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Section I

BACKGROUND
Statutory Authority for the Evaluation of School Leaders/Administrators in 
New Mexico

New Mexico Education Code .69.3.9 on the EVALUATION OF PRINCIPAL/ADMINISTRATOR PERFORMANCE requires New Mexico school districts to implement a system of Principal/administrator performance evaluation.  Adopted in 1994, the law also requires districts to involve all Principals and supervisors of Principals in the development of evaluation criteria and data collection procedures.
Executive Summary

This handbook contains the philosophy and procedures of the New Mexico Highly Objectvie Statewide Evaluation System for School Leaders. This evaluation model is a reflection of the most recent research and knowledge about school leadership and leader evaluation.  It represents the work of many New Mexico educational stakeholders familiar with the state’s Competencies for Principals and supportive of successful leadership performance linked to administrator professional development.

The term school leaders is intended to address both the principal and assistant principal in a school.  Though the roles of the principal and the assistant principal are often viewed as different, and assistant principals need to be mentored and guided through the New Mexico Principal Leadership Competencies (NMPLC).  This is imperative to ensure principals and assistant principals develop and gain competency in all areas of the NMPLCs to become successful school leaders.
The stakeholder committees developed an evaluation model appropriate to the roles and responsibilities of highly effective school administrators.  This model may be used to evaluate school administrator performance while encouraging personal reflection as well as professional learning and development. 

This school leader evaluation model:

· will be implemented statewide;
· utilizes objective and subjective data (e.g., multiple measures of student achievement as well as data from organizational stakeholders);
· facilitates personal goal setting by the administrator and the supervisor;

· allows supervisors to evaluate leaders according to a set of research-based competency standards;

· enables supervisors to set context specific goals for leadership performance;

· acknowledges administrator progress toward accomplishment of school improvement goals;

· maintains a focus on continuous personal and professional development; and 

· encourages mentoring and coaching relationships with other administrators.
The New Mexico Highly Objective Statewide Evaluation System for School Leaders adheres to the principles of the Code of Ethics of the Education Profession.
CODE OF ETHICS OF THE EDUCATION PROFESSION

We, professional educators of New Mexico, affirm our belief in the worth and dignity of humanity.  We recognize the supreme importance of the pursuit of truth, the encouragement of scholarship, and the promotion of democratic citizenship.  We regard as essential to these goals the protection of freedom to learn and to teach with the guarantee of equal educational opportunity for all.  We affirm and accept our responsibility to practice our profession according to the highest ethical standards.  We acknowledge the magnitude of the profession we have chosen, and engage ourselves, individually and collectively, to judge our colleagues and to be judged by them in accordance with the applicable provisions of this code.

A.
Principle I: Commitment to the Student.  We measure success by the progress of each student toward achievement of his/her maximum potential.  We therefore work to stimulate the spirit of inquiry, the acquisition of knowledge and understanding, and the thoughtful formulation of worthy goals.  We recognize the importance of cooperative relationships with other community institutions, especially the home.  In fulfilling our obligation to the student, we:

(1)
Deal justly and considerately with each student.

(2)
Encourage the student to study and express varying points of view and respect his/her right to form his/her own judgment.

(3)
Conduct conferences with or concerning students in an appropriate place and manner.

(4)
Seek constantly to improve learning facilities and opportunities.

B.
Principle II: Commitment to the Community.  We believe that patriotism in its highest form requires dedication to the principles of our democratic heritage.  We share with all other citizens the responsibility for the development of sound public policy.  As educators, we are particularly accountable for participating in the development of educational programs and policies and for interpreting them to the public.  In fulfilling our obligations to the community, we:

(1)
Share the responsibility for improving the educational opportunities for all.

(2)
Recognize that each educational institution has a person authorized to interpret its official policies.

(3)
Acknowledge the right and responsibility of the public to participate in the formulation of educational policy.

(4)
Evaluate through appropriate professional procedures conditions within a district or institution of learning, make known serious deficiencies, and take action deemed necessary and proper.

(5)
Assume full political and citizenship responsibilities, but refrain from exploiting the institutional privileges of our professional positions to promote political candidates of partisan activities.

(6)
Protect the educational program against undesirable infringement, and promote academic freedom.

C.
Principle III: Commitment to the Profession.  We believe that the quality of the services of the education profession directly influence the future of the nation and its citizens.  We therefore exert every effort to raise educational standards, to improve our service, to promote a climate in which the exercise of professional judgment is encouraged, to demonstrate integrity in all work-related activities and interactions in the school setting, and to achieve conditions which attract persons worthy of the trust to careers in education. Aware of the value of united effort, we contribute actively to the support, planning, and programs of our professional organizations.  In fulfilling our obligations to the profession, we:

(1)
Recognize that a profession must accept responsibility for the conduct of its members and understand that our own conduct may be regarded as representative of our profession.

(2)
Participate and conduct ourselves in a responsible manner in the development and implementation of policies affecting education.

(3)
Cooperate in the selective recruitment of prospective teachers and in the orientation of student teachers, interns, and those colleagues new to their positions.

(4)
Accord just and equitable treatment to all members of the profession in the exercise of their professional rights and responsibilities.

(5)
Refrain from assigning professional duties to nonprofessional personnel when such assignment is not in the best interest of the student.

(6)
Refrain from exerting undue influence based on the authority of our positions in the determination of professional decisions by colleagues.

(7)
Keep the trust under which confidential information is exchanged.

(8)
Make appropriate use of the time granted for professional purposes.

(9)
Interpret and use the writings of others and the findings of educational research with intellectual honesty.

(10) Maintain our integrity when dissenting by basing our public criticism of education on valid assumptions as established by careful evaluation of facts.

(11) Respond accurately to requests for evaluation of colleagues seeking professional positions.

(12) Provide applicants seeking information about a position with an honest description of the assignment, the conditions of work and related matters.

D.
Principle IV - Commitment to Professional Employment Practices.  We regard the employment agreement as a solemn pledge to be executed both in spirit and in fact in a manner consistent with the highest ideals of professional service.  Sound professional personnel relationships with governing boards are built upon integrity, dignity, and mutual respect between employees, administrators, and local school boards. In fulfilling our obligations to professional employment practices, we:

(1)
Apply for or offer a position on the basis of professional and legal qualifications.

(2)
Apply for a specific position only when it is known to be vacant and refrain from such practices as underbidding or commenting adversely about other candidates.

(3)
Fill no vacancy except where the terms, conditions, and policies are known.

(4)
Adhere to and respect the conditions of a contract or to the terms of an appointment until either has been terminated legally or by mutual consent.

(5)
Give prompt notice of any change in availability of service, in status of applications, or in change in position.

(6)
Conduct professional business through recognized educational and professional channels.
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Statement of Philosophy

Concerning the Evaluation of Principals and Assistant Principals

in the State of New Mexico

The primary purpose of this statewide evaluation system is to enhance the performance of principals and assistant principals. In establishing this evaluation framework, we believe that the School Leader has tremendous impact on student success and the school environment. The state of New Mexico is committed to providing a quality educational program for all students. An effective performance based evaluation system that supports professinal development is essential to accomplishing this goal. The evaluation system will also provide information for appropriate personnel employment decisions. 

An effective performance based developmental evaluation system requires commitment by leaders in the school district, and at the state level (including legislators) to provide the time and resources necessary for effective implementation. Ongoing professional development to support both the implementation process and the School Leader’s goals needs to be an integral part. It also requires alignment of the system with other relevant state level systems, such as leadership recruitment, preparation, licensure, induction and teacher evaluation. With these commitments, the evaluation system will make a positive difference for the education of students in New Mexico.

The New Mexico performance based developmental evaluation system will be a collaborative, continuous process of formative and summative activities designed to measure proficiency on the New Mexico Principal Leadership Competencies (NMPLC) and to foster continuous professional growth and improvement. The components of the process will include the identification of competency-driven performance goals, documentation and conferencing about performance, and participation in professional development to enhance performance. These activities will be implemented consistently statewide in order to guide decisions regarding employment, while promoting objectivity, fairness, and a climate of respect, professionalism and mutual trust.
Overview Of The Process Used To Develop 
The New Mexico Highly Objective Statewide Evaluation System 
for School Leaders

This document contains the work of school leadership stakeholders from the state of New Mexico.  Beginning in the spring of 2006, the New Mexico State Department of Education convened a series of design teams and work groups to develop a highly objective state-wide evaluation system for school leaders in the state of New Mexico. 
The 2006 Spring Design Team, which was created to develop a plan for the creation of the statewide evaluation system, achieved the following:

· Reviewed literature on effective leadership and evaluation;

· Developed a statement of philosophy concerning the evaluation of School Leaders and assistant school leaders in the state of New Mexico;

· Developed a set of guiding principles for the implementation of a highly objective statewide evaluation system;

· Designed a graphic framework;

· Drafted guiding principles;

· Reviewed and made recommendations concerning the revision and use of New Mexico administrative competencies;

· Reviewed and discussed evaluation models used in the state; and

· Designed a process for developing the statewide, highly objective evaluation system for school leaders and assistant school leaders in New Mexico.

During the 2006-2007 school year two additional teams were developed.  The teams were identified as the Competency Team and the Design Team.

The Competency Team was charged with developing the leadership competencies that would be used in the statewide evaluation system.  This team:

· Reviewed literature on effective leadership practice;

· Reviewed national standards and the standards of other states;

· Developed a set of school leadership competencies; and

· Developed criteria and descriptors for each competencies area.
The Design Team was charged with developing the system, based on the recommendations and foundational work of the 2006 Spring Design Team. This group: 

· Reviewed the evaluation systems of several states and large school districts;

· Reviewed the New Mexico 3-tiered Teacher Licensure Performance Evaluation for teachers;

· Developed a highly objective state wide evaluation system; and

· Developed a users manual to facilitate the implementation of the evaluation system.

Section II

INTRODUCTION
System Overview

The following handbook was developed as a guide to support the implementation of an objective high-quality evaluation system for New Mexico School Leaders and those who supervise them.  The following section includes the Guiding Principles that provide a foundation for the evaluations, a Glossary of Terms, the New Mexico Principal Competencies based on current research and educational literature, Levels of Performance and Competency Rubrics that were developed to provide consistency in identifying levels of performance. 
Guiding Principles

The following principles are presented as reminders to school district personnel as they begin implementing the new statewide evaluation system. 

· Whereas evaluation may be cyclical, professional growth is ongoing and continuous.

· Growth occurs in a collaborative culture where professionals learn and grow together.

· Various levels of experience and job responsibilities require differing levels of support by others.

· The self-reflective practitioner is knowledgeable of and proficient in gathering and analyzing multiple measures of feedback and data.

· Ownership of one’s individual growth plan produces best results.

· Trust is a foundational piece that is essential to authentic growth.

· Performance assessment should reinforce the significant role of learning in the school.

· Educational leaders must demonstrate competence as the instructional leaders of the school.

· The evaluation process should correlate with the school improvement process.

· Honest communication and interpersonal skills are essential to professional improvement.

· School Leaders must provide the leadership for collaborative discussions that establish goals and objectives.

· The evaluation process should be flexible enough to account for the varying complexities of the role.

· Performance evaluation should affirm the value of the role of School Leader as the key school-level leader.

To effectively implement these evaluation principles, the system should be based upon established standards of leader performance and:

· Use multiple measures to assess performance;

· Use knowledgeable, fair decision-makers as evaluators;

· Provide data for reflection and growth;

· Focus upon a limited number of professional goals;

· Foster self-diagnosis, self-reflection, and self-correction;

· Be flexible enough to account for the varying complexities of the role; and
· Acknowledge the various career stages of the School Leader.
New Mexico School Leader Evaluation System

Glossary of Terms

Accountability Literacy: “To be literate in accountability, leaders need to be competent in a number of areas, including having the ability to interpret data; negotiate support for education in political, professional, and community settings; and understand what data can and cannot tell about students” (Winograd, 2005). This kind of deep understanding about appropriate data use goes far beyond the ability to use technology tools; it “requires not only capturing and organizing ideas but also turning the information into meaningful actions” (Senge, 1999, as cited in Earl & Katz, 2002, p. 1, 2005).
Competency Areas: Competency areas are groupings of criteria that are similar.  They serve no procedural function in the evaluation process.  These leadership domains could be omitted from the evaluation process without altering the effectiveness of the system.  Leaders cannot be held accountable for such broad areas, and thus leaders should not be evaluated on them directly.  Their primary value is in assisting personnel in understanding that the criteria represent major areas of responsibility.

