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EVALUATION PLAN COMMITTEE ROLE 

 
KRS 156.557(5)(c)(1) requires a committee composed of equal numbers of administrators and 

teachers to develop evaluation procedures and forms. One administrator, appointed by the 
Superintendent, will serve as committee chairperson and the designated contact person for the 
Kentucky Department of Education monitoring purposes. Each school will be responsible for the 
selection of its teacher representative. 

 
The purposes of Pendleton County’s Evaluation Plan Committee shall be: 

 
• to review the certified employee evaluation plan (and subsequent amendments) adopted 

by the Board of Education; 

 
• to recommend improvements/changes. 

 

The committee is advisory only: It neither complements nor supplements that which is required of 
the Board in section 8, 704 KAR 3:345, revised. This evaluation plan process will not discriminate on 
the basis of race, national origin, religion, marital status, sex, or disability. 
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Pendleton County School District 
ASSURANCES 

Certified Personnel Evaluation Plan 
The Pendleton County School District hereby assures the Commissioner of Education that: 

 

• This evaluation plan was developed by an evaluation committee composed of an equal number 
of teachers and administrators. 

• The evaluation process and criteria for evaluation will be explained to and discussed with all 
certified personnel annually within thirty (30) calendar days of reporting for employment. This 
shall occur prior to the implementation of the plan. 

• The evaluation of each certified staff member will be conducted or supervised by the immediate 
supervisor of the employee. 

• All certified employees shall develop an Individual Professional Growth Plan (PGP) that shall be 
aligned with the school/district improvement plan and comply with the requirements of 704 
KAR3:345. The PGP will be reviewed annually. 

• All administrators, to include the superintendent and non-tenured teachers will be evaluated 
annually. 

• All tenured teachers will be evaluated a minimum of once every three years. 

• Each evaluator will be trained and approved in the use of the appropriate evaluation techniques 
and the use of local instruments and procedures. 

• Each person evaluated will have both formative and summative evaluations with the evaluator 
regarding his/her performance. 

• Each evaluatee shall be given a copy of his/her summative evaluation with the evaluator 
regarding his/her performance and the summative evaluation shall be filed with the official 
personnel records. 

• An opportunity for written response shall be included in the official personnel records. 

• The local evaluation plan provides for the right to a hearing as to every appeal, an opportunity 
to review all documents presented to the evaluation appeals panel, and a right to presence of 
evaluatee’s chosen representative. 

• The evaluation plan will not discriminate on the basis of race, national origin, religion, marital 
status, sex, or disability. 

• This evaluation plan will be reviewed as needed and any substantive revisions will be submitted 
to the Department of Education for approval. 

 
Pendleton County Board of Education 

2525 HWY 27N 
Falmouth, KY 41040 
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Evaluation of Certified Personnel 
Introduction 

Effective teaching and school leadership depend on clear standards and expectations, reliable 
feedback, and the tools, resources and support for professional growth and continuous 
improvement. The purpose of the evaluation system shall be to: improve instruction; provide for 
professional growth of certified staff members; help assess teacher and administrative 
performance for reappointment and promotion; provide a measure of performance 
accountability to citizens. It is effective teaching supported by effective leadership that will 
ensure all Kentucky students are successful and graduate from high school college/career-ready. 
The evaluation system is designed to measure teacher and leader effectiveness and serve as a 
catalyst for professional growth and continuous improvement. 

The Superintendent shall recommend for approval of the Board and the Kentucky Department 
of Education an evaluation system, developed by an Evaluation Committee, for all certified 
employees below the level of District Superintendent, which is in compliance with applicable 
statute and regulation. The Evaluation Committee shall review the plan annually to ensure 
appropriate implementation and to make revisions as necessary. Revisions are to be approved 
by the Pendleton County Board of Education and the Kentucky Department of Education. 

 
 

Certified Administrative Personnel will be evaluated annually by the superintendent or by the 
superintendent’s designee using the Professional Standards for Educational Leaders (PSEL). The 
Superintendent will be evaluated annually by the local school board. The evaluation process 
developed for the local superintendent by the local board of education shall include provisions for 
assistance for professional growth of the superintendent, pursuant to KRS 156.111. 
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Section 1:  Timelines of Evaluation Activities 

Certified School Personnel 
 

TIMELINE of Evaluation Activities:  Certified School Personnel 

Explanation and Review of 
Certified Evaluation Plan 

The district shall explain and review the evaluation process with an evaluatee 
no later than the end of the evaluatee’s first thirty (30) calendar days of reporting 
for employment each year. 

 
Observations may begin only after this explanation and review of the 

certified evaluation process takes place. 

Self-Reflection On a date determined by the evaluator not to exceed the 30th instructional school 
day: All educators complete and submit to their primary evaluator a self-reflection 
on the district approved form. 

Professional Growth Plan All educators, in collaboration with the primary evaluator, complete and submit a 
professional growth plan to be approved by the primary evaluator on the district 
approved form by September 30th and revised as needed. 

Observations for Non- 
Tenured Certified School 
Personnel 

There are a minimum of two (2) thirty (30) minute required observations 
completed annually by primary evaluator and will be documented on district 
approved forms for non-tenured Certified School Personnel. A post- conference 
shall take place within five (5) working days following each observation. Review 
of Professional Growth Plan completed by the summative conference. Summative 

Evaluation completed by April 30thon district approved forms. 

Observations for Tenured 
Certified School Personnel 

There is a minimum of one (1) thirty (30) minute required observation completed 
annually by primary evaluator and documented on district approved forms for 
tenured Certified School Personnel. A post-conference shall take place within five 
(5) working days following each observation. 
Review of Professional Growth Plan completed annually. 

Summative Evaluation completed a minimum of one (1) time every three years on 

district approved forms and evaluatee will have the opportunity to submit a 

written statement in response that will be included in the official personnel 

record.. Must be completed by April 30th of the summative year. 

Additional Observations As determined by the evaluator throughout the evaluation process. Post-Conference 
is required. 

Assistance Plan for Corrective 
Action 

As determined by the evaluator throughout the evaluation process and documented 
on district approved forms. 

KTIP Teacher interns shall be evaluated by utilizing the formative data 
collection gathered through the intern process. Additional observations 
may be warranted. Timelines associated with the KTIP process will be 
utilized if different from Pendleton County’s Timeline for Certified 
School Personnel.  If the KTIP program is discontinued, the teacher will be 
evaluated like other non-tenured certified school personnel. 

NOTE: The timeline above will be followed except in the event that a teacher/other professional is hired after the first of 
the year or is taking an approved-leave of absence at the beginning of the school year. A late hire will be defined as an 
employee not working 60 or more consecutive school days. A late hire will be expected to have a minimum of 1 full/final 
observation in their summative year. If an employee in their summative evaluation year misses more than 90 days, the 
superintendent or designee may suspend the summative evaluation until the following school year. 
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Certified Administrative Personnel 

 

TIMELINE of Evaluation Activities:  Certified Administrative Personnel 

Explanation and Review of 
Certified Evaluation Plan 

The district shall explain and review the evaluation process with an evaluatee 
no later than the end of the evaluatee’s first thirty (30) calendar days of reporting 
for employment each year. 

 

Observations may begin only after this explanation and review of the 
certified evaluation process takes place. 

Self-Reflection On a date determined by the evaluator not to exceed the 30th instructional school 
day: All certified administrators complete and submit to their primary evaluator a self-
reflection on the district approved form. 

Professional Growth Plan All certified administrators, in collaboration with the primary evaluator, complete 
and submit a professional growth plan to be approved by the primary evaluator on 
the district approved form by October 15th and revised as needed. 

Site Visit/Observation The primary evaluator will conduct a site visit/observation by December 30th. The 
primary evaluator and evaluate will meet within five (5) working days following each 
site visit/observation to review and discuss evidence of each performance standard 
and progress on the Professional Growth Plan to provide systematic feedback.  
Observation will be documented on district approved form.  

Summative Conference On or before June 15th: the primary evaluator and evaluatee will meet to review 
and discuss an assessment of performance standards and progress on the 
Professional Growth Plan to provide systematic feedback. 
Summative Evaluation completed on district approved forms and evaluatee will have 
the opportunity to submit a written statement in response that will be included in 
the official personnel record. 

Additional Observations As determined by the evaluator throughout the evaluation process. Post-Conference 
is required and shall take place within five (5) working days following each 
observation. 

Assistance Plan for Corrective 
Action 

As determined by the evaluator throughout the evaluation process and documented 
on district approved form. 

 

Timeline of Evaluation Activities for Staff Missing Sixty 60 or More Consecutive School Days 

or an Employee Missing More than 90 Days in their Summative Evaluation Year 

 

The Superintendent, or his/her designee, will collaborate with the primary evaluator and may reduce 

the number of minimum observations of an evaluatee during the summative evaluation cycle for 

evaluatees who are not working 60 or more consecutive school days. These employees, including any 

late hires, will be expected to have a minimum of 1 full/final observation in their summative year. If 

an employee in their summative evaluation year misses more than 90 days, the superintendent or 

designee may suspend the summative evaluation until the following school year. 

 

The Superintendent, or his/her designee, will collaborate with the primary evaluator to determine the 

appropriate requirements, timeline, and deadlines for the completion of all components of the 

Certified Evaluation Plan. The revised timeline and deadlines for completion shall be noted on the 

district approved form and added to the evaluatee’s personnel file. 
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Section 2:  Components of the Evaluation System 

Evaluators 

The primary evaluator is the immediate supervisor. 

 

Prior to conducting a formative or summative evaluation, evaluators will complete initial certified 

evaluation training and testing pursuant to KRS.156.557(5)(c)(4), evaluators shall be trained, tested, 

and approved in accordance with administrative regulations adopted by the Kentucky Board of 

Education in the proper techniques for effectively evaluating certified school personnel. Evaluators 

shall receive support and resources necessary to ensure consistent and reliable ratings. 

 

Pursuant to 704 KAR 3:370(6)(4)(c) and (d) all evaluators will receive a minimum of six (6) hours 

annually of EILA approved personnel evaluation system training.  Observation training is required 

for all evaluators conducting observations and can be applied to the required minimum of six (6) 

hours annually of EILA approved personnel evaluation system training. 

 
Performance Measures 

The Kentucky Framework for Teaching shall be used as the standards for the evaluation of certified 

personnel with the job title of Teacher and is designed to support student achievement and 

professional practice through the following performance measures: 

 

• Planning  

• Environment 

• Instruction 

• Professionalism 

 

The Kentucky Framework for Other Professionals shall be used as the standards for the evaluation of 

certified personnel with the job title of; Speech Language Pathologist, School Psychologist, Library 

Media Specialist, School Counselor/Social Worker, Diagnostician/Interventionist (Instructional 

Specialist), and Therapeutic Specialist are designed to support student achievement and professional 

practice through the following performance measures: 

 

• Planning  

• Environment 

• Instruction 

• Professionalism 

 
The Professional Standards for Educational Leaders (PSEL) shall be used as the standards for the 
evaluation of Certified Administrative Personnel with the job title of Principal an Assistant Principal are 
designed to support student achievement and professional best-practice through the following 
performance measures: 

 

 

• Planning  

• Environment 

• Instruction 

• Professionalism 
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The district established standards for the evaluation of Certified Administrative Personnel with the job 
title of Assistant Superintendent, Executive Director of Pupil Personnel/Student Services, Director of 
Special Education/Preschool Coordinator, Executive Director of Finance & Human Resources, Executive 
Director of Teaching and Learning, Director of Elementary Curriculum/Assessment, Director of 
Secondary Curriculum/Assessment, and Chief Information Officer are designed to support student 
achievement and professional best-practice through the following performance measures: 

• Planning  

• Environment 

• Instruction 

• Professionalism 

 

Self-Reflection and Professional Growth Planning 

 

All certified personnel will participate in self-reflection and professional growth planning each year. 

 

Self-reflection improves practice through ongoing, careful consideration of the impact of 

professional practice on student growth and achievement. 

 

The Professional Growth Plan will address realistic, focused, and measurable professional goals. 

The plan will connect data from multiple sources including observation conferences, data on student 

growth and achievement, and professional growth needs identified through self-assessment and 

reflection. In collaboration with the primary evaluator, evaluatee’s will identify explicit goals which 

will drive the focus of professional growth activities, support, and on-going reflection. 

 

Observations 

 

The evaluator observation will provide evidence and feedback to measure the effectiveness of an 

educator’s professional practice. 

 

Additional administrative personnel who have been trained in accordance with 704 KAR 3:370 and 

KRS 156:557, may observe and provide additional information to the primary evaluator. 

 

Observation and Observation Conferencing Requirements for Teachers and Other Professionals 

 

Non-Tenured Educators: There are a minimum of two (2) thirty (30) minute required observations 

completed annually by primary evaluator. 

 

Tenured Educators: There is a minimum of one (1) thirty (30) minute required observation 
completed annually by primary evaluator. 

 

Summative Cycles 

Educators with a Continuing Contract (Tenured Educators) – 3 years 

Educators with a Limited Contract (Non-Tenured  Educators) – 1 year 

 

• Observations may be announced or unannounced 

• Video recording may be done with the mutual consent of both parties 
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• Certified School Personnel meeting the definition of administrator in 704 KAR 3:345 Section 

1(1) will receive summative evaluations annually regardless of contract type in accordance 

with 704 KAR 3:345 Section 4(2)(i)  

 

Evaluators and evaluatees will adhere to the following observation conferencing requirements: 

 

• A Pre-Conference is not required, but is considered best practice for announced observations, 

and may be conducted in person or electronically. 

• A Post-Conference is mandatory after each observation, shall be completed within five (5) 

working days of the observation, shall be conducted in person, and shall provide feedback to 

the evaluatee. 

 

KTIP:  If funded, teacher interns shall be evaluated by utilizing the formative data collection 
gathered through the intern process. Additional observations may be warranted. 

 
Observation and Observation Conferencing Requirements for Certified Administrative Personnel 

 

There is one (1) required observation in the summative cycle for tenured and non-tenured Certified 

Administrative Personnel.  Additional observations may occur at the discretion of the evaluator. 

 

Summative Cycles 

• All educators in the category of Certified Administrative Personnel will have a one (1) year 

Summative Cycle regardless of contract status (Limited or Continuing.) 

 

• Observations may be announced or unannounced. 

 

Evaluators and evaluatees will adhere to the following observation conferencing requirements: 

 

• A Pre-Conference is not required, but is considered best practice for announced observations, 

and may be conducted in person or electronically 

• A Post-Conference is mandatory after each observation, shall be completed within five (5) 

working days of the observation, shall be conducted in person, and shall provide feedback to 

the evaluatee. 

 

Sources of Evidence and Performance Standard/Measure Alignment 
 

Self-Reflection, Professional Growth Planning and Observation are required sources of evidence. 
 

