the optimal 

functioning of the school 

 The manner in which collected data is used is made transparent 

 Data is available to show that input from the school's diverse population is valued and used by the school leader 

 An interactive website is provided for students, parents, and community to provide input 

 Appropriate social networking technologies (e.g., Twitter, Facebook) is utilized to involve students, parents, and 

community 

 Focus group meetings with students and parents are routinely scheduled 

 The leader can explain how the use of input from the school community has resulted in improved functioning of the school 

 The leader can demonstrate how data gathered from subpopulations at the school are incorporated in school planning 

 When asked, students, parents, and community members report their input is valued and used by the school leader to better 

the functioning of the school 
  

Example Evidences for School Environment 

 Clear and specific rules and procedures are in place for the running of the school 

 A system is in place for mass communicating to parents about issues regarding school safety (e.g., a call out system) 

 Parents and community are engaged to give input regarding issues of school safety 

 When asked, parents and students describe the school as a safe place 

 When asked, parents and students describe the school as an orderly place 

 When asked, community members perceive the school as safe and orderly 

 When asked, parents, students and community members describe the school leader as highly visible and accessible 
  

Not Using Emerging Satisfactory Above Expectations Exemplary 

The school leader does 

not attempt to ensure 

The school leader 

attempts to ensure that 

The school leader 

ensures that input is 

The school leader 

ensures that students, 

The school leader 

intervenes and provides 
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that input is regularly 

collected from students, 

parents, and 

community. 

input is regularly 

collected from students, 

parents, and community 

but does not complete 

the task or does so 

partially. 

regularly collected from 

students, parents, and 

community. 

parents, and community 

have formal ways to 

provide input regarding 

the optimal functioning 

of the school and 

perceive the school as 

safe and orderly. The 

school leader monitors 

the extent to which the 

inputs and perceptions 

are contributing to the 

optimal functioning of 

the school. 

support when students, 

parents, and community 

input is not working to 

optimize the function of 

the school. The school 

leader demonstrates 

how this intervention 

positively impacts the 

optimal functioning of 

the school. 

 

 

Alignment to the Florida Principal Leadership Standards 

Elements in the OCPS School Leader Evaluation Model are parallel to indicators in the Florida Principal 

Leadership Standards (FPLS). The crosswalk below demonstrates alignment of elements in the OCPS 

School Leader Evaluation Model to the FPLS. 

Florida Principal Leadership 

Standards 

OCPS School Leadership 

Framework/Evaluation Model Elements 
Domain 1: Student Achievement  

Standard 1: Student Learning Results. 

Effective school leaders achieve 

results on the school's student learning 

goals. 

 Clear, Measurable Goals for Individual Student 

Achievement 

 

Standard 2: Student Learning as a Priority. 

Effective school leaders demonstrate that 

student learning is their top priority through 

leadership actions that build and support a 

learning organization focused on student 

success. 

 Clear, Measurable Goals for Individual Student 

Achievement 

 Focus on Effective Instruction and Student 

Achievement 

 Continuous Improvement of Instruction 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 

 Students, Parents, and Community Can Provide 

Input on School Functions and Environment 

Domain 2: Instructional Leadership  

Standard 3: Instructional Plan 

Implementation. 

Effective school leaders work 

collaboratively to develop and implement 

an instructional framework that aligns 

curriculum with state standards, effective 

instructional practices, student learning 

needs and assessments. 

 Clear, Measurable Goals for Individual Student 

Achievement 

 Focus on Effective Instruction and Student 

Achievement 

 Continuous Improvement of Instruction 

  

 

Standard 4: Faculty Development. 

Effective school leaders recruit, retain and 

develop an effective and diverse faculty and 

staff. 

 Focus on Effective Instruction and Student 

Achievement 

 Continuous Improvement of Instruction 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 
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Standard 5: Learning Environment. 

Effective school leaders structure and 

monitor a school learning environment that 

improves learning for all of Florida's 

diverse student population. 

 Clear, Measurable Goals for Individual Student 

Achievement 

 Continuous Improvement of Instruction 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 

 Students, Parents, and Community Can Provide 

Input on School Functions and Environment 

Domain 3: Organizational Leadership  

Standard 6: Decision Making. 

Effective school leaders employ and 

monitor a decision-making process that is 

based on vision, mission and improvement 

priorities using facts and data. 

 Clear, Measurable Goals for Individual Student 

Achievement 

 Focus on Effective Instruction and Student 

Achievement 

 Continuous Improvement of Instruction 

 Staff Can Provide Input on School Functions 

 Students, Parents, and Community Can Provide 

Input on School Functions and Environment 

Standard 7: Leadership Development. 

Effective school leaders actively cultivate, 

support, and develop other leaders within 

the organization. 

 Continuous Improvement of Instruction 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 

 

Standard 8: School Management. 

Effective school leaders manage the 

organization, operations, and facilities in 

ways that maximize the use of resources to 

promote a safe, efficient, legal, and 

effective learning environment. 

 Focus on Effective Instruction and Student 

Achievement 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 

 Students, Parents, and Community Can Provide 

Input on School Functions and Environment 

Standard 9: Communication. 

Effective school leaders practice two-way 

communications and use appropriate oral, 

written, and electronic communication and 

collaboration skills to accomplish school 

and system goals by building and 

maintaining relationships with students, 

faculty, parents, and community. 

 Focus on Effective Instruction and Student 

Achievement 

 Continuous Improvement of Instruction 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 

 Students, Parents, and Community Can Provide 

Input on School Functions and Environment 

Domain 4: Professional and Ethical 

Behavior 

 

Standard 10: Professional and Ethical 

Behaviors. 