Criteria:  Criteria are the performance expectations of a leader.  They are job-related expectations or standards that can be assessed and are based on research of effective leadership practice.  Indicators represent the standards of performance or competence for leaders throughout the state.  They provide the consistent content for each component of the evaluation process and development plans are written to improve performance on the leadership criteria.  Because of the continually expanding knowledge base, criteria should be reviewed every 5-6 years.

Evaluation System Review:  The statewide system for the evaluation of educational leaders should be reviewed on a regular basis to promote the maintenance of an effective, fair, and efficient system that is comprehensive, performance-based, and focused on leadership improvement.

Formative Evaluation: The formative phase of evaluation is the ongoing process of documentation, conferencing, and growth.  It is the “developmental” phase of the evaluation 

Grievance:  All professionals have the right file a grievance when she or he perceives that a violation of the evaluation process has occurred.  Procedures for filing grievances should be developed by the state.
Indicators: Indicators are phrases that help communicate the meaning of a criterion.  The indicators represent specific behaviors often associated with the expected performance described by the criterion.  They are examples of behaviors; they are not all-inclusive lists.  Indicators do not stand on their own; they are not the basis for any component or any specific tool used in an evaluation system.  Leaders are not accountable for performing descriptors; rather, they are accountable for the performance described by the criterion. 

Leadership Inputs and Outputs: Many sets of standards state what leaders should be able to know and do in the exercise of their profession.  When focusing on what a leader should do, the focus is on inputs; when focusing on what results they can achieve, the focus in on outputs. Leadership standards should clearly articulate the focus of the standards.

Performance-based Developmental Evaluation: Performance-based developmental evaluation is a process  for professional improvement that includes identifying performance expectations, documenting performance, conferencing about performance, developing plans to improve performance, and making personnel decisions based on performance. 

Planned Data:  Planned data include all information purposefully collected by the supervisor—observed data (i.e., observations of performance, either scheduled or unscheduled), non-observed data (i.e., data collected by the evaluator that represent the perceptions of others concerning specific criteria), and artifact data.

Review/Appeal:  A leader may request an appeal of professional judgment.  This review/appeal is not to be confused with a grievance.  A grievance is related to a perceived violation of the evaluation process, whereas a review is related to a professional judgment made by the supervisor during the formative process, and an appeal is related to a professional judgment made by the supervisor during the summative process.  Procedures for requesting reviews/appeals should be developed by the state.

Rubric:  Rubrics provide a description of differing levels of performance (e.g., needs improvement, satisfactory, outstanding).  These descriptions serve to define the points on a rating scale in operational terms and enable reviews of leadership to be more objective. 

School Leader: Address both the principal and the assistant principal.
Summative Evaluation: The summative phase of the evaluation takes place at the completion of the evaluation cycle.  It typically involves a summative conference and decisions about employment.  

Summative Evaluation Report:  A summative evaluation report represents a supervisor’s judgment about a leader’s performance during the evaluation  cycle. The report is a summary of performance for each criterion.  It also includes the supervisor’s recommendation concerning continued employment.
Supervisor: District personnel responsible for the evaluation process of principals and assistant principals. 
Unplanned Data:  Unplanned data include information that comes to the attention of the supervisor without purposeful intent to collect those data.  It may include both observations and artifacts.
New Mexico Principal Competencies

Instructional Leadership:

A Focus on Teaching and Learning 

1.  Instructional leaders promote the success of all students by maintaining a culture that supports student achievement, high quality instruction, and professional development, to meet the diverse learning needs of the school community.  The school leader:

1.1   Works with all members of the school community to make quality instruction a prime focus. 

1.1.1   Create a school schedule that supports the instructional 


goals of the school

1.1.2   Communicate the school’s instructional goals and progress to school stakeholders on a regular basis

1.1.3   Participate in school-wide professional development activities

1.1.4   Encourage staff members to take leadership roles in the instructional program

1.2   Understands teaching, learning and culturally responsive pedagogy. 
1.2.1   Facilitate discussion and instructional planning among classroom teachers and special area teachers (e.g., ESL, Bilingual, SED) to enhance student learning

1.2.2   Plan professional development opportunities focused on culturally responsive pedagogy

1.2.3   Provide post evaluation feedback to teachers regarding their practice 

1.3   Demonstrates accountability literacy in making decisions about  student success and achievement.  
1.3.1   Support and encourage the use of different means to assess student performance 

1.3.2   Collect, analyze and use multiple sources of data

1.3.3   Share and discuss multiple sources of data with teachers to support instructional decision making

1.4   Implements the 3-Tier Licensure Teacher Performance Evaluation System to promote high quality teaching and professional learning. 

1.4.1   Conduct consistent formal and informal teacher observations 

1.4.2   Link staff evaluation and professional development opportunities 
1.4.3   Develop a mentoring and coaching program, with the idea of building instructional leadership among staff

1.4.4   Provide time for teachers to reflect on their practice and observe exemplary colleagues
1.4.5   Ensure that teachers connect instructional improvement plans to accountability data
 1.5   Provides regular feedback to staff relative to changes in skills, knowledge, and behaviors related to professional growth. 

1.5.1   Utilize positive feedback to reinforce appropriate and effective classroom skills and behaviors 
1.5.2   Provide clear and specific information supporting classroom observations through sound educational research

1.5.3   Utilize accountability literacy to reinforce responsive teaching and learning skills and strategies

1.6   Understands and values the diversity and history of the school community in making curricular and school policy decisions. 

1.6.1   Survey the needs and strengths of the school community
1.6.2   Ensure that the cultures, languages, and traditions of the community are reflected in the curriculum


1.6.3   Encourage school staff to use the cultures, languages, and traditions of the school community as learning tools

1.6.4   Use knowledge of the school community’s culture, languages, and traditions to inform policy making decisions

1.7    Make use of diverse community members’ experience, language, and knowledge to enrich teaching and learning. 

1.7.1   Develop diverse partnerships that advocate for student needs

1.7.2   Involve teachers in exploring diverse community members’ funds of knowledge to enhance student learning

1.7.3   Research diverse community members’ interests and expertise that can be used in the curriculum 

Communication 

2. Educational leaders use communication and relationship building skills to meet the diverse needs of their school community. The school leader: 

2.1 Engages in honest and respectful interactions with all stakeholders to make thoughtful, objective decisions that demonstrate sensitivity and integrity. 
2.1.1   Develop various advisory groups representative of the school community (teachers, parents, students, and other community members)
2.1.2   Involve advisory groups in making school-wide decisions

2.1.3   Encourage and support members of the school community to assume leadership roles

2.2   Builds and sustains relationships through team development and mediation skills to promote a climate of cooperation and student success.  

2.2.1   Work with staff to develop a plan for a safe and trusting environment

2.2.2   Implement a system to mediate conflicts 

2.2.3   Model collaborative values and attitudes

2.3   Supports an environment of collaboration, inclusion, and respect. 

2.3.1   Model collaboration, inclusion and respect

2.3.2   Adopt an open-door policy

2.3.3   Utilize shared-decision making when appropriate

2.4   Communicates with others objectively, sensitively, fairly, and ethically. 

2.4.1   Protect the rights and confidentiality of students and staff

2.4.2   Make decisions based on multiple sources of data

2.4.3   Demonstrate a personal and professional code of ethics

2.5   Supports meaningful relationships that promote teaching and learning in the school community through communication skills such as speaking, writing and active listening. 

2.5.1   Model correct speaking, writing and active listening skills

2.5.2   Facilitate conversations on teaching and learning

2.5.3   Explain the state assessment system and how to interpret student results to teachers and parents in culturally responsive ways

2.6   Communicates with all school and community stakeholders concerning current school issues. 

2.6.1   Communicate the vision, mission and strategic plan to all stakeholders through newsletters, websites, and community gatherings

2.6.2   Communicate district, state and national policy issues to school and community stakeholders

2.6.3   Celebrate school accomplishments

2.7   Maintains a continuous dialogue with decision makers who affect the leader’s school community. 

2.7.1   Invite decision makers to attend a school community meeting on accountability literacy

2.7.2   Attend district, regional and state meetings concerning educational issues

2.7.3   Build networks that support communication
Professional Development

3.  School leaders organize and coordinate professional learning opportunities that are aligned with the New Mexico Professional Development Framework and support the diverse learning needs of the community.  The school leader:

3.1  Designs comprehensive, integrated and systemic ongoing professional development opportunities for their faculty and their community. 


3.1.1   Organize professional development activities that focus on the school strategic plan

3.1.2   Develop professional activities in support of individual and group teacher professional development plans

3.1.3   Provide professional development opportunities for parents and community members

3.1.4   Complete the New Mexico Professional Development Program Evaluation Form

3.2   Participates in comprehensive, integrated and systemic ongoing professional development. 

3.2.1   Collaborate with the supervisor to develop an annual professional development plan prior to the beginning of the school year

3.2.2   Participates in professional development activities that support goals identified on the professional development plan

3.3   Collaborates with key partners and utilizes technology to create professional development programs for themselves, faculty and community. 

3.3.1   Collaborates with key partners in the development of the school strategic plan to identify and implement professional development 

3.3.2   Utilizes technology as a resource and to achieve school goals
3.4   Promotes reflection as a critical process for professional growth for themselves, their faculty and their community.  

3.4.1   Utilizes reflective questions to stimulate thoughtful dialogue and create insight among faculty and community members relative to student success

3.4.2   Participates in reflective activities to support continuous professional growth

3.5   Understands that administrators and faculty need sustained mentoring and coaching for professional growth.  

3.5.1   Assigns a formal mentor to all new faculty members

3.5.2   Provides time and resources for continuous mentor/mentee and coaching activities
3.6   Identifies and assesses student and staff performance to inform professional development needs.  
3.6.1   Utilizes current knowledge of instruction, group dynamics and human relations to identify growth areas that will improve instruction and increase student success
3.6.2   Develops and organize professional activities that focus on improving student learning 

3.6.3   Utilizes a variety of data to identify and support professional development needs

3.7   Utilizes relevant professional literature and knowledge to inform professional development. 

3.7.1   Consistently seeks information and reviews articles on current educational issues
3.7.2   Participates in professional organizations
3.7.3   Consistently reviews professional literature

Operations Management
4.  Operations management involves managing the school campus, budget, and day to day operations for equitably meeting the diverse learning needs of the school community. The school leader:

4.1  Manages the school campus to ensure that the environment is safe and clean for students and staff. 

4.1.1   Demonstrate an understanding of the principles and issues of school safety and security

4.1.2   Effectively understand the limitations of the campus and utilizes space to maximize the learning environment
4.1.3   Ensure that the campus, equipment, and support systems operate safely, efficiently and effectively

4.1.4   Take appropriate steps to ensure that an aesthetically pleasing school environment is created and maintained

4.2 Manages the school budget to ensure that resources are maximized for student achievement. 

4.2.1   Monitor and evaluate the effectiveness and equity of the allocation of fiscal, human, and material resources (i.e. supplies, equipment, facilities, textbooks, technology, etc.) 

4.2.2   Seek additional resources to support school improvement goals

4.2.3   Effectively utilize existing resources in the support of the schools mission and vision

4.2.4   Garner additional resources (e.g. diverse staff, materials, professional development) to support successful implementation of the mission and vision of the school

4.2.5   Demonstrate an understanding of federal and state policies and laws as well as title programs pertaining to culturally and linguistically diverse schools

4.2.6   Demonstrate an understanding of the New Mexico chart of accounts, district revenue sources and their appropriate utilization

4.3 Manages the day to day operations to maximize the efficiency of the school. 

4.3.1   Assure that the necessary resources are aligned and available to carry out specific programmatic needs (SPED, Bilingual, Title I programs, school safety, etc.)

