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Section 1: Purpose Statement 

The Kyrene School District Administrator Evaluation and Growth System is designed to 

contribute to the District's pursuit of excellence in education. The primary purpose of 

evaluation is to promote ongoing professional growth and effective administrator 

performance, which improves student learning.  

The evaluation system also assures the Governing Board and the community that quality 

education is a responsibility shared by all staff. It provides for specific and reasonable plans 

for improvement of teacher performance, if the performance of the teacher requires 

improvement. The evaluation system also provides for termination of teachers for 

inadequate job performance as provided by Arizona State Statute.  

Arizona Revised Statute §15-203 (A) (38) was passed by the legislature in 2009. This 

statute required that the State Board of Education “on or before December 15, 2011 adopt 

and maintain a framework for a teacher and principal evaluation instrument that includes 

quantitative data on student academic progress that accounts for between thirty-three 

percent and fifty percent of the evaluation outcomes and best practices for professional 

development and evaluator training. School LEAs and charter schools were directed to use 

an instrument that meets the data requirements established by the State Board of 

Education to annually evaluate individual teachers and principals beginning in school year 

2012-2013.” As a result, the State Board of Education appointed an 18-member Task Force 

to develop the Arizona Framework for Measuring Educator Effectiveness. The Task Force 

charged with creating the Framework conducted its work in service to the students in 

Arizona’s public schools. The goal of the Arizona teacher and principal evaluations is to 

enhance performance so that students receive a higher quality education. The Task Force 

also considered evaluations to be the most effective as one part of a systemic approach to 

improving educator performance and student achievement. The Task Force identified the 

following goals for the evaluation of teachers and principals to: 

 Enhance and improve student learning; 

 Use the evaluation process and data to improve teacher and principal performance;  

 Incorporate multiple measurements of achievement; 

 Communicate clearly defined expectations;  

 Allow LEAs to use local instruments to fulfill the requirements of the framework; 

 Reflect fairness, flexibility, and a research-based approach; 

 Create a culture where data drives instructional decisions; 

 Use the evaluation process and achievement data to drive professional development 

to enhance student performance; and, 

 Increase data-informed decision making for student, teacher, and principal 

evaluations fostering school cultures where student learning and progress is a 

continual part of redefining goals for all. 



The State Board of Education approved the Arizona Framework for Measuring Educator 

Effectiveness on April 25, 2011. During 2012 -2013, the legislature made further revisions 

to the statutes related to teacher and principal evaluation systems. Those revisions 

included the designation of the four performance classifications used in the evaluation 

system as: “Ineffective”, “Developing”, “Effective”, and “Highly Effective”. By school year 

2013-2014, LEAs are required to adopt a policy that describes how the performance 

classifications will be used in making employment-related decisions. The statutes provide 

direction regarding multiyear contracts and transfer frequencies and include the 

opportunity for incentives for those in the highest performance levels. Beginning in 2015-

2016 the policies must describe the support and consequences for those in the lowest 

performance levels.  

The language in ARS§15-203(A) (38) uses the phrase “academic progress.” In this model 

instrument, academic progress is defined as: “A measurement of student academic 

performance. These measurements shall include the amount of academic growth students 

experience between two or more points in time, and may also include measures of 

academic performance, including, but not limited to state administered assessments, 

district/school formative and summative assessments, and school achievement profiles.”  

 

Section 2: Evaluation Timeline 

Principal evaluations typically cover the period from July 1 through June 30 of each school 

year. An evaluation may be conducted at any time prior to the end of the school year, but if 

the non-renewal of a certified administrator’s contract occurs, it must take place prior to 

April 15 in the final year of the contract. 

 

Section 3:  Evaluation Evidence Rubric (see following pages) 

 

 

 

 

 

 





 



 



 

 

Section 4: Professional Growth Plan 

Purpose 

The purpose of the Professional Growth Plan (PGP) is to facilitate the identification of areas 

of growth identified through self-reflection and other processes into practical activities and 

experiences that are of value to school leaders in terms of strengthening their 

competencies in the identified growth need areas. The PGP reflects Domain 5, Element 1, 

which states “The school administrator is recognized as the leader of the school who 

continually improves his or her professional practice.” 

Duration  
 
The PGP is designed to be implemented over a period of time that is equivalent to a full 
academic school year to provide ample opportunity to strengthen competency. 
 
