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Vision Statement:
“A Tradition of Excellence:
High Standards, Each Student, Every Day.”

Mission Statement:
The vision of the Elizabethtown Independent Schools is to ensure the following:
	Students who are motivated, challenged, and empowered to be lifelong learners prepared to success in a changing, diverse society.
	Parents who are active partners, equipped to participate in the learning process of each student.
	A School District that is willing to do whatever it takes to meet the needs of each student and ensure each child’s educational and personal success.
	A Community that is an active partner in securing resources and tools that will assist each child in discovering his or her greatest potential.

Strategic Objectives:
#1 – Prepared Students
To provide learning experiences that meet the needs of each student and prepare him or her for life

#2 – High Quality Staff
 To attract the highest quality staff while promoting and supporting continuous professional growth

#3 – Family and Community Partnerships
To develop rapport with families and the community; to nurture and expand their involvement with the purpose of preparing students.

#4 – Technology
To incorporate the responsible, effective and seamless integration of technology for communication, production and instructional purpose

#5- Culture and Climate
To build on our Tradition of Excellence, creating an inclusive and inspiring climate that is culturally sensitive to the ever-changing diversity of our school program


ELIZABETHTOWN INDEPENDENT SCHOOLS

Mr. Jonathan Neil Ballard, Superintendent
Evaluation Contact Person: Michelle Motley 

Certified Evaluation Plan Committee Members
	Name
	Position
	School

	

	Megan Barnes
	Teacher
	Helmwood Heights Elementary School

	Laura Berger
	Teacher
	T.K. Stone Middle School

	JoAnna Breunig
	Teacher
	Elizabethtown High School

	Karla Buckingham
	Principal
	Morningside Elementary School

	Kelli Bush
	Assistant Superintendent for Student Learning
	Central Office, Board of Education

	Kristin Froedge
	Director of Special Programs
	Valley View Education Center

	Kelly Graham
	Principal
	Panther Academy

	Sheryl Hamilton
	Teacher
	T.K. Stone Middle School

	Laura Beth Hayes
	Teacher
	Morningside Elementary School

	B.J. Henry
	Assistant Principal for Academics
	Elizabethtown High School

	Michelle Motley
	Director of Personnel
	Central Office, Board of Education

	Amy Truitt
	Media Specialist and Teacher
	Panther Academy




ASSURANCE
CERTIFIED SCHOOL CERTIFIED EVALUATION PLAN

The Elizabethtown Independent School System 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 (KRS 156.557). 

Name:	Title:
Megan Barnes	Teacher
Laura Beth Hayes	Teacher
JoAnna Breunig	Teacher
Amy Truitt	Media Specialist/Teacher
Laura Berger	Teacher
Sheryl Hamilton	Teacher
BJ Henry	Assistant Principal
Kristin Froedge	Director of Special Programs
Karla Buckingham	Principal
Kelly Graham	Principal
Kelli Bush	Assistant Superintendent for Student Learning
Michelle Motley	Director of Personnel	

The evaluation criteria and process used to evaluate certified school personnel shall be explained to and discussed with the evaluatee no later than the end of the evaluatee’s first thirty (30) calendar days of reporting for employment each school year. (704 KAR 3:370)

All certified school personnel who have not attained continuing service status shall receive an annual summative evaluation and shall incorporate the formative data collected during the Kentucky Teacher Internship Program (if funded). (KRS 156.557)

All certified school personnel who have attained continuing service status shall receive a summative evaluation at least once every three (3) years. (KRS 156.557)

Each evaluator will be trained, tested, and approved in the use of appropriate evaluation techniques (KRS 156.557).

This plan requires a summative evaluation of certified school personnel to be documented in writing and to be included in the evaluatee’s official personnel record. (704 KAR 3:370)

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 (KRS 156.557).

The evaluation plan process will not discriminate on the basis of age, race, color, national origin, religion, sex, disability, or any other protected characteristic, as required by all applicable federal, state, and local law. 

The local board of education shall review, as needed, the district’s certified evaluation plan to ensure compliance with KRS 156.557 and this administrative regulation. If a source of evidence is added or removed from the certified evaluation plan or if a decision rule or calculation is changed in the summative rating formula, the revised certified evaluation plan shall be reviewed and approved by the local board of education. If the local board of education determines the changes do not meet the requirements of KRS 156.557, the certified evaluation plan shall be returned to the certified evaluation committee for revision.

The local board of education approved the evaluation plan as recorded in the minutes of the meeting held on April 16, 2018   (704 KAR 3:370)

__________________________________________________	_______________________
Signature of District Superintendent	Date

__________________________________________________	_______________________
Signature of Chairperson, Board of Education			Date



Elizabethtown Independent Schools
Certified Employees’ Evaluation Plan

(1) The Certified Evaluation Plan shall be developed by the Certified Evaluation Plan Committee and approved by the Superintendent and the Board of Education.  

(2) All administrators, teachers, other professionals, and district-level certified staff shall be evaluated based on the criteria presented in this plan.  The Superintendent shall be evaluated by the Board of Education.

(3) The evaluation plan and the criteria on which certified employees are to be evaluated shall be explained to and discussed with them no later than the end of the evaluatee’s first thirty (30) calendar days of reporting for employment each school year.

(4) The immediate supervisor of the certified employee shall be designated the primary evaluator, and the name of a certified employee’s primary evaluator shall be provided no later than ten working days of reporting for employment each school year.

(5) One designated administrator shall evaluate the performance of each itinerant/traveling employee.  Administrators of other schools to which the itinerant/traveling employee is assigned shall assist in the collection of data, and this information will become a part of the itinerant/traveling employee’s evaluation.

(6) All Professional Growth Plans will align with school/district improvement plans.

(7) Other Professionals holding a license to practice will follow the same guidelines for evaluation as their certified peers.

(8) At the request of a teacher, other professional or district-certified staff member (other than administrator), an observation by another teacher/other professional, trained in the employee’s content area or area of specialization and trained to conduct a peer observation, or other administrator certified to conduct observations may be incorporated into the formative evaluation process.  The selection of the third party shall, if possible, be determined through mutual agreement by the employee and evaluator.  A certified employee who exercises this option shall do so in writing to the evaluator by no later than February 15 of the academic year in which the summative evaluation occurs.  If the evaluator and employee have not agreed upon the selection of the third-party observer within five (5) days of the employee’s request, the superintendent/designee shall select the third-party observer.

Roles, Definitions, and Acronyms:
1. Administrator: a certified staff person who devotes the majority of employed time in the role of principal, for which administrative certification is required by the Educational Professional Standards Board pursuant to 16 KAR 3:050.
2. Artifact: a product of a certified school personnel’s work that demonstrates knowledge, skills, and meeting the performance standard.
3. Assistant Principal: an administrator who devotes the majority of employed time in the role of assistant principal, for which administrative certification is required by the Education Professional Standards Board pursuant to 16 KAR 3:050.
4. Certified Administrator: a certified school personnel, other than principal or assistant principal, who devotes the majority of employed time in a position for which administrative certification is required by the Education Professional Standards Board pursuant to Chapter 16 of the Kentucky Administrative Regulations.
5. Certified School Personnel: a certified employee, below the level of Superintendent, who devotes the majority of employed time in a position in a district or which certification is required by the Education Professional Standards Board pursuant to KAR Title 16 and includes certified administrators, assistant principals, principals, other professionals, and teachers.
6. Conference: a meeting that includes a conversation between the evaluator and the evaluatee for the purposes of providing feedback from the evaluator, 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.
7. Corrective Action Plan: a plan established to assist the employee when the evaluator identifies specific area(s) that need immediate attention by the evaluatee.
8. Educator: a person who provides instruction or education; a teacher.
9. Evaluatee: the certified school personnel who is being evaluated.
10. Evaluator: the immediate supervisor of certified personnel, who has satisfactorily completed all required evaluation training and, if evaluating teachers, observation certification training; the primary evaluator.  
11. Evidence: documents or demonstrations that indicate proof of a particular descriptor. 
12. Formal Observation: an observation conducted by a certified observer for the purpose of evaluation.
13. Framework for Teaching: a document indicating the domain, components, and descriptors by which certified personnel other than administrators will be evaluated.
14. Full Observation: an observation conducted by an employee’s supervisor that documents overt occurrences over an amount of time that spans the entire class period or lesson.
15. Improvement Plan: A plan for improvement up to twelve months in duration for:
a. Teachers and other professionals whose overall performance rating equals Ineffective.
b. Principals or Assistant Principals whose overall performance rating equals Ineffective.
16. Job Category: A group or class of certified school personnel positions with closely related functions.
17. Mini-Observation: an observation conducted by an employee’s supervisor or peer that documents relative overt occurrences for a time span of approximately 20 to 30 minutes.
18. Observation: a data collection process conducted by a certified observer, in person or through video, for the purpose of evaluation, including notes, professional judgments, and examination of artifacts made during one (1) or more classroom or worksite visits of any duration.
19. Observer Calibration: the process of ensuring that certified school personnel have maintained proficiency and accuracy in observing teachers and other professionals for the purposes of evaluation and providing feedback.
20. Observer Certification: a process of training and ensuring that certified school personnel who serve as observers of evaluatees have demonstrated proficiency in rating teachers and other professionals for the purposes of evaluation and feedback.  
21. Opening Day: the first day of the school year for all teaching staff and other professionals.
22. Other Professionals: certified personnel other than teachers, district-level certified staff, or administrators.  These may include library media specialists, guidance counselors, speech therapists, and instructional specialists/coaches.
23. Performance Criteria: the areas, skills, or outcomes on which certified personnel are evaluated.
24. Performance Rating: the summative description of an evaluatee’s performance; same as performance category.
25. Principal: a certified school personnel who devotes the majority of employed time in the role of principal, for which administrative certification is required by the Education Professional Standards Board pursuant to 16KAR3:050.
26. Professional Growth: increased effectiveness resulting from experiences that develop an educator’s skills, knowledge, expertise and other characteristics. 
27. Professional Growth Goal: measurable goal written by a certified employee in consultation with the evaluator and using established guiding questions; a component of the professional growth planning process.
28. Professional Growth Plan: An individualized plan for a certified employee 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 district improvement plan, built using a variety of sources and types of data that reflect student needs and strengths, evaluatee data, and school and district data, produced in consultation with the evaluator, and includes: (a) Goals for enrichment and development that are established by the evaluatee in consultation with the evaluator; (b) Objectives or targets aligned to the goals; (c) An action plan for achieving the objectives or targets and a plan for monitoring progress; (d) A method for evaluating success; and (e) The identification, prioritization, and coordination of presently available school and district resources to accomplish the goals.
29. Professional Practice: the demonstration, in the school environment, of the evaluatee’s professional knowledge and skill.
30. Self-Reflection: the process by which certified personnel assess the effectiveness and adequacy of their knowledge and performance for the purpose of self-improvement and identifying areas for professional learning and growth. 
31. SMART Goal: acronym/criteria for developing student growth goals (Specific, Measureable, Attainable, Realistic, Time-bound) 
32. Sources of Evidence: evidence from multiple measures, as specified in this evaluation plan; artifacts of data collection from professional practice used to inform an employee’s practice and performance. 
33. Student Voice Survey: the student perception survey that is administered annually to a minimum of one (1) district-designated group of students per teacher evaluatee; a district designated selection of students that provide data on specific aspects of the instructional environment and professional practice of the teacher or other professional evaluatee.
34. Summative Evaluation: the summary of, and conclusions from, the evaluation data, including formative evaluation data gathered throughout the evaluation cycle.  This also includes a conference between the evaluator and the evaluated certified employee as well as a written evaluation report.
35. Supervisor: the evaluator of a certified employee (see definition for evaluator); the primary evaluator.
36. Teacher: a certified school personnel who has been assigned the lead responsibility for student learning in a classroom, grade level, subject, or course and holds a teaching certificate under 16 KAR 2:010 or 16 KAR 2:020.
37. TELL Kentucky: a working conditions survey of all school staff conducted every two years to provide feedback on specific aspects of the school’s work environment.  Results may be used to assist in goal setting for improving the learning environment and principal practice.

Common Acronyms or Abbreviations used in the Certified Evaluation Plan

	Acronym 
	Full Name or Definition of the Term/Concept Referenced

	

	PGP
	Professional Growth Plan

	SMART
	Specific, Measurable, Attainable, Realistic, Time-bound

	

	Abbreviation
	Degree of Effectiveness Rating

	I
	Ineffective – performance that consistently fails to meet expectations for effective performance

	D
	Developing – performance that inconsistently meets expectations for effective performance

	A
	Accomplished – performance that consistently meets expectations for effective performance

	E
	Exemplary – performance that consistently exceeds expectations for effective performance
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Certified Evaluation Plan
Teachers and Other Professionals
The Kentucky Performance Measures: Planning, Environment, Instruction and Professionalism as determined by:
[bookmark: KFfT]The Kentucky Framework for Teaching with Specialist Frameworks for Other Professionals

Framework for Teaching:				Specialist Frameworks for Other Professionals
Planning and Preparation				Planning and Preparation
Classroom Environment					Environment
Instruction						Instruction/Delivery of Service
Professional Responsibilities				Professional Responsibilities

The Frameworks are designed to support student achievement and professional practice through the domains indicated in the charts above.  The Frameworks also include themes such as equity, cultural competence, high expectations, developmental appropriateness, accommodating individual needs, effective technology integration, and student assumption of responsibility.  They provide structure for feedback for continuous improvement through individual goals that target student and professional growth, thus supporting overall school improvement.  Evidence documenting professional practice is situated within one or more of the four domains of the framework.  The framework is rated for each component according to four performance levels: Ineffective, Developing, Accomplished, and Exemplary. The summative rating is a holistic representation of the performance measures, combining data from multiple sources of evidence across each domain.  

The use of professional judgment based on multiple sources of evidence promotes a holistic and comprehensive analysis of practice, rather than over-reliance on one individual data point or rote calculation of practice based on predetermined formulas. Evaluators will also take into account how educators respond to or apply additional supports and resources designed to promote student learning, as well as their own professional growth and development.  Finally, professional judgment gives evaluators the flexibility to account for a wide variety of factors related to individual educator performance, such as: school-specific priorities that may drive practice in one domain, an educator’s number of goals, experience level and/or leadership opportunities, and contextual variables that may impact the learning environment, such as unanticipated outside events or traumas. 

Evaluators must use the following categories of evidence in determining summative rating: 

· Professional Growth Planning and Self-Reflection
· Observation Data
· Student Voice
· Data for Domains 1 and 4 of the Kentucky Framework for Teaching/Specialist Frameworks


However, they may also consider the following sources of evidence:

· Drop-by observations
· Observations of video recorded lessons
· Curriculum units
· Lesson plans
· Communication logs
· Lesson reflections, including reflections on drop-bys
· Teacher reflections and/or self-reflections
· Records from Professional Learning Community (PLC) activities
· Results of collaborative or team activities
· Results of parent involvement activities
· Records of student and/or teacher attendance
· Data from parent/teacher conferences
· Engagement in professional activities or organizations
· Student data records
· Student work
· Analysis of student work samples
· Formative student data
· Student formative and/or summative assessment data
· Teacher feedback to students
· Teacher interviews
· Teacher contributions to committees and/or teams
· Action research
· Other evidence deemed appropriate by the evaluator
· Other sources agreed upon by the evaluatee and evaluator

All components and sources of evidence related supporting an educator’s professional practice will be completed and documented to inform the Overall Performance Rating.  














[bookmark: EvidenceFfT][bookmark: EvidenceFfTPrin][image: ]



SOURCES OF EVIDENCE/FRAMEWORK FOR TEACHING ALIGNMENT

	KY PERFORMANCE MEASURES
	PLANNING
	ENVIRONMENT
	INSTRUCTION
	PROFESSIONALISM



	KENTUCKY FRAMEWORK for TEACHING (KyFfT)
	Domain
	Planning & Preparation
	Classroom Environment
	Instruction
	Professional Responsibilities

	
	Component
	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 Env. of Respect & Rapport
	2b-Establish Culture of Learning
	2c-Maintaing 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 Profess. Learning Comm.
	4e-Growing & Developing Professionally
	4f-Showing Professionalism

	SOURCES OF EVIDENCE 
To Inform Professional Practice
	Supervisor Observation
	Evidence Form
(pre and post conferences)
	Observation 
	Evidence Form
(pre and post conferences)

	
	Student Voice

	
	
	
	
	
	
	 Student Voice Survey
	
	
	
	
	
	

	
	Professional Growth
	Professional Growth Planning and Self Reflection

	
	Self-Reflection
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Professional Practice
Self-Reflection and Professional Growth Planning
Reflective practices and professional growth planning are iterative processes.  The teacher and/or other professional (1) reflects on his/her current growth needs based on multiple sources of data and identifies an area or areas for focus; (2) collaborates with his or her administrator to develop a professional growth plan and action steps; (3) implements the plan; (4) regularly reflects on the progress and impact of the plan on his/her professional practice; (5) modifies the plan as appropriate; (6) continues implementation and ongoing reflection; (7) and, finally, conducts a summative reflection on the degree of goal attainment and the implications for next steps.

The Professional Growth Plan addresses realistic, focused, and measurable professional goals.  The plan connects data from multiple sources including classroom observation feedback, student voice survey data, and professional growth needs identified through self-assessment and reflection.  In collaboration with the administrators, teachers and other professionals identify explicit goals which drive the focus of professional growth activities, support, and on-going reflection.
· All teachers and other professionals will participate in Self-Reflection and Professional Growth Planning each year.
· All teachers and other professionals must reflect on and assess their level of professional practice for each component of the Framework for Teaching or Specialist Framework for Other Professionals.  All teachers and other professionals will document Self-Reflections and Professional Growth Plans on forms approved by the district and contained in the appendix of this evaluation plan.
· The Self-Reflection and Professional Growth Planning process is initiated in April/May for those teachers and other professionals returning to work in the district the following school year.  A completed Self-Reflection is submitted to the evaluator using the district form (see pages 58-69 in the Appendix) at the summative conference or the final Professional Growth Plan review conference for the year. The evaluator and evaluatee will discuss the Self-Reflection and ideas for developing a Professional Growth Plan for the following year.   The teacher/ other professional will have 3 working days to submit a Professional Growth Plan.  The evaluator will sign-off on the Professional Growth Plan as acceptable for the following school year. The Professional Growth Plan may be revised, if applicable, and re-submitted to the evaluator within 15 working days of Opening Day.  The evaluator has until August 31 to review the document, collaborate with the teacher or other professional, and reach approval on the evaluatee’s Professional Growth Plan.

New certified teachers/other professionals, hired prior to the opening of the school year, will complete and submit their draft Self-Reflections and Professional Growth Plans using the district form (see pages 58-69 in the Appendix) within 15 working days of Opening Day.  The evaluator will review the document, confer and collaborate with the evaluatee regarding his/her Self-Reflection and Professional Growth Plan within ten working days of receiving the form or August 31 (whichever comes later), and reach approval on the evaluatee’s Self Reflection and Professional Growth Plan within that time. Those teachers/other professionals hired after the beginning of the school year will complete and submit their draft Self-Reflections and Professional Growth Plans using the district form (see pages 58-69 in the Appendix) within 15 working days of employment.  The evaluator will review the document, confer and collaborate with the evaluatee regarding his/her Self-Reflection and Professional Growth Plan within ten working days of receiving the form or August 31 (whichever comes later), and reach approval on the evaluatee’s Self Reflection and Professional Growth Plan within that time.

· A final review of the Professional Growth Plan with the teacher or other professional is conducted by the evaluator on or before April 30 with those evaluatees who are in a summative evaluation year, and on or before May 15 with those evaluatees who are not in a summative evaluation year.         
Self-Reflection and Professional Growth Plan (PGP) Timeline
	When
	Activity
	Staff Responsible
	Completion Date

	Summative Conference or End of 
Year Conference
	
Completed Self-Reflection
&
Review of Current Year Professional Growth Plan
	


Teacher or Other Professional
&
Supervisor
	District Form to be Completed and Submitted to Evaluator
By summative conference (April 30 for  summative year tenured and non-tenured ) or final PGP review conference (May 15 for tenured in formative year of cycle) of current school year for those evaluatees who are returning to work in the district the next school year
Within 15 working days of Opening Day for evaluatees hired prior to the opening of school
Within 15 working days of employment for those evaluatees hired after the beginning of the school year
Sign off on current year Professional Growth Plan- On or Before April 30 for Summative Year, On or Before May 15 for Formative year.

	Within 5 days of Summative/End of Year Conference
	
Completed Professional Growth Plan

	
Teacher or Other Professional
	
District Form to be Completed and Submitted to Evaluator
Within 5 working days from summative or year-end conference

	By last day of School
	Collaborate with Evaluatee, and Reach Approval on the PGP
	 
Teacher or Other Professional
&
Supervisor
	
The PGP must be approved by last day of school for those evaluatees returning to work from previous year
[For those employees hired prior to the opening of school or after the beginning of the school year, follow directions in the CEP.]

	      August
	   OPTIONAL
  Revise PGP 
	Teacher or Other              Professional
&
Supervisor
	Evaluatee must re-submit District PGP Form within 15 working days of Opening Day 
Approval by Supervisor will occur on or before August 31


Observations
The observation process is one source of evidence to determine educator effectiveness that includes supervisor observations for each certified teacher and other professional.  All supervisor observations will use the same district instruments.  The supervisor observation provides documentation and feedback to measure the effectiveness of professional practice.  Only the supervisor observation will be used to inform a summative rating.  The rationale for observation is to encourage continued professional learning in teaching and learning through feedback and critical reflection.
Observation Model and Schedule:

The Elizabethtown Independent Schools will use the Progressive Observation Model for each teacher and other professional’s evaluation cycle.  Non-tenured teachers and other professionals will have a one-year evaluation cycle, and tenured teachers and other professionals will have a three-year evaluation cycle, unless a prior evaluation cycle warrants that the tenured teacher or other professional be placed in a one-year cycle.  The following information describes the observations conducted during each evaluation cycle.

· Each evaluation cycle will include, at minimum, the following:
· Two, unscheduled mini observations conducted by the supervisor. Each mini observation will last a minimum of 20-30 minutes.  The mini observations can last a full class period if the supervisor chooses to stay for the full class period.
· One full, scheduled observation conducted by the supervisor. The full observation will be the final observation in the evaluation cycle.
· All observations will be documented as directed in the district’s evaluation plan.  

· Observations may begin after the certified evaluation orientation training has been conducted.  (The certified evaluation orientation training must be completed within the first 30 calendar days of reporting for employment.)  

· At the supervisor’s discretion, additional observations may be conducted.  

· Supervisors may also conduct drop-by observations that are less than 20 minutes in length at any time during the school year.  A district drop by form will be used for documentation.

· Observations of other professionals will more closely resemble a ‘site visit’ or ‘workplace visit’.  Forms for the observation of other professionals are different and unique from those of certified teachers.  Observers will receive training on the expectations for observing other professionals.

· Although the same Framework for Teaching is used by teachers in an alternative school setting, observations may be slightly different and unique from those for evaluatees in a standard school setting.  Observers will receive training on the expectations for observing teachers in the alternative school settings.

· Supervisors may select any of the following options to document evidence when conducting an observation
· District Observation Forms (See pages 70 and 71 for teachers, and pages 75-78 for other professionals.)
· Scripting
· Electronic applications/observation tools

Any teacher or other professional evaluatee who does not report for work sixty (60) or more consecutive school days in a school year will have a reduced number of observations for the summative evaluation cycle.

· For a teacher or other professional on a one-year evaluation cycle, at minimum, the employee will have one full observation by the supervisor.  The district’s Director of Personnel will determine the number of total observations to be conducted based on the number of days the evaluatee is expected to work.  Although the number of observations will be pro-rated to the number of days the evaluatee is expected to work for the school year, a minimum of one full observation will be conducted.  (Those evaluatees hired 60 or more consecutive days after the start of the school year will be informed as to the number of observations to be conducted and by whom at the evaluation orientation training.)  The only exceptions to this plan would occur if the evaluatee was not able to report to work for an even longer, district-approved, extended period of time, such as that warranted by a medical situation and documented by a physician, or some type of extended military leave.  Any decision relative to this type of situation would be determined after a review of district policy, consultation with the Kentucky Department of Education, and/or the advice of legal counsel.

· For a teacher or other professional on a three-year evaluation cycle, at minimum, the employee will have one full observation by the supervisor.  Since the observations occur over a three-year period of time, every effort will be made to follow the three-year evaluation cycle as described in this plan.  The district’s Director of Personnel will determine the number of observations to be conducted in any one year based on the number of days the evaluatee is expected to work and will inform the evaluator and the evaluatee of the expectation for observations in any one year.  The only exception to this plan would occur if the evaluatee was not able to report to work for an even longer, district-approved, extended period of time, such as that warranted by a medical situation and documented by a physician, or some type of extended military leave.  Any decision relative to this type of situation would be determined after a review of district policy, consultation with the Kentucky Department of Education, and/or the advice of legal counsel.

















(The following charts provide a timeline for all required observations conducted during the 
One-Year Evaluation Cycle and the Three-Year Evaluation Cycle.)

Non-Tenured Teacher or Other Professional Observation Model (One-Year Evaluation Cycle)
(This model will also be used by tenured teachers or other professionals on a one-year evaluation cycle.)

	One-Year Evaluation Cycle – Observation Model

	Observer
	Observation Type
	Observation Time
	Documentation
	Observation & Conference Completion Date

	Supervisor
	Mini
	Minimum 20 Minutes
	Scripting or District Form

Domain 1 & 4 Formative Form
	First Semester

	Supervisor
	Mini
	Minimum 20 Minutes
	Scripting or District Form

Domain 1 & 4 Formative Form
	On or Before April 1

	Supervisor
	Full
	Full Class/Lesson
	Scripting or District Form

Domain 1 & 4 Formative Form
	On or Before April 30


	KTIP teachers will follow the prescribed KTIP process for all required observations.
Data from observations conducted by school personnel will be documented as directed by the Education Professional Standards Board in collaboration with the Kentucky Department of Education.




Tenured Teacher or Other Professional Observation Model (Three-Year Evaluation Cycle)
	Three-Year Evaluation Cycle – Observation Model

	Observer
	Observation Type
	Observation Time
	Documentation
	Observation & Conference Completion Date

	Supervisor
	Mini
	Minimum 20 Minutes
	Scripting or 
District Form

Domain 1 & 4 Formative Form 
	Year 1
On or Before May 15

	Supervisor
	Mini
	Minimum 20 Minutes
	
Scripting or 
District Form

Domain 1 & 4 Formative Form
	Year 2
On or Before May 15

	Supervisor
	Full
	Full Class/Lesson
	
Scripting or 
District Form
Domain 1 & 4 Formative Form
	Year 3
No later than April 30




Observation Conferencing:
The following depicts the pre and post-conferencing requirements for all observations conducted during the teacher or other professional’s evaluation cycle.  
· Supervisors/Evaluators and Pre-Observation Conferences: The district Pre-Observation Conference Form must be completed by the teacher or other professional and submitted to the supervisor at least 24 hours in advance of the full lesson observation.  Forms may be submitted either electronically or physically (hand-written and presented to the supervisor).  Either the evaluatee or the evaluator may request a face-to-face pre-conference conversation.  (See forms on pages 70 and 75.)
· Face-to-face Post-Observation conferences for mini and full observations will be conducted within five (5) working days of all observations.  Data collected by the supervisor will be shared with the observed teacher or other professional at least twenty-four (24) hours prior to the post-observation conference.  (Post-observation conferences are not required for ‘drop-by’ observations conducted by the supervisor.)
· Supervisors/Evaluators and Post-Observation Conferences: The district Post-Observation Conference Form will be used and completed by the supervisor.  The teacher or other professional will have an opportunity to respond in writing to all ratings by the supervisor.  (See forms on pages 72-74 for teachers and 76-81 for other professionals.)
Data collected from observations conducted by the evaluator or supervisor during the evaluation cycle will be sources of evidence included in determining the teacher or other professional’s Summative Rating.  (See page 26 for additional information.)
                                                                    (The following chart provides the same data in a different format.)
	Pre/Post Observation Expectations

	Observation Type
	Pre-Conference Documentation
	Observer
	Pre-Conference Plan
	Post-Conference Plan

	Mini –
Unscheduled
	Nothing to Submit
	Supervisor
	No Pre-conference Conducted
	Face-to-Face: within 5 working days of observation
Data collected by the supervisor, shared with evaluatee or other professional at least twenty-four (24) hours prior to the post-observation conference.

	Formal/Full - Scheduled
	Teacher or Other Professional Submits District Pre-Observation Conference Form
	Supervisor
	District Pre-Conference Form  submitted to supervisor at least 24 hours in advance of observation.
Either the evaluatee or the evaluator may request a face-to-face pre-conference.
	Face-to-Face: within 5 working days of observation
Data collected by the supervisor, shared with the observed teacher or other professional at least twenty-four (24) hours prior to the post-observation conference.

	Drop-by
	Nothing to Submit
	Supervisor
	
Informal Process – The only form used is the district’s ‘Drop-by’ Form.
	The supervisor will provide brief notes to the teacher using the district’s ‘Drop-by’ Form within 5 working days of the observation.  A face-to-face post-observation conference is not required.

	All observations for KTIP Interns will align to the prescribed KTIP process for observations, 
to include all pre and post observation requirements and forms.


Domains 1 and 4 Conferencing:
A district Formative Conference Form for Domains 1 and 4 will be shared electronically with all Teachers and Other Professionals so they may record evidence of the sub domains within Domain 1 and 4.  (See forms on pages 21 and 22.)The evaluator will also collect evidence and record on the Formative Conference Form for Domains 1 and 4.  After discussing Domain 2 and 3 in the post conference, the evaluatee and evaluator will discuss and share evidences of Domains 1 and 4 from their respective forms.  The evaluator will compile the evidences on the Domain 1 and 4 Formative Conference form and both will sign after each conference.  The conferences to discuss Domains 1 and 4 will occur after each of the mini observations and the full observation for non-tenured teachers.  Conferences for tenured teachers will occur after their annual observation. Domains 1 and 4 will be rated on the Summative form based on the evidence collected on the Formative Conference forms.  
(The following chart provides the same data in a different format.)
	Observation Type
	Documentation
	Post-Conference Plan

	
Mini –
Unscheduled
	
Formative Conference Form(s)

	Face-to-Face: at the end of post conference for Domains 2 & 3.
Data collected by the Supervisor and Teacher or Other Professional will be discussed and shared.

	
Mini –
Unscheduled
	
Formative Conference Form(s)

	Face-to-Face: at the end of post conference for Domains 2 & 3.
Data collected by the Supervisor and Teacher or Other Professional will be discussed and shared.

	
Formal/Full - Scheduled
	Formative Conference Form(s)

	Face-to-Face: at the end of post conference for Domains 2 & 3.
Data collected by the Supervisor and Teacher or Other Professional will be discussed and shared on documented on form that Supervisor keeps on file.











Observer Certification:  
All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training prior to conducting observations for the purpose of evaluation.
To ensure consistency of observations, evaluators must also be trained, tested and approved using the district determined platform.  The system allows observers to develop a deep understanding of how the four domains of the Kentucky Framework for Teaching (KYFfT) are applied in observation.  There are three sections of the proficiency system.  
· Framework for Teaching Observer Training
· Framework for Teaching Scoring Practice
· Framework for Teaching Proficiency Assessment
The established cycle for observation certification is as follows:
	Year 1
	Certification

	Year 2
	Calibration

	Year 3
	Calibration

	Year 4
	Recertification



Only supervisors who have passed the proficiency assessment can conduct mini and full observations for the purpose of evaluation.  Evaluators of teachers and other professionals must successfully complete the district determined observer certification no later than 45 days from employment.  In the event that a supervisor has yet to complete the proficiency assessment, or if the supervisor does not pass the assessment, the district will provide the following supports:
· The superintendent will assign a substitute primary evaluator to assist in conducting observations until the evaluator has successfully completed observer certification.
· The substitute evaluator will mentor the non-certified supervisor and provide the support he/she needs to successfully complete the observer certification.
· Observation data provided by a substitute observer is considered a valid source of evidence only if the supervisor is present in the observation.  Therefore, the non-certified supervisor must accompany the certified substitute evaluator to all observations, post conferences, and professional discussions with certified personnel.  Once the non-certified supervisor obtains certification, he/she will assume all duties of the supervisor’s role.
Observer Calibration:
As certified observers may tend to experience “drift” in rating accuracy, the district will complete a calibration process each year where certification is not required (see chart below).  This calibration process will be completed in years two and three after certification.  Calibration ensures ongoing accuracy in scoring teaching practice, an awareness of the potential risk for rater bias, and that observers refresh their knowledge of the training and scoring practice.  All calibration processes must be conducted through the district determined platform
	Observation Certification/Calibration Process

	The district’s Professional Development Coordinator will be responsible for 
securing and providing training opportunities as well as maintaining
 a record of each evaluator’s certification and calibration.

Observer calibration will be met through annual 
administrator professional development opportunities.

	Cycle Year
	Stage
	Responsible Staff
	Resource

	Year 1
	Certification
	Evaluator/Supervisor

District Professional Development Coordinator
	District Determined Platform

	Year 2
	Calibration
	Evaluator/Supervisor

District Professional Development Coordinator
	District Determined Platform

	Year 3
	Calibration
	Evaluator/Supervisor

District Professional Development Coordinator
	District Determined Platform

	Year 4
	Recertification
	Evaluator/Supervisor

District Professional Development Coordinator
	District Determined Platform



Should an evaluator or supervisor’s scoring accuracy during calibration result in Needs Remediation and Monitoring or Needs Practice and Support category, the district’s Professional Development Coordinator will prescribe additional support and training for the evaluator based on the results of the evaluator’s calibration data.  Additional support and training could range from mentoring provided by a certified evaluator who has consistently demonstrated scoring accuracy (to include observations of the successfully practicing mentor during an observation and scoring process) to additional training in specific modules and participation in scoring practice. 