4.3.2   Implement operational procedures that maximize opportunities for successful learning

4.3.3   Demonstrate an understanding and ability to manage collective bargaining and other contractual agreements related to the school

4.3.4   Regularly monitor and modify organizational systems as needed to ensure success for all students
4.3.5   Demonstrate procedures for ensuring confidentiality and privacy of school records

4.3.6   Utilize current technology to enhance communication and increase efficiency

4.3.7   Demonstrate efficient time management by prioritizing tasks and meeting established deadlines

4.3.8   Ensure that time is managed to maximize attainment of organizational and school goals

4.4 Demonstrates understanding of and advocates for federal and state policies and laws to support the education of culturally and linguistically diverse students and students with disabilities and exceptionalities. 
4.4.1   Demonstrate how instructional programs and curriculum are in compliance with federal and state laws and policies

4.4.2   Demonstrate how budget and allocation of resources comply with federal and state laws and policies

4.4.3   Articulate an understanding of the challenges in meeting current federal and state laws and policies
Community Leadership 

5. Community leadership is demonstrated by developing and engaging the larger community in the knowledge of and advocacy for equity in meeting the diverse learning needs of the school community. The school leader:

5.1  Models accountability literacy by collaborating with the school community to analyze data to improve student achievement. 

5.1.1   Create opportunities to inform the school community about the types and uses of data to inform student learning

5.1.2   Provide opportunities for school community members to analyze various types of student data to address student learning needs

5.2 Develops community partnerships to enhance student achievement.  To fulfill this criterion the school leader might:

5.2.1   Create a list of community organizations and institutions that may contribute and enhance student learning 

5.2.2   Provide opportunities for community organizations and institutions to learn about the strengths and needs of the school

5.2.3   Share multiple sources of data with community organizations and institutions to garner input and support in improving student achievement

5.3 Monitors and evaluates the distribution of educational resources In partnership with the school community  to ensure excellence and equity. 

5.3.1   Involve members of the school community in the development of the school budget
5.3.2   Demonstrate how the school budget supports the needs of all students
5.4  Assists parents in developing leadership skills to advocate for their children. 


5.4.1   Facilitate conversations among parents representative of the school community on budgets, school policy, and data 

5.4.2   Provide training and opportunities for all parents/guardians to become advocates


5.4.3   Participate in and encourage meetings led by parents that are representative of the diverse school community to discuss educational initiatives that honor the culture, languages, and traditions of the school community
5.5  Communicates and collaborates with educational policymakers to ensure that policies and decisions promote student safety and learning. 

5.5.1   Facilitate conversations between parents and policymakers regarding student and school community needs

5.5.2   Develop alliances for collective action to address school community needs

5.5.3   Demonstrate an understanding of the local and state political landscape

NMPLC Evaluation Rubrics 
Performance Levels

Supervisors (i.e., superintendent, assistant/associate superintendents, or other designee) of School Leaders will formally assess the School Leader’s performance using four categories (The term school leader refers to school level administrators):    

Does Not Meet Competency:

This school leader does not meet the criteria to be considered competent and shows little evidence of improvement and/or willingness to improve. Some examples of practices of this school leader may include:

· The school leader fails to respond to concerns in a timely manner or to follow through on responsibilities.  

· The school leader violates state or federal laws, compliance issues, board policy or procedural directives, and negotiated agreements more than once.  

· The school leader may break the law and jeopardize the school and/or district, exhibit poor professional practices and unprofessional behavior and/or insubordination.  

· The school leader’s performance is marginal, as reflected in school performance trend data. 

Nearing Competency:

The school leader who is nearing competency  shows commitment to reaching competency, accepts suggestions, accepts mentoring and coaching, and develops processes to improve.  The school leader is knowledgeable of his or her strengths and weaknesses, actively seeks ways to grow professionally, and shows commitment to the work of the district.  The school leader shows improvement over time.  Violations of federal or state law, district policy, procedural directives, compliance issues are dealt with immediately and are not repeated. 

Meets Competency:

The school leader who is competent meets the basic requirements for success, fully implements mandates and is proficient in the work of school administration.  The school leader is cooperative with supervisor and colleagues, attends and participates.  The school leader does not violate and ensures compliance with federal, state, and district policies and procedural directives. This is the required performance level for school leaders.  School leaders must meet competency for a period of 3 consecutive years before moving to the two-year evaluation cycle.  

Exceeds Competency:

The school leader who exceeds competency meets the basic tasks and/or intent of all the criteria for a competency and impacts individuals at the district or state level. Some examples of practices of this school leader may include:

· The school leader shares information on effective practices at district/state conferences.
· The school leader serves as a role model for teacher leaders at his/her school .
· The school leader mentors other school leaders outside of his/her building.  

· The school leader leads distict/state organizations/committees to improve instruction for all students.
New Mexico School Leader Competency Rubrics
Instructional Leadership: A Focus on Teaching and Learning

Evaluation Rubric 
	1.  Instructional leaders promote the success of all students by maintaining a culture that supports student achievement, high quality instruction, and professional development, to meet the diverse learning needs of the school community.  The school leader:

	
	Does not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	1.1 Works with all members of the school community to make quality instruction a prime focus. 


	· School schedule is not aligned with instructional goals of the school
	· School schedule has been developed but is aligned to only some instructional goals of the school 
	· 1.1.1  Creates a school schedule that supports the instructional goals of the school
	· Creates a school schedule and programmatic content that is aligned to the goals of the school and the needs of the diverse student population

	
	· School’s instructional goals are developed with little to no input of stakeholders.
	· Infrequently communicates the school’s instructional goals and progress to school stakeholders
	· 1.1.2   Communicates the school’s instructional goals and progress to school  stakeholders on a regular basis
	· Communicates and engages in authentic conversations with school stakeholders regarding instructional goals and progress and uses this information to inform/guide instruction

	
	· Does not participate nor lead professional development activities
	· Minimally attends professional development activities 
	· 1.1.3  Participates in school-wide professional development activities
	· Participates, facilitates and/or presents school and district-wide professional development activities.

	
	· Staff members are not encouraged to take leadership roles in the instructional program
	· Few staff members take leadership roles in the instructional program
	· 1.1.4  Encourages staff members to take leadership roles in the instructional program
	· Encourages, facilitates, and mentors staff to take leadership roles in the instructional program

	1.2  Understands teaching, learning and culturally responsive pedagogy. 

	· Classroom teachers and special education teachers do rarely collaborate
	· Some collaboration among classroom teachers and special education teachers
	· 1.2.1Facilitates discussion and instructional planning among classroom teachers and special education teachers to enhance student learning
	· Facilitates discussion, instructional planning and professional development among all teachers regarding ESL, Bilingual Education, and Special Education

	
	· Professional development opportunities do not recognize the need for culturally responsive pedagogy.
	· Professional development opportunities infrequently focus on culturally responsive pedagogy 
	· 1.2.2 Plans professional development opportunities focused on culturally responsive pedagogy
	· Plans and guides the professional growth of other principals in providing culturally responsive instruction in their respective schools

	
	· Pattern of not discerning/addressing performance/conduct concerns
	· Post evaluation feedback to teachers provides little to no guidance in improving teacher practice
	· 1.2.3 Provides post evaluation feedback to teachers regarding their practice
	· Frequently visits classrooms and provides reflective questions for teachers to inform their instruction



	1.3 Demonstrates accountability literacy in making decisions about  student success and achievement. 


	· Student performance is assessed only through NMSBA results
	· Isolated use of teacher developed classroom assessments
	· 1.3.1   Supports and encourages the use of different means to assess student performance 
	· Provides guidance to teachers in the development and analysis of short cycle assessments to inform effective instructional practice

	
	· Little to no data analysis by subgroups and/or aligned with instructional needs
	· Data analysis of subgroups is not aligned to specific instructional needs
	· 1.3.2   Collects, analyzes and uses multiple sources of data to guide instructional practices 
	· Guides teachers in collecting and analyzing multiple sources of data to guide instructional practices.

	
	· NMSBA data is not disaggregated by subgroups
	· Teachers use short cycle assessments to monitor individual student needs
	· 1.3.3   Shares and discusses multiple sources of data with teachers to support instructional decision making
	· Guides other principals in using multiple sources of data to inform instruction in their respective schools

	1.4   Implements the 3-Tier Licensure  Teacher Performance Evaluation System to promote high quality teaching and professional learning. 


	· Pattern of missing evaluations and system deadlines
	· Conducts only formal observations 
	· 1.4.1   Conducts consistent formal and informal teacher observations 
	· Conducts classroom visits using observation rubric and charts trend data to inform school improvement  

	
	· PD is not aligned to District/school EPSS
	· Professional development is aligned with District/school EPSS not staff evaluation
	· 1.4.2   Links staff evaluation and professional development opportunities 
	· Mentors principals in learning to align EPSS with staff evaluations professional development, and student achievement data

	
	· No school-wide system for instructional planning, collegial conversations, PDSA, data, etc.
	· Collaboration time is scheduled with little to no guidance for teachers in building instructional leadership
	· 1.4.3   Develops a mentoring and coaching program, with the idea of building instructional leadership among staff
	· Collaborates with district personnel and other principals to inform the continuous improvement of district mentoring program

	
	· Time is not allocated for teacher collaboration and/or opportunities for peer observations
	· Allocates some time for teacher collaboration but provides no guidance/faciliation in reflection of practices or peer obervation
	· 1.4.4 Provides time for teachers to reflect on their practice and observe exemplary colleagues
	· Provides time for teachers to collaborate to examine student work and establish levels of performance and expectations 

	
	· Accountablity data is presented to teachers
	· Accountablity data is provided to teachers
	· 1.4.5 Ensures that teachers connect instructional improvement plans to accountablity data
	· Promts, supports, and sustains conditons that encourage teachers tu use data to ask questions, reflect on meaning, and make changes in their teaching and views of students



	1.5   Provides regular feedback to staff relative to changes in skills, knowledge, and behaviors related to professional growth. 
	· Communicates infrequently with staff regarding school and instructional goals
	· Teachers receive little to no feedback regarding effective classroom skills and behaviors
	· 1.5.1   Utilizes positive feedback to reinforce appropriate and effective classroom skills and behaviors 
	· Writes reflective questions for teachers after every classroom visit to promote teacher growth and effective instructional practices



	
	· Infrequently visits classrooms and provides little to no feedback to teachers regarding instructional practices
	· Visits classrooms but does not provide feedback to teachers regarding the observations
	· 1.5.2   Provides clear and specific information supporting classroom observations through sound educational research
	· Conducts literature reviews of effective instructional practices and shares findings with teachers to encourage reflection on teaching and learning

	
	· Unable to see the need to further his/her understanding of accountability literacy to reinforce responsive teaching and learning skills/strategies
	· Developing an understanding of accountability literacy 
	· 1.5.3   Utilizes accountability literacy to reinforce responsive teaching and learning skills and strategies
	· Utilizes accountability literacy to analyze and review district data and state data of schools with similar population to review best practices

	1.6   Understands and values the diversity and history of the school community in making curricular and school policy decisions. 


	· Lack of understanding of the need to learn about school community strengths
	· Able to articulate some of the needs and strengths of the school community
	· 1.6.1   Surveys the needs and strengths of the school community
	· Guides teachers in conducting community audits of strengths to inform their teaching strategies

	
	· Cultures, languages, and traditions of the community are not reflected in the curriculum
	· Curriculum acknowledges some cultures, languages, and traditions
	· 1.6.2   Ensures that the cultures, languages, and traditions of the community are reflected in the curriculum
	· Participates in various district curriculum committees to ensure cultures, languages, and traditions of all children

	
	· Does not encourage school staff to recognize or acknowledge cultures, languages, and traditions of community as learning tools
	· Understands the need to use community cultures, languages, and traditions as learning tools
	· 1.6.3   Encourages school staff to use the cultures, languages, and traditions of the school community as learning tools
	· Provides opportunities and resources for school staff to research and collaborate in developing school-wide activities that honor cultures, languages, and traditions of school community

	
	· School policy’s are not informed by school community’s cultures, languages, and traditions
	· Some knowledge of school community’s cultures, languages, and traditions
	· 1.6.4   Uses knowledge of the school community’s culture, languages, and traditions to inform policy making decisions 
	· Uses knowledge of the school community’s culture, languages, and traditions to inform policy making decisions, instructional practices, and resource allocations.



