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Mapleton Public Schools 

Educator Effectiveness Evaluation Handbook for Directors 

School Year 2020-21   
 

Introduction 
 
Mapleton’s performance evaluation systems for licensed professionals (teachers and directors) is a tool for 
advancing student learning. The principles established at the beginning of the educator effectiveness work 
continue to guide the evaluation system work. The evaluation system for directors and teachers is designed 
to:   

• Support growth using a developmental continuum 
• Hold high expectations and provide requisite support  
• Utilize multiple measures of success  
• Balance consistency, accountability, and differentiation  
• Honor and support the art and science of teaching and leadership  
• Inspire a spirit of collaboration toward student achievement  

Director Legal Authority and Responsibility: Colorado Statute and Mapleton Board Policy 
 
Colorado law specifies the role of the school principal in C.R.S., section 22-32-126. Principals – employment 
and authority (follows below).  

 (1) The board of education may employ through written contract public school principals who shall hold valid 
principal licenses or authorizations and who shall supervise the operation and management of the school and 
such property as the board shall determine necessary. 

(2) The principal shall assume the administrative responsibility and instructional leadership, under the 
supervision of the superintendent and in accordance with the rules and regulations of the board of education, 
for the planning, management, operation, and evaluation of the educational program of the schools to which 
he is assigned. 

(3) The principal shall submit recommendations to the superintendent regarding the appointment, assignment, 
promotion, transfer, and dismissal of all personnel assigned to the school under his supervision. 

(4) The principal shall perform such other duties as may be assigned by the superintendent pursuant to the 
rules and regulations of the board of education. 

(5) (a) The principal or the principal's designee shall communicate discipline information concerning any 
student enrolled in the school to any teacher who has direct contact with the student in the classroom and to 
any counselor who has direct contact with the student. Any teacher or counselor who receives information 
under this subsection (5) shall maintain the confidentiality of the information and does not have authority to 
communicate the information to any other person. 
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(b) Each school district shall include in its discipline code adopted in accordance with section 22-32-110 (2) 
procedures to inform the student and the student's parent or guardian when disciplinary information is 
communicated and to provide a copy of the disciplinary information to the student and the student's parent or 
guardian. The discipline code shall also establish procedures to allow the student and the student's parent or 
guardian to challenge the accuracy of the disciplinary information. 

The Board of Education provides local guidance to school directors. Board policy CF: School Building 
Administration (below) addresses the role of the school building administrator. 
 
All School Directors in Mapleton Public Schools (the “District”) shall act as the Chief Administrative Officer of 
their school, building, and grounds. They shall be responsible for and shall have authority over the actions of 
the students, professional, and support staff members, visitors, and persons hired to perform special tasks.  

School Directors are responsible for achieving the goals set forth in the District Unified Improvement Plan that 
pertain to students and staff in their schools. As part of the District’s small-by-design educational approach, 
School Directors shall be responsible for putting into practice the specific school design principles associated 
with their Board adopted school model or approach. Additionally, School Directors are responsible for 
incorporating District adopted curriculum and instructional programs in a manner consistent with the school 
design. School Directors shall rigorously monitor and modify the approach to ensure that all students meet or 
exceed the District's academic standards or complete the requirements and goals as listed on a student's 
Individualized Education Program (IEP) in accordance with State law.  

District Vision, Mission, Values 
 
At Mapleton, we are committed to raising expectations, providing choices for learning and removing obstacles 
for all students so that we can guarantee that each student "achieves his or her dreams and enthusiastically 
contributes to his or her community, country and world."  
 