Student Voice
The Student Voice Survey is a confidential survey collecting student feedback on specific aspects of the classroom experience and teaching practice.
· All teachers and other professionals will participate in the district determined Student Voice Survey annually.  
· Student selection for participation must be consistent across the district.
· The results of the Student Voice Survey will be used as a source of evidence for Professional Practice, and may be used for Self-Reflection and the Professional Growth Plan.
· Formative data from the Student Voice Survey will be used to inform Professional Practice in a summative year.
· All teachers, other professionals and appropriate administrative staff will read, understand, and sign the district’s Student Voice Ethics Statement.
· The Student Voice Survey will be administered between the hours of 7:00 AM and 5:00 PM local time.
· The survey will be administered in the school.
· Survey data will be considered only when five or more students are respondents.
· The district’s Director of Personnel or the Superintendent/Designee will be the Student Voice Survey Point-of-Contact (POC).  However, each school will also appoint a Building Student Voice Survey Point of Contact (POC).  If no contact is appointed at the school level, the principal or supervisor will be the Building POC.  Building principals will determine their school’s POC for the Student Voice Survey by September 30 of the school year and will share this information with the district POC.
· The district will select a window in the fall semester for implementation at all schools.  All classes for a teacher will be surveyed. The district will allow schools to administer the Student Voice Survey on any day within the selected window that works best for the school.  The district POC for the Student Voice Survey will assist principals as needed to plan for the administration of the survey to their students.
· Building POC’s will inform the district’s POC of the school plans to implement the survey prior to the survey’s administration.  
· Students participating in the survey must have been scheduled with the teacher or other professional for no less than fifteen (15) instructional days and have been in class with the teacher or other professional within the last 15 calendar days before the window opens.
· Students may have the same accommodations afforded to them on the Student Voice Survey as they would have during state assessments (i.e. reader, prompting, paraphrasing, extended time, etc.).  Accommodations will be provided for students as documented by their IEP/504 Plan.  The student accommodations will be provided by someone other than the teacher or other professional about whom the student is answering the survey.
· The teacher or other professional for whom the survey is being completed shall not be present while students are completing the Student Voice Survey.  
· Proctor(s) to administer the Student Voice Survey to students shall be assigned by the building POC/ principal or supervisor, and they must be employees of the district.
· Teachers or other professionals with a “n” size of less than 5 may not receive results from the administration of the Student Voice Survey.  
· Any differences in the administration of the Student Voice Survey for other professionals or teachers in alternative school settings will be determined annually based on guidance from the district.



Products of Practice/Other Sources of Evidence
Teachers and other professionals may provide additional evidences to support assessment of their own professional practice.  These evidences should yield information related to the teacher or other professional’s practice within the domains.
Evidences could include the following:
· Observations conducted by certified supervisors
· Results from Student Voice Surveys
· Self-Reflection(s) and Professional Growth Plan(s)
· Curriculum units
· Lesson plans
· Communication logs
· Lesson reflections, including reflections on drop-bys
· Teacher reflections and/or self-reflections
· Records from Professional Learning Community (PLC) activities
· Results of collaborative or team activities
· Results of parent involvement activities
· Records of student and/or teacher attendance
· Data from parent/teacher conferences
· Engagement in professional activities or organizations
· Student data records
· Student work
· Analysis of student work samples
· Formative student data
· Student formative and/or summative assessment data
· Teacher feedback to students
· Teacher interviews
· Teacher contributions to committees and/or teams
· Action research
· University coursework
· Trainings completed outside of school that relate to job duties
· Other sources agreed upon by the evaluatee and evaluator

Determining the Summative Rating
Supervisors are responsible for determining a Summative Rating for each teacher or other professional at the conclusion of the summative evaluation year.  The Summative Rating is informed by the educator’s ratings on the four domains of the Kentucky Teacher Framework for Teaching or Specialist Framework along with professional judgment informed by evidences that demonstrate the educator’s performance against the domains and decision rules that establish a common understanding of performance thresholds to which all educators are held.

[bookmark: Rubric]The Kentucky Framework for Teaching stands as the critical rubric for providing educators and evaluators with concrete descriptions of practice associated with specific domains.  Each element describes a discrete behavior or related set of behaviors that educators and evaluators can prioritize for evidence-gathering, feedback, and eventually, evaluation.  Supervisors organize and analyze evidence for each individual educator based on these concrete descriptions of practice to assign a rating for the Kentucky Performance Measures: Planning, Environment, Instruction and Professionalism.

 (
REQUIRED
Observation
Student Voice
Professional Growth Plans and Self Reflection
OPTIONAL
Other Sources of Evidence: defined on 
pages 12
 & 25
 of this evaluation plan
                    SUMMATIVE RATING
PERFORMANCE MEASURE
 RATINGS
Planning
: [I,D,A,E]
SOURCES OF EVIDENCE TO INFORM 
PERFORMANCE MEASURE
PROFESSIONAL JUDGMENT
Environment
: [I,D,A,E]
Instruction
: [I,D,A,E]
Professionalism
: [I,D,A,E]
)


Supervisors and educators 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 Domain at the culmination of an educator’s cycle.

Principals/designees/supervisors will analyze the evidence collected during the evaluation cycle and enter a summative rating for each domain based on their professional judgment of the evidence collected during the evaluation cycle.  Evaluators will record all ratings on district-approved forms (see pages 82-87).  The following sources of evidence are considered in determining the summative rating for each Performance Measure:
· Supervisor’s Observation Data
· Student Voice
· Professional Growth Plans and Self Reflections
· Other Sources of Evidence (as defined on pages 12 and 25 of this evaluation plan)
One of the following ratings will be assigned to each Performance Measure: Ineffective, Developing, Accomplished, or Exemplary.  
An educator’s Summative Rating will be determined through the application of the Decision Rules that follow.  (See chart below.)

DECISION RULES FOR DETERMINING A TEACHER or OTHER PROFESSIONAL’S
SUMMATIVE RATING

	IF…
	THEN…

	Environment and Instruction are rated
INEFFECTIVE
	The Summative Rating shall be
INEFFECTIVE

	Environment or  Instruction are rated
INEFFECTIVE
	The Summative Rating shall be
DEVELOPING or INEFFECTIVE

	Planning or Professionalism are rated
INEFFECTIVE
	The Summative Rating shall NOT be
EXEMPLARY

	Two Performance Measures are rated DEVELOPING, and
Two Performance Measures are rated ACCOMPLISHED
	The Summative Rating shall be
ACCOMPLISHED

	Two Performance Measures are rated DEVELOPING, and
Two Performance Measures  are rated 
EXEMPLARY
	The Summative Rating shall be
ACCOMPLISHED

	Two Performance Measures are rated ACCOMPLISHED, and
Two Performance Measures are rated 
EXEMPLARY
	The Summative Rating shall be
EXEMPLARY

	If data from an educator’s professional practice doesn’t fall specifically within this framework, a decision will be determined through the professional judgment of the evaluator.



The summative evaluation conference shall be held at the end of the summative evaluation cycle and shall include all applicable data collected during the evaluation cycle and shall include documentation as to the evaluatee’s Summative Rating.  The district’s summative evaluation form will be completed by the supervisor and signed by both the teacher or other professional and the supervisor.  A copy of the summative evaluation form will be provided to the teacher or other professional and to the district’s Director of Personnel for placement in the evaluatee’s personnel file.  (Copy of the district-approved form is on pages 82-87 of this plan.)  
The employee shall have an opportunity to give a written response to the evaluator and such response shall be filed with the evaluation.
Employees shall be required to sign all forms ensuring the evaluation process has been discussed and a copy of the evaluation provided to the evaluatee.
[bookmark: ProgGroSumCycle]Summative evaluations will be completed no later than April 30 for all teachers or other professionals in a summative year cycle.  
Professional Growth Plan and Summative Cycle
Based on the educator’s Summative Rating and contract status for the following year, the evaluator/supervisor determines the type of Professional Growth Plan and length of evaluation cycle for the next school year.
Non-Tenured Teachers and Other Professionals: All non-tenured teachers and other professionals will have a one-year evaluation cycle and professional growth plan.  
Tenured Teachers and Other Professionals: Based on the Summative Rating, primary evaluators will determine the type of Professional Growth Plan and the length of the evaluation cycle the teacher or other professional will have for the next evaluation cycle.
 (
Professional Growth Plan
Professional Growth Plan and Length of Next Evaluation Cycle
(
This will be applicable only if the teacher
’s
 contract is renewed.)
Length of Evaluation Cycle/Type of Professional Growth Plan
Description of Professional Growth Plan
Non-Tenured Teacher
One-year evaluation cycle and professional growth plan.
Three-Year Cycle/Self-Directed Growth Plan
Goals set by educator with evaluator input; plan activities are teacher directed and implemented with colleagues; formative review annually.
  
One-Year Cycle/Directed Growth Plan
Goal
s
 determined by evaluator; goals focus on low performance or outcomes; plan activities designed by evaluator with educator input; formative review at mid-point of year; summative at end of plan.
Up to 12-Month Improvement Plan
Goal
s
 determined by evaluator; focus on low performance area(s); summative at end of plan
.
)










Certified Evaluation Plan
Principal and Assistant Principal
[bookmark: Section2][bookmark: Ar2Section2][bookmark: PrincPGESOverview]The Kentucky Performance Measures: Planning, Environment, Instruction and Professionalism as determined by: The Principal Performance Standards
Principal Performance Standards:				
Standard 1: Instructional Leadership		Standard 4: Organizational Management
Standard 2: School Climate			Standard 5: Communications and Community Relations
Standard 3: Human Resources Management	Standard 6: Professionalism

Principals and assistant principals will be evaluated annually.  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 a principal or assistant principal.  The role of evidence and professional judgment in the determination of ratings on standards and an overall rating is paramount in this process.  However, professional judgment must be grounded in the common framework identified: The Principal Performance Standards.  (See pages 89-94)  A rating for each Performance Measure: Planning, Environment, Instruction, and Professionalism will be given based on the ratings for the corresponding Principal Standards.  The ratings will be Ineffective, Developing, Accomplished or Exemplary.
Overview and Summative Model 
The following graphic outlines the summative model for the Principal Evaluation System:  
[image: ]



[bookmark: ArPrinPerStandards][bookmark: PrinPerfStand]Principal Performance Standards
The Principal Performance Standards are designed to support student achievement and professional best-practice through the standards of Instructional Leadership; School Climate; Human Resource Management; Organizational Management; Communication & Community Relations; and Professionalism. Included in the Performance Standards are Performance Indicators that provide examples of observable, tangible behaviors that provide evidence of each standard. The Performance Standards provide the structure for feedback for continuous improvement through individual goals that target professional growth, thus supporting overall student achievement and school improvement. Evidence supporting a principal or assistant principal’s professional practice will be situated within one or more of the 6 standards. Performance will be rated for each standard according to the four performance levels: Ineffective, Developing, Accomplished, and Exemplary.  While it is projected that most principals and assistant principals will maintain an accomplished rating, it is also projected that they will occasionally have exemplary performance on standards at any given time. The summative rating will be a holistic representation of performance, combining data from multiple sources of evidence across each standard. An overall performance measure rating will be given for Planning, Environment, Instruction and Professionalism based on the ratings for the Principal Performance Standards. (See pages 89-94
The use of professional judgment based on multiple sources of evidence promotes a more holistic and comprehensive analysis of practice, rather than over-reliance on one individual data point or rote calculation of practice based on predetermined formulas.  Evaluators will also take into account how principals or assistant principals respond to or apply additional supports and resources designed to promote student learning, as well as their own professional growth and development.  Finally, professional judgment gives evaluators the flexibility to account for a wide variety of factors related to individual principal or assistant principal performance. These factors may include school-specific priorities that may drive practice in one standard, an educator’s number of goals, experience level and/or leadership opportunities.  Contextual variables may also impact the learning environment, such as unanticipated outside events or traumas.
Evaluators must use the following categories of evidence in determining summative ratings: 
· Required Sources of Evidence 
· Professional Growth Planning and Self-Reflection
· Site-Visits
· TELL Survey Data

Evaluators may also use the following categories of evidence in determining overall ratings:
· Other Measures of Student Learning
· Products of Practice (See page 33.)
· Other Sources of Evidence (See page 33.)


[bookmark: PrinProfPract]
Professional Practice
The following sections provide a detailed overview of the various sources of evidence used to inform Professional Practice Ratings.
[bookmark: PrinProfGroSR]Professional Growth Planning and Self-Reflection – Completed by Principals and Assistant Principals
The Professional Growth Plan will address realistic, focused, and measurable professional goals.  The plan will connect data from multiple sources including site-visit conferences, TELL survey, and professional growth needs identified through self-assessment and reflection. Self-reflection improves principal practice through ongoing, careful consideration of the impact of leadership practice on student growth and achievement. 
· All principals and assistant principals will participate in self-reflection and professional growth planning each year.
· Principals and assistant principals will use the district approved form on pages 106-109 of this evaluation plan to prepare their Self Reflection and Professional Growth Plan.
· Evaluators of principals and assistant principals will begin conversations regarding the evaluatee’s progress toward completion of the self reflection and PGP with the evaluatee no later than September 30 (unless the evaluatee was hired after the school year began; in this case, an altered timeline would be used with the evaluatee – see form on page 124).
· Principals and assistant principals will submit their self reflection and PGP to their evaluator no later than October 31 (unless the evaluatee was hired after the opening of school and is on an altered timeline, agreed upon in consensus with the evaluator).  
· Self Reflection and Professional Growth Plans (PGPs) for principals will be approved by the superintendent/designee no later than November 15, and Self Reflection and PGPs for assistant principals will be approved by the principal no later than November 15. 
· Those principals and assistant principals hired after the opening of the school year will have additional time, if needed, to prepare these pieces of the evaluation plan.  The evaluator of the administrator will confer with the evaluatee and come to consensus on a reasonable timeline for the completion of these items.  This conference will occur during the evaluation orientation, conducted within the first 30 calendar days of reporting for employment.  The evaluator will document the determined timeline, and both the evaluator and evaluatee will sign the document, noting agreement with its terms.  If the evaluatee is hired after January 1 of the school year, the evaluator will use professional judgment with regard to expectations for completion of the PGP.  The evaluation process must conclude no later than May 10, as is required for other principals and assistant principals. (See form on page 124.)

· [bookmark: PrinsSite]If assistant principals have a change in evaluators during the course of the school year, the new evaluator will honor the elements of the evaluation plan approved by the prior supervisor.  .  If the assistant principal would like to revise his/her PGP, he/she may request to develop an entirely new PGP.  The new PGP would be created and documented on the district approved form.  This would require both parties to reach consensus on the new PGP, sign it, and date it.  The new evaluator would keep a copy of both PGPs on file, although only the new one would be used for summative evaluation purposes.
Site-Visits – Completed by Supervisor of Principals
Site visits are a method by which the superintendent may gain insight into the principal’s practice in relation to the standards.  During a site visit, the superintendent will discuss various aspects of the job with the principal, and will use the principal’s responses to determine issues to further explore with the faculty and staff.  Additionally, the principal may explain the successes and trials the school community has experienced in relation to school improvement.  
· Site visits will be conducted at least twice each year.  (Formal site-visits are not required for the assistant principal.)
· The superintendent/designee may choose whether the site visit will be scheduled or unscheduled.
· The Superintendent/designee will conduct at least one site-visit in the fall semester and at least one site visit in the spring semester by April 15.  
· For evaluatees hired after the opening of the school year, any modifications to this timeline or expectations will be documented on the district form completed by the evaluator and reached in consensus with the evaluatee.  However, two site visits will still be required for the evaluation cycle. (See form on page 115.)

The superintendent/designee will conduct a site visit post-conference within ten (10) working days of each site visit.  Data collected from the site-visit and shared with the principal will be documented on the district approved form and aligned to the Principal Performance Standards.  The data collected will be used as a source of evidence to inform ratings of the principal’s professional practice.  During the site visit post-conference, the superintendent/designee will address the following with the principal.  (See form on pages 110-117.)

· Data collected from the site visit
· Discussion of each principal performance standard and whether any other documentation or supporting evidence is needed
· Principal’s progress toward Professional Growth Goal
· Results of TELL Survey (administered every other year)
· Questions/Concerns/Comments

[bookmark: PrinProdPracEvid]Products of Practice/Other Sources of Evidence
Principals/Assistant principals may provide additional evidences to support assessment of their own professional practice.  These evidences should yield information related to the principal’s/assistant principal’s practice within the standards.  Examples of artifacts may include but are not limited to the following:

· A Collection of Instructional Leadership Work Samples
· SBDM Meeting Agendas and Minutes
· Faculty Meeting Artifacts
· Department/Grade-Level Artifacts
· PLC Artifacts
· Leadership Meeting Artifacts
· Instructional Round/Walk-Through Documentation
· Budgets/Audit Information
· EILA/Professional Learning Experience Documentation
· Surveys (to include data from the TELL Survey)
· Professional Organizations Memberships and Leadership Roles
· Parent/Community Engagement Surveys
· Parent/Community Engagement Events Documentation
· School Schedules, to Include Master Schedule and Calendars
· Other Evidence Related to Practice Within the Standards

Mid-Year Review Conference – for Assistant Principals only (conducted by the Principal)

A mid-year conference conducted by the principal with the assistant principal shall occur before January 31 that includes a discussion of the following items: (See form on page 109.)(Any modifications to this timeline or expectations for late hires will be documented on the district form completed by the evaluator and reached in consensus with the evaluatee. See form on page 115.)
· Discussion of each principal performance standard and whether any other documentation or supporting evidence is needed
· Assistant Principal’s progress toward Professional Growth Goal
· [bookmark: PrinDetermOverall]Questions/Concerns/Comments





Determining the Summative Rating
Superintendents/designees are responsible for determining a Summative Rating for each principal at the conclusion of the summative evaluation year.  Principals are responsible for determining the Summative Rating for assistant principals.  The Summative Rating is informed by the principal and/or assistant principal’s ratings on professional practice.
A principal’s or assistant principal’s Summative Rating is determined by the evaluator based on the principal’s or assistant principal’s ratings on each standard, as well as a review of the professional growth plans, self-reflection, data collected during site-visits, and results from the administration of the TELL Survey.  Evaluators will use professional judgment to determine a rating for each principal standard.  Evaluators will also review all data to determine the rating for the Performance Measures: Planning, Environment, Instruction and Professionalism using the ratings: Ineffective, Developing, Accomplished, or Exemplary.  The Summative Rating will be recorded on district approved forms no later than May 10.


 (
I = Ineffective
D = Developing
A = Accomplished
E = Exemplary
)Principal and Assistant Principal Standards				    Ratings Available
Standard 1: Instructional Leadership
Standard 2: School Climate
Standard 3: Human Resource Management
Standard 4: Organizational Management
Standard 5: Communications and Community Relations
Standard 6: Professionalism

Performance Measures:
Planning-Standard 3 and Standard 4
Environment- Standard 2 and Standard 5
Instruction-Standard 1
Professionalism-Standard 6

 (See pages 89-94 for a full description of the Principal and Assistant Standards, along with descriptors for each one.)
The evaluator will use the following decision rules to determine the Summative Rating for the principal/assistant principal:

	DECISION RULES FOR DETERMINING A PRINCIPAL or
ASSISTANT PRINCIPAL’S SUMMATIVE RATING

	IF…
	THEN…

	Principal or Assistant Principal is rated Exemplary in at least four of the standards and no standard is rated Developing or Ineffective
	Summative Rating shall be Exemplary

	Principal or Assistant Principal is rated Accomplished in at least four standards and no standard is rated Ineffective
	Summative Rating shall be Accomplished

	Principal or Assistant Principal is rated Developing in at least five standards
	Summative Rating shall be Developing

	Principal or Assistant Principal is rated Ineffective in two or more standards
	Summative Rating shall be Ineffective

	If data from a principal or assistant principal’s professional practice doesn’t fall specifically within this framework, a decision will be determined through the professional judgment of the evaluator.






[bookmark: PrinProfGroPlnSumCycle]
Summative Evaluation
The summative evaluation conference shall be held at the end of the summative evaluation cycle and shall include all applicable data and documentation collected during the evaluation cycle.  The principal or assistant principal’s summative evaluation form will be completed by the supervisor and signed by both the evaluatee and the supervisor.  A copy of the summative evaluation form will be provided to the evaluatee and to the district’s Director of Personnel for placement in the evaluatee’s personnel file.  (See copies of the forms on pages 110-113.)  
The principal/assistant principal shall have an opportunity to give a written response to the evaluator and such response shall be filed with the evaluation.
Employees shall be required to sign all forms ensuring the evaluation process has been discussed and a copy of the evaluation provided to the evaluatee.
Summative evaluations for principals and assistant principals will be completed no later than May 10.

Professional Growth Plan and Summative Cycle
	

	Professional Growth Plan
(This will be applicable only if the principal or assistant principal remains in the same role for the following year.)

	Overall Performance Category
	Description of Professional Growth Plan

	
	Ineffective
	Shall have a minimum of a PGP developed by the Evaluator.

	
	Developing
	Shall have a minimum of a PGP developed by the Evaluator.

	
	Accomplished
	Shall have a minimum of a PGP developed by the Evaluatee.

	
	Exemplary
	Shall have a minimum of a PGP developed by the Evaluatee.


Evaluators will determine the type of Professional Growth Plan required of the principal or assistant principal for the following school year using the chart below.










Principal Cycle











CERTIFIED EVALUATION PLAN
District Certified Personnel
(Administrator and Non-Administrator)

Certified personnel who oversee district-wide programs and/or supervise personnel and whose work indirectly impacts students will follow this portion of the district’s Certified Evaluation Plan.  

The following district-level positions will follow this section of the district’s evaluation plan:

Certified Administrators:
· Assistant Superintendent for Student Learning
· Assistant Superintendent for Student Services and Support
· Director of Special Services
· Director of Personnel
· Any new positions created by the Board of Education that qualify for this category of personnel.  (No new standards or forms would need to be created or approved.)

Certified Non-Administrators:
· District Behavior Consultant
· Workforce Readiness Coordinator/Counselor
· Professional Development Facilitator
· School Psychologist
· Gifted and Talented Education Coordinator
· Any new positions created by the Board of Education that qualify for this category of personnel.  (Standards and forms would need to be created by the district’s CEP committee and approved by the Board of Education.)

All district certified administrators are evaluated annually.  However, the district certified personnel in non-administrative roles are on the same evaluation cycle as certified teachers and other professionals: evaluated annually until the individual attains continuing contract status, at which time the evaluatee transitions to a three-year evaluation cycle.

The evaluation plan will be discussed with each district certified personnel during the evaluation orientation, which is conducted within the first 30 calendar days of reporting for employment.  The following elements will be required, although the timeline for each element may be modified if the employee was hired after the opening of the school year: Self-Reflection, Professional Growth Plan, and a minimum of one Observation/Site Visit.  The evaluation process must conclude no later than April 30 for district certified personnel in non-administrative roles and by May 10 for those in administrative roles.
District Certified Personnel Performance Standards and Sources of Evidence
The Performance Standards for each of the district certified positions are located in the appendix of the evaluation plan.  District certified administrators share one set of performance standards, those recommended for district superintendents.  The superintendent or his/her designee will determine, in collaboration with the district certified administrator, which standards are most relevant for the administrator in light of his/her role within the district.  Some standards may not apply to all district certified administrators.  District certified personnel in non-administrative roles have a unique set of performance standards specifically aligned to their job description and role in the district.
Indicators of evidence for each performance standard are noted with the performance standards for the position the evaluatee holds within the district.  Evaluators will rate the employee’s professional performance on each of the performance standards as they relate to the performance measures: Planning, Environment, Instruction and Professionalism.  The summative rating will be a holistic representation of the employee’s performance for the evaluation cycle.  (See the Performance Standards for each of the district certified positions, located on pages 116-129.)
Evaluators will use the following categories of evidence in determining summative evaluation ratings: 
· Self-Reflection
· Professional Growth Plan
· Observations/Site Visits
· Collected work samples appropriate to each position in addition to evaluator notes, memos and letters.

Self-Reflection and Professional Growth Plan
All district certified educators will participate in Self-Reflection and Professional Growth Planning each year.  Self-Reflection is a process by which educators assess the effectiveness of their planning, implementation, content knowledge, beliefs, and dispositions for the purpose of self-improvement.  When educators collect evidence, align it to their standards, then use that evidence and data to study what worked, what did not work, and what types of changes might lead to success, the likelihood of knowing how to improve increases dramatically.  Evidence suggests that self-reflection is a critical component of the evaluation process (Airason & Gullickson, 2006; Tucker, Stronge, and Gaareis, 2002).

The goal of self-reflection is to improve practices through ongoing thinking on how the district certified personnel’s professional practices impact teaching and learning.  District certified personnel will use the identified performance standards for the position they hold within the district to conduct the self-reflection.  Using the results of the self-reflection, the district certified educator will determine and identify at least one area of growth and create a professional growth goal that is used to develop a Professional Growth Plan (PGP).  

The PGP should either develop or enhance the educator’s professional practices and leadership skills.  It should also facilitate the translation of growth needs identified through self-reflection as well as other processes into practical activities and experiences.  The PGP should address realistic, focused, and measurable professional goals.

The district certified educator will meet with his/her primary evaluator to develop and receive feedback on the PGP.  Following consensus on the PGP and its approval by the evaluator, the PGP will be reviewed with the evaluatee as follows:
· during the site-visit/observation post-conference (for all district certified educators)
· at the end-of-the year conference (for all non-administrative district certified personnel in a non-summative year in the evaluation cycle)
· at the summative conference (conducted annually for all district certified administrators and as scheduled for non-administrative district certified personnel)
· at the request of the evaluatee or evaluator any other time during the course of the evaluation year.

Non-Administrative District Certified Personnel (Self-Reflection and PGP)

For those district certified personnel in non-administrative roles who are returning to work in the following school year, the Self-Reflection and Professional Growth Planning process is initiated in April/May.  A draft of the Self-Reflection and Professional Growth Plan is completed and submitted to the evaluator using the district form (see pages 149-163 in the Appendix) no later than May 15.  The evaluator returns the form to the district certified educator within the first week of the new school year.  The Self-Reflection and Professional Growth Plan are then revised, if applicable, and re-submitted to the evaluator within 15 working days of Opening Day.  The evaluator has until August 31 to review the document, collaborate with the district educator, and reach approval on the evaluatee’s Self-Reflection and Professional Growth Plan.
New non-administrative district certified personnel, hired prior to the opening of the school year, will complete and submit their draft Self-Reflections and Professional Growth Plans using the district form (see pages 149-163 in the Appendix) within 15 working days of Opening Day.  The evaluator will review the document, confer and collaborate with the evaluatee regarding his/her Self-Reflection and Professional Growth Plan within ten working days of receiving the form or August 31 (whichever comes later), and reach approval on the evaluatee’s Self Reflection and Professional Growth Plan within that time.
Those non-administrative district certified personnel hired after the beginning of the school year will complete and submit their draft Self-Reflections and Professional Growth Plans using the district form (see pages 149-163) within 15 days of employment.  The evaluator will review the document, confer and collaborate with the evaluatee regarding his/her Self-Reflection and Professional Growth Plan within ten working days of receiving the form or August 31 (whichever comes later), and reach approval on the evaluatee’s Self-Reflection and Professional Growth Plan within that time.
A final review of the Professional Growth Plan with the non-administrative district certified educator will be conducted by the evaluator on or before April 30 with those evaluatees who are in a summative evaluation year, and on or before May 15 with those evaluatees who are not in a summative evaluation year.  (A chart summarizing the process is located below.)
	Self-Reflection and Professional Growth Plan (PGP) Timeline
Non-Administrative District Certified Personnel

	Activity
	Staff Responsible
	Completion Date

	Complete Draft of Self-Reflection and Professional Growth Plan
	Non-Administrative District Certified Educator
	District Form to be Completed and Submitted to Evaluator

By May 15 of previous school year for those evaluatees who are returning to work in the district the next school year

Within 15 working days of Opening Day for evaluatees hired prior to the opening of school

Within 15 working days of employment for those evaluatees hired after the beginning of the school year

	Develop Self Reflection and Professional Growth Plan (PGP)

	Non-Administrative District Certified Educator
	District Form is Re-submitted to Supervisor

Within 15 working days of Opening Day for those evaluatees returning to work from the previous year

(This does not apply to those hired prior to the opening of school or hired after the beginning of the school year.  This step in the process is done through the initial draft that’s submitted to the evaluator.)

	Review Evaluatee’s PGP, Collaborate with Evaluatee, and Reach Approval on the PGP
	Supervisor
	The PGP must be approved by August 31 for those evaluatees returning to work from previous year

[For those employees hired prior to the opening of school or after the beginning of the school year, follow directions in the CEP.]

	Final Review of PGP with Non-Administrative District Certified Educator in a Summative Evaluation Year
	Supervisor and Non-Administrative District Certified Educator
	On or Before April 30

	Final Review of PGP with Non-Administrative District Certified Educator Not in a Summative Evaluation Year
	Supervisor and Non-Administrative District Certified Educator
	On or Before May 15




District Administrators (Self-Reflection and PGP)
District administrators will use the district approved form on pages 200-201 of this evaluation plan to prepare their Self-Reflection and Professional Growth Plan.  Evaluators of these district employees will begin conversations regarding the evaluatee’s progress toward completion of the self-reflection and PGP with the evaluatee no later than September 30 (unless the evaluatee was hired after the school year began; in this case, an altered timeline would be used with the evaluatee – see form on page 219).
District administrators will submit their self-reflection and PGP to their evaluator no later than October 31 (unless the evaluatee was hired after the opening of school and is on an altered timeline, agreed upon in consensus with the evaluator).  Self-Reflections and Professional Growth Plans (PGPs) for district administrators will be approved by the superintendent/designee no later than November 15.   
Those district administrators hired after the opening of the school year will have additional time, if needed, to prepare these elements of the evaluation plan.  The evaluator of the district administrator will confer with the evaluatee and come to consensus on a reasonable timeline for the completion of these items.  This conference will occur during the evaluation orientation, conducted within the first 30 calendar days of reporting for employment.  The evaluator will document the determined timeline, and both the evaluator and evaluatee will sign the document, noting agreement with its terms.  If the evaluatee is hired after January 1 of the school year, the evaluator will use professional judgment with regard to expectations for completion of the PGP.  The evaluation process must conclude no later than May 10, as is required for other district administrators.  (See form on page 219.)

Observation/Site Visit
The observation/site visit process is one source of evidence that provides documentation and feedback to measure the effective practices of the district certified employee using the identified standards for the educator’s specific role.  The underlying rationale of an observation/site visit is to encourage continuous professional growth through critical reflection.  Observation/site visits will be conducted once each year for each district certified educator.  However, an evaluator may choose to conduct more than one observation/site visit of an evaluatee if so desired.  (Non-tenured, non-administrative district certified employees should have at least two observation/site-visits.)
The observation process is designed to create conversation between the employee and the evaluator around the practices and responsibilities as they relate to the district certified educator’s role, the identified standards for the educator, and the professional practices needed to meet his/her responsibilities in the district.
The evaluator may visit the district certified educator when they are working with teachers, during ‘office’ or ‘planning’ hours, leading meetings, or conducting any other type of work/duty on behalf of the district.  The evaluator will use the district approved forms (pages 164-199 for non-administrative district certified personnel and pages 202-211 for district administrators) to record documentation from the observation/site visit.  
Pre-observation/site visit conferences are not required.  The evaluator may choose whether the observation/site visit will be scheduled or unscheduled.  However, it is recommended that the evaluator coordinate a time and date for the observation/site visit in advance of its occurrence with the evaluatee.
A post-observation/site visit conference will be conducted within five (5) working days of the observation/site visit for non-administrative district certified educators and within ten (10) working days of the observation/site visit for district administrators.  Data collected from the observation/site visit will be shared with the district certified educator and documented on the district approved form.  
In addition, a review of the educator’s progress toward the Professional Growth Plan (PGP) will be conducted at the post-observation/site visit conference.  Following the post-observation/site visit conference, the evaluatee and evaluator will sign the district approved form to document that the observation/site visit and post-observation/site visit conference were conducted.  The evaluatee will receive a copy of the completed observation/site visit form.

Products of Practice/Other Sources of Evidence
District certified personnel 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 standards.  Examples of artifacts may include but are not limited to the following:

· A Collection of Instructional Leadership Work Samples
· Committee Meeting Artifacts
· Leadership Meeting Artifacts
· EILA/Professional Learning Experience Documentation
· Surveys
· Professional Organizations Memberships and Leadership Roles
· Parent/Community Engagement Surveys
· Parent/Community Engagement Events Documentation
· Schedules and Calendars
· Other Evidence Related to Practice Within the Standards

Determining the Summative Rating
During the summative evaluation conference, the evaluator and evaluatee will discuss the evaluatee’s performance against the standards and indicators for the evaluatee’s position within the district.  (See summative evaluation forms on pages 212-216 for non-administrative district certified personnel and pages 217-218 for district administrators).  Reviewing evidences from self-reflection, the professional growth plan, observations/site visits, and any other data collected throughout the formative phase of the evaluation cycle, the evaluator will rate professional practice on each performance measure for the district certified educator.  Based on the evaluator’s professional judgment and all evidences collected over the evaluation cycle, the evaluator will provide the employee with a summative rating, selecting the rating from one of the following choices: Ineffective, Developing, Accomplished, or Exemplary.

The summative evaluation form will be signed by both the evaluatee and the supervisor, and a copy of the completed summative evaluation form will be provided to the evaluatee and to the district’s Director of Personnel for inclusion in the evaluatee’s personnel file.  

District certified personnel will have an opportunity to give a written response to the evaluator and such response will be filed with the evaluation.  District certified personnel will be required to sign all forms ensuring the evaluation process has been discussed and a copy of the evaluation provided to the evaluatee.  

The evaluation process must conclude no later than April 30 for district certified personnel in non-administrative roles and by May 10 for those in administrative roles.  


New Positions Created after July 1, 2018
Should the district have a need to create new district certified positions after July 1, 2018, the following process will be followed to ensure that an evaluation plan is implemented for the employee.

· The Board of Education will approve the newly created position, to include a job description for the position.
· The district’s Certified Evaluation Plan Committee will develop a plan for the inclusion of this position’s evaluation to the current Certified Evaluation Plan (CEP) and will submit the plan to the Board of Education for approval.  The plan will include the following:  performance standards for the position and all forms for the evaluation of the person holding the position that are comparable to those of the employee’s peers.
· Following the Board of Education’s approval of the additions to the Certified Evaluation Plan, a revised copy of the CEP will be submitted to the Kentucky Department of Education for approval.  