Effective school leaders demonstrate 

personal and professional behaviors 

consistent with quality practices in 

education and as a community leader. 

 Focus on Effective Instruction and Student 

Achievement 

 Trust of Faculty and Staff 

 Staff Can Provide Input on School Functions 

 Students, Parents, and Community Can Provide 

Input on School Functions and Environment 

 

Deliberate Practice  

In order to support a focused area for growth through specific improvements in leadership expertise, OCPS 

uses the Deliberate Practice process as a separate metric and a component of the Leadership Practice score.  
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School leaders in OCPS are required to focus on the element “Continuous Improvement of Instruction” to 

support the district’s work towards school leaders providing a clear vision regarding the district instructional 

model and awareness of predominant instructional practices, while ensuring that teacher teams and 

collaborative groups regularly interact to address curriculum, assessment, instruction, and the achievement of 

all students. This element is rated specifically for the Deliberate Practice component to connection district-

wide professional learning to improvements in leadership expertise. The scoring metrics used for the final 

evaluation score will be described later in this document. 

 

Observation and Data Collection Procedures 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The school leader evaluation model is an ongoing process throughout the school year.  The evaluation process 

begins with a pre-evaluation and planning meeting. In this meeting, the administrator and supervisor will 

discuss initial evidences related to the six leadership practices in our model and identify areas for growth and 

how to sustain areas of success. Initial ratings for each element will be determined at this meeting, and a formal 

observation is conducted. Between the initial meeting and the mid-year review, administrators are collecting 

evidences and data, uploading them to a collaborative observation, and engaging in discussions related to these 

practices with their supervisor. At the mid-year point, a meeting with the administrator and supervisor will be 

held to review evidences and determine the current rating of each element. A formal observation is conducted at 

this meeting. Between the mid-year meeting and end of year meeting, the administrator will continue to reflect 

on their leadership practices, upload evidences, and engage in discussions with their supervisor related to the 

leadership practices in our evaluation model. Finally, administrators will end the year by reviewing the final 

evidences and discuss the growth made with each element.  During this meeting, the final ratings for each 

element will be determined.  These ratings are the ratings that are counted towards the calculation of the final 

evaluation score. The final formal observation of the year is conducted at this meeting. 
 

 

Final Evaluation Scoring Process 

As shared earlier in this document, each element in the OCPS School Leadership Framework contains a unique,  

Pre-evaluation 
and planning 

meeting

Monitoring 
and data 

collection, 
ongoing 
feedback

Formal mid-
year review 

process

Ongoing 
conferencing, 

data collection, 
observation 

and feedback

End of year 
evaluation 

meeting
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developmental scale. Each level of the scale is assigned a numerical value, as explained on the following chart. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

The school leader final evaluation score is calculated by combining an administrator’s leadership practice score 

and student learning growth score.  The Leadership Practice score is weighted at 67% or 2/3 of the final score, 

and the student learning growth score is weighted at 33% or 1/3 of the final score. The Leadership Practice 

score is created by combining the Status Score and Deliberate Practice score.  The Status Score is 80% of the 

Leadership Practice Score, and the Deliberate Practice score is 20% of the Leadership Practice score. The Status 

Score is calculated by averaging the element ratings received, excluding the rating received for the element 

targeted for Deliberate Practice. 

 

Evaluators 

Area Superintendents and Associate Superintendents are responsible for the evaluation of all K-12 principals 

assigned to them and these evaluations are completed with the assistance of Executive Area Directors. 

Associate Superintendents and Senior Executive Directors are responsible for evaluating the principals in all 

Exceptional Student Centers and Alternative Schools, as well as for the Orlando Technical Colleges that fall 

under their areas of responsibility. These individuals receive an annual overview training of the scoring 

processes used for school leader evaluation. 

Level Criteria Value 

Not Using Leadership practice not attempted 0 

Emerging 
Leadership practice is attempted, but not used correctly, not 

completed, or only partially implemented 
1 

Satisfactory Leadership practice is implemented correctly 2 

Above 

Expectations 

Leadership practice is implemented correctly and implemented 

strategies are monitored 
3 

Exemplary 

Leadership practice is implemented correctly, strategies are 

monitored, and adaptations or modifications are implemented 

and a continuous focus on refining and improving the 

leadership practice is evident 

4 
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3. Other Indicators of Performance 
 

Directions: 
 

The district shall provide: 

 
 The additional performance indicators, if the district chooses to include such additional indicators 

pursuant to s. 1012.34(3)(a)4., F.S.;

 The percentage of the final evaluation that is based upon the additional indicators; and

 The scoring method, including how it is calculated and combined [Rule 6A-5.030(2)(d), F.A.C.].
 

Examples include the following: 

 
 Deliberate Practice - the selection of indicators or practices, improvement on which is measured 

during an evaluation period

 Peer Reviews

 Objectively reliable survey information from students and parents based on teaching practices 

that are consistently associated with higher student achievement

 Individual Professional Leadership Plan

 Other indicators, as selected by the district

 

Deliberate Practice Guidelines 

In order to support a focused area for growth through specific improvements in leadership expertise, OCPS 

uses the Deliberate Practice process as a separate metric and a component of the Leadership Practice score.  