The mission of Mapleton Public Schools, a community that embraces its children through high performing 
schools of choice, is to ensure that the students and staff are provided a safe environment and that each 
student is empowered to achieve his or her dreams and contribute to his or her community, country and 
world through an education system distinguished by: 

• A resourceful community working together to ensure that no obstacles impede student success 

• A tenacious pursuit of rigorous academics and personal development 

• An effective, student-focused and compassionate staff 

• Small family-like environments where relationships inspire achievement 

• Practices that honor the deeply-rooted history and diversity of our community  
 
We believe that: 

• It is the nature of all people to learn 

• All people are entitled to respect 

• All people determine their future by the choices they make 

• All people have equal worth 

• The greater good is the responsibility of each individual 

• Everyone deserves unlimited opportunity to maximize his or her unique abilities 

• Learning always leads to opportunity 

• Honest communication is the essence of community 
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• Integrity is the basis of trust 

• People thrive in a caring environment 

• Success requires constant improvement 

• The children of today are the hope of tomorrow 

• Growth requires risk 

• All people deserve a fair return on their investment of effort, time, and resources 
 

Superintendent’s District Leadership Expectations  
 
Leadership expectations have been clearly articulated by the Superintendent. Expectations are updated each 
year; the expectations for 2020-21 follow:  
  
Assume positive intent.  Each year, we have the privilege to welcome several new members to our Mapleton 
family. As we develop as a team and learn to work within our roles, we will inevitably step on one another’s 
toes – sometimes we will be trying to fill shoes that are still too big - while other times we simply won’t take 
the time to see if someone is standing in the path.  If we assume that we are working toward the same goal, 
we can only believe that we don’t have all the information.  Be kind to one another as we learn the work and 
commit to one another’s success.  
 
Treat others with kindness.  Your words and actions define the environment in which you work. Kindness is 
said to be what glues people together. Research has shown that kindness is the most important predictor of 
satisfaction and stability in relationships.  Kindness makes people feel cared for, understood, and validated.  
There is a great deal of evidence showing the more someone receives or witnesses kindness, the more they 
will be kind themselves.  
 
Supervise students from the time they step onto one of our busses or onto the school grounds before school 
- until they exit the bus or leave school grounds for ALL grade levels.  The goal of student supervision is a safe 
school environment. Proactive student supervision ensures the safety of students in areas and activities that 
take place on the way to and from school, during playground activities, in hallways and restrooms, and at 
recess, and, when incidents happen, it helps minimize negative outcomes.  Individuals may be liable for non-
supervision of students because there is no discretion not to supervise them. 
 
Monitor instruction and focus on student learning. There can be no ambiguity when it comes to 
understanding instruction and rigor. All administrators must assure the implementation of District standards. 
If we expect to improve learning in our schools, we must be in classrooms every day to develop trust with our 
teachers and support student learning.  Instructional supervision must take priority in your day. 
 
Attend and participate in all required District meetings and professional development sessions designed 
specifically for building-level administrators, instructional implementation as well as site-specific sessions. 
Prioritize your time to engage in these learning activities.   
 
Be present at and participate in District events. There are several after-hours District events where symbolic 
leadership necessitates your participation. These events include, but are not limited to, the all-District 
homecoming parade/celebration, the Mapleton Education Foundation’s (MEF) annual Gala, the annual 
Retirement/Awards evening, and our high school graduation ceremony. Your attendance signals to others that 
the event is important and meaningful. 
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Observe all Board policies and the negotiated agreement. The Board of Education has worked very 
intentionally to develop policies that define the mission and goals for the system. The regulations and exhibits 
define the means toward achieving the Board’s ends.  The district’s negotiated agreement with the Mapleton 
Education Association has evolved over the years giving way to a very productive and streamlined agreement.  
We have a positive and proactive relationship with the association leadership that allows us to problem-solve 
issues as they arise.  At times, we interpret the agreement a little differently.  A grievance is a process that we 
use to clarify our collective intention.  Do the right thing because it’s right – not because it’s written. 
 
Consider the political nature of our work. Looking through the human resource frame, the structural frame, 
and the symbolic frame seems to be natural to most leaders. Unfortunately, the political frame is where 
trouble lurks. In a small district, there are probably fewer than six-degrees of separation.  
 
Play your role and respect the roles of others in the system. Work directly with the person/people 
responsible for a department or school. Even if you know an answer, refer people to the right department or 
person so that everyone understands the issue and the right people are part of creating a new solution. 
Because we are a team within a school system – everyone has a role and plays a specific position on the team.  
 