[bookmark: _Hlk511242359]Sources of Evidence/Standards for District Certified Non-Administrators
Standards Alignment with Performance Measures
	
	School Psychologist
	Workforce/Readiness Coordinator/Counselor
	Behavior Consultant
	Gifted & Talented Education Coordinator
	Professional Development Facilitator

	Planning
	(3)Manages the District Psycho-educational Assessment Program
	(5)Engages in Professional Development
	(4)Collaborates with Colleagues, Parents, and Others
	(4)Engages in Professional Development
	(3)Accesses and Uses Research to Improve
(4)Promotes Professional Learning for Continuous Improvement

	Environment
	(4)Demonstrates Effective Interpersonal and Communication /skills with Peers, Parents, Others
(5)Collaborates with Colleagues, Parents, and Others
	(3)Counsels Students and Communicates Analysis of Students’ Learning Plans
(4)Collaborates with Colleagues, Parents, and Others
	(3)Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, Others
	(3)Collaborates with Colleagues, Parents, and Others
	(7)Improves Outreach and Collaboration with Families and Community
(2)Fosters a Collaborative Culture to Support Educator Development and Student Learning

	Instruction
	(2)Demonstrates Knowledge of Job Area

	(2)Designs, Plans, Implements, and Monitors the Workforce Readiness Program
	(2)Demonstrates Knowledge of Job Area
	(2)Leads, Manages, and Monitors the Gifted and Talented Education Program
	(5)Facilitates Improvements in Instruction and Student Learning
(6)Promotes the Use of Assessments and Data for School and District Improvement

	Professionalism
	(1)Demonstrates Professional Leadership
	(1)Demonstrates Professional Leadership
	(1)Demonstrates Professional Leadership
	(1)Demonstrates Professional Leadership
	(1)Demonstrates Professional Leadership
(8)Advocates for Student Leaning and the Profession

	Professional Growth
	Professional Growth Planning and Self Reflection (using above standard for each District Certified Position)

	Self-Reflection
	

	Site Visits
	Observations and District Identified Evidence (conferences)




Sources of Evidence/Standards for District Certified Administrators
Standards Alignment with Performance Measures
	
	Planning
	Environment
	Instruction
	Professionalism

	Standards
	Standard 4: Human Resource Leadership
Standard 5: Managerial Leadership
	Standard 1:Strategic Leadership
Standard 6:External Development Leadership
Standard 3:Cultural Leadership
	Standard 2: Instructional Leadership
Standard 7: Micropolitical Leadership
	Standard 8: Dispositions-Human Elements

	Professional Growth
	Professional Growth Planning and Self Reflection (using above standard for each District Certified Position that is relevant to the position)

	Self-Reflection
	

	Site Visits
	Observations and District Identified Evidence (conferences)







INDIVIDUAL CORRECTIVE ACTION PLAN (ICAP) PROCESS
           Individual Corrective Action Plan (ICAP)
At the point that a certified employee’s actions or lack of action(s) cause the need for an immediate change in practice or behavior, the Individual Corrective Action Plan must be utilized to document both the problem and assistance to the evaluatee to accomplish correction of the problem, if possible.  This procedure is to be followed at whatever date the decision of non-compliance is made.  The evaluator does not have to wait for a summative evaluation conference to enact this procedure.

Instructions for Completing the
Individual Corrective Action Plan

This plan is to be completed by the evaluator (with discussion and assistance from the evaluatee) when an evaluatee’s professional practice or behavior requires an immediate change. The evaluator and evaluatee must identify corrective action goals and objectives; procedures and activities designed to achieve the goals; and targeted dates for appraising the evaluatee’s improvement of the standard. It is the evaluator’s responsibility to document all actions taken to assist the evaluatee in improving his/her performance.

1.	Performance Measure, Framework for Teaching Domain/Component or Professional Behavior in General

Identify the specific behavior(s) or practice(s) that needs immediate improvement.

2.	Growth Objective(s)/Goal(s)

Growth objectives and goals must address the specific domain/component/standard or professional behavior.  The evaluatee and the evaluator work closely to correct the identified weakness(es).

3.	Procedures and Activities for Achieving Goal(s) and Objective(s)

Identify and design specific procedures and activities for the improvement of performance. Include support personnel, when appropriate.

4.	Appraisal Method and Target Dates for Completion

List the specific target dates and appraisal methods used to determine improvement of performance. Exact documentation and recordkeeping of all actions must be provided to the evaluatee.

5.	Documentation of all reviews, corrective actions, and evaluator’s assistance must be provided periodically (as they occur) to the evaluatee

Elizabethtown Independent Schools
INDIVIDUAL CORRECTIVE ACTION PLAN
for  ____________________________________________

Date____________________			Work Site _______________________________

	Domain/Component/Standard or Professional Behavior to Improve
	Growth Objective/
Goal(s)
(describe desired outcomes)
	Procedures and Activities for Achieving Goals and Objectives (including support personnel)
	Appraisal Method and Target Dates

	





	
	
	

	





	
	
	


(Attach additional pages if necessary)


Evaluatee’s Comments: ______________________________________________________________________________
____________________________________________________________________________________________________________________________________________________________

Evaluator’s Comments:____________________________________________________________________
____________________________________________________________________________________________________________________________________________________________

	Individual Corrective Action Plan Developed:
	STATUS:	Achieved _____	Revised _____	Continued _____

	________________________________________
Evaluatee’s Signature	Date
	________________________________________
Evaluatee’s Signature	Date

	________________________________________
Evaluator’s Signature	Date

	________________________________________
Evaluator’s Signature	Date



Appeals – Evaluation Appeal Process

Overview

Based on both statute and district board policy, employees are entitled to appeal their evaluations.  Evaluators will share information regarding the appeals process and forms in the annual evaluation orientation.  

Appeal Process:

· Any certified employee disagreeing with a summative evaluation may have attached to the evaluation a written statement expressing disagreement, and/or may file an appeal with the district’s Certified Evaluation Appeals Panel.  
· Any certified employee who believes that he or she was not fairly evaluated on the summative evaluation may appeal to the Appeals Panel within ten (10) calendar days of the receipt of the summative evaluation.  The certified employee may review any evaluation material related to him/her.  Both the evaluator and the evaluatee shall be given the opportunity to review documents to be given to the hearing committee no later than five (5) days in advance of the hearing, and either or both parties may have representation of their choosing.
· The certified employee must use the district approved appeal form (EIS Board of Education Administrative Procedure Form 03.18 AP.21) to request an appeal with the district’s Certified Evaluation Appeals Panel.  This form is submitted to the district Superintendent.
· The certified employee appealing to the Appeals Panel has the burden of proof.  The evaluator may respond to any statements made by the employee and may present written records which support the summative evaluation.
· The Appeals Panel shall hold necessary hearings following the procedures as outlined in EIS Board of Education Administrative Procedures 03.18 AP.11.
· The Appeals Panel shall issue a recommendation to the district Superintendent within fifteen (15) working days from the date an appeal is filed.  
· The district Superintendent shall receive the Appeals Panel’s recommendation and shall take such action as permitted by law as he or she deems appropriate or necessary.  
· The appellant and the evaluator will receive written notification of the decision of the Appeals Panel.
· The Appeal Panel’s decision and the original summative evaluation form shall be placed in the employee’s personnel file.  In the case of a new evaluation, both evaluations shall be included in the employee’s personnel file.
· If a certified employee disagrees with the local Certified Evaluation Appeals Panel’s decision regarding procedure, he or she may appeal this decision to the State Evaluation Appeals Panel.  (See the Kentucky Administrative Regulation on this for additional information on grounds for the appeal, timelines, and documentation required.)
Appeals Panel:

· The district shall establish a panel to hear appeals from summative evaluations as required by law.
· Two (2) members of the panel shall be elected by and from the certified employees of the District.  The Board shall appoint one certified employee to the panel.  Alternate members may be elected/appointed, as appropriate, to fill in for a regular member who is unable to serve.
· All terms of panel members and alternates shall be for one (1) year and run from July 1 to June 30.  Members may be reappointed or reelected.
· The chairperson of the panel shall be the certified employee appointed by the Board.
· No panel member shall serve on any appeal panel considering an appeal for which he or 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.  Immediate family shall include father, mother, brother, sister, husband, wife, son, daughter, uncle, aunt, nephew, niece, grandparent, and corresponding in-laws.  A panel member shall not hear an appeal filed by his or her immediate supervisor.


If a certified employee believes that the local district is not properly implementing the evaluation plan according to the way it was approved by the Kentucky Department of Education, the employee may appeal to the Kentucky Board of Education.  (See the Kentucky Administrative Regulation on this for additional guidance.)




The following documents provide additional guidance on the Evaluation of Certified Personnel, to include the process for submitting an appeal to an individual evaluation or an appeal regarding the overall implementation of the district’s Certified Evaluation Plan.


· 704 KAR 3:370 
· KRS 156.557 
· EIS Board Policy 3.18 (Evaluation of Certified Personnel)
· EIS Administrative Procedure 03.18 AP.11 (Appeals/Hearings)
· EIS Administrative Procedure 03.18 AP.12 (Confidentiality of Records)
· EIS Administrative Procedure 03.18 AP.21 (Evaluation Appeal Form)
· EIS Administrative Procedure 03.18 AP.22 (Evaluation Committee/Evaluators and Observers)




APPENDIX
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   Elizabethtown Independent Schools

[bookmark: _Toc315458945]Self-Reflection & Professional Growth Plan Template

	Teacher
	

	School
	

	Grade Level/Subject(s)
	



Part A: Initial Reflection – Establishing Priority Growth Needs
	Component:
	Self-Assessment:
	Rationale:

	1A - Demonstrating Knowledge of Content and Pedagogy
	I
	D
	A
	E
	

	1B - Demonstrating Knowledge of Students
	I
	D
	A
	E
	

	1C - Selecting Instructional Outcomes
	I
	D
	A
	E
	

	1D - Demonstrating Knowledge of Resources
	I
	D
	A
	E
	

	1E - Designing Coherent Instruction
	I
	D
	A
	E
	

	1F - Designing Student Assessment
	I
	D
	A
	E
	

	2A -  Creating an Environment of Respect and Rapport
	I
	D
	A
	E
	

	2B - Establishing a Culture for Learning
	I
	D
	A
	E
	

	2C - Managing Classroom Procedures
	I
	D
	A
	E
	

	2D - Managing Student Behavior
	I
	D
	A
	E
	

	2E - Organizing Physical Space
	I
	D
	A
	E
	

	3A - Communicating with Students
	I
	D
	A
	E
	

	3B - Using Questioning and Discussion Techniques
	I
	D
	A
	E
	

	3C - Engaging Students in Learning
	I
	D
	A
	E
	

	3D - Using Assessment in Instruction
	I
	D
	A
	E
	

	3E - Demonstrating Flexibility and Responsiveness
	I
	D
	A
	E
	

	4A - Reflecting on Teaching
	I
	D
	A
	E
	

	4B - Maintaining Accurate Records
	I
	D
	A
	E
	

	4C - Communicating with Families
	I
	D
	A
	E
	

	4D - Participating in a Professional Community
	I
	D
	A
	E
	

	4E - Growing and Developing Professionally
	I
	D
	A
	E
	

	4F - Demonstrating Professionalism
	I
	D
	A
	E
	





	Domain:
	Component:
Circle Professional Growth Priority Components
	Select a component from those circled for focused professional growth goal development (Part B):

	Planning & Preparation
	1A
	1B
	1C
	1D
	1E
	1F
	

	The Classroom Environment
	2A
	2B
	2C
	2D
	2E
	
	

	Instruction
	3A
	3B
	3C
	3D
	3E
	
	

	Professional Responsibilities
	4A
	4B
	4C
	4D
	4E
	4F
	

	Current Level of Performance for Selected Component:
	I
	D
	A
	E



Part B:  Connecting Priority Growth Needs to Professional Growth Planning

	Professional Growth Goal:

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


	(Please enter your Professional Growth Goal here.)












	Strategies/Actions 
How will I accomplish my goal?
	Resources/Support Needed
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?

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	




	Measures of Success:
Identify the documentation intended to demonstrate your professional growth.

	□  Artifacts
	□  Self-Assessment
	□  Ongoing Self-Reflection

	□  Certificate of Completion
	□  Teaming with Colleague
	□  Observation Data

	□  Other(s): (please specify)





(To be approved by last day of school in current year.)
	Teacher Signature:
	Date:

	Evaluator Signature 
	Date:






Final Review of the Professional Growth Plan

(To be completed on or before April 30 for teachers in a summative evaluation year, and on or before May 15 with teachers who are not in a summative year.)

	
Teacher Comments (Optional):
	
Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved
If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.

Comments:











	Teacher Signature:
	Date:

	Evaluator Signature:
	Date:




 (
Original- Evaluator’s Files                      Copy- Teacher
)
Elizabethtown Independent Schools

Self-Reflection & Professional Growth Plan Template
	Guidance Counselor
	

	School(s)
	

	Grade Levels
	



Part A: Initial Reflection – Establishing Priority Growth Needs
	Component:
	Self-Assessment:
	Rationale:

	1A - Demonstrating Knowledge of Counseling Theory and Techniques
	I
	D
	A
	E
	

	1B – Demonstrating Knowledge of Human Development
	I
	D
	A
	E
	

	1C – Establishing Goals for Counseling Program
	I
	D
	A
	E
	

	1D - Demonstrating Knowledge of Regs and Resources
	I
	D
	A
	E
	

	1E – Planning an Integrated Counseling Program 
	I
	D
	A
	E
	

	1F – Developing a Plan to Evaluate the Counseling Program
	I
	D
	A
	E
	

	2A – Creating an Environment of Respect and Rapport
	I
	D
	A
	E
	

	2B – Establishing a Culture for Productive Communication 
	I
	D
	A
	E
	

	2C – Managing Routines and Procedures
	I
	D
	A
	E
	

	2D – Establishing Standards of Conduct and Contributing to Culture for Student Behavior Throughout the School
	I
	D
	A
	E
	

	2E - Organizing Physical Space
	I
	D
	A
	E
	

	3A – Assessing Student Needs 
	I
	D
	A
	E
	

	3B – Assisting Students and Teachers in Formulation of Academic, Personal, Social and Career Plans
	I
	D
	A
	E
	

	3C – Using Counseling Techniques in Individual and Classroom Programs
	I
	D
	A
	E
	

	3D – Brokering Resources to Meet Needs
	I
	D
	A
	E
	

	3E - Demonstrating Flexibility and Responsiveness
	I
	D
	A
	E
	

	4A - Reflecting on Practice
	I
	D
	A
	E
	

	4B – Maintaining Records & Submitting Them in Timely Fashion
	I
	D
	A
	E
	

	4C – Communicating With Families
	I
	D
	A
	E
	

	4D - Participating in a Professional Community
	I
	D
	A
	E
	

	4E – Engaging in Professional Development
	I
	D
	A
	E
	

	4F - Demonstrating Professionalism
	I
	D
	A
	E
	



	Domain:
	Component:
Circle Professional Growth Priority Components
	Select a component from those circled for focused professional growth goal development (Part B):

	Planning & Preparation
	1A
	1B
	1C
	1D
	1E
	1F
	

	The Environment
	2A
	2B
	2C
	2D
	2E
	
	

	Delivery of Service
	3A
	3B
	3C
	3D
	3E
	
	

	Professional Responsibilities
	4A
	4B
	4C
	4D
	4E
	4F
	

	Current Level of Performance for Selected Component:
	I
	D
	A
	E


Part B:  Connecting Priority Growth Needs to Professional Growth Planning


	Professional Growth Goal:

What do I want to learn or change about my interaction with students that will effectively impact student learning?

	(Please enter your Professional Growth Goal here.)












	Strategies/Actions 
How will I accomplish my goal?
	Resources/Support Needed
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?

	

	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	




	Measures of Success:
Identify the documentation intended to demonstrate your professional growth.

	□  Artifacts
	□  Self-Assessment
	□  Ongoing Self-Reflection

	□  Certificate of Completion
	□  Teaming with Colleague
	□  Observation Data

	□  Other(s): (please specify)





(To be approved by last day of school in current year.)
	Guidance Counselor Signature:
	Date:

	Evaluator Signature 
	Date:





 
Final Review of the Professional Growth Plan


(To be completed on or before April 30 for guidance counselors in a summative evaluation year, and on or before May 15 with guidance counselors who are not in a summative year.)

	Guidance Counselor Comments (Optional):
	Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved
If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.

Comments:







	Guidance Counselor Signature:
	Date:

	Evaluator Signature:
	Date:




 (
Original- Evaluator’s Files                      Copy- Guidance Counselor
)




Elizabethtown Independent Schools

Self-Reflection & Professional Growth Plan Template

	Library Media Specialist
	

	School(s)
	

	Grade Levels
	



Part A: Initial Reflection – Establishing Priority Growth Needs
	Component:
	Self-Assessment:
	Rationale:

	1A - Demonstrating Knowledge and Content, Curriculum, and Process
	I
	D
	A
	E
	

	1B – Demonstrating Knowledge of Students
	I
	D
	A
	E
	

	1C – Supporting Instructional Goals
	I
	D
	A
	E
	

	1D - Demonstrating Knowledge and Use of Resources
	I
	D
	A
	E
	

	1E – Demonstrating Knowledge of Literature and Lifelong Learning
	I
	D
	A
	E
	

	1F – Collaborating in the Design of Instructional Experiences
	I
	D
	A
	E
	

	2A – Creating an Environment of Respect and Rapport
	I
	D
	A
	E
	

	2B – Establishing a Culture for Learning
	I
	D
	A
	E
	

	2C – Managing Library Procedures
	I
	D
	A
	E
	

	2D – Managing Student Behavior
	I
	D
	A
	E
	

	2E - Organizing Physical Space
	I
	D
	A
	E
	

	3A – Communicating Clearly and Accurately 
	I
	D
	A
	E
	

	3B – Using Questioning and Research Techniques
	I
	D
	A
	E
	

	3C – Engaging Students in Learning
	I
	D
	A
	E
	

	3D – Assessment in Instruction 
	I
	D
	A
	E
	

	3E - Demonstrating Flexibility and Responsiveness
	I
	D
	A
	E
	

	4A - Reflecting on Practice
	I
	D
	A
	E
	

	4B – Maintaining Accurate Records
	I
	D
	A
	E
	

	4C – Communicating with School Staff and Community
	I
	D
	A
	E
	

	4D - Participating in a Professional Community
	I
	D
	A
	E
	

	4E – Growing and Developing Professionally 
	I
	D
	A
	E
	

	4F – Collection Development and Maintenance
	I
	D
	A
	E
	



	Domain:
	Component:
Circle Professional Growth Priority Components
	Select a component from those circled for focused professional growth goal development (Part B):

	Planning & Preparation
	1A
	1B
	1C
	1D
	1E
	1F
	

	The Library Environment
	2A
	2B
	2C
	2D
	2E
	
	

	Instruction/Delivery of Service
	3A
	3B
	3C
	3D
	3E
	
	

	Professional Responsibilities
	4A
	4B
	4C
	4D
	4E
	4F
	

	Current Level of Performance for Selected Component:
	I
	D
	A
	E



Part B:  Connecting Priority Growth Needs to Professional Growth Planning


	Professional Growth Goal:

What do I want to learn or change about my practice that will effectively impact student learning?
	(Please enter your Professional Growth Goal here.)












	Strategies/Actions 
How will I accomplish my goal?
	Resources/Support Needed
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?

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	






	Measures of Success:
Identify the documentation intended to demonstrate your professional growth.

	□  Artifacts
	□  Self-Assessment
	□  Ongoing Self-Reflection

	□  Certificate of Completion
	□  Teaming with Colleague
	□  Observation Data

	□  Other(s): (please specify)







(To be approved by the last day in current year.)
	Library Media Specialist Signature:
	Date:

	Evaluator Signature 
	Date:



 

Final Review of the Professional Growth Plan

(To be completed by on or before April 30 for library media specialists in a summative evaluation year, and on or before May 15 with library media specialists who are not in a summative year.)

	Library Media Specialist Comments (Optional):
	Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved
If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.

Comments:











	Library Media Specialist Signature:
	Date:

	Evaluator Signature:
	Date:



 (
Original- Evaluator’s Files                      Copy- Library Media Specialist
)


Elizabethtown Independent Schools

Self-Reflection & Professional Growth Plan Template

	Speech Therapist
	

	School(s)
	

	Grade Levels
	



Part A: Initial Reflection – Establishing Priority Growth Needs
	Component:
	Self-Assessment:
	Rationale:

	1A - Demonstrating Knowledge and Skill in Therapy Area
	I
	D
	A
	E
	

	1B – Establishing Goals for the Therapy Program
	I
	D
	A
	E
	

	1C – Demonstrating Knowledge of Regs and Guidelines
	I
	D
	A
	E
	

	1D - Demonstrating Knowledge of Resources
	I
	D
	A
	E
	

	1E – Planning an Integrated Therapy Program 
	I
	D
	A
	E
	

	1F – Developing a Plan to Evaluate the Therapy Program
	I
	D
	A
	E
	

	2A – Establishing Rapport with Students
	I
	D
	A
	E
	

	2B – Organizing Time Effectively
	I
	D
	A
	E
	

	2C – Establishing and Maintaining Clear Referral Procedures
	I
	D
	A
	E
	

	2D – Establishing Standards of Conduct in Treatment Center
	I
	D
	A
	E
	

	2E - Organizing Physical Space
	I
	D
	A
	E
	

	3A – Responding to Referrals and Evaluating Student Needs 
	I
	D
	A
	E
	

	3B – Developing and Implementing Treatment Plans
	I
	D
	A
	E
	

	3C – Communicating with Families
	I
	D
	A
	E
	

	3D – Collecting Information; Writing Reports 
	I
	D
	A
	E
	

	3E - Demonstrating Flexibility and Responsiveness
	I
	D
	A
	E
	

	4A - Reflecting on Practice
	I
	D
	A
	E
	

	4B – Collaborating with Teachers and Administrators
	I
	D
	A
	E
	

	4C – Maintaining Effective Data Management System
	I
	D
	A
	E
	

	4D - Participating in a Professional Community
	I
	D
	A
	E
	

	4E – Engaging in Professional Development
	I
	D
	A
	E
	

	4F - Demonstrating Professionalism
	I
	D
	A
	E
	





	Domain:
	Component:
Circle Professional Growth Priority Components
	Select a component from those circled for focused professional growth goal development (Part B):

	Planning & Preparation
	1A
	1B
	1C
	1D
	1E
	1F
	

	Classroom/The Environment
	2A
	2B
	2C
	2D
	2E
	
	

	Instruction/Delivery of Service
	3A
	3B
	3C
	3D
	3E
	
	

	Professional Responsibilities
	4A
	4B
	4C
	4D
	4E
	4F
	

	Current Level of Performance for Selected Component:
	I
	D
	A
	E


Part B:  Connecting Priority Growth Needs to Professional Growth Planning


	Professional Growth Goal:

What do I want to learn or change about my practice that will effectively impact student learning?
	(Please enter your Professional Growth Goal here.)











	Strategies/Actions 
How will I accomplish my goal?
	Resources/Support Needed
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?

	

	
	

	
	
	

	
	
	

	
	
	

	
	
	

	
	
	




	Measures of Success:
Identify the documentation intended to demonstrate your professional growth.

	□  Artifacts
	□  Self-Assessment
	□  Ongoing Self-Reflection

	□  Certificate of Completion
	□  Teaming with Colleague
	□  Observation Data

	□  Other(s): (please specify)





 (To be approved by last day in current year.)
	Speech Therapist Signature:
	Date:

	Evaluator Signature:
	Date:






Final Review of the Professional Growth Plan

(To be completed by on or before April 30 for speech therapists in a summative evaluation year, and on or before May 15 with speech therapists who are not in a summative year.)

	Speech Therapist Comments (Optional):
	Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved
If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.

Comments:












	Speech Therapist Signature:
	Date:

	Evaluator Signature:
	Date:



 (
Original- Evaluator’s Files                      Copy- Speech Therapist
)





Formative Conference Form
Domain 1: Planning and Preparation
	Component:
	Evidence:  (Evaluatee is responsible for tracking evidence of sub domains as is Evaluator)

	 A.  Demonstrating Knowledge of Content and Pedagogy
      i.   Knowledge of Content and the         Structure of the Discipline
     ii.   Knowledge of Prerequisite Relationships
    iii.   Knowledge of Content-Related Pedagogy
	

	B.  Demonstrating Knowledge of Students
     i.   Knowledge of Child and Adolescent Development
    ii.   Knowledge of the Learning Process
   iii.   Knowledge of Students’ Skills,        Knowledge, and Language Proficiency
   iv.   Knowledge of Students’ Interests and Cultural Heritage
    v.   Knowledge of Students’ Special Needs
	

	C.  Selecting Instructional Outcomes
     i.  Value, Sequence, and Alignment
    ii.  Clarity
   iii.  Balance
   iv.  Suitability for Diverse Learners
	

	D.  Demonstrating Knowledge of Resources
     i.  Resources for Classroom Use
    ii.  Resources to Extend Content
Knowledge and Pedagogy 
   iii.  Resources for Students
	

	E.  Designing Coherent Instruction
    i.  Learning Activities
   ii.  Instructional Materials and Resources
  iii.  Instructional Groups
  iv.  Lesson and Unit Structure
	

	F.  Designing Student Assessment
     i.  Congruence with Instructional    Outcomes
    ii.  Criteria and Standards
   iii.  Design of Formative Assessments
   iv.  Use for Planning           
	


1st Mini observation or Year 1 Formative/Mini
	Teacher or Other Professional
	Date

	Evaluator
	Date


2nd Mini observation or Year 2 Formative/Mini
	Teacher or Other Professional
	Date

	Evaluator
	Date


3rd Full observation or Year 3 Summative/Full observation
	Teacher or Other Professional
	Date

	Evaluator
	Date



 Formative Conference Form
Domain 4: Professional Responsibilities
	Component:
	Evidence: (Evaluatee is responsible for tracking evidence of sub domains as is Evaluator)



	A.  Reflecting on Teaching
       i. Accuracy
     ii. Use in Future Teaching
	

	B.  Maintaining Accurate Records
       i.  Student Completion of Assignments
      ii.  Student Progress in Learning
    iii.  Non-Instructional Records
	

	C.  Communicating with Families
      i.  Information About the Instructional Program
     ii.  Information About Individual Students
    iii.  Engagement of Families in the Instructional Program
	

	D.  Participating in a Professional Community
      i.   Relationships with Colleagues
     ii.   Involvement in a Culture of Professional Inquiry
    iii.   Service to the School
    iv.  Participation in School and District Projects
	

	E.   Growing and Developing Professionally
       i.   Enhancement of Content Knowledge and Pedagogical Skill
      ii.   Receptivity to Feedback from Colleagues
     iii.   Service to the Profession
	

	F.   Demonstrating Professionalism
       i.   Integrity and Ethical Conduct
      ii.   Service to Students
     iii.   Advocacy
     iv.   Decision Making Compliance with School and   District Regulations           
	


1st Mini observation or Year 1 Formative/Mini
	Teacher or Other Professional
	Date

	Evaluator
	Date


2nd Mini observation or Year 2 Formative/Mini
	Teacher or Other Professional
	Date

	Evaluator
	Date


3rd Full observation or Year 3 Summative/Full observation
	Teacher or Other Professional
	Date

	Evaluator
	Date



ELIZABETHTOWN INDEPENDENT SCHOOLS
Other Professional’s Pre-Observation Document
	Other Professional
	

	School
	

	Position
	

	Observer
	

	Date of Observation
	



	Questions for Discussion:
	Notes:

	Describe the types of activities and work that will be observed during the time scheduled for the observation.

	

	Describe how the activities or work performed tie to the Specialist Framework for this position.  (Identify the specific domain and components of the Specialist Frameworks for Other Professionals.)
	

	How and when will you know whether the objectives or targets for the work conducted have been successfully achieved?
	

	Is there anything specific that you would like me to observe during the workplace visit?
	



_________________________________________		________________________________________
       (Other Professional’s Signature)					(Evaluator’s Signature)

_________________________________________		________________________________________
(Date)								(Date)







Guidance Counselor - Post-Observation Conference Form
Elizabethtown Independent Schools

	Guidance Counselor
	

	School
	

	Grade Level(s)
	

	Evaluator
	

	Date of Conference
	



Optional: The following guiding questions may be used to reflect on the lesson that was observed: 

	In general, how successful was the work conducted during the observation?  Was the objective or target successfully accomplished?  How do you know, and what will you do if it wasn’t successfully accomplished?
	In addition to the work witnessed by the observer, what other work samples, evidence or artifacts assisted you in making your determination for question one?

	To what extent did procedures, student conduct, physical space and/or circumstances contribute to or hinder successfully accomplishing the objective or target?
	Did you depart from your plan? If so, how and why? 

	If you had an opportunity to conduct this activity or work again, what would you do differently, and why?
	What do you see as the next step(s) in your professional growth for addressing the needs you have identified through personal reflection?



Evaluator’s Formative Observation Rating:  Other professionals may request that the evaluator provide examples of evidence that were used to support the rating.  

	Domain 2: The Environment
	Rating:
	Domain 3: Delivery of Service
	Rating:

	A: Creating an Environment of Respect and Rapport
	I
	D
	A
	E
	NA
	A: Assessing Student Needs
	I
	D
	A
	E
	NA

	B: Establishing a Culture for Productive Communication
	I
	D
	A
	E
	NA
	B: Assisting Students and Teachers in Formulation of Academic, Personal, Social and Career Plans
	I
	D
	A
	E
	NA

	C: Managing Routines and Procedures
	I
	D
	A
	E
	NA
	C: Using Counseling Techniques in Individual and Classroom Programs
	I
	D
	A
	E
	NA

	D: Establishing Standards of Conduct and Contributing to Culture for Student Behavior Throughout the School
	I
	D
	A
	E
	NA
	D: Brokering Resources to Meet Needs
	I
	D
	A
	E
	NA

	E: Organizing Physical Space
	I
	D
	A
	E
	NA
	E: Demonstrating Flexibility and Responsiveness
	I
	D
	A
	E
	NA



	Optional:  Additional Notes and Comments





	

	
	
	
	
	
	

	[bookmark: _Hlk511232086]Guidance Counselor’s Signature*
	
	Date
	
	Evaluator’s Signature
	
	Date

	
*Denotes sharing of results, not necessarily agreement with the formative rating.  The counselor may submit a response in writing to all ratings by the evaluator.



A copy of the completed form must be provided to the guidance counselor.

Library Media Specialist - Post-Observation Conference Form
Elizabethtown Independent Schools


	Library Media Specialist
	

	School
	

	Grade Level(s)
	

	Evaluator
	

	Date of Conference
	



Optional: The following guiding questions may be used to reflect on the lesson that was observed: 

	In general, how successful was the work conducted during the observation?  Was the objective or target successfully accomplished?  How do you know, and what will you do if it wasn’t successfully accomplished?
	In addition to the work witnessed by the observer, what other work samples, evidence or artifacts assisted you in making your determination for question one?

	To what extent did procedures, student conduct, physical space and/or circumstances contribute to or hinder successfully accomplishing the objective or target?
	Did you depart from your plan? If so, how and why?

	If you had an opportunity to conduct this activity or work again, what would you do differently, and why?
	What do you see as the next step(s) in your professional growth for addressing the needs you have identified through personal reflection?



Evaluator’s Formative Observation Rating:  Other professionals may request that the evaluator provide examples of evidence that were used to support the rating.  

	Domain 2: The Environment
	Rating:
	Domain 3: Delivery of Service
	Rating:

	A: Creating an Environment of Respect and Rapport
	I
	D
	A
	E
	NA
	A: Communicating Clearly and Accurately
	I
	D
	A
	E
	NA

	B: Establishing a Culture for Learning
	I
	D
	A
	E
	NA
	B: Using Questioning and Research Techniques
	I
	D
	A
	E
	NA

	C: Managing Library Procedures
	I
	D
	A
	E
	NA
	C: Engaging Students in Learning
	I
	D
	A
	E
	NA

	D: Managing Student Behavior
	I
	D
	A
	E
	NA
	D: Assessment in Instruction
	I
	D
	A
	E
	NA

	E: Organizing Physical Space
	I
	D
	A
	E
	NA
	E: Demonstrating Flexibility and Responsiveness
	I
	D
	A
	E
	NA



	Optional:  Additional Notes and Comments









	Library Media Specialist’s Signature*
	
	Date
	
	Evaluator’s Signature
	
	Date

	
*Denotes sharing of results, not necessarily agreement with the formative rating.  The library media specialist may submit a response in writing to all ratings by the evaluator.


A copy of the completed form must be provided to the library media specialist.

Speech Therapist - Post-Observation Conference Form
Elizabethtown Independent Schools

	Speech Therapist
	

	School
	

	Grade Level(s)
	

	Evaluator
	

	Date of Conference
	



Optional: The following guiding questions may be used to reflect on the lesson that was observed: 

	In general, how successful was the work conducted during the observation?  Was the objective or target successfully accomplished?  How do you know, and what will you do if it wasn’t successfully accomplished?
	In addition to the work witnessed by the observer, what other work samples, evidence or artifacts assisted you in making your determination for question one?

	To what extent did procedures, student conduct, physical space and/or circumstances contribute to or hinder successfully accomplishing the objective or target?
	Did you depart from your plan? If so, how and why?

	If you had an opportunity to conduct this activity or work again, what would you do differently, and why?
	What do you see as the next step(s) in your professional growth for addressing the needs you have identified through personal reflection?



Evaluator’s Formative Observation Rating:  Other professionals may request that the evaluator provide examples of evidence that were used to support the rating.  

	Domain 2: The Environment
	Rating:
	Domain 3: Delivery of Service
	Rating:

	A: Establishing Rapport with Students
	I
	D
	A
	E
	NA
	A: Responding to Referrals and Evaluating Student Needs
	I
	D
	A
	E
	NA

	B: Organizing Time Effectively
	I
	D
	A
	E
	NA
	B: Developing and Implementing Treatment Plans
	I
	D
	A
	E
	NA

	C: Establishing and Maintaining Clear Referral Procedures
	I
	D
	A
	E
	NA
	C: Communicating with Families
	I
	D
	A
	E
	NA

	D: Establishing Standards of Conduct in Treatment Center
	I
	D
	A
	E
	NA
	D: Collecting Information; Writing Reports
	I
	D
	A
	E
	NA

	E: Organizing Physical Space
	I
	D
	A
	E
	NA
	E: Demonstrating Flexibility and Responsiveness
	I
	D
	A
	E
	NA



	Optional:  Additional Notes and Comments




	

	
	
	
	
	
	

	Speech Therapist’s Signature*
	
	Date
	
	Evaluator’s Signature
	
	Date

	
*Denotes sharing of results, not necessarily agreement with the formative rating.  The speech therapist may submit a response in writing to all ratings by the evaluator.


