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EVALUATION OF PROFESSIONAL STAFF
 
Purpose

The district will develop and implement a formal process for the evaluation of professional staff 
employees for the following purposes: 

� To identify areas of strength and weakness in the employee’s performance based on principles of 
effective practice and organization for the employee’s work assignment. 

� To provide information for improvement of the employee’s performance through effective training 
and supervision of the employee. 

� To provide a basis for informed administrative decisions, including promotion, demotion, and 
termination of employment. 

Definitions

For the purpose of this policy: 

“Classroom teacher” means a certificated teacher who provides instruction to pre-kindergarten, 
kindergarten, grades 1 through 12, or ungraded classes, or who teaches in an environment other than a 
classroom setting and who maintains student attendance records for each instructional meeting. 
Classroom teacher includes certificated teachers who perform the duties of the teaching positions so 
designated by the Superintendent in the administrative regulation to this policy. 
 
“Principal” means an employee who holds a principal certificate issued by the State Board of Education 
(SBOE) and who performs the duties of a principal of a school or educational program.  Principal does 
not include assistant principals or team leaders. 

 
“Professional staff” means the group of employees who hold an administrative, teaching, special 
education, career and technical education, or professional non-teaching certificate issued by the SBOE, 
or a nursing license issued by the State Board of Nursing and Psychologist Examiners, and are required 
by the district to hold such certificate to perform their assigned duties.  Professional staff includes those 
positions so designated by the Superintendent in the administrative regulation to this policy. 
 
“Specialist” means an employee who holds a teaching or professional non-teaching certificate from the 
SBOE and whose primary responsibility is to perform the duties of the specialist positions so designated 
by the Superintendent in the administrative regulation to this policy. 
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Design and Implementation of Evaluation Systems for Classroom Teachers, Specialists, and 
Principals

The Superintendent will develop and implement evaluation systems for classroom teachers, specialists, 
and principals. The classroom teacher and principal evaluation systems will be designed and 
implemented in a manner consistent with the Arizona Framework for Measuring Educator Effectiveness, 
adopted by the SBOE, and applicable state laws for the evaluation of teachers and principals.   
 
Classroom teachers, specialists, and principals will participate as members of evaluation committees that 
review and make recommendations regarding the classroom teacher, specialist, and principal evaluation 
systems.  Evaluation booklets describing the evaluation systems, with forms and procedures, will be 
presented to the Governing Board for review and adoption each year.  A copy of the current appropriate 
evaluation system booklet will transmitted in electronic form to each classroom teacher and principal 
each school year. 
 
Evaluation Components

The classroom teacher and principal evaluation systems will include two weighted components: 

� Teaching or School Leadership Performance (67 percent) and 

� Student Academic Progress (33 percent) 

The specialist evaluation system will include, as one component, the following four domains:                
(1) Planning and Preparation, (2) the Environment, (3) Delivery of Service, and (4) Professional 
Responsibilities. 
 
Performance Classifications

For the final annual evaluation and for each component thereof, the classroom teacher, specialist, and 
principal will be rated according to four performance classifications: 

� Highly Effective, 

� Effective, 

� Developing, or 

� Ineffective 
 
The four performance classifications will be based on the qualitative definitions of these terms approved 
by the State Board of Education. 
 
As required by State law, the Governing Board will adopt quantitative definitions of the four 
performance classifications and annually discuss the district’s aggregate performance ratings for 
classroom teachers and principals.  The quantitative definitions of the four performance classifications 
will be set forth in the administrative regulation adopted by the Superintendent and approved by the 
Governing Board to implement this policy. 
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Inadequate Classroom Performance

Pursuant to A.R.S. §15-537, the Governing Board must adopt a definition for inadequacy of classroom 
performance of a classroom teacher that is aligned with the performance classifications and that may set 
standards for teaching performance that exceed the standards of the performance classifications.   

“Inadequacy of classroom performance” means: 

� The classroom teacher receives a performance rating of “Ineffective” for the Fall Summative 
Evaluation, or for the Final Summative Evaluation for any school year; or 

� The classroom teacher receives a performance rating of “Ineffective” or “Developing” for the Fall 
Summative Evaluation, or for the Final Summative Evaluation for two consecutive school years. 