For Deliberate Practice, school leaders in OCPS focus on the element “Continuous Improvement of 

Instruction” to support the district’s work towards school leaders providing a clear vision regarding the 

district instructional model and awareness of predominant instructional practices, while ensuring that 

teacher teams and collaborative groups regularly interact to address curriculum, assessment, instruction, and 

the achievement of all students. This element is rated specifically for the Deliberate Practice component to 

connection district-wide professional learning to improvements in leadership expertise.  This element is 

rated using the previously described five-point developmental scale.  The final rating received for the 

targeted element is counted towards the Deliberate Practice component of the Final Evaluation score, as 

described previously in this document. 

 

Though the element “Continuous Improvement of Instruction” is a district focus, school leaders have 

flexibility and choice in determining how they will engage in professional learning in order to deepen their 

mastery of this leadership practice.  Additionally, the focus questions that administrators respond to in the 

creation of their Deliberate Practice plan reflect their individualized areas for growth. 

Element Questions Support for Responding to Element Questions 

What is the current condition I want to see improved 

as a result of focusing on this strategy? 

 

When answering this question think about: 

● Student needs according to overall and individual student 

achievement data 

● Teacher needs according to overall and individual student 

achievement data 

● Teacher needs according to classroom observation data 

● What student needs you will address by focusing on this strategy 

What changes in professional behavior do I expect to 

make as a result of focusing on this strategy? 

When answering this question think about: 

● Personal professional needs according to overall and individual 
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 student achievement data 

● Personal professional needs according to prior year school leader 

evaluation data 

● What professional behaviors you will change as a result of focusing 

on this element 

What impact on student achievement and teacher/staff 

behaviors will result as a focus on this strategy? 

 

 

When answering this question think about: 

● What you expect your own growth to be on the developmental scale 

(for example: from the beginning level as rated on the self-assessment 

to the applying level when observed) 

● How your professional growth will positively impact student 

achievement 

● How your professional growth will positively impact teacher/staff 

behaviors 

● How you will measure the increase in student achievement 

 

A sample Deliberate Practice plan that includes an alignment to focused district-wide professional learning 

is included below. 

Element: The school leader provides a clear vision regarding the district instructional model, is aware of predominant instructional 

practices, and ensures that teacher teams and collaborative groups regularly interact to address curriculum, assessment, instruction, 

and the achievement of all students. 

Action Steps  Support for Action Steps 

When: September & October 

Action Step: Conduct self-assessment. 
Resources: 

● School Leader Evaluation Quick Guide Resource  

● OCPS School Leader Evaluation Overview Training 

When: September & October 

Action Step: Research targeted element and determine how 

to measure the effectiveness of the work in the school 

setting.  Complete a reflection that indicates the needs at my 

school site in order to support and sustain the DPLC process. 

Resources:  

● Text-Dependent Questions (Fisher & Frey) 

● A Close Look at Close Reading (Lapp, Moss, Grant, & 

Johnson) 

● Academic Conversations (Zwiers & Crawford) 

● Alive at Work (Cable) 

When: September (DPLC Session 1) 

Action Step: After engaging in professional learning 

through DPLC Session 1, I will develop a plan for the cycle 

of professional learning related to high performing teams, 

distributive leadership, planning for a close read, and text-

dependent questions. The professional learning cycle will be 

monitored through classroom observations, ghost visit 

reflections, observer-driven peer observation reflections, and 

grade level or content area professional learning community 

meetings. 

Sample evidences:  

● Uploaded DPLC Session 1 Action Planner - Professional 

Learning Cycles chart, with a reflection on the implementation 

● Samples of text-dependent questions across content areas from 

close read 1, with a reflection on how the text-dependent 

questioning is changing at the school site 

● Lesson plans that demonstrate the planning for close reading 

process and text-dependent questions are used, with a 

reflection on how instruction is changing at the school site 

● Classroom observation data and comments utilizing the 

language of the DPLC Close Reading Evidences, with next 

steps needed to support the close reading process 

● PLC notes/minutes that indicate strategies related to high-

performing teams and distributive leadership are being used, 

with a reflection on how teams are changing at the school site 

● PLC notes/minutes that indicate the planning for close reading 

process and text-dependent questioning are being used, with a 

reflection on how planning is changing at the school site 

● Reflections on professional readings from DPLC Session 1 
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When: October (DPLC Session 2) 

Action Step: After engaging in professional learning 

through DPLC Session 2, I will refine and extend my 

planned cycle of professional learning related to high 

performing teams, text-dependent questions, and opening up 

classroom practice. The professional learning cycle will be 

monitored through classroom observations, ghost visit 

reflections, observer-driven peer observation reflections, and 

grade level or content area professional learning community 

meetings. 

Sample evidences:  

● Uploaded DPLC Session 2 Action Planner - Professional 

Learning Cycles chart, with a reflection on the implementation 

● Samples of text-dependent questions across content areas from 

close reads 1, 2, and 3 (or beyond), with a reflection on how 

the text-dependent questioning is changing at the school site 

● Lesson plans that demonstrate the planning for close reading 

process and text-dependent questions are used, with a 

reflection on how instruction is changing at the school site 

● Classroom observation data and comments utilizing the 

language of the DPLC Close Reading Evidences, with next 

steps needed to support the close reading process 

● PLC notes/minutes that indicate strategies related to high-

performing teams and distributive leadership are being used, 

with a reflection on how teams are changing at the school site 

● PLC notes/minutes that indicate the planning for close reading 

process and text-dependent questioning are being used, with a 

reflection on how planning is changing at the school site 

● Reflections on professional readings from DPLC Session 2 

When: November 

Action Step: Supervisor will approve the plan or return for 

revision 

Supervisors will review the plan and provide any necessary 

feedback to enhance the Deliberate Practice plan. 