Evaluatees may provide additional evidences to support assessment of their own professional 

practice. These evidences should yield information related to the evaluatee’s practice within the 

performance measures.   Examples include: 

 

Additional Measures of Student Learning, Budgets, District or State Assessments, 

EILA/Professional, Learning experience documentation, Faculty Meeting Agendas and Minutes, 

Instructional, Round/Walk-Through documentation, Leadership Team Agendas and Minutes, 

Meeting Agendas and Minutes, Other item(s) deemed appropriate by the evaluator and evaluatee, 

Parent/Community engagement events documentation, Parent/Community engagement surveys, 

PLC/Team Meeting, Agendas and Minutes, Products of Practice, Professional Organization 

memberships, SBDM Minutes, School schedules, Student Growth Goals, Student Voice, Surveys 
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Teacher:  Required Sources of Evidence and Performance Stand./Measure Alignment 
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Therapeutic Specialist (Speech Language Pathologist and School Psychologist): Required Sources of 

Evidence and Performance Standard/Measure Alignment 
 

 Performance 
Standards/ 
Measures 

Planning  Environment Instruction Professionalism 
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o
rt

 w
it

h
 s

tu
d

en
ts

 

2
b

: O
rg

an
iz

in
g 

ti
m

e 
ef

fe
ct

iv
el

y 

2
c:

 E
st

ab
lis

h
in

g 
an

d
 m

ai
n

ta
in

in
g 

cl
ea

r 
p

ro
ce

d
u

re
s 

fo
r 

re
fe

rr
al

s 

2
d

: E
st

ab
lis

h
in

g 
st

an
d

ar
d

s 
o

f 
co

n
d

u
ct

 in
 t

h
e 

tr
ea

tm
en

t 
ce

n
te

r 

2
e:

 O
rg

an
iz

in
g 

p
h

ys
ic

al
 s

p
ac

e 
fo

r 
te

st
in

g 
o

f 
st

u
d

en
ts

 a
n

d
 p

ro
vi

d
in

g 
th

er
ap

y 

3
a:

 R
es

p
o

n
d

in
g 

to
 r

ef
er

ra
ls

 a
n

d
 e

va
lu

at
in

g 
st

u
d

en
t 

n
ee

d
s 

3
b

: D
ev

el
o

p
in

g 
an

d
 im

p
le

m
en

ti
n

g 
tr

ea
tm

en
t 

p
la

n
s 

to
 m

ax
im

iz
e 

st
u

d
en

t 
s 

su
cc

es
s 

3
c:

 C
o

m
m

u
n

ic
at

in
g 

w
it

h
 f

am
ili

es
 

3
d

: C
o

lle
ct

in
g 

in
fo

rm
at

io
n

; w
ri

ti
n

g 
re

p
o

rt
s 

3
e:

 D
em

o
n

st
ra

ti
n

g 
fl

ex
ib

ili
ty

 a
n

d
 r

es
p

o
n

si
ve

n
es

s 

4
a:

 R
ef

le
ct

in
g 

o
n

 p
ra

ct
ic

e
 

4
b

: C
o

lla
b

o
ra

ti
n

g 
w

it
h

 t
ea

ch
er

s 
an

d
 a

d
m

in
is

tr
at

o
rs

 

4
c:

 M
ai

n
ta

in
in

g 
an

 e
ff

ec
ti

ve
 d

at
a 

m
an

ag
em

en
t 

sy
st

em
 

4
d

: P
ar

ti
ci

p
at

in
g 

in
 a

 p
ro

fe
ss

io
n

al
 c

o
m

m
u

n
it

y 

4
e:

 E
n

ga
gi

n
g 

in
 p

ro
fe

ss
io

n
al

 d
ev

el
o

p
m

en
t 

4
f:

 S
h

o
w

in
g 

p
ro

fe
ss

io
n

al
is

m
 in

cl
u

d
in

g 
in

te
gr

it
y 

ad
vo

ca
cy

 a
n

d
 m

ai
n

ta
in

in
g 

co
n

fi
d

en
ti

al
it

y 

So
u

rc
es

 o
f 

Ev
id

en
ce

 t
o

 In
fo

rm
 P

ro
fe

ss
io

n
al

 P
ra

ct
ic

e 

 O
b

se
rv

at
io

n
  

 

Pre and Post Conferences 

 
 

Observation 

 
 

Pre and Post Conferences 

 Se
lf

-R
ef

le
ct

io
n

  

 

 

 

 

 

 

 

Self-Reflection and Professional Growth Planning 

 

P
ro

fe
ss

io
n

al
 G

ro
w

th
 P

la
n
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Library/Media Specialist:  Required Sources of Evidence and Performance Stand./Measure 

Alignment 

 
 

 
Performance 

Standards/ 
Measures 

 

 
Planning  

 

 
Environment 

 

 
Instruction 

 

 
Professionalism 

Fr
am

ew
o

rk
 f

o
r 

Li
b

ra
ry

/M
ed

ia
 S

p
ec

ia
lis

t 

 

C
o

m
p

o
n

en
t 

1
a:

 D
em

o
n

st
ra

ti
n
g

 K
n
o

w
le

d
g

e 
o

f 
C

o
n

te
n

t 
C

u
rr

ic
u

lu
m

 a
n
d

 P
ro

ce
ss

 

1
b

: 
D

em
o
n

st
ra

ti
n
g

 K
n
o

w
le

d
g

e 
o

f 
S

tu
d

en
ts

 

1
c:

 S
u
p

p
o

rt
in

g
 I

n
st

ru
ct

io
n

al
 G

o
al

s 

1
d

: 
D

em
o
n

st
ra

ti
n
g

 K
n
o

w
le

d
g

e 
an

d
 U

se
 o

f 
R

es
o
u

rc
es

 

1
e:

 D
em

o
n

st
ra

ti
n
g

 a
 K

n
o

w
le

d
g

e 
o

f 
L

it
er

at
u

re
 a

n
d

 L
if

el
o
n

g
 L

ea
rn

in
g

 

1
f:

 C
o
ll

ab
o

ra
ti

n
g
 i

n
 t

h
e 

D
es

ig
n

 o
f 

In
st

ru
ct

io
n

al
 E

x
p

er
ie

n
ce

s 

2
a:

 C
re

at
in

g
 a

n
 E

n
v

ir
o

n
m

en
t 

o
f 

R
es

p
ec

t 
an

d
 R

ap
p
o

rt
 

2
b

: 
E

st
ab

li
sh

in
g

 a
 C

u
lt

u
re

 f
o

r 
L

ea
rn

in
g
 

2
c:

  
M

an
ag

in
g

 L
ib

ra
ry

 P
ro

ce
d
u

re
s 

2
d

: 
M

an
ag

in
g

 s
tu

d
en

t 
b

eh
av

io
r 

2
e:

 O
rg

an
iz

in
g

 p
h
y

si
ca

l 
sp

ac
e 

3
a:

 C
o

m
m

u
n
ic

at
in

g
 C

le
ar

ly
 a

n
d
 A

cc
u

ra
te

ly
 

3
b

: 
U

si
n

g
 Q

u
es

ti
o
n

in
g

 a
n
d

 R
es

ea
rc

h
 T

ec
h

n
iq

u
es

 

3
c:

 E
n

g
ag

in
g

 S
tu

d
en

ts
 i

n
 L

ea
rn

in
g

 

3
d

: 
A

ss
es

sm
en

t 
in

 I
n

st
ru

ct
io

n
 (

w
h

o
le

 c
la

ss
, 

o
n

e-
o
n

-o
n

e 
an

d
 s

m
al

l 
g

ro
u

p
) 

3
e:

 D
em

o
n

st
ra

ti
n
g

 F
le

x
ib

il
it

y
 a

n
d
 R

es
p
o

n
si

v
en

es
s 

4
a:

 R
ef

le
ct

in
g

 o
n
 P

ra
ct

ic
e 

4
b

: 
M

ai
n

ta
in

in
g

 A
cc

u
ra

te
 R

ec
o

rd
s 

4
c:

 C
o

m
m

u
n
ic

at
in

g
 w

it
h
 S

ch
o
o

l 
S

ta
ff

 a
n

d
 C

o
m

m
u

n
it

y
 

4
d

: 
P

ar
ti

ci
p

at
in

g
 i

n
 a

 P
ro

fe
ss

io
n

al
 C

o
m

m
u

n
it

y
 

4
e:

 G
ro

w
in

g
 a

n
d

 D
ev

el
o

p
in

g
 P

ro
fe

ss
io

n
al

ly
 

4
f:

  
C

o
ll

ec
ti

o
n

 D
ev

el
o

p
m

en
t 

an
d

 M
ai

n
te

n
an

ce
 

4
g

: 
M

an
ag

in
g

 t
h

e 
L

ib
ra

ry
 B

u
d
g

et
 

4
h

: 
M

an
ag

in
g

 P
er

so
n
n

el
 

4
i:

 P
ro

fe
ss

io
n

al
 e

th
ic

s 

So
u

rc
es

 o
f 

Ev
id

en
ce

 t
o

 In
fo

rm
 P

ro
fe

ss
io

n
al

 P
ra

ct
ic

e 

 O
b

se
rv

at
io

n
  

 

Pre and Post Conferences 

 

Observation 

 
 

Pre and Post Conferences 

 Se
lf

-R
ef

le
ct

io
n

 

 

 

 

 

 

 

 

Self-Reflection and Professional Growth Planning 

 
P

ro
fe

ss
io

n
al

 G
ro

w
th

 P
la

n
 



 

 

 

 
School Counselor/Social Worker:  Required Sources of Evidence and Performance Stand./Measure Alignment 

 Performance 
Standards/ 
Measures 

Planning  Environment Instruction Professionalism 

Fr
am

ew
o

rk
 f

o
r 

Sc
h

o
o

l G
u

id
an

ce
 C

o
u

n
se

lo
r/

So
ci

al
 W

o
rk

er
 

C
o

m
p

o
n

en
t 

1
a:

 D
em

o
n

st
ra

ti
n

g 
kn

o
w

le
d

ge
 o

f 
co

u
n

se
lin

g 
th

eo
ry

 a
n

d
 t

ec
h

n
iq

u
es

 

1
b

: D
em

o
n

st
ra

ti
n

g 
kn

o
w

le
d

ge
 o

f 
ch

ild
 a

n
d

 a
d

o
le

sc
en

t 
d

ev
el

o
p

m
en

t 

1
c:

 E
st

ab
lis

h
in

g 
go

al
s 

fo
r 

th
e 

co
u

n
se

lin
g 

p
ro

gr
am

 a
p

p
ro

p
ri

at
e 

to
 t

h
e 

se
tt

in
g 

an
d

 t
h

e 
st

u
d

en
ts

 s
er

ve
d

 

1
d

: D
em

o
n

st
ra

ti
n

g 
kn

o
w

le
d

ge
 o

f 
st

at
e 

an
d

 f
ed

er
al

 r
eg

u
la

ti
o

n
s 

an
d

 o
f 

re
so

u
rc

es
 b

o
th

 w
it

h
in

 a
n

d
 

b
ey

o
n

d
 t

h
e 

sc
h

o
o

l a
n

d
 d

is
tr

ic
t 

1
e:

 P
la

n
n

in
g 

th
e 

co
u

n
se

lin
g 

p
ro

gr
am

 in
te

gr
at

ed
 w

it
h

 t
h

e 
re

gu
la

r 
sc

h
o

o
l p

ro
gr

am
 

1
f:

 D
ev

el
o

p
in

g 
a 

p
la

n
 t

o
 e

va
lu

at
e 

th
e 

co
u

n
se

lin
g 

p
ro

gr
am

 

2
a:

 C
re

at
in

g 
an

 e
n

vi
ro

n
m

en
t 

o
f 

re
sp

e
ct

 a
n

d
 r

ap
p

o
rt

 

2
b

:E
st

ab
lis

h
in

g 
a 

cu
lt

u
re

 f
o

r 
p

ro
d

u
ct

iv
e 

co
m

m
u

n
ic

at
io

n
 

2
c:

 M
an

ag
in

g 
ro

u
ti

n
es

 a
n

d
 p

ro
ce

d
u

re
s 

2
d

: E
st

ab
lis

h
in

g 
st

an
d

ar
d

s 
o

f 
co

n
d

u
ct

 a
n

d
 c

o
n

tr
ib

u
ti

n
g 

to
 t

h
e 

cu
lt

u
re

 f
o

r 
st

u
d

en
t 

b
eh

av
io

r 
th

ro
u

gh
o

u
t 

th
e 

sc
h

o
o

l 

2
e:

 O
rg

an
iz

in
g 

p
h

ys
ic

al
 s

p
ac

e 

3
a:

 A
ss

es
si

n
g 

st
u

d
en

t 
n

ee
d

s 

3
b

: A
ss

is
ti

n
g 

st
u

d
en

ts
 a

n
d

 t
ea

ch
er

s 
in

 t
h

e 
fo

rm
u

la
ti

o
n

 o
f 

ac
ad

em
ic

 p
er

so
n

al
 s

o
ci

al
 a

n
d

 c
ar

ee
r 

p
la

n
s 

b
as

ed
 o

n
 k

n
o

w
le

d
ge

 o
f 

st
u

d
en

t 
n

ee
d

s 

3
c:

 U
si

n
g 

co
u

n
se

lin
g 

te
ch

n
iq

u
es

 in
 in

d
iv

id
u

al
 a

n
d

 c
la

ss
ro

o
m

 p
ro

gr
am

s 

3
d

: B
ro

ke
ri

n
g 

re
so

u
rc

es
 t

o
 m

ee
t 

n
ee

d
s 

3
e:

 D
em

o
n

st
ra

ti
n

g 
fl

ex
ib

ili
ty

 a
n

d
 r

es
p

o
n

si
ve

n
es

s 

4
a:

 R
ef

le
ct

in
g 

o
n

 p
ra

ct
ic

e
 

4
b

: M
ai

n
ta

in
in

g 
re

co
rd

s 
an

d
 s

u
b

m
it

ti
n

g 
th

em
 in

 a
 t

im
el

y 
fa

sh
io

n
 

4
c:

 C
o

m
m

u
n

ic
at

in
g 

w
it

h
 f

am
ili

es
 

4
d

: P
ar

ti
ci

p
at

in
g 

in
 a

 p
ro

fe
ss

io
n

al
 c

o
m

m
u

n
it

y 

4
e:

 E
n

ga
gi

n
g 

in
 p

ro
fe

ss
io

n
al

 d
ev

el
o

p
m

en
t 

4
f 

Sh
o

w
in

g 
p

ro
fe

ss
io

n
al

is
m

 

So
u

rc
es

 o
f 

Ev
id

en
ce

 t
o

 In
fo

rm
 P

ro
fe

ss
io

n
al

 

P
ra

ct
ic

e 

O
b

se
rv

at
io

n
  

 

Pre and Post Conferences 

 
 

Observation 

 
 

Pre and Post Conferences 

Se
lf

-R
ef

le
ct

io
n

  

 

 

 

 

 

 
 

Self-Reflection and Professional Growth Planning 

P
ro

fe
ss

io
n

al
 G

ro
w

th
 

P
la

n
 

 

 

 

 

 

15 



16  

Diagnostician/Interventionist (Instructional Specialist): Required Sources of Evidence and 

Performance Standard/Measure Alignment 
 

Performance 
Standards/ 
Measures 

Planning  Environment Instruction Professionalism 

Fr
am

ew
o

rk
 f

o
r 

In
st

ru
ct

io
n

al
 S

p
ec

ia
lis

t 
(D

ia
gn

o
st

ic
ia

n
/I

n
te

rv
en

ti
o

n
is

t)
 

C
o

m
p

o
n

en
t 

1
a:

 D
em

o
n

st
ra

ti
n

g 
kn

o
w

le
d

ge
 o

f 
cu

rr
en

t 
tr

en
d

s 
in

 s
p

ec
ia

lt
y 

ar
ea

 a
n

d
 p

ro
fe

ss
io

n
al

 d
ev

el
o

p
m

en
t 

1
b

: D
em

o
n

st
ra

ti
n

g 
kn

o
w

le
d

ge
 o

f 
th

e 
sc

h
o

o
l’

s 
p

ro
gr

am
 a

n
d

 le
ve

ls
 o

f 
te

ac
h

er
 s

ki
ll 

in
 d

el
iv

er
in

g 

th
at

 p
ro

gr
am

 

1
c:

 E
st

ab
lis

h
in

g 
go

al
s 

fo
r 

th
e 

in
st

ru
ct

io
n

al
 s

u
p

p
o

rt
 p

ro
gr

am
 a

p
p

ro
p

ri
at

e 
to

 t
h

e 
se

tt
in

g 
an

d
 t

h
e 

te
ac

h
er

s 
se

rv
ed

 

1
d

: D
em

o
n

st
ra

ti
n

g 
kn

o
w

le
d

ge
 o

f 
re

so
u

rc
es

 b
o

th
 w

it
h

in
 a

n
d

 b
ey

o
n

d
 t

h
e 

sc
h

o
o

l a
n

d
 d

is
tr

ic
t 

1
e:

 P
la

n
n

in
g 

th
e 

in
st

ru
ct

io
n

al
 s

u
p

p
o

rt
 p

ro
gr

am
 in

te
gr

at
ed

 w
it

h
 t

h
e 

o
ve

ra
ll 

sc
h

o
o

l p
ro

gr
am

 

1
f:

 D
ev

el
o

p
in

g 
a 

p
la

n
 t

o
 e

va
lu

at
e 

th
e 

in
st

ru
ct

io
n

al
 s

u
p

p
o

rt
 p

ro
gr

am
 

2
a:

 C
re

at
in

g 
an

 e
n

vi
ro

n
m

en
t 

o
f 

tr
u

st
 a

n
d

 r
es

p
ec

t 

2
b

: E
st

ab
lis

h
in

g 
a 

cu
lt

u
re

 f
o

r 
o

n
go

in
g 

in
st

ru
ct

io
n

al
 im

p
ro

ve
m

en
t 

2
c:

 E
st

ab
lis

h
in

g 
cl

ea
r 

p
ro

ce
d

u
re

s 
fo

r 
te

ac
h

er
s 

to
 g

ai
n

 a
cc

es
s 

to
 t

h
e 

in
st

ru
ct

io
n

al
 s

u
p

p
o

rt
 

2
d

: E
st

ab
lis

h
in

g 
an

d
 m

ai
n

ta
in

in
g 

n
o

rm
s 

o
f 

b
eh

av
io

r 
fo

r 
p

ro
fe

ss
io

n
al

 in
te

ra
ct

io
n

s 

2
e:

 O
rg

an
iz

in
g 

sp
ac

e 
fo

r 
w

o
rk

sh
o

p
s 

o
r 

tr
ai

n
in

g 

3
a:

 C
o

lla
b

o
ra

ti
n

g 
w

it
h

 t
ea

ch
er

s 
in

 t
h

e 
d

es
ig

n
 o

f 
in

st
ru

ct
io

n
al

 u
n

it
s 

an
d

 le
ss

o
n

s 

3
b

: E
n

ga
gi

n
g 

te
ac

h
er

s 
in

 le
ar

n
in

g 
n

ew
 in

st
ru

ct
io

n
al

 s
ki

lls
 

3
c:

 S
h

ar
in

g 
ex

p
er

ti
se

 w
it

h
 s

ta
ff

 