	1.7    Make use of diverse community members’ experience and knowledge to enrich teaching and learning. 
	· No community partnerships
	· Community partnerships are not reflective of diverse student needs
	· 1.7.1   Develops diverse partnerships that advocate for student needs 
	· Develops diverse partnerships that fund instructional programs and advocate for student needs across the school district

	
	· Little to no familiarity of community members’ funds of knowledge
	· Recognizes diverse community members’ funds of knowledge to improve student learning 
	· 1.7.2   Involves teachers in exploring diverse community members’ funds of knowledge to enhance student learning
	· Collaborates and actively participates in district-wide plan to improve teaching and learning through the use of community funds of knowledge

	
	· Instruction/Curriculum does ignores community member’s expertise and interests
	· Instruction/Curriculum  recognizes some community members’ interests and expertise through adopted texts
	·  1.7.3   Researches diverse community members’ interests and expertise that can be used in the curriculum
	· Curriculum reflects community member’s interests and expertise to enhance student learning


Communication

Evaluation Rubric 
	2.  Educational leaders use communication and relationship building skills to meet the diverse needs of their school community. The school leader: 

	
	Does not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	2.1 Engages in honest and respectful interactions with all stakeholders to make thoughtful, objective decisions that demonstrate sensitivity and integrity.
	· Does not have advisory groups
	· Advisory groups lack representation of the school community. One or more members are overrepresented.

Example: 5 teachers and 1 parent, who is a teacher at the school
	· 2.1.1 Develops various advisory groups representative of the school community (teachers, parents, students, and other community members
	· Has various advisory groups with equal representation of all members (including non-English speaking members) of the school community and mentors other principals in developing these advisory groups.

	
	· Does not have various advisory groups or process for gathering input from the school community
	· Some parents are visible in decision-making comittees but are  not representative of school community
	· 2.1.2 Involves advisory groups in making school-wide decisions
	· Advisory groups are involved in decision making committees and demonstrates knowledge of group development and group processes

	
	· Members of the school community are not involved in decision-making comittees and do not assume leadership roles
	· Members of the school community are invited to take leadership roles but  are not nurtured in developing leaderhsip skills 
	· 2.1.3 Encourages and supports members of the school community to assume leadership roles
	· Builds and uses distributive leadership in nurturing leadership skills among teachers, parents and community members to improve student learning

· 

	2.2   Builds and sustains relationships through team development and mediation skills to promote a climate of cooperation and student success.  


	· Works consistently in isolation and maintains distance from students, staff, and teachers
	· Collaboration is apparent with only a particular group of teachers and/parents.
	· 2.2.1 Works with staff to develop a plan for a safe and trusting environment
	· Plans for a safe and trusting environment is a collaborative effort among all stake holders and identifies activities that are mutually meaningful and valuable to the school, students, parents, families, and community members.


	
	· Avoids conflict by avoiding decisions, topics, or programs that may bring about conflict
	· Sometimes mediates conflict but no system or process is in place for clarifying or addressing controversial issues
	· 2.2.2   Implements a system to mediate conflicts 
	· Uses effective group-processes, consensus-building, and conflict resolution strategies in school improvement efforts


	
	· Little to no collabration opportunities are made available to staff, teachers, and/or parents 
	· Inconsistencies exist in the type and extent of collaboration available to staff, teachers, and/or parents
	· 2.2.3   Models collaborative values and attitudes
	· School climate encourages respect, sensitiviy, and appreciation for diversity



	2.3   Supports an environment of collaboration, inclusion, and respect. 


	· Little to no collabration opportunities are made available to staff, teachers, and/or parents
	· Collaboration opportunities are lilmited to only a few staff, teachers, and/or parents
	· 2.3.1   Models collaboration, inclusion and respect
	· Able to recognize patterns of discrimination; identying strategies to eliminate inequitable treatment



	
	· Appointments need to be made through the secretary for all issues/conferences
	Sometimes appointments are necessary but there is no forum for discussing issues of concern
	· 2.3.2   Adopts an open-door policy
	· Provides forums for dissent and discussion and uses this information to inform final decisions.



	
	· All decisions are done unilaterally
	· Process of shared decision-making is done occasionally but facilitation is difficult
	· 2.3.3   Utilizes shared-decision making when appropriate
	· Facilitates the identification of priority needs, based on the data analysis, to address in a school-wide effort


	2.4   Communicates with others objectively, sensitively, fairly, and ethically. 


	· Unfamiliar with  federal and state laws governing confidentiality of students/staff.

· May have numerous complaints/suits with Equal Education Opportunity Office or other governing body
	· Somewhat familiar with federal and state laws governing confidentiality of students/staff and has had some incidents where student/staff rights have been violated
	· 2.4.1   Protects the rights and confidentiality of students and staff
	· Complies with federal and state laws governing confidentiality of students/staff.

· Provides opportunities for staff to develop an understanding of the  educational, social, and political implications of discrimination and  how student success is affected



	
	· Little to no data is used for decision-making processes

· Little to no knowledge of various types and uses of data
	· Data is used occasionally to make decisions

· Some knowledge of various types and uses of data
	· 2.4.2   Makes decisions based on multiple sources of data
	· Engages staff and other stakeholders in a collaborative process to clarify the problem(s) through the use of multiple sources of data
· Able to identify, frame and solve problems collaboratively based on data collection

	2.5   Supports meaningful relationships that promote teaching and learning in the school community through communication skills such as speaking, writing and active listening. 
	· Does not edit all written community

· Does note moderate language (quality, vocabulary, tone) when speaking with staff, students, or parents
	· Speaks and writes correcly but has difficulty listening to other person’s point of view
	· 2.5.1   Models correct speaking, writing and active listening skills
	· Aware of effective communication skills that build a positive school environment by congruent messages; listening; using feedback and being aware of nonverbal communication 

	
	· Teaches are not provided time to collaborate regarding teaching and learning
	· Teachers have scheduled time to collaborate but are provided little guidance on how to address teaching and learning
	· 2.5.2   Facilitates conversations on teaching and learning
	· Provides opportunities for teachers and staff to collaborate on learning needs of multicultural, multilingual, multiracial, economically diverse populations

	
	· Does not schedule time to explain the state assessment and/or opportunities to review information with teachers and parents 
	· Familiar with state assessment but requires assistance with interpreting student results to teachers and parents in culturally responsive ways
	· 2.5.3   Explains the state assessment system and how to interpret student results to teachers and parents in culturally responsive ways
	· Acknowledges acheivement gaps of culturally and linguistically diverse students

	2.6   Communicates with all school and community stakeholders concerning current school issues. 


	· Only participating stakeholders in the development of the school’s mission, vision, and strategic plan are familiar
	· Mission and vision are posted in the school and is written in school newsletters.

· Few stakeholders are familiar with school’s strategic plan
	· 2.6.1   Communicates the vision, mission and strategic plan to all stakeholders through newsletters, websites, and community gatherings
	· Communicates the school vision, school goals and ongoing progress toward attainment of goals to staff, parents, students, and community members
· Identifies positive and proactive stragegies to strengthen community support for school goals and priforities

	
	· Communicates district policy to school staff
	· Communicates district state and national policy issues to school staff
	· 2.6.2   Communicates district, state and national policy issues to school and community stakeholders
	· Implements several strategies and methods using a variety of media for communicating district, state and national policy issues to school and community stakeholders

	
	· School accomplishments are rarely acknolwledged.
	· Few opportunities to celebrate school accomplishments
	· 2.6.3   Celebrates school accomplishments
	· Staff has adequate resources and opportunities to collaborate and celebrate each other and every child 

· Recognizes and celebrates the contributions of school community members to school improvement efforts

	2.7   Maintains a continuous dialogue with decision makers who affect the leader’s school community. 


	· Student achievement data is provided to teachers and student reports are sent to their homes
	· Presents student achievement data to parents and teachers
	· 2.7.1   Invites decision makers to attend a school community meeting on accountability literacy
	· Understands how to collaborate with policymakers and other stakeholders to define organzational goals and priorities, address organizational problems and create sound olices to better address the learning needs of all students.

· 

	
	· Attends required district meetings concerning educational issues
	· Attends district and regional meetings concerning educational issues
	· 2.7.2   Attends district, regional and state meetings concerning educational issues
	· Attends and Presents at district, regional and/or state meetings concerning educational issues/innovative programs

	
	· Communication across grade levels in school is done informally by teachers
	· Supports and facilitates communication across grade levels in school, through schedule
	· 2.7.3   Builds networks that support communication
	· Facilitates K-12 communication between all school levels (school feeder pattern) through various strategies and types of media


Professional Development

Evaluation Rubric 
	3.  School leaders organize and coordinate professional learning opportunities that are aligned with the New Mexico Professional Development Framework and support the diverse learning needs of the community.  The school leader:

	
	Does not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency

	3.1 Designs comprehensive, integrated and systemic on- going professional development opportunities for their faculty and their community.
	· Absence of professional development activities planned for the school
	· Some of the professional development activities align with the school strategic plan
	· 3.1.1   Organizes professional development activities that focus on the school strategic plan
	· Extensive professional development activities occur throughout the year, focusing on the strategic plan

	
	· No connection is made between professional development activities for the school and professional development plans for teachers
	· Some professional activities are aligned with teachers’ professional development plans
	· 3.1.2   Develops professional activities in support of individual and group teacher professional development plans
	· Demonstrates how professional activities directly match and support teachers’ professional development plans. Teachers have input on school professional activities.

	
	· Does not provide professional development opportunities for parents and community members
	· Limited opportunities are provided for parents and community members related to professional development (focus is narrow)
	· 3.1.3   Provides professional development opportunities for parents and community members
	· Professional development opportunities are provided for parents and community members in more than one area, with input from the school community for topics

	
	· Does not follow the New Mexico Professional Development Program Guidelines
	· Partially follows the New Mexico Professional Development Program Guidelines
	· 3.1.4   Utilizes the New Mexico Professional Development Program Guidelines and  Evaluation Form
	· Utilizes and shares the New Mexico Professional Development Program Guidelines and Evaluation Form

	3.2   Participates in comprehensive, integrated and systemic ongoing professional development. 


	· There is an absence of collaboration with the supervisor to develop an annual professional development plan
	· Limited collaboration with the supervisor to develop an annual professional development plan
	· 3.2.1   Collaborates with the supervisor to develop an annual professional development plan prior to the beginning of the school year
	· Collaboration with the supervisor, and staff, in the development of an annual professional development plan prior to a new school year

	
	· Does not participate in professional development activities to support goals on the professional development plan
	· Participates in some professional development activities related to some goal areas of the professional development plan
	· 3.2.2   Participates in professional development activities that support goals identified on the professional development plan
	· Is an active participant and models leadership during professional development activities


	3.3   Collaborates with key partners and utilizes technology to create professional development programs for themselves, faculty and community. 


	· No collaboration is evident in planning for professional development programs
	· There is limited collaboration with others (key partners) in implementation of the professional development programs
	· 3.3.1 Collaborates with key partners in the development of school strategic plan to identify and implement professional development
	· Extensive collaboration is evident with a variety of key partners in identification and implementation of professional development programs. The level of collaboration serves as a model for others.

	
	· Does not use technology as a resource to achieve school goals
	· Some use of technology for some school goal areas.
	· 3.3.2   Utilizes technology as a resource and to achieve school goals
	· Utilizes technology in creative and up-to-date ways to serve as a resource and tool to achieve school goals.

	3.4   Promotes reflection as a critical process for professional growth for themselves, their faculty and their community.  