Components of the Plan 
 
The PGP shall include the following components: 

 State the vision for instruction 
 Indicate the school leader’s professional practice growth goals. In this section it is 

advisable to keep a focus on two or three specific goals. Indicate which Marzano 
element each goal addresses. 

 Describe the professional learning plan as well as what monitoring evidence or 
measures will be in place to assess the growth of each goal 

 
There is an optional component of the plan that school leaders may use to describe their 
plan to seek out expertise and identify mentors who will provide feedback and 
confirmation of the improvement of their leadership skills. This is the component of the 
plan that would confirm an innovating rating on the element that recognizes the school 
leader who continually improves his or her professional practice. 
 

 

Section 5: Performance Development Plan 

Purpose 

The purpose of the Performance Development Plan (PDP) is to assist administrators with 

an overall rating of Effective, or Highly Effective, in addressing the one or two elements 

identified in the evaluation as needing improvement as defined by Beginning, or Not Using, 

ratings.  

Duration  

The Performance Development Plan is designed to be implemented over a period of time 

not less than 60 calendar days to provide ample opportunity to improve performance.  

Components of the Plan 

The Performance Development Plan shall include the following components: 
 
 



 
 The elements marked Beginning or Not Using. 
 A plan to correct deficiencies (i.e. action steps) 
 Identification of specific recommended resources or learning activities 
 Dates for subsequent observations, conferences, and/or meetings to monitor the 

progress on the Performance Development Plan 
 Measurable criteria for success. 

 
It is the responsibility of the administrator to 1) access resources, and 2) carry out these 
and/or other strategies to improve performance and demonstrate developing or better 
performance in all elements. 
 
Please note: you have the right to include an advocate such as a lead principal or Kyrene 
Administrative Council (KAC) member in PDP meetings. 
 
Outcomes Demonstrating Success: 

 The post-PDP evaluation or element scoring must result in, at minimum, a Developing 
rating or element scoring on the scale for each of the elements identified in the 
performance development plan. 

 The post-PDP evaluation must result in an overall evaluation rating or element 
scoring that is at the Effective rating or higher on the scale. 

 At the conclusion of the PDP, the administrator must demonstrate adequate 
performance as set forth in the PDP and the administrator is maintaining adequate 
performance in all other aspects of the administrator’s duties as defined by the 
Governing Board.  If the post-PDP evaluation or element scoring reveals the 
administrator continues to demonstrate inadequate performance in the identified 
areas, or the administrator is not maintaining adequate performance in all other 
aspects of the administrator’s duties, a Performance Improvement Plan (PIP) will be 
implemented, in accordance to the provisions as set forth in this Handbook.  

 

Section 6:  Performance Improvement Plan 

Purpose 

The purpose of the Performance Improvement Plan (PIP) is to assist administrators in 

addressing the areas identified in the evaluation as needing improvement.  An overall 

evaluation rating of Developing or Ineffective will initiate a PIP.  Additionally, three or more 

element(s) identified in an evaluation as Beginning, or Not Using, shall initiate a PIP.  

Duration  

The Performance Improvement Plan is designed to be implemented over a period of time 

not less than 60 calendar days to provide ample opportunity to improve performance.  

Components of the Plan 

The Performance Improvement Plan shall include the following components: 
 The elements marked Beginning or Not Using. 
 A plan to correct deficiencies (i.e. action steps) 
 Identification of specific recommended resources or learning activities 
 Dates for subsequent observations, conferences, and/or meetings to monitor the 

progress on the Performance Improvement Plan 
 Measurable criteria for success. 



 
 
 
It is the responsibility of the administrator to 1) access resources, and 2) carry out these 
and/or other strategies to improve performance and demonstrate developing or better 
performance in all elements. 
 
Please note that administrators have the right to include an advocate such as a Lead 
Principal or Kyrene Administrative Council (KAC) member in PIP meetings. 
 
Outcomes Demonstrating Success: 

 The post-PIP evaluation must result in, at minimum, a Developing rating on the scale 
for each of the elements identified in the performance improvement plan. 

 The post-PIP evaluation must result in an overall evaluation rating that is at the 
Effective rating or higher on the scale. 

 At the conclusion of the PIP, the administrator must demonstrate adequate 
performance as set forth in the PIP and the administrator is maintaining adequate 
performance in all other aspects of the administrator’s duties as defined by the 
Governing Board.  If the post-PIP evaluation reveals the administrator continues to 
demonstrate inadequate performance in the identified areas, or the administrator is 
not maintaining adequate performance in all other aspects of the administrator’s 
duties, a recommendation for nonrenewal will be made to the Governing Board, as 
provided for in policy.  