 
The district will use the same definition for determining inadequacy of performance of a specialist. 
 
The Superintendent or the Assistant Superintendent of Human Resources, as designee, is authorized to 
issue preliminary notices of inadequacy of classroom performance without prior Governing Board 
approval. The Superintendent, in consultation with the principal or supervisor of the classroom teacher, 
will consider any mitigating circumstances before issuing such notice to a classroom teacher who is new 
to the profession or who was recently reassigned to a new grade level or content area.  The Board will be 
notified within ten days of such issuance. 

Qualified Evaluators

The performance of classroom teachers and specialists will be evaluated by a qualified evaluator 
approved by the Governing Board.  The Superintendent will annually submit a list of the district’s 
qualified evaluators to the Governing Board for approval.  All qualified evaluators will be sufficiently 
trained and qualified to evaluate classroom teachers or specialists by completing training for the 
evaluation systems approved by the Governing Board. 
 
Evaluation of Other Professional Staff Employees

All professional staff employees, other than classroom teachers, specialists and principals, will be 
evaluated annually by the employee’s supervisor, using evaluation instruments developed by the 
Assistant Superintendent of Human Resources and approved by the Superintendent.  The Superintendent 
will be evaluated by the Governing Board. 
 
The Superintendent is authorized to adopt administrative regulations as necessary or appropriate to 
implement this policy. 

Adopted: July 28, 1983 

Revised: June 26, 1990 
 May 13, 1997 
 November 24, 1998 
 March 11, 2003 
 July 25, 2006 
 May 11, 2010 
 June 25, 2013 
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EVALUATION OF PROFESSIONAL STAFF

I. Definitions

A. “Classroom teacher” means a certificated teacher who provides instruction to pre-kindergarten, 
kindergarten, grades 1 through 12, or ungraded classes, or who teaches in an environment other 
than a classroom setting and who maintains student attendance records for each instructional 
meeting.  Classroom teacher includes the teaching positions so designated in Exhibit A of this 
Administrative Regulation. 

B. “Classroom Teacher Evaluation system” means the evaluation system for classroom teachers set 
forth in the Classroom Teacher Evaluation System Handbook adopted by the Governing Board 
for the current school year (CTES Handbook). 

C. “Principal” means an employee who holds a principal certificate issued by the State Board of 
Education (SBOE) and who performs the duties of a principal of a school or educational program. 

D. “Principal Evaluation System” means the evaluation system for principals set forth in the 
Principal Evaluation System Handbook adopted by the Governing Board for the current year 
(PES Handbook). 

E. “Professional staff” means the group of employees who hold an administrative, teaching, special 
education, career and technical education, or professional non-teaching certificate issued by the 
SBOE, or a nursing license issued by the State Board of Nursing and Psychologist Examiners, 
and are required by the district to hold such certificate to perform their assigned duties.  
Professional staff includes the positions so designated in Exhibit A of this Administrative 
Regulation. 

F. “Qualified evaluator” means a person approved by the Governing Board and trained to evaluate 
the performance of classroom teachers and/or specialists. 

G. “Specialist” means an employee who holds a teaching or professional non-teaching certificate 
from the SBOE and whose primary responsibility is to perform the duties of the specialist 
positions so designated in Exhibit A of this Administrative Regulation. 

H. “Specialist evaluation system” means the evaluation system for specialists set forth in the 
Specialist Evaluation System handbook adopted by the Governing Board for the current school 
year (SES Handbook).  The specialist evaluation system may prescribe differentiated evaluation 
instruments for specialists based on the categories of services provided by specialists. 

 
II. Evaluation of Classroom Teachers 

Classroom teachers will be evaluated by a qualified evaluator using the district’s Classroom Teacher 
Evaluation System (CTES), which have two weighted components: (1) Teaching Performance and (2) 
Student Academic Progress. 