	· Does not use reflective questions to stimulate dialogue and create new insight
	· Limited use of reflective questions in stimulating dialogue and creating new insight
	· 3.4.1   Utilizes reflective questions to stimulate thoughtful dialogue and create insight among faculty and community members relative to student success
	· Formulates and models use of reflective questions to stimulate thoughtful dialogue among faculty and community members related to student success

	
	· Does not participate in reflective activities for own growth
	· Limited use of reflection in supporting continuous professional growth
	· 3.4.2   Participates in reflective activities to support continuous professional growth
	· Leads reflective activities to support continuous growth


	3.5   Understands that administrators and faculty need sustained mentoring and coaching for professional growth.  


	· Does not assign mentors to faculty
	· Some new faculty members are given mentors
	· 3.5.1   Assigns a formal mentor to all new faculty members
	· Assigns mentors to new faculty and facilitate follow-up meetings and activities

	
	· No time is provided for mentor/mentee activities
	· Provides limited time and resources (highly restricted) for mentor/mentee activities
	· 3.5.2   Provides time and resources for continuous mentor/mentee and coaching activities
	· Facilitates completion of  mentors’ responsibilities related to observations, coaching and collecting resources


	3.6   Identifies and assesses student and staff performance to inform professional development needs.  
	Does not use knowledge (or is unaware of knowledge) related to instruction, group dynamics and human relations in identifying growth areas
	Limited knowledge (or use of knowledge) related to instruction, group dynamics and human relations to identify growth areas
	· 3.6.1   Utilizes current knowledge of instruction, group dynamics and human relations to identify growth areas that will improve instruction and increase student success
	· Serves as a leader in the use of current knowledge related to instruction, group dynamics and human relations to identify growth areas that will improve instruction and student learning

	
	· No connection is apparent between professional activities and student learning
	· Some of the professional activities focus on improving student learning
	· 3.6.2   Develops and organize professional activities that focus on improving student learning 
	· Demonstrates how all professional activities throughout the year are tied to student learning goals

	
	· No use of data is evident in identifying and supporting professional development needs
	· Use of limited, narrow data to identify and support professional development needs
	· 3.6.3   Utilizes a variety of data to identify and support professional development needs
	· Utilizes a variety of data to develop a plan for professional development 

	3.7   Utilizes relevant professional literature and knowledge to inform professional development.
	· Does not seek information  on current educational issues 
	· Limited review of information on current educational issues 
	· 3.7.1   Consistently seeks information and reviews  articles on current educational issues
	· Shares information and facilitates discussions regarding  current educational issues 

	
	· Is not a member of any professional  organizations
	· Is a member of professional organizations but does not participate 
	· 3.7.2   Participates in professional organizations
	· Accepts leadership roles in professional organizations

	
	· Does not review professional literature
	· Occasionally reviews professional literature
	· 3.7.3  Consistently reviews professional literature
	· Consistently reviews professional literature and shares information with staff and colleagues




Operations Management

Evaluation Rubric 
	4.  Operations management involves managing the school campus, budget, and day to day operations for equitably meeting the diverse learning needs of the school community. The school leader:

	
	Does not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	4.1  Manages the school campus to ensure that the environment is safe and clean for students and staff.
	·  Is not aware of the principles and issues surrounding school safety and security.
	·  Understands a few of the principles and issues of school safety and security 
	4.1.1 Demonstrates an understanding of the principles and issues of school safety and security
	· Establishes a safe and secure environment for students and staff by implementing programs guided by principles of school safety and security

	
	· Is not aware of the limitations of the campus and has not given apparent thought to how available space can be used to meet the needs of students and staff.
	· Recognizes campus limitations but is unsure how to maximize the learning environment by utilizing available space.
	4.1.2 Effectively understands the limitations of the campus and utilizes space to maximize the learning environment
	·  Effectively articulates the limitations of the school campus and establishes a detailed plan that maximizes classroom space to meet the needs of students and staff.  

	
	· Ignores safety hazards on campus. In addition, support systems and equipment are not regularly maintained to ensure safety and efficiency for staff and students.
	· Addresses only a few aspects of campus safety as they relate to the school campus, equipment and support systems.
	4.1.3 Ensures that the campus, equipment, and support systems operate safely, efficiently and effectively
	· Collabratively develops a detailed safety plan that outlines how the campus, equipment, and support systems are regularly monitored to create a safe, efficient, and effectively maintained environment for students and staff.

	
	· Does not make any attempt to create a school environment that is aesthetically pleasing to students or staff. 
	·  Shares plans for initiating a project designed to make the school environment more aesthetically pleasing to students and staff. 
	4.1.4 Takes appropriate steps to ensure that an aesthetically pleasing school environment is created and maintained
	· Involves staff in the design of a campus plan detailing needed repairs, renovations, and landscaping priorities to ensure that the school environment is aesthetically pleasing to students and staff



	4.2 Manages the school budget to ensure that resources are maximized for student success.
	· Does not have a plan for monitoring or evaluating the effectiveness and equity of the allocation of fiscal, human, and material resources.
	· Monitors and evaluates the effectiveness and equitable allocation of at least one aspect of fiscal, human, and material resources.
	4.2.1 Monitors and evaluates the effectiveness and equity of the allocation of fiscal, human, and material resources (i.e. supplies, equipment, facilities, textbooks, technology, etc.) 
	· Involves staff in the development of a plan that demonstrates that all building resources are equitably distributed to support the instructional program and academic needs of the students.

	
	· Does not seek out additional resources to support school improvement goals.
	· Identifies possible resources that could support school improvement goals.
	4.2.2 Seeks additional resources to support school improvement goals
	· Is successful in obtaining outside funding and resources to support school improvement goals.

	
	· Resources are not effectively utilized to support the school’s mission and vision.
	· Utilizes a few of the available resources to support the mission and vision of the school.
	4.2.3 Effectively utilizes existing resources in the support of the schools mission and vision
	· Demonstrates how existing resources were utilzed to support the mission and vision of the school.

	
	· Does not identify nor utilize additional resources to support successful implementation of the mission and vision of the school.
	· Occasionally garners additional resources to support successful implementation of the mission and vision of the school.
	4.2.4 Garners additional resources (e.g. diverse staff, materials, professional development) to support successful implementation of the mission and vision of the school
	· Demonstrates how additional resources were effective in supporting the implementation of the mission and vision of the school.

	
	· Does not understand federal and state policies and laws.
	· Demonstrates an understanding of some of the federal and state policies and laws.
	4.2.5 Demonstrates an understanding of federal and state policies and laws as well as title programs pertaining to culturally and linguistically diverse schools
	· Effectively articulates and communicates an understanding of federal and state policies in front of at least one stakeholder’s group.



	
	· Does not understand the New Mexico Chart of Accounts, district revenue sources and their appropriate utilization.
	· Understands some aspects of the New Mexico Chart of Accounts, district revenue sources and appropriate utilization.
	4.2.6 Demonstrates an understanding of the New Mexico chart of accounts, district revenue sources and their appropriate utilization
	· Demonstrates a sophisticated understanding of the New Mexico Chart of Accounts by guiding secretarial staff and teachers on the appropriate utilization of district revenue sources.



	4.3 Manages the day to day operations to maximize the efficiency of the school.
	· District and school resources are not aligned to carry out specific programmatic needs.
	· Has taken steps to align some district and building resources to meet as least one programmatic need in the school.
	4.3.1 Assures that the necessary resources are aligned and available to carry out specific programmatic needs (SPED, Bilingual, Title I programs, school safety, etc.)
	· Develops a detailed plan that outlines how building resources are aligned to meet the programmatic needs of all students.

	
	· Does not implement operational procedures to maximize opportunities for successful learning.
	· Occasionally implements procedures that maximize opportunities for successful learning.
	4.3.2 Implements operational procedures that maximize opportunities for successful learning.
	· Can effectively document ways in which operational procedures have been used to maximize opportunities for successful learning.

	
	· Is not aware of collective bargaining and other contractual agreements related to the school.
	· Often asks for help and guidance in administering and managing collective bargaining and other contractual agreements related to the school.
	4.3.3 Demonstrates an understanding and ability to manage collective bargaining and other contractual agreements related to the school
	· Effectively adheres to and implements all collective bargaining and contractual agreements related to the school.

	
	· Does not monitor or modify organizational systems to ensure success for all students.
	· Has taken steps to monitor and modify at least one organizational system to meet the needs of students.
	4.3.4 Regularly monitors and modifies organizational systems as needed to ensure success for all students
	· Develops and implements an effective plan for monitoring organizational systems that ensure success for all students. 

	
	· Does not ensure confidentiality and privacy of school records.
	· Occasionally follow procedures for ensuring confidentiality and privacy of school records.
	4.3.5 Demonstrates procedures for ensuring confidentiality and privacy of school records
	· Develops and implements an effective plan for ensuring the confidentiality and privacy of all school records. 

	
	· Does not utilize current technology to enhance communication and increase efficiency.
	· Occasionally utilizes technology to enhance communication and/or increase efficiency.
	4.3.6 Utilizes current technology to enhance communication and increase efficiency
	· Demonstrates how current technology has been effective in increasing the efficiency and enhanced communication with all stakeholders.

	
	· Does not prioritize tasks and meet established deadlines.
	· Occasionally prioritizes tasks to meet established deadlines.
	4.3.7 Demonstrates efficient time management by prioritizing tasks and meeting established deadlines
	· Menotors new school leaders on efficient time management by prioritizing tasks and meeting established deadlines

	
	· Does not demonstrate an awareness of time management in order to maximize the attainment of organizational and school goals.
	· Occasionally uses time effectively to attain organizational and school goals.
	4.3.8 Ensures that time is managed to maximize attainment of organizational and school goals
	· Demonstrates to other school leaders how time is effectively managed to attain the organizational and school goals.



	4.4 Demonstrates understanding of and advocates for federal and state policies and laws to support the education of culturally and linguistically diverse students and students with disabilities and exceptionalities.
	· Difficulty in complying with federal/state laws and policies 

· Instruction of culturally and linguistically diverse students and students with disablities and exceptionalities is isolated by teacher and program
	· Complies with federal and state laws and policies with little to no alignment with instructional programs
	· 4.4.1 Demonstrates how instructional programs and curriculum are in compliance with federal and state laws and policies
	· Identifies procedures to ensure equal educational opportunity in school programs

· Demonstrates knowledge of student services and programs for which students may be eligible

· Facilitates collaboration among teachers to address the learning needs of culturally and linguistically diverse students and with disablities and exceptionalities

	
	· Requires assistance in ensuring budget and allocation of resources comply with federal and state laws and policies
	· Current budget complies with federal and state laws and policies

· Requires some assistance in allocating resources
	· 4.4.2 Demonstrates how budget and allocation of resources comply with federal and state laws and policies
	· Recognizes sources of funding and restirctions on the use of various funds in meeting the educational needs of culturally and linguistically diverse students and with disablities and exceptionalities

	
	· Compliance with federal and state laws and policies is difficult

· Depends on others to assist and maintain compliance with federal and state laws and policies
	· Understands some of the challenges in meeting current federal and state laws and policies
	· 4.4.3 Articulates an understanding of the challenges in meeting current federal and state laws and policies
	· Understands how to adjust policy or procedures in accordance with state and federal requirements to provide equitable instructional services for culturally and linguistically diverse students with disablities and exceptionalities


Community Leadership

Evaluation Rubric 
	5. Community leadership is demonstrated by developing and engaging the larger community in the knowledge of and advocacy for equity in meeting the diverse learning needs of the school community. The school leader:

	
	Does not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	5.1   Models accountability literacy by collaborating with the school community to analyze data to improve student achievement.


	· Little to no familiarity about the uses or types of data to inform student learning
	· Some knowledge on the types and uses of data to inform student learning and shares information with teachers
	· 5.1.1 Creates opportunities to inform the school community about the types and uses of data to inform student learning
	· Communicates how to improve student achievement by identifying, implementing, and monitoring necessary changes

· Analyzes the process of change within school and community

	
	· School staff is provided various types of data with little to no guidance on how it infoms teaching and learning
	· School staff analyze various types of data to address student learning in their classrooms
	· 5.1.2 Provides opportunities for school community members to analyze various types of student data to address student learning needs
	· Facilitates and presents on the uses of multiple sources of data to improve student learning.