A copy of the completed form must be provided to the speech therapist








[bookmark: _MON_1555425370][bookmark: _MON_1494661361][bookmark: _MON_1494754688]
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[bookmark: _Toc274637640]PRINCIPAL and ASSISTANT PRINCIPAL
PERFORMANCE STANDARDS

Clearly defined professional responsibilities for principals and assistant principals constitute the foundation for this component of the Certified Evaluation Plan.  Performance standards define the criteria expected when principals and assistant principals perform their major duties.  For all principals and assistant principals, there are six performance standards that guide their performance.  Each source of evidence that comprises the Certified Evaluation Plan for principals and assistant principals is aligned to and anchored by these standards. Principals and assistant principals will receive their summative rating based on the performance measures that reflect the standards. 
The performance indicators for each standard are provided as samples of activities that address the standard.  The list of performance indicators is not exhaustive, is not intended to be prescriptive, and is not intended to be a checklist.  Furthermore, principals are not expected to demonstrate each performance indicator. 


[bookmark: _MON_1584814872]


	Performance Standard 2: School Climate 
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, and safe school climate for all stakeholders.

	Sample Performance Indicators
Examples may include, but are not limited to:

	The principal:

	2.1	Incorporates knowledge of the social, cultural, leadership, and political dynamics of the school community to cultivate a positive academic learning environment.
2.2	Consistently models and collaboratively promotes high expectations, mutual respect, concern, and empathy for students, staff, parents, and community.
2.3	Uses shared decision-making and collaboration to build relationships with all stakeholders and maintain positive school morale.
2.4 	Promotes a culture of collaboration, trust and shared leadership.
2.5	Supports the staff through continuous improvement efforts.  
2.6	Addresses barriers to teacher and staff performance and provides positive working conditions to encourage retention of highly effective personnel.  
2.7	In collaboration with the school council, as appropriate, ensures a school safety plan is developed and implemented in alignment with district policy. 
2.8	Involves students, staff, parents, and the community to create and sustain a positive, safe, and healthy learning environment which reflects state, district, and local school policies, and procedures. 
2.9	In collaboration with the school council, leads the development and/or implements best practices in school-wide behavior management that are effective within the school community and communicates behavior management expectations to students, teachers, and parents.
2.10	Is visible, approachable, and dedicates time to listen to the concerns of students, teachers, and other stakeholders.
2.11	Maintains a positive, inviting school environment that celebrates, promotes and assists in the development of the whole child/student, and values every child/student as an important member of the school community.



	Ineffective
	Developing
.
	Accomplished 
 is the expected level of performance
	Exemplary
In addition to meeting the requirements for Accomplished

	The principal rarely promotes the success of all students by developing, advocating, or sustaining an academically rigorous, positive, or safe school climate for all stakeholders.
	The principal inconsistently promotes the success of all students by developing, advocating, or sustaining an academically rigorous, positive, or safe school climate for all stakeholders.
	The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, and safe school climate for all stakeholders.
	The principal seeks out new opportunities or substantially improves existing programs to create an environment where students and stakeholders thrive and the rigor of academic expectations has significantly increased as evident through results.





	Performance Standard 3: Human Resources Management
The principal fosters effective human resources management by assisting with selection and induction, and by supporting, evaluating, and retaining quality instructional and support personnel.

	Sample Performance Indicators
Examples may include, but are not limited to:

	The principal:

	3.1	Actively participates in an effective and efficient selection process in consultation with the school council.
3.2	Assigns highly-effective staff in a fair and equitable manner based on student and school needs, assessment data, and local and state requirements.  
3.3	Supports formal building-level employee induction processes and informal procedures to support and assist all new personnel. 
3.4	Provides a mentoring process for all new and targeted instructional personnel.
3.5	Manages the supervision and evaluation of staff in accordance with local and state requirements.
3.6	Properly implements the teacher and staff effectiveness systems, supports the important role evaluation plays in teacher and staff learning, and evaluates performance of personnel using multiple data sources.
3.7	Documents evidence of teacher effectiveness, provides timely, on-going formal and informal feedback on strengths and areas of growth, and provides support, access to resources, and professional learning opportunities for teachers and staff to improve job effectiveness.
3.8	Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal consistent with established policies and procedures and with student academic growth as a significant consideration.
3.9	Recognizes and supports highly effective teachers and staff and cultivates their leadership potential. 
3.10	Maximizes human resources by building on the strengths of teachers and staff members through the collaborative development and implementation of the professional growth plan that aligns with the school and/or district plan.  



	Ineffective
	Developing
.
	Accomplished 
 is the expected level of performance
	Exemplary
In addition to meeting the requirements for Accomplished

	The principal inadequately assists with selection and induction, or inadequately supports, evaluates, and retains quality instructional and support personnel.
	The principal inconsistently assists with selection and induction, or inconsistently supports, evaluates, and retains quality instructional and support personnel.

	The principal fosters effective human resources management by assisting with selection and induction, and by supporting, evaluating, and retaining quality instructional and support personnel.
	The principal consistently demonstrates expertise in human resources management, which results in a highly- effective workforce (e.g. high teacher and staff efficacy, increased student learning, teacher leaders). 





	Performance Standard 4:  Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation, and use of resources.

	Sample Performance Indicators
Examples may include, but are not limited to:

	The principal:

	4.1	Demonstrates and communicates a working knowledge and understanding of Kentucky school laws and regulations, and school/district policies and procedures. 
4.2	Establishes, in collaboration with the school council, and enforces policies and procedures to ensure a safe, secure, efficient, and orderly facility and grounds.
4.3	Monitors and provides efficient supervision for all physical plant and related activities through an appropriate process.
4.4	Identifies potential organizational, operational, or resource-related problems and addresses them in a timely, consistent, and effective manner.
4.5	Reviews fiscal records regularly to ensure accountability for all funds.
4.6	In collaboration with the school council, plans and prepares a fiscally responsible budget to support the school’s mission and both long- and short-term goals through effective resource allocation. 
4.7	Follows state and local policies with regard to finances, school accountability, and reporting. 
4.8	Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in management decisions, and delegates duties as applicable, resulting in an effective and efficient workplace. 



	Ineffective
	Developing
.
	Accomplished 
 is the expected level of performance
	Exemplary
In addition to meeting the requirements for Accomplished

	The principal inadequately supports, manages, or oversees the school’s organization, operation, or use of resources.

	The principal inconsistently supports, manages, or oversees the school’s organization, operation, or use of resources.

	The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation, and use of resources.
	The principal excels at organizational management, demonstrating proactive decision-making, coordinating efficient operations, and maximizing available resources.





	Performance Standard 5: Communication and Community Relations
The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.

	Sample Performance Indicators
Examples may include, but are not limited to:

	The principal:

	5.1	Plans for and solicits staff, parent, and stakeholder input to promote effective decision-making and communication when appropriate. 
5.2	Communicates the mission and shared vision, long-and short-term goals, and the school improvement plan to all stakeholders.
5.3	Disseminates information to staff, parents, and other stakeholders in a timely manner through multiple channels and sources.
5.4	Involves students, parents, staff and other stakeholders in a collaborative effort to establish positive relationships.
5.5	Maintains visibility and accessibility to students, parents, staff, and other stakeholders. 
5.6	Speaks and writes in an explicit and professional manner to students, parents, staff, and other stakeholders.
5.7	Provides a variety of opportunities for parent and family involvement in school activities.
5.8	Collaborates and networks with colleagues and stakeholders to effectively utilize the resources and expertise available in the local community.
5.9	Advocates for students and acts to influence local, district, and state decisions affecting student learning.
5.10  Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and cultural context that affects schooling based on relevant evidence.



	Ineffective
	Developing
.
	Accomplished 
 is the expected level of performance
	Exemplary
In addition to meeting the requirements for Accomplished

	The principal demonstrates inadequate and/or detrimental communication or collaboration with stakeholders.


	The principal inconsistently communicates and/or infrequently collaborates with stakeholders. 

	The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.
	The principal seeks and effectively engages stakeholders in order to promote the success of all students through productive and frequent communication.




	Performance Standard 6: Professionalism
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in continuous professional learning, and contributing to the profession.

	Sample Performance Indicators
Examples may include, but are not limited to:

	The principal:

	6.1	Creates a culture of respect, understanding, sensitivity, and appreciation for students, staff, and other stakeholders, and models these attributes on a daily basis. 
6.2	Works within professional and ethical guidelines to improve student learning and to meet school, district, and state requirements. 
6.3	Maintains a professional appearance and demeanor.
6.4	Models professional behavior and cultural competency to students, staff, and other stakeholders.
6.5	Maintains confidentiality.
6.6 	Maintains a positive, optimistic, and straight-forward attitude.
6.7	Provides leadership in the exchange of ideas and information with staff and other professionals.
6.8	Works in a collegial and collaborative manner with other administrators, school personnel, and other stakeholders to communicate, promote, and support the shared vision, mission, and goals of the school district. 
6.9	Assumes responsibility for personal professional growth through accurate self-reflection on professional practice, and engages in continuous learning.
6.10	Contributes and supports the development of the profession through service as an instructor, mentor, coach, presenter, and/or researcher. 
6.11	Remains current with research related to educational issues, trends, and practices and maintains a high level of technical and professional knowledge.



	Ineffective
	Developing
.
	Accomplished 
 is the expected level of performance
	Exemplary
In addition to meeting the requirements for Accomplished

	The principal shows disregard for professional standards and ethics, engaging in continuous professional learning, or contributing to the profession. 

	The principal is inconsistent in demonstrating professional standards, engaging in continuous professional learning, or in contributing to the profession.
	The principal fosters the success of students by demonstrating professional standards and ethics, engaging in continuous professional learning, and contributing to the profession. 
	The principal demonstrates professionalism beyond the school district through published works, formal presentation(s), involvement in state and national committees and/or leadership opportunities and/or formal recognition(s) or award(s).






Performance Standard Alignment to ISLCC Standard
The alignment between the performance standards and the Interstate School Leaders Licensure Consortium (ISLCC) standards are shown below.

	Kentucky Principal Professional Growth and Effectiveness System Performance Standards
	Interstate School Leaders Licensure Consortium (ISLLC)

	1. Instructional Leadership
	Standards 1, 2, 3, 4, 5

	2. School Climate
	Standards 2, 3

	3. Human Resources Management
	Standards 2, 3

	4. Organizational Management
	Standards 3, 6

	5. Communication and Community Relations
	Standards  4, 6

	6. Professionalism
	Standard 5




















TELL KY & Principal Performance Standards Crosswalk
	TELL Kentucky Categories
	Performance Standards

	Time
	Instructional Leadership
School Climate

	Facilities and Resources
	Instructional Leadership
Organizational Management

	Professional Development
	Instructional Leadership

	Instructional Practices and Support
	Instructional Leadership
Human Resources Management

	Community Support and Involvement
	Communication & Community Relations

	Managing Student Conduct
	School Climate

	Teacher Leadership
	Human Resources Management
Organizational Management

	School Leadership
	Instructional Leadership
Human Resources Management Organizational Management

	New Teacher Support
	Human Resources Management 









Reflective Practice and Professional Growth Planning Template

	Principal or
Assistant Principal 
	

	School
	



Part A: Reflection on the Principal Standards 
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. Instructional Leadership
The principal fosters the success of all students by facilitating the development, communication, implementation, and evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.
	I
	D
	A
	E
	

	2. School Climate
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, and safe school climate for all stakeholders.
	I
	D
	A
	E
	

	3. Human Resource Management
The principal fosters effective human resources management by assisting with selection and induction, and by supporting, evaluating, and retaining quality instructional and support personnel.
	I
	D
	A
	E
	

	4. Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation, and use of resources.
	I
	D
	A
	E
	

	5. Communication and Community Relationship
The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.
	I
	D
	A
	E
	

	6. Professionalism
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in continuous professional learning, and contributing to the profession.
	I
	D
	A
	E
	



Elizabethtown Independent Schools 
(Principal and Assistant Principal Form)
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. 
Part B:  Data Reflection 

Survey Results           TELL Survey           Other: 			 


Questions to Consider:
What did teachers/staff perceive as major strengths?







What did teachers/staff perceive as major weaknesses?







What elements of the school’s climate/culture need additional review, attention, and/or improvement?








List factors that might have influenced the results.








Part B:  Data Reflection (cont.)

Other Data       Student Achievement Data           Non-Academic Data               CSIP    
                             District Strategic Plan             Other _____________________________
	Data Selected and
Results
	Plans 

	
	






	
	






	
	









Part C: Connecting Priority Growth Needs to Professional Growth Planning (PGP)
Based on the areas of growth identified in Self-Reflection and Part B.

	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?
	



	Connection to Standards

	The Principal/Assistant Principal 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?

	






















	
	
	



	Principal/Assistant Principal’s Signature:
	Date:

	Evaluator’s Signature:
	Date:


The evaluator will maintain the original copy of this form.  A copy will be provided to the principal or assistant principal.




                                    [image: ]

          Elizabethtown Independent Schools

Site Visit Form:   _________________________________________
                             (Name of School)

Date of Site Visit:   ________________________________________

Evaluator:   ______________________________________________

Principal:   ______________________________________________

Date of Site Visit Conference:   ______________________________

Evaluator’s Signature _______________________________   Principal’s Signature ________________________________
						                    (Signature denotes receipt of the site visit and conference documentation, 
							    not necessarily agreement  with the contents of the form.)

(A copy of the completed form will be provided to the principal. The evaluator will keep the original copy of the form.)
 (
110
)
	Performance Standard 1. Instructional Leadership
The principal fosters the success of all students by facilitating the development, communication, implementation, and evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.

Sample Performance Indicators :  Examples may include, but are not limited to:
The principal:
1.1	Leads the collaborative development and sustainment of a shared vision for educational improvement and works with staff, students, parents, school councils and other stakeholders to develop a mission and programs consistent with the school and district improvement plan.
1.2	Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhance teaching and student academic progress, and lead to continuous school improvement. 
1.3	Analyzes current academic achievement data and instructional strategies to make appropriate educational decisions to improve classroom instruction, increase student achievement, and improve overall school effectiveness.
1.4	Demonstrates knowledge of research-based instructional best practices 
1.5	Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction to ensure effective delivery of the required curriculum. 
1.6 	Supports teachers to access resources (e.g., time, fiscal, human) for the successful implementation of effective instructional strategies.
1.7 	Monitors and evaluates the use of assessment of and for learning (e.g., diagnostic, formative, summative assessments) to inform instructional practices and to provide timely and accurate feedback to students and parents.* 
1.8	Works with school council to design and implement effective and efficient schedules that protect and maximize instructional time.
1.9	Provides the instructional focus and creates the culture for continuous learning of all members of the school community. 
1.10	Supports professional learning and instructional practices that incorporate the use of multiple sources of data and result in increased student growth.
1.11	Participates, as appropriate, in professional learning alongside teachers when instructional strategies are being taught for future implementation.
1.12	Demonstrates the importance of professional growth by providing adequate time and resources for teachers and staff to participate in professional learning (i.e., peer observation, mentoring, coaching, study groups, learning teams). 
1.13	Evaluates the impact professional learning has on the staff/school improvement and student academic progress. 

Suggested Guiding Questions/Prompts:
· Please describe any innovative and effective leadership strategies that you have used this year.
· What opportunities have you created this year for collaboration among teachers?
· How have you strived this year to improve the teachers’ effective instructional practices associated with different subject areas?
· How do you make sure curriculum standards are taught by the teachers and mastered by the students?
· How do you monitor teachers’ performance and provide constructive feedback to them?
· What types of teacher learning and development activities or programs have you participated in this year? What have you learned?
· How do you involve the expertise of teacher leaders?

Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P).





Evaluator’s Feedback: 














	Performance Standard 2: School Climate 
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, and safe school climate for all stakeholders.

Sample Performance Indicators :  Examples may include, but are not limited to:
The principal:
2.1	Incorporates knowledge of the social, cultural, leadership, and political dynamics of the school community to cultivate a positive academic learning environment.
2.2	Consistently models and collaboratively promotes high expectations, mutual respect, concern, and empathy for students, staff, parents, and community.
2.3	Uses shared decision-making and collaboration to build relationships with all stakeholders and maintain positive school morale.
2.4 	Promotes a culture of collaboration, trust and shared leadership.
2.5	Supports the staff through continuous improvement efforts.  
2.6	Addresses barriers to teacher and staff performance and provides positive working conditions to encourage retention of highly effective personnel.  
2.7	In collaboration with the school council, as appropriate, ensures a school safety plan is developed and implemented in alignment with district policy. 
2.8	Involves students, staff, parents, and the community to create and sustain a positive, safe, and healthy learning environment which reflects state, district, and local school policies, and procedures. 
2.9	In collaboration with the school council, leads the development and/or implements best practices in school-wide behavior management that are effective within the school community and communicates behavior management expectations to students, teachers, and parents.
2.10	Is visible, approachable, and dedicates time to listen to the concerns of students, teachers, and other stakeholders.
2.11	Maintains a positive, inviting school environment that celebrates, promotes and assists in the development of the whole child/student, and values every child/student as an important member of the school community.

Suggested Guiding Questions/Prompts:
· Please give some examples of where you have sought out new opportunities or improved existing programs to create an environment where students and stakeholders thrive.
· Please give some examples of the strategies you used to create and sustain a positive and safe learning environment in your school.
· What are the strategies you use to nurture and sustain a climate of trust in your school?
· Please provide a few examples of how you model care for children or model other desired characteristics for teachers and staff.
· What are the internal and external factors that you perceive are affecting your school?
· How have you strived this year to make the school environment more academically rigorous?

Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P).





Evaluator’s Feedback:











	Performance Standard 3: Human Resources Management
The principal fosters effective human resources management by assisting with selection and induction, and by supporting, evaluating, and retaining quality instructional and support personnel.

Sample Performance Indicators :  Examples may include, but are not limited to:
The principal:
3.1	Actively participates in an effective and efficient selection process in consultation with the school council.
3.2	Assigns highly-effective staff in a fair and equitable manner based on student and school needs, assessment data, and local and state requirements.  
3.3	Supports formal building-level employee induction processes and informal procedures to support and assist all new personnel. 
3.4	Provides a mentoring process for all new and targeted instructional personnel.
3.5	Manages the supervision and evaluation of staff in accordance with local and state requirements.
3.6	Properly implements the teacher and staff effectiveness systems, supports the important role evaluation plays in teacher and staff learning, and evaluates performance of personnel using multiple data sources.
3.7	Documents evidence of teacher effectiveness, provides timely, on-going formal and informal feedback on strengths and areas of growth, and provides support, access to resources, and professional learning opportunities for teachers and staff to improve job effectiveness.
3.8	Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal consistent with established policies and procedures and with student academic growth as a significant consideration.
3.9	Recognizes and supports highly effective teachers and staff and cultivates their leadership potential. 
3.10	Maximizes human resources by building on the strengths of teachers and staff members through the collaborative development and implementation of the professional growth plan that aligns with the school and/or district plan.  

Suggested Guiding Questions/Prompts:
· Please give examples of ways you have helped your teachers and staff to become more effective this year.
· Please give examples of professional learning implemented and/or continued this school year to improve teacher performance.
· In what ways do you support the achievements of high-performing teachers?
· How do you ensure new teachers and staff receive the support they need during their first year?
· How do you foster an atmosphere of professional learning among staff?
· What are the most difficult human resources management decisions you have made this year? What aspects went well and what aspects were challenging?

Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P).









Evaluator’s Feedback:





	









Performance Standard 4:  Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation, and use of resources.

Sample Performance Indicators :  Examples may include, but are not limited to:
The principal:
4.1	Demonstrates and communicates a working knowledge and understanding of Kentucky school laws and regulations, and school/district policies and procedures. 
4.2	Establishes, in collaboration with the school council, and enforces policies and procedures to ensure a safe, secure, efficient, and orderly facility and grounds.
4.3	Monitors and provides efficient supervision for all physical plant and related activities through an appropriate process.
4.4	Identifies potential organizational, operational, or resource-related problems and addresses them in a timely, consistent, and effective manner.
4.5	Reviews fiscal records regularly to ensure accountability for all funds.
4.6	In collaboration with the school council, plans and prepares a fiscally responsible budget to support the school’s mission and both long- and short-term goals through effective resource allocation. 
4.7	Follows state and local policies with regard to finances, school accountability, and reporting. 
4.8	Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in management decisions, and delegates duties as applicable, resulting in an effective and efficient workplace.

Suggested Guiding Questions/Prompts:
· Please explain the ways in which you have demonstrated proactive decision-making this year.
· Please provide an example of how you have been able to maximize your available resources.
· How do you establish routines and procedures for the smooth running of the school that staff members understand and follow?
· What information is used to inform the decisions related to organizational management?
· Instructional time is one of the most essential resources for student success in learning. What are you doing to protect instructional time?
· What are the strengths, weaknesses, opportunities, and challenges you have perceived in your school’s organizational management?

Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P).









Evaluator’s Feedback: 
	
Performance Standard 5: Communication and Community Relations
The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.

Sample Performance Indicators :  Examples may include, but are not limited to:
The principal:
5.1	Plans for and solicits staff, parent, and stakeholder input to promote effective decision-making and communication when appropriate. 
5.2	Communicates the mission and shared vision, long-and short-term goals, and the school improvement plan to all stakeholders.
5.3	Disseminates information to staff, parents, and other stakeholders in a timely manner through multiple channels and sources.
5.4	Involves students, parents, staff and other stakeholders in a collaborative effort to establish positive relationships.
5.5	Maintains visibility and accessibility to students, parents, staff, and other stakeholders. 
5.6	Speaks and writes in an explicit and professional manner to students, parents, staff, and other stakeholders.
5.7	Provides a variety of opportunities for parent and family involvement in school activities.
5.8	Collaborates and networks with colleagues and stakeholders to effectively utilize the resources and expertise available in the local community.
5.9	Advocates for students and acts to influence local, district, and state decisions affecting student learning.
5.10 	Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and cultural context that affects schooling based on relevant evidence.

Suggested Guiding Questions/Prompts:
· Please describe how you promote the success of all students through communication.
· How do you engage in open dialogue with multiple stakeholders from the larger school community?
· How do you involve parents and families in student learning?
· How do you disseminate needed information (such as student academic progress) to students, staff, parents, and the greater learning community?
· Please give an example of how you network with individuals and groups outside the school (e.g., business and government organizations) to build partnerships for pursuing shared goals.

Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P).














Evaluator’s Feedback: 



	Performance Standard 6: Professionalism
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in continuous professional learning, and contributing to the profession.

Sample Performance Indicators :  Examples may include, but are not limited to:
The principal:
6.1	Creates a culture of respect, understanding, sensitivity, and appreciation for students, staff, and other stakeholders, and models these attributes on a daily basis. 
6.2	Works within professional and ethical guidelines to improve student learning and to meet school, district, and state requirements. 
6.3	Maintains a professional appearance and demeanor.
6.4	Models professional behavior and cultural competency to students, staff, and other stakeholders.
6.5	Maintains confidentiality.
6.6 	Maintains a positive, optimistic, and straight-forward attitude.
6.7	Provides leadership in the exchange of ideas and information with staff and other professionals.
6.8	Works in a collegial and collaborative manner with other administrators, school personnel, and other stakeholders to communicate, promote, and support the shared vision, mission, and goals of the school district. 
6.9	Assumes responsibility for personal professional growth through accurate self-reflection on professional practice, and engages in continuous learning.
6.10	Contributes and supports the development of the profession through service as an instructor, mentor, coach, presenter, and/or researcher. 
6.11	Remains current with research related to educational issues, trends, and practices and maintains a high level of technical and professional knowledge.

Suggested Guiding Questions/Prompts:
· Please give an example of a way in which you have demonstrated your professionalism in activities outside the school district. 
· How do you communicate professional beliefs and values to all stakeholders?
· Give an example of a skill that you learned during professional interactions with colleagues that you have used successfully in your school.
· What professional learning have you sought out this year?
· In what ways have you observed a change in your role as a school leader and your leadership style?
· In what ways do you take an active role in professional organizations?

Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P).











Evaluator’s Feedback:











Elizabethtown Independent Schools
Assistant Principal Mid-Year Review
 (
Assistant Principal
: ___________________________________
Date of Mid-Year Conference
: __________________________
_______________________________________                              _________________________________________
     Asst. Principal Signature      Date                                                         Evaluator Signature                                  Date          
)

 (
Review 
progress on PGP.  
Comments:
)










 (
Additional Comments (Optional):
)










 (
Original – Principal/Evaluator                      Copy – Assistant Principal
)



Elizabethtown Independent Schools
Assistant Principal Summative Evaluation

Directions: This evaluation is completed by the Principal.  A Summative Rating is based on evidence collected with regard to the assistant principal’s Professional Practice.
Principal  Click here to enter text.		School Year:  Click here to enter text.	School      Click here to enter text.	

Performance Measure: Planning                                                                                                          Choose a rating
Performance Standard 3:  Human Resources Management                                     Choose a rating
Performance Standard 4:  Organizational Management                                            Choose a rating


Performance Measure: Environment                                                                                                  Choose a rating
Performance Standard 2:  School Climate                                                                      Choose a rating
Performance Standard 5:  Communication and Community Relations                 Choose a rating


Performance Measure: Instruction                                                                                                       Choose a rating     
Performance Standard 1:  Instructional Leadership                                                   Choose a rating


Performance Measure: Professionalism                                                                                             Choose a rating
Performance Standard 6:  Professionalism                                                                     Choose a rating





Comments Regarding Professional Practice (Optional):
_________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________










Elizabethtown Independent Schools
Assistant Principal Summative Evaluation

	CRITERIA FOR DETERMINING AN ASSISTANT PRINCIPAL’S 
OVERALL PERFORMANCE RATING

	IF…
	THEN…

	Principal or Assistant Principal is rated Exemplary in at least four of the standards and no standard is rated Developing or Ineffective
	Summative Rating shall be Exemplary

	Principal or Assistant Principal is rated Accomplished in at least four standards and no standard is rated Ineffective
	Summative Rating shall be Accomplished

	Principal or Assistant Principal is rated Developing in at least five standards
	Summative Rating shall be Developing

	Principal or Assistant Principal is rated Ineffective in two or more standards
	Summative Rating shall be Ineffective

	If data from a principal or assistant principal’s professional practice doesn’t fall specifically within this framework, a decision will be determined through the professional judgment of the evaluator.



	Summative Rating:           


Professional Growth Plan
Indicate the type of Professional Growth Plan the assistant principal will have following this evaluation.
	

	Professional Growth Plan
(This will be applicable only if the assistant principal remains in the same role for the following year.)

	Overall Performance Rating
	Description of Professional Growth Plan

	
	Ineffective
	Shall have a minimum of a PGP developed by the Evaluator.

	
	Developing
	Shall have a minimum of a PGP developed by the Evaluator.

	
	Accomplished
	Shall have a minimum of a PGP developed by the Evaluatee.

	
	Exemplary
	Shall have a minimum of a PGP developed by the Evaluatee.



Additional Comments (Optional):
__________________________________________________________________________________________________________________________________________________________
Evaluator’s Name ______________________________   Asst. Principal’s Name _________________________________
Evaluator’s Signature ___________________________   Asst. Principal’s Signature _______________________________
								       (Signature denotes receipt of the summative evaluation, not
 		                                                                                                                   necessarily agreement with the contents of the form.)
 (
Original - Evaluator’s Files                      Copy will be provided to the Assistant Principal
Copy will be placed in Assistant Principal’s Personnel File
)Date ___________________________                                        Date _____________________________ (
Original - Evaluator’s Files                      Copy - Principal
)
Elizabethtown Independent Schools
Principal Summative Evaluation

Directions: This evaluation is completed by the Superintendent/Designee.  An Overall Performance Rating is based on evidence collected with regard to the principal’s Professional Practice.

Principal  Click here to enter text.		School Year:  Click here to enter text.	School      Click here to enter text.	
Performance Measure: Planning								Choose a rating
Performance Standard 3:  Human Resources Management
The principal fosters effective human resources management by assisting with selection and induction, and by supporting, evaluating, and retaining quality instructional and support personnel.
Choose a rating
Performance Standard 4:  Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation, and use of resources.
Choose a rating

Performance Measure: Environment                                                                                                      Choose a rating 
Performance Standard 2:  School Climate 
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, and safe school climate for all stakeholders.
Choose a rating
Performance Standard 5:  Communication and Community Relations
The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.
Choose a rating

Performance Measure: Instruction                                                                                                          Choose a rating
Performance Standard 1:  Instructional Leadership 
The principal fosters the success of all students by facilitating the development, communication, implementation and evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.
Choose a rating

Performance Measure: Professionalism                                                                                                Choose a rating 
Performance Standard 6:  Professionalism
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in continuous professional learning, and contributing to the profession.
Choose a rating






Comments Regarding Professional Practice (Optional):
____________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________




Elizabethtown Independent Schools
Principal Summative Evaluation
	CRITERIA FOR DETERMINING A PRINCIPAL’S 
OVERALL PERFORMANCE RATING

	IF…
	THEN…

	Principal or Assistant Principal is rated Exemplary in at least four of the standards and no standard is rated Developing or Ineffective
	Overall Performance Rating shall be Exemplary

	Principal or Assistant Principal is rated Accomplished in at least four standards and no standard is rated Ineffective
	Overall Performance Rating shall be Accomplished

	Principal or Assistant Principal is rated Developing in at least five standards
	Overall Performance Rating shall be Developing

	Principal or Assistant Principal is rated Ineffective in two or more standards
	Overall Performance Rating shall be Ineffective

	If data from a principal or assistant principal’s professional practice doesn’t fall specifically within this framework, a decision will be determined through the professional judgment of the evaluator.



	
Summative Rating:           Choose an Overall Performance Category  


Professional Growth Plan
Indicate the type of Professional Growth Plan the principal will have following this evaluation.
	

	Professional Growth Plan
(This will be applicable only if the principal remains in the same role for the following year.)

	Overall Performance Rating
	Description of Professional Growth Plan

	
	Ineffective
	Shall have a minimum of a PGP developed by the Evaluator.

	
	Developing
	Shall have a minimum of a PGP developed by the Evaluator.

	
	Accomplished
	Shall have a minimum of a PGP developed by the Evaluatee.

	
	Exemplary
	Shall have a minimum of a PGP developed by the Evaluatee.



Additional Comments (Optional):
_____________________________________________________________________________
Evaluator’s Name _________________________________   Principal’s Name ___________________________________
Evaluator’s Signature ______________________________   Principal’s Signature ________________________________
								       (Signature denotes receipt of the summative evaluation, not
                                                                                                                   necessarily agreement with the contents of the form.)
Date ___________________________                                        Date _____________________________ (
Original - Evaluator’s Files                      Copy - Principal
)

 (
Original - Evaluator’s Files                      Copy will be provided to the Principal
Copy will be placed in Principal’s Personnel File
)





Elizabethtown Independent Schools 
Principal and Assistant Principal Timeline

	Date
	Activity

	October 31
	PGP is submitted to the evaluator

	November 15
	Date by which the evaluator must approve the principal or asst. principal’s PGP

	Fall Semester 
(for principals only)
	One Site Visit must be conducted.  The post-conference will occur within 10 working days of the site visit.

	December 1 – January 31
(for assistant principals only)
	Mid-Year Review

	April 15 
(for principals only)
	The second Site Visit must be conducted by this date.  The post-conference will occur within 10 working days of the site visit.

	May 10
	Date by which the summative evaluation must be completed.
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Elizabethtown Independent Schools
Observation/Site Visit Form:   

Date of Site Visit:   ________________________________________

     District Behavior Consultant:   _______________________

Evaluator:   ______________________________________________

Date of Site Visit Conference:   _______________________________

Evaluator’s Signature ______________________   District Behavior Consultant’s Signature __________________________
(Signature denotes receipt of the site visit and conference documentation, not necessarily agreement with the contents of the form.)
(A copy of the completed form will be provided to the employee.
The evaluator will keep the original copy of the form.)
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     Elizabethtown Independent Schools

Observation/Site Visit Form:   

Date of Site Visit:   ________________________________________

Gifted and Talented Education Coordinator:   __________________

Evaluator:   ______________________________________________

Date of Site Visit Conference:   _______________________________

Evaluator’s Signature ______________   Gifted and Talented Education Coordinator’s Signature _______________
					    (Signature denotes receipt of the site visit and conference documentation, not
						 necessarily agreement  with the contents of the form.)
(A copy of the completed form will be provided to the employee.
The evaluator will keep the original copy of the form.)



[bookmark: _MON_1518960181][bookmark: _MON_1518960476]




















Elizabethtown Independent Schools

Observation/Site Visit Form:   

Date of Site Visit:   ________________________________________

Professional Development Facilitator:   ________________________

Evaluator:   ______________________________________________

Date of Site Visit Conference:   _______________________________

Evaluator’s Signature ____________________   Professional Development Facilitator’s Signature _____________________
						    (Signature denotes receipt of the site visit and conference documentation, not
							 necessarily agreement  with the contents of the form.)
(A copy of the completed form will be provided to the employee.
The evaluator will keep the original copy of the form.)
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 Elizabethtown Independent Schools

Observation/Site Visit Form:   

Date of Site Visit:   ________________________________________

School Psychologist:   ______________________________________

Evaluator:   ______________________________________________

Date of Site Visit Conference:   _______________________________

Evaluator’s Signature ____________________________   School Psychologist’s Signature ___________________________
						            (Signature denotes receipt of the site visit and conference documentation, not
							 necessarily agreement  with the contents of the form.)
(A copy of the completed form will be provided to the employee.
The evaluator will keep the original copy of the form.)
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Elizabethtown Independent Schools

Observation/Site Visit Form:   

Date of Site Visit:   ________________________________________

Workforce Readiness Coordinator/Counselor:   _________________

Evaluator:   ______________________________________________

Date of Site Visit Conference:   _______________________________

Evaluator’s Signature ____________________   Workforce Readiness Coordinator’s Signature _______________________
						    (Signature denotes receipt of the site visit and conference documentation, not
							 necessarily agreement  with the contents of the form.)