3
d

: L
o

ca
ti

n
g 

re
so

u
rc

es
 f

o
r 

te
ac

h
er

s 
to

 s
u

p
p

o
rt

 in
st

ru
ct

io
n

al
 im

p
ro

ve
m

en
t 

3
e:

 D
em

o
n

st
ra

ti
n

g 
fl

ex
ib

ili
ty

 a
n

d
 r

es
p

o
n

si
ve

n
es

s 

4
a:

 R
ef

le
ct

in
g 

o
n

 p
ra

ct
ic

e
 

4
b

: P
re

p
ar

in
g 

an
d

 s
u

b
m

it
ti

n
g 

b
u

d
ge

ts
 a

n
d

 r
ep

o
rt

s 

4
c:

 C
o

o
rd

in
at

in
g 

w
o

rk
 w

it
h

 o
th

er
 in

st
ru

ct
io

n
al

 s
p

ec
ia

lis
ts

 

4
d

: P
ar

ti
ci

p
at

in
g 

in
 a

 P
ro

fe
ss

io
n

al
 L

ea
rn

in
g 

C
o

m
m

u
n

it
y 

4
e:

 E
n

ga
gi

n
g 

in
 p

ro
fe

ss
io

n
al

 d
ev

el
o

p
m

en
t 

4
f:

 S
h

o
w

in
g 

P
ro

fe
ss

io
n

al
is

m
 in

cl
u

d
in

g 
in

te
gr

it
y 

an
d

 c
o

n
fi

d
en

ti
al

it
y 

So
u

rc
es

 o
f 

Ev
id

en
ce

 t
o

 In
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Pre and Post Conferences 
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Self-Reflection and Professional Growth Planning 

P
ro

fe
ss

io
n

al
 G

ro
w

th
 P

la
n

 



17  

Principals and Assistant Principals: Required Sources of Evidence and Performance 

Standard/Measure Alignment 
Performance 
Measures/PSEL 

Planning Environment Instruction Professionalism 

 P
ro

fe
ss

io
n

al
 

St
an

d
ar

d
s 

fo
r 

Ed
u

ca
ti

o
n

al
 L

ea
d

er
s 

(P
SE

L)
 

Standard 1 
Mission, Vision and Core 

Values 
Standard 2 

Operations and 
Management 
Standard 10 

School Improvement 

Standard 3 
Equity and Cultural 

Responsiveness 
Standard 7 

Professional 
Community for 

Teachers and Staff 

Standard 4 
Curriculum, Instruction 

and Assessment 
Standard 5 

Community of Care and 
Support for Students 

Standard 6 
Professional Capacity of 

School Personnel 

Standard 2 
Ethics and 

Professional 
Norms 

Standard 8 
Meaningful 

Engagement of 
Families and 
Community 

So
u

rc
es

 o
f 

Ev
id

en
ce

 t
o

 In
fo

rm
 

P
ro

fe
ss

io
n

al
 P

ra
ct

ic
e 

Observation Observations and District Identified Evidence (Conferences) 

Professional 
Growth 

Professional Growth Planning 

Self-
Reflection 

Self-Reflection 

 

District Administrators:  Required Sources of Evidence and Performance Stand./Measure 

Alignment 
Performance 

Standards/Measures 
Planning Environment Instruction Professionalism 

  

Organizational 
Leadership 

Administration 
and 
Management 

Relationships 
with the 
Community 

Equity and 
Appreciation of 
Diversity 

Instructional 
Leadership 

Career-Related 
Professional 
Growth 

So
u

rc
es

 o
f 

Ev
id

en
ce

 t
o

 In
fo

rm
 

P
ro

fe
ss

io
n

al
 P

ra
ct

ic
e 

Observation Observations and District Identified Evidence (Conferences) 

Professional 
Growth 

Professional Growth Planning 

Self-
Reflection 

Self-Reflection 
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Section 3: Rating of Performance Standards/Measures and  

                   Summative Professional Practice Rating 
Evaluators will look for trends and patterns in practice across multiple types of evidence and apply 

their professional judgment based on this evidence when evaluating personnel. The role of evidence 

and professional judgment in the determination of ratings on performance measures and a 

professional practice rating is paramount in this process. 

 
The performance standards stand as the critical rubric for providing personnel in the certified 

evaluation plan and evaluators with concrete descriptions of practice associated with specific 

standards. Evaluators will organize and analyze evidence for each individual based on these 

performance standards. 

 
Evaluators and evaluatees will be engaged in ongoing dialogue throughout the evaluation cycle. The 

process concludes with the evaluator’s analysis of evidence and the final assessment of practice in 

relation to performance described under each performance measure. 

 

• Evaluatees may provide additional evidences to support assessment of their own professional 

practice 

• Each Performance Measure shall be rated as either Ineffective, Developing, Accomplished, 

or Exemplary 

• Using the table below the evaluator shall rate the educator’s Overall Performance Level as 

either Ineffective, Developing, Accomplished, or Exemplary 

• Professional practice ratings shall be completed on district approved forms on or before 

April 30th of each school year for Certified School Personnel and by June 15th for Certified 

Administrative Personnel. The evaluatee will have the opportunity to submit a written 

statement in response and it will be included in the official personnel record. 
 

 
CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL 
 

IF…. THEN… 

Environment AND Instruction are rated 
INEFFECTIVE 

Overall rating shall be INEFFECTIVE 

Environment OR Instruction are rated 
INEFFECTIVE 

Overall rating shall be INEFFECTIVE OR 
DEVELOPING 

Planning OR Professionalism are rated 
INEFFECTIVE 

Overall rating shall NOT be EXEMPLARY 

Two performance measures are rated 
DEVELOPING and two performance measures are 
rated ACCOMPLISHED 

OVERALL rating shall be ACCOMPLISHED 

Two performance measures are rated 
DEVELOPING and two performance measures are 
rated EXEMPLARY 

OVERALL rating shall be ACCOMPLISHED 

Two performance measures are rated 
ACCOMPLISHED and two performance measures 
are rated EXEMPLARY 

OVERALL rating shall be EXEMPLARY 
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Section 4:  Appeals Process 
 

Appeals Panel Membership 

 

1. All members must be certified employees. 

2. Elected Members 

• Must be elected to the Appeals Panel by Certified Employees. 

• Each elected member will serve a two-year term, beginning July 1 and ending June 

30. 
3. Election Process 

• The Evaluation Committee will hold an election prior to closing day to elect a 

certified employee to the Appeals Panel. Any certified employee may volunteer and 

will automatically be placed on the ballot. Any certified employee wishing to 

nominate another may do so by gaining the nominee’s permission prior to forwarding 

the nomination to the evaluation committee. 

• All certified employees will be eligible to vote in the election. 

• The two candidates with the highest vote total will be elected to a two-year term. The 

candidates receiving the third and fourth largest vote totals will serve as an alternate 

on the panel for the next two years, replacing either of the two elected members, as 

needed. 

4. Appointed Members 

• One certified employee and one alternate certified employee will be appointed by the 

Board of Education to serve until the Board of Education appoints a replacement. 
5. Chairperson 

• At the first meeting of the Appeals Panel, the members will elect a chairperson. 

6. Conflicts of Interest 

• No panel member shall serve on any appeal panel considering an appeal for which 

he/she was the evaluator. Whenever a panel member or a panel member’s immediate 

family appeals to the panel, the member shall not serve for that appeal. A panel 

member shall not hear an appeal filed by his/her immediate supervisor. The appeal 

panel will not include a certified employee from the home school of the employee 

making the appeal. 

• Panel members, with just cause, may request to be excused from a particular hearing by 

submitting a letter to the panel chairperson. The chairperson will review the request and 

make the decision as to whether the panel member should be excused. 

 

Appeal Procedures 

 

Any certified employee who believes that he or she was not fairly evaluated on the summative 

evaluation may request a review by the appeals panel. 

 
How to Appeal Certified Evaluations 

1. Within five (5) business days of receipt of the summative evaluation, a written request for a 

review must be submitted to the Human Resources Director, utilizing the Certified Evaluation 

Appeal Form. Appeals not made within the five (5) business days shall be considered 

untimely and not reviewable. 
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2. The request for review must be submitted on the appropriate appeal form in the certified 

evaluation plan.  The appeal form must: 
a. Be attached to a copy of the final evaluation form 

b. Include a written statement which details both the disagreement and the reason(s) for 

his/her disagreement (procedural and/or qualitative). 

c. Include pertinent documentation that the evaluatee wants the Panel to review 

3. The certified employee appealing to the Panel has the burden of proof. The evaluator may 

respond to any statements made and/or evidence presented by the certified employee and may 

present any evidence that supports the Summative evaluation. 

4. The chair will convene the Appeals Panel and it will complete its review of the evaluation 

data no more than five (5) business days after receipt of the request for review. The 

Chairperson may disallow materials and/or information to be presented or used in the hearing 

when she/he determines that such materials and/or information is not relevant to the appeal. 

5. The panel may issue, no more than two (2) business days after meeting to review the appeal, 

an invitation to both the evaluatee and the evaluator to meet with the panel (separately, not 

together). The purpose of this would be to obtain additional information needed to prepare a 

hearing. 

i. All documentation will be reviewed in the presence of all three (3) panel 

members. 

ii. Both parties will be given the opportunity to review all documentation 

five (5) days in advance of the hearing. 

iii. All documentation will be located in a secure place in the Central Office 

except during Appeals Panel meetings. 
iv. Confidentiality will be maintained. 

v. Copies of the documentation shall not be carried away from the established 

meeting by either parties involved or by the Panel Members. 

6. The panel will meet, review all documents, discuss, and prepare questions to be asked of each 

party by the Chairperson. Additional questions may be posed by panel members during the 

hearing. 

7. The members of the Certified Employee Appeals Panel, the evaluatee, and the evaluator will 

be notified of the time, date, and place of the hearing by the Chairperson. The hearing must 

take place within fifteen (15) business days from the date the appeal is filed. 

8. Both the evaluatee and the evaluator are notified of the right to be accompanied by a chosen 

representative including legal counsel, at their own personal expense. 

9. Witnesses may be presented, but will be called one at a time and will not be allowed to 

observe the proceedings. 

10. The duties of the appeals panel shall be limited to a review of the summative evaluation of 

any certified employee who does not agree with his/her evaluation and who appeals to the 

panel for review of the same. The panel’s review shall be limited to whether the evaluation 

did or did not have a factual basis. 
11. All hearings will be confidential and will follow these written procedures of the Panel. 

12. The decision of the panel after sufficiently reviewing all evidence, may include, but not limited 

to, the following: 
a. Upholding all parts of the original evaluation. 

b. Voiding the original evaluation or parts of it. 

c. Ordering a new evaluation by a second certified employee. 

d. Removing the summative evaluation from the personnel file and placing a copy of the 

panel’s written findings in the file. 
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13. The chairperson of the panel shall present the Panel’s decision to the evaluatee, evaluator, and 

the Superintendent within (15) business days from the date the appeal is filed. 

• In the event that the evaluator is the Superintendent, the panel’s recommendation shall 

go directly to the Board of Education. 

• The panel’s decision may be appealed to the State Board of Education. 

14. Pursuant to KRS 156.557—Standards For Improving Performance of Certified School 

Personnel, and 704 KAR 3:345—Evaluation Guidelines, any certified employee who feels that 

the local district is not properly implementing the evaluation plan according to the way it was 

approved by the Kentucky Department of Education shall have the opportunity to appeal to the 

Kentucky Board of Education. Its jurisdiction shall be limited to procedural matters already 

addressed by the local appeals panel required by KRS 156.557(5). The panel shall have no 

jurisdiction relative to complaints involving the professional judgmental conclusions of 

evaluations, and the panel’s review shall be limited to the record of proceedings at the local 

district level. 
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Section 5:  Roles and Definitions 

 

Appeals 

A process whereby any certified personnel employee who believes that he or she was not fairly 

evaluated on the summative evaluation can formally disagree with his/her evaluation. 

 
Corrective Action Plan 

A plan whereby the primary evaluator, with input from the person being evaluated, develops a 

process to assist the evaluatee to address the deficiencies identified. 

 
Certified Administrative Personnel 

A certified employee, below the level of superintendent, who devotes the majority of employed time 

in a position at the district or school level for which certification is required by EPSB or for which 

administrative certification is required by the Education Professional Standards Board pursuant to 16 

KAR 3:050 

Principal, Assistant Principal, Assistant Superintendent, Executive Director of Pupil 
Personnel/Student Services, Director of Special Education/Preschool Coordinator, Executive 
Director of Finance & Human Resources, Executive Director of Teaching and Learning, Director 
of Elementary Curriculum/Assessment, Director of Secondary Curriculum/Assessment, Chief 
Information Officer 

 
Certified School Personnel 

A certified employee, below the level of superintendent, who devotes the majority of employed time 

in a position in a district for which certification is required by the Education Professional Standards 

Board pursuant to Title 16 KAR and includes certified administrators, assistant principals, principals, 

other professionals, and teachers. 

Conference 

A meeting between the evaluator and the evaluatee for the purposes of providing evaluator feedback, 

analyzing the results of an observation or observations, reviewing other evidence to determine the 

evaluatee’s accomplishments and areas for growth, and leading to the establishment or revision of a 

professional  growth plan. 

Continuing Contract 

A contract for the employment of an educator which shall remain in full force and effect until the 

educator resigns or retires, or until it is terminated or suspended as provided in KRS 161.790 and 

161.800 

District Administrator 

A certified employee with the following job title: Assistant Superintendent, Executive Director of 
Pupil Personnel/Student Services, Director of Special Education/Preschool Coordinator, Executive 
Director of Finance & Human Resources, Executive Director of Teaching and Learning, Director of 
Elementary Curriculum/Assessment, Director of Secondary Curriculum/Assessment, and Chief 
Information Officer 
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Evaluatee 

The certified school or administrative personnel who is being evaluated 

 

Evaluator 

Certified administrative and supervisory personnel trained, tested and approved in accordance with 

administrative regulations adopted by the Kentucky Board of Education and in the use of the school 

district evaluation system 

 
 

Evidence 

Documents or demonstrations that indicate proof of a particular performance standard 

Late Hire 

A certified employee with a start date on or after the 60th instructional school day of the current 

school year’s calendar 

Limited Contract 

A contract for the employment of an educator for a term of one (1) year only or for that portion of the 

school year that remains at the time of employment 

Non-Tenured Educator 

An educator on a limited contract 

Observation 

A data collection process conducted by an evaluator for the purpose of evaluation and may include 

notes and professional judgments made during one (1) or more classroom or worksite visits of any 

duration, may include examination of artifacts, and may be conducted in person or through video 

Other Professionals 

Certified employees other than teachers and certified administrative personnel 

Speech Language Pathologist, Library Media Specialist, School Counselor/Social Worker, 

Diagnostician/Interventionist (Instructional Specialist), and Therapeutic Specialist 

Performance Rating 

The description of an educator’s performance to include the following: 

Ineffective 

Rating for performance that consistently fails to meet expectations for effective performance 

Developing 

Rating for performance that inconsistently meets expectations for effective performance 

Accomplished 

Rating for performance that consistently meets expectations for effective performance 

Exemplary 

Rating for performance that consistently exceeds expectations for effective performance 

 
Performance Standards/Measures 

Guiding standards that provide for a defined set of common purposes and expectations that guide 

effective teaching and school leadership 



24  

Post Conference 

A meeting between the evaluator and the evaluatee to provide feedback from the evaluator, analyze 

results of an observation, review other evidence to determine the evaluatee’s accomplishments and 

areas for growth 

Pre-Conference 

A meeting between the evaluator and the evaluatee to discuss the upcoming announced observation 

 

Professional Growth Plan 

An individualized plan for certified personnel that is focused on improving professional practice and 

leadership skills, aligned with performance standards and the specific goals and objectives of the 

school improvement plan or the district improvement plan, built using a variety of sources and types 

of data that reflect student needs and strengths, evaluate data, and the school and district data, 

produced in consultation with the evaluator 

Professional Practice Rating 

The application of the professional judgment of the evaluator, using the sources of evidence as 

defined by the certified evaluation plan 

Self-Reflection 

The process by which certified personnel assess the effectiveness and adequacy of their knowledge 

and performance for the purpose of identifying areas for professional learning and growth 

Tenured Educator 

An educator who is on a continuing contract 
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Section 6:  District Approved Forms 

All evaluations will be documented on district approved forms and will become part of the personnel 

file. 