· Clearly communicates the role of assesment  in accountablity

	5.2 Develops community partnerships to enhance student learning.

	· Little to no knowledge of community organizations and institutions that may contribute and enhance student learning
	· Is knowledgeable of  some community organizations and institutions that may contribute and enhance student learning
	· 5.2.1   Creates a list of community organizations and institutions that may contribute and enhance student learning 
	· Establishes partnerships with community agencies to provide health and social services to students and families

	
	· Community organizations and institutions have no established relationship or partnership with the school 
	· Participation of community organizations and institutions in the school is limited  
	· 5.2.2   Provides opportunities for community organizations and institutions to learn about the strengths and needs of the school
	· Leads school staff to redefine themselves as a community learning center that offers educational, social, and recreational activities to adults as well as to children.
· Creates partnerships with  community groups, and organizations to promote the sharing of information and resources that are helpful to students and families. 

	
	· Community organizations and institutions have limited knowledge and information of the school and it’s challenges with student achievement
	· Input and support from community organizations and institutions to improve student learning is limited
	· 5.2.3   Shares multiple sources of data with community organizations and institutions to garner input and support in improving student achievement
	· Shares multiple sources of data with community organizations and institutions to garner input and support as well as establishes a culture of mutual accountablity in improving student achievement 

	5.3 Monitors and evaluates the distribution of educational resources In partnership with the school community  to ensure excellence and equity.
	· School community members are not involved in budget development or approval
	· Members of the school community have limited input in the development of the budget but are part of the review and approval process
	· 5.3.1 Involves members of the school community in the development of the school budget
	· Establishes school-based governance by collaborating with school community in the decision-making process by sharing ideas on school policies related to the budget, teacher hiring, improvement plans, and parent involvement activities.
· Identifies strategies for involving members of the community in the devleopment of budgets

	
	· School budget is not aligned to Educational Plan for Student Success and does not address the learning needs of all students
	· School budget is aligned to some goals of the school’s Educational Plan for Student Success 
	· 5.3.2 Demonstrates how the school budget supports the needs of all students
	· Collaborates with members of the school community to establish indicators of student success for budget expenditures and  allocation of resources to all students

	5.4 Assists parents in developing leadership skills to advocate for their children.
	· Student achievement data is distrbuted to teachers and student test results are sent home to parent
	· Presents information regarding school budget, policies, and student achievement data to school community
	· 5.4.1   Facilitates conversations among parents representative of the school community on budgets, school policy, and data 
	· Identifies strategies for involving members of the school community in the development of budgets and allocation of resources

· Parents, representatives of the school community engage in conversations on budgets, school policy, and data analysis based on an understanding of mutual respect and accountablity



	
	· Parents are not provided any type of training or personal growth opportunities
	· Training for parents is limited to GED, ESL, and/or parenting skills and not on leadership development
	· 5.4.2   Provides training and opportunities for all parents/guardians to become advocates
	· Leadership skills of parents and community members are devloped through shared decision-making opportunities

· School personnel receive professional development in the areas of communicating with parents and caregivers, assessing family needs, and serving as members of planning groups. 
· Community volunteers help teachers and other school staff develop an awareness of the families and the community in which the school is located.


	
	· Conducts parent information meetings relating to educational initiatives
	· Facilitates meetings to discuss educational initiatives with parents and other community members
	· 5.4.3   Participates in and encourages meetings led by parents that are representative of the diverse school community to discuss educational initiatives that honor the culture, languages, and traditions of the school community.   
	· Willingness to recruit parents and community members that are representative of the diverse school community for school committees, actively listen to their viewpoints, and  share decision making 


	5.5 Communicates and collaborates with educational policymakers to ensure that policies and decisions promote student safety and learning.
	· Little to no contact with educational policymakers to inform policies and decisions
	· Informs policymakers regarding student educational needs
	· 5.5.1   Facilitates conversations between parents and policymakers regarding student and school community needs
	· Educates parents on the respective functions of policymakers

· Identifies strategies for parent collaboration with policymakers in defining goals, priorities, and establish sound policies

	
	· Few partnerships are established
	· Community partnerships are established 
	· 5.5.2   Develops alliances for collective action to address school community needs
	· Identifies strategies for obtaining informatin and feedback from all stakeholder groups

· Understands how to use the feedback from the school community and other stakeholders constructively

· Applies strategies for motivating and empowering members of the school community to initiate and implement positive change

	
	· Unaware of the impact of the local or state political landscape on student achievement
	· Some knowledge of the local and political landscape and it’s impact on student achievement
	· 5.5.3   Demonstrates an understanding of the local and state political landscape
	· Understands the state and  local political landscape and works with school community to promote legislation and policies that promote student safety and learning 


Description of Evaluation Forms

The implementation of this evaluation process recommends the use of Principal Self-Evaluation questionaires (Forms A, B, D, E-1) for basic competency on the New Mexico Competencies for School Leaders (NMPLC) criteria, and an evaluation form for assessing accomplishment of EPSS goals aligned with the goals identified on the School Leader’s professional development plan (Form C).  The process also recommends the use of a comprehensive summative report (Form E-2) that synthesizes the ratings of those three areas into a job recommendation.  All forms are presented in this handbook.
Beginning-of-Year Principal Self-Evaluation (Form A, p. 63) The School leader responds to the questions on the self-evaluation and shares this information with his/her supervisor. School leaders should be clear about areas of support required from supervisor.

NMPLC Evaluation Rubric Discussion (Form B, p. 64) The school leaders uses the rubrics to assess his/her level of competence on the NMPLC.  School Leader and his/her supervisor discuss each competency area and work toward a common understanding of the supervisor’s expectations for the School Leader’s performance on each competency. 

Professional Development Plan (Form C, p. 65-66) provides a format for the School Leader and supervisor to discuss and then develop professional development goals.  Each goal should be related to a NMPLC criteria and/or an EPSS goal.  Anticipated evidence of success and projected completion dates should be identified.  

The Professional Development Plan (PDP) provides the basis for evaluating the degree to which the School Leader has accomplished his/her goals and met/exceeded competency on the NMPLC. The PDP contributes to the composite performance evaluation and job recommendation on the Comprehensive Summative Evaluation Report.  
Mid-Year Principal Self-Evaluation (Form D, p. 67) The School leader responds to the questions on the self-evaluation and shares this information with his/her supervisor. School Leaders are encouraged to seek insight from groups such as faculty, staff, parents, students about their performance and the success of their school.

End-of-Year Principal Self-Evaluation (Form E-1, p. 68) The School leader responds to the questions on the self-evaluation and shares this information with his/her supervisor. School leaders should be clear about areas of support required from supervisor to continue professional growth as a school leader.  

Comprehensive Summative Evaluation Report (Form E-2, p. 69-74) The supervisor is responsible for synthesizing the evaluation components of performance on the New Mexico Principal Leadership Competencies, achievement of school goals, and professional growth into a composite evaluation and a job employment recommendation using the Comprehensive Summative Evaluation Report.  The Comprehensive Summative Evaluation Report should be completed prior to March 1.  Summative evaluations may be conducted more frequently at the discretion of the School Leader’s supervisor or the request of the School Leader.  
Professional Growth Plan (Form F, p. 75-76) If the school leader is not meeting his/her established goals or supervisor’s expectations for the School Leader’s performance on each competency a professional growth plan is implemented. The school leader and the supervisor will complete the Professional Growth Plan Form F-1.  Upon the completion of the designated timeframe Form F-2 will be completed to designate progress.
Section III A
School Leader Evaluation System for Leaders

Zero-Three Years

(New District)

The Process:  The Highly Objective Statewide Evaluation System for School Leaders in New Mexico Zero-Three Years
This section provides an explanation of the recommended procedures for the evaluation of school leaders during the first three years of employment as a principal or assistant principal in a New Mexico School District.  It includes steps in the evaluation process, the evaluation timeline, a description of evaluation forms and suggested samples of performance data.
School Leader Evaluation—Years 1 through 3
Annual evaluations are required during the first three years of employment but additional summative evaluations may be conducted at the discretion of the School Leader’s supervisor or the request of the School Leader.  
The recommended evaluation process utilizes the New Mexico Principal Leadership Competencies (NMPLC) as a basis for defining performance expectations for school leaders.  At the beginning of employment and continuing on a regular basis throughout the school year, the school leader and his/her supervisor should discuss each competency area and work toward a common understanding of the supervisor’s expectations for the school leader’s performance on each competency.
School leaders are ultimately responsible for the accomplishment of school goals as stated in the school’s Educational Plan for Student Success (EPSS). As soon as possible after the school leader begins a new position, the school leader and supervisor should begin discussions about district and school goals and the capacity of the school leader to meet the performance expectations related to the NMPLC criteria and accomplish the school’s EPSS goals.  
Steps in the Evaluation
STEP 1: The Beginning-of-Year Principal Self-Evaluation (Form A see page  63 ) provides the basis for the school leader to reflect on his/her strengths and needs for professional growth.  
STEP 2: The NMPLC Evaluation Rubrics for each competency are created as another tool for the school leader to use as a self-assessment tool (Rubrics pages 26-46 and Form B see page 64).  School leader and his/her supervisor discuss each competency area and work toward a common understanding of the supervisor’s expectations for the school leader’s performance on each competency. School leader and supervisor begin discussions about district and school EPSS goals (Educational Plan for Student Success) and the capacity of the school leader to meet the performance expectations related to the NMPLC criteria and to accomplish the school’s goals.
STEP 3: Professional Development Plan (Form C see pages 65-66) is developed based on the school leader’s professional goals and the strategies to accomplish those professional goals. Form C should be completed no later than September 1 of the initial year and by October 1 of the second year.  Thereafter, the plan should be reviewed, discussed, and refined as appropriate on a regular basis.
STEP 4: Throughout the evaluation cycle, formative dialogue between supervisor and supervisee should be taking place.  The supervisor needs to conduct periodic (at least two) site visits to the school.  These site visits should include random classroom observations to assess the school as a whole to determine instructional implementation and compliance of district and school goals/initiatives.  The supervisor will provide information/feedback to principals to guide the school improvement planning processes.  The principal in turn will conduct regular classroom visits using some type of classroom observation rubric to gather data regarding instruction and review the data for instructional/programmatic trends.
STEP 5: No later than February, the Mid-Year Principal Self-Evaluation (Form D see p. 67) form is filled out by the principal.  School Leaders are encouraged to seek insight from groups such as faculty, staff, parents, and students about their performance and the success of their school. The school leader and supervisor meet to review data that may add to the their understanding of the School Leader’s (a) leadership competence, (b) accomplishment of school EPSS goals, and (c) accomplishment of the professional development plan. Such data are important to the school leader in the self-reflection process and to the supervisor in the process of formulating judgments for the summative evaluation. 

STEP 6: At the end of each evaluation cycle, a Comprehensive Summative Evaluation Report (Form E-2 see p. 69-74) is completed as well the End-of-Year Principal Self-Evaluation (Form E-1 see p. 68).  The report is a synthesis of performance and a formal written recommendation about employment. The Comprehensive Summative Evaluation Report  is  based upon the evaluations of the School Leader’s professional competence per the NMPLC Evaluation Discussion (Form B see p. 64), the accomplishment of the goals identified in the EPSS, and the accomplishment of the professional goals established in the Professional Development Plan (Form C see p. 65-66) or Professional Growth Plan (Form F see p. 75-76).  
****At anytime during the evaluation cycle, a Professional Growth Plan (Form F see p. 75-76 ) may be developed if the school leader is not meeting his/her established goals or supervisor’s expectations for the school leader’s performance on each competency.

