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The Office of Leadership
Development and
School Improvement

Fostering the Growth of Effective Leaders
Provide targeted professional learning
experiences and resources to equip current
and future leaders with the skills and
knowledge required for successful school and
district leadership.

Ensuring Valid and Reliable Evaluations
Oversee the development and implementation
of Maryland’s teacher and principal evaluation
system. Training, guidance, and support is
provided to local school systems in the
implementation of fair and valid evaluations.
Not Pictured: 13 Leadership Coaches

Raising the Quality of Education
Provide customized professional learning
experiences and support, informed by data
and grounded in effective practices, to
improve school performance.
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Visit the Maryland Resource Hub to
Access Leadership Development and Evaluation Resources
https://www.marylandresourcehub.com
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Maryland Resource Hub – Today’s Presentation
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Session Outcomes

By the end of this session,
participants will have:

• Reviewed the state model
for the principal evaluation
system;
• Examined the Principal
Evaluation Guidebook as a
resource for evaluation and
professional learning; and
• Discussed revisions to the
teacher evaluation system.
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Improving the Evaluation System
We are Listening…..
Time it Takes for
Formal Evaluation

Inter-rater
Reliability

Quality of
Student
Learning
Objectives

Process Following
an Ineffective
Rating

Validity and
Reliability of
Evaluations
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2%

2%

3%

5%

47%

47%

40%

58%

48%

49%
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School Systems range from reporting 90% Highly
Effective Principals to 0% Highly Effective Principals
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Maryland at a Glance

Percent of Students
Proficient

Percent of Students
Graduating

39% ELA Grade 10
31% Algebra 1

88% (4 year rate)
89% (5 year rate)

Percent of Principals and
Teachers Rated Effective or
Highly Effective

94% Principals
96% Teachers
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Education Reform Act of 2010
State Board shall adopt regulations that establish
general standards for performance evaluations for
certificated teachers and principals that include
observations, clear standards, rigor, and
claims and evidence of observed instruction.
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Foundation for Principal Evaluations in Maryland
• Standards - Guides administrator
preparation, licensure, and evaluation in
Maryland.
• Rubric - Defines the practices of highly
effective, effective, developing, and
ineffective school leader.
• Guidebook - Provides guidance, strategies,
templates, and sample evidence to support
effective evaluation practices.
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The Professional Standards for Educational Leaders
(PSEL)
• Adopted by the Maryland State Board
of Education in 2017.
• Guide administrator licensure,
evaluation, and professional learning.
• Define effective practices of school
leaders to promote academic success
and well-being for each student.
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Webinars Developed to Support Standard Implementation

The Drivers
The Core
• Standard 1: Mission,
• Standard 4: Curriculum,
Vision and Core Values
Instruction, Assessment
• Standard 2: Ethics and • Standard 5: Community
Professional Norms
of Care and Support for
Students
• Standard 3: Equity and
Cultural Responsiveness

The Anchor
The Supports
• Standard 6: Professional • Standard 10: School
Improvement
Capacity of School
Personnel
• Standard 7: Professional
Community for Teachers
and Staff
• Standard 8: Meaningful
Engagement of Families
and Community
• Standard 9: Operations
and Management
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Access Resources
4 PSEL
Webinars
Reflection
Sheets found
here

https://www.marylandresourcehub.com
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Rubric Developed to Define Effectiveness Levels
• Establish clear criteria to
distinguish among different
performance levels.
• Promote consistency in
evaluation practices.
• Establish a transparent process
for synthesizing evidence into an
overall evaluative judgement.

15

Professional Standards for Educational Leaders (PSEL)
Rubric
• Defines expectations of
highly effective,
effective, developing
and ineffective leaders.
• Guides ongoing
professional learning
experiences for
principal supervisors
and principals.
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PSEL Rubric at a Glance – Standard 1

An Ineffective School Leader...

Descriptors
show horizontal
alignment
across three
levels of
practice.

Inconsistently…
● Develops and communicates the
school’s vision, mission, and core
values. (a, b)
● Uses data to inform continuous
improvement that promotes the
success of each student. (b, c, e)
● Involves stakeholders to promote
implementation of vision, mission,
and/or core values that support
student learning. (b, e, f)
● Evaluates actions to achieve the
school’s vision. (d)

A Developing School Leader…

●

●
●
●
●

Communicates the school vision,
mission, and core values to
stakeholders (e.g. parents,
teachers, community members). (a,
b)
Facilitates opportunities for
stakeholders to collaborate to
promote student success. (b, f)
Identifies a set of core values that
recognizes the importance of
student-centered education. (c, f)
Initiates continuous improvement
efforts. (c, d)
Uses data to inform school actions
that promote student success in
alignment with school’s vision,
mission, or core values.(d, e)