(A copy of the completed form will be provided to the employee.
The evaluator will keep the original copy of the form.)



[bookmark: _MON_1518965101][bookmark: _MON_1518965115]





























Reflective Practice and 
Professional Growth Planning Template

	District Administrator 
	

	Position
	



Part A: Reflection on Standards for the District Administrator
Reflect on the effectiveness and adequacy of your practice in each of the performance standards.  Provide a rating (G =Growth Required; D = Developing; A = Accomplished; E=Exemplary) on each performance standard and list your strengths and areas for growth.
	Standard
	Self-Assessment
	Areas for Growth

	1. Strategic Leadership 
	G
	D
	A
	E
	

	2. Instructional Leadership 
	G
	D
	A
	E
	

	3. Cultural Leadership 
	G
	D
	A
	E
	

	4. Human Resource Leadership 
	G
	D
	A
	E
	

	5. Managerial Leadership 
	G
	D
	A
	E
	

	6. External Development Leadership 
	G
	D
	A
	E
	

	7. Micropolitical Leadership 
	G
	D
	A
	E
	

	8. Dispositions – Human Elements 
	G
	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. 





   Elizabethtown Independent Schools

Observation/Site Visit Form:   

Date of Site Visit:   ________________________________________

District Administrator:   ____________________________________

Evaluator:   ______________________________________________

Date of Site Visit Conference:   _______________________________

Evaluator’s Signature __________________________   District Administrator’s Signature ___________________________
						        (Signature denotes receipt of the site visit and conference documentation, not
							      necessarily agreement  with the contents of the form.)

(A copy of the completed form will be provided to the district administrator.
The evaluator will keep the original copy of the form.)
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Standard 1: Strategic Leadership  Superintendents create conditions that result in strategically reimaging the district’s vision, mission and goals to ensure that every student graduates from high school; is globally competitive in post-secondary education and the workforce, and is prepared for life in the 21st century. They create a community of inquiry that challenges itself to continually repurpose by building on the district’s core values and beliefs about the preferred future, and then developing a vision that reflects the future. 

Superintendents demonstrate effective strategic leadership practices when they: 

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Creates a working relationship with the local board of education that results in a shared vision for the district which guides the schools in preparing students to enter the changing world of the 21st century Vision-Relationships A. Models  and   provides support  for others to build collaborative  working relationships;  facilitates development of a  board - superintendent team  characterized by candor, deep  listening, a collaborative spirit  and openness to 21 st   century  change    A. Has a collaborative working  relationship with the local  board and stakeholders  A. Develops a working  relationship with the local  board of education and  stakeholders  A. Makes obligatory contacts  with local board and  stakeholders  

B. Systematically challenges the status quo by leading change with potentially beneficial outcomes Strategic Planning  (Development) B. Intentionally involves internal  and   external stakeholders to  create/sustain a shared vision,  collecting feedback, resolving   conflicts, and using the vision to  drive decisions that reflect the  culture of the school district  B . Challenges the status quo,  leads strategic planning, and  leads change toward identified  priorities, high goals, high  expectations,  and beneficial  outcomes  B . Institutes open discussions   regarding strategic planning  and institutes change toward  some new outcomes  B . Maintains status quo and  does not institute strategic  planning or change  

C. Systematically considers new and innovative ways of accomplishing tasks and is comfortable with major changes in how processes are implemented Vision-Culture C. Creates a culture in which  board,  principals and other  administrators, teachers, and  other district staff understand  the vision, holding each othe r  mutually accountable  for new  and innovative ways of  accomplishing tasks  C. Creates processes that  ensure district identity, drive  decisions, and reflect the  preferred culture  C. Creates processes that  develop district identity  C. Accepts current distric t  identity and maintains current  district culture  

D. Models and reinforces the culture and vision of the district by having open discussion sessions with teachers, school executives, staff, board members, parents, and other stakeholders regarding the strategic direction of the district, and encourages feedback on how to better attain the district’s vision, mission and goals Vision-Monitor D. Explores new and innovative  processes with mutual  stakeholder involvement and  feedback to monitor progress  towar d the vision (21 st   century  learning), mission, high goals  and expectations, and preferred  culture    D. Leads a process that  monitors progress toward the  vision (21 st   century learning),  mission, high goals and  expectations, and preferred  culture of the district  D. Develops the vision (21 st   century learning), mission, and  high goals and coveys the  preferred culture of the district  D. Has not begun work on a  district vis ion or goals  
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		Standard 1: Strategic Leadership 

Superintendents create conditions that result in strategically reimaging the district’s vision, mission and goals to ensure that every student graduates from high school; is globally competitive in post-secondary education and the workforce, and is prepared for life in the 21st century. They create a community of inquiry that challenges itself to continually repurpose by building on the district’s core values and beliefs about the preferred future, and then developing a vision that reflects the future.



		Superintendents demonstrate effective strategic leadership practices when they:



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Creates a working relationship with the local board of education that results in a shared vision for the district which guides the schools in preparing students to enter the changing world of the 21st century

Vision-Relationships

		A. Models and provides support for others to build collaborative working relationships; facilitates development of a board-superintendent team characterized by candor, deep listening, a collaborative spirit and openness to 21st century change  

		A. Has a collaborative working relationship with the local board and stakeholders

		A. Develops a working relationship with the local board of education and stakeholders

		A. Makes obligatory contacts with local board and stakeholders



		B. Systematically challenges the status quo by leading change with potentially beneficial outcomes

Strategic Planning  (Development)

		B. Intentionally involves internal and external stakeholders to create/sustain a shared vision, collecting feedback, resolving conflicts, and using the vision to drive decisions that reflect the culture of the school district

		B. Challenges the status quo, leads strategic planning, and leads change toward identified priorities, high goals, high expectations,  and beneficial outcomes

		B. Institutes open discussions  regarding strategic planning and institutes change toward some new outcomes

		B. Maintains status quo and does not institute strategic planning or change



		C. Systematically considers new and innovative ways of accomplishing tasks and is comfortable with major changes in how processes are implemented

Vision-Culture

		C. Creates a culture in which board,  principals and other administrators, teachers, and other district staff understand the vision, holding each other mutually accountable  for new and innovative ways of accomplishing tasks

		C. Creates processes that ensure district identity, drive decisions, and reflect the preferred culture

		C. Creates processes that develop district identity

		C. Accepts current district identity and maintains current district culture



		D. Models and reinforces the culture and vision of the district by having open discussion sessions with teachers, school executives, staff, board members, parents, and other stakeholders regarding the strategic direction of the district, and encourages feedback on how to better attain the district’s vision, mission and goals

Vision-Monitor

		D. Explores new and innovative processes with mutual stakeholder involvement and feedback to monitor progress toward the vision (21st century learning), mission, high goals and expectations, and preferred culture



		D. Leads a process that monitors progress toward the vision (21st century learning), mission, high goals and expectations, and preferred culture of the district

		D. Develops the vision (21st century learning), mission, and high goals and coveys the preferred culture of the district

		D. Has not begun work on a district vision or goals
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

E. Serves as a driving force behind major initiatives that help students acquire 21st century skills Strategic Planning-Implementation E. Models/Instructs others in  the  development,  implementation and evaluation  of  21 st   century learning goals  E. Is a driving force in the  development and  implementation of the district’s  Strategic Plan to realize 21 st   century learning goals  E. Facilitates discussion and the  strategic  development of the  district’s Improvement Plan to  realize goals  E. Operates unilaterally or with  limited input under existing  improvement plans  

F. Creates processes that provide for the development, periodic review, and revision of the district’s vision, mission and strategic goals by all stakeholders Strategic Planning-Development F. Models/instructs in the art of  strategic planning and  developing a sustainable  continuous improvement model  with all stakeholders  F. Creates processes to develop,  review and  revise vision, mission  and goals with all stakeholders  F. Periodically reviews vision,  mission and goals with some  stakeholders     F. Creates vision, mission and  goals unilaterally or with limited  input  

G. Creates processes to insure the district’s identity (vision, mission, values, beliefs and goals) actually drives decisions and reflects the preferred culture of the district Strategic Planning-(Implementation) G. Models/ instructs others in  leading best or innovative  practices ; insures a continuou s  cycle of assessment, reflection,  and changes in practice around  21 st   century student learning   G. Creates processes that ensure  district identity, drives decisions,  and reflect the preferred culture  G. Creates processes that develop  district identity  G.  Accepts current district  identity and maintains current  district culture  

H. Facilitates the collaborative development of annual school improvement plans to realize strategic goals and objectives, adhering to statutory requirements Strategic Planning (Development) H. Explores new mechanisms  and approaches to  facilitate/monitor collaborative  development of district and  school improvement plans that  realize 21 st   century learning  goals  H. Facilitates and monitors  collaborative development of  improvement p lans that realize  goals and adhere to state  statutes   H. Monitors school improvement  plans  H. Offers limited feedback on  SIPs; requests copies of SIPS for  files/   documentation  

I. Facilitates the development and implementation of a district strategic plan, aligned to the mission and goals set by the Kentucky Board of Education and local priorities, using multiple sources of data (e.g. student performance data, data from KREP, universal screeners, TELL Surveys) in concert with the local board of education Strategic Planning (Monitoring/Evaluation) I. Assures that data is available  and systematically used to  assess progress toward the  vision and communicate results  to the board, staff, and  community and formulates  plans to bring about necessary  changes; Operates as a strategic  planning resource for o thers     I. Develops, implements, and  monitors the strategic plan  aligned to the mission and goals  with multiple sources of data in  consort with the Board of  Education  I. Uses state test data to develop,  implement and monitor strategic  plan  I. Misses opport unities to  use  data to develop, implement, and  monitor strategic plan  

J. Determines financial priorities in concert with the local board of education based on the CDIP and CSIPs Strategic Planning (Resourcing) J. Continually assesses and  redesigns  financial priorities to  maximize and augment  available resources  J. Develops financial priorities  with the local board based on the  improvement plans   J. Manages the budget in such a  way as to maintain current  operations and practices  J. Demonstrates limit ed  understanding of district budget  
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		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		E. Serves as a driving force behind major initiatives that help students acquire 21st century skills

Strategic Planning-Implementation

		E. Models/Instructs others in the development, implementation and evaluation of  21st century learning goals

		E. Is a driving force in the development and implementation of the district’s Strategic Plan to realize 21st century learning goals

		E. Facilitates discussion and the strategic development of the district’s Improvement Plan to realize goals

		E. Operates unilaterally or with limited input under existing improvement plans



		F. Creates processes that provide for the development, periodic review, and revision of the district’s vision, mission and strategic goals by all stakeholders

Strategic Planning-Development

		F. Models/instructs in the art of strategic planning and developing a sustainable continuous improvement model with all stakeholders

		F. Creates processes to develop, review and revise vision, mission and goals with all stakeholders

		F. Periodically reviews vision, mission and goals with some stakeholders 



		F. Creates vision, mission and goals unilaterally or with limited input



		G. Creates processes to insure the district’s identity (vision, mission, values, beliefs and goals) actually drives decisions and reflects the preferred culture of the district

Strategic Planning-(Implementation)

		G. Models/ instructs others in leading best or innovative practices ; insures a continuous cycle of assessment, reflection, and changes in practice around 21st century student learning 

		G. Creates processes that ensure district identity, drives decisions, and reflect the preferred culture

		G. Creates processes that develop district identity

		G. Accepts current district identity and maintains current district culture



		H. Facilitates the collaborative development of annual school improvement plans to realize strategic goals and objectives, adhering to statutory requirements

Strategic Planning (Development)

		H. Explores new mechanisms and approaches to facilitate/monitor collaborative development of district and school improvement plans that realize 21st century learning goals

		H. Facilitates and monitors collaborative development of improvement plans that realize goals and adhere to state statutes 

		H. Monitors school improvement plans

		H. Offers limited feedback on SIPs; requests copies of SIPS for files/

documentation



		I. Facilitates the development and implementation of a district strategic plan, aligned to the mission and goals set by the Kentucky Board of Education and local priorities, using multiple sources of data (e.g. student performance data, data from KREP, universal screeners, TELL Surveys) in concert with the local board of education

Strategic Planning (Monitoring/Evaluation)

		I. Assures that data is available and systematically used to assess progress toward the vision and communicate results to the board, staff, and community and formulates plans to bring about necessary changes; Operates as a strategic planning resource for others 



		I. Develops, implements, and monitors the strategic plan aligned to the mission and goals with multiple sources of data in consort with the Board of Education

		I. Uses state test data to develop, implement and monitor strategic plan

		I. Misses opportunities to  use data to develop, implement, and monitor strategic plan



		J. Determines financial priorities in concert with the local board of education based on the CDIP and CSIPs

Strategic Planning (Resourcing)

		J. Continually assesses and redesigns financial priorities to maximize and augment available resources

		J. Develops financial priorities with the local board based on the improvement plans 

		J. Manages the budget in such a way as to maintain current operations and practices

		J. Demonstrates limited understanding of district budget
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

K. Facilitates the implementation of federal, state, and local education policies Policies  K. Explains/interprets federal,  state and local policies, their  impact on educational  operations and facilitates the  implementation of these  policies  K. Facilitates federal, state and  local policy implementation   K. Implements some state and  local policies     K Demonstrates lack of  knowledge or attention to  policies that affect the district  

L. Facilitates the setting of high, concrete goals and the expectations that all students meet them Strategic Planning (Goals)  L. Explores new avenues and  creative opportunities for  students to achieve goals  and   expectations and encourages  others to do t he same  L. Facilitates setting high,  concrete goals and expectations  for student attainment  L. Expects high, concrete goals  to be set for students    L. Allows others to set goals  that are too low for students    

M. Monitors progress in meeting district goals Strategic Planning (Goals)  M. Sets visionary goals for self  and the district and shares both  progress and setbacks with  others   M. Monitors district progress in  meeting goals  M. Sets district goals; but does  not monitor   M. Does not set district goals    

N. Communicates strong professional beliefs about schools, learning, and teaching that reflect the latest research and best practices in preparing students for success in post secondary education, in work, and for life in the 21st century Strategic Planning (Beliefs/Best Practice)  N. Participates in cutting edge  research on teaching  and   learning  and uses best  practices in preparing students  for 21 st   century learning and  post - secondary work   N. Communicates strong beliefs  about teaching and learning  based  on research and best  practice in preparing students  for post - secondary work  N. Communicates beliefs about  teaching and learning but may  not be driven by research  findings    N. Remains silent about  teaching  and   learning beliefs    

O. Creates processes to distribute leadership through the district  Distributed Leadership O. Empowers others to create a  leadership mindset/“think tank”  that encourages distribution  O. Creates processes to  distribute leadership  O. Distributes a few leadership  functions  O. Maintains  control of  leadership functions  
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		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		K. Facilitates the implementation of federal, state, and local education policies

Policies



		K. Explains/interprets federal, state and local policies, their impact on educational operations and facilitates the implementation of these policies

		K. Facilitates federal, state and local policy implementation 

		K. Implements some state and local policies 



		K Demonstrates lack of knowledge or attention to policies that affect the district



		L. Facilitates the setting of high, concrete goals and the expectations that all students meet them

Strategic Planning (Goals)



		L. Explores new avenues and creative opportunities for students to achieve goals and expectations and encourages others to do the same

		L. Facilitates setting high, concrete goals and expectations for student attainment

		L. Expects high, concrete goals to be set for students



		L. Allows others to set goals that are too low for students





		M. Monitors progress in meeting district goals

Strategic Planning (Goals)



		M. Sets visionary goals for self and the district and shares both progress and setbacks with others 

		M. Monitors district progress in meeting goals

		M. Sets district goals; but does not monitor 

		M. Does not set district goals





		N. Communicates strong professional beliefs about schools, learning, and teaching that reflect the latest research and best practices in preparing students for success in post secondary education, in work, and for life in the 21st century

Strategic Planning (Beliefs/Best Practice)



		N. Participates in cutting edge research on teaching and learning  and uses best practices in preparing students for 21st century learning and post-secondary work 

		N. Communicates strong beliefs about teaching and learning based on research and best practice in preparing students for post-secondary work

		N. Communicates beliefs about teaching and learning but may not be driven by research findings



		N. Remains silent about teaching and learning beliefs





		O. Creates processes to distribute leadership through the district 

Distributed Leadership

		O. Empowers others to create a leadership mindset/“think tank” that encourages distribution

		O. Creates processes to distribute leadership

		O. Distributes a few leadership functions

		O. Maintains control of leadership functions
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Standard 2:  Instructional Leadership The core business of school superintendents must always be teaching and learning in a system committed to shared values and beliefs, and challenging, equitable education programs and learning experiences for all students. The moral imperative of school district leadership is to create and sustain schools where all students learn, where performance gaps are systematically eliminated over time, and where the primary goal of the adults in the system is to ensure that every student graduates from high school “college-and –career ready”, prepared for a productive life in the 21st century.   Effective superintendents facilitate the stewardship of learning by creating professional learning communities focused on highly engaging, relevant instruction and improved student learning. They set specific achievement targets for schools and students and then monitor those targets, ensuring consistent use of research-based best instructional practices in all schools and classrooms. 

Superintendents demonstrate effective instructional leadership practices when they: 

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Leads with a clear, high profile focus on learning and teaching grounded on high expectations and goals Learning/teaching focus; High Expectations A. Operates as a mentor in  helping others focus on  learning/ teaching grounded in  high expectations and goals;   motivates others to seek  continuous improvement and  innovation in student learning  to achieve the district’s goals  A. Sets clear and high profile  focus on learning/ teaching  grounded in high expec tations  and goals  A. Leads  the    focus on learning/teaching    A. Communicates a focus on  learning/teaching    

B. Models learning for staff and students Professional Learning  B. Uses evaluation and  professional development as  tools to explore opportunities    for improving student learning     B. Models learning for staff and  students  B. Applies learning from  professional development and  expects learning for students  and staff  B. Participates in professional  development opportunities  

C. Communicates high expectations for student achievement to staff and stakeholders High Expectations  C. Creates a sense of collective  mission and efficacy in the  improvement of student  learning and achievement at  high levels   C. Demands/expects high levels  of student achieve ment   C. Sets and communicates high  expectations for student  achievement    C. Accepts current levels of  student achievement   

D. Challenges staff to reflect deeply on, define, and deliver  the knowledge, skills, and concepts essential for ensuring every student graduates from high school globally competitive, ready for college and career, and prepared for a productive life in the 21st century Curriculum/Instruction High Expectations D. Operates as a role model  in  reflecting on, defining and  delivering  skills and concepts  necessary to graduate college  and career ready students who  are prepared for the 21 st   century  D. Challenges staff to reflect on,  define and deliver skills and  concepts necessary to graduate  both college and career ready  and prepared for   the 21 st   century  D. Focuses on graduation and  college and career readiness in  the 21 st   century     D. Focuses on graduation but  does not emphasize 21 st   century preparedness  
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Standard 2:  Instructional Leadership

The core business of school superintendents must always be teaching and learning in a system committed to shared values and beliefs, and challenging, equitable education programs and learning experiences for all students. The moral imperative of school district leadership is to create and sustain schools where all students learn, where performance gaps are systematically eliminated over time, and where the primary goal of the adults in the system is to ensure that every student graduates from high school “college-and –career ready”, prepared for a productive life in the 21st century. 



Effective superintendents facilitate the stewardship of learning by creating professional learning communities focused on highly engaging, relevant instruction and improved student learning. They set specific achievement targets for schools and students and then monitor those targets, ensuring consistent use of research-based best instructional practices in all schools and classrooms.



		Superintendents demonstrate effective instructional leadership practices when they:



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Leads with a clear, high profile focus on learning and teaching grounded on high expectations and goals

Learning/teaching focus; High Expectations

		A. Operates as a mentor in helping others focus on learning/ teaching grounded in high expectations and goals;

motivates others to seek continuous improvement and innovation in student learning to achieve the district’s goals

		A. Sets clear and high profile focus on learning/ teaching grounded in high expectations and goals

		A. Leads  the 

focus on learning/teaching



		A. Communicates a focus on learning/teaching





		B. Models learning for staff and students

Professional Learning



		B. Uses evaluation and professional development as tools to explore opportunities 

for improving student learning   

		B. Models learning for staff and students

		B. Applies learning from professional development and expects learning for students and staff

		B. Participates in professional development opportunities



		C. Communicates high expectations for student achievement to staff and stakeholders

High Expectations



		C. Creates a sense of collective mission and efficacy in the improvement of student learning and achievement at high levels 

		C. Demands/expects high levels of student achievement 

		C. Sets and communicates high expectations for student achievement



		C. Accepts current levels of student achievement 



		D. Challenges staff to reflect deeply on, define, and deliver  the knowledge, skills, and concepts essential for ensuring every student graduates from high school globally competitive, ready for college and career, and prepared for a productive life in the 21st century

Curriculum/Instruction

High Expectations

		D. Operates as a role model  in reflecting on, defining and delivering skills and concepts necessary to graduate college and career ready students who are prepared for the 21st century

		D. Challenges staff to reflect on, define and deliver skills and concepts necessary to graduate both college and career ready and prepared for the 21st century

		D. Focuses on graduation and college and career readiness in the 21st century 



		D. Focuses on graduation but does not emphasize 21st

century preparedness
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

E. Establishes and sustains a system that operates as a collaborative learning organization through structures (including effective, high performing professional learning communities) that support improved instruction and student learning at all levels Professional Learning E. Creates a district - wide  commitment to understanding  and addressing  sustained  progress in student learning;  evaluates professional  development activities   systematically and  collaboratively to assure  effectiveness   E. Establishes and sustains  the  struc ture for a collaborative  learning organization (including  PLCs) that supports improved  instruction and student learning  E. Supports a collaborative  learning organization including  PLCs  E. Favors a unilateral message  regarding  improved instruction  

F. Monitors effectiveness of instructional programs at the student, group, and programmatic level F. Actively monitors the  effectiveness of the  instructional programs in the  district; shares professional  perspective on the district’s  progress and/or setbacks wi th  respective administrative staff  and leads collaboration with  them to ensure success  F.   Routinely m onitors  the  effectiveness of the  instructional programs in the  district; shares professional  perspective on the district’s  progress and/or setbacks wi th  re spective administrative staff  F .  Monitors the effectiveness of  the instructional programs in  the district  F .  Occasionally monitors the  effectiveness of the  instructional program, but  delegates routine monitoring to  other administrative staff  

G. Monitors the efficient use of funds for student learning that produces effective results G .  Actively monitors the  efficient use of funds for  student learning; shares  professional perspective on the  district’s progress and/or  setbacks wi th  respective  administrative  staff and leads  collaboration with them to  ensure success  G .  Routinely monitors the  efficient use of funds for  student learning in the district;  shares professional perspective  on the district’s progress and/or  setbacks wi th  respective  administrative staff  G .  Monitors the efficient use of  funds for student learning in  the district  G .  Occasionally monitors the  efficient use of funds for  student learning, but delegates  routine monitoring to other  administrative staff    
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		E. Establishes and sustains a system that operates as a collaborative learning organization through structures (including effective, high performing professional learning

communities) that support improved instruction and student learning at all levels

Professional Learning

		E. Creates a district-wide commitment to understanding and addressing  sustained progress in student learning; evaluates professional development activities  systematically and collaboratively to assure effectiveness 

		E. Establishes and sustains  the structure for a collaborative learning organization (including PLCs) that supports improved instruction and student learning

		E. Supports a collaborative learning organization including PLCs

		E. Favors a unilateral message regarding  improved instruction



		F. Monitors effectiveness of instructional programs at the student, group, and programmatic level

		F. Actively monitors the effectiveness of the instructional programs in the district; shares professional perspective on the district’s progress and/or setbacks with respective administrative staff and leads collaboration with them to ensure success

		F. Routinely monitors the effectiveness of the instructional programs in the district; shares professional perspective on the district’s progress and/or setbacks with respective administrative staff

		F. Monitors the effectiveness of the instructional programs in the district

		F. Occasionally monitors the effectiveness of the instructional program, but delegates routine monitoring to other administrative staff



		G. Monitors the efficient use of funds for student learning that produces effective results

		G. Actively monitors the efficient use of funds for student learning; shares professional perspective on the district’s progress and/or setbacks with respective administrative staff and leads collaboration with them to ensure success

		G. Routinely monitors the efficient use of funds for student learning in the district; shares professional perspective on the district’s progress and/or setbacks with respective administrative staff

		G. Monitors the efficient use of funds for student learning in the district

		G. Occasionally monitors the efficient use of funds for student learning, but delegates routine monitoring to other administrative staff
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Standard 3: Cultural Leadership Superintendents understand and act on the important role a system’s culture has in the exemplary performance of all schools. They understand the people in the district and community, how they came to their current state, and how to connect with their traditions in order to move them forward to support the district’s efforts to achieve individual and collective goals. While supporting and valuing the history, traditions and norms of the district and community, a superintendent must be able to “re-culture” the district, if needed, to align with the district’s goals of improving student and adult learning and to infuse the work of the adults and students with passion, meaning and purpose. 

Superintendents practice effective cultural leadership when they:  

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Communicates strong ideals and beliefs about schooling, teaching, student learning, and professional learning communities with all stakeholders and then operates from those beliefs Stakeholder/Community Involvement  A. Models in words and actions  a pervasive commitment to the  highest standards of ethical and  professional behavior that  influences employees, board,  and other stakeholders to act  with a high degree of   professionalism, respect, and  trustworthiness   A. Com municates strong beliefs  about schooling, teaching, and  PLCs with stakeholders and  operates by those beliefs    A. Communicates shared beliefs  about schooling, teaching, and  PLCs with stakeholders  A. Communicates personal  beliefs about school and  teaching     

B. Builds community understanding of what is required to ensure that every public school student graduates from high school globally competitive for work and post‐secondary education and prepared for life in the 21st century Stakeholder/Community Involvement B. Leads in the creation of  enthusiasm regarding 21 st   century preparation in a global  economy and college and  career readiness; Develops  strategies with administrators  and teachers to engage the  community in activities that  underscore the importance of  college and career readiness  B. Builds community  underst anding of 21st century  preparation in a global  economy and college and  career readiness    B. Supports 21st century  preparation in a global  economy and college and  career readiness    B. Focuses on student  preparation for progress within  the school system    

C. Creates a school system (and not a “system of schools”) in which shared vision and equitable practices are the norm  Vision/Beliefs  C. Models for others in the  creation of a shared vision and  equitable practices; Creates a  climate in which district  emp loyees are highly conscious  of ethical and professional  expectations and hold each  other accountable  C. Creates a school system with  a norm of a shared vision and  equitable practices  C. Sets and shares vision and  establishes equitable practices    C. Has a personal vision for the  school system   

D. Builds trust and promotes relationships and a sense of well‐being between and among staff, students, parents, and the community at large Stakeholder/Community Involvement D. Leads trainings on climate  bui lding ; includes measures of  student and employee well - being and community  satisfaction in the district and  systematically reviews  outcomes to make necessary  changes    D. Builds trust, promotes  relationships, promotes a sense  of well - being between and  amon g all stakeholders  D. Builds relationships and trust  with staff and students      D. Expects to receive staff and  student trust    
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Standard 3: Cultural Leadership

Superintendents understand and act on the important role a system’s culture has in the exemplary performance of all schools. They understand the people in the district and community, how they came to their current state, and how to connect with their traditions in order to move them forward to support the district’s efforts to achieve individual and collective goals. While supporting and valuing the history, traditions and norms of the district and community, a superintendent must be able to “re-culture” the district, if needed, to align with the district’s goals of improving student and adult learning and to infuse the work of the adults and students with passion, meaning and purpose.



		Superintendents practice effective cultural leadership when they: 



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Communicates strong ideals and

beliefs about schooling, teaching, student learning, and professional learning communities with all stakeholders and then operates from those beliefs

Stakeholder/Community Involvement



		A. Models in words and actions a pervasive commitment to the highest standards of ethical and professional behavior that influences employees, board, and other stakeholders to act with a high degree of  professionalism, respect, and trustworthiness 

		A. Communicates strong beliefs about schooling, teaching, and PLCs with stakeholders and operates by those beliefs



		A. Communicates shared beliefs about schooling, teaching, and PLCs with stakeholders

		A. Communicates personal beliefs about school and teaching 





		B. Builds community understanding of what is required to ensure that every public school student graduates from high school globally competitive for work and post‐secondary education and prepared for life in the 21st century

Stakeholder/Community Involvement

		B. Leads in the creation of enthusiasm regarding 21st century preparation in a global economy and college and career readiness; Develops strategies with administrators and teachers to engage the community in activities that underscore the importance of college and career readiness

		B. Builds community understanding of 21st century preparation in a global economy and college and career readiness



		B. Supports 21st century preparation in a global economy and college and career readiness



		B. Focuses on student preparation for progress within the school system





		C. Creates a school system (and

not a “system of schools”) in which shared vision and equitable practices are the norm 

Vision/Beliefs



		C. Models for others in the creation of a shared vision and equitable practices; Creates a climate in which district employees are highly conscious of ethical and professional expectations and hold each other accountable

		C. Creates a school system with a norm of a shared vision and equitable practices

		C. Sets and shares vision and establishes equitable practices



		C. Has a personal vision for the school system 



		D. Builds trust and promotes relationships and a sense of well‐being between and among staff, students, parents, and the community at large

Stakeholder/Community Involvement

		D. Leads trainings on climate building ; includes measures of student and employee well-being and community satisfaction in the district and systematically reviews outcomes to make necessary changes  

		D. Builds trust, promotes relationships, promotes a sense of well-being between and among all stakeholders

		D. Builds relationships and trust with staff and students





		D. Expects to receive staff and student trust










image51.emf
Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

E. Systematically and fairly  acknowledges the areas of need and celebrates accomplishments of the district Celebrate/Acknowledge E. Creates/leads  celebrations/activities for  recognition and solicits active  input on areas of need    E. Celebrates accomplishments  and develops plans to advance  accomplishments and address  identified areas of need    E. Acknowledges  accomplishments and identifies  areas of need     E. Discerns accomplishm ents  and begins investigating areas  of need       

F. Visibly supports and actively engages in the positive, culturally responsive traditions of the community Stakeholder/Community Involvement  F.  Engages stakeholders to  develop a district - wide  welcoming culture that honors  the values, and traditions of  diverse groups, celebrates their  accomplishments and  integrates diverse  representation into the school  /district   F. Visibly supports and actively  e ngages in traditions of the  community  F. Participates in community  traditions    F. Attends some community  functions  

G. Creates opportunities for both staff involvement in the community and community involvement in the schools Stakeholder/Community Involvement  G. Leads opportunities for  involvement between the  community and the schools;    establishes partnerships with  families and community groups  to leverage involvement  G. Creates opportunities for  staff involvement in the  community and community  involvement in the schools    G. Investigates and creates  opportunities for staff  involvement in the community    G. Expects staff to attend some   school functions  

H. Creates an environment in which diversity is valued and promoted Diversity  H. Creates  and   leads activities  and   traditions that promote  diversity;   creates a climate in which  stakeholders constructively  discuss their own views on  diversity;   fosters formal and  informal partnerships with  diverse groups to support  mutual  goals  H. Creates an enviro nment in  which diversity is valued and  promoted  H. Is sensitive to diversity issues  H. Responds to diversity issues  when they occur  
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		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		E. Systematically and fairly 

acknowledges the areas of need and celebrates accomplishments of the district

Celebrate/Acknowledge

		E. Creates/leads celebrations/activities for recognition and solicits active input on areas of need



		E. Celebrates accomplishments and develops plans to advance accomplishments and address identified areas of need



		E. Acknowledges accomplishments and identifies areas of need 



		E. Discerns accomplishments and begins investigating areas of need 







		F. Visibly supports and actively

engages in the positive, culturally responsive traditions of the community

Stakeholder/Community Involvement



		F. Engages stakeholders to develop a district-wide welcoming culture that honors the values, and traditions of diverse groups, celebrates their accomplishments and integrates diverse representation into the school /district 

		F. Visibly supports and actively engages in traditions of the community

		F. Participates in community traditions



		F. Attends some community functions



		G. Creates opportunities for

both staff involvement in the

community and community

involvement in the schools

Stakeholder/Community Involvement



		G. Leads opportunities for involvement between the community and the schools; 

establishes partnerships with families and community groups to leverage involvement

		G. Creates opportunities for staff involvement in the community and community involvement in the schools



		G. Investigates and creates opportunities for staff involvement in the community



		G. Expects staff to attend some  school functions



		H. Creates an environment in which diversity is valued and promoted

Diversity



		H. Creates and leads activities and traditions that promote diversity;

creates a climate in which stakeholders constructively discuss their own views on diversity; fosters formal and informal partnerships with diverse groups to support mutual  goals

		H. Creates an environment in which diversity is valued and promoted

		H. Is sensitive to diversity issues

		H. Responds to diversity issues when they occur
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Standard 4: Human Resource Leadership Superintendents ensure the district is a professional learning community with process and systems in place that result in recruitment, induction, support, evaluation, development and retention of a high-performing, diverse staff. Superintendents use distributed leadership to support learning and teaching, plan professional development, and engage in district leadership succession planning . 

Superintendents practice effective human resource leadership when they: 

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Ensures necessary resources, including time and personnel, are allocated to achieve the district’s goals for achievement and instruction Resourcing A. Solicits faculty/staff input on  ways to provide necessary  resources to achieve district  goals  A. Ensures necessary resources  (including time and personnel)  are  allocated to achieve district  goals  A. Makes plans to allocate  resources to achieve district  goals    A. Maintains allocation of   resources for current purposes    

B. Provides for the development of effective professional learning communities aligned with the district strategic plan, focused on results, and characterized by collective responsibility for the 21st century student learning Professional Learning B. Uses the PLC model on  district committees that align  initiatives  and   focus on  collective responsibility for 21 st   century student  learning  B. Provides for PLC  development aligned with  district initiatives  and   focused  on collective responsibility for  21 st   century student  learning  B. Provides for PLC design and  development;   monitors  progress of development of  PLCs     B. Receives and reads reports  about school progress;  researches/   investigates the development of  PLCs  

C. Participates in consistent, sustained, and open communication with school executives particularly about how policies and practices relate to the district mission and vision Policies/Procedures  C. Reviews, revamps  and  creates policies/procedures that  more adequately address vision  and mission; motivates  administrators, teachers, and  other members of the  school  community to seek  improvement in district policies,  practices, and resources to  support student learning;   collaborates with members of  diverse groups to identify and  eliminate district policies and  practices that have  discriminatory effects   C. Part icipates in    consistent communication with  school executives about how  policies/ procedures relate to  vision and mission  C. Communicates with school  executives about policies and  procedures    C. Distributes policies  and   procedures (electronically and  in wri ting)  for school executives  to read  and   follow    
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		Standard 4: Human Resource Leadership

Superintendents ensure the district is a professional learning community with process and systems in place that result in recruitment, induction, support, evaluation, development and retention of a high-performing, diverse staff. Superintendents use distributed leadership to support learning and teaching, plan professional development, and engage in district leadership succession planning .



