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Definitions of Effectiveness 
For each of Iowa’s 10 standards, progressions have been designed to support enactment of that standard.
Because each school and district context is unique, what may be prioritized and relevant in one school may not
have as significant weight in another. Consequently, the progressions serve as a guide and create a vision for
what effective leadership could look like relative to each standard. The indicators in each column are NOT
intended to be checklists; each column should be considered as a whole and in light of the Definitions of
Effectiveness. The indicators coupled with the Definitions can inform the goal-setting process as the leader
travels a journey of growth and development. 

These definitions are intended to be integrated into the reading and understanding of each column. The
progressions should not be considered absent these definitions.

Ineffective: Ineffective school leaders may be aware of effective practices but do not consistently demonstrate
evidence of implementation. Leadership is inconsistent, ineffective, and in need of significant intervention and
assistance.
Developing: Developing school leaders know and model effective practices. They strive to implement
consistently and are in the process of building their own capacity to do so. Their leadership shows growth and
promise. 
Effective: Effective school leaders consistently implement effective practices. They build capacity, distribute and
share leadership, collaborate, and create collective efficacy such that school improvement goals are achieved.
Their leadership encompasses the depth and fullness of the Iowa standards. 
Highly Effective: Highly effective school leaders promote and advance effective practices both within and
beyond their own school. They serve as a resource to colleagues and local and state organizations because of
their impactful leadership and sustained results. 
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The process to address the growth and development of a superintendent is a critical component in the entire improvement effort of a
school district. It defines expectations, enhances communication, prioritizes district and building goals and encourages the school

board to focus their attention on the leader’s role in improving achievement and well-being for each and every student.

Consultant meets with
the board and supt.
Supt. updates resume
and evidence
360 survey administered
Themes identified by
consultant
Consultant facilitates
meeting with supt. and
school board
Future goals areas set

How the process works?

360 survey aligned to 10 ISSL Standards

https://docs.google.com/document/d/1APnqLGCTL9_bFJADDURD8QQmlXXzIWlL/edit#bookmark=id.46r0co2
https://docs.google.com/document/d/1APnqLGCTL9_bFJADDURD8QQmlXXzIWlL/edit#bookmark=id.111kx3o


The survey is anonymous and intended to seek different stakeholders feedback on the performance of the current
superintendent from different perspectives. Upon completion of this survey, an outside team from Grundmeyer

Leader Services will collect and analyze the collective responses and provide a report for the superintendent and
school board. The superintendent and school board will then meet to discuss the feedback and their annual

evaluation. Through dialogue that includes clarifying questions, reflection, and feedback, both the school board
and superintendent will also set goals for the following year.

Insights about the 360 Survey
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Stakeholders rate each standard
and provide feedback on strengths

and areas of growth.

Superintendents have the opportunity
to share their resume and evidence as

part of the 360 Survey process. 
 Purpose: Ensure stakeholders

know what work has been done and
sees evidence of work from the
current superintendent being

evaluated.

http://www.grundmeyerleadersearch.com/


Sharing YOUR Focus Goals!

1 - PICK A TEMPLATE
2 - UPDATE YOUR GOALS
3 - SHARE WITH
STAKEHOLDERS
4 - FOCUS YOUR 
TIME AND 
RESOURCES
5 - REPORT 
ON FOCUS 
GOALS

Survey Helps Set "Focus Goals"