The following pages provide required district forms for the evaluation of Certified Administrative 

Personnel and Certified School Personnel. 
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Teacher Self-Reflection Template 

Evaluatee: School Year: 
 

 
Component:  Planning 

Self-Assessment 

I D A E 

1a: Knowledge of content/pedagogy ☐ ☐ ☐ ☐ 

1b: Demonstrate knowledge of students ☐ ☐ ☐ ☐ 

1c: Setting Instructional Outcomes ☐ ☐ ☐ ☐ 

1d: Demonstrates knowledge of resources ☐ ☐ ☐ ☐ 

1e: Designing Coherent Instruction ☐ ☐ ☐ ☐ 

1f: Designing Student Assessment ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Planning 
 

 
 

 
 

 

  _ 
 
 

 
Component:  Environment 

Self-Assessment 

I D A E 

2a: Creating Environment of Respect & Rapport ☐ ☐ ☐ ☐ 

2b: Establish Culture of Learning ☐ ☐ ☐ ☐ 

2c: Maintaining Classroom Procedures ☐ ☐ ☐ ☐ 

2d: Managing Student Behavior ☐ ☐ ☐ ☐ 

2e: Organizing Physical Space ☐ ☐ ☐ ☐ 

 
 

Rationale for Performance Measure - Environment 
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Component:  Instruction 

Self-Assessment 

I D A E 

3a: Communicating with Students ☐ ☐ ☐ ☐ 

3b: Questioning & Discussion Techniques ☐ ☐ ☐ ☐ 

3c: Engaging Students in Learning ☐ ☐ ☐ ☐ 

3d: Using Assessment in Learning ☐ ☐ ☐ ☐ 

3e: Demonstrating Flexibility & Responsive ☐ ☐ ☐ ☐ 

 
 

Rationale for Performance Measure - Instruction 
 

 
 

 
 

 
 

 
 

 
Component:  Professionalism 

Self-Assessment 

I D A E 

4a: Reflecting On Teaching ☐ ☐ ☐ ☐ 

4b: Maintaining Accurate Records ☐ ☐ ☐ ☐ 

4c: Communicating With Families ☐ ☐ ☐ ☐ 

4d: Participating in Professional Learning Community ☐ ☐ ☐ ☐ 

4e: Growing & Developing Professionally ☐ ☐ ☐ ☐ 

4f: Showing Professionalism ☐ ☐ ☐ ☐ 

 
 

Rationale for Performance Measure - Professionalism 
 

 
 

 
 

 
 



28  

Teacher Professional Growth Plan Template 

Evaluatee: School Year: 
 

Guiding Questions for Goal Development 
 

Professional Practice 
What do I want to change about my practice that will positively impact student learning? 

 
 
 
 

Connecting Priority Growth Needs to Professional Growth Planning 
Please select one or more areas that show how your goal connects with a priority area of need. 

 

□ Self-Reflection 

□ Student Growth Goals 

□ Observations 

□ Student Voice 

□ Framework for Teaching 

□ Comprehensive District or School Improvement Plan 
 

Component Alignment 
 

□ 1a: Knowledge of content/pedagogy 

□ 1b: Demonstrate knowledge of students 

□ 1c: Setting Instructional Outcomes 

□ 1d: Demonstrates knowledge of resources 

□ 1e: Designing Coherent Instruction 

□ 1f: Designing Student Assessment 

□ 2a: Creating Environment of Respect & Rapport 

□ 2b: Establish Culture of Learning 

□ 2c: Maintaining Classroom Procedures 

□ 2d: Managing Student Behavior 

□ 2e: Organizing Physical Space 

□ 3a: Communicating with Students 

□ 3b: Questioning & Discussion Techniques 

□ 3c: Engaging Students in Learning 

□ 3d: Using Assessment in Learning 

□ 3e: Demonstrating Flexibility & Responsive 

□ 4a: Reflecting On Teaching 

□ 4b: Maintaining Accurate Records 

□ 4c: Communicating With Families 

□ 4d: Participating in Professional Learning Community 

□ 4e: Growing & Developing Professionally 

□ 4f: Showing Professionalism 
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Teacher Professional Growth Plan Template Continued 

Professional Learning 
What personal learning is necessary to make that change? 

 
 
 
 

Monitoring Progress 
How will I monitor my progress towards my goal? (Student Data, Student Feedback, Unit Lesson 
Plans, Video-taped Lessons) 

 
 

 
Action Plan 

 

Action Plan 
What is my plan of action to advance my professional growth? 

 
 
 
 
 

Support and Resources 
What resources and/or support do I need to achieve my goal? 

 
 
 

Target Completion Date 
What is my target completion date for achievement of my goal? 

 
 
 

Signatures – Upon Approval of Professional Growth Plan by Primary Evaluator 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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Teacher Professional Growth Plan Template Continued 

End of Year Reflection 
 

Professional Learning Update and Instructional Changes 
List the professional learning activities related to your goal that you have completed at this time and 
describe the instructional changes you have made as a result of each professional learning activity. 

 
 
 
 
 
 

Professional Learning Impact 
Describe the impact the professional learning activities have had on student learning. 

 
 
 
 
 

End of Year Status 
Select the status of your goal. 

 

□ Achieved ☐ Revised ☐ Continued 
 
 
 
 
 
 

 
Evaluator’s Signature Date 

 
 
 

 

Evaluatee’s Signature Date 
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Therapeutic Specialist Self-Reflection Template 

Evaluatee: School Year: 
 

 
Component:  Planning 

Self-Assessment 

I D A E 

1a: Demonstrating knowledge and skill in the specialist therapy 
area holding the relevant certificate or license 

☐ ☐ ☐ ☐ 

1b: Establishing goals for the therapy program appropriate to 
the setting and the students served 

☐ ☐ ☐ ☐ 

1c: Demonstrating knowledge of District state and federal 
regulations and guidelines 

☐ ☐ ☐ ☐ 

1d: Demonstrating knowledge of resources both within and 
beyond the school and district 

☐ ☐ ☐ ☐ 

1e: Planning the therapy program integrated with the regular 
school program to meet the needs of individual students 

☐ ☐ ☐ ☐ 

1f: Developing a plan to evaluate the therapy program ☐ ☐ ☐ ☐ 

 
Rationale for Performance Measure - Planning 

 

 
 

 
 

 
 

 

 
Component:  Environment 

Self-Assessment 

I D A E 

2a: Establishing rapport with students ☐ ☐ ☐ ☐ 

2b: Organizing time effectively ☐ ☐ ☐ ☐ 

2c: Establishing and maintaining clear procedures for referrals ☐ ☐ ☐ ☐ 

2d: Establishing standards of conduct in the treatment center ☐ ☐ ☐ ☐ 

2e: Organizing physical space for testing of students and 
providing therapy 

☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Environment 
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Component:  Instruction 

Self-Assessment 

I D A E 

3a: Responding to referrals and evaluating student needs ☐ ☐ ☐ ☐ 

3b: Developing and implementing treatment plans to maximize 
student’s success 

☐ ☐ ☐ ☐ 

3c: Communicating with families ☐ ☐ ☐ ☐ 

3d: Collecting information; writing reports ☐ ☐ ☐ ☐ 

3e: Demonstrating flexibility and responsiveness ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Instruction 
 

 
 

 
 

 
 

 

 
Component:  Professionalism 

Self-Assessment 

I D A E 

4a: Reflecting on practice ☐ ☐ ☐ ☐ 

4b: Collaborating with teachers and administrators ☐ ☐ ☐ ☐ 

4c: Maintaining an effective data management system ☐ ☐ ☐ ☐ 

4d: Participating in a professional community ☐ ☐ ☐ ☐ 

4e: Engaging in professional development ☐ ☐ ☐ ☐ 

4f: Showing professionalism including integrity advocacy and 
maintaining confidentiality 

☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Professionalism 
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Therapeutic Specialist Professional Growth Plan Template 

Evaluatee: School Year: 
 
 

Guiding questions for Goal Development 
 

Professional Practice 
What do I want to change about my practice that will positively impact student learning? 

 
 
 
 

Connecting Priority Growth Needs to Professional Growth Planning 
Please select one or more areas that show how your goal connects with a priority area of need. 

 

□ Self-Reflection 

□ Student Growth Goals 
□ Observations 

□ Student Voice 

□ Framework for Therapeutic Specialist 
□ Comprehensive District or School Improvement Plan 

 
Component Alignment 

 
□ 1a: Demonstrating knowledge and skill in the specialist therapy area holding the relevant certificate or 
license 

□ 1b: Establishing goals for the therapy program appropriate to the setting and the students served 

□ 1c: Demonstrating knowledge of District state and federal regulations and guidelines 

□ 1d: Demonstrating knowledge of resources both within and beyond the school and district 
□ 1e: Planning the therapy program integrated with the regular school program to meet the needs of 
individual students 

□ 1f: Developing a plan to evaluate the therapy program 

□ 2a: Establishing rapport with students 

□ 2b: Organizing time effectively 

□ 2c: Establishing and maintaining clear procedures for referrals 

□ 2d: Establishing standards of conduct in the treatment center 

□ 2e: Organizing physical space for testing of students and providing therapy 

□ 3a: Responding to referrals and evaluating student needs 

□ 3b: Developing and implementing treatment plans to maximize student’s success 

□ 3c: Communicating with families 

□ 3d: Collecting information; writing reports 

□ 3e: Demonstrating flexibility and responsiveness 

□ 4a: Reflecting on practice 

□ 4b: Collaborating with teachers and administrators 

□ 4c: Maintaining an effective data management system 

□ 4d: Participating in a professional community 

□ 4e: Engaging in professional development 

□ 4f: Showing professionalism including integrity advocacy and maintaining confidentiality 
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Therapeutic Specialist Professional Growth Plan Template Continued 

Professional Learning 
What personal learning is necessary to make that change? 

 
 
 
 

Monitoring Progress 
How will I monitor my progress towards my goal? (Student Data, Student Feedback, Unit Lesson 
Plans, Video-taped Lessons) 

 
 
 
 

Action Plan 
 

Action Plan 
What is my plan of action to advance my professional growth? 

 
 
 
 

Support and Resources 
What resources and/or support do I need to achieve my goal? 

 
 
 
 

Target Completion Date 
What is my target completion date for achievement of my goal? 

 
 
 
 

Signatures – Upon Approval of Professional Growth Plan by Primary Evaluator 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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Therapeutic Specialist Professional Growth Plan Template Continued 

End of Year Reflection 
 

Professional Learning Update and Instructional Changes 
List the professional learning activities related to your goal that you have completed at this time and 
describe the instructional changes you have made as a result of each professional learning activity. 

 
 
 
 

Professional Learning Impact 
Describe the impact the professional learning activities have had on student learning. 

 
 
 
 

End of Year Status 
Select the status of your goal. 

 

□ Achieved ☐ Revised ☐ Continued 
 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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Library/Media Specialist Self-Reflection Template 

Evaluatee: School Year: 
 

 
 

Component:  Planning 
Self-Assessment 

I D A E 

1a: Demonstrating Knowledge of Content Curriculum and 
Process 

☐ ☐ ☐ ☐ 

1b: Demonstrating Knowledge of Students ☐ ☐ ☐ ☐ 

1c: Supporting Instructional Goals ☐ ☐ ☐ ☐ 

1d: Demonstrating Knowledge and Use of Resources ☐ ☐ ☐ ☐ 

1e: Demonstrating a Knowledge of Literature and Lifelong 
Learning 

☐ ☐ ☐ ☐ 

1f: Collaborating in the Design of Instructional Experiences ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Planning 
 

 
 

 
 

 
 

 

 

 
Component:  Environment 

Self-Assessment 

I D A E 

2a: Creating an Environment of Respect and Rapport ☐ ☐ ☐ ☐ 

2b: Establishing a Culture for Learning ☐ ☐ ☐ ☐ 

2c:  Managing Library Procedures ☐ ☐ ☐ ☐ 

2d: Managing student behavior ☐ ☐ ☐ ☐ 

2e: Organizing physical space ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Environment 
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Component:  Instruction 

Self-Assessment 

I D A E 

3a: Communicating Clearly and Accurately ☐ ☐ ☐ ☐ 

3b: Using Questioning and Research Techniques ☐ ☐ ☐ ☐ 

3c: Engaging Students in Learning ☐ ☐ ☐ ☐ 

3d: Assessment in Instruction (whole class, one-on-one and 
small group) 

☐ ☐ ☐ ☐ 

3e: Demonstrating Flexibility and Responsiveness ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Instruction 
 

 
 

 
 

 
 

 

 
Component:  Professionalism 

Self-Assessment 

I D A E 

4a: Reflecting on Practice ☐ ☐ ☐ ☐ 

4b: Maintaining Accurate Records ☐ ☐ ☐ ☐ 

4c: Communicating with School Staff and Community ☐ ☐ ☐ ☐ 

4d: Participating in a Professional Community ☐ ☐ ☐ ☐ 

4e: Growing and Developing Professionally ☐ ☐ ☐ ☐ 

4f:  Collection Development and Maintenance ☐ ☐ ☐ ☐ 

4g: Managing the Library Budget ☐ ☐ ☐ ☐ 

4h: Managing Personnel ☐ ☐ ☐ ☐ 

4i: Professional ethics ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Professionalism 
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Library/Media Specialist Professional Growth Plan Template 

Evaluatee: School Year: 

 
Guiding questions for Goal Development 

 

Professional Practice 
What do I want to change about my practice that will positively impact student learning? 

 
 
 
 

Connecting Priority Growth Needs to Professional Growth Planning 
Please select one or more areas that show how your goal connects with a priority area of need. 

 

□ Self-Reflection 

□ Student Growth Goals 

□ Observations 

□ Student Voice 

□ Framework for Library/Media Specialist 
□ Comprehensive District or School Improvement Plan 

 

Component Alignment 
 

□ 1a: Demonstrating Knowledge of Content Curriculum and Process 
□ 1b: Demonstrating Knowledge of Students 

□ 1c: Supporting Instructional Goals 
□ 1d: Demonstrating Knowledge and Use of Resources 

□ 1e: Demonstrating a Knowledge of Literature and Lifelong Learning 

□ 1f: Collaborating in the Design of Instructional Experiences 

□ 2a: Creating an Environment of Respect and Rapport 
□ 2b: Establishing a Culture for Learning 

□ 2c:  Managing Library Procedures 

□ 2d: Managing student behavior 
□ 2e: Organizing physical space 

□ 3a: Communicating Clearly and Accurately 

□ 3b: Using Questioning and Research Techniques 

□ 3c: Engaging Students in Learning 

□ 3d: Assessment in Instruction (whole class, one-on-one and small group) 
□ 3e: Demonstrating Flexibility and Responsiveness 

□ 4a: Reflecting on Practice 

□ 4b: Maintaining Accurate Records 
□ 4c: Communicating with School Staff and Community 

□ 4d: Participating in a Professional Community 

□ 4e: Growing and Developing Professionally 

□ 4f:  Collection Development and Maintenance 

□ 4g: Managing the Library Budget 
□ 4h: Managing Personnel 
□ 4i: Professional ethics 
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Library/Media Specialist Professional Growth Plan Template Continued 

Professional Learning 
What personal learning is necessary to make that change? 

 
 
 
 

Monitoring Progress 
How will I monitor my progress towards my goal? (Student Data, Student Feedback, Unit Lesson 
Plans, Video-taped Lessons) 

 
 
 

Action Plan 
 

Action Plan 
What is my plan of action to advance my professional growth? 

 
 
 
 

Support and Resources 
What resources and/or support do I need to achieve my goal? 

 
 
 

Target Completion Date 
What is my target completion date for achievement of my goal? 

 
 
 

Signatures – Upon Approval of Professional Growth Plan by Primary Evaluator 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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Library/Media Specialist Professional Growth Plan Template Continued 

End of Year Reflection 
 

Professional Learning Update and Instructional Changes 
List the professional learning activities related to your goal that you have completed at this time and 
describe the instructional changes you have made as a result of each professional learning activity. 

 
 
 
 
 
 
 

Professional Learning Impact 
Describe the impact the professional learning activities have had on student learning. 

 
 
 

End of Year Status 
Select the status of your goal. 

 

□ Achieved ☐ Revised ☐ Continued 
 
 
 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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Instructional Specialist (Diagnostician/Interventionist) Self-Reflection Template 

Evaluatee: School Year: 

 

 
Component:  Planning 

Self-Assessment 

I D A E 

1a: Demonstrating knowledge of current trends in specialty 
area and professional development 

☐ ☐ ☐ ☐ 

1b: Demonstrating knowledge of the school’s program and 
levels of teacher skill in delivering that program 

☐ ☐ ☐ ☐ 

1c: Establishing goals for the instructional support program 
appropriate to the setting and the teachers served 

☐ ☐ ☐ ☐ 

1d: Demonstrating knowledge of resources both within and 
beyond the school and district 

☐ ☐ ☐ ☐ 

1e: Planning the instructional support program integrated with 
the overall school program 

☐ ☐ ☐ ☐ 

1f: Developing a plan to evaluate the instructional support 
program 

☐ ☐ ☐ ☐ 

Rationale for Performance Measure - Planning 
 

 
 

 
 

 
 

 

 
Component:  Environment 

Self-Assessment 

I D A E 

2a: Creating an environment of trust and respect ☐ ☐ ☐ ☐ 

2b: Establishing a culture for ongoing instructional 
improvement 

☐ ☐ ☐ ☐ 

2c: Establishing clear procedures for teachers to gain access to 
the instructional support 

☐ ☐ ☐ ☐ 

2d: Establishing and maintaining norms of behavior for 
professional interactions 

☐ ☐ ☐ ☐ 

2e: Organizing space for workshops or training ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Environment 
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Component:  Instruction 

Self-Assessment 

I D A E 

3a: Collaborating with teachers in the design of instructional 
units and lessons 

☐ ☐ ☐ ☐ 

3b: Engaging teachers in learning new instructional skills ☐ ☐ ☐ ☐ 

3c: Sharing expertise with staff ☐ ☐ ☐ ☐ 

3d: Locating resources for teachers to support instructional 
improvement 

☐ ☐ ☐ ☐ 

3e: Demonstrating flexibility and responsiveness ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Instruction  
 

 
 

 
 

 
 

 

 

 
Component:  Professionalism 

Self-Assessment 

I D A E 

4a: Reflecting on practice ☐ ☐ ☐ ☐ 

4b: Preparing and submitting budgets and reports ☐ ☐ ☐ ☐ 

4c: Coordinating work with other instructional specialists ☐ ☐ ☐ ☐ 

4d: Participating in a Professional Learning Community ☐ ☐ ☐ ☐ 

4e: Engaging in professional development ☐ ☐ ☐ ☐ 

4f: Showing Professionalism including integrity and 
confidentiality 

☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Professionalism 
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Instructional Specialist (Diagnostician/Interventionist) Professional Growth Plan Template 

Evaluatee: School Year: 

 
Guiding questions for Goal Development 

 

Professional Practice 
What do I want to change about my practice that will positively impact student learning? 