 

 

Section 7: Pay for Performance (see following page for DRAFT) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 

 

 

Tier 1 25% Tier 2 20%

12.5% 10.0%

12.5% 10.0%

Total Total

% of Award 0.00% % of Award 0.00%

Tier 1 20% Tier 2 16%

Establish an action plan by 9/18/15 and 

monitor the implementation of actions 

and  results on a monthly basis.

20.0%

Established an action plan by 9/18/15 and 

monitor the implementation of actions 

and results on a quarterly basis.

16.0%

Total Total

% of Award 0% % of Award 0%

Tier 1 20% Tier 2 16%

Use data to influence decisions related 

to instruction, staffing, and student 

support services. 

10.0%
Use data to influence decisions related 

to student support services.
8.0%

Meets the assigned/expected number of 

walkthroughs and has evidence 

supporting use of data collected.

10.0%
Meets the assigned/expected number of 

walkthroughs.
8.0%

Total Total

% of Award 0% % of Award 0%

Tier 1 10% Tier 2 8%

Average Daily Attendance is greater than 

95%.
5.0%

Average Daily Attendance is between 

93% and 94.9%.
4.0%

Increase district's capture rate. 5.0%

Maintain district's capture rate by not 

decreasing more than 3 percentage 

points.

4.0%

Total Total

% of Award 0% % of Award 0%

Tier 1 5% Tier 2 4%

Participate/Facilitate in 8 meetings per 

year and provide evidence of activities 

aligned to school mission.

5.0%

Participate/Facilitate in 4 meetings per 

year and provide evidence of activities 

aligned to school mission.

4.0%

Total Total

% of Award 0% % of Award 0%

Tier 1 20% Tier 2 16%

Parent Satisfaction
"A" 

Rating

At least 80% of parents identify the 

school as an "A" School. (A 35% 

participation rate is required for this 

item.)

6.6%

Between 70 and 79% of parents rate school 

with a letter grade of "A" OR the percentage of 

parents rating school with an Increased by 3 

percentage points from the previous year.  (A 

35% participation rate is required for this 

item.)

6.6%

Student Letter Grade
"A" 

Rating

A letter grade of an "A" was identified by 

students as their school's rating.
6.6%

A letter grade of a "B" was identified by 

students as their school's rating.
6.6%

The Grand Mean is greater than 3.99 OR 

the Grand Mean increased by at least .2.
6.8%

The Grand Mean falls between 3.97-3.99 

OR the Grand Mean increased by at least 

.1 but not greater than .2.

6.8%

Total Total

% of Award 0.0% % of Award 0.0%
1
Maintenance is  a  score that i s  equal  to or not less  than 3 percengate points  of FY15 performance level .

FY2016 Award 0.00%
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Stakeholder Perception

Staff Engagement

FY2016 Award 0.00%
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Financial Stability

Student Attendance (100 Day)

District Capture Rate

FY2016 Award 0.00%

School Governance

PTO/Site Council

Improvement of Instruction

Monitoring of and Adjusting to Learning

Classroom Walkthroughs

FY2016 Award 0.00%

FY2016 Award 0.00%

Strategic Planning

Goals & Action Plan

FY2016 Award 0.00%

Principal Performance Pay Measures by Strategic Blueprint Focus Areas
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%
Student Achievement

English Language Arts

Increase the percentage of students 

performing at or above highly proficient.
Maintain1 the percentage of students 

performing at or above highly proficient.

Math



 

 

 

Section 8: Appeal Process 

A signature acknowledges receipt of one’s evaluation, not necessarily agreement.  

Administrators may submit a letter of disagreement for ratings that apply.  Evaluation 

ratings may be appealed for only procedural violations.  In such cases, a request for review 

should be submitted to the superintendent within 10 calendar days.  The superintendent 

will share a report of findings within 15 calendar days. 

A Performance Improvement Plan will continue during the pendency of the appeal.  
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

  



 

APPENDIX A 

PERFORMANCE IMPROVEMENT PLAN FOR ADMINISTRATOR 

Administrator:         Employee ID #:      

Evaluator(s):         Date:       

This Performance Improvement Plan (PIP) assists you in addressing the evaluation shared 

with you on the date of       for the reason below: 

o Evaluation rating of Developing or Ineffective 

o Beginning or Not Using rating in three or more Elements 

This plan is being implemented to provide you with an opportunity to improve your 

performance.  