		Superintendents practice effective human resource leadership when they:



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Ensures necessary resources, including time and personnel, are allocated to achieve the district’s goals for achievement and instruction

Resourcing

		A. Solicits faculty/staff input on ways to provide necessary resources to achieve district goals

		A. Ensures necessary resources (including time and personnel) are allocated to achieve district goals

		A. Makes plans to allocate resources to achieve district goals



		A. Maintains allocation of  resources for current purposes





		B. Provides for the development of effective professional learning communities aligned with the district strategic plan, focused on results, and characterized by collective responsibility for the 21st century student learning

Professional Learning

		B. Uses the PLC model on district committees that align initiatives and focus on collective responsibility for 21st century student  learning

		B. Provides for PLC development aligned with district initiatives and focused on collective responsibility for 21st century student  learning

		B. Provides for PLC design and development; monitors progress of development of PLCs 



		B. Receives and reads reports about school progress; researches/

investigates the development of PLCs



		C. Participates in consistent, sustained, and open communication with school executives particularly about how policies and practices relate to the district mission and vision

Policies/Procedures



		C. Reviews, revamps  and creates policies/procedures that more adequately address vision and mission; motivates administrators, teachers, and other members of the school community to seek improvement in district policies, practices, and resources to support student learning;

collaborates with members of diverse groups to identify and eliminate district policies and practices that have discriminatory effects 

		C. Participates in 

consistent communication with school executives about how policies/ procedures relate to vision and mission

		C. Communicates with school executives about policies and procedures



		C. Distributes policies and procedures (electronically and in writing)  for school executives to read and follow
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

D. Models the importance of continued adult learning by engaging in activities to develop professional knowledge, skill, and abilities Professional Learning D. Offers professional   deve lopment in areas of  expertise; s eeks higher  education degrees and  certification;  e ngages  in/provides activities to develop  and enhance professional  knowledge, skills, and abilities  D. Models importance of  continued adult learning by  engaging in and  using activities  to develop and enhance  professional knowledge, skills,  and abilities  D. Stresses importance of  continued adult learning    D. Participates in professional  development opportunities  

E. Communicates a positive attitude about the ability of personnel to accomplish substantial outcomes Expectations  E.  Establishes feedback groups,  solicits input, and encourages  others to convey a positive  attitude about the ability of  personnel to reach high  expectations and accomplish    substantial outcomes   E. Communicates expectations  and conveys a positive attitude  about the ability of personnel  to reach high expectations and  accomplish substantial    outcomes     E. Sets high expectations and  substantial outcomes     E. Communicates current levels  of expectation s and support to  personnel   

F. Creates processes for educators to assume leadership and decision‐ making roles Staffing F. Offers shadowing experiences  and active mentoring to  encourage assumption of  leadership and decision - making  roles;  F. Creates processes for  educators to successfully  assume leadership and  decision - making roles     F. Supports personnel after they  assume leadership roles    F. Expects personnel to assume  assigned  leadership roles    

G. Ensures processes for hiring, inducting and mentoring new teachers new school executives, and other staff result in the recruitment and retention of highly qualified and diverse personnel HR Functions G. Creates new systems to  monitor recruitment and  retention and involves  personnel in   adjusting personnel  practices; uses a    continuous improvement  process to assure effectiveness  of policies and practices for  recruiting, hiring, induction, and  career growth and makes  changes as needed   G. Ensures processes for hiring,  inducting and mentor ing new  staff that result in recruitment  and retention of highly  qualified and diverse personnel   G. Creates processes for the  hiring, inducting and mentoring  of new staff    G. Hires new staff and works  with them if they demonstrate  difficulty in their new  positions    

H. Uses data, including the results of the TELL survey, to create and  maintain a positive work environment Culture/Environment H. Collaborates with others in  using  data to create a district  plan to maintain a positive  environment; regularly conducts  data - based evaluations of policy  and practice effectiveness that  govern student behavioral  expectations and disciplinary  actions    H . Uses data, including TELL, to  create and maintain a positive  environment   H. Makes efforts to support and  maintain a positive  environment    H. Expects administration to  maintain a positive  environment    
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		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		D. Models the importance of continued adult learning by engaging in activities to develop professional knowledge, skill, and abilities

Professional Learning

		D. Offers professional development in areas of expertise; seeks higher education degrees and certification; engages in/provides activities to develop and enhance professional knowledge, skills, and abilities

		D. Models importance of continued adult learning by engaging in and using activities to develop and enhance professional knowledge, skills, and abilities

		D. Stresses importance of continued adult learning



		D. Participates in professional development opportunities



		E. Communicates a positive attitude about the ability of personnel to accomplish substantial outcomes

Expectations



		E.  Establishes feedback groups, solicits input, and encourages others to convey a positive attitude about the ability of personnel to reach high expectations and accomplish 

substantial outcomes 

		E. Communicates expectations and conveys a positive attitude about the ability of personnel to reach high expectations and accomplish substantial 

outcomes 



		E. Sets high expectations and substantial outcomes 



		E. Communicates current levels of expectations and support to personnel 



		F. Creates processes for educators to assume leadership and decision‐ making roles

Staffing

		F. Offers shadowing experiences and active mentoring to encourage assumption of leadership and decision-making roles;

		F. Creates processes for educators to successfully assume leadership and decision-making roles 


		F. Supports personnel after they assume leadership roles



		F. Expects personnel to assume assigned  leadership roles





		G. Ensures processes for hiring, inducting and mentoring new teachers new school executives, and other staff result in the recruitment and retention of highly qualified and diverse personnel

HR Functions

		G. Creates new systems to monitor recruitment and retention and involves personnel in adjusting personnel practices; uses a 

continuous improvement process to assure effectiveness of policies and practices for recruiting, hiring, induction, and career growth and makes changes as needed 

		G. Ensures processes for hiring, inducting and mentoring new staff that result in recruitment and retention of highly qualified and diverse personnel 

		G. Creates processes for the hiring, inducting and mentoring of new staff



		G. Hires new staff and works with them if they demonstrate difficulty in their new positions





		H. Uses data, including the results of the TELL survey, to create and  maintain a positive work environment

Culture/Environment

		H. Collaborates with others in using  data to create a district plan to maintain a positive environment; regularly conducts data-based evaluations of policy and practice effectiveness that govern student behavioral expectations and disciplinary actions  

		H. Uses data, including TELL, to create and maintain a positive environment 

		H. Makes efforts to support and maintain a positive environment



		H. Expects administration to maintain a positive environment
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

I. Ensures all staff are evaluated in a fair and equitable manner and evaluation results are used to improve performance Evaluation I. Uses a collaborative approach  to improve performance   growth in evaluations; reviews  teacher and principal evaluation  processes systematically and  collaboratively to assure  effectiveness   I. Ensures staff evaluation is fair  and equitable, and used to  im prove performance  I. Ensures evaluation is fair and  equitable      I. Expects evaluations to lead to  improved performance     

J. Provides for results‐oriented professional development that is aligned with identified 21st century curricular, instructional, and assessment needs; is connected to district improvement goals; and is differentiated based on staff needs Professional Learning J. Leads professional  development to align district  needs and goals; creates a  district - wide culture that leads  staff to engage i n continuous  collaborative professional  development focused on  student learning   J. Provides results - oriented  professional development   aligned to district needs,  connected to district goals  J. Provides results - oriented  professional development that  is con nected to district goals    J. Provides professional  development when requested    

K. Continuously searches for the best placement and utilization of staff to fully develop and benefit from their strengths Staffing K. Encourages input from others  regarding better utilization of  staff strengths; reviews data on  employee performance to  consider changes in deployment  or to determine implications for  district   K. Searches for best placement  and utilization of staff to fu lly  develop and benefit from their  strengths   K. Makes staffing decisions and  assigns staff based on district  needs     K. Makes staffing decisions and  assigns staff based on past   practices      

L. Identifies strategic leadership positions in the district and has a succession plan for each key position Staffing L. Encourages others to make  suggestions regarding   succession plans  L. Has a succession plan for key  positions     L. Identifies strategic positions  in the district   L. Follows past practices in  assigning positions  
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		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		I. Ensures all staff are evaluated in a fair and equitable manner and evaluation results are used to improve performance

Evaluation

		I. Uses a collaborative approach to improve performance  growth in evaluations; reviews teacher and principal evaluation processes systematically and collaboratively to assure effectiveness 

		I. Ensures staff evaluation is fair and equitable, and used to improve performance

		I. Ensures evaluation is fair and equitable





		I. Expects evaluations to lead to improved performance 





		J. Provides for results‐oriented professional development that is aligned with identified 21st century curricular, instructional, and assessment needs; is connected to district improvement goals; and is differentiated based on staff needs

Professional Learning

		J. Leads professional development to align district needs and goals; creates a district-wide culture that leads staff to engage in continuous collaborative professional development focused on student learning 

		J. Provides results-oriented professional development  aligned to district needs, connected to district goals

		J. Provides results-oriented professional development that is connected to district goals



		J. Provides professional development when requested





		K. Continuously searches for the best placement and utilization of staff to fully develop and benefit from their strengths

Staffing

		K. Encourages input from others regarding better utilization of staff strengths; reviews data on employee performance to consider changes in deployment or to determine implications for district 

		K. Searches for best placement and utilization of staff to fully develop and benefit from their strengths 

		K. Makes staffing decisions and assigns staff based on district needs 



		K. Makes staffing decisions and assigns staff based on past  practices  





		L. Identifies strategic leadership positions in the district and has a succession plan for each key position

Staffing

		L. Encourages others to make suggestions regarding  succession plans

		L. Has a succession plan for key positions 



		L. Identifies strategic positions in the district 

		L. Follows past practices in assigning positions
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Standard 5:  Managerial Leadership Superintendents ensure the district has processes and systems in place for budgeting, staffing, problem solving, communicating expectations, and scheduling that organize the work of the district and give priority to student learning and safety. The superintendent must solicit resources (both operating and capital), monitor their use, and assure the inclusion of all stakeholders in decisions about resources so as to meet the 21st century needs of the district. 

Superintendents practice effective managerial leadership when they: 

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Applies and assesses current technologies for management, business procedures, and scheduling Technology A. Leads   investigation of new  technologies for management,  business procedures and  scheduling  A. Applies and assesses current  technologies for management,  business procedures and  scheduling  A. Investigates and researches  technology for management,  business procedures, and  scheduling   A. Continues to apply present  technologies  

B. Creates collaborative budget processes to align resources with the district vision and strategic plan through proactive financial leadership using a needs assessment process Finance B. Performs a needs assessment  and seeks creative alternatives in  developing a budgeting process  that aligns resources with district  initiatives; assists board in  immediate fiscal needs an d  advance planning  B. Creates a collaborative budget  process that aligns resources with  district initiatives through a  needs assessment  B. Creates a collaborative budget  process that aligns resources with  district initiatives    B. Develops a budget that aligns  resources     

C. Identifies and plans for facility needs Capital Planning C. Empowers others to identify  and plan for facility needs  C. Identifies and plans for facility  needs  C. Identifies facility needs    C. Reviews facilit y needs when  necessary  

D. Assesses and reassesses programs and resource allocation and use for relevancy and impact as the organization changes Resourcing  D. Explores new programs to  allocate resources that might  impact a changing organization;  analyzes and modifies the long - term plan to assure that results  support district priorities       D. Continually monitors   programs and assesses resource  allocations fo r relevancy and  impact as the organization  changes  D. Assesses and allocates  resources based on assessment   D. Assesses resource allocations      

E. Collaboratively develops and enforces clear expectations, structures, rules and procedures for effective and efficient operations Effectiveness and Efficiency E. Empowers others to develop/  enforce clear expectations, rules,  procedures for effective and  efficient operations; uses a  continuous improvement process  to review effectiveness of  operations and makes cha nges as  needed   E. Collaboratively  develops/enforces clear  expectations, rules, procedures  for effective and efficient  operations  E. Develops clear expectations  and implements rules for  effective operations    E. Develops rules for effective  operations    

F. Creates processes to build consensus, communicate, and resolve conflicts in a fair and democratic way Conflict Resolution F. Models processes to build  consensus, communicate, and  resolve conflicts in a fair and  democratic way; creates a culture  in which co nflicts are regularly  addressed and are viewed as  opportunities for   F. Creates and implements a  process to build consensus,  communicate, and resolve  conflicts in a fair and democratic  way  F. Creates a conflict resolution  process      F. Unilaterally handles  situations  involving conflict    
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		Standard 5:  Managerial Leadership

Superintendents ensure the district has processes and systems in place for budgeting, staffing, problem solving, communicating expectations, and scheduling that organize the work of the district and give priority to student learning and safety. The superintendent must solicit resources (both operating and capital), monitor their use, and assure the inclusion of all stakeholders in decisions about resources so as to meet the 21st century needs of the district.



		Superintendents practice effective managerial leadership when they:



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Applies and assesses current technologies for management, business procedures, and scheduling Technology

		A. Leads  investigation of new technologies for management, business procedures and scheduling

		A. Applies and assesses current technologies for management, business procedures and scheduling

		A. Investigates and researches technology for management, business procedures, and scheduling 

		A. Continues to apply present technologies



		B. Creates collaborative budget processes to align resources with the district vision and strategic plan through proactive financial leadership using a needs assessment process

Finance

		B. Performs a needs assessment and seeks creative alternatives in developing a budgeting process that aligns resources with district initiatives; assists board in immediate fiscal needs and advance planning

		B. Creates a collaborative budget process that aligns resources with district initiatives through a needs assessment

		B. Creates a collaborative budget process that aligns resources with district initiatives



		B. Develops a budget that aligns resources 





		C. Identifies and plans for facility needs

Capital Planning

		C. Empowers others to identify and plan for facility needs

		C. Identifies and plans for facility needs

		C. Identifies facility needs



		C. Reviews facility needs when necessary



		D. Assesses and reassesses programs and resource allocation and use for relevancy and impact as the organization changes

Resourcing



		D. Explores new programs to allocate resources that might impact a changing organization; analyzes and modifies the long-term plan to assure that results support district priorities   



		D. Continually monitors  programs and assesses resource allocations for relevancy and impact as the organization changes

		D. Assesses and allocates resources based on assessment 

		D. Assesses resource allocations







		E. Collaboratively develops and enforces clear expectations, structures, rules and procedures for effective and efficient operations

Effectiveness and Efficiency

		E. Empowers others to develop/ enforce clear expectations, rules, procedures for effective and efficient operations; uses a continuous improvement process to review effectiveness of operations and makes changes as needed 

		E. Collaboratively develops/enforces clear expectations, rules, procedures for effective and efficient operations

		E. Develops clear expectations and implements rules for effective operations



		E. Develops rules for effective operations





		F. Creates processes to build consensus, communicate, and resolve conflicts in a fair and democratic way

Conflict Resolution

		F. Models processes to build consensus, communicate, and resolve conflicts in a fair and democratic way; creates a culture in which conflicts are regularly addressed and are viewed as opportunities for 

		F. Creates and implements a process to build consensus, communicate, and resolve conflicts in a fair and democratic way

		F. Creates a conflict resolution process





		F. Unilaterally handles situations involving conflict
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

 (F. cont) respectful dialogue,  consensus - building, and  constructive resolution     

G. Assures a system of communication that provides for the timely and responsible exchanges of information among school and district staff and stakeholder groups Communication G. Explores possibilities for  revision to communication  systems among all stakeholders;   empowers effective networks of  families and other individuals,  agencies, or groups in t he  communit y   to maintain regular  two - way communication about  district needs, goals and activities   G. Assures a system for timely  and responsible communication   among all   stakeholders  G. Develops a communication  system among all stakeholders    G.  Communicates within the  school system when the need  arises    

H. Assures scheduling processes and protocols that maximize staff input, addresses diverse student learning needs, and provides individual and ongoing collaborative planning time for every teacher Scheduling H. Empowers and encourages  others to create scheduling  processes that maximize staff  input, address student learning  needs, and provide collaborative  planning time for teachers  H. Assures scheduling processes  that maximize staff input, address   student learning needs, and  provides collaborative planning  time for teachers  H. Creates scheduling processes  that address student needs and  provide collaborative planning     H. Provides a schedule that  addresses student needs and  teacher planning time    

I. Creates processes for the storage, security, privacy and integrity of data Effective, efficient use of data I. Explores new processes for  data storage, security, privacy  and integrity  I. Creates effective and efficient  processes for data storage,  security, privacy and integrity  I. Creates processes for data  storage and security    I. Stores and secures data     

J. Collaboratively develops and enforces clear expectations, structures, rules and procedures for ensuring the safety of students and staff Safety and security J. Teaches others to  collaboratively develop    expectations and procedures for  ensuring staff and student safety;  conducts systematic data - based  evaluations of the effectiveness  of procedures and practice that  address threats to student   safety  and well - being (e.g., bullying,  accessibility, emergencies);  J. Collaboratively develops and  enforces expectations and  procedures for ensuring staff and  student safety  J. Develops and enforces  procedures for ensuring staff and  student safety  J. Imp lements district safety  procedures        

K. Develops, implements, and monitors emergency plans in collaboration with appropriate local, state, and federal officials Safety and security K. Teaches others to implement  and monitor emergency plans in  collaboration with local, state and   federal agencies    K. Develops, implements, and  monitors emergency plans in  collaboration with local, state and  federal officials  K. Develops, implements, and  monitors emergency plans  K. Develops and implements  emergency   plans    

 


Microsoft_Office_Word_Document49.docx
		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		

		(F. cont) respectful dialogue, consensus-building, and constructive resolution

		

		

		



		G. Assures a system of communication that provides for the timely and responsible exchanges of information among school and district staff and stakeholder groups

Communication

		G. Explores possibilities for revision to communication systems among all stakeholders;

empowers effective networks of families and other individuals, agencies, or groups in the community to maintain regular two-way communication about district needs, goals and activities 

		G. Assures a system for timely and responsible communication  among all stakeholders

		G. Develops a communication system among all stakeholders



		G. Communicates within the school system when the need arises





		H. Assures scheduling processes and protocols that maximize staff input, addresses diverse student learning needs, and provides individual and ongoing collaborative planning time for every teacher

Scheduling

		H. Empowers and encourages others to create scheduling processes that maximize staff input, address student learning needs, and provide collaborative planning time for teachers

		H. Assures scheduling processes that maximize staff input, address student learning needs, and provides collaborative planning time for teachers

		H. Creates scheduling processes that address student needs and provide collaborative planning 



		H. Provides a schedule that addresses student needs and teacher planning time





		I. Creates processes for the storage, security, privacy and integrity of data

Effective, efficient use of data

		I. Explores new processes for data storage, security, privacy and integrity

		I. Creates effective and efficient processes for data storage, security, privacy and integrity

		I. Creates processes for data storage and security



		I. Stores and secures data 





		J. Collaboratively develops and enforces clear expectations, structures, rules and procedures for ensuring the safety of students and staff

Safety and security

		J. Teaches others to collaboratively develop   expectations and procedures for ensuring staff and student safety; conducts systematic data-based evaluations of the effectiveness of procedures and practice that address threats to student safety and well-being (e.g., bullying, accessibility, emergencies);

		J. Collaboratively develops and enforces expectations and procedures for ensuring staff and student safety

		J. Develops and enforces procedures for ensuring staff and student safety

		J. Implements district safety procedures









		K. Develops, implements, and monitors emergency plans in collaboration with appropriate local, state, and federal officials

Safety and security

		K. Teaches others to implement and monitor emergency plans in collaboration with local, state and  federal agencies



		K. Develops, implements, and monitors emergency plans in collaboration with local, state and federal officials

		K. Develops, implements, and monitors emergency plans

		K. Develops and implements emergency plans
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Standard 6: External Development Leadership Superintendents, in concert with the local board of education, design structures and processes that result in broad community engagement with support for and ownership of the district vision. Acknowledging that strong schools build strong communities, superintendents proactively create - with school and district staff - opportunities for parents, community members, government leaders, and business representatives to participate with their investments of resources, assistance, and goodwill. 

Superintendents practice effective external development leadership when they: 

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Develops collaborative partnerships with the greater community to support the 21st century learning priorities of the school district and its schools Vision and high expectations A. Teaches others to develop  collaborative partnerships with  the greater community to  support the 21 st   century learning  priorities of the schools/district;   inspires a widespread belief that  high expectations and  achievement of district goals for  the learning and well - being of  children is a community - wide  responsibility   A. Develops collaborative  partnerships with the greater  community to support the 21 st   cent ury learning priorities of the  schools/district    A. Cultivates community  partnerships to support priorities  of the district    A. Informs the community of the  district’s priorities      

B. Implements processes that engage stakeholders in shaping and then supporting significant (nonnegotiable) achievement and instructional goals for the district and its schools Stakeholder/Community Involvement Strategic Planning (Development)  B. Offers support to other  districts in engaging stakeholders  in shaping and supporting  district/school instructional and  achievement goals;   B. Engages stakeholders in  shaping and supporting  district/school instructional and  achievement goals  B. Works wit h stakeholders to  support district and school goals    B. Informs stakeholders of district  and school goals     

C.  Creates systems that engage the local board and all community stakeholders in a shared responsibility for aligning their support toward the district’s goals for student and school success Stakeholder/Community Involvement C. Develops a network of key  family and diverse community  stakeholders who can serve as  formal/informal advisors on key  issues; Offers instruction  to  others in the creation  of  collaborative systems to engage  the board/school system and  community stakeholders in  sharing/supporting    responsibility for district goals  and student success  C. Creates collaborative systems  to engage the board/school  system and community  stakeholders   in  sharing/supporting    responsibility for district goals  and student success          C. Works with the board/school  system and community  stakeholders in  supporting   district goals  C. Works with the board and/or   school system stakeholders in  supporting distr ict goals  
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		Standard 6: External Development Leadership

Superintendents, in concert with the local board of education, design structures and processes that result in broad community engagement with support for and ownership of the district vision. Acknowledging that strong schools build strong communities, superintendents proactively create - with school and district staff - opportunities for parents, community members, government leaders, and business representatives to participate with their investments of resources, assistance, and goodwill.



		Superintendents practice effective external development leadership when they:



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Develops collaborative partnerships with the greater community to support the 21st century learning priorities of the school district and its schools

Vision and high expectations

		A. Teaches others to develop collaborative partnerships with the greater community to support the 21st century learning priorities of the schools/district;

inspires a widespread belief that high expectations and achievement of district goals for the learning and well-being of children is a community-wide responsibility 

		A. Develops collaborative partnerships with the greater community to support the 21st century learning priorities of the schools/district



		A. Cultivates community partnerships to support priorities of the district



		A. Informs the community of the district’s priorities







		B. Implements processes that engage stakeholders in shaping and then supporting significant (nonnegotiable) achievement and instructional goals for the district and its schools

Stakeholder/Community Involvement

Strategic Planning (Development)



		B. Offers support to other districts in engaging stakeholders in shaping and supporting district/school instructional and achievement goals; 

		B. Engages stakeholders in shaping and supporting district/school instructional and achievement goals

		B. Works with stakeholders to support district and school goals



		B. Informs stakeholders of district and school goals 





		C.  Creates systems that engage the local board and all community stakeholders in a shared responsibility for aligning their support toward the district’s goals for student and school success

Stakeholder/Community Involvement

		C. Develops a network of key family and diverse community stakeholders who can serve as formal/informal advisors on key issues; Offers instruction  to others in the creation of collaborative systems to engage the board/school system and community stakeholders in sharing/supporting 

responsibility for district goals and student success

		C. Creates collaborative systems to engage the board/school system and community stakeholders in sharing/supporting 

responsibility for district goals and student success









		C. Works with the board/school system and community stakeholders in  supporting  district goals

		C. Works with the board and/or  school system stakeholders in supporting district goals
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

D. Designs protocols and processes that ensure compliance with federal, state and district mandates Legal D. Offers training regarding  protocols and processes that  ensure compliance with federal,  state and district mandates;    facilitates systematic board  review and revision of policy - making process   D. Designs protocols and  processes that ensure compliance  wit h federal, state and district  mandates    D. Monitors staff to ensure  compliance with federal, state  and district mandates    D. Responds when requested to  federal, state and district reports,  mandates, inquiries, etc.   

E. Develops and implements proactive partnerships with community colleges, universities, professional associations, and other key professional development organizations to provide effective training and development opportunities for school district employees Professional Learning; Stakeholder Involvement E. Offers local, state and national  expertise in offering professional  development and training to  others  E. Develops and implements  proactive partnerships with  professional development  organizations to provide effective  training and  professional  development opportunities for  district employees  E. Implements partnerships with  professional development  organizations to provide training  and professional development for  district employees    E. Contacts professional  development organizations   to  arrange for training and  professional development  when  the need arises    

F. Develops and implements proactive partnerships with community colleges and universities to ensure all students have access to college courses while in high school and that barriers to enrollment are eliminated Stakeholder Involvement F. Creates multiple, dual credit  and college experiences on high  school and college campuses;  offers personal expertise as a  speaker and adjunct instructor to  colleges and professional  organization s and speaks with  student groups regarding  opportunities  F. Develops and implements  proactive partnerships with  colleges and professional  organizations to ensure student  access to college courses and to  eliminate barriers to enrollment    F. Develops and  initiates  partnerships with colleges to  insure student access to college  courses      F. Allows students to enroll in  college courses upon request of  the student    

G. Communicates the status and needs of the schools and district to the local board, all community stakeholders, and media to garner additional support for meeting district goals Stakeholder Involvement; Resourcing G. Offers training to others  regarding communication efforts  to garner additional support for  district goals; is proactive in  sending in formational material to  the media and the public  G. Communicates district/ school  needs to the board, community  stakeholders, and media on a  regular basis to garner additional  support for district goals  G. Communicates district/school  needs to the board  and media as  requested to gain support for  district goals    G. Communicates district needs  to the board regarding district  goals    

H. Builds relationships with individuals and groups to support the district’s learning—teaching agenda and its potential for individual school and district improvement Stakeholder/Community Involvement H. Takes a leadership role in  encouraging schools to cultivate  relationships with individuals/   groups to garner on - going  support for the school’s  learning/teaching agenda and  their   potential for improvement  H. Meets regularly with and  cultivates relationships with  individuals/groups to garner on - going support for the district’s  learning/teaching agenda and its  potential for district  improvement  H. Meets periodically with   individuals/groups to gain  support for the district’s  teaching/learning agenda  H. Meets with individuals/groups  to garner support for specific  district agenda items  
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		D. Designs protocols and processes that ensure compliance with federal, state and district mandates

Legal

		D. Offers training regarding protocols and processes that ensure compliance with federal, state and district mandates; 

facilitates systematic board review and revision of policy-making process 

		D. Designs protocols and processes that ensure compliance with federal, state and district mandates



		D. Monitors staff to ensure compliance with federal, state and district mandates



		D. Responds when requested to federal, state and district reports, mandates, inquiries, etc. 



		E. Develops and implements proactive partnerships with community colleges, universities, professional associations, and other key professional development organizations to provide effective training and development opportunities for school district employees

Professional Learning;

Stakeholder Involvement

		E. Offers local, state and national expertise in offering professional development and training to others

		E. Develops and implements proactive partnerships with professional development organizations to provide effective training and professional development opportunities for district employees

		E. Implements partnerships with professional development organizations to provide training and professional development for district employees



		E. Contacts professional development organizations to arrange for training and professional development  when the need arises





		F. Develops and implements proactive partnerships with community colleges and universities to ensure all students have access to college courses while in high school and that barriers to enrollment are eliminated

Stakeholder Involvement

		F. Creates multiple, dual credit and college experiences on high school and college campuses; offers personal expertise as a speaker and adjunct instructor to colleges and professional organizations and speaks with student groups regarding opportunities

		F. Develops and implements proactive partnerships with colleges and professional organizations to ensure student access to college courses and to eliminate barriers to enrollment



		F. Develops and initiates partnerships with colleges to insure student access to college courses





		F. Allows students to enroll in college courses upon request of the student





		G. Communicates the status and needs of the schools and district to the local board, all community stakeholders, and media to garner additional support for meeting district goals

Stakeholder Involvement; Resourcing

		G. Offers training to others regarding communication efforts to garner additional support for district goals; is proactive in sending informational material to the media and the public

		G. Communicates district/ school needs to the board, community stakeholders, and media on a regular basis to garner additional support for district goals

		G. Communicates district/school needs to the board and media as requested to gain support for district goals



		G. Communicates district needs to the board regarding district goals





		H. Builds relationships with individuals and groups to support the district’s learning—teaching agenda and its potential for individual school and district improvement

Stakeholder/Community Involvement

		H. Takes a leadership role in encouraging schools to cultivate relationships with individuals/

groups to garner on-going support for the school’s learning/teaching agenda and their potential for improvement

		H. Meets regularly with and cultivates relationships with individuals/groups to garner on-going support for the district’s learning/teaching agenda and its potential for district improvement

		H. Meets periodically with

individuals/groups to gain support for the district’s teaching/learning agenda

		H. Meets with individuals/groups to garner support for specific district agenda items
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Standard 7: Micropolitical Leadership Superintendents promote the success of learning and teaching by understanding, responding to, and influencing the larger political, social, economic, legal, ethical, and cultural context. From this knowledge, the superintendent works with the board of education to define mutual expectations, policies, and goals to ensure the academic success for all students. 

Superintendents practice effective micropolitical leadership when they: 

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Provides leadership in defining superintendent and board roles and mutual expectations that result in an effective superintendent‐board working relationship Board Relationships A. Offers expertise to others in  defining superintendent/ board  roles and expectations  that  result in an effective working  relation - ship including   improvement of effectiveness  and trust and discussion of  areas of friction  A. Provides leadership in  defining superintendent  and   board roles  and   expectations  that result in an effective  working r elationship  A. Provides leadership in  defining superintendent  and   board roles  and   expectations  A. Identifies superintendent  and   board roles as warranted by  periodic circumstances   

B. Defines and understands the internal and external political systems and their impact on the educational organization Political Context B. Participates in dialogue and  training regarding internal/   external political systems and  their impact; develops  appropriate responses to  government actions and  matters affecting student  lear ning  B. Defines and understands the  internal/external political  systems and their impact on the  educational organization  B. Acknowledges the internal  and   external political systems  and their impact on the  organization    B. Responds to the  internal/external  political  systems when the need  surfaces    

C. Defines, understands, and communicates the impact of legal and ethical issues affecting public education Legal; Ethical C. Offers community forums  and information sessions  regarding the impact of legal  and  ethical issues affecting  public education  C. Defines, understands and  communicates the impact of  legal and ethical issues affecting  public education  C. Communicates the impact of  legal issues affecting public  education  C. Reacts to legal issues  affecting  public education    

D. Surveys and understands the political, economic, and social aspects/needs of groups in the community, and those of the community at large for effective and responsive decision‐making Political Context; Stakeholder/Community Involvement D. Uses surveys and data to  drive decision making about the  political, economic and social  needs of community groups and  responsive decision making;   works with board/staff to  develop understanding of and  appropriate responses to  emerging issues in order  to  preserve and advance the  district vision   D. Surveys/ understands the  political, economic and social  needs of community groups and  the community -   at - large for  effective and responsive  decision making  D. Understands the general  needs of the community tha t  affect decision making for the  district  D. Responds to the needs of the  community  if they begin to  affect the decision making  process for the district  
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		Standard 7: Micropolitical Leadership

Superintendents promote the success of learning and teaching by understanding, responding to, and influencing the larger political, social, economic, legal, ethical, and cultural context. From this knowledge, the superintendent works with the board of education to define mutual expectations, policies, and goals to ensure the academic success for all students.