Checklist for School Leader Evaluation Zero-Three Years
__1.  School leader and his/her supervisor discuss each competency area and work toward a common understanding of the supervisor’s expectations for the school leader’s performance on each competency.
__2.  School leader and supervisor discuss district and school goals and the capacity of the school leader meet the performance expectations related to the NMPLC criteria and the accomplish the school’s goals.

__3.  Professional Development Plan is developed based on the school leader’s professional goals and the strategies to accomplish those professional goals.

__4.  Ongoing:


-dialogue between supervisor and supervisee



-formative site visits by supervisor



-classroom visits and collection of trend data by school leader
__5.  Mid-Year Review - Principal Self-Evaluation

The school leader and supervisor meet  to identify and collect data that add to the their understanding of the school leader’s (a) leadership competence, (b) accomplishment of school goals, and (c) accomplishment of the professional plan.  
__6.  Ongoing:


-dialogue between supervisor and supervisee



-formative site visits by supervisor



-classroom visits and collection of trend data by school leader
__7.  End-of-Year Review – Principal Self-Evaluation

The school leader and supervisor meet  to review data that add to the their understanding of the school leader’s (a) leadership competence, (b) accomplishment of school goals, and (c) accomplishment of the professional plan.  
__8.  Comprehensive Summative Evaluation Report  based upon the evaluations of the school leader’s professional competence per the NMPLC and data analysis.
Evaluation Timeline

Zero-Three Years

	Summer
	Fall
	Winter
	Spring

	Beginning of  Year:

-Self Evaluation
- Professional Development Plan


	-Ongoing formative dialogue between Supervisor and Supervisee

-Site and classroom visits


	-Principal Self-Evaluation

-Mid-Year Review

-Ongoing formative dialogue between Supervisor and Supervisee

-Site and classroom visits


	-Principal Self-Evaluation

-PDP Review

-Summative Evaluation



Suggested Types of Performance Data

School leaders and supervisors should collaborate and identify multiple sources of data that inform the self-reflection and evaluation process.  Data should be collected  periodically from important referent groups including faculty, staff, parents, students, and supervisors. All data should be collected and analyzed for trends in order to contribute to a clear picture of growth and improvement.

Data that should be considered in the self-reflection and evaluation processes include:

· Self-Assessment

· Yearly District Site-Visit 

· School Leader Classroom Visits

· Climate Survey

· Teacher Survey

· Student Attendance

· Teacher Attendance

· Teacher Turn-over 

· Drop-out Rates

· Student Performance Data (SBA, Short Cycle, DIBELS, etc.)

· Discipline Referrals

· National Standardized Tests (e.g. ACT, SAT)

· Parent Participation in School Processes

· Graduation Rates

· Suspension Rates

· Course Failure Rates

· Contextual Demographic Data

All sources of data may be compiled along with a school leader’s goals into a professional portfolio, which could be used with the evaluation process and certification renewal as appropriate.
Professional Development

The successful implementation of any evaluation system requires professional development opportunities for all persons directly affected by the process. These professional development opportunities range from awareness to in-depth training. Awareness training is important for teachers and school board members while in-depth training is required for those responsible for implementing the system (i.e. superintendents, school leaders, etc.).  In-depth training must consist of both the procedures for evaluating school leaders as well as the underlying principles of effective school leadership and continuous improvement. The superintendent of each district is responsible to ensure that each evaluator and school leader has participated in an in-depth staff development for administrator evaluation.  

The New Mexico Public Education Department Leadership Academies will provide both levels of professional development on a regular basis in several regions of the state.  Using a training of trainers’ model a cadre of certified trainers will be made available throughout the state to provide both awareness and in-depth training.  Certified trainers include members of professional organizations involved in the preparation and ongoing development of school administrators (e.g. New Mexico School Administrators Association, and NM PED Leadership Academy staff, New Mexico Association of Elementary School Principals and New Mexico Association of Secondary School Principals).  

Section III B

School Leader Evaluation System for Leaders
4th and Subsequent Years

(In Same District)
School Leader Evaluation—4th and Subsequent Years in same District
After the first three years of employment within a single school distrct as a school leader and meeting competency in all areas of the NMPLC, the evaluation cycle may move to a two-year timeframe.  School leaders and supervisors should maintain a regular dialogue about the school leader’s performance on the NMPLC and the accomplishment of school goals. 
Steps in the Evaluation
Step 1:   All school leaders need to complete a Beginning-of-Year Principal Self-Evaluation (Form A see page 63); Self-Assesment on the NMPLC Evaluation Rubric Discussion (Form B see page 64) and Professional Development Plan (Form C see page 65-66)  no later than October 1 of each year. 
Step 2:   Dialogue about progress toward the accomplishment of the professional development should be continuous throughout each school year.  
Step 3:  Self-Evaluation and Mid-Year Review

Step 4:   Dialogue about progress toward the accomplishment of the professional development should be continuous throughout each school year. 
Step 5:  PDP Reflection

Step 6:  Summative Evaluation

Biannual evaluations are recommended but additional summative evaluations may be conducted at the discretion of the school leader’s supervisor or the request of the school leader.  When the evaluation process is biannual, the data, discussions, and decisions should reflect both years of work. 
***At anytime during the evaluation cycle, a Professional Growth Plan (Form F see pages 75-76) may be developed if the school leader is not meeting his/her established goals or supervisor’s expectations for the School Leader’s performance on each competency.
The evaluation process should be responsive to differing levels of experience and competence as individuals move through stages in their leadership careers as well as to the positions which they hold.  Throughout the evaluative process, self- reflection should be emphasized.  
Checklist for School Leader Evaluation

4th and Subsequent Years in Same District

(May be Biannual)

.

__1. Principal Self-Evaluation and Professional Development Plan is developed based on the school leader’s professional goals and the strategies to accomplish those professional goals.  School leader and supervisor discuss district and school goals and the capacity of the school leader to meet the performance expectations related to the NMPLC criteria and accomplish the school’s goals.
__2.  Ongoing:


-dialogue between supervisor and supervisee



-formative site visits by supervisor



-classroom visits and collection of trend data by school leader
__3.  Mid-Year Review - Principal Self-Evaluation

The school leader and supervisor meet  to identify and collect data that add to the their understanding of the school leader’s (a) leadership competence, (b) accomplishment of school goals, and (c) accomplishment of the professional plan.  
__4.  Ongoing:


-dialogue between supervisor and supervisee



-formative site visits by supervisor



-classroom visits and collection of trend data by School Leader
__5.  End-of-Year Review - Principal Self-Evaluation

The school leader and supervisor meet  to review data that add to their understanding of the school leader’s (a) leadership competence, (b) accomplishment of school goals, and (c) accomplishment of the professional plan.  
__6.  Comprehensive Summative Evaluation Report  based upon the evaluations of the school leader’s professional competence per the NMPLC and data analysis.
Year 4 and Subsequent Years

Two-Year Evaluation Cycle for School Leaders Meeting Competency
	Summer
	Fall
	Winter
	Spring

	Select NMPLC Competencies;

EPSS Goals; PDP;

(August)

	Ongoing Formative Dialogue between Supervisor and Supervisee & 

Site Visits

	Self-Evaluation and mid-year review 

(February)

	Summative Evaluation & PDP Reflection



Suggested Types of Performance Data

School leaders and supervisors should collaborate and identify multiple sources of data that inform the self-reflection and evaluation process.  Data should be collected  periodically from important referent groups including faculty, staff, parents, students, and supervisors. All data should be collected and analyzed for trends in order to contribute to a clear picture of growth and improvement.

Data that should be considered in the self-reflection and evaluation processes include:

· Self-Assessment

· Yearly District Site-Visit 

· School Leader Classroom Visits

· Climate Survey

· Teacher Survey

· Student Attendance

· Teacher Attendance

· Teacher Turn-over 

· Drop-out Rates

· Student Performance Data (SBA, Short Cycle, DIBELS, etc.)

· Discipline Referrals

· National Standardized Tests (e.g. ACT, SAT)

· Parent Participation in School Processes

· Graduation Rates

· Suspension Rates

· Course Failure Rates

· Contextual Demographic Data

All sources of data may be compiled along with a school leader’s goals into a professional portfolio, which could be used with the evaluation process and certification renewal as appropriate.
Professional Development
The successful implementation of any evaluation system requires professional development opportunities for all persons directly affected by the process. These professional development opportunities range from awareness to in-depth training. Awareness training is important for teachers and school board members while in-depth training is required for those responsible for implementing the system (i.e. superintendents, school leaders, etc.).  In-depth training must consist of both the procedures for evaluating school leaders as well as the underlying principles of effective school leadership and continuous improvement. The superintendent of each district is responsible to ensure that each evaluator and school leader has participated in an in-depth staff development for administrator evaluation.  

The New Mexico Public Education Department Leadership Academies will provide both levels of professional development on a regular basis in several regions of the state.  Using a training of trainers’ model a cadre of certified trainers will be made available throughout the state to provide both awareness and in-depth training.  Certified trainers include members of professional organizations involved in the preparation and ongoing development of school administrators (e.g. New Mexico School Administrators Association, and NM PED Leadership Academy staff, New Mexico Association of Elementary School Principals and New Mexico Association of Secondary School Principals).  
Section IV: Evaluation Forms








Form A

Beginning-of-Year Principal Self-Evaluation

	Name ________________________Position _________________ 

Supervisor’s Name ___________________________________________ 

School Year _______________________Date _____________________

	1. Do you understand all the requirements of your job?



Yes
No 
Partly



 FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 
            

	2. Have you had regular opportunities to discuss your 


work, and objectives with your supervisor?
Yes
No 
Partly



 FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 
            

	3. Would you like to have a formal meeting with your 


supervisor more than once a month?
Yes
No 
Partly



 FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 
            

	4. Would you like to have more informal meetings with

your supervisor more than you’ve had in the past?


Yes
No 
Partly



 FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 
            

	5.  What parts of your job, do you:

a) do best?  

b) do less well?

c) have difficulty with?

	6.  Have you any skills, aptitudes, or knowledge not fully utilized in your job?      


Yes
No 
Partly



 FORMCHECKBOX 

 FORMCHECKBOX 

 FORMCHECKBOX 
            

If so, what are they and how could they be used?

	7.  Is there any support or “coaching” you would like from your supervisor?  

	8.  Can you suggest training that would help to improve your performance or school?



	9.  Wish List:  During this year, I would like to achieve for myself and/or my school:

	10.  Additional remarks, notes, questions, or suggestions.




Form B
Beginning-of-Year Principal Competency Discussion
	Employee Name:
	
	Date: 
	

	Supervisor Name: 
	
	
	


	1.  Instructional Leadership: Instructional leaders promote the success of all students by maintaining a culture that supports student learning, high quality instruction, and professional development, to meet the diverse learning needs of the school community.  



	2.  Communication: Educational leaders use communication and relationship building skills to meet the diverse needs of their school community.



	3.  Professional Development: School leaders organize and coordinate professional learning opportunities that are aligned with the New Mexico Professional Development Framework and support the diverse learning needs of the community.  



	4.  Operations Management: Operations management involves managing the school campus, budget, and day to day operations for equitably meeting the diverse learning needs of the school community.



	5. Community Leadership: Community leadership is demonstrated by developing and engaging the larger community in the knowledge of and advocacy for equity in meeting the diverse learning needs of the school community.




SIGNATURE OF EMPLOYEE___________________________________DATE:_______________









                  SIGNATURE OF SUPERVISOR


 
 
_______DATE:  ______________


Attach Professional Development Plan



Other Pages Attached:

Yes

No


1 Copy Supervisor



1 Copy Employee



1 Copy Human Resources
















       Form C

Professional Development Plan Pg 1 of 2
The school leader and supervisor use this worksheet for the development of the school leader’s Professional Development Plan goals and related strategies for accomplishing the goals.  

Professional Development Plan 
	Name: 
	
	Position:
	

	Supervisor Name: 
	

	School Year: 


	Area(s) of Emphasis: 

	

	

	


	Strength(s): 
	Growth Area(s): 

	
	

	
	

	
	


	Action Plan (Describe the action(s) planned to meet objective chosen)
	Assistance Plan (Describe the assistance to be provided)

	
	

	
	

	
	

	
	

	
	

	
	


I hereby agree that the above Professional Development Plan has been developed and discussed with the employee.