An Effective School Leader…

...reaches the “developing” level and…
● Collaboratively develops and
implements a student-centered
mission and vision that are aligned
with the school system’s mission and
vision. (a,f)
● Uses data and input from stakeholders
to inform the development of a
mission and vision that promotes
effective organizational practices,
high-quality education, and academic
success for each student. (b)
● Articulates and advocates a core set of
values that defines the school’s
culture and stress the imperative for
student-centered education, high
expectation and student support;
equity, inclusiveness, and social
justice; and continuous improvement.
(c)
● Reviews and evaluates stakeholder
(e.g. parents, teachers, students,
community members) feedback and
other data sets regularly and
collaboratively to identify strengths,
address challenges, and adapt the
school mission, vision, and/or values
as needed. (d, e)
● Models and pursues the school’s
mission, vision, and core values in all
aspects of leadership. (g)

A Highly Effective School Leader…
...reaches and maintains the
“effective” level and…
● Provides evidence that
stakeholder groups (e.g. parents,
teachers, students, community
members) advocate for and is
supportive of the school’s vision,
mission, and core values.
● Aligns partnerships (e.g.
community organizations,
vendors) to support
implementation of vision,
mission, and core values.

Represents all of the
effective tier with
additional descriptors of
practice.
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Rubric Activity
• For your standard circle the words that stand out to you that make a
difference between each level of performance.
• What do you see as distinguishing characteristics between each of the
performance levels? What stands out for professional practice or
distinguishes each level of performance?
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Definitions of Effectiveness
Highly
Effective

• The highly effective school leader spreads, beyond the school building, effective practices that significantly improve student outcomes.
• Leadership practice stands out as noteworthy with significant and sustainable results in student achievement that exceeds student growth targets.
• Performance at this level usually impacts the school system, state, or others outside the school more broadly, with documented accomplishments of
• Thetheir
highly
effective
school leader
spreads,
beyond
the school building, effective practices that
leading peers to modify
practices
or systems
to improve
student
performance.

significantly improve student outcomes.
• Leadership practice stands out as noteworthy with significant and sustainable results in student
•achievement
The effectivethat
school
leader
consistently
exceeds
student
growthimplements
targets. effective practices that translate into improved
• The effective school leader
consistently
implements effective practices that translate into improved student outcomes.
student
outcomes.
Performance
at this
level
usuallyresults,
impacts
the
schoolwith
system,
state,
or others
outside
the school
more
• Leadership practice• produces
desired
and
consistent
in
alignment
school
system
goals,with
thatschool
meets
student
growth targets.
•broadly,
Leadership
practice
produces
desired
and
consistent
results,
in
alignment
system
goals,
with
documented
accomplishments
of
leading
peers
to
modify
their
practices
or
systems
•
The
developing
school
leader
attempts
to
implement
effective
practices,
but
has
not
made
• Performance at this level embodies the fullness of the PSEL elements, fosters robust collaboration and data analysis, and to
establishes a track record
that meets
student
growth targets.
Effective
student
performance.
of student success. improve
consistent
results
in achieving student outcomes.
Highly Effective
• Performance at this level embodies the fullness of the PSEL elements, fosters robust collaboration and
• Leadership practice is making strides and produces results that approach student growth targets.
data
analysis,
and establishes
a track
record ofeffective
studentpractices
success. but does not consistently demonstrate
• The
ineffective
school
is aware
• Performance
at this
levelleader
includes
actionsofmade
towards promising
outcomes, though outcomes for
Effective
evidence
of
implementation
resulting
in
little
to
no
student
growth.
staff and students are not regularly achieved.
• Leadership
is limited,
inconsistent,
need
significant
improvement.
• The developing school leader
attemptspractice
to implement
effective
practices,and
butinhas
notof
made
consistent
results in achieving student outcomes.
Developing
• Performance
this levelresults
tends that
to beapproach
passive without
andtargets.
requires targeted intervention to
• Leadership practice is making
strides andatproduces
studentfocus
growth
made towards
promising outcomes, though outcomes for staff and students are not regularly achieved.
addressactions
key improvement
needs
Developing • Performance at this level includes

Ineffective

Ineffective

• The ineffective school leader is aware of effective practices but does not consistently demonstrate evidence of implementation resulting in little to no
student growth.
• Leadership practice is limited, inconsistent, and in need of significant improvement.
• Performance at this level tends to be passive without focus and requires targeted intervention to address key improvement needs.
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Guidebook Developed to Support Rubric Implementation
• Defines evaluation cycle and process.
• Provides a common set of tools for
evaluation practices.
• Defines evidence to support evaluation
ratings.
• Consists of Five Sections
•
•
•
•
•

Section I - Overview
Section II – State Evaluation Model
Section III – Conducting Evaluations
Section IV – Assigning Summative Ratings
Appendices – Sample Templates
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Recommended Evaluation Cycle for Principals

Year 1

Year 2

• Std. 1, 2, 3
and 10

• Std. 6, 7, 8
and 10

Year 3
• Std. 4, 5, 9 and
10

Std. = Standard

• Principals will be formally evaluated
on all 10 standards over the course
of 3 years.
• Principals collaborate with their
supervisors to determine areas of
focus each year.
• School systems submit evaluation
data annually to MSDE.
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Section III: Conducting Evaluations
Orientation
SelfAssessment
Goal Setting

Mid-Year
Evaluation
End of the
Year
Evaluation
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Spotlight on Standard 3 and 10
Standard 3. Equity and Cultural Responsiveness
Effective educational leaders strive for equity of educational
opportunity and culturally responsive practices to promote each
student’s academic success and well-being.
Standard 10. School Improvement
Effective educational leaders act as agents of continuous
improvement to promote each student’s academic success and
well-being.