When: December (DPLC Session 3) 

Action Step: After engaging in professional learning 

through DPLC Session 3, I will refine and extend my 

planned cycle of professional learning related to high 

performing teams, text-dependent questions, and opening up 

classroom practice. The professional learning cycle will be 

monitored through classroom observations, ghost visit 

reflections, observer-driven peer observation reflections, and 

grade level or content area professional learning community 

meetings. 

Sample evidences:  

● Uploaded DPLC Session 3 Action Planner - Professional 

Learning Cycles chart, with a reflection on the implementation 

● Samples of text-dependent questions across content areas from 

close reads 1, 2, and 3 (or beyond), with a reflection on how 

the text-dependent questioning is changing at the school site 

● Lesson plans that demonstrate the planning for close reading 

process and text-dependent questions are used, with a 

reflection on how instruction is changing at the school site 

● Classroom observation data and comments utilizing the 

language of the DPLC Close Reading Evidences, with next 

steps needed to support the close reading process 

● PLC notes/minutes that indicate strategies related to high-

performing teams and distributive leadership are being used, 

with a reflection on how teams are changing at the school site 

● PLC notes/minutes that indicate the planning for close reading 

process and text-dependent questioning are being used, with a 

reflection on how planning is changing at the school site 

● Evidence of Guided Visit implementation, with a reflection on 

how the data collected during the process was used to support 

school improvement 

● Reflections on professional readings from DPLC Session 3 

When: February 

Action Step: Mid-point Check-In: Supervisor will review 

progress on Deliberate Practice Plan and provide feedback 

on the progress monitoring. 

Supervisors will provide feedback and support to enhance the 

Deliberate Practice process. 

When: February (DPLC Session 4) 

Action Step: After engaging in professional learning 

through DPLC Session 4, I will develop a plan for the cycle 

of professional learning related to high performing teams, 

distributive leadership, text-dependent questions, and 

Sample evidences:  

● Uploaded DPLC Session 4 Action Planner - Professional 

Learning Cycles chart, with a reflection on the implementation 

● Samples of text-dependent questions across content areas from 

close reads 1, 2, and 3 (or beyond), with a reflection on how 
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academic conversations. The professional learning cycle will 

be monitored through classroom observations, ghost visit 

reflections, observer-driven peer observation reflections, and 

grade level or content area professional learning community 

meetings. 

the text-dependent questioning is changing at the school site 

● Lesson plans that demonstrate academic conversations and 

text-dependent questions are used, with a reflection on how 

instruction is changing at the school site 

● Classroom observation data and comments utilizing the 

language of the DPLC Close Reading Evidences, with next 

steps needed to support the close reading process 

● PLC notes/minutes that indicate strategies related to high-

performing teams and distributive leadership are being used, 

with a reflection on how teams are changing at the school site 

● PLC notes/minutes that indicate the planning for close reading 

process, text-dependent questioning, and academic 

conversations are being used, with a reflection on how 

planning is changing at the school site 

● Evidence of opening up classroom practice strategy 

implementation, with a reflection on how the process is used 

to support school improvement 

● Reflections on professional readings from DPLC Session 4 

When: March (DPLC Session 5 - Internal/External Guided 

Visit) 

Action Step: After engaging in in the Guided Visit process, 

I will refine and extend my planned cycle of professional 

learning related to examining student evidences in 

connection to close reading and using student evidences and 

professional learning to modify instructional practices.  The 

plan will include a system for continuing the process of 

opening up classroom practice, and classroom observations 

to determine trends and growth in learned DPLC strategies. 

The professional learning cycle will be monitored through 

classroom observations, and grade level or content area 

professional learning community meetings.     

Sample evidences:  

● Uploaded DPLC Session 5 Action Planner or Professional 

Learning Cycles chart, with a reflection on the implementation 

● Evidence of opening up classroom practice strategy 

implementation, with a reflection on how the process is used 

to support school improvement 

● Classroom observation data and comments utilizing the 

language of the DPLC Close Reading Evidences, with next 

steps needed to support the close reading process 

● PLC notes/minutes that indicate strategies related to high-

performing teams and distributive leadership are being used, 

with a reflection on how teams are changing at the school site 

● PLC notes/minutes that indicate the planning for close reading 

process, text-dependent questioning, and academic 

conversations are being used, with a reflection on how 

planning is changing at the school site 

When: April (DPLC Session 6) 

Action Step: After engaging in professional learning 

through DPLC Session 4, I will refine and extend my 

planned cycle of professional learning related to high 

performing teams, text-dependent questions, academic 

discourse, and opening up classroom practice. The 

professional learning cycle will be monitored through 

classroom observations, ghost visit reflections, observer-

driven peer observation reflections, and grade level or 

content area professional learning community meetings. 

Sample evidences:  

● Uploaded DPLC Session 6 Action Planner - Professional 

Learning Cycles chart, with a reflection on the implementation 

● Samples of text-dependent questions across content areas from 

close reads 1, 2, and 3 (or beyond), with a reflection on how 

the text-dependent questioning is changing at the school site 

● Lesson plans that demonstrate academic conversations and 

text-dependent questions are used, with a reflection on how 

instruction is changing at the school site 

● Classroom observation data and comments utilizing the 

language of the DPLC Close Reading Evidences, with next 

steps needed to support the close reading process 

● PLC notes/minutes that indicate strategies related to high-

performing teams and distributive leadership are being used, 

with a reflection on how teams are changing at the school site 

● PLC notes/minutes that indicate the planning for close reading 

process, text-dependent questioning, and academic 

conversations are being used, with a reflection on how 

planning is changing at the school site 

● Evidence of opening up classroom practice strategy 

implementation, with a reflection on how the process is used 
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to support school improvement 

● Reflections on professional readings from DPLC Session 6 

When: June & July 

Action Step: Supervisors will review progress on Action 

Plan and provide final rating. 