Supervisor’s Signature _​​​​​​​​​​​​​​​​​​​​_______________________________________     Date________________________________

Employee’s Signature________________________________________      Date________________________________
1 copy Employee

1 copy Supervisor

1 copy Human Resources









        Form C
Professional Development Plan Pg 2 of 2
Professional Development Plan 
	PROGRESS STATEMENT: 

	

	

	

	

	

	

	

	

	

	


EVALUATOR’S SIGNATURE __________________________________
DATE____________________

	EMPLOYEE’S COMMENTS: 

	

	

	

	

	

	

	

	

	


EMPLOYEE’S SIGNATURE ___________________________________
DATE______________________

1 copy – Personnel File

1 copy – Supervisor
1 copy – Employee




                       PAGE 2

Form D
 Mid-Year Principal Self-Evaluation 
 Mid-Year Principal Self-Assessment

	Name: 
	
	Loc. #
	
	Position
	

	Supervisor Name: 
	

	Period Covered: 
	
	to
	


Accomplishments  What have you learned since we last met?   What strength do you bring to our district that deserves greater focus and attention?

Growth What examples can the leader provide in which decisive leadership decisions have had an impact on other individuals and on the organization as a whole?

Developmental Needs What strategies are you using to identify people in your school or community who have additional leadership potential?

Career Interests How can your supervisor better support you?  What are your personal leadership goals this year?

Form E-1

End-of-Year Principal Self-Evaluation 
 End of Year Principal Self-Assessment

	Name: 
	
	Loc. #
	
	Position
	

	Supervisor Name: 
	

	Period Covered: 
	
	to
	

	

        


Accomplishments (Describe your accomplishments in the past year against mutually understood goals and objectives)

Growth (Describe the key competencies and performance factors you have developed, especially in the past year, to make yourself a more valuable and versatile member of the district)

Developmental Needs (Describe the key competencies and performance factors you feel you need to further develop.)

Career Interests (Indicate your career interests including the kind of assignment you would like next.) 


	New Mexico Principal Leadership Competency
	PDP Focus
	Does Not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	1. Instructional Leadership

Instructional leaders promote the success of all students by maintaining a culture that supports student achievement, high quality instruction, and professional development, to meet the diverse learning needs of the school community.  
	
	
	
	
	

	1.1   Works with all members of the school community to make quality instruction a prime focus. 
	
	
	
	
	

	1.2   Understands teaching, learning and culturally responsive pedagogy. 
	
	
	
	
	

	1.3   Demonstrates accountability literacy in making decisions about  student success and achievement.  
	
	
	
	
	

	1.4   Implements the 3-Tier Licensure Teacher Performance Evaluation System to promote high quality teaching and professional learning. 
	
	
	
	
	

	1.5   Provides regular feedback to staff relative to changes in skills, knowledge, and behaviors related to professional growth. 
	
	
	
	
	

	1.6   Understands and values the diversity and history of the school community in making curricular and school policy decisions.
	
	
	
	
	

	1.7    Make use of diverse community members’ experience, language, and knowledge to enrich teaching and learning. 
	
	
	
	
	




	New Mexico Principal Leadership Competency
	PDP Focus
	Does Not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	2. COMMUNICATION

Educational leaders use communication and relationship building skills to meet the diverse needs of their school community. 
	
	
	
	
	

	2.1 Engages in honest and respectful interactions with all stakeholders to make thoughtful, objective decisions that demonstrate sensitivity and integrity.
	
	
	
	
	

	2.2   Builds and sustains relationships through team development and mediation skills to promote a climate of cooperation and student success. 
	
	
	
	
	

	2.3   Supports an environment of collaboration, inclusion, and respect. 
	
	
	
	
	

	2.4   Communicates with others objectively, sensitively, fairly, and ethically. 
	
	
	
	
	

	2.5   Supports meaningful relationships that promote teaching and learning in the school community through communication skills such as speaking, writing and active listening. 
	
	
	
	
	

	2.6   Communicates with all school and community stakeholders concerning current school issues. 
	
	
	
	
	

	2.7   Maintains a continuous dialogue with decision makers who affect the leader’s school community. 
	
	
	
	
	




	New Mexico Principal Leadership Competency
	PDP Focus
	Does Not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	3. Professional Development

School leaders organize and coordinate professional learning opportunities that are aligned with the New Mexico Professional Development Framework and support the diverse learning needs of the community.  
	
	
	
	
	

	3.1  Designs comprehensive, integrated and systemic on- going professional development opportunities for their faculty and their community.
	
	
	
	
	

	3.2   Participates in comprehensive, integrated and systemic ongoing professional development.
	
	
	
	
	

	3.3   Collaborates with key partners and utilizes technology to create professional development programs for themselves, faculty and community.
	
	
	
	
	

	3.4   Promotes reflection as a critical process for professional growth for themselves, their faculty and their community. 
	
	
	
	
	

	3.5   Understands that administrators and faculty need sustained mentoring and coaching for professional growth. 
	
	
	
	
	

	3.6   Identifies and assesses student and staff performance to inform professional development needs.
	
	
	
	
	

	3.7   Utilizes relevant professional literature and knowledge to inform professional development.
	
	
	
	
	




	New Mexico Principal Leadership Competency
	PDP Focus
	Does Not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	4. Operations Management

Operations management involves managing the school campus, budget, and day to day operations for equitably meeting the diverse learning needs of the school community.
	
	
	
	
	

	4.1  Manages the school campus to ensure that the environment is safe and clean for students and staff.
	
	
	
	
	

	4.2 Manages the school budget to ensure that resources are maximized for student achievement.
	
	
	
	
	

	4.3 Manages the day to day operations to maximize the efficiency of the school.
	
	
	
	
	

	4.4  Demonstrates understanding of and advocates for federal and state policies and laws to support the education of culturally and linguistically diverse students and students with disabilities and exceptionalities.
	
	
	
	
	




	New Mexico Principal Leadership Competency
	PDP Focus
	Does Not Meet Competency
	Nearing Competency
	Meets Competency
	Exceeds Competency 

	5. Community Leadership

Community leadership is demonstrated by developing and engaging the larger community in the knowledge of and advocacy for equity in meeting the diverse learning needs of the school community.
	
	
	
	
	

	5.1 Models accountability literacy by collaborating with the school community to analyze data to improve student learning.
	
	
	
	
	

	5.2 Develops community partnerships to enhance student learning.  
	
	
	
	
	

	5.3 Monitors and evaluates the distribution of educational resources In partnership with the school community  to ensure excellence and equity.
	
	
	
	
	

	5.4  Assists parents in developing leadership skills to advocate for their children.
	
	
	
	
	

	5.5 Communicates and collaborates with educational policymakers to ensure that policies and decisions  promote student safety and learning.
	
	
	
	
	




Form E-2

Comprehensive Summative Evaluation Report  page 6 of 6
Comment Sheet

	Employee Name:
	
	Date: 
	

	Supervisor Name: 
	
	
	






COMPETENCY




       PERFORMANCE LEVEL
	1.  Instructional Leadership: Instructional leaders promote the success of all students by maintaining a culture that supports student learning, high quality instruction, and professional development, to meet the diverse learning needs of the school community.  


	

	2.  Communication: Educational leaders use communication and relationship building skills to meet the diverse needs of their school community.


	

	3.  Professional Development: School leaders organize and coordinate professional learning opportunities that are aligned with the New Mexico Professional Development Framework and support the diverse learning needs of the community.  


	

	4.  Operations Management: Operations management involves managing the school campus, budget, and day to day operations for equitably meeting the diverse learning needs of the school community.


	

	5. Community Leadership: Community leadership is demonstrated by developing and engaging the larger community in the knowledge of and advocacy for equity in meeting the diverse learning needs of the school community.


	


SIGNATURE OF EMPLOYEE   






DATE:  ________
SIGNATURE OF SUPERVISOR   






DATE:  ________ 

ATTACH  PROFESSIONAL DEVELOPMENT PLAN.       

OTHER ADDITIONAL PAGES ATTACHED:  YES             NO
_______ Will be recommended for the ________ school year.

_______Will not be recommended for the _________school year.

1 copy Supervisor

1 copy Employee

1 copy Human Resources

Form F
Page 1 of 2
Professional Growth Plan
	Employee:
	Assignment:
	Date

	Supervisor:
	Title:

	Documentation of Areas of Improvement (List competencies and attach documentation)



	Action Plan:


	Expectations:



	Support:



	Timeline (List date for necessary improvement in performance to be met):



	Conference Dates:




_____________________



_______________________

Signature of Employee Date



Signature of Supervisor  Date










Form F
Page 2 of 2
Professional Growth Plan
	Areas of Improvement
	Self-Assessment
	Supervisor Assessment

	1.
	· No progress

· Some progress

· Significant progress

· Completely accomplished
	· No progress

· Some progress

· Significant progress

· Completely accomplished

	2.
	· No progress

· Some progress

· Significant progress

· Completely accomplished
	· No progress

· Some progress

· Significant progress

· Completely accomplished

	3.
	· No progress

· Some progress

· Significant progress

· Completely accomplished
	· No progress

· Some progress

· Significant progress

· Completely accomplished

	4.
	· No progress

· Some progress

· Significant progress

· Completely accomplished
	· No progress

· Some progress

· Significant progress

· Completely accomplished

	Narrative Self-Assessment:




__________________________

      __________________________
Signature of Employee       Date

     Signature of Supervisor        Date
















The focus area(s) for your PDP are determined collaboratively between the school leader & supervisor and noted in the appropriate box with the date of the conference.


DOES NOT MEET COMPETENCY indicates a strong need to improve with a formal, written plan.











Form E-2


Comprehensive Summative Evaluation Report page1 of 6





Date: ____________________		


Employee: _______________________   	         School Name:_____________________


Number of years in current position:__________          Supervisor:__________________________


Dates of Conferences:________________________________________






































Form E-2


Comprehensive Summative Evaluation Report  page 5 of 6





Date: ____________________		


Employee: _______________________   	         School Name:_____________________


Number of years in current position:__________          Supervisor:__________________________


Dates of Conferences:________________________________________











The focus area(s) for your PDP are determined collaboratively between the school leader & supervisor and noted in the appropriate box with the date of the conference.


DOES NOT MEET COMPETENCY indicates a strong need to improve with a formal, written plan.
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Comprehensive Summative Evaluation Report  page 4 of 6





Date: ____________________		


Employee: _______________________   	         School Name:_____________________


Number of years in current position:__________          Supervisor:__________________________


Dates of Conferences:________________________________________











The focus area(s) for your PDP are determined collaboratively between the school leader & supervisor and noted in the appropriate box with the date of the conference.


DOES NOT MEET COMPETENCY indicates a strong need to improve with a formal, written plan.








Form E-2


Comprehensive Summative Evaluation Report  page 3 of 6





Date: ____________________		


Employee: _______________________   	         School Name:_____________________


Number of years in current position:__________          Supervisor:__________________________


Dates of Conferences:________________________________________

















Earl, L.,&Katz, S. (2002). Leading schools in a data richworld. In K. Leithwood, P. 	Hallinger, G. Furman, P. Grann, B. Mulford, & K. Riley (Eds.), The international 	handbook for leadership. Netherlands: Kluwer Academic Press.








The focus area(s) for your PDP are determined collaboratively between the school leader & supervisor and noted in the appropriate box with the date of the conference.


DOES NOT MEET COMPETENCY indicates a strong need to improve with a formal, written plan.
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Comprehensive Summative Evaluation Report page 2 of 6





Date: ____________________		


Employee: _______________________   	         School Name:_____________________


Number of years in current position:__________          Supervisor:__________________________


Dates of Conferences:________________________________________














The focus area(s) for your PDP are determined collaboratively  between the school leader & supervisor and noted in the appropriate box with the date of the conference.


DOES NOT MEET COMPETENCY indicates a strong need to improve with a formal, written plan.
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