 
 
 
 

Connecting Priority Growth Needs to Professional Growth Planning 
Please select one or more areas that show how your goal connects with a priority area of need. 

 

□ Self-Reflection 

□ Student Growth Goals 

□ Observations 

□ Student Voice 

□ Framework for Instructional Specialist 

□ Comprehensive District or School Improvement Plan 
 

Component Alignment 
 

□ 1a: Demonstrating knowledge of current trends in specialty area and professional development 

□ 1b: Demonstrating knowledge of the school’s program and levels of teacher skill in delivering that program 

☐1c: Establishing goals for the instructional support program appropriate to the setting and the teachers 

served 
☐1d: Demonstrating knowledge of resources both within and beyond the school and district 

☐1e: Planning the instructional support program integrated with the overall school program 

☐1f: Developing a plan to evaluate the instructional support program 

☐2a: Creating an environment of trust and respect 

☐2b: Establishing a culture for ongoing instructional improvement 

☐2c: Establishing clear procedures for teachers to gain access to the instructional support 

☐2d: Establishing and maintaining norms of behavior for professional interactions 

☐2e: Organizing space for workshops or training 

☐3a: Collaborating with teachers in the design of instructional units and lessons 

☐3b: Engaging teachers in learning new instructional skills 

☐3c: Sharing expertise with staff 

☐3d: Locating resources for teachers to support instructional improvement 

☐3e: Demonstrating flexibility and responsiveness 

☐4a: Reflecting on practice 

☐4b: Preparing and submitting budgets and reports 

☐4c: Coordinating work with other instructional specialists 

☐4d: Participating in a Professional Learning Community 

☐4e: Engaging in professional development 

☐4f: Showing Professionalism including integrity and confidentiality 
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Instructional Specialist (Diagnostician/Interventionist) Professional Growth Plan Template 

Continued 

Professional Learning 
What personal learning is necessary to make that change? 

 
 
 
 

Monitoring Progress 
How will I monitor my progress towards my goal? (Student Data, Student Feedback, Unit Lesson 
Plans, Video-taped Lessons) 

 
 
 

Action Plan 
 

Action Plan 
What is my plan of action to advance my professional growth? 

 
 
 
 

Support and Resources 
What resources and/or support do I need to achieve my goal? 

 
 
 

Target Completion Date 
What is my target completion date for achievement of my goal? 

 
 
 

Signatures – Upon Approval of Professional Growth Plan by Primary Evaluator 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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Instructional Specialist (Diagnostician/Interventionist) Professional Growth Plan Template 

Continued 

End of Year Reflection 
 

Professional Learning Update and Instructional Changes 
List the professional learning activities related to your goal that you have completed at this time and 
describe the instructional changes you have made as a result of each professional learning activity. 

 
 
 
 

Professional Learning Impact 
Describe the impact the professional learning activities have had on student learning. 

 
 
 
 
 

End of Year Status 
Select the status of your goal. 

 

□ Achieved ☐ Revised ☐ Continued 
 
 
 
 
 
 

 
Evaluator’s Signature Date 

 
 
 

 

Evaluatee’s Signature Date 
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School Counselor/Social Worker Self-Reflection Template 

Evaluatee: School Year: 

 

 
Component:  Planning 

Self-Assessment 

I D A E 

1a: Demonstrating knowledge of counseling theory and 
techniques 

☐ ☐ ☐ ☐ 

1b: Demonstrating knowledge of child and adolescent 
development 

☐ ☐ ☐ ☐ 

1c: Establishing goals for the counseling program appropriate 
to the setting and the students served 

☐ ☐ ☐ ☐ 

1d: Demonstrating knowledge of state and federal regulations 
and of resources both within and beyond the school and district 

☐ ☐ ☐ ☐ 

1e: Planning the counseling program integrated with the 
regular school program 

☐ ☐ ☐ ☐ 

1f: Developing a plan to evaluate the counseling program ☐ ☐ ☐ ☐ 

Rationale for Performance Measure - Planning 
 

 
 

 
 

 
 

 

 

 
Component:  Environment 

Self-Assessment 

I D A E 

2a: Creating an environment of respect and rapport ☐ ☐ ☐ ☐ 

2b: Establishing a culture for productive communication ☐ ☐ ☐ ☐ 

2c: Managing routines and procedures ☐ ☐ ☐ ☐ 

2d: Establishing standards of conduct and contributing to the 
culture for student behavior throughout the school 

☐ ☐ ☐ ☐ 

2e: Organizing physical space ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Environment 
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Component: Instruction 

Self-Assessment 

I D A E 

3a: Assessing student needs ☐ ☐ ☐ ☐ 

3b: Assisting students and teachers in the formulation of 
academic personal social and career plans based on knowledge of 
student needs 

 

☐ 
 

☐ 
 

☐ 
 

☐ 

3c: Using counseling techniques in individual and classroom 
programs 

☐ ☐ ☐ ☐ 

3d: Brokering resources to meet needs ☐ ☐ ☐ ☐ 

3e: Demonstrating flexibility and responsiveness ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Instruction 
 

 
 

 
 

 
 

 

 

 
Component:  Professionalism 

Self-Assessment 

I D A E 

4a: Reflecting on practice ☐ ☐ ☐ ☐ 

4b: Maintaining records and submitting them in a timely 
fashion 

☐ ☐ ☐ ☐ 

4c: Communicating with families ☐ ☐ ☐ ☐ 

4d: Participating in a professional community ☐ ☐ ☐ ☐ 

4e: Engaging in professional development ☐ ☐ ☐ ☐ 

4f Showing professionalism ☐ ☐ ☐ ☐ 

 

Rationale for Performance Measure - Professionalism 
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School Counselor/Social Worker Professional Growth Plan Template 

Evaluatee: School Year: 

 
Guiding questions for Goal Development 

 

Professional Practice 
What do I want to change about my practice that will positively impact student learning? 

 
 
 
 

Connecting Priority Growth Needs to Professional Growth Planning 
Please select one or more areas that show how your goal connects with a priority area of need. 

 

□ Self-Reflection 

□ Student Growth Goals 

□ Observations 

□ Student Voice 

□ Framework for School Guidance Counselor/Social Worker 
□ Comprehensive District or School Improvement Plan 

 

Component Alignment 
 

□ 1a: Demonstrating knowledge of counseling theory and techniques 

□ 1b: Demonstrating knowledge of child and adolescent development 
□ 1c: Establishing goals for the counseling program appropriate to the setting and the students served 

□ 1d: Demonstrating knowledge of state and federal regulations and of resources both within and beyond the school and 
district 
□ 1e: Planning the counseling program integrated with the regular school program 

□ 1f: Developing a plan to evaluate the counseling program 

□ 2a: Creating an environment of respect and rapport 
□ 2b: Establishing a culture for productive communication 

□ 2c: Managing routines and procedures 

□ 2d: Establishing standards of conduct and contributing to the culture for student behavior throughout the school 
□ 2e: Organizing physical space 

□ 3a: Assessing student needs 

□ 3b: Assisting students and teachers in the formulation of academic personal social and career plans based on knowledge 
of student needs 

□ 3c: Using counseling techniques in individual and classroom programs 
□ 3d: Brokering resources to meet needs 

□ 3e: Demonstrating flexibility and responsiveness 

□ 4a: Reflecting on practice 

□ 4b: Maintaining records and submitting them in a timely fashion 

□ 4c: Communicating with families 

□ 4d: Participating in a professional community 

□ 4e: Engaging in professional development 
□ 4f Showing professionalism 
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School Counselor/Social Worker Professional Growth Plan Template Continued 

Professional Learning 
What personal learning is necessary to make that change? 

 
 
 
 

Monitoring Progress 
How will I monitor my progress towards my goal? (Student Data, Student Feedback, Unit Lesson 
Plans, Video-taped Lessons) 

 
 
 

Action Plan 
 

Action Plan 
What is my plan of action to advance my professional growth? 

 
 
 
 

Support and Resources 
What resources and/or support do I need to achieve my goal? 

 
 
 

Target Completion Date 
What is my target completion date for achievement of my goal? 

 
 
 

Signatures – Upon Approval of Professional Growth Plan by Primary Evaluator 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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School Counselor/Social Worker Professional Growth Plan Template Continued 

End of Year Reflection 
 

Professional Learning Update and Instructional Changes 
List the professional learning activities related to your goal that you have completed at this time and 
describe the instructional changes you have made as a result of each professional learning activity. 

 
 
 
 
 
 

Professional Learning Impact 
Describe the impact the professional learning activities have had on student learning. 

 
 
 
 
 
 

End of Year Status 
Select the status of your goal. 

 

□ Achieved ☐ Revised ☐ Continued 
 
 
 
 
 
 

 

Evaluator’s Signature Date 
 
 
 

 

Evaluatee’s Signature Date 
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Formative Performance 
Review/Observation 

Certified School Personnel 
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Pendleton County Schools 

 
Formative Performance Review/Observation 

Certified School Personnel 
 

Evaluator: 

Evaluatee: 

School Year: 

Date of Observation: 
 

Date of Post Observation Meeting: 
 

Directions: Evaluators use this form to maintain a record of evidence documented for each 
performance measure of the Framework for Teaching.  Evidence should be drawn from multiple 
appropriate sources.  This form should be maintained by the evaluator during the course of the 
evaluation cycle. This report is shared at a meeting with the evaluatee held within appropriate 
timelines and the original should be submitted to the district office at the end of each school year. 
Evaluators should maintain a copy for their records. 

 
Performance Measure 1. Planning  

 

Component 
Exemplary Accomplished Developing Ineffective 

1a:      

1b:      

1c:      

1d:     

1e:      

1f:      

 

Mark the rating for the Performance Measure below. 
 

Exemplary ☐ Accomplished ☐ Developing ☐ Ineffective ☐ 

 

Comments: 
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Performance Measure 2: Environment 
 

 Component 
Exemplary Accomplished Developing Ineffective 

2a:     

2b:     

2c:     

2d:     

2e:     

 
Mark the rating for the Performance Measure below. 

 

Exemplary ☐ Accomplished ☐ Developing ☐ Ineffective ☐ 

 

Comments: 
 
 
 
 
 
 
 
 
 

Performance Measure 3:  Instruction 
 

 Component 
Exemplary Accomplished Developing Ineffective 

3a.     

3b.     

3c.     

3d.     

3e.     

 

Mark the rating for the Performance Measure below. 
 

Exemplary ☐ Accomplished ☐ Developing ☐ Ineffective ☐ 

 
Comments: 
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Performance Measure:  Professionalism 
 

 Component 
Exemplary Accomplished Developing Ineffective 

4a.     

4b.     

4c.     

4d.     

4e.     

4f.     

    4g.     

    4h.     

    4i.     

 
    Library/Media Specialists only Mark the rating for the Performance Measure below. 

Exemplary ☐ Accomplished ☐ Developing ☐ Ineffective ☐ 

 

Comments: 
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Summary of Formative Performance For Certified School Personnel 

Commendations: 
 
 
 
 

Areas Noted for Improvement: 
 
 
 
 
 

Improvement Goals: 
 
 
 
 
 

Evaluator’s Name:    

 

 
Evaluator’s Signature:    

 
 

Date:    
 
 
 

Evaluatee’s Name:    
 
 

Evaluatee’s Signature:   
 
 

Date:    
 
 

(Signature of evaluatee denotes receipt of the formative evaluation, not necessarily agreement 
with the contents of the form.) 

 
 

Comments: 
 
 
 
 
 
 

 
Evaluator & evaluatee keep a copy.  Original to Human Resources. 
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Summative Performance 
Review 

Certified School Personnel 
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Summative Performance Review 
Certified School Personnel 

 

Evaluatee:  

Position:  

School:  

Evaluator:  

Date(s) of Observation(s):     

Date(s) of Conference(s):     

 

Performance Measures 
Rating 

I D A E 

1. Planning                                                                                                                                           

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 

 

2. Environment 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 
 

☐ ☐ ☐ ☐ 

3. Instruction 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 

4. Professionalism 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 

Overall Professional Practice Rating ☐ ☐ ☐ ☐ 

 
I = Ineffective; D = Developing; A = Accomplished; E=Exemplary 
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CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL 
 

IF…. THEN… 

Environment AND Instruction are rated INEFFECTIVE Overall rating shall be INEFFECTIVE 

Environment OR Instruction are rated INEFFECTIVE Overall rating shall be INEFFECTIVE OR 
DEVELOPING 

Planning OR Professionalism are rated INEFFECTIVE Overall rating shall NOT be EXEMPLARY 

Two performance measures are rated DEVELOPING and two performance 
measures are rated ACCOMPLISHED 

OVERALL rating shall be ACCOMPLISHED 

Two performance measures are rated DEVELOPING and two performance 
measures are rated EXEMPLARY 

OVERALL rating shall be ACCOMPLISHED 

Two performance measures are rated ACCOMPLISHED and two 
performance measures are rated EXEMPLARY 

OVERALL rating shall be EXEMPLARY 

 
 

Summative Performance Review Continued – Certified School Personnel 
                                    Employment Recommendation to the Central Office 

 

  Recommended for continued employment 

   Recommended for placement on a Corrective Action Plan (One or more performance measures are ineffective) 

    Recommended for Dismissal/Non-Renewal (Certified personnel has failed to make progress on a Corrective Action 
Plan, or consistently performs below the established standards or in a manner that is inconsistent with the school’s mission and 
goals.) 

 
Evaluator Comments:  
 

 
Evaluator’s Name:      

 

Evaluator’s Signature:    

 

Date:    
 

Evaluatee’s Name:      
 
 

Evaluatee’s Signature:    
 

Date:    
 

□ I agree with this Summative Evaluation ☐ I disagree with this Summative Evaluation  

Evaluatee’s Comments:  (May also be attached) 

 

 
(Signature of evaluatee denotes receipt of the summative evaluation, not necessarily agreement with the contents of the form.) 

 
Certified employees must make their appeals to this summative evaluation within the time frames mandated in 704 KAR 3:345 Sections 

7, 8, 9 and the local district certified evaluation plan. 

Evaluator & evaluatee each keep a copy.  Original goes to Human Resources. 
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Certified Administrative 
Personnel 
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Principal and Assistant Principal Self-Reflection 
 

Evaluatee: 

School Year: 

Reflect on the effectiveness and adequacy of your practice in each of the performance standards. Provide 
a rating (I = Ineffective; D = Developing; A = Accomplished; E=Exemplary) on each performance standard 
and list your strengths and areas for growth. 

 

Professional Standards for 
Educational Leaders 

Self-Assessment Strengths and areas for growth 

1. Mission, Vision, and Core Values 
Effective educational leaders develop, advocate, 
and enact a shared mission, vision, and core 
values of high-quality education and academic 
success and well-being of each student.   

 

 
I 

 

 
D 

 

 
A 

 

 
E 

 

2. Ethics and Professional Norms 
Effective educational leaders act ethically and 
according to professional norms to promote each 
student’s academic success and well-being. 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

 

3. Equity and Cultural Responsiveness 
Effective educational leaders strive for equity 
of educational opportunity and culturally 
responsive practices to promote each student’s 
academic success and well-being. 

 

 
I 

 

 
D 

 

 
A 

 

 
E 

 

4. Curriculum, Instruction, and Assessment 
Effective educational leaders develop and support 
intellectually rigorous and coherent systems of 
curriculum, instruction, and assessment to 
promote each student’s academic success and 
well-being. 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

5. Community of Care and Support for Students 
Effective educational leaders cultivate an 
inclusive, caring, and supportive school 
community that promotes the academic success 
and well-being of each student. 