Dress in a professional manner and monitor the dress of those in your schools/departments, consistent with 
the expectations of the role, particularly when in the presence of the Board of Education. You set the tone 
for the School District and your school/department. If we want our children to present themselves with class 
and grace, we must show them how that looks. When students are in the School District, at no time should 
administrators or staff members be dressed in blue jeans or shorts. There are very few exceptions – examples 
may include field trips to the zoo, expeditions in the mountains or on the river, or field-day activities. 
Involve others who will be directly affected by your decisions.   
 
Collaboration is a cornerstone of our work.  We know that in schools in which teachers have say—in other 
words their voices count —have distinctly better teacher retention. Collaboration includes distributing 
leadership throughout the school's professional community so others can step in and lead.  You are part of a 
system and it is important that you understand that your decisions directly impact the rest of the system and 
could have significant implications for other schools.  
 
Administrators are expected to work whenever those you serve are present.  We know that taking time off 
from work is an investment in our future productivity by recharging our mental energy.  We have worked 
intentionally to assure that breaks are scheduled throughout the school year that allow us to feel renewed.  
This year, all 220-day building administrators will get a standard calendar from which to work.  All vacations 
should be scheduled during regular holidays or when those you serve have scheduled time off.  Assure that all 
planned time off is at a time that is least impactful to our schools and the district. 
 
Leave things better than you found them.  As we enjoy new facilities and continue to remodel existing 
properties, we need to double our efforts to take care of our investments. Work with your staff and students 
to keep the facilities and grounds clean and tidy. Please work with Dave before anyone decides to paint walls, 
doors, ceiling tiles, or any other permanent fixture in any of our schools or on any District property. Drilling 
holes in walls, using hot glue on doors or gorilla glue on walls (as examples) create permanent damage.     
Call my office for all issues that could be high stakes, political, or systemic. In other words, if I am going to hear 
about something, read it somewhere, or see it on TV – I should learn about it from you first! 
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Take Risks and Forgive mistakes. Try something that might not work.  We are a learning organization taking 
risks well beyond the norm, and as such, we should expect to make mistakes. Let’s make them on behalf of 
children; after all, mistakes are the tuition we pay for success! 
 
Have Fun!  Our work can be taxing and stressful. Engage your sense of humor and just have fun! 

 

Director Evaluation Components (Four Components) 
 
Colorado Senate Bill 10-191 requires that all educators (principals/assistant principals, teachers and 
special services providers) will be evaluated in Colorado with the ultimate goal of continuously supporting 
educators' professional growth and, in turn, accelerating student results. 

The State evaluation requirements include opportunities for reflection, review, professional development and 
growth. S.B. 10-191 state requirements include: 

• Annual evaluations for all principals/assistant principals, teachers and special services providers  
• Evaluation based on statewide Quality Standards defining what it means to be an effective 

teacher, principal or special services providers; the professional practice Quality Standards account for half 
of an educator's annual evaluation 

• The other half of an educator's annual evaluation is based on Measures of Student Learning/Outcomes.  

The four director evaluation components in Mapleton are: 

(1) Quality standards as articulated in the 4 Dimensions of Instructional Leadership (4D) framework found in 
Appendix A (State requirement); 

(2) Student learning outcomes which are determined by the district performance framework (DPF) and the 

school performance framework (SPF); 

 (3) Evidence of growth toward achievement of professional goals (Mapleton requirement); and 

(4) Observations and/or data from multiple sources. For example, “observations” can refer to interactions 
the director has with parents, students, staff, community, central office personnel and others in a variety of 
settings. “Data” can refer to all data sources such as surveys, student data, state reports, grant reports, 
compliance in general, etc. (Mapleton requirement).  

All components are considered in the final evaluation.  
 

Director Evaluation Process 
 
Mapleton Public Schools strongly believes that leadership matters; that leaders grow over time; that leaders 
deserve support and opportunities for growth. Although all administrators including directors are considered 
“at-will” employees, the district is committed to ensuring the success of directors. The evaluation process is 
intended to provide support and guidance throughout the school year.  
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The process begins in July or early August at the annual administrator beginning-of-the-year meeting. At this 
meeting, initial information regarding evaluation process, evaluator assignments, and the specific timelines 
are shared. Administrator expectations are delineated. Guidance on creating goals will also be shared.  