 
A. Teaching Performance

 
The district will evaluate teaching performance using the Charlotte Danielson Framework for 
Teaching, as modified by the Mesa Public Schools CTES approved by the Governing Board for the 
current school year or another specialist evaluation instrument approved by the Superintendent. 
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A performance rating will be calculated using the Performance Profile and Rating forms in the CTES 
or other evaluation instrument approved by the Superintendent.  The performance of a classroom 
teacher will be placed into one of the following four performance classifications based on the scores 
from the Classroom Teacher Performance Profile and Rating forms: 

 

Classroom Teacher

Highly 
Effective

Description:
There is evidence of high levels of knowledge, implementation, and integration of performance 
standards, along with evidence of leadership initiative and willingness to model and serve as a 
mentor for colleagues.  This rating refers to professional teaching that innovatively involves all 
students in the learning process and creates a true community of learners.  Teachers performing 
at this level are master teachers and leaders in the field, both inside and outside their school. 

Standard:
7 or more “Highly Effective” ratings and no “Developing” or “Ineffective” ratings 

Effective Description:
There is evidence of increased knowledge, implementation, and integration of performance 
standards, and clear proficiency and skill in the performance area.  This rating refers to 
successful, professional teaching or other work performance that is consistently at a high level.  
It is expected that most experienced teachers frequently perform at this level. 

Standard:
3 or fewer “Developing” ratings and no “Ineffective” ratings 

Developing Description:
There is evidence of basic knowledge and implementation of performance standards.  Integration 
of performance standards is not evident.  This indicates that the teacher has the necessary 
knowledge and skills to be effective, but the application of those skills is inconsistent. 

Standard:
4 or more “Developing” ratings or 1 or 2 “Ineffective” ratings 

Ineffective Description:
There is little or no knowledge and minimal implementation of performance standards.  The 
teacher does not meet minimal performance standards and needs substantial improvement.  This 
rating refers to teaching performance that does not convey an understanding of the concepts 
underlying the component. This level of performance is hindering learning or is doing harm in 
the classroom. 

Standard:
3 or more “Ineffective” ratings 

 
B. Performance Evaluation Procedures
 
A qualified evaluator will evaluate the teaching performance of a classroom teacher according to the 
following procedures: 
 
� The qualified evaluator will conduct an orientation meeting about the Classroom Teacher 

Evaluation System and confirm that each classroom teacher has access to a paper or electronic 
copy of the CTES Handbook. 
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�   For classroom teachers, the qualified evaluator will conduct at least one formal classroom 
observation and two informal observations before completing a Fall Summative Evaluation and at 
least one formal classroom observation and two informal observations before completing the 
Spring Summative Evaluation.  The qualified evaluator will give the classroom teacher prior 
notice of the first formal observation for the Fall Summative Evaluation.  

 
�   For a classroom teacher, the duration of a formal observation will be sufficient to allow the 

classroom teacher to demonstrate teaching skills in a complete and uninterrupted lesson. No 
formal classroom observation will occur within 2 instructional days of the fall, winter, or spring 
breaks. 

 
�   The qualified evaluator will provide written feedback to the classroom teacher within 10 calendar 

days after each formal observation.  
 

� All classroom teachers, other than a continuing teacher as defined in A.R.S. §15-538.01(D) who 
receives a “Highly Effective” or “Effective” rating on the Fall Summative Evaluation, will 
receive a Fall Summative Evaluation and Spring Summative Evaluation.  The results of the two 
evaluations will be used to complete a Final Summative Evaluation that rates the teacher in one of 
the four performance categories.  At least 60 calendar days must elapse between the formal 
observation of the Fall Summative Evaluation and the formal observation of the Spring 
Summative Evaluation. 

 
�   The qualified evaluator will complete the Fall, Spring, and Final Summative Evaluations based 

on evidence collected from or discussed during pre-conferences, formal and informal 
observations, and post-conferences.  Written communications and other information regarding 
interactions with students, parents, and co-workers may be considered by the qualified evaluator, 
provided that the classroom teacher is given an opportunity to comment on the information during 
a conference with the qualified evaluator. 

 
�   If a classroom teacher is a continuing teacher as defined in A.R.S. §15-538.01(D) and receives a 

“Highly Effective” or “Effective” rating on the Fall Summative Evaluation, the qualified 
evaluator may waive the requirement of conducting a Spring Summative Evaluation, unless the 
teacher requests such evaluation.  If the waiver occurs, the employee’s Final Summative 
Evaluation will be completed using the Fall Summative Evaluation scores. 