 
I 

 
D 

 
A 

 
E 

 

6. Professional Capacity of School Personnel 
Effective educational leaders develop the 
professional capacity and practice of school 
personnel to promote each student’s academic 
success and well-being. 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

7. Professional Community For Teachers and Staff 
Effective educational leaders foster a 
professional community of teachers and other 
professional staff to promote each student’s 
academic success and well-being. 

 
 

I 

 
 

D 

 
 

A 

 
 

E 
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8. Meaningful Engagement of Families and 
Community 
Effective educational leaders engage families and 
the community in meaningful, reciprocal, and 
mutually beneficial ways to promote each 
student’s academic success and well-being. 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

9. Operations and Management 
Effective educational leaders manage school 
operations and resources to promote each 
student’s academic success and well-being. 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

10. School Improvement 
Effective educational leaders act as agents of 
continuous improvement to promote each 
student’s academic success and well-being. 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

Examine additional relevant data sources to make an informed decision on growth needs. Select an area of growth from the 
above self-reflection to focus your professional growth goals. 
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Principal and Assistant Principal Professional Growth Plan Template 
 

Initial Reflection: Based on the areas of growth identified in the Self-Reflection complete this section 
and return to evaluator by October 15th  of each school year. 

 

 

Connection to Professional Standards for Educational Leaders 

The evaluatee should connect the PGP Goal to the appropriate Performance Measure and the PSEL and list below. 

 

Action Plan 

Professional 
Learning 

What do I want to change 
about my leadership or 
role that will effectively 
impact student learning? 
What is my personal 

learning necessary to make 
that change? 

 
Strategies/Actions 

What will I need to do in order to learn my identified 
skill or content? 

How will I apply what I have learned? 
How will I accomplish my goal? 

 
 

Resources/Support 
What resources will I need to 

complete my plan? 
What support will I need? 

Targeted 
Completion 

Date 
When will I 

complete each 
identified 

strategy/ action? 

    

 
 

 
 

Professional Growth Goal: 
• What do I want to change about my practices that will 

effectively impact student learning? 

• How can I develop a plan of action to address my 
professional learning? 

• How will I know if I accomplished my objective? 
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Principal and Assistant Principal Professional Growth Plan Template 
Continued 

 

Site Visit/Observation and Progress Check of Professional Growth Goal (Must be completed by 
December 30th of each school year.) 

 
Comments: 

 
 
 
 
 
 

 

Evaluator’s Signature:     Date:     

 
 

Evaluatee’s Signature:     Date:     

 
 
 

 

End-of-Year Status of Professional Growth Goal 

Comments: 

 
 
 
 
 

Select the status of the goal. 
 

□ Achieved ☐ Revised ☐ Continued 
 
 
 

Evaluator’s Signature:     Date:     

 
 

Evaluatee’s Signature:     Date:     

 
 

 

Evaluator & evaluatee each keep a copy.  Original goes to Human Resources. 
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District Administrator Self-Reflection 
 

Evaluatee: 

School Year: 

Reflect on the effectiveness and adequacy of your practice in each of the performance standards. Provide 
a rating (I = Ineffective; D = Developing; A = Accomplished; E=Exemplary) on each performance standard 
and list your strengths and areas for growth. 

 

Standard Self-Assessment Strengths and areas for growth 

 
 

1. Organizational Leadership 

 

 
I 

 

 
D 

 

 
A 

 

 
E 

 

 
 

2. Instructional Leadership 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

 
 

3. Administration and Management 

 

 
I 

 

 
D 

 

 
A 

 

 
E 

 

 
 

4. Relationships with the Community 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

 
5. Promotion of Equity and Appreciation of 
Diversity 

 
I 

 
D 

 
A 

 
E 

 

 

 
6. Career-Related Professional Growth 

 
 

I 

 
 

D 

 
 

A 

 
 

E 

 

Examine additional relevant data sources to make an informed decision on growth needs. Select an area of growth from the 
above self-reflection to focus your professional growth goals. 
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District Administrator Growth Plan Template 
 

1) Initial Reflection: Based on the areas of growth identified in the Self-Reflection complete this section and 
return to evaluator by October 15th of each school year. 

 

 
Connection to Standards 

The evaluatee should connect the PGP Goal to the appropriate performance standard and list that standard below. 

 

Action Plan 

Professional 
Learning 

What do I want to change 
about my leadership or role 
that will effectively impact 
student learning? 

What is my personal learning 
necessary to make that 
change? 

 
Strategies/Actions 

What will I need to do in order to learn my identified skill or 
content? 

How will I apply what I have learned? 
How will I accomplish my goal? 

 
 

Resources/Support 
What resources will I need to 

complete my plan? 

What support will I need? 

Targeted 
Completion 

Date 
When will I 

complete each 
identified 

strategy/ action? 

    

 
 

 

 
Professional Growth Goal: 

• What do I want to change about my practices that will 
effectively impact student learning? 

• How can I develop a plan of action to address my 
professional learning? 

• How will I know if I accomplished my objective? 
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District Administrator Growth Plan Template Continued 
 

Site Visit/Observation and Progress Check of Professional Growth Goal (Must be completed by December 
30th  of each school year.) 

 
Comments: 

 
 
 
 

 
Evaluator’s Signature:   Date:     

 
 

Evaluatee’s Signature:     Date:     

 
 
 

 

End-of-Year Status of Professional Growth Goal 

Comments: 

 
 
 
 
 

Select the status of the goal. 
 

□ Achieved ☐ Revised ☐ Continued 
 
 
 

Evaluator’s Signature:     Date:     

 
 

Evaluatee’s Signature:     Date:     

 
 

 

Evaluator & evaluatee each keep a copy.  Original goes to Human Resources. 
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Performance 
Review/Observation 

Certified Administrative 
Personnel 
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Pendleton County 

Schools Performance 
Review/Observation Principal 

and Assistant Principal 

 
Evaluator: Evaluatee:  School 

Year: Date of Site Visit(s)/Observation(s): Date of Conference: 

Directions: Evaluators use this form to maintain a record of evidence documented for each domain of the Framework 
for Teaching. Evidence should be drawn from multiple appropriate sources. This form should be maintained by the 
evaluator during the course of the evaluation cycle. This report is shared at a meeting with the evaluatee held within 
appropriate timelines and the original should be submitted to the district office at the end of each school year. Evaluators 
should maintain a copy for their records. 

 

Professional Standards for Educational Leaders  
Standard 1. Mission, Vision, and Core Values 
 

Effective educational leaders develop, advocate, and enact a shared mission, vision, and core values 
of high-quality education and academic success and well-being of each student. 
  
Effective leaders: 
a)    Develop an educational mission for the school to promote the academic success and well-being of 
each student. 
b)    In collaboration with members of the school and the community and using relevant data, develop 
and promote a vision for the school on the successful learning and development of each child and on 
instructional and organizational practices that promote such success.  
c)   Articulate, advocate, and cultivate core values that define the school’s culture and stress the 
imperative of child-centered education; high expectations and student support; equity, inclusiveness, 
and social justice; openness, caring, and trust; and continuous improvement. 
d)  Strategically develop, implement, and evaluate actions to achieve the vision for the school. e)    
Review the school’s mission and vision and adjust them to changing expectations and opportunities for 
the school, and changing needs and situations of students. 
f)   Develop shared understanding of and commitment to mission, vision, and core values within the 
school and the community. 
g)    Model and pursue the school’s mission, vision, and core values in all aspects of leadership. 
 
 
Evidence provided by evaluator or evaluatee: 

 
 
Evaluator’s Feedback: 
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Professional Standards for Educational Leaders  
Standard 2: Ethics and Professional Norms 
 

Effective educational leaders act ethically and according to professional norms to promote each 
student’s academic success and well-being. 
 
Effective leaders: 
a)    Act ethically and professionally in personal conduct, relationships with others, decision-making, 
stewardship of the school’s resources, and all aspects of school leadership. 
b)    Act according to and promote the professional norms of integrity, fairness, transparency, trust, 
collaboration, perseverance, learning, and continuous improvement.  
c)   Place children at the center of education and accept responsibility for each student’s academic success 
and well-being. 
d)  Safeguard and promote the values of democracy, individual freedom and responsibility, equity, social 
justice, community, and diversity. 
e)   Lead with interpersonal and communication skill, social-emotional insight, and understanding of all 
students’ and staff members’ backgrounds and cultures.  
f)   Provide moral direction for the school and promote ethical and professional behavior among faculty and 
staff. 

 
 

Evidence provided by evaluator or evaluatee: 
 
 
 

 
Evaluator’s Feedback: 
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Professional Standards for Educational Leaders  
Standard 3: Equity and Cultural Responsiveness 
 

Effective educational leaders strive for equity of educational opportunity and culturally responsive 
practices to promote each student’s academic success and well-being. 
 
Effective leaders: 
a)    Ensure that each student is treated fairly, respectfully, and with an understanding of each student’s 
culture and context. 
b)    Recognize, respect, and employ each student’s strengths, diversity, and culture as assets for teaching 
and learning. 
c)   Ensure that each student has equitable access to effective teachers, learning opportunities, academic 
and social support, and other resources necessary for success.  
d)  Develop student policies and address student misconduct in a positive, fair, and unbiased manner. 
e)    Confront and alter institutional biases of student marginalization, deficit-based schooling, and low 
expectations associated with race, class, culture and language, gender and sexual orientation, and disability 
or special status. 
f)   Promote the preparation of students to live productively in and contribute to the diverse cultural 
contexts of a global society. 
g)    Act with cultural competence and responsiveness in their interactions, decision making, and practice.  
h)   Address matters of equity and cultural responsiveness in all aspects of leadership. 

 
 

Evidence provided by evaluator or evaluatee: 
 
 
 

 
Evaluator’s Feedback: 
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Professional Standards for Educational Leaders  
Standard 4:  Curriculum, Instruction, and Assessment 

 

Effective educational leaders develop and support intellectually rigorous and coherent systems of 
curriculum, instruction, and assessment to promote each student’s academic success and well-being. 
 
Effective leaders: 
a)    Implement coherent systems of curriculum, instruction, and assessment that promote the mission, 
vision, and core values of the school, embody high expectations for student learning, align with academic 
standards, and are culturally responsive.  
b)    Align and focus systems of curriculum, instruction, and assessment within and across grade levels to 
promote student academic success, love of learning, the identities and habits of learners, and healthy sense 
of self.  
c)   Promote instructional practice that is consistent with knowledge of child learning and development, 
effective pedagogy, and the needs of each student.  
d)  Ensure instructional practice that is intellectually challenging, authentic to student experiences, 
recognizes student strengths, and is differentiated and personalized.  
e)   Promote the effective use of technology in the service of teaching and learning. f)   Employ valid 
assessments that are consistent with knowledge of child learning and development and technical standards 
of measurement. 
g)    Use assessment data appropriately and within technical limitations to monitor student progress and 
improve instruction. 
 

 
 
Evidence provided by evaluator or evaluatee: 

 
 
 

 
Evaluator’s Feedback: 
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Professional Standards for Educational Leaders  
Standard 5: Community of Care and Support for Students 
 
Effective educational leaders cultivate an inclusive, caring, and supportive school community that 
promotes the academic success and well-being of each student. 
 
Effective leaders: 
a)    Build and maintain a safe, caring, and healthy school environment that meets that the academic, 
social, emotional, and physical needs of each student. 
b)    Create and sustain a school environment in which each student is known, accepted and valued, 
trusted and respected, cared for, and encouraged to be an active and responsible member of the school 
community. 
c)   Provide coherent systems of academic and social supports, services, extracurricular activities, and 
accommodations to meet the range of learning needs of each student. 
d)  Promote adult-student, student-peer, and school-community relationships that value and support 
academic learning and positive social and emotional development. 
e)   Cultivate and reinforce student engagement in school and positive student conduct. f)   Infuse the 
school’s learning environment with the cultures and languages of the school’s community. 

 
 
 

Evidence provided by evaluator or evaluatee: 
 
 
 
 

Evaluator’s Feedback: 
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Professional Standards for Educational Leaders  
Standard 6: Professional Capacity of School Personnel 
 

Effective educational leaders develop the professional capacity and practice of school personnel to 
promote each student’s academic success and well-being. 
 
Effective leaders: 
a)    Recruit, hire, support, develop, and retain effective and caring teachers and other professional staff and 
form them into an educationally effective faculty. 
b)    Plan for and manage staff turnover and succession, providing opportunities for effective induction and 
mentoring of new personnel.  
c)   Develop teachers’ and staff members’ professional knowledge, skills, and practice through differentiated 
opportunities for learning and growth, guided by understanding of professional and adult learning and 
development. 
d)  Foster continuous improvement of individual and collective instructional capacity to achieve outcomes 
envisioned for each student. 
e)    Deliver actionable feedback about instruction and other professional practice through valid, research-
anchored systems of supervision and evaluation to support the development of teachers’ and staff 
members’ knowledge, skills, and practice. 
f)   Empower and motivate teachers and staff to the highest levels of professional practice and to 
continuous learning and improvement. 
g)    Develop the capacity, opportunities, and support for teacher leadership and leadership from other 
members of the school community. 
h)    Promote the personal and professional health, well-being, and work-life balance of faculty and staff. 
i)    Tend to their own learning and effectiveness through reflection, study, and improvement, maintaining a 
healthy work-life balance.  

 
Evidence provided by evaluator or evaluatee: 

 
 
 

 
Evaluator’s Feedback: 
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Professional Standards for Educational Leaders  
Standard 7: Professional Community for Teachers and Staff 
 

Effective educational leaders foster a professional community of teachers and other professional staff to 
promote each student’s academic success and well-being. 
 
Effective leaders: 
a)    Develop workplace conditions for teachers and other professional staff that promote effective 
professional development, practice, and student learning. 
b)   Empower and entrust teachers and staff with collective responsibility for meeting the academic, social, 
emotional, and physical needs of each student, pursuant to the mission, vision, and core values of the 
school.  
c)   Establish and sustain a professional culture of engagement and commitment to shared vision, goals, and 
objectives pertaining to the education of the whole child; high expectations for professional work; ethical 
and equitable practice; trust and open communication; collaboration, collective efficacy, and continuous 
individual and organizational learning and improvement.  
d)  Promote mutual accountability among teachers and other professional staff for each student’s success 
and the effectiveness of the school as a whole. 
e)    Develop and support open, productive, caring, and trusting working relationships among leaders, 
faculty, and staff to promote professional capacity and the improvement of practice. 
f)   Design and implement job-embedded and other opportunities for professional learning collaboratively 
with faculty and staff. 
g)   Provide opportunities for collaborative examination of practice, collegial feedback, and collective 
learning. 
h)   Encourage faculty-initiated improvement of programs and practices.  
   

 
Evidence provided by evaluator or evaluatee: 

 
 
 

 
Evaluator’s Feedback: 
 
 
 
 
 
 
 
 
 



75  

 

Professional Standards for Educational Leaders 
Standard 8: Meaningful Engagement of Families and Community 
 

Effective educational leaders engage families and the community in meaningful, reciprocal, and mutually 
beneficial ways to promote each student’s academic success and well-being. 
 
Effective leaders: 
a)    Are approachable, accessible, and welcoming to families and members of the community. 
b)   Create and sustain positive, collaborative, and productive relationships with families and the community 
for the benefit of students. 
c)   Engage in regular and open two-way communication with families and the community about the school, 
students, needs, problems, and accomplishments. 
d)  Maintain a presence in the community to understand its strengths and needs, develop productive 
relationships, and engage its resources for the school.   
e)   Create means for the school community to partner with families to support student learning in and out 
of school. 
f)   Understand, value, and employ the community’s cultural, social, intellectual, and political resources to 
promote student learning and school improvement.  
g)   Develop and provide the school as a resource for families and the community. h)     Advocate for the 
school and district, and for the importance of education and student needs and priorities to families and the 
community. 
i)    Advocate publicly for the needs and priorities of students, families, and the community. 
j)    Build and sustain productive partnerships with public and private sectors to promote school 
improvement and student learning.   

 
 
Evidence provided by evaluator or evaluatee: 

 
 
 

 
Evaluator’s Feedback: 
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Professional Standards for Educational Leaders  
Standard 9: Operations and Management 

 
Effective educational leaders manage school operations and resources to promote each student’s 
academic success and well-being. 
 
Effective leaders: 
a)    Institute, manage, and monitor operations and administrative systems that promote the mission 
and vision of the school. 
b)    Strategically manage staff resources, assigning and scheduling teachers and staff to roles and 
responsibilities that optimize their professional capacity to address each student’s learning needs.   
c)   Seek, acquire, and manage fiscal, physical, and other resources to support curriculum, instruction, 
and assessment; student learning community; professional capacity and community; and family and 
community engagement.   
d)  Are responsible, ethical, and accountable stewards of the school’s monetary and nonmonetary 
resources, engaging in effective budgeting and accounting practices. 
e)   Protect teachers’ and other staff members’ work and learning from disruption. f)   Employ 
technology to improve the quality and efficiency of operations and management.  g)    Develop and 
maintain data and communication systems to deliver actionable information for classroom and school 
improvement.   
h)    Know, comply with, and help the school community understand local, state, and federal laws, 
rights, policies, and regulations so as to promote student success.   
i)   Develop and manage relationships with feeder and connecting schools for enrollment management 
and curricular and instructional articulation. 
j)   Develop and manage productive relationships with the central office and school board. k)   Develop 
and administer systems for fair and equitable management of conflict among students, faculty and 
staff, leaders, families, and community. 
l)   Manage governance processes and internal and external politics toward achieving the school’s 
mission and vision.   
 