 
Outcomes Demonstrating Success: 

1. The post-PIP evaluation at least meets the Developing level rating on the scale for the 
elements identified in the improvement plan. 

2. The post-PIP evaluation has an overall evaluation rating that at least meets the 
Effective level on the scale. 

3. At the conclusion of the PIP, the administrator demonstrates that the inadequacy set 
forth in the PIP is resolved and that the administrator is maintaining adequate 
performance in all other aspects of the administrator’s duties as defined by the 
Governing Board.   

 
The PIP will be developed by the evaluator and will: 

 Identify elements marked Beginning or Not Using. 
 Outline the plan to correct deficiencies (action steps). 
 Include the criteria for demonstrating success on the Plan. 
 Specify recommended resources or learning activities. 
 Identify dates for subsequent observations; conferences; and/or meetings to monitor 

progress on the Plan. 
 
It is your responsibility to 1) access resources and 2) carry out these and/or other strategies 
to improve your performance and demonstrate developing or better performance in all 
elements. 
 
Domains/Element (s):               
 
 
Action Steps: 
 
 
Recommended Resources/Professional Development Activities: 
 
 
 
 
 



 
 
 
 
Measurement of Success: 
 
Dates for the evaluator and administrator to monitor and review the administrator’s 
progress on the PIP: 
 
 
Date by which improvement must be shown:   _________   
 
 
Signature of Administrator __________________________________ Date ________________________ 
 
 
Signature of Evaluator __________________________________  Date ________________________ 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

APPENDIX B 

PERFORMANCE DEVELOPMENT PLAN FOR ADMINISTRATOR 

Administrator:         Employee ID #:      

Evaluator(s):         Date:       

This Performance Development Plan (PDP) assists you in addressing the evaluation shared 

with you on       in which the evaluation rating of Effective or Highly 

Effective included a rating of Beginning or Not Using for 1 or 2 elements. 

This plan is being implemented to provide you an opportunity to improve your performance.  

 
Outcomes Demonstrating Success: 

1. The post-PDP evaluation at least meets the Developing level rating on the scale 
for the elements identified in the improvement plan. 

2. The post-PDP evaluation maintains an overall evaluation rating that at least 
meets the Effective level on the scale. 

3. At the conclusion of the PDP, the administrator demonstrates that the 
deficiency set forth in the PDP is resolved and that the administrator is 
maintaining adequate performance in all other aspects of the administrator’s 
duties as defined by the Governing Board.   

 
The PDP will be developed by the evaluator and administrator and will: 

 Identify elements marked Beginning or Not Using. 
 Outline the plan to correct deficiencies (action steps). 
 Include the criteria for demonstrating success on the Plan. 
 Specify recommended resources or learning activities. 
 Identify dates for subsequent observations; conferences; and/or meetings to monitor 

progress on the Plan. 
 
It is your responsibility to 1) access resources and 2) carry out these and/or other strategies 
to improve your performance and demonstrate developing or better performance in all 
elements. 
 
Domains/Element(s):               
 
 
Action Steps: 
 
 
Recommended Resources/Professional Development Activities: 
 
 
Measurement of Success: 
 
 
 
 
 



 
 
 
 
Dates for the evaluator and administrator to monitor and review the administrator’s 
progress on the PDP: 
 
Date by which improvement must be shown:      
 
Signature of Administrator __________________________________ Date ________________________ 
 
 
Signature of Evaluator __________________________________  Date ________________________ 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

APPENDIX C 

Professional Growth Plan Form 
(School-Based Administrators) 

 
Domain 5: Element 1 - The school administrator is recognized as the leader of the school 
who continually improves his or her professional practice. 
 

Name:  Enter name.     Date:  Click here to enter a date. 
 

School:  Choose a school.    Position:   Position.   

 

Vision for Instruction 

 

Enter text here. 

 

 

 

School Leader’s Professional Practice Growth Goal(s) 

(Indicate which Marzano element each goal addresses) 

Enter text here. 

 

 

Professional Learning Plan with Monitoring 

Enter text here. 

 

 
 

 

 

 



 

 

 

(Optional) Plan to seek expertise/mentors for feedback to confirm or improve leadership 

skills. . Enter text here. 

 

 

Fall:       Spring: 

 

              
Administrator’s Signature                 Date  Administrator’s Signature                 Date 
 
              
Evaluator’s Signature                          Date  Evaluator’s Signature                          Date 
 