 
� A classroom teacher who is scheduled to be evaluated by a school principal or other qualified 

evaluator who was rated “Ineffective” or “Unsatisfactory” for the preceding school year may 
decline to be evaluated by such evaluator.  By September 1, the district will notify teachers who 
have the foregoing right and, if so notified, the teacher must exercise the right by delivery of 
written notice to the Superintendent of Human Resources no later than September 15 of the 
current school year.  Upon receipt of notice from the teacher, the Superintendent of Human 
Resources will assign responsibility for the teacher’s evaluation to another qualified evaluator. 
 

� A classroom teacher who is transferred to a school that was assigned a letter grade of “D” or “F” 
for the previous school year may exercise the right to have the student academic progress part of 
the teacher’s evaluation from the teacher’s previous school used as the student academic progress 
part of the teacher’s current year evaluation.  By September 1, the district will notify teachers 
who have the foregoing right and, if so notified, the teacher must exercise the right by delivery of 
written notice to the Superintendent of Human Resources no later than November 1 of the current 
school year.  A teacher may exercise the foregoing right only for the first year of the teacher’s 
assignment to a new school. 
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� If a classroom teacher has been issued a preliminary notice of inadequate classroom performance, 
the Assistant Superintendent of Human Resources will assign a second qualified evaluator to 
independently complete a second Summative Evaluation, which will include a review of all 
evidence collected by the original qualified evaluator and at least one formal observation, after 
the employee has been given an opportunity to complete a Professional Refinement Plan.  The 
original qualified evaluator and second qualified evaluator will meet to determine whether there 
is agreement between them that the employee has corrected inadequacies and demonstrated 
adequate classroom performance to establish consensus regarding the teacher’s Final Summative 
Evaluation.  The qualified evaluators will inform the employee and the Assistant Superintendent 
of Human Resources of the results of the Final Summative Evaluation. 

 
� The qualified evaluator will schedule a meeting with the classroom teacher to discuss the 

completed Final Summative Evaluation. The Final Summative Evaluation, including the 
performance classification of the classroom teacher, will be provided in written or electronic 
format within 5 calendar days after completion of the evaluation instrument. 

 
� A classroom teacher who disagrees with a Final Summative Evaluation may submit a written 

appeal to the Assistant Superintendent of Human Resources or designee within 10 calendar days 
after receipt of the evaluation instrument.  The appeal must describe with specificity the alleged 
error or errors that are the basis for the appeal.  Allegations of error regarding the evaluator’s 
judgment of the teacher’s performance during a formal or informal observation will not be 
considered in an appeal, if the evaluator’s perceptions of the teacher’s performance with regard to 
specific elements are properly documented.  The Assistant Superintendent may decline to 
consider an appeal if the appeal is not timely or if the Assistant Superintendent determines that 
the evaluation will not affect the employee’s eligibility for, or amount of, career ladder, 
performance pay, or other form of compensation and will not materially affect an administrative 
decision regarding the employee’s employment for the subsequent school year. 

 
� If a classroom teacher receives a preliminary notice of inadequate classroom performance, the 

notice will be accompanied by a Professional Remediation Plan that is designed to help the 
teacher correct inadequacies and demonstrate adequate classroom performance.  The Professional 
Remediation Plan will remain in effect for not less than 45 instructional days.  A Professional 
Remediation Plan developed by the qualified evaluator pursuant to subsection D of this Section II 
will suffice as a “Performance Improvement Plan” required by A.R.S. §15-538. 
 

C. Student Academic Progress
 

The district will evaluate student academic progress using appropriate classroom-level, grade-level, 
and/or school-level student assessment data.  Unless otherwise specified in this Administrative 
Regulation or authorized by the Superintendent for Human Resources, present-year student academic 
data will be used for teacher evaluations. 
 
A classroom teacher will be identified as being in Group A or Group B.  Group A includes only 
teachers who teach a class or subject with multiple approved classroom-level student assessments 
aligned to the State’s academic standards.  Group B includes all other classroom teachers.  The CTES 
Handbook will identify by class or subject the groups of classroom teachers that are in Group A and 
Group B for the current school year. 
 