 
In September, directors finalize two professional goals. One is based on a formative self-assessment using the 
4D framework and/or other data sources. Professional goals address the areas of professional growth 
identified by the director through the self-assessment and other data sources. In selecting the growth areas, 
the director may also review the previous year’s evaluation, the school performance framework, student 
performance, teacher performance, self-evaluation, or conversations with the evaluator or district leadership 
coaches. The second goal is determined by the school’s Unified Improvement Plan. The goals are submitted to 
the evaluator by the date specified on the timeline. The evaluator may provide feedback to the director with 
suggested revisions if needed. After revisions are made based on the evaluator feedback, the director goal 
document will be submitted by the evaluator to Erica Branscum by the end of October for review by the 
Executive Team.  

 
During the months of October through May, implementation of the school’s unified improvement plan, the 
standards identified in the 4D rubric, and the director’s individual goals is ensured through regular monitoring. 
Monitoring may occur through conversations with the evaluator, conversations with the district leadership 
coach, data meetings with the district leadership team, conversations with peers at director meetings, and 
discussions during school support team visits. The evaluator may ask for a written mid-year reflection or other 
documentation to support evidence of implementation of the director’s plan.  

 
In mid-May, the director will conduct a second (summative) self-evaluation using the 4D framework. The 
director will also complete a one-page reflection on the attainment of the growth goals selected in September. 
The summative self-evaluation, the one-page reflection focused on growth, and any supporting artifacts will 
be submitted to the evaluator by the date specified in the annual timeline.  

 
In the months of May and June, a summative conversation will be held between the director and the 
evaluator. Artifacts will be reviewed; strengths and areas of growth will be identified. Potential goal areas for 
the upcoming year may also be identified in this conversation. The evaluator will share a written summary 
with the director by the end of June.  

 
July-early August Evaluation timelines with specific due dates announced and evaluator 

assignments made 
September Director individual goals are due 
October to May Goal implementation and monitoring 
Mid-May Self-evaluation, reflection on goal attainment and artifact submission 
June Evaluation conference with evaluator  

 
Directors will engage in the following tasks:  

• Professional Goals (2, one based on Unified Improvement Plan and one generated by 
the director based on multiple data sources) using district template; 

• Self-evaluation (formative and summative) using the 4D framework and the MAE 
document;  

• One-page reflection at the end of the year based on the progress toward the goal; 

• Submission of any relevant artifacts demonstrating goal attainment and growth on the 
actions identified in the evaluation rubric. 
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In June, the director’s evaluator will provide the director a written summative evaluation based on evidence 
from all evaluation components including performance on quality standards, student outcomes, growth 
toward self-selected professional goal, and observations as described in this document. The goal of the 
evaluation is to improve performance and to provide the support needed for directors to improve their 
practice and, in doing so, improve student outcomes.  

 

Supporting Documents 
 

A: Original 4D Rubric  
 
B: Mapleton Administrator Expectations 
 
C: 4D rubric expanded version that includes evidence examples 
 
D: Goal sheet (form).  
 
E: Summative evaluation form  
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September 2020 9 

Appendix F 
 

Mapleton Public Schools 
School Administrator Summative Evaluation 

Professional Practices 
 

Name:        School:       
Evaluator:      Date:        
 

Administrative Assignment: Professional Goal Areas: 

   
  

Vision, Mission and Learning-Focused Culture: 
Vision and Mission 

Learning-Focused Culture 
 
 
 
 

Improvement of Instructional Practice: 
Shared Vision of Effective Instruction 

Observation and Analysis 
Support for Teacher Growth 

 
 
 

Allocation of Resources: 
Marshalling Resources 
Deploying Resources 

 
 
 
 

Management of Systems and Processes: 
Talent Management 
Professional Growth 
Structures of Support 

 

  
 

 
 

  

School Admin Signature:        Date:      
 
Evaluator Signature:       Date:      

 
Human Resources:       Date:       