23

Equality vs. Equity
“To truly level the playing field, educators must move
beyond a focus on equality and start demanding
equity. By focusing on equity we expand our offerings
beyond student placement. And in doing so, we can
broaden our vision to include not only equity for
students of all races and ethnicities but also for
students of all socioeconomic statuses…”
- Building Equity, p. 16
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Tools to Guide Professional Practice
• Professional Standards for Educational Leaders –
Standard 3
• Maryland’s PSEL Rubric
• Suggested Evidence from the Principal Evaluation
Guidebook
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Equity Exercise
• Green Dot - Highly Effective.
• Yellow Dot - Effective.
• Blue Dot - Developing.
• Red Dot - Ineffective
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Self Assess
• How many Green Dots do you have?
• Discuss why you chose the color for
each element?

Evidence
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Supporting your Assessment

Standard 3: Equity and Cultural
Responsiveness

Appendix D
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Establishing Evidence for Other Standards
1. Review the PSEL description and the Maryland PSEL Rubric for your assigned
standard
2. Read suggested evidence from Appendix D in the Principal Evaluation
Guidebook
3. Work with your team to brainstorm at least three pieces of evidence
(Documented or Observed) for you standard.
4. Gallery walk – If there is something you used or like put a check if it is not there
then add it to the chart.
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Maryland at a Glance

Percent of Students
Proficient

Percent of Students
Graduating

39% ELA Grade 10
31% Algebra 1

88% (4 year rate)
89% (5 year rate)

Percent of Principals and
Teachers Rated Effective or
Highly Effective

94% Principals
96% Teachers
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Workgroup Members
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Teacher Principal
Evaluation
Workgroup

Charged to develop
recommendations to inform
improvements to
 Professional Practice
Domains for Teacher
Evaluations
 Student Growth
Measures for Teachers
and Principals
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Revision to the Teacher and Principal Evaluation
System
Timeline for Revisions

SeptemberOctober 2018
• Revise teacher
professional practice
domains.
• Finalize teacher
professional practice
domains.
• Revise student
growth measures.

NovemberDecember 2018
• Develop draft
recommendations.
• Revise draft
recommendations.

JanuaryFebruary 2019

MarchApril 2019

MayAugust 2019

• Meet with workgroup
on selecting student
growth measures.
• Receive feedback on
draft
recommendations
from school systems.
• Modify from
feedback.

• Share draft
recommendations
with State Board of
Education; modify.
• Meet with workgroup
to review Board
feedback.
• Share
recommendations for
public feedback
• Revise.

• Begin regulation
process.
• Develop resources
and training
materials
• Share transition
plan
• Facilitate evaluator
training on
Danielson
Framework.
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Preliminary Consensus for Danielson Framework
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Considerations for Student Growth Measures
Validity – does it measure teaching effectiveness?
Reliability – how consistent is the measure across time?
Coverage – what share of teachers will have a growth measure?
Effort – what is required to create the measure?
Timeliness – do growth measures lag evaluations?
Standardization – how objective is the measure across contexts?
Fairness – is measure correlated to student characteristics?
Simplicity – how easy is it to understand/explain the measure?
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Student Growth Measures Explored
1. Student learning objectives (SLOs): measure whether
educators meet goals set for their students’ outcomes
2. Student growth percentiles: measure how well students
progress on outcomes compared with progress of other
students who were performing similarly
3. Educator impact models: measure how well students progress
on outcomes compared with progress of similar students,
accounting for factors outside educators’ control
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Options for Teacher Evaluation Models
Option 1
• Danielson Framework
• Student Growth Percentile
and
• SLO for Non-State Assessed
Subjects

Option 2
• Danielson Framework
• Educator Impact Model with
District Made Assessment for
All Teachers

Option 3
• Danielson Framework
• Educator Impact Model and
• SLO for Non-State Assessed
Subjects

Option 4
• Danielson Framework
• SLOs for all Teachers
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Coming Summer of 2019
Evaluator Training

• Certifying all principals in the Danielson Framework
• Other topics
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Office of Leadership Development and School Improvement

Ed Mitzel
Coordinator of Leadership Development
Edmund.Mitzel@Maryland.gov
410-767-0348

Contact Us With
Any Questions

Dr. Brian Eyer
Leadership Development Specialist
Brian.Eyer@Maryland.gov
410.767.0725
Access resources at the
Maryland Resource Hub:
www.marylandresourcehub.com

http://marylandpublicschools.org/about/Pages/OTPE/index.aspx
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