D. Final Performance Evaluation and Rating

 
For the purpose of completing the Final Summative Evaluation, the qualified evaluator will review 
the teacher’s  teaching performance scores  for the Fall and Spring  Summative Evaluations and apply 
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the appropriate scores for the Final Summative Teaching Performance Profile and Rating Form.  If 
the teacher receives unequal scores for the same component of the Fall and Spring Summative 
Evaluations, the qualified evaluator will determine, in his or her sole discretion, which score most 
accurately reflects the teacher’s performance over the school year.  If a Spring Summative Evaluation 
was waived, the Fall Summative Evaluation scores will apply directly to the Final Summative 
Evaluation.  The scores for student academic achievement will be placed in the Student Academic 
Progress Profile and Rating form when available. 

 
The weighted scores for Teaching Performance (67%) and Student Academic Progress (33%) will 
result in a Final Evaluation Numerical Score which will result in a Final Teacher Evaluation Rating of 
“Highly Effective,” “Effective,” “Developing,” or “Ineffective.”  The weighted scores will be 
determined as follows: 

� Conversion of Scores to Points 

Scores (points) for Teaching Performance and Student Academic Progress: 
Ineffective – 0  Developing – 1  Effective – 2  Highly Effective – 3 

� Weighting of Points 

Weighted Teaching Performance Score (67%) - Score (points) multiplied by 0.67 
Weighted Student Academic Progress (33%) - Score (points) multiplied by 0.33 

 
� Final Teacher Evaluation Rating 

The Final Teacher Evaluation Rating is the sum of the weighted Teaching Performance and 
Student Academic Progress scores (points) applied to the following standards: 

o Ineffective – Less than 1.0 
o Developing – Greater than or equal to 1.0 and less than 1.7 
o Effective – Greater than or equal to 1.7 and less than 2.5 
o Highly Effective – Greater than or equal to 2.5 

 
E. Professional Development

For classroom teachers who receive a “Highly Effective” or “Effective” rating on the Teaching 
Performance section of their Fall Summative Evaluation, the qualified evaluator, in collaboration with 
the employee, will develop a Professional Refinement Plan that targets a specific area for 
improvement.  The Professional Refinement Plan will be implemented through the end of the next 
evaluation cycle. 

 
For classroom teachers who receive a “Developing” or “Ineffective” rating on the Fall Summative 
Evaluation, the qualified evaluator, in collaboration with the employee, will develop a Professional 
Remediation Plan that targets each area of deficiency identified on the employee’s Teaching 
Performance Profile and Rating form.  The plan will include goals, strategies, and action steps; 
identify training opportunities and other resources available for the employee to correct the 
deficiencies and demonstrate adequate classroom performance; and specify the date by which the 
employee must correct any deficiencies and demonstrate adequate classroom performance. 

 
III. Evaluation of Specialists
 

Specialists will be evaluated by a qualified evaluator using the district’s  Specialist Evaluation System 
(“SES”), which will include, as one component, the following four domains:  (1) Planning and 
Preparation, (2) the Environment, (3) Delivery of Service, and (4) Professional Responsibilities. 
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A. Specialist Performance
 

The district will evaluate specialist performance using the Charlotte Danielson Framework for 
Specialists, as modified by the SES Handbook approved by the Governing Board for the current 
school year or another evaluation instrument approved by the Superintendent. 
 
A performance rating will be calculated using the Performance Profile and Rating forms in the SES or 
other evaluation instrument approved by the Superintendent.  The performance of a specialist will be 
placed into one of the following four performance classifications based on the scores from the 
Specialist Performance Profile and Rating forms: 

 

Specialist

Highly 
Effective

Description:
There is evidence of high levels of knowledge, implementation, and integration of performance 
standards, along with evidence of leadership initiative and willingness to model and serve as a 
mentor for colleagues.  Specialists performing at this level are masters of their specialist 
responsibilities and leaders in the field, both inside and outside their school. 

Standard:
7 or more “Highly Effective” ratings and no “Developing” or “Ineffective” ratings 

Effective Description:
There is evidence of increased knowledge, implementation, and integration of performance 
standards, and clear proficiency and skill in the performance area.  This rating refers to 
successful, professional specialist performance that is consistently at a high level.  It is expected 
that most experienced specialists frequently perform at this level. 

