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purpose 
 

 

is pivotal to 

process and  

fundamental 

to success 
 
 

 

 

     The performance evaluation by the board is 

particularly important to superintendents. It is 

not only significant on a personal level; it is 

considered a key indication of the strength of the 

members’ collective support. In most cases, the 

result will be very positive if they want you to 

continue and it will be deliberately disappointing 

if they feel otherwise.  That said, many board 

members feel compelled to point out areas for 

improvement, so great caution should be taken 

to distinguish between dissatisfied and 

demanding. 

     Theoretically the superintendent’s 

performance evaluation should be a meaningful 

document articulating the board members’ 

combined assessment of his or her effectiveness.  

In reality, it is too often the product of a 

muddled process whereby politicians with a 

variety of personal and political agendas, 

expertise in the matter, and values struggled to 

compile a document the majority of them could 

support.  

     Many a superintendent has anticipated 

appreciation for long hours and total dedication 

resulting in a list of amazing achievements, only 

to be crushed when presented with a few vague 

commendations and an equal number of minor, 

unsubstantiated complaints.  

     This does not have to be.  The performance 

evaluation can be a positive and valuable 

experience for everyone, including the 

superintendent, with careful thought and 

planning and attention to two fundamentals. 

 

 

✓ You will not know what board members want if you do not ask them. 

✓ You will not be certain that board members realize what you have achieved if 

you do not tell them.  

 

 

     In the best case scenario, 1 above is answered 

at the beginning of the school year when the 

board clearly defines its expectations and how 

success will be measured in writing. This 

strategy avoids adjustments and shifts over time 

and positions the superintendent to succeed. It 

also establishes a rational purpose for the 

performance evaluation before the work 

commences. Efforts can then be focused 

throughout the year and evidence of 

accomplishments can be delivered at the end. 
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     Even if goals were not established early in 

the year, it is still crucial to identify the aim of 

the evaluation before it takes place. A well-

defined intent that is clearly understood by 

everyone involved is fundamental to an effective 

process.  Is the board going to assess 

management skills, leadership expertise, 

fulfilment of responsibilities listed in the job 

description, achievement of assigned goals, 

popularity among stakeholders, or some 

combination of these? It’s obviously a very 

important decision. 

     Devoting significant effort to describing the 

progress made throughout the year and listing 

the accomplishments, both minor and major, is 

equally important. Many superintendents simply 

assume everyone is well aware of all the 

progress made, but this is a major mistake; 

memories are short, things are overlooked, and 

the magnitude is never as impressive in memory 

as it is compiled in one glorious report.  Even if 

a goal was not fully achieved, it is important to 

report the headway to date. 

     Failure to take the time to carefully and 

thoughtfully distinguish the purpose of your 

performance evaluation and the full extent of 

your achievements risks misunderstanding, 

contradictions and ultimately your own 

frustration and deep disappointment.  

 

 

~ 
Sample Purpose 

 

The Superintendent and the Board of Education recognize the need to review the Superintendent’s 

performance annually. This review will consist of the completion of a written appraisal instrument and the 

discussion of this instrument with the Superintendent in executive session. The intent of the evaluation is 

to: 

 

• Reach consensus as to the overall effectiveness of the Superintendent in achieving the goals of 

the district and the duties of defined in his or her job description. 

• Communicate those conclusions to the Superintendent providing counsel and direction to him or 

her. 

• Enhance the working relationship between the Board of Education and the Superintendent. 

• Promote the professional development and growth of the superintendent. 

• Guide decisions relative to continued employment and compensation. 

 

 
 