 
Evidence provided by evaluator or evaluatee: 

 
 
 

 
Evaluator’s Feedback: 
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Professional Standards for Educational Leaders 
Standard 10: School Improvement 

 
Effective educational leaders act as agents of continuous improvement to promote each student’s 
academic success and well-being. 
 
Effective leaders: 
a)   Seek to make school more effective for each student, teachers and staff, families, and the 
community. 
b)    Use methods of continuous improvement to achieve the vision, fulfill the mission, and promote 
the core values of the school. 
c)   Prepare the school and the community for improvement, promoting readiness, an imperative for 
improvement, instilling mutual commitment and accountability, and developing the knowledge, skills, 
and motivation to succeed in improvement. 
d)   Engage others in an ongoing process of evidence-based inquiry, learning, strategic goal setting, 
planning, implementation, and evaluation for continuous school and classroom improvement. 
e)    Employ situationally-appropriate strategies for improvement, including transformational and 
incremental, adaptive approaches and attention to different phases of implementation.   
f)   Assess and develop the capacity of staff to assess the value and applicability of emerging 
educational trends and the findings of research for the school and its improvement. 
g)   Develop technically appropriate systems of data collection, management, analysis, and use, 
connecting as needed to the district office and external partners for support in planning, 
implementation, monitoring, feedback, and evaluation.  
h)    Adopt a systems perspective and promote coherence among improvement efforts and all aspects 
of school organization, programs, and services.   
i)    Manage uncertainty, risk, competing initiatives, and politics of change with courage and 
perseverance, providing support and encouragement, and openly communicating the need for, 
process for, and outcomes of improvement efforts.  
j)    Develop and promote leadership among teachers and staff for inquiry, experimentation and 
innovation, and initiating and implementing improvement.   
  
 
 
Evidence provided by evaluator or evaluatee: 

 
 
 

 
Evaluator’s Feedback: 
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Summary of Performance Review for Principals and Assistant Principals 
 

Commendations: 
 
 
 
 
 

Areas Noted for Improvement: 
 
 
 
 
 
 
 

Evaluator’s Name:      
 
 

Evaluator’s Signature:    
 

 

Date:    
 
 

 

Evaluatee’s Name:      
 
 

Evaluatee’s Signature:    
 
 

Date:    
 
 

(Signature of evaluatee denotes receipt of the formative evaluation, not necessarily agreement with the 
contents of the form.) 

 
Comments: 

 
 
 
 

 
Evaluator & evaluatee each keep a copy.  Original goes to Human Resources. 
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    Summative Performance Review 
Principal and Assistant Principal 

 
 

Evaluatee:  

Position:  

School:  

Evaluator:  

Date(s) of Observation(s):     

Date(s) of Conference(s):     

 

Performance Measure and Professional Standards for 
Educational Leaders 

Rating 

I D A E 

1. Planning:   (Standard 1, Standard 9, and Standard 10)                                                                                                                                        

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 

 

2. Environment:  (Standard 3 and Standard 7) 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 
 

☐ ☐ ☐ ☐ 

3. Instruction:  (Standard 4, Standard 5, and Standard 6) 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 
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4. Professionalism:  (Standard 2 and Standard 8) 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 

Overall Professional Practice Rating ☐ ☐ ☐ ☐ 

 

I = Ineffective; D = Developing; A = Accomplished; E=Exemplary 

 

 
CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL 

 
IF…. THEN… 

Environment AND Instruction are rated INEFFECTIVE Overall rating shall be 
INEFFECTIVE 

Environment OR Instruction are rated INEFFECTIVE Overall rating shall be 
INEFFECTIVE OR DEVELOPING 

Planning OR Professionalism are rated INEFFECTIVE Overall rating shall NOT be 
EXEMPLARY 

Two performance measures are rated DEVELOPING 
and two performance measures are rated 
ACCOMPLISHED 

OVERALL rating shall be 
ACCOMPLISHED 

Two performance measures are rated DEVELOPING 
and two performance measures are rated 
EXEMPLARY 

OVERALL rating shall be 
ACCOMPLISHED 

Two performance measures are rated 
ACCOMPLISHED and two performance measures are 
rated EXEMPLARY 

OVERALL rating shall be 
EXEMPLARY 

 

 

 

 

 

 

 

 

 

 

 

 

 



81  

Summative Performance Review for Principals and Assistant Principals Continued 
 

Employment Recommendation to the Central Office 
 

  Recommended for continued employment 

  Recommended for placement on a Corrective Action Plan (One or more performance measures are ineffective) 

  Recommended for Dismissal/Non-Renewal (Certified personnel has failed to make progress on a Corrective Action 
Plan, or consistently performs below the established standards or in a manner that is inconsistent with the school’s mission 
and goals.) 

 

Evaluator Comments: 
 
 
 

Evaluator’s Name:      
 
 

Evaluator’s Signature:    

 

Date:    
 
 

Evaluatee’s Name:      
 
 

Evaluatee’s Signature:    
 

Date:    
 
 

□ I agree with this Summative Evaluation ☐ I disagree with this Summative Evaluation 

Evaluatee Comments: 

 
 
 

 
(Signature of evaluatee denotes receipt of the summative evaluation, not necessarily agreement with the contents of the form.) 

 
Certified employees must make their appeals to this summative evaluation within the time frames mandated in 704 

KAR 3:345 Sections 7, 8, 9 and the local district certified evaluation plan. 

Evaluator & evaluatee each keep a copy.  Original goes to Human Resources. 
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Performance Review/Observation 
District Administrator 

 
Evaluator: Evaluatee:  School Year: 

Date of Site Visit(s)/Observation(s):  Date of Conference: 

Directions: Evaluators use this form to maintain a record of evidence documented for each domain of the Framework for 
Teaching. Evidence should be drawn from multiple appropriate sources. This form should be maintained by the evaluator 
during the course of the evaluation cycle. This report is shared at a meeting with the evaluatee held within appropriate 
timelines and the original should be submitted to the district office at the end of each school year. Evaluators should maintain 
a copy for their records. 

 
 

1. EFFECTIVE ORGANIZATIONAL LEADERSHIP  

CRITERIA ANNOTATIONS 

• Adheres to professional code of ethics 

• Creates and maintains an open, trusting, and 
safe environment 

• Demonstrates punctuality 

• Adheres to attendance policies and procedures 

• Demonstrates communication skills that are 
clear, direct, and responsive 

• Demonstrates effective decision-making skills 

• Uses a variety of techniques in problem solving 

• Manages conflict situations 

• Develops, implements, monitors, and 
evaluates the effectiveness of change 
processes 

• Plans and facilitates meetings for optimum use 
of time and resources 

• Plans for, models, and encourages 
collaboration and shared decision-making 

• Uses principles of effective delegation of 
authority 

• Applies strategic planning techniques that 
include assessed needs, plan of action, budget, 
monitoring, evaluation, and follow-up 

 



83  

2.  EFFECTIVE INSTRUCTIONAL LEADERSHIP  

CRITERIA ANNOTATIONS 

• Communicates and implements shared district- 
wide vision and mission statements 

• Builds and maintains a district-wide climate for 
learning 

• Articulates high expectations for student 
achievement 

• Leads the development, implementation, and 
evaluation of curriculum 

• Leads the development, implementation, and 
evaluation of research-based instructional 
programs and strategies 

• Acquires, allocates, and manages resources to 
effectively and accountably ensure successful 
student learning 

• Facilitates the development of programs and 
services that promote and recognize individual 
differences 

• Applies current principles, practices, theory, 
and research to promote academic 
achievement 

• Uses a variety of strategies to accurately assess 
student performance 
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3. EFFECTIVE ADMINISTRATION AND 
MANAGEMENT 

 

CRITERIA ANNOTATIONS 

• Utilizes performance standards to implement 
personnel recruitment, selection, supervision, 
evaluation, and management within the scope 
of his/her responsibility 

• Facilitates and nurtures professional growth 
and development of staff 

• Applies local, state, and federal statutes, 
regulations, policies, and procedures to school 
district business management decisions within 
the scope of his/her responsibility 

• Maintains a fiscal accountability system by 
developing, monitoring, and evaluating a 
financial plan based on program/service 
priorities and financial capabilities within the 
scope of his/her responsibilities 

• Applies current knowledge of auxiliary 
programs (such as transportation, food 
services, pupil services, and maintenance) 
within the scope of his/her responsibilities 

• Uses information systems and technological 
applications to enhance administration of 
business, instruction, and support systems 

• Utilizes a system for inventory, evaluation, and 
maintenance of facilities, equipment and other 
resources within the scope of his/her 
responsibilities 

 

 
 

4. EFFECTIVE RELATIONSHIPS WITH THE 
COMMUNITY 

 

CRITERIA ANNOTATIONS 

• Identifies and communicates with multiple 
constituencies of the school and community 
through a variety of means 

• Assesses the needs of parents and community 
and involves them in decision-making 

• Promotes partnerships among staff, parents, 
business and the community 

• Encourages the use of community resources to 
support programs and services 
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5. PROMOTION OF EQUITY AND 
APPRECIATION OF DIVERSITY 

 

CRITERIA ANNOTATIONS 

• Strives to ensure equity among programs and 
learning opportunities for staff, students and 
parents 

• Demonstrates appreciation for and sensitivity to 
the diversity among individual 

 

 
 
 
 

6. CAREER-RELATED PROFESSIONAL GROWTH  

CRITERIA ANNOTATIONS 

• Attends workshops, institutes, courses, and/or 
conferences relevant to continuing professional 
development 

• Demonstrates knowledge of current 
professional literature and materials 

• Participates as an active member of a professional 
organization 
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Summary of Performance Review for District Administrators 
 

Commendations: 
 
 
 
 
 

Areas Noted for Improvement: 
 
 
 
 
 
 
 
 

Evaluator’s Name:      
 
 

Evaluator’s Signature:    
 

 

Date:    
 
 

 

Evaluatee’s Name:      
 
 

Evaluatee’s Signature:    
 
 

Date:    
 
 

(Signature of evaluatee denotes receipt of the formative evaluation, not necessarily agreement 
with the contents of the form.) 

 
 

Comments: 
 
 
 
 
 
 

Evaluator & evaluatee each keep a copy.  Original goes to Human Resources. 
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Summative Performance Review 
District Administrator 

 
 

Evaluatee:  

Position:  

School:  

Evaluator:  

Date(s) of Observation(s):     

Date(s) of Conference(s):     

 

Performance Measures 
Rating 

I D A E 

1. Planning:   (Organizational Leadership & Admin. and 

Management)                                                                                                                                        

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 

 

2. Environment:  (Relationships with the Community &Equity and 

Appreciation of Diversity) 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 
 

☐ ☐ ☐ ☐ 

3. Instruction:  (Instructional Leadership) 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 
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4. Professionalism:  (Career-Related Professional Growth) 

Evidences Used to Determine Rating:  ________________ 

_______________________________________________ 

_______________________________________________ 

 

 

_______________________________________________ 

 

☐ ☐ ☐ ☐ 

Overall Professional Practice Rating ☐ ☐ ☐ ☐ 

 
 

I = Ineffective; D = Developing; A = Accomplished; E=Exemplary 
 
 
CRITERIA FOR DETERMINING OVERALL PERFORMANCE LEVEL 

 
IF…. THEN… 

Environment AND Instruction are rated INEFFECTIVE Overall rating shall be 
INEFFECTIVE 

Environment OR Instruction are rated INEFFECTIVE Overall rating shall be 
INEFFECTIVE OR DEVELOPING 

Planning OR Professionalism are rated INEFFECTIVE Overall rating shall NOT be 
EXEMPLARY 

Two performance measures are rated DEVELOPING 
and two performance measures are rated 
ACCOMPLISHED 

OVERALL rating shall be 
ACCOMPLISHED 

Two performance measures are rated DEVELOPING 
and two performance measures are rated 
EXEMPLARY 

OVERALL rating shall be 
ACCOMPLISHED 

Two performance measures are rated 
ACCOMPLISHED and two performance measures are 
rated EXEMPLARY 

OVERALL rating shall be 
EXEMPLARY 
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Summative Performance Review for District Administrators 
Employment Recommendation to the Central Office 

 

  Recommended for continued employment 

  Recommended for placement on a Corrective Action Plan (One or more performance measures are 
ineffective) 

  Recommended for Dismissal/Non-Renewal (Certified personnel has failed to make progress on a Corrective 
Action Plan, or consistently performs below the established standards or in a manner that is inconsistent with the 
school’s mission and goals.) 

 

 
Evaluator Comments: 

 
 
 

Evaluator’s Name:      
 
 

Evaluator’s Signature:    
 

 

Date:    
 
 

Evaluatee’s Name:      
 
 

Evaluatee’s Signature:    
 
 

Date:    
 
 

□ I agree with this Summative Evaluation ☐ I disagree with this Summative Evaluation 

Evaluatee Comments: 

 
 

 
(Signature of evaluatee denotes receipt of the summative evaluation, not necessarily agreement 

with the contents of the form.) 
 

Certified employees must make their appeals to this summative evaluation within the time frames 
mandated in 704 KAR 3:345 Sections 7, 8, 9 and the local district certified evaluation plan. 

 
Evaluator & evaluatee each keep a copy.  Original goes to Human Resources. 
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APPENDIX 
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Amended Evaluation Timeline Form 
For Certified School and Administrative Personnel Late Hires or Missing Sixty (60) or More Consecutive 

School Days 

 
Evaluatee: School Year: 

 
Evaluation Activity Date for Completion 

 

Explanation and Review of Certified Evaluation Process    
 

Self-Reflection    
 

Professional Growth Plan            ___________________ 
 

Number of Formative Observations for the Summative Cycle    
 

Educators in a Summative Year:  Review of Professional Growth Plan  April 30th 

Summative Evaluation Completed April 30th 

Additional Notes/Comments: 

 
 
 

Affirmation 
 
 

Evaluator’s Name:      
 
 

Evaluator’s Signature:    
 

 

Date:    
 
 

Evaluatee’s Name:      
 
 

Evaluatee’s Signature:    
 

 

Date:    
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Certified Evaluation Appeal Form 
 

Instructions 
This form is to be used by any certified employee who believes that s/he was not fairly evaluated on 
a summative evaluation. This form must be completed and returned to the Human Resources 

Director within five (5) business days of receipt of the summative evaluation. Appeals not made 
within the five (5) business days shall be considered untimely and not reviewable. 

 

Please attach a copy of the final evaluation form and any pertinent documentation that the evaluatee 

wants the Panel to review. 

 
 

Employee’s Name: Job Title: 
 

Home Address: 
 

Building: Grade or Department: 
 

My appeal challenges the summative findings on: 
  Substance 
  Procedures/Implementation 
  Both Substance and Procedures/Implementation 

 
What specifically do you object to or why do you feel you were not fairly evaluated? 

 
 
 
 
 
 
 
 

If additional space is needed attach an extra sheet. 
 

Date you received the Summative Performance Report: 

Name of evaluator: 

I hereby give my consent for my evaluation records to be presented to the members of the Evaluation 
Appeal Panel for their study and review. I understand that it will be necessary for the Panel to have 
access to all forms, correspondence, anecdotal records, or other information in my file, which is 
related to my performance.  I will appear before the Panel if requested. 

 
 

Employee’s Signature:     
 

Date: 
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Individual Corrective Action Plan 
Instructions for Completing the Individual Corrective Action Plan 

 
An individual corrective action plan (ICAP) is required to be developed when an 
evaluatee receives a rating of “ineffective”on one or more of the performance measures 
on the summative evaluation form. An ICAP may also be developed any time during the 
school year when an immediate change in behavior is required. 

 
The Corrective Action Plan is developed by the evaluator in collaboration with the 
evaluatee. Specific activities, appraisal method and target dates are identified in the 
Corrective Action Plan and progress towards identified goals is monitored. The evaluator 
and the evaluatee must specifically identify and list, in writing: 

 
a. The performance measure not being met and the supporting 

performance criteria that identify the weakness(es) 

b. The growth objectives needed to meet the performance measure 

c. The activities and procedures to achieve the objectives to 
improve performance 

d. The means of assessing the evaluatee’s improvement toward 
the objectives 

e. Timeline of targeted dates for activities for improvement of 
performance and appraisal of improvement 

Corrective action plans shall be reviewed continuously until performance is judged to meet the 
evaluation standards. Review of corrective action plans shall be documented on the corrective 
action form. Documentation of all reviews, corrective actions, and the evaluator’s assistance must 
be provided as they occur to the evaluatee. 