Standard:
3 or fewer “Developing” ratings and no “Ineffective” ratings 

Developing Description:
There is evidence of basic knowledge and implementation of performance standards.  Integration 
of performance standards is not evident.  This indicates that the specialist has the necessary 
knowledge and skills to be effective, but the application of those skills is inconsistent. 

Standard:
4 or more “Developing” ratings or 1 or 2 “Ineffective” ratings 

Ineffective Description:
There is little or no knowledge and minimal implementation of performance standards.  The 
specialist does not meet minimal performance standards and needs substantial improvement.  
This rating refers to specialist performance that does not convey an understanding of the 
concepts underlying the component. This level of performance is hindering learning. 

Standard:
3 or more “Ineffective” ratings 

 
B. Performance Evaluation Procedures

 
A qualified evaluator will evaluate the performance of a specialist according o the following 
procedures: 

 
� The qualified evaluator will conduct an orientation meeting about the Specialist Evaluation 

System and confirm that each specialist has access to a paper or electronic copy of the SES 
Handbook. 
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� The qualified evaluator, in consultation with the specialist, will establish an observation 

experience that will serve in place of the formal classroom observations required for classroom 
teacher evaluations.  The observation experience may consist of one or more physical 
observations of the specialist while delivering services in the work environment.  The duration of 
the observation experience as a whole will be sufficient to allow the specialist to demonstrate 
delivery of skills assessed through the evaluation instrument. 
 

� The qualified evaluator will conduct at least one observation experience before completing the 
Fall Summative Evaluation and at least one observation experience before completing a Spring 
Summative Evaluation.  The qualified evaluator will give the specialist prior notice of the first 
observation experience for the Fall Summative Evaluation.  
 

� No observation experience will occur within 2 instructional days of the fall, winter, or spring 
breaks.  The qualified evaluator will provide written feedback to the specialist within 10 calendar 
days after the conclusion of an observation experience. 
 

� All specialists, other than a continuing teacher as defined in A.R.S. §15-538.01(D) who receives a 
“Highly Effective” or “Effective” rating on the Fall Summative Evaluation, will receive a Fall 
Summative Evaluation and Spring Summative Evaluation.  The results of the two evaluations will 
be used to complete a Final Summative Evaluation that rates the specialists in one of the four 
performance categories.  At least 60 calendar days must elapse between the observation 
experience of the Fall Summative Evaluation and the observation experience of the Spring 
Summative Evaluation. 

 
�   The qualified evaluator will complete the Fall, Spring, and Final Summative Evaluations based 

on evidence collected from or discussed during pre-conferences, observation experiences, and 
post-conferences.  Written communications and other information regarding interactions with 
students, parents, and co-workers may be considered by the qualified evaluator, provided that the 
specialist is given an opportunity to comment on the information during a conference with the 
qualified evaluator. 

 
�   If a specialist receives a “Highly Effective” or “Effective” rating on the Fall Summative 

Evaluation, the qualified evaluator may choose to not conduct a Spring Summative Evaluation, 
unless the specialist requests such evaluation.  If a Spring Summative Evaluation is not 
conducted, the employee’s Final Summative Evaluation will be completed using the Fall 
Summative Evaluation scores. 

 
� A specialist who is scheduled to be evaluated by an evaluator who was evaluated and rated 

“Ineffective” or “Unsatisfactory” for the preceding school year may decline to be evaluated by 
such evaluator.  By September 1, the district will notify specialists who have the foregoing right 
and, if so notified, the specialist must exercise the right by delivery of written notice to the 
Superintendent of Human Resources no later than September 15 of the current school year.  Upon 
receipt of notice from the specialist, the Superintendent of Human Resources will assign 
responsibility for the specialist’s evaluation to another qualified evaluator. 
 