Resources: 

● School Leader Evaluation Quick Guide Resource  

● OCPS School Leader Evaluation Overview Training 

 

Evaluators 

Area Superintendents and Associate Superintendents are responsible for the evaluation of all K-12 

principals assigned to them and these evaluations are completed with the assistance of Executive Area 

Directors. Associate Superintendents and Senior Executive Directors are responsible for evaluating the 

principals in all Exceptional Student Centers and Alternative Schools, as well as for the Orlando Technical 

Colleges that fall under their areas of responsibility. These individuals receive an annual overview training 

of the scoring processes used for school leader evaluation. 
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4. Summative Evaluation Score 
 

Directions: 
 

The district shall provide: 

 

 The summative evaluation form(s); and 

 The scoring method, including how it is calculated and combined; and 

 The performance standards used to determine the summative evaluation rating. Districts 

shall use the four performance levels provided in s. 1012.34(2)(e), F.S., [Rule 6A-

5.030(2)(e), F.A.C.]. 
 

 
Final Evaluation Scoring Process 

As shared earlier in this document, each element in the OCPS School Leadership Framework contains a unique, 

developmental scale. Each level of the scale is assigned a numerical value, as explained on the following chart.  

 

Level Criteria Value 

Not Using Leadership practice not attempted 0 

Emerging 
Leadership practice is attempted, but not used correctly, not 

completed, or only partially implemented 
1 

Satisfactory Leadership practice is implemented correctly 2 

Above Expectations 
Leadership practice is implemented correctly and implemented 

strategies are monitored 
3 

Exemplary 

Leadership practice is implemented correctly, strategies are 

monitored, and adaptations or modifications are implemented 

and a continuous focus on refining and improving the 

leadership practice is evident 

4 

 

The school leader final evaluation score is calculated by combining an administrator’s leadership practice score 

and student learning growth score.  The Leadership Practice score is weighted at 67% or 2/3 of the final score, 

and the student learning growth score is weighted at 33% or 1/3 of the final score. The Leadership Practice 

score is created by combining the Status Score and Deliberate Practice score.  The Status Score is 80% of the 

Leadership Practice Score, and the Deliberate Practice score is 20% of the Leadership Practice score. The Status 

Score is calculated by averaging the element ratings received, excluding the rating received for the element 

targeted for Deliberate Practice. Below is a graphic illustrating the calculation process. 
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An example score is provided in the graphic below. 

 
 

 

Effectiveness Categories 
Pursuant to s. 1012.34(2)(e), F.S., OCPS defines effectiveness categories for each of school leader evaluation 

components necessary to calculate a final evaluation score.  These category ranges are described below. 

 

Leadership Practice Scores  Student Learning Growth Scores  Final Scores 

Highly Effective 3.30 – 4.00  Highly Effective 4.00  Highly Effective 3.3 – 4.0 

Effective 2.40 – 3.29  Effective 3.29  Effective 2.4 – 3.2 

Developing/           

Needs Improvement 

1.50 – 2.39  Developing/           

Needs Improvement 

2.39  Developing/                        

Needs Improvement 

1.5 – 2.3 

Unsatisfactory 0.00 – 1.49  Unsatisfactory 1.49  Unsatisfactory 0.0 – 1.4 

 

School leaders that fall into the Developing/Needs Improvement category ranges are assigned their designation, 

dependent upon their years of administrative experience.  School leaders with fewer than three years of 

completed administrative experience will be assigned to the effectiveness category of Developing.  School 

leaders who have four or more years of administrative experience as assigned to the effectiveness category of 

Needs Improvement. 

 

 

Summative Evaluation Form 
Below is a sample summative evaluation form, as used in OCPS.  The school leader evaluation process is 

completed in the iObservation system, a division of Learning Sciences International. 
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5. Additional Requirements 
 

Directions: 
 

The district shall provide: 

 

 Documentation that the evaluator is the individual who is responsible for supervising the 

employee. An evaluator may consider input from other personnel trained in evaluation 

practices. If input is provided by other personnel, identify the additional positions or persons. 

Examples include assistant principals, peers, district staff, department heads, grade level 

chairpersons, or team leaders [Rule 6A-5.030(2)(f)2., F.A.C.].

 Description of training programs and processes to ensure that all employees subject to an 

evaluation system are informed on evaluation criteria, data sources, methodologies, and 

procedures associated with the evaluation before the evaluation takes place, and that all 

individuals with evaluation responsibilities and those who provide input toward evaluation 

understand the proper use of the evaluation criteria and procedures [Rule 6A-5.030(2)(f)3., 

F.A.C.].

 Description of the processes for providing timely feedback to the individual being evaluated 

[Rule 6A-5.030(2)(f)4., F.A.C.].

 Description of how results from the evaluation system will be used for professional 

development [Rule 6A-5.030(2)(f)5., F.A.C.].

 Confirmation that the district will require participation in specific professional development 

programs by those who have been evaluated as less than effective as required by s. 

1012.98(10), F.S. [Rule 6A-5.030(2)(f)6., F.A.C.].

 Documentation that all school administrators must be evaluated at least once a year [Rule 6A-

5.030(2)(f)7., F.A.C.].

 Documentation that the evaluation system for school administrators includes opportunities 

for parents to provide input into performance evaluations when the district determines such 

input is appropriate, and a description of the criteria for inclusion, and the manner of 

inclusion of parental input [Rule 6A-5.030(2)(f)9., F.A.C.].