		Superintendents practice effective micropolitical leadership when they:



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Provides leadership in defining superintendent and board roles and mutual expectations that result in an effective superintendent‐board working relationship

Board Relationships

		A. Offers expertise to others in defining superintendent/ board roles and expectations that result in an effective working relation-ship including  improvement of effectiveness and trust and discussion of areas of friction

		A. Provides leadership in defining superintendent and board roles and expectations that result in an effective working relationship

		A. Provides leadership in defining superintendent and board roles and expectations

		A. Identifies superintendent and board roles as warranted by periodic circumstances 



		B. Defines and understands the internal and external political systems and their impact on the educational organization

Political Context

		B. Participates in dialogue and training regarding internal/

external political systems and their impact; develops appropriate responses to government actions and matters affecting student learning

		B. Defines and understands the internal/external political systems and their impact on the educational organization

		B. Acknowledges the internal and external political systems and their impact on the organization



		B. Responds to the internal/external political systems when the need surfaces





		C. Defines, understands, and communicates the impact of legal and ethical issues affecting public education

Legal; Ethical

		C. Offers community forums and information sessions regarding the impact of legal and ethical issues affecting public education

		C. Defines, understands and communicates the impact of legal and ethical issues affecting public education

		C. Communicates the impact of legal issues affecting public education

		C. Reacts to legal issues affecting public education





		D. Surveys and understands the political, economic, and social aspects/needs of groups in the community, and those of the community at large for effective and responsive decision‐making

Political Context; Stakeholder/Community Involvement

		D. Uses surveys and data to drive decision making about the political, economic and social needs of community groups and responsive decision making;

works with board/staff to develop understanding of and appropriate responses to emerging issues in order to preserve and advance the district vision 

		D. Surveys/ understands the political, economic and social needs of community groups and the community- at-large for effective and responsive decision making

		D. Understands the general needs of the community that affect decision making for the district

		D. Responds to the needs of the community  if they begin to affect the decision making process for the district
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

E. Prepares and recommends district policies to improve student learning and district performance in compliance with local, state and federal requirements Policies/Procedures E.  Actively explores innovative  ways to improve student  learning/performance in  compliance with local, state and  federal requirements  E. Implements district policies  to improve student learning/   performance in compliance  with local, state and federal  requirem ent  E. Prepares/recommends   district policies to improve  student learning/   performance in compliance  with local  and   state  requirements  E. Recommends district policies  in compliance with local, state  and federal requirements  

F. Applies laws, policies, and procedures fairly, wisely, and considerately Legal F. Actively explores ways to  uphold laws, policies and  procedures fairly, wisely, and  considerately; collaborates with  members of diverse groups to  identify and eliminate district  policies and  practices that have  discriminatory effects  F. Applies and upholds laws,  policies and procedures fairly,  wisely, and considerately   F. Applies laws, policies and  procedures       F. Reviews laws  and   policies  when  the need arises      

G. Utilizes legal systems to protect the rights of students and staff, and to improve learning opportunities Legal G. Teaches others how to  improve learning opportunities  while protecting the rights of  others;  assures that district  procedures and practices are  systematically reviewed and  revised to reflect fairness, social  justice, and respect for human  dignity for each member of the  school community    G. Utilizes legal systems to  protect students’ and staff  rig hts and to improve learning  opportunities  G. Utilizes legal systems to  protect students’ and staff  rights    G. References legal systems to  ensure the district is protected  when issues regarding rights  occur  

H. Accesses local, state and national political systems to provide input on critical educational issues Political Context; Stakeholder/Community Involvement H. Participates at the local,  state  and   national levels to  provide input on critical  educational issues  H. Accesses local, state  and   national polit ical systems to  provide input on critical  educational issues  H. Accesses the local political  system to give input on critical  educational issues  H. Responds to the local  political system if input is  requested on critical  educational issues  
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		E. Prepares and recommends district policies to improve student learning and district performance in compliance with local, state and federal requirements

Policies/Procedures

		E. Actively explores innovative ways to improve student learning/performance in compliance with local, state and federal requirements

		E. Implements district policies to improve student learning/

performance in compliance with local, state and federal requirement

		E. Prepares/recommends

district policies to improve student learning/

performance in compliance with local and state requirements

		E. Recommends district policies in compliance with local, state and federal requirements



		F. Applies laws, policies, and procedures fairly, wisely, and considerately

Legal

		F. Actively explores ways to uphold laws, policies and procedures fairly, wisely, and considerately; collaborates with members of diverse groups to identify and eliminate district policies and practices that have discriminatory effects

		F. Applies and upholds laws, policies and procedures fairly, wisely, and considerately 

		F. Applies laws, policies and procedures 





		F. Reviews laws and policies when  the need arises







		G. Utilizes legal systems to protect the rights of students and staff, and to improve learning opportunities

Legal

		G. Teaches others how to improve learning opportunities while protecting the rights of others; assures that district procedures and practices are systematically reviewed and revised to reflect fairness, social justice, and respect for human dignity for each member of the school community  

		G. Utilizes legal systems to protect students’ and staff rights and to improve learning opportunities

		G. Utilizes legal systems to protect students’ and staff rights



		G. References legal systems to ensure the district is protected when issues regarding rights occur



		H. Accesses local, state and national political systems to provide input on critical educational issues

Political Context; Stakeholder/Community Involvement

		H. Participates at the local, state and national levels to provide input on critical educational issues

		H. Accesses local, state and national political systems to provide input on critical educational issues

		H. Accesses the local political system to give input on critical educational issues

		H. Responds to the local political system if input is requested on critical educational issues
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Standard 8—Dispositions – Human Elements The effective superintendent is first and foremost an effective person. Superintendents must know much and have many skills. However, what differentiates effective, transformational leaders (those who can facilitate more than a year’s worth of growth with a year’s worth of effort) from the rest is that they are successful not only because of what they know and do but because of who they are shining through their knowledge and skills. These human qualities—core values, beliefs and perceptions—are called dispositions.  Four areas of dispositions that have the greatest impact on facilitating progress and positive change in people and organizations are: (1) realistic and positive dispositions about oneself; (2) the belief that others are valuable, able, and worthy; (3) dispositions about the larger purposes of the educational endeavor; and (4) dispositions about the primacy of building and sustaining positive, long-term relationships with all constituents.  High performing schools/districts recognize the importance of these dispositions and intentionally hire for and grow them in all partners. 

Superintendents practice effective strategies for leading dispositional growth in self and others when they: 

Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

A. Facilitates conversations with all constituencies regarding the importance of dispositions—the human elements—in teaching, learning, and leading A.  Incorporated and  implements dispositional  elements in all relevant district  policies and procedures.  A.  Includes training and  information on t he importance  of educator dispositions in  board orientation, in - service  development and professional  development for all personnel.   A. Begins conversations with all  district stakeholders on the  importance of educator  dispositions.   A. Becomes acquainted  with  and collects background  information about dispositions  of effective educators and  leaders.  

B. Develops and grows realistic and positive dispositions about oneself and facilitates growth in others B.  Serves as a role model;  collects periodic feedback  for  her/himself from all  constituencies regarding skills,  characteristics, and  dispositions;  B.  Plans and implements  dispositional growth plans for  self and others based on a  variety of feedback mechanisms  (ILSA

i

, Board input, mentors,  self - reflection, etc .);  B. Implements a process by which  self and staff can receive  authentic, private, and individual  feedback regarding knowledge,  skills, and dispositions for the  purpose of self - assessment and  growth as a person rather than a  performance review  B. Increase s awareness of the  importance of positive  dispositional growth as part of a  professional growth plan for all  employees.  

C. Demonstrates a belief in the value, ability, and worthiness of staff, students, and community members C.  Develops succession plans  and ongoing development  opportunities to ensure the  future leadership of the district  and the Commonwealth’s  students.  C.  Builds high performance  leadership teams that have  responsibility and shared  authority for the success of the  district.  C. Empowers in dividuals  through added responsibilities  and “safe space” in which to  innovate and take intelligent  risk.  C. Understands the importance  of trusting and empowering  students, teachers, and staff to  achieve great outcomes.  

D. Exhibits dispositions regarding the larger purposes of the educational endeavor D.  Aligns all district policies and  efforts to ensure that all  students are college, career,  and life ready and all  stakeholders are actively  immersed in life - long learning  activities.  D.  Demonstrates positiv e  dispositions through taking  responsibility and showing  human characteristics; trusting  and empowering others to  succeed; sharing power and  credit; maintaining focus of self  and district on larger, important  issues.  D. Learns and then shares  strategies fo r refocusing on the  bigger, human, strategic issues  impacting the district and its  students.   D. Understands the importance  of the bigger, important issues  but is mostly immersed in the  immediacy of day - to - day  operations and emergency  responses.  
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Standard 8—Dispositions – Human Elements

The effective superintendent is first and foremost an effective person. Superintendents must know much and have many skills. However, what differentiates effective, transformational leaders (those who can facilitate more than a year’s worth of growth with a year’s worth of effort) from the rest is that they are successful not only because of what they know and do but because of who they are shining through their knowledge and skills. These human qualities—core values, beliefs and perceptions—are called dispositions.  Four areas of dispositions that have the greatest impact on facilitating progress and positive change in people and organizations are: (1) realistic and positive dispositions about oneself; (2) the belief that others are valuable, able, and worthy; (3) dispositions about the larger purposes of the educational endeavor; and (4) dispositions about the primacy of building and sustaining positive, long-term relationships with all constituents.  High performing schools/districts recognize the importance of these dispositions and intentionally hire for and grow them in all partners.



		Superintendents practice effective strategies for leading dispositional growth in self and others when they:



		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		A. Facilitates conversations with all constituencies regarding the importance of dispositions—the human elements—in teaching, learning, and leading

		A. Incorporated and implements dispositional elements in all relevant district policies and procedures.

		A. Includes training and information on the importance of educator dispositions in board orientation, in-service development and professional development for all personnel. 

		A. Begins conversations with all district stakeholders on the importance of educator dispositions. 

		A. Becomes acquainted with and collects background information about dispositions of effective educators and leaders.



		B. Develops and grows realistic and positive dispositions about oneself and facilitates growth in others

		B. Serves as a role model; collects periodic feedback for her/himself from all constituencies regarding skills, characteristics, and dispositions;

		B. Plans and implements dispositional growth plans for self and others based on a variety of feedback mechanisms (ILSA[endnoteRef:1], Board input, mentors, self-reflection, etc.); [1: ] 


		B. Implements a process by which self and staff can receive authentic, private, and individual feedback regarding knowledge, skills, and dispositions for the purpose of self-assessment and growth as a person rather than a performance review

		B. Increases awareness of the importance of positive dispositional growth as part of a professional growth plan for all employees.



		C. Demonstrates a belief in the value, ability, and worthiness of staff, students, and community members

		C. Develops succession plans and ongoing development opportunities to ensure the future leadership of the district and the Commonwealth’s students.

		C. Builds high performance leadership teams that have responsibility and shared authority for the success of the district.

		C. Empowers individuals through added responsibilities and “safe space” in which to innovate and take intelligent risk.

		C. Understands the importance of trusting and empowering students, teachers, and staff to achieve great outcomes.



		D. Exhibits dispositions regarding the larger purposes of the educational endeavor

		D. Aligns all district policies and efforts to ensure that all students are college, career, and life ready and all stakeholders are actively immersed in life-long learning activities.

		D. Demonstrates positive dispositions through taking responsibility and showing human characteristics; trusting and empowering others to succeed; sharing power and credit; maintaining focus of self and district on larger, important issues.

		D. Learns and then shares strategies for refocusing on the bigger, human, strategic issues impacting the district and its students. 

		D. Understands the importance of the bigger, important issues but is mostly immersed in the immediacy of day-to-day operations and emergency responses.
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Practices Exemplary/Expert=4  Accomplished=3  Developing=2  Growth Required =1  

E. Displays dispositions about the primacy of building and sustaining positive, long-term relationships with all constituents E.  Aligns district policy and  procedures to reflect the  importance of relationship  building and models this  disposition with all  constituencies.   E.  Demonstrates and models  the development and  maintenance of positive and  growing long - term relationships  with b oard, staff, and  community partners.  E. Designs a plan to  intentionally enhance the  quality of relationships with key  constituencies of the district.  E. Understands the importance  of building long - term  relationships with all district  partners and stakeholders.   

F. Develops and implements a hiring policy that intentionally includes effective dispositions of all personnel as the core selection element F.   Incorporated dispositional  elements in all relevant district  policies and procedures  regarding the hiring of all  personnel.  F.  Conducts regular training for  personnel involved in hiring  regarding the importance and  procedures for hiring educators  who poss ess the knowledge,  skills, and DISPOSITIONS  associate with effective  learning, teaching and leading.  F. Develops in - service and  professional development  opportunities for staff,  principals, and SBDM councils  to incorporate dispositional  hiring elements in  all selection  processes.  F. Becomes aware of the  importance of educator  dispositions in the formula that  leads to student performance.  
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		Practices

		Exemplary/Expert=4

		Accomplished=3

		Developing=2

		Growth Required=1



		E. Displays dispositions about the primacy of building and sustaining positive, long-term relationships with all constituents

		E. Aligns district policy and procedures to reflect the importance of relationship building and models this disposition with all constituencies. 

		E. Demonstrates and models the development and maintenance of positive and growing long-term relationships with board, staff, and community partners.

		E. Designs a plan to intentionally enhance the quality of relationships with key constituencies of the district.

		E. Understands the importance of building long-term relationships with all district partners and stakeholders. 



		F. Develops and implements a hiring policy that intentionally includes effective dispositions of all personnel as the core selection element

		F. Incorporated dispositional elements in all relevant district policies and procedures regarding the hiring of all personnel.

		F. Conducts regular training for personnel involved in hiring regarding the importance and procedures for hiring educators who possess the knowledge, skills, and DISPOSITIONS associate with effective learning, teaching and leading.

		F. Develops in-service and professional development opportunities for staff, principals, and SBDM councils to incorporate dispositional hiring elements in all selection processes.

		F. Becomes aware of the importance of educator dispositions in the formula that leads to student performance.
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Elizabethtown Independent Schools    (District Gifted and Talented Education Coordinator Form)       Self - Reflection   and     Professional Growth Plan Template        

District Behavior Consultant   

        Part A : Reflection on  Standards  for the District Special Education Consultant   Reflect on the effectiveness and adequacy of your practice in each of the performance standards.   Provide a rating ( G   =  Growth Required ; D = Developing; A =  Accomplished; E=Exemplary)   on each  performance standard and list your  strengths and areas for growth.    

Standard Self - Assessment  A reas for  G rowth  

1. Demonstrates Professional Leadership  G  D  A  E   

2. Demonstrates Knowledge of Job Area  G  D  A  E   

3. Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, and Others G  D  A  E   

4. Collaborates with Colleagues, Parents, and Others G  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 Gifted and Talented Education Coordinator Form)





Self-Reflection and 

Professional Growth Plan Template







		District Behavior Consultant 

		













Part A: Reflection on Standards for the District Special Education Consultant

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



		Standard

		Self-Assessment

		Areas for Growth



		1. Demonstrates Professional Leadership 

		G

		D

		A

		E

		



		2. Demonstrates Knowledge of Job Area 

		G

		D

		A

		E

		



		3. Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, and Others

		G

		D

		A

		E

		



		4. Collaborates with Colleagues, Parents, and Others

		G

		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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  Part  B : Connecting Priority Growth Needs to Professional Growth Planning   (PGP)   ( Based on the areas of growth identified in  Self - Reflection )    

Professional Growth Goal:      What do I want to change about my practices that will  effectively impact  improvement in my performance as a  District  Behavior  Consultant ?      How can I deve lop a plan of action to address   my  professional learning?      How will I know if I accomplished my  objective?   

 

Connection to Standards  

The  District Special Education Consultant   should connect the PGP  Goal to the appropriate performance standard and list that standard below.  

 

Action Plan  

Professional  Learning   W hat do I want to change  about   my leadership or  professional  performance ?   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?  

                                              

  (To be completed by May 15.)  

District  Behavior   Consultant Signature  Date:  

Administrator Signature   (Notes Receipt of Document, Not Necessarily Approval) :  Date:  
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Part B: Connecting Priority Growth Needs to Professional Growth Planning (PGP)

(Based on the areas of growth identified in Self-Reflection)



		Professional Growth Goal:

· What do I want to change about my practices that will effectively impact improvement in my performance as a District Behavior Consultant?

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

· How will I know if I accomplished my objective?

		







		Connection to Standards



		The District Special Education Consultant 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 professional performance?

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?



		











































		

		

		







(To be completed by May 15.)

		District Behavior Consultant Signature

		Date:



		Administrator Signature (Notes Receipt of Document, Not Necessarily Approval):

		Date:
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    (The following is to be completed on or  before  August 31 , except   for those   district  behavior   consultants  hired after the opening of the school  year.)     Th e   Self - Reflection and Professional Growth Plan ha ve   been collaboratively reviewed and/or revised.   This will be effective for the __________________ school year.                                 (Please note specific school year.)    

District  Behavior   Consu ltant   Signature:  Date:  

Administrator Signature   (Notes Approval) :  Date:  

      (To be completed by on or before April 30 for  District  Behavior   Consultant  in a summative evaluation year, and on or before May 15 with  evaluatee  n ot in a summative year.)     Final Review of the Professional Growth Plan    

District  Behavior   Consultant  Comments (Optional) :  Administrator (check one):                        Reviewed                         Achieved   If the Professional Growth Plan is not achieved, please indicate  what needs to be addressed in the  future.     Comments:  

   

District  Behavior   Consultant’s  Signature:  Date:  

Evaluator’s   Signature:  Date:  

The evaluator will maintain the original copy of this form.   A copy will be provided to the  District  Behavior   Consultant .      
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 (The following is to be completed on or before August 31, except for those district behavior consultants hired after the opening of the school year.)



The Self-Reflection and Professional Growth Plan have been collaboratively reviewed and/or revised.  This will be effective for the __________________ school year.  

			                     (Please note specific school year.)



		District Behavior Consultant Signature:

		Date:



		Administrator Signature (Notes Approval):

		Date:











(To be completed by on or before April 30 for District Behavior Consultant in a summative evaluation year, and on or before May 15 with evaluatee not in a summative year.)



Final Review of the Professional Growth Plan



		District Behavior Consultant Comments (Optional):

		Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved

If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.



Comments:









		District Behavior Consultant’s Signature:

		Date:



		Evaluator’s Signature:

		Date:





The evaluator will maintain the original copy of this form.

A copy will be provided to the District Behavior Consultant.
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Elizabethtown Independent Schools    (District Gifted and Talented Education Coordinator Form)       Self - Reflecti on  and     Professional Growth Plan   Template        

District Gifted and Talented Education Coordinator   

        Part A : Reflection on  Standards  for the District Gifted and Talented Education  Coordinator   Reflect on the effectiveness and adequacy of your practice in each of the performance standards.   Provide a rating ( G   =  Growth Required ;   D = Developing; A = Accomplished; E=Exemplary)   on each  performance standard and list your  strengths and areas for growth.    

Standard Self - Assessment  A reas for  G rowth  

1. Demonstrates Professional Leadership  G  D  A  E   

2. Leads, Manages, and Monitors the Gifted and Talented Education Program  G  D  A  E   

3. Collaborates with Colleagues/Parents/Others G  D  A  E   

4. Engages in Professional Development G  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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Self-Reflection and 

Professional Growth Plan Template







		District Gifted and Talented Education Coordinator 

		













Part A: Reflection on Standards for the District Gifted and Talented Education Coordinator

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



		Standard

		Self-Assessment

		Areas for Growth



		1. Demonstrates Professional Leadership 

		G

		D

		A

		E

		



		2. Leads, Manages, and Monitors the Gifted and Talented Education Program 

		G

		D

		A

		E

		



		3. Collaborates with Colleagues/Parents/Others

		G

		D

		A

		E

		



		4. Engages in Professional Development

		G

		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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  Part  B : Connecting Priority Growth Needs to Professional Growth Planning   (PGP)   ( Based on the areas of growth identified in  Self - Reflection )    

Professional Growth Goal:      What do I want to change about my practices that will  effectively impact  improvement in my performance as a  District Gifted and Talented Education Coordinator ?      How can I deve lop a plan of action to address   my  professional learning?      How will I know if I  accomplished my objective?   

 

Connection to Standards  

The  District Gifted and Talented Education Coordinator    should connect the PGP  Goal to the appropriate    performance standard and list that standard below.  

 

Action Plan  

Professional  Learning   W hat do  I want to change  about   my leadership or  professional  performance ?   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?  

                                          

    (To be completed by May  15.)  

District Gifted and Talented Education Coordinator Signature  Date:  

Administrator Signature   (Notes Receipt of Document, Not Necessarily Approval) :  Date:  
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Part B: Connecting Priority Growth Needs to Professional Growth Planning (PGP)

(Based on the areas of growth identified in Self-Reflection)



		Professional Growth Goal:

· What do I want to change about my practices that will effectively impact improvement in my performance as a District Gifted and Talented Education Coordinator?

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

· How will I know if I accomplished my objective?

		







		Connection to Standards



		The District Gifted and Talented Education Coordinator  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 professional performance?

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?



		







































		

		

		









(To be completed by May 15.)

		District Gifted and Talented Education Coordinator Signature

		Date:



		Administrator Signature (Notes Receipt of Document, Not Necessarily Approval):

		Date:
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  (The following is to be completed on or  before  August 31 , except   for those  district gifted and talented education coordinators  hired after the  opening of the school year.)     Th e   Self - Reflection and Professional Growth Plan ha ve   been collaboratively reviewed and/or revised.   This will be effective for the __________________ school year.                                 (Please note specific school year.)    

District Gifted and Talented Edu cation Coordinator   Signature:  Date:  

Administrator Signature   (Notes Approval) :  Date:  

      (To be completed by on or before April 30 for District Gifted and Talented Education Coordinator in a summative evaluation ye ar, and on or  before May 15 with evaluatee   not in a summative year.)     Final Review of the Professional Growth Plan    

District  Gifted and Talented  Education Co ordinator  Comments (Optional) :  Administrator (check one):                        Reviewed                         Achieved   If the Professional Growth   Plan is not achieved, please indicate what needs to be addressed in the  future.     Comments:  

   

District Gifted and Talented Education Coordinator’s   Signature:  Date:  

Evaluator’s   Signature:  Date:  

The evaluator will maintain the original copy of this form.   A copy will be provided to the  District Gifted and Talented Education Coordinator .      
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(The following is to be completed on or before August 31, except for those district gifted and talented education coordinators hired after the opening of the school year.)



The Self-Reflection and Professional Growth Plan have been collaboratively reviewed and/or revised.  This will be effective for the __________________ school year.  

			                     (Please note specific school year.)



		District Gifted and Talented Education Coordinator Signature:

		Date:



		Administrator Signature (Notes Approval):

		Date:











(To be completed by on or before April 30 for District Gifted and Talented Education Coordinator in a summative evaluation year, and on or before May 15 with evaluatee not in a summative year.)



Final Review of the Professional Growth Plan



		District Gifted and Talented Education Coordinator Comments (Optional):

		Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved

If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.



Comments:









		District Gifted and Talented Education Coordinator’s Signature:

		Date:



		Evaluator’s Signature:

		Date:





The evaluator will maintain the original copy of this form.

A copy will be provided to the District Gifted and Talented Education Coordinator.
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  Elizabethtown Independent Schools    (P rofessional  D evelopment   Facilitator Form)         Self - Reflecti on   and     Professional Growth Plan Template      

Professional Development Facilitator   

  Part A : Reflection on  Standards  for the Professional Development Facilitator   Reflect on the effectiveness and adequacy of your practice in each of the performance standards.   Provide a rating ( G   =  Growth Required ; D = Developing; A = Accomplished; E=Exemplary)   on each  performance standard and list your  strengths and areas for growth.    

Standard Self - Assessment  A reas for  G rowth  

1. Demonstrates Professional Leadership  G  D  A  E   

2. Fosters a Collaborative Culture to Support Educator Development and Student Learning  G  D  A  E   

3. Accesses and Uses Research to Improve Practice and Student Learning G  D  A  E   

4. Promotes Professional Learning for Continuous Improvement G  D  A  E   

5. Facilitates Improvements in Instruction and Student Learning G  D  A  E   

6. Promotes the Use of Assessments and Data for School and District Improvement G  D  A  E   

7. Improves Outreach and Collaboration with Families and Community G  D  A  E   

8. Advocates for Student Learning and the Profession G  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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(Professional Development Facilitator Form)







Self-Reflection and 

Professional Growth Plan Template





		Professional Development Facilitator 

		







Part A: Reflection on Standards for the Professional Development Facilitator

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



		Standard

		Self-Assessment

		Areas for Growth



		1. Demonstrates Professional Leadership 

		G

		D

		A

		E

		



		2. Fosters a Collaborative Culture to Support Educator Development and Student Learning 

		G

		D

		A

		E

		



		3. Accesses and Uses Research to Improve Practice and Student Learning

		G

		D

		A

		E

		



		4. Promotes Professional Learning for Continuous Improvement

		G

		D

		A

		E

		



		5. Facilitates Improvements in Instruction and Student Learning

		G

		D

		A

		E

		



		6. Promotes the Use of Assessments and Data for School and District Improvement

		G

		D

		A

		E

		



		7. Improves Outreach and Collaboration with Families and Community

		G

		D

		A

		E

		



		8. Advocates for Student Learning and the Profession

		G

		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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  Part  B : Connecting Priority Growth Needs to Professional Growth Planning   (PGP)   ( Based on the areas of growth identified in  Self - Reflection )    

Professional Growth Goal:      What do I want to change about my practices that will  effectively impact  improvement in my performance as a  P rofessional  D evelopment   Facilitator ?      How can I deve lop a plan of action to address   my  professional learning?      How will I know if I accomplished my  objective?   

 

Connection to Standards  

The  P rofessional  D evelopment   Facilitator   should connect the PGP  Goal to the appropriate performance standard and list that standard below.  

 

Action Plan  

Professional  Learning   W hat do I want to change  about   my leadership or  professional  performance ?   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?  

                                        

    (To be completed by May 15.)  

District  Professional Development Facilitator Signature  Date:  

Administrator Signature   (Notes Receipt of Document, Not Necessarily Approval) :  Date:  
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Part B: Connecting Priority Growth Needs to Professional Growth Planning (PGP)

(Based on the areas of growth identified in Self-Reflection)



		Professional Growth Goal:

· What do I want to change about my practices that will effectively impact improvement in my performance as a Professional Development Facilitator?

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

· How will I know if I accomplished my objective?

		







		Connection to Standards



		The Professional Development Facilitator 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 professional performance?

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?



		





































		

		

		









(To be completed by May 15.)

		District Professional Development Facilitator Signature

		Date:



		Administrator Signature (Notes Receipt of Document, Not Necessarily Approval):

		Date:
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  (The following is to be completed on or  before  August 31 , except   for those  district professional development facilitators  hired after the opening  of the school year.)     Th e   Self - Reflection and Professional Growth Plan ha ve   been collaboratively reviewed and/or revised.   This will be effective for the __________________ school year.                                 (Please note specific school year.)    

District Professional Developmen t Facilitator  Signature:  Date:  

Administrator Signature   (Notes Approval) :  Date:  

      (To be completed by on or before April 30 for District Professional Development Facilitator in a summative evaluation year, a nd on or before  May 15 with evaluatee not in a  summative year.)     Final Review of the Professional Growth Plan    

District Professional  Development Facilitator  Comments (Optional) :  Administrator (check one):                        Reviewed                         Achieved   If the Professional Growth Plan is not  achieved, please indicate what needs to be addressed in the  future.     Comments:  

   

P rofessional  D evelopment   Facilitator’s  Signature :  Date:  

Evaluator’s   Signature:  Date:  

The evaluator will maintain the original copy of this form.   A copy will be provided to the  P rofessional  D evelopment   Facilitator .      


Microsoft_Office_Word_Document64.docx


(The following is to be completed on or before August 31, except for those district professional development facilitators hired after the opening of the school year.)



The Self-Reflection and Professional Growth Plan have been collaboratively reviewed and/or revised.  This will be effective for the __________________ school year.  

			                     (Please note specific school year.)



		District Professional Development Facilitator Signature:

		Date:



		Administrator Signature (Notes Approval):

		Date:











(To be completed by on or before April 30 for District Professional Development Facilitator in a summative evaluation year, and on or before May 15 with evaluatee not in a summative year.)



Final Review of the Professional Growth Plan



		District Professional Development Facilitator Comments (Optional):

		Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved

If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.



Comments:









		Professional Development Facilitator’s Signature:

		Date:



		Evaluator’s Signature:

		Date:





The evaluator will maintain the original copy of this form.

A copy will be provided to the Professional Development Facilitator.
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  Elizabethtown Independent Schools    (School Psychologist Form)     Self - Reflecti on   and     Professional Growth Plan Template        

School Psychologist   

        Part A : Reflection on  Standards  for the  School Psychologist   Reflect on the effectiveness and adequacy of your practice in each of the performance standards.   Provide a rating ( G   =  Growth Required ; D = Developing; A = Accomplished; E=Exemplary)   on each  performance standard and list your  strengths   and areas for growth.    

Standard Self - Assessment  A reas for  G rowth  

1. Demonstrates Professional Leadership  G  D  A  E   

2. Demonstrates Knowledge of Job Area  G  D  A  E   

3. Manages the District Psycho-Educational Assessment Program G  D  A  E   

4. Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, Others G  D  A  E   

5. Collaborates with Colleagues/Parents/Others G  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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(School Psychologist Form)



Self-Reflection and 

Professional Growth Plan Template







		School Psychologist 

		













Part A: Reflection on Standards for the School Psychologist

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



		Standard

		Self-Assessment

		Areas for Growth



		1. Demonstrates Professional Leadership 

		G

		D

		A

		E

		



		2. Demonstrates Knowledge of Job Area 

		G

		D

		A

		E

		



		3. Manages the District Psycho-Educational Assessment Program

		G

		D

		A

		E

		



		4. Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, Others

		G

		D

		A

		E

		



		5. Collaborates with Colleagues/Parents/Others

		G

		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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  Part  B : Connecting Priority Growth Needs to Professional Growth Planning   (PGP)   ( Based on the areas of growth identified in  Self - Reflection )    

Professional Growth Goal:      What do I want to change about my practices that will  effectively impact  improvement in my performance as a  School Psychologist ?      How can I deve lop a plan of action to address   my  professional learning?      How will I know if I accomplished my objective?   

 

Connection to Standards  

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

 

Action Plan  

Professional  Learning   W hat do I want to change  about   my leadership or  professional  performance ?   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?  

                                            

  (To be completed by May 15.)  

School Psychologist Signature  Date:  

Administrator Signature   (Notes Receipt of Document, Not Necessarily Approval) :  Date:  
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Part B: Connecting Priority Growth Needs to Professional Growth Planning (PGP)

(Based on the areas of growth identified in Self-Reflection)



		Professional Growth Goal:

· What do I want to change about my practices that will effectively impact improvement in my performance as a School Psychologist?

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

· How will I know if I accomplished my objective?

		







		Connection to Standards



		The School Psychologist 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 professional performance?

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?



		









































		

		

		







(To be completed by May 15.)

		School Psychologist Signature

		Date:



		Administrator Signature (Notes Receipt of Document, Not Necessarily Approval):

		Date:
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    (The following is to be completed on or  before  August 31 , except   for those school psychologists hired after the opening of the school year.)     Th e   Self - Reflection and Professional Growth Plan ha ve   been collaboratively reviewed and/or revised.   This will be effective for the __________________ school year.                                 (Please note specific school year.)    

School Psychologist  Signature:  D ate:  

Administrator Signature   (Notes Approval) :  Date:  

      (To be completed by on or before April 30 for School Psychologist in a summative evaluation year, and on or before May 15 wit h evaluatee not  in a summative year.)     Final Review of the Professional  Growth Plan      

School Psychologist  Comments  (Optional) :  Administrator (check one):                        Reviewed                         Achieved   If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the  future.     Comments:  

   

School Psychologist’s   Signature:  Date:  

Evaluator’s   Signature:  Date:  

The evaluator will maintain the original copy of this form.   A copy will be provided to the  School Psychologist .      
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 (The following is to be completed on or before August 31, except for those school psychologists hired after the opening of the school year.)



The Self-Reflection and Professional Growth Plan have been collaboratively reviewed and/or revised.  This will be effective for the __________________ school year.  

			                     (Please note specific school year.)



		School Psychologist Signature:

		Date:



		Administrator Signature (Notes Approval):

		Date:











(To be completed by on or before April 30 for School Psychologist in a summative evaluation year, and on or before May 15 with evaluatee not in a summative year.)



Final Review of the Professional Growth Plan





		School Psychologist Comments (Optional):

		Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved

If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.



Comments:









		School Psychologist’s Signature:

		Date:



		Evaluator’s Signature:

		Date:





The evaluator will maintain the original copy of this form.

A copy will be provided to the School Psychologist.
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  Elizabethtown Independent Schools    (Workforce Readiness Coordinator/Counselor Form)     Self - Reflecti on   and     Professional Growth Plan Template        

Workforce Readiness Coordinator/Counselor   

        Part A : Reflection on  Standards  for the Workforce Readiness  Coordinator/Counselor   Reflect on the effectiveness and adequacy of your practice in each of the performance standards.   Provide a rating ( G   =  Growth Required ; D = Developing; A = Accomplished;  E=Exemplary)   on each  performance standard and list your  strengths and areas for growth.    

Standard Self - Assessment  A reas for  G rowth  

1. Demonstrates Professional Leadership  G  D  A  E   

2. Designs, Plans, Implements, and Monitors the Workforce Readiness Program G  D  A  E   

3. Counsels Students and Communicates Analysis of Students’ Learning Plans G  D  A  E   

4. Collaborates with Colleagues/Parents/Others G  D  A  E   

5. Engages in Professional Development G  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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[bookmark: _Toc315458945]Elizabethtown Independent Schools 

(Workforce Readiness Coordinator/Counselor Form)



Self-Reflection and 

Professional Growth Plan Template







		Workforce Readiness Coordinator/Counselor 

		













Part A: Reflection on Standards for the Workforce Readiness Coordinator/Counselor

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



		Standard

		Self-Assessment

		Areas for Growth



		1. Demonstrates Professional Leadership 

		G

		D

		A

		E

		



		2. Designs, Plans, Implements, and Monitors the Workforce Readiness Program

		G

		D

		A

		E

		



		3. Counsels Students and Communicates Analysis of Students’ Learning Plans

		G

		D

		A

		E

		



		4. Collaborates with Colleagues/Parents/Others

		G

		D

		A

		E

		



		5. Engages in Professional Development

		G

		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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  Part  B : Connecting Priority Growth Needs to Professional Growth Planning   (PGP)   ( Based on the areas of growth identified in  Self - Reflection )    

Professional Growth Goal:      What do I want to change about my practices that will  effectively impact  improvement in my performance as a  Workforce Readiness Coordinator/Counselor ?      How can I deve lop a plan of action to address   my  professional learning?      How will I know if I accomplished   my objective?   

 

Connection to Standards  

The  Workforce Readiness Coordinator/Counselor   should connect the PGP  Goal to the appropriate   performance standard and list that standard below.  

 

Action Plan  

Professional  Learning   W hat do I want to change  about   my leadership or  professional  performance ?   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?  

                                          

  (To be completed by May 15.)  

Workforce  Readiness Coordinator/Counselor Signature  Date:  

Administrator Signature   (Notes Receipt of Document, Not Necessarily Approval) :  Date:  
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Part B: Connecting Priority Growth Needs to Professional Growth Planning (PGP)

(Based on the areas of growth identified in Self-Reflection)



		Professional Growth Goal:

· What do I want to change about my practices that will effectively impact improvement in my performance as a Workforce Readiness Coordinator/Counselor?

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

· How will I know if I accomplished my objective?

		







		Connection to Standards



		The Workforce Readiness Coordinator/Counselor 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 professional performance?

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?



		







































		

		

		







(To be completed by May 15.)

		Workforce Readiness Coordinator/Counselor Signature

		Date:



		Administrator Signature (Notes Receipt of Document, Not Necessarily Approval):

		Date:
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    (The following is to be completed on or  before  August 31 , except   for those workforce readiness coordinator/counselors hired after the opening  of the school year.)     Th e   Self - Reflection and Professional Growth Plan ha ve   been collaboratively reviewed and/or revised.   This will be effective for the __________________ school year.                                 (Please note specific school year.)    