� If a specialist has been issued a preliminary notice of inadequate performance, the Assistant 
Superintendent of Human Resources will assign a second qualified evaluator to independently 
complete a second Summative Evaluation, which will include a review of all evidence collected 
by the original qualified evaluator and at least one observation experience after the employee has 
been given an opportunity to complete a Professional Remediation Plan.  The original qualified 
evaluator  and  second  qualified  evaluator  will  meet  to determine  whether  there is  agreement 
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 between them that the specialist has corrected inadequacies and demonstrated adequate 
performance to establish consensus regarding the specialist’s Final Summative Evaluation.  The 
qualified evaluators will inform the specialist and the Assistant Superintendent of Human 
Resources of the results of the Final Summative Evaluation. 

 
� The qualified evaluator will schedule a meeting with the specialist to discuss the completed Final 

Summative Evaluation.  The Final Summative Evaluation will be provided in written or 
electronic format within 5 calendar days after completion of the evaluation instrument. 

 
� A specialist who disagrees with a Final Summative Evaluation may submit a written appeal to the 

Assistant Superintendent of Human Resources or designee within 10 calendar days after receipt 
of the evaluation instrument.  The appeal must describe with specificity the alleged error or errors 
that are the basis for the appeal.  Allegations of error regarding the evaluator’s subjective 
judgment of the specialist’s performance during a formal or informal observation will not be 
considered in an appeal, if the evaluator’s perceptions of the specialist’s performance with regard 
to specific elements are properly documented.  The Assistant Superintendent may decline to 
consider an appeal if the appeal is not timely or if the Assistant Superintendent determines that 
the evaluation will not affect the specialist’s eligibility for, or amount of, career ladder, 
performance pay, or other form of compensation and will not materially affect an administrative 
decision regarding the employee’s employment for the subsequent school year. 

 
� If a specialist receives a preliminary notice of inadequate classroom performance, the notice will 

be accompanied by a Professional Remediation Plan designed to help the specialist correct 
inadequacies and demonstrate adequate classroom performance.  The Professional Remediation 
Plan will remain in effect for not less than 45 instructional days.  A Professional Remediation 
Plan developed by the qualified evaluator pursuant to subsection D of this Section II will serve as 
the “Performance Improvement Plan” required by A.R.S. §15-538. 
 

C. Final Performance Evaluation and Rating
 

For the purpose of completing the Final Summative Evaluation, the qualified evaluator will review 
the specialist’s performance rubric scores for the Fall and Spring Summative Evaluations and apply 
the appropriate rubric scores for the Final Summative Evaluation.  If the specialist receives unequal 
scores for the same component of the Fall and Spring Summative Evaluations, the qualified evaluator 
will determine, in his or her sole discretion, which score most accurately reflects the specialist’s 
performance over the school year.  If the Spring Summative Evaluation was not required, the Fall 
Summative Evaluation scores will apply directly to the Final Summative Evaluation.  

 
D. Professional Development

For specialists who receive a “Highly Effective” or “Effective” rating on the Specialist Performance 
section of their Fall Summative Evaluation, the qualified evaluator, in collaboration with the 
employee, will develop a Professional Refinement Plan that targets a specific area for improvement.  
The Professional Refinement Plan will be implemented through the end of the next evaluation cycle. 

 
For specialists who receive a “Developing” or “Ineffective” rating on the Fall Summative Evaluation, 
the qualified evaluator, in collaboration with the employee, will develop a Professional Remediation 
Plan that targets each area of deficiency identified on the employee’s Performance Profile and Rating 
form.  The plan will include goals, strategies, and action steps; identify training opportunities and 
other resources available for the employee to correct the deficiencies and demonstrate adequate 
classroom performance; and specify the date by which the employee must correct any deficiencies 
and demonstrate adequate classroom performance. 
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IV. Evaluation of Principals

 
Principals will be evaluated by a qualified evaluator using the Principal Evaluation System, which has 
two weighted components:  (1) Leadership Performance and (2) Student Academic Progress. 

 
A. Leadership Performance

 
The district will evaluate leadership performance using the Leadership Performance Evaluation forms 
in the PES Handbook. 