 Description of the district’s peer assistance process, if any, for school administrators. Peer 

assistance may be part of the regular evaluation system, or used to assist personnel who are 

placed on performance probation, or who request assistance [Rule 6A-5.030(2)(f)11., F.A.C.].

 If included by a district, a description of the opportunity for instructional personnel to provide 

input into a school administrator’s performance evaluation [Rule 6A- 5.030(2)(f)12., F.A.C.].
 

 
Evaluators 

Area Superintendents and Associate Superintendents are responsible for the evaluation of all K-12 

principals assigned to them and these evaluations are completed with the assistance of Executive Area 

Directors. Associate Superintendents and Senior Executive Directors are responsible for evaluating the 

principals in all Exceptional Student Centers and Alternative Schools, as well as for the Orlando Technical 

Colleges that fall under their areas of responsibility. These individuals receive an annual overview training 

facilitated by the Evaluation Systems Department of the scoring processes used for school leader evaluation.
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Process of Informing School Leaders about the Evaluation Process and Professional Learning 

[Rule 6A-5.030(2)(f)3., F.A.C.] requires that all school leaders are fully informed of the criteria and procedures 

associated with the evaluation process before the evaluation takes place.   OCPS leverages a variety of resources 

and platforms to ensure school administrators are advised of and trained on the OCPS School Leader Evaluation 

model.   Professional Development Services provides an annual narrated video presentation to guide school 

leaders through the model, including the evaluation criteria, data sources, methodologies, and procedures 

associated with evaluation.  This video is shown at a district principals’ meeting that is facilitated by Area 

Superintendents, Associate Superintendents, and/or Executive Area Directors for the designated geographic 

areas or work locations.  This training and supporting resources are housed in the district’s online learning 

management system to ensure equitable access to the resources. Throughout the school year, additional follow 

up training sessions are provided through the online learning management systems, via web conferences, and at 

district principals’ meetings to support the implementation of the evaluation system and enhanced leadership 

expertise. 

 

Professional Development 

Professional development is planned and implemented to address the intentional use of the strategies 

captured in the evaluation model and offered throughout the year to support the development of professional 

expertise. The administrators evaluated by this model have the opportunity to participate in ongoing 

professional development throughout the year that is offered in various formats (traditional, online, and 

blended) as well as delivered in a variety of settings and mixed groupings. The district requires participation 

in specific professional development program by those who have been evaluated as less than effective as 

required by s. 1012.98(10), F.S. [Rule 6A-5.030(2)(f)6., F.A.C.] 

 

A series of district-wide professional learning is offered for school leaders and instructional staff that aligns 

the work of high performing teams and research-based instructional strategies; this year-long course of 

study is titled the District Professional Learning Community (DPLC).  Explicit connections are made 

between the DPLC, the OCPS School Leader Evaluation Model, and the OCPS Streamlined Teacher 

Evaluation Model.  

 

Timely Feedback 

The use of the iObservation system allows administrators to receive electronic notice immediately upon 

feedback being entered into the system. The system allows for all feedback to be archived in one location and 

report features allow administrators to see their progress and the progress of those they evaluate. 

 

Annual Evaluation Process 
The school leader evaluation model is an ongoing process throughout the school year.  The evaluation process 

begins with a pre-evaluation and planning meeting. In this meeting, the administrator and supervisor will 

discuss initial evidences related to the six leadership practices in our model and identify areas for growth and 

how to sustain areas of success. Initial ratings for each element will be determined at this meeting, and a formal 

observation is conducted. Between the initial meeting and the mid-year review, administrators are collecting 

evidences and data, uploading them to a collaborative observation, and engaging in discussions related to these 

practices with their supervisor. At the mid-year point, a meeting with the administrator and supervisor will be 

held to review evidences and determine the current rating of each element. A formal observation is conducted at 

this meeting. Between the mid-year meeting and end of year meeting, the administrator will continue to reflect 

on their leadership practices, upload evidences, and engage in discussions with their supervisor related to the 

leadership practices in our evaluation model. Finally, administrators will end the year by reviewing the final 

evidences and discuss the growth made with each element.  During this meeting, the final ratings for each 

element will be determined.  These ratings are the ratings that are counted towards the calculation of the final 
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evaluation score. The final formal observation of the year is conducted at this meeting. 
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6. District Evaluation Procedures 

 
Directions: 

 

The district shall provide evidence that its evaluation policies and procedures comply with the 

following statutory requirements: 

 

 In accordance with s. 1012.34(3)(c), F.S., the evaluator must:

 submit a written report of the evaluation to the district school superintendent for the 

purpose of reviewing the employee’s contract [Rule 6A-5.030(2)(g)1., F.A.C.]. 

 submit the written report to the employee no later than 10 days after the evaluation 

takes place [Rule 6A-5.030(2)(g)2., F.A.C.]. 

 discuss the written evaluation report with the employee [Rule 6A- 

5.030(2)(g)3.,F.A.C.]. 

 The employee shall have the right to initiate a written response to the evaluation and 

the response shall become a permanent attachment to his or her personnel file [Rule 

6A-5.030(2)(g)4., F.A.C.]. 

 Documentation the district has complied with the requirement that the district school 

superintendent shall annually notify the Department of any school administrators who receive 

two consecutive unsatisfactory evaluations and shall notify the Department of any school 

administrators who are given written notice by the district of intent to terminate or not renew 

their employment, as outlined in s. 1012.34(5), F.S. [Rule 6A- 5.030(2)(i), F.A.C.].
 