Workforce Readiness Coordinator/ Counselor  Signature:  Date:  

Administrator Signature   (Notes Approval) :  Date:  

      (To be completed by on or before April 30 for  Workforce Readiness Coordinator/Counselor  in a summative evaluation year, and on or before  May 15 with evaluatee not in a  summative year.)     Final Review of the Professional Growth Plan    

Workforce Readiness  Coordinator/Counselor  Comment s (Optional) :  Administrator (check one):                        Reviewed                         Achieved   If the Professional Growth Plan is not achiev ed, please indicate what needs to be addressed in  the future.     Comments:  

   

Workforce Readiness Coordinator/Counselor’s   Signature:  Date:  

Evaluator’s   Signature:  Date:  

The evaluator will maintain the original copy of this form.   A copy will be provided to the  Workforce Readiness Coordinator/Counselor .      
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 (The following is to be completed on or before August 31, except for those workforce readiness coordinator/counselors hired after the opening of the school year.)



The Self-Reflection and Professional Growth Plan have been collaboratively reviewed and/or revised.  This will be effective for the __________________ school year.  

			                     (Please note specific school year.)



		Workforce Readiness Coordinator/Counselor Signature:

		Date:



		Administrator Signature (Notes Approval):

		Date:











(To be completed by on or before April 30 for Workforce Readiness Coordinator/Counselor in a summative evaluation year, and on or before May 15 with evaluatee not in a summative year.)



Final Review of the Professional Growth Plan



		Workforce Readiness Coordinator/Counselor Comments (Optional):

		Administrator (check one):                 [image: ]   Reviewed               [image: ]    Achieved

If the Professional Growth Plan is not achieved, please indicate what needs to be addressed in the future.



Comments:









		Workforce Readiness Coordinator/Counselor’s Signature:

		Date:



		Evaluator’s Signature:

		Date:





The evaluator will maintain the original copy of this form.

A copy will be provided to the Workforce Readiness Coordinator/Counselor.
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  STANDARD 1: Demonstrates Professional Leadership     PERFORMANCE CRITERIA:      The extent to which the District  Behavior   Consultant:      1.1   Assumes and completes duties promptly and effectively.   1.2   Demonstrates punctuality and good attendance for all duties.   1.3   Adheres to school board policies and administrative procedures.   1.4   Handles confidential matters or information in a professional manner.   1.5   Assumes responsibility for assigned elements of the district’s  Response to Behavior   program.   1.6   Adheres to the Professional Code   of Ethics.   1.7   Builds positive relationships within and between school and community.   1.8   Participates in professional organizations and activities.   1.9   Writes and speaks effectively.   1.10   Treats people fairly, equitably and with dignity and respect.   1.11   Demonstrates apprecia tion for and sensitivity to the diversity in the school community.         Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                 Evaluator’s  Feedback :                             


Microsoft_Office_Word_Document71.docx


		STANDARD 1: Demonstrates Professional Leadership



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



1.1 Assumes and completes duties promptly and effectively.

1.2 Demonstrates punctuality and good attendance for all duties.

1.3 Adheres to school board policies and administrative procedures.

1.4 Handles confidential matters or information in a professional manner.

1.5 Assumes responsibility for assigned elements of the district’s Response to Behavior program.

1.6 Adheres to the Professional Code of Ethics.

1.7 Builds positive relationships within and between school and community.

1.8 Participates in professional organizations and activities.

1.9 Writes and speaks effectively.

1.10 Treats people fairly, equitably and with dignity and respect.

1.11 Demonstrates appreciation for and sensitivity to the diversity in the school community.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).































Evaluator’s Feedback: 
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STANDARD 2: Demonstrates Knowledge of Job Area     PERFORMANCE CRITERIA:      The exten t to which the District Behavior  Consultant:      2.1   Suggests alternative instructional and behavioral management strategies to teachers.   2.2   Identifies appropriate  instructional strategies for each child/youth.   2.3   Demonstrates instructional strategies and/or behavior management techniques, especially for new      teachers in the district.   2.4   Supports colleagues by serving in roles such as mentor and/o r coach in the areas of  behavior                 M anagement.         2.5   Is knowledgeable of current crisis intervention techniques and provides training for peers.   2.6   Is aware of available commu nity resources.           Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                               Evaluator’s  Feedback :              
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		STANDARD 2: Demonstrates Knowledge of Job Area



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



2.1	Suggests alternative instructional and behavioral management strategies to teachers.

2.2	Identifies appropriate instructional strategies for each child/youth.

2.3	Demonstrates instructional strategies and/or behavior management techniques, especially for new 

	teachers in the district.

2.4	Supports colleagues by serving in roles such as mentor and/or coach in the areas of behavior

             Management.    

2.5	Is knowledgeable of current crisis intervention techniques and provides training for peers.

2.6	Is aware of available community resources.









Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).





























Evaluator’s Feedback:
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SOURCES OF EVIDENCE / FRAMEWORK FOR  PRINCIPAL/ASST PRINC IPAL   ALIGNMENT        

KY PERFORMANCE  MEASURES  PLANNING  ENVIRONMENT  INSTRUCTION  PROFESSIONAL I SM  

Standards   Human Resources  Management  Organizational  Management  School Climate    Communication and  Community  Re lations  Instructional  Leadership      Professionalism  

 T he principal fosters  effective human resources  management by assisting  with selection and  induction, and by  supporting, evaluating, and  retaining quality  instructional and support  personnel.  The princi pal fosters the  success of all students by  supporting, managing,  and overseeing the  school’s organization,  operation, and use of  resources.  The principal fosters the  success of all students by  developing, advocating, and  sustaining an academically  rigorous , positive, and safe  school climate for all  stakeholders.  The  principal   fosters the  success of all students by  communicating and  collaborating effectively  with stakeholders.  The principal fosters the  success by facilitating the  development, communication,  implementation, and  evaluation of a shared vision of  teaching and learning that  leads to student academic  growth and school  improvement.  The principal fosters the  success of all students by  demonstrating  professional standards  and ethics, engaging in  conti nuous professional  learning, and contributing  to the profession .  

SOURCES OF EVIDENCE    To Inform Professional Practice  Site Visits                                    Observations and   District Identified  Evidence   ( conferences)    

Professional  Growth   Professio nal Growth Planning and Self Reflection  

Self - Reflection   Instructional  Leadership  School Climate  Human Resources  Management  Organizational  Management  Communication and  Community Relations  Professionalism  

TELL Survey   TELL Kentucky & Other District Identi fied Feedback  

Time; Professional  Development;  Instructional Practices &  Support; School  Leadership  Time; Managing  Student Conduct  Instructional Practices  & Support; Facilities &  Resources; Teacher  Leadership; New  Teacher Support  Facilities & Resources;  Teacher Leadership;  School Leadership  Community Support &  Involvement  Time; PD;  Instructional  Practices & Support;  Facilities &  Resources; Teacher  Leadership; New  Teacher Support  
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  STANDARD 3: Demonstrates Effective Interpersonal and Communication Skills with  Peers, Parents, and Others     PERFORMANCE CRITERIA:      The extent to which the District  Behavior  Consultant:      3.1   Deals with   teacher s ,   student and parents in a positive,  constructive manner.   3.2   Creates a favorable professional image in the school and community.   3.3   Com municates and i nterprets   Response to Behavior and PBIS programs   to the staff, parents, and  appropriate community agencies.    3.4   Handl es the concerns of peers and parents in a sensitive manner.   3.5   Ensures that or al and written  communication s are   clear, accurate and carefully composed.   3.6   Handles problems in a consistent and fair manner.       Evidence requested by the evaluator or prov ided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                               Evaluator’s Feedback:        
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		STANDARD 3: Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, and Others



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



3.1	Deals with teachers, student and parents in a positive, constructive manner.

3.2	Creates a favorable professional image in the school and community.

3.3	Communicates and interprets Response to Behavior and PBIS programs to the staff, parents, and appropriate community agencies. 

3.4	Handles the concerns of peers and parents in a sensitive manner.

3.5	Ensures that oral and written communications are clear, accurate and carefully composed.

3.6	Handles problems in a consistent and fair manner.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).













































Evaluator’s Feedback:
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  STANDARD 4: Collaborates with Colleagues, Parents, and Others     PERFORMANCE CRITERIA:      The extent to which the District  Behavior   Consultant:      4.1   Cooperates with administrative staff in order to accomplish school and board objectives.   4.2   Participates in or chairs  RtB leadership team   meetings and  ILP meetings for students in alternative  programs.   4.3   Encourages utilization of community resources.   4.4         Attend meetings and consultations as it pertains to behavior education.         Evidence requested by the evaluator or provided by the  district   employee :   Ind icate contributor with an (E) or ( DE ).      

 

                              Evaluator’s Feedback:  
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		STANDARD 4: Collaborates with Colleagues, Parents, and Others



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



4.1	Cooperates with administrative staff in order to accomplish school and board objectives.

4.2	Participates in or chairs RtB leadership team meetings and ILP meetings for students in alternative programs.

4.3	Encourages utilization of community resources.

4.4       Attend meetings and consultations as it pertains to behavior education.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).







		



































[bookmark: _GoBack]Evaluator’s Feedback:
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  Review of Additional Data Impacting the  D istrict  Employee’s  Evaluation                                                                        

   Review progress on Professional Growth Goal:   Comments:    

   Additional Comments (Optional):    


Microsoft_Office_Word_Document75.docx


Review of Additional Data Impacting the District Employee’s Evaluation



[bookmark: _GoBack] (
Review progress on Professional Growth Goal:
Comments:
)













































 (
Additional Comments (Optional):
)
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  STANDARD 1: Demonstrates Professional Leadership     PERFORMANCE CRITERIA:     The extent to which the Gifted and Talented Education Coordinator:     1.1   Assumes responsibility for the district gifted and talented education program.   1.2   Assumes and completes tasks  promptly and effectively.   1.3   Writes and speaks effectively.   1.4   Adheres to school board policies and administrative procedures.   1.5   Handles confidential matters or information in a professional manner.   1.6   Builds positive relationships within and between school and commu nity.   1.7   Treats people fairly, equitably and with dignity and respect.   1.8   Models nondiscriminatory practices in all activities.   1.9   Demonstrates appreciation for and sensitivity to the diversity in the school community.   1.10   Promotes leadership potential in colleagues an d students.   1.11   Contributes to the professional knowledge and expertise about teaching and learning.   1.12   Presents the gifted education program in a manner that reflects sensitivity to multicultural and global  perspectives.   1.13   Represents the district in projects and i nitiatives aligned to gifted education at the local, regional, state,  and national levels.   1.14   Communicates the district’s gifted and talented education program goals to all stakeholders.   1.15   Demonstrates productive leadership and team membership skills that facil itate the development of  mutually beneficial goals.   1.16   Manages time to maximize attainment of district goals.   1.17   Adheres to the Professional Code of Ethics.         Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an   (E) or ( DE ).                         Evaluator’s  Feedback :           
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		STANDARD 1: Demonstrates Professional Leadership



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



1.1 Assumes responsibility for the district gifted and talented education program.

1.2 Assumes and completes tasks promptly and effectively.

1.3 Writes and speaks effectively.

1.4 Adheres to school board policies and administrative procedures.

1.5 Handles confidential matters or information in a professional manner.

1.6 Builds positive relationships within and between school and community.

1.7 Treats people fairly, equitably and with dignity and respect.

1.8 Models nondiscriminatory practices in all activities.

1.9 Demonstrates appreciation for and sensitivity to the diversity in the school community.

1.10 Promotes leadership potential in colleagues and students.

1.11 Contributes to the professional knowledge and expertise about teaching and learning.

1.12 Presents the gifted education program in a manner that reflects sensitivity to multicultural and global perspectives.

1.13 Represents the district in projects and initiatives aligned to gifted education at the local, regional, state, and national levels.

1.14 Communicates the district’s gifted and talented education program goals to all stakeholders.

1.15 Demonstrates productive leadership and team membership skills that facilitate the development of mutually beneficial goals.

1.16 Manages time to maximize attainment of district goals.

1.17 Adheres to the Professional Code of Ethics.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).























Evaluator’s Feedback: 
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  STANDARD 2: Leads, Manages, and  Monitors the Gifted and Talented Education  Program     PERFORMANCE CRITERIA:     The extent to which the Gifted and Talented Education Coordinator:     2.1   Monitors the implementation of the district’s gifted and talented education  program.   2.2   Develops and manages the budget of the gifted and talented education program.   2.3   Monitors the overall achievement data results and ensures all high ability students are being challenged.   2.4   Assists in the design of differentiated education and assists s chool personnel in appropriate dissemination, evaluation, and  revision of written education plans for gifted and talented students.   2.5   Assists professional learning communities and individuals to determine differentiated instruction, assessments, and resource s.   2.6   Develops and implements research - based procedures for identifying gifted and talented students.   2.7   Assists staff in developing specialized learning activities for students who have needs beyond the classroom curriculum to  include: cluster grouping, pull - ou t programs, cross grade offerings, out of level offerings, college courses, internships,  independent projects, etc.   2.8   Works with teachers in identifying the potentially gifted students in their classrooms.   2.9   Plans orientations and ongoing inservice training of   staff in areas pertinent to gifted education.   2.10   Orders, organizes and disseminates materials that can be appropriately used with gifted students by classroom teachers.   2.11   Utilizes assessment techniques and resources that can assist in the identification of gif ted and talented needs for students;  oversees the testing and identification of gifted and talented students.   2.12   Conducts routine audits of school - based gifted and talented services to ensure compliance with the district plan.   2.13   Is responsible for the accuracy  of the gifted and talented student database and files; maintains district and student confidential  records.   2.14   Ensures that appropriate assessment instruments and protocols are ordered for use in the district.   2.15   Ensures parental or guardian permission has been  secured prior to the administration of assessments to students.   2.16   Assesses the accomplishments of students on a regular basis and provides progress reports as necessary.   2.17   Monitors student progress and interprets the results of evaluation.   2.18   Serves as an advocat e for the needs of gifted and talented students in a professional and appropriate manner.   2.19   Provides resources for teachers who are working with gifted and talented students.   2.20   Provides leadership for the integration of the gifted and talented program into all   content areas.   2.21   Plans and implements staff development activities related to the gifted and talented program as requested.   2.22   Assists in curriculum development, implementation, and revision as requested.   2.23   Serves as a resource and advisor to principals and teac hers regarding the gifted and talented education program.   2.24   Coordinates gifted and talented educational activities and events such as field trips, special exhibits, and contests.   2.25   Develops appropriate advocacy positions/statements for the gifted and talented  education program.   2.26   Initiates and develops projects to enhance and support the gifted education program.   2.27   Markets the gifted and talented education program to students, parents, and the community.   2.28   Conducts research and writes grants to secure additional fund ing for the gifted and talented education program as directed.       Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).           Evaluator’s  Feedback :            
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		STANDARD 2: Leads, Manages, and Monitors the Gifted and Talented Education Program



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



2.1 Monitors the implementation of the district’s gifted and talented education program.

2.2 Develops and manages the budget of the gifted and talented education program.

2.3 Monitors the overall achievement data results and ensures all high ability students are being challenged.

2.4 Assists in the design of differentiated education and assists school personnel in appropriate dissemination, evaluation, and revision of written education plans for gifted and talented students.

2.5 Assists professional learning communities and individuals to determine differentiated instruction, assessments, and resources.

2.6 Develops and implements research-based procedures for identifying gifted and talented students.

2.7 Assists staff in developing specialized learning activities for students who have needs beyond the classroom curriculum to include: cluster grouping, pull-out programs, cross grade offerings, out of level offerings, college courses, internships, independent projects, etc.

2.8 Works with teachers in identifying the potentially gifted students in their classrooms.

2.9 Plans orientations and ongoing inservice training of staff in areas pertinent to gifted education.

2.10 Orders, organizes and disseminates materials that can be appropriately used with gifted students by classroom teachers.

2.11 Utilizes assessment techniques and resources that can assist in the identification of gifted and talented needs for students; oversees the testing and identification of gifted and talented students.

2.12 Conducts routine audits of school-based gifted and talented services to ensure compliance with the district plan.

2.13 Is responsible for the accuracy of the gifted and talented student database and files; maintains district and student confidential records.

2.14 Ensures that appropriate assessment instruments and protocols are ordered for use in the district.

2.15 Ensures parental or guardian permission has been secured prior to the administration of assessments to students.

2.16 Assesses the accomplishments of students on a regular basis and provides progress reports as necessary.

2.17 Monitors student progress and interprets the results of evaluation.

2.18 Serves as an advocate for the needs of gifted and talented students in a professional and appropriate manner.

2.19 Provides resources for teachers who are working with gifted and talented students.

2.20 Provides leadership for the integration of the gifted and talented program into all content areas.

2.21 Plans and implements staff development activities related to the gifted and talented program as requested.

2.22 Assists in curriculum development, implementation, and revision as requested.

2.23 Serves as a resource and advisor to principals and teachers regarding the gifted and talented education program.

2.24 Coordinates gifted and talented educational activities and events such as field trips, special exhibits, and contests.

2.25 Develops appropriate advocacy positions/statements for the gifted and talented education program.

2.26 Initiates and develops projects to enhance and support the gifted education program.

2.27 Markets the gifted and talented education program to students, parents, and the community.

2.28 Conducts research and writes grants to secure additional funding for the gifted and talented education program as directed.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).









Evaluator’s Feedback:
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		ENVIRONMENT
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		PROFESSIONALISM





		Standards

		

		Human Resources Management

		Organizational Management

		School Climate

		Communication and Community Relations

		Instructional Leadership

		Professionalism



		

		

		The principal fosters effective human resources management by assisting with selection and induction, and by supporting, evaluating, and retaining quality instructional and support personnel.

		The principal fosters the success of all students by supporting, managing, and overseeing the school’s organization, operation, and use of resources.

		The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, and safe school climate for all stakeholders.

		The principal fosters the success of all students by communicating and collaborating effectively with stakeholders.

		The principal fosters the success by facilitating the development, communication, implementation, and evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.

		The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in continuous professional learning, and contributing to the profession.
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  STANDARD 3:  Collaborates with Colleagues/Parents/Others       PERFORMANCE CRITERIA:     The extent to which the Gifted and Talented Education Coordinator:     3.1   Communicates with student and parents in a positive, constructive manner.   3.2   Maintains a positive  working relationship with all stakeholders.   3.3   Creates a favorable professional image in the school and community.   3.4   Interprets present programs and proposed program changes to the board, the administrators, the staff  and the general public.   3.5   Handles   the concerns of parents in a sensitive manner.   3.6   Ensures that the oral and written communications to parents are clear, accurate and carefully composed.   3.7   Handles problems in a consistent and fair manner.   3.8   Cooperates with administrative staff in or der to accomplish school and district objectives.   3.9   Actively participates in all meetings of the Gifted Education Advisory Council.   3.10   Provides opportunities for parent involvement and communicates with district leaders regarded gifted  education issues .   3.11   Maintains the district’s collaborative relationship with established professional organizations related to  gifted and talented education in the region and state.   3.12   Invites colleagues, parents, community representatives, and others to collaborate  on and participate in  the gifted and talented education program.   3.13   Effectively employs conflict resolution skills, group - process and consensus - building skills, and  communication skills; practices effective listening.   3.14   Works with colleagues to admini ster an effective learning climate within the district.   3.15   Shares responsibilities to maximize ownership of and accountability for the gifted education program.         Evidence requested by the evaluator or provided by the  district  employee :   Indicate  contributor with an (E) or ( DE ).                             Evaluator’s Feedback:          
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		STANDARD 3: Collaborates with Colleagues/Parents/Others 



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



3.1	Communicates with student and parents in a positive, constructive manner.

3.2	Maintains a positive working relationship with all stakeholders.

3.3	Creates a favorable professional image in the school and community.

3.4	Interprets present programs and proposed program changes to the board, the administrators, the staff and the general public.

3.5	Handles the concerns of parents in a sensitive manner.

3.6	Ensures that the oral and written communications to parents are clear, accurate and carefully composed.

3.7	Handles problems in a consistent and fair manner.

3.8	Cooperates with administrative staff in order to accomplish school and district objectives.

3.9	Actively participates in all meetings of the Gifted Education Advisory Council.

3.10	Provides opportunities for parent involvement and communicates with district leaders regarded gifted education issues.

3.11	Maintains the district’s collaborative relationship with established professional organizations related to gifted and talented education in the region and state.

3.12	Invites colleagues, parents, community representatives, and others to collaborate on and participate in the gifted and talented education program.

3.13	Effectively employs conflict resolution skills, group-process and consensus-building skills, and communication skills; practices effective listening.

3.14	Works with colleagues to administer an effective learning climate within the district.

3.15	Shares responsibilities to maximize ownership of and accountability for the gifted education program.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



























Evaluator’s Feedback:
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  STANDARD 4: Engages in Professional Development     PERFORMANCE CRITERIA:     The extent to which the Gifted and Talented Education Coordinator:     4.1   Establishes priorities for professional growth.   4.2   Reflects on and analyzes professional performance to help  identify professional development needs.   4.3   Applies the knowledge, skills, and processes acquired through professional development.   4.4   Modifies personal professional development plan to improve performance and promote student  learning.   4.5   Participates i n professional organizations and activities.       Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                     Evaluator’s Feedback:   
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		STANDARD 4: Engages in Professional Development



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



4.1	Establishes priorities for professional growth.

4.2	Reflects on and analyzes professional performance to help identify professional development needs.

4.3	Applies the knowledge, skills, and processes acquired through professional development.

4.4	Modifies personal professional development plan to improve performance and promote student learning.

4.5	Participates in professional organizations and activities.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).
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  Review of Additional Data Impacting the  District   Employee’s  Evaluation                                                                        

   Review progress on Professional Growth Goal:   Comments:    

   Additional Comments (Optional):    
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		Review of Additional Data Impacting the District Employee’s Evaluation
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  STANDARD 1: Demonstrates Professional Leadership     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     1.1   Assumes and completes tasks promptly and effectively.   1.2   Writes and speaks effectively.   1.3   Adheres to school board policies  and administrative procedures.   1.4   Handles confidential matters or information in a professional manner.   1.5   Builds positive relationships within and between school and community.   1.6   Treats people fairly, equitably, and with dignity and respect.   1.7   Models nondiscriminat ory practices in all activities.   1.8   Demonstrates appreciation for and sensitivity to the diversity in the school community.   1.9   Contributes to the professional knowledge and expertise about teaching and learning.   1.10   Demonstrates productive leadership and team member ship skills that facilitate the development of  mutually beneficial goals.   1.11   Manages time to maximize attainment of district goals.   1.12   Adheres to the Professional Code of Ethics.       Evidence requested by the evaluator or provided by the  district   employee :   Indicat e contributor with an (E) or ( DE ).                             Evaluator’s  Feedback :                           
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		STANDARD 1: Demonstrates Professional Leadership



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



1.1 Assumes and completes tasks promptly and effectively.

1.2 Writes and speaks effectively.

1.3 Adheres to school board policies and administrative procedures.

1.4 Handles confidential matters or information in a professional manner.

1.5 Builds positive relationships within and between school and community.

1.6 Treats people fairly, equitably, and with dignity and respect.

1.7 Models nondiscriminatory practices in all activities.

1.8 Demonstrates appreciation for and sensitivity to the diversity in the school community.

1.9 Contributes to the professional knowledge and expertise about teaching and learning.

1.10 Demonstrates productive leadership and team membership skills that facilitate the development of mutually beneficial goals.

1.11 Manages time to maximize attainment of district goals.

1.12 Adheres to the Professional Code of Ethics.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



























Evaluator’s Feedback: 
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STANDARD 2:  Fosters a Collaborative Culture to Support Educator Development and  Student Learning     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     2.1   Utilizes group processes to help colleagues   work collaboratively,  make decisions, manage conflict, and  promote meaningful change .   2.2   Models effective skills in listening, presenting ideas, leading discussions, clarifying, mediating, and  identifying the needs of self and others in order to advance shared goals and profession al learning .   2.3   Employs facilitation skills to create trust among colleagues, develop collective wisdom, build ownership  and action that supports student learning .   2.4   Strives to create an inclusive culture where diverse perspectives are welcomed in addressing ch allenges .   2.5   Uses knowledge and understanding of different backgrounds, ethnicities, cultures, and languages to promote  effective interactions among colleagues .       Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor  with an (E) or ( DE ).                                   Evaluator’s  Feedback :              
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		STANDARD 2: Fosters a Collaborative Culture to Support Educator Development and Student Learning



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



2.1 Utilizes group processes to help colleagues work collaboratively, make decisions, manage conflict, and promote meaningful change.

2.2 Models effective skills in listening, presenting ideas, leading discussions, clarifying, mediating, and identifying the needs of self and others in order to advance shared goals and professional learning.

2.3 Employs facilitation skills to create trust among colleagues, develop collective wisdom, build ownership and action that supports student learning.

2.4 Strives to create an inclusive culture where diverse perspectives are welcomed in addressing challenges.

2.5 Uses knowledge and understanding of different backgrounds, ethnicities, cultures, and languages to promote effective interactions among colleagues.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).

































Evaluator’s Feedback:
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  STANDARD 3:  Accesses and Uses Research to Improve Practice and Student Learning     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     3.1   Assists colleagues in accessing and using research in order to select appropriate  strategies to improve  student learning .   3.2   Facilitates the analysis of student learning data, collaborative interpretation of results, and application of  findings to improve teaching and learning .   3.3   Teaches and supports colleagues to collect, analyze, and commu nicate data from their classrooms to  improve teaching and learning .           Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                               Evaluator’s Feedback:        
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		STANDARD 3: Accesses and Uses Research to Improve Practice and Student Learning



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



3.1 Assists colleagues in accessing and using research in order to select appropriate strategies to improve student learning.

3.2 Facilitates the analysis of student learning data, collaborative interpretation of results, and application of findings to improve teaching and learning.

3.3 Teaches and supports colleagues to collect, analyze, and communicate data from their classrooms to improve teaching and learning.









Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).













































Evaluator’s Feedback:
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  STANDARD 4:   Promotes Professional Learning for Continuous Improvement     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     4.1   Collaborates with colleagues and school administrators to plan professional learning that is  team - based,  job - embedded, sustained over time, aligned with content standards, and linked to school/district  improvement goals.   4.2   Uses information about adult learning to respond to the diverse learning needs of colleagues by  identifying, promoting, and faci litating varied and differentiated professional learning.   4.3   Facilitates professional learning among colleagues.   4.4   Identifies and uses appropriate technologies to promote collaborative and differentiated professional  learning.   4.5   Works with colleagues to collect,  analyze, and disseminate data related to the quality of professional  learning and its effect on teaching and student learning.   4.6   Advocates for sufficient preparation, time, and support for colleagues to work in teams to engage in job - embedded professional le arning.   4.7   Provides constructive feedback to colleagues to strengthen teaching practice and improve student  learning.   4.8   Uses information about emerging education, economic, and social trends in planning and facilitating  professional learning.       Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                             Evaluator’s Feedback:   
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		STANDARD 4:  Promotes Professional Learning for Continuous Improvement



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



4.1 Collaborates with colleagues and school administrators to plan professional learning that is team-based, job-embedded, sustained over time, aligned with content standards, and linked to school/district improvement goals.

4.2 Uses information about adult learning to respond to the diverse learning needs of colleagues by identifying, promoting, and facilitating varied and differentiated professional learning.

4.3 Facilitates professional learning among colleagues.

4.4 Identifies and uses appropriate technologies to promote collaborative and differentiated professional learning.

4.5 Works with colleagues to collect, analyze, and disseminate data related to the quality of professional learning and its effect on teaching and student learning.

4.6 Advocates for sufficient preparation, time, and support for colleagues to work in teams to engage in job-embedded professional learning.

4.7 Provides constructive feedback to colleagues to strengthen teaching practice and improve student learning.

4.8 Uses information about emerging education, economic, and social trends in planning and facilitating professional learning.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).
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Standard 5:   Facilitates Improvements in Instruction and Student Learning     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     5.1   Facilitates the collection, analysis, and use of classroom -   and school - based data to identify   opportunities to improve curriculum, instruction, assessment, school organization, and school  culture.   5.2   Engages in reflective dialog with colleagues based on observation of instruction, student work, and  assessment data and helps make connections to resear ch - based effective practices.    5.3   Supports colleagues’ individual and collective reflection and professional growth by serving in  roles such as mentor, coach, and content facilitator.    5.4   Serves as a team leader to harness the skills, expertise, and knowledge of   colleagues to address  curricular expectations and student learning needs.    5.5   Uses knowledge of existing and emerging technologies to guide colleagues in helping students  skillfully and appropriately navigate the universe of knowledge available on the Intern et, use social  media to promote collaborative learning, and connect with people and resources around the globe.   5.6   Promotes instructional strategies that address issues of diversity and equity in the classroom and  ensures that individual student learning need s remain the central focus of instruction.         Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                     Evaluator’s Feedback:                 
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Standard 5:  Facilitates Improvements in Instruction and Student Learning



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



5.1 Facilitates the collection, analysis, and use of classroom- and school-based data to identify opportunities to improve curriculum, instruction, assessment, school organization, and school culture.

5.2 Engages in reflective dialog with colleagues based on observation of instruction, student work, and assessment data and helps make connections to research-based effective practices. 

5.3 Supports colleagues’ individual and collective reflection and professional growth by serving in roles such as mentor, coach, and content facilitator. 

5.4 Serves as a team leader to harness the skills, expertise, and knowledge of colleagues to address curricular expectations and student learning needs. 

5.5 Uses knowledge of existing and emerging technologies to guide colleagues in helping students skillfully and appropriately navigate the universe of knowledge available on the Internet, use social media to promote collaborative learning, and connect with people and resources around the globe.

5.6 Promotes instructional strategies that address issues of diversity and equity in the classroom and ensures that individual student learning needs remain the central focus of instruction.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



































Evaluator’s Feedback: 
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Standard 6:  Promotes the Use of Assessments and Data for School and District  Improvement     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     6.1   Increases the capacity of colleagues to identify and use multiple assessment  tools aligned to state  and local standards.   6.2   Collaborates with colleagues in the design, implementation, scoring, and interpretation of student  data to improve educational practice and student learning.    6.3   Creates a climate of trust and critical reflection in   order to engage colleagues in challenging  conversations about student learning data that lead to solutions to identified issues.   6.4   Works with colleagues to use assessment and data findings to promote changes in instructional  practices or organizational stru ctures to improve student learning.         Evidence requested by the evaluator or provided by the  district  employee :   Indicate contributor with an (E) or ( DE ).                               Evaluator’s Feedback:                
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Standard 6: Promotes the Use of Assessments and Data for School and District Improvement



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



6.1 Increases the capacity of colleagues to identify and use multiple assessment tools aligned to state and local standards.

6.2 Collaborates with colleagues in the design, implementation, scoring, and interpretation of student data to improve educational practice and student learning. 

6.3 Creates a climate of trust and critical reflection in order to engage colleagues in challenging conversations about student learning data that lead to solutions to identified issues.

6.4 Works with colleagues to use assessment and data findings to promote changes in instructional practices or organizational structures to improve student learning.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).





























Evaluator’s Feedback:
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Standard 7:  Improves Outreach and Collaboration with Families and Community     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     7.1   Uses knowledge and understanding of the different backgrounds, ethnicities, cultures, and  languages in the school community to promote effective interactions among colleagues, families,  and the larger community.    7.2   Models and teaches effective communication  and collaboration skills with families and other  stakeholders focused on attaining equitable achievement for students of all backgrounds and  circumstances.    7.3   Facilitates colleagues’ self - examination of their own understandings of community culture and  diver sity and how they can develop culturally responsive strategies to enrich the educational  experiences of students and achieve high levels of learning for all students.    7.4   Develops a shared understanding among colleagues of the diverse educational needs of fam ilies  and the community.    7.5   Collaborates with families, communities, and colleagues to develop comprehensive strategies to  address the diverse educational needs of families and the community.       Evidence requested by the evaluator or provided by the  district   e mployee :   Indicate contributor with an (E) or ( DE ).                             Evaluator’s Feedback:                
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Standard 7: Improves Outreach and Collaboration with Families and Community



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



7.1 Uses knowledge and understanding of the different backgrounds, ethnicities, cultures, and languages in the school community to promote effective interactions among colleagues, families, and the larger community. 

7.2 Models and teaches effective communication and collaboration skills with families and other stakeholders focused on attaining equitable achievement for students of all backgrounds and circumstances. 

7.3 Facilitates colleagues’ self-examination of their own understandings of community culture and diversity and how they can develop culturally responsive strategies to enrich the educational experiences of students and achieve high levels of learning for all students. 

7.4 Develops a shared understanding among colleagues of the diverse educational needs of families and the community. 

7.5 Collaborates with families, communities, and colleagues to develop comprehensive strategies to address the diverse educational needs of families and the community.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



























Evaluator’s Feedback:
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Standard 8:    Advocates for Student Learning and the Profession     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     8.1   Shares information with colleagues within and/or beyond the district regarding how local, state,  and  national trends and policies can impact classroom practices and expectations for student  learning.   8.2   Works with colleagues to identify and use research to advocate for teaching and learning  processes that meet the needs of all students.    8.3   Collaborates with co lleagues to select appropriate opportunities to advocate for the rights and/or  needs of students, to secure additional resources within the building or district that support  student learning, and to communicate effectively with targeted audiences such as p arents and  community members.    8.4   Advocates for access to professional resources, including financial support and human and other  material resources that allow colleagues to spend significant time learning about effective  practices and developing a profession al learning community focused on school improvement  goals.   8.5   Represents and advocates for the profession in contexts outside of the classroom.           Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                             Evaluator’s Feedback:            
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Standard 8:   Advocates for Student Learning and the Profession



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



8.1 Shares information with colleagues within and/or beyond the district regarding how local, state, and national trends and policies can impact classroom practices and expectations for student learning.

8.2 Works with colleagues to identify and use research to advocate for teaching and learning processes that meet the needs of all students. 

8.3 Collaborates with colleagues to select appropriate opportunities to advocate for the rights and/or needs of students, to secure additional resources within the building or district that support student learning, and to communicate effectively with targeted audiences such as parents and community members. 

8.4 Advocates for access to professional resources, including financial support and human and other material resources that allow colleagues to spend significant time learning about effective practices and developing a professional learning community focused on school improvement goals.

8.5 Represents and advocates for the profession in contexts outside of the classroom.









Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