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2320.1 The Fairfield Area School District believes in administrative appraisal 

and evaluation.  Quality education is at least partially obtained through 
the accountability of an administration dedicated to performance as 
well as the upgrading of poor performance, and the continued growth 
and ability in specified administrative functions.  Appraisal of each 
administrator’s performance shall be able to justify salary increases. 

 
2320.2 The following assumptions serve as the basis for the 

evaluation/appraisal process. 
 
 1. Growth is a continuing process throughout the professional 

administrator’s career. 
 
 2. Personal development is important and necessary to each 

administrator’s career. 
 
 3. Appraisal will be as objective as possible and be based upon 

pre-determined performance standards. 
 
 4. Appraisal is in the best interest of the individual. 
 
 5. Appraisal is in the best interest of the Fairfield Area School 

District. 
 
 6. The administrator’s role is the most important influence on the 

total quality educational program received by the student. 
 
2320.3 The Superintendent shall be responsible for establishing detailed 

procedures and necessary forms in a manner that: 
 
 1. Facilitates communication and understanding between the 

administrator and subordinate. 
 
 2. Focuses attention on results rather than personality. 
 
 3. Insures attention to all elements of a particular job. 
 
 4. Establishes well defined and observable performance 

standards. 
 
 5. Identifies areas needing improvement. 
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 6. Recognizes achievement. 
 
2320.4 The evaluation/appraisal process shall be comprised of several 

components:  Individual job performance, administrative/managerial 
skills, completion of district and building goals, and annual department 
summary. 

  
 Individual Job Performance  
 This area measures the individual’s performance according to the 

existing job description for the administrator.  It should focus on the 
degree to which each item in the job description was satisfied.  Each 
item in the job description shall be rated on a scale of 1-4 by the 
individual and the observer.  Difference in the assigned number shall 
be discussed with the intent of identifying the reasons for the differing 
opinion.  The reasons should become the basis for job improvement, 
suggestions, or for goal statements. 

 
 In addition to these specific items, there shall be an overall appraisal of 

satisfactory or unsatisfactory based on these items. 
 
 Professional Growth Plan 
 The Professional Growth Plan is designed for administrators to achieve 

ten key factors and serves as a motivator for individual growth.  See 
attached document. 

  
 
 Process 
  May of each year the Superintendent will review the individual job 

performance and the Professional Growth Plan with the administrators 
and identify their rating as satisfactory or unsatisfactory. 

 
  The Superintendent will meet with the Board annually to discuss each 

administrative program, its strengths, weaknesses and vision for the 
future. 
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