 
Using the Leadership Performance Profile and Rating form in the PES Booklet, a performance rating 
will be calculated for six performance standards: (1) Instructional Leadership, (2) School Climate,  
(3) Human Resource Management, (4) Organizational Management, (5) Communication and 
Community Relations, and (6) Professionalism.  The performance of a principal will be placed into 
one of the following four performance classifications based on the scores from the principal 
evaluation instrument: 

 

Principal

Highly 
Effective

Description:
The principal performing at this level maintains performance, accomplishments, and behaviors 
that consistently and considerably surpass the established performance standard and does so in a 
manner that exemplifies the school’s mission and goals.  This rating is reserved for performance 
that is truly exemplary and is demonstrated with significant student academic progress. 

Standard:
At least two “Highly Effective” ratings and no “Ineffective” or “Developing” ratings 

Effective Description:
The principal meets the performance standard in a manner that is consistent with the school’s 
mission and goals and has a positive impact on student academic progress. 

Standard:
Less than two “Developing “ratings and no “Ineffective” ratings  

Developing Description:
The principal is starting to exhibit desirable traits related to the standard, but has not yet reached 
the full level of proficiency expected (i.e., developing) or the principal’s performance is lacking 
in a particular area (i.e., needs improvement).  The principal often performs below the 
established standard or in a manner that is inconsistent with the school’s mission and goals, 
resulting in below average student academic progress. 

Standard:
Two or more “Developing” ratings and no “Ineffective ratings” 

Ineffective Description:
The principal consistently performs below the established standard or in a manner that is 
inconsistent with the school’s mission and goals, resulting in minimal student academic progress. 

Standard:
One or more “Ineffective” ratings 
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B. Student Academic Progress
 

The district will evaluate student academic progress for principals using appropriate school-level 
student assessment data.  Unless otherwise specified in this Administrative Regulation or authorized 
by the Superintendent for Human Resources, present-year student academic data will be used for 
principal evaluations. 

 
C. Performance Evaluation Procedures

The evaluator will schedule a meeting with the principal to discuss the completed Final Summative 
Evaluation.  The Final Summative Evaluation, including the performance classification of the 
principal, will be provided in written or electronic format within 5 calendar days after completion of 
the evaluation instrument.

D. Dismissal/Non-Renewal
 

On or before April 15, the Governing Board will give notice of intention not to offer a new contract to 
any principal who will not be offered a contract for the following school year.  Notwithstanding the 
right of notice, the decision to not renew the employment of a principal upon expiration of the 
contract term shall not be construed to provide the employee with a right to a hearing regarding the 
decision. 

 
V. Evaluations of Other Professional Staff Employees
 
Professional staff employees other than classroom teachers, specialists, and principals, will be evaluated 
by their supervisor at least once each school year using an evaluation instrument developed by the 
Assistant Superintendent of Human Resources and approved by the Superintendent.   
 
The evaluation will be in writing and transmitted to the employee within 5 calendar days after completion 
of the evaluation instrument. Where warranted, the written evaluation will include recommendations for 
improvement in performance. 
 
The Governing Board will give notice of intention not to offer a new contract to the professional staff 
employee who will not be offered a contract for the following school year.  Notwithstanding anything to 
the contrary in this Administrative Regulation, the decision to not renew the employment of the 
professional staff employee upon expiration of the contract term shall not be construed to provide the 
employee with a right to a hearing regarding the decision. 
 
VI. Role of District-Based Evaluators in Evaluation Process
 
District-based evaluators will evaluate district-based classroom teachers and specialists.  An evaluator 
will provide a principal the opportunity to make evaluative comment, participate in observations, and/or 
participate in post-observation or final evaluation conferences.  Similarly, a principal will provide an 
evaluator the opportunity to make evaluative comment, participate in observations, and/or participate in 
post-observation or final evaluation conferences of school-based teachers and specialists. 
 
 
 
 
Adopted: July 28, 1983 
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Revised:  June 26, 1990 
   May 13, 1997 
   November 24, 1998 
   March 11, 2003 
   July 25, 2006 
   May 11, 2010 
   June 25, 2013 
 
 
 
 
        
Michael B. Cowan 
Superintendent 

 
 

LEGAL REF.: A.R.S. § 15-501 
        15-503(C) 
        15-536 
        15-537 
        15-538 
        15-538.01 
        15-539 
        15-541 
 
CROSS REF.: GBCB � Staff Conduct 
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