 

 
Employees who fail to make sufficient progress to meet evaluation standards identified 
for them will not be recommended to the Superintendent for rehire. If the 
Superintendent chooses to dismiss the employee, the employee will be notified by May 
15th 
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PENDLETON COUNTY SCHOOLS INDIVIDUAL CORRECTIVE ACTION PLAN 
 

Staff Member School/Work Site Date ICAP Developed 

Administrator Meeting Dates (Summary of Meetings to be 
attached) Required periodic checks set in (at 
minimum) one month intervals as described below. 

  

 
Performance Measure/Domain to be Addressed 

Performance Criteria to be Addressed 

ICAP Goal(s)/Objective(s) to Achieve Improved Performance 

Activities and Procedures to Achieve Goal(s)/Objective(s) Date to be 
completed 

Assessment/Appraisal of Achieving Goal (s)/Objective(s) Date to be 
completed 

 

Goal(s)/Objective(s) have been:  Achieved   Revised   Continued 
 
 

Employee Signature Date Administrator Signature Date 
 

The signatures indicate that the evaluatee and evaluator have read this document.* A copy is to be sent to 

Central Office and filed in the evaluatee’s district personnel file by after review. 
NOTE: KRS 161.790 lists the following as causes for termination: insubordination, immoral character or conduct unbecoming, 
physical or mental disability, inefficiency/incompetence/neglect of duty. 
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Rubrics/Resources 
Rubrics and/or resources for the Kentucky Professional Standards for Educational 
Leaders (PSEL) will be included as made available by the Kentucky Department of 
Education  

 
Resources can be found on the following website:  
https://sites.google.com/education.ky.gov/principalpartnership/home 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Pendleton County Schools Certified Evaluation Plan 

https://sites.google.com/education.ky.gov/principalpartnership/home
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Charlotte Danielson’s Framework for Teaching, 2011 Domain 1:  Planning and Preparation Adapted for Kentucky Department of Education 
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Charlotte Danielson’s Framework for Teaching, 2011 Domain 2: Classroom Environment Adapted for Kentucky Department of Education 
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Charlotte Danielson’s Framework for Teaching, 2011 Domain 3: Instruction Adapted for Kentucky Department of Education 
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Charlotte Danielson’s Framework for Teaching, 2011 Domain 4: Professional Responsibilities Adapted for Kentucky Department of Education 
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LBD “looks like” & “sounds 
like” Creech-Galloway & 
Cooper 2013 

Charlotte Danielson’s Framework modified for Special Education Resource Setting 
 Domain 3: Instruction 

Component: Targeted 
Element: 

Level of Performance 

Ineffective Developing Accomplished Exemplary 
 
 
 
 
 
 

Communicating 
With 
Students 

 
 

Directions and 
Procedures 

 

Teacher’s directions and 
procedures are confusing to 
students. There is no 
differentiation. 

 

Teacher’s directions and 
procedures are clarified 
after initial student 
confusion. 

 

Teacher’s directions and 
procedures are clear to 
students using the student’s 
mode of communication. 

Teacher’s directions and procedures are clear 
to students. The teacher uses the student’s 
mode of communication and uses clarifying 
strategies to make sure the student 
understands expectations. Directions are also 
repeated and reviewed throughout the 
lesson. 

 
 
 
 

Use of oral and 
written 
language 

Teacher’s spoken language is 
inaudible, or written language is 
illegible. Spoken or written 
language contains errors of 
grammar or syntax. Teacher uses 
too much language that is 
confusing or frustrating to the 
student. Vocabulary may be 
inappropriate, vague, or used 
incorrectly, leaving students 
confused. 

Teacher’s spoken language 
is audible and written 
language is legible. Teacher 
uses vocabulary that 
students do not know or 
understand. Teacher 
contradicts themselves in 
the lesson giving student 
conflicting and confusing 
information. 

Teacher’s spoken and written 
language is clear and correct 
and conforms to standard 
English. Vocabulary is 
appropriate to the student’s 
age, interests and the 
students have been explicitly 
taught the meaning of the 
words before they are used 
with the students. 

 

Teacher’s spoken and written language is 
correct and conforms to standard English. It is 
also expressive, with well-chosen vocabulary 
that has been explicitly taught with multiple 
examples (objects, pictures, etc.) and 
reviewed with the students. Teachers 
communicate with students in their mode of 
communication 

 
 

 
Using 
Questioning & 
Discussion 
Techniques 

 
 

Quality of 
questions 

 
Teacher’s questions are of poor 
quality, with low cognitive 
challenge. They are asked in rapid 
succession and have no meaning 
for the student. 

Teacher’s questions are a 
combination of low and high 
quality, posed in rapid 
succession. Students are not 
given wait time to answer 
questions 

Teacher’s questions are of 
high quality. Adequate time is 
provided for students to 
respond. Students are given 
prompts as needed and can 
answer questions in a variety 
of ways. 

Teacher’s questions are of uniformly high 
quality, with adequate time for students to 
respond. Students are taught to formulate 
their own questions. Students are given 
accommodations when they are asked for 
and as needed and can answer questions in a 
variety of ways. 

 
 

Student 
participation 

Students are not engaged in 
activities and there are no 
expectations for them to 
participate because “they cannot 
do anything”. 

 
Teacher attempts to engage 
all students, but with limited 
success. There are a few low 
expectations for students. 

Teacher successfully engages 
all students through 
differentiated instruction. 
There are expectations for the 
students 

Teacher successfully engages all students 
through differentiated instruction. There are 
high expectations for all students. Teachers 
use a variety of strategies and techniques so 
that all students can participate at high 
levels. 

Engaging 
Students in 
Learning 

 

Activities and 
Assignments 

Activities and assignments are 
inappropriate for student’s age or 
ability level. Students are not 
engaged in assignments it is just 
“busy work” 

Activities and assignments 
are appropriate to some 
students and engage them 
but there is no connection 

Most activities are 
appropriate to students and 
the students are engaged. 
Students understand what 
they are learning and how the 

All students are engaged in the activities that 
are designed to meet the student’s needs. 
Activities and assignments are differentiated 
and students are given choices and a sense of 
control in what they are learning. Students 
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   between assignments and 
learning. 

assignment applies to what 
they have learned. 

understand what they have learned and 
make connections with real world 
application. 

 
 
 

Instructional 
materials and 
resources 

 
 

Instructional materials and 
resources are unsuitable to the 
instructional needs of the students 
and they do not engage the 
students. Some students do not 
have materials. 

 
 

Instructional materials and 
resources are only partially 
suitable to the instructional 
needs of the students and 
they partially engage the 
student. 

Instructional materials and 
resources are suitable to the 
instructional needs of the 
students and the students are 
engaged. Some of the 
materials are research based. 
All students have access to 
materials and some of the 
materials are modified as 
needed. 

Instructional materials and resources are 
suitable to the instructional needs of all 
students. All students have access to 
materials that they need and the materials 
are modified if needed. Materials are 
research based and teachers use them 
appropriately. Students have choices during 
instruction on what materials they use and 
students are encouraged to work with peers 
instead of relying on additional adult support. 

 
 

 
Using 
Assessment 
in Instruction 

 
Monitoring of 
student 
learning 

 

Teacher does not monitor IEP goals 
and objectives 

Teacher has some data but 
does not use it to make 
decisions on the student’s 
educational needs. 

Teacher has data and uses it 
to make some decisions on 
the educational needs of the 
students. 

Teacher has data that has been collected 
during instruction (at least 2X a week). Data is 
in a notebook and is easily available if 
needed. Teacher uses data to make decisions 
on pace, programs, methods, etc. 

 
 

Feedback to 
students 

 

Teacher’s feedback is of poor 
quality and not provided in a timely 
manner. It is not in the child’s 
mode of communication 

 

Teacher’s feedback is vague 
and not consistent. It is in 
the child’s mode of 
communication. 

 
Teacher’s feedback is timely 
and specific to the student. It 
seems intentional and 
genuine. It is in the child’s 
mode of communication 

Teacher’s feedback is immediate and 
descriptive. Students receive a variety of 
feedback and it is individualized. It is 
intentional and purposeful while staying 
positive with minimal redirections so 
students feel successful. It is in the child’s 
mode of communication. 

 

 
Demonstrating 
Flexibility and 
Responsiveness 

 
 
 
 

Persistence 

 
 

When a student has difficulty 
learning, the teacher either gives 
up or blames the student or the 
student’s home environment. 

 

Teacher accepts 
responsibility for the 
success of all students only 
knows a few programs or 
strategies to use with 
students. 

 
Teacher persists in seeking 
new approaches, strategies, 
and programs for students 
who have difficulty learning. 
They draw from a broad 
repertoire and try several 
things. 

Teacher persists in seeking effective 
approaches for students who need help. They 
use a variety of strategies and programs for 
students who have difficulty learning. They 
seek professional development to help them 
continue to grow professionally and meet the 
needs of all their students. They look in the 
school and in the district for additional 
resources. 
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MSD “looks like” & “sounds 
like” Creech-Galloway & 
Cooper 2013 

Charlotte Danielson’s Framework modified for Special Education Resource Setting 
 

 Domain 3: Instruction 
Component: Targeted 

Element: 
Level of Performance 

Ineffective Developing Accomplished Exemplary 
 
 
 
 

 
Communicating 
With 
Students 

 
 
 

Directions and 
Procedures 

 
 
 

Minimal or insufficient 
evidence is present. 

 

 
The teacher’s directions are 
delivered in one form of 
communication and are rarely 
referenced during instruction. 

 
The teacher’s directions and 
procedures are clear to the 
students and are reviewed 
throughout instruction. Directions 
and procedures are presented but 
not in a way every student can 
understand. 

The teacher’s directions and procedures are 
posted in the classroom, clear to the 
students, and are reviewed throughout 
instruction. Directions and procedures are 
presented in multiple modes and in the 
student’s mode of communication. This may 
include but is not limited to: picture 
supports, sign language, voice output 
devices, and object representation. 

 
 
 

Use of oral and 
written language 

 
 
 

Minimal or insufficient 
evidence is present. 

 
The teacher uses vocabulary 
terms from the core content 
but doesn’t differentiate for 
individual student need. Some 
reinforcement for correct 
responses is evident. 

The teacher’s vocabulary is 
carefully chosen to address 
individual student need and some 
basic instruction on key content 
words is evident. Teachers 
reinforce students intermittently 
for using their communication 
systems, voices, or participating. 

The teacher’s vocabulary is carefully chosen 
to address individual student need and 
intentional instruction on key content words 
is evident. Teachers reinforce students for 
using appropriate words, vocabulary terms 
and utilizing their “form” of expressive 
communication. 

 
 
 
 
 

Using 
Questioning & 
Discussion 
Techniques 

 
 
 
 
 

Quality of 
questions 

 
 
 
 
 

Minimal or insufficient 
evidence is present. 

 
The teacher’s questions and 
discussion highlight core 
content concepts and some 
functional connections are 
taught. Students are given 
adequate wait time 
occasionally and positive 
reinforcement and adequate 
feedback are delivered 
inconsistently. 

The teacher’s questions target the 
essential information. Questions 
presented or discussions led 
during instruction are linked to a 
meaningful or functional activity. 
The teacher gives the students 
adequate wait time to respond, 
gives immediate feedback, and 
provides the student with a system 
to participate that is in their mode 
of communication. 

The teacher’s questions target the essential 
information. Questions presented or 
discussions led during instruction place an 
emphasis on how the skill is functional to 
the student. The teacher gives the students 
adequate wait time to respond, gives 
immediate feedback, and provides the 
student with a system to participate that is 
in their mode of communication. Following 
direct instruction the student is asked to 
perform an application activity or a 
generalization activity is evident. 

 

Student 
participation 

 

Minimal or insufficient 
evidence present. 

The instruction is not built 
around the needs of the 
students and opportunities for 
students to respond or 
communicate are limited. 

The teacher differentiates some of 
their instruction for individual 
student need. Every student is 
provided opportunities to 
communicate and respond 

The teacher differentiates their instruction 
for individual student need. The teacher 
facilitates an environment rich in planned 
opportunities for the students to 
communicate and respond appropriately. 
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   Students are participating on a 
limited basis. 

appropriately. Some feedback is 
provided to the students when 
they are responding during 
instruction. Students are 
participating throughout 
instruction. 

Immediate descriptive feedback is provided 
to the students when they are responding 
during instruction. Students are 
participating, making choices, and 
responding throughout instruction. 

 
 
 
 
 
 

 
Engaging 
Students in 
Learning 

 
 
 
 
 
Activities and 
Assignments 

 
 
 
 
 

Minimal or insufficient 
evidence present. 

 
The planning and instructional 
design is minimal. Students are 
engaged in parts of the 
instruction and the activities 
are somewhat meaningful to 
the student. The teacher gives 
minimal opportunities for 
responding and choice making. 
Some accommodations are 
provided. 

Direct instruction, activities, and 
assignments are designed to 
enhance student learning. All 
students are engaged in the 
activities and assignments and 
they are meaningful to the 
student. The teacher embeds 
some opportunities for choice 
making and considers the needs of 
the individual learner and provides 
accommodations accordingly. 

Direct instruction, activities, and 
assignments are designed to enhance the 
student’s acquisition, maintenance, and 
generalization of the targeted skill. All 
students are engaged in the activities and 
assignments and they are meaningful to the 
student. The teacher embeds choice making, 
multiple pathways to achieve the correct 
response, and projects are designed to meet 
the needs of the individual learner. 
Accommodations and modifications exceed 
expectations. 

 
 
 

Instructional 
materials and 
resources 

 
 
 
 

Minimal or insufficient 
evidence present. 

Embedding student choice 
making about their materials 
or the instructional process is 
not evident. Some tasks are 
completed for students instead 
of being modified to meet their 
needs. Strategies used are not 
evidenced based strategies for 
students with low-incidence 
disabilities. 

 

Students are encouraged to make 
choices. Student materials used 
are age appropriate and the 
resources or instructional 
strategies used are systematic and 
evidenced based for students with 
low-incidence disabilities. 

Students are encouraged to make choices 
about materials they are using during 
instruction, peers for group work, and create 
work samples that are designed to meet 
their needs and demonstrates the highest 
level of independence possible. Materials 
used are age appropriate and the resources 
or instructional strategies used are 
systematic and evidenced based for 
students with low-incidence disabilities. 

 
 
 
 

Using 
Assessment 
in Instruction 

 
 
 
 
 

Monitoring of 
student learning 

 
 
 
 
 

Minimal or insufficient 
evidence present. 

 
 
 
 

The teacher uses some basic 
systematic instructional 
strategies to collect progress 
data. Minimal reflection on 
student data is evident. 

The teacher uses systematic 
instructional strategies and 
collects data at minimum 3X 
weekly during instruction on 
student goals and objectives. 
Throughout instruction the 
teacher is checking for 
comprehension of concepts. In 
addition to collecting progress 
data the teacher graphs and 
analyzes the data and looks for 
trends in order to make decisions 
about their instructional methods. 

 
 

The teacher uses systematic instructional 
strategies and collects data daily during 
instruction on student goals and objectives. 
Throughout instruction the teacher 
questions and probes for comprehension of 
concepts. In addition to collecting progress 
data the teacher graphs the data and looks 
for trends in order to make decisions about 
their instructional methods. 
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Feedback to 
students 

Minimal or insufficient 
evidence present. 

The teacher delivers some 
feedback to students. Some 
positive reinforcement is 
evident but not intentional. 
Descriptive feedback does not 
occur at a greater rate than 
redirections and reprimands. 

The teacher delivers descriptive 
feedback to students throughout 
instruction. Feedback includes 
positive reinforcement and may be 
delivered on a constant or varied 
schedule depending on the 
student’s needs. Verbal 
redirections and reprimands are 
minimal. 

The teacher’s feedback is immediate, 
intentional, and descriptive. Feedback 
includes positive reinforcement and may be 
delivered on a constant or varied schedule 
depending on the student’s needs. 
Descriptive verbal praise is provided 
throughout instruction and reprimands and 
redirections are minimal. 

 
 
 

Demonstrating 
Flexibility and 
Responsiveness 

 
 
 
 
 
Persistence 

Minimal or insufficient 
evidence present. 

The teacher is trained in basic 
systematic instructional 
strategies and a few 
curriculums designed for low- 
incidence students. The 
teacher does most mandatory 
PD related to their teaching 
position but does not seek out 
training specific to meeting the 
needs of their students. 

The teachers uses a plethora of 
systematic instructional strategies, 
curriculums, and consultation with 
other team members to meet the 
needs of their students. The 
teacher is persistent in seeking 
our effective approaches for their 
students and engages in 
professional development that is 
specific to teaching students with 
low-incidence disabilities. 

The teachers uses a plethora of systematic 
instructional strategies, curriculums, and 
consultation with other team members to 
meet the needs of their students. The 
teacher is persistent in seeking our effective 
approaches for their students and engages 
in professional development that is specific 
to teaching students with low-incidence 
disabilities. 
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Domain 1:  Planning and Preparation – Therapeutic Specialists 
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Domain 1:  Planning and Preparation – Instructional Specialists (Diagnostician/Interventionist) 
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