 
Evaluation Conferences 

The nature of the school leader model is such that the evidences are derived from conversations, artifacts and 

action steps that are taken. To that end, conferencing with the evaluator is a regular occurrence. Observations 

take other forms than that of observations in the teacher evaluation model. Observation feedback does 

include visits to buildings and visits to classrooms, but these observations look differently than the 

observation in a teacher evaluation model. They involve conversations, the explanation of action steps taken 

and the sharing of artifacts. 

 
School Leader Evaluations 

All observations are entered into the iObservation system. The system electronically notifies the employee 

immediately upon feedback being entered. The reporting feature of iObservation allows school leaders to 

review feedback for all archived observations and summative evaluations. 

 

Student growth scores are added into the system after the data is received. While observations and final 

evaluations follow a published timeline shared with all participants, the overall score is not able to be 

viewed until the student growth data is added once it becomes available. 

 
Requirements for Reporting 

Florida Statute 1012.34(6) requires school boards to establish a procedure for annually reviewing 

instructional personnel and school administrator evaluation and assessment systems to determine compliance 

with expectations for teacher and principal evaluation. Additionally, the approved system must be reviewed 

and approved by the school board before being used to evaluate instructional personnel or school 

administrators. The Director of Evaluation Systems will review the results of the evaluations for consistency 

in the two measures school by school, and a report will be made to executive leaders, the Superintendent, and 
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to the school board as necessary. The report regarding evaluations per the statute must occur annually and 

must include any necessary adjustments that will need to be made through training and support for principals 

or teachers who are in need of assistance. 

 
Assurances 

The district makes the following assurances as described above in this section and throughout the 

document: 

 Evaluators submit a written report using the iObservation system of the evaluation to the district 

school superintendent for the purpose of reviewing the employee’s contract. 

 Evaluators submit the written report to the employee immediately using the electronic system to 

assure that the employee receives feedback no later than 10 days after the evaluation conversation 

takes place and teams utilize the discussion feature to record and share information. 

 Evaluators are required to discuss the written evaluation report with the employee [Rule 6A-

5.030(2)(g)3.,F.A.C.]. 

 The employee has the right to initiate a written response to the evaluation and the response shall 

become a permanent attachment to his or her personnel file and there are opportunities to add to the 

information using the iObservation system. 

 The district has complied with the requirement that the district school superintendent shall annually 

notify the Department of any instructional personnel who receive two consecutive unsatisfactory 

evaluations and shall notify the Department of any instructional personnel who are given written 

notice by the district of intent to terminate or not renew their employment, as outlined in s. 

1012.34(5) and maintains documentation of this. 
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7. District Self-Monitoring 
 

 

 

Directions: 
 

The district shall provide a description of its process for annually monitoring its evaluation system. The 

district monitoring shall determine, at a minimum, the following: 

 

 Evaluators’ understanding of the proper use of evaluation criteria and procedures, including 

evaluator accuracy and inter-rater reliability; [Rule 6A-5.030(2)(j)1., F.A.C.] 

 Evaluators provide necessary and timely feedback to employees being evaluated; [Rule 6A-

5.030(2)(j)2., F.A.C.] 

 Evaluators follow district policies and procedures in the implementation of evaluation system(s); 

[Rule 6A-5.030(2)(j)3., F.A.C.] 

 Use of evaluation data to identify individual professional development; and [Rule 6A- 5.030(2)(j)4., 

F.A.C.] 

 Use of evaluation data to inform school and district improvement plans [Rule 6A- 5.030(2)(j)5., 

F.A.C.]. 
 
 

 
Evaluators 

Area Superintendents and Associate Superintendents are responsible for the evaluation of all K-12 principals 

assigned to them and these evaluations are completed with the assistance of Executive Area Directors. 

Associate Superintendents and Senior Executive Directors are responsible for evaluating the principals in all 

Exceptional Student Centers and Alternative Schools, as well as for the Orlando Technical Colleges that fall 

under their areas of responsibility. These individuals receive an annual overview training facilitated by the 

Evaluation Systems Department of the scoring processes used for school leader evaluation. 

 

Policies and Procedures 

The annual overview training described above contains the policies and procedures for the proper use of 

OCPS School Leader Evaluation Model.  A component of this annual overview includes calibration of 

evidences and ratings in connection to the protocols and developmental scales for each element in the OCPS 

School Leadership Framework.  Additionally, included in the district’s online learning management system 

is a resource portal that contains a variety of resources related to evaluation.  For the OCPS School Leader 

Evaluation Model, resources related to evaluation timelines, procedural guides, and supporting resources are 

provided to ensure access to all materials by evaluators and evaluatees. 

 
Timely Feedback 

The use of the iObservation system allows administrators to receive electronic notice immediately upon 

feedback being entered into the system. The system allows for all feedback to be archived in one location and 

report features allow administrators to see their progress and the progress of those they evaluate. School 

leaders and their supervisors have access to their historical observations and evaluations in this platform. 

 

Evaluation Compliance Monitoring 
To support the accurate completion of evaluation procedures, the Evaluation Systems Department works in 

collaboration with the Human Resources department to monitor and analyze compliance data from the 
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iObservation platform.  A collaborative communication and compliance calendar has been developed and is 

implemented.  This working group meets monthly to review the data and trends, and addresses compliance 

issues proactively. 

 

Evaluation Data to Develop Professional Development 

The district reviews observation and student data to develop a professional development plan for teachers and 

administrators, including strategic, district-wide professional learning. The school administrator model contains 

a section on using observation data in planning professional development to reinforce the vision for effective 

instruction.  Varied professional development opportunities are offered in traditional, blended and virtual 

formats as well as job embedded professional development opportunities. 

 

Evaluation Data School Improvement Plans 

Florida Statute 1012.34 (2)(a) requires evaluation systems for instructional personnel and school administrators 

to be designed to support effective instruction and student growth, and that performance evaluation results must 

be used to develop district and school improvement plans. The School Board of Orange County Public Schools 

has developed a dynamic strategic plan where the entire plan is hinged on establishing and maintaining an 

intense focus on student achievement. The expectation is that school improvement plans will be consistent with 

the eight-step process identified by the DOE and that in using that process the school improvement plans will be 

aligned to the district’s strategic plan. 

 

To assure this, school leaders participated in a professional development focused on writing a strong school 

improvement plan that connects student and observational data with plan for providing standards-aligned 

instruction to raise student achievement. The plans were submitted and reviewed by district administrators in 

the learning communities. Plans are monitored regularly and connected to the school leader evaluation model. 
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Appendix A – Checklist for Approval 
 

Performance of Students 

The district has provided and meets the following criteria: 
 

For all school administrators: 

 The percentage of the evaluation that is based on the performance of students criterion. 

 An explanation of the scoring method, including how it is calculated and combined. 

 At least one-third of the evaluation is based on performance of students. 

 

For all school administrators confirmed the inclusion of student performance: 

 Data for at least three years, including the current year and the two years immediately 

preceding the current year, when available. 

 If less than the three most recent years of data are available, those years for which data are 

available must be used. 

 If more than three years of student performance data are used, specified the years that will 

be used. 

 

For all school administrators: 

 The district-determined student performance measure(s) used for personnel 

evaluations. 

 

Instructional Leadership 

The district has provided and meets the following criteria: 
 

For all school administrators: 

 The percentage of the evaluation system that is based on the instructional leadership 

criterion. 

 At least one-third of the evaluation is based on instructional leadership. 

 An explanation of the scoring method, including how it is calculated and combined. 

 The district evaluation framework for school administrators is based on 

contemporary research in effective educational practices. 
 

For all school administrators: 

 A crosswalk from the district's evaluation framework to the Principal Leadership 

Standards demonstrating that the district’s evaluation contains indicators based upon 

each of the Principal Leadership Standards. 

 

For all school administrators: 

 Procedures for conducting observations and collecting data and other evidence of 

instructional leadership. 
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Other Indicators of Performance 

The district has provided and meets the following criteria: 

 

 Described the additional performance indicators, if any. 

 The percentage of the final evaluation that is based upon the additional indicators. 

 The scoring method, including how it is calculated and combined. 

 
 

Summative Evaluation Score 
 

The district has provided and meets the following criteria: 
 

 Summative evaluation form(s). 

 Scoring method, including how it is calculated and combined. 

 The performance standards used to determine the summative evaluation rating (the four 

performance levels: highly effective, effective, needs improvement/developing, 

unsatisfactory). 

 

Additional Requirements 

The district has provided and meets the following criteria: 
 

 Documented that the evaluator is the individual who is responsible for 

supervising the employee. 

 Identified additional positions or persons who provide input toward the evaluation, 

if any. 

 

Description of training programs: 

 Processes to ensure that all employees subject to an evaluation system are informed on 

evaluation criteria, data sources, methodologies, and procedures associated with the 

evaluation before the evaluation takes place. 

 Processes to ensure that all individuals with evaluation responsibilities and those who 

provide input toward evaluation understand the proper use of the evaluation criteria 

and procedures. 
 

Documented: 

 Processes for providing timely feedback to the individual being evaluated. 

 Description of how results from the evaluation system will be used for 

professional development. 

 Requirement for participation in specific professional development programs by those 

who have been evaluated as less than effective. 

 All school administrators must be evaluated at least once a year. 
 

For school administrators: 

 Inclusion of opportunities for parents to provide input into performance 

evaluations when the district determines such input is appropriate. 

 Description of the district’s criteria for inclusion of parental input. 
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 Description of manner of inclusion of parental input. 

 Description of the district’s peer assistance process, if any. 

 Description of an opportunity for instructional personnel to provide input into a school 

administrator’s evaluation, if any. 

 

District Evaluation Procedures 
 

The district has provided and meets the following criteria: 
 

 That its evaluation procedures comply with s. 1012.34(3)(c), F.S., including: 

 That the evaluator must submit a written report of the evaluation to the district school 

superintendent for the purpose of reviewing the employee’s contract. 

 That the evaluator must submit the written report to the employee no later than 10 

days after the evaluation takes place. 

 That the evaluator must discuss the written evaluation report with the employee. 

 That the employee shall have the right to initiate a written response to the evaluation 

and the response shall become a permanent attachment to his or her personnel file. 

 That district evaluation procedures require the district school superintendent to annually 

notify the Department of any school administrators who receive two consecutive 

unsatisfactory evaluations and to notify the Department of any school administrators who 

are given written notice by the district of intent to terminate or not renew their 

employment, as outlined in s. 1012.34, F.S. 

 

District Self-Monitoring 

 
The district self-monitoring includes processes to determine the following: 

 

 Evaluators’ understanding of the proper use of evaluation criteria and 

procedures, including evaluator accuracy and inter-rater reliability. 

 Evaluators provide necessary and timely feedback to employees being evaluated. 

 Evaluators follow district policies and procedures in evaluation system(s). 

 The use of evaluation data to identify individual professional development. 

 The use of evaluation data to inform school and district improvement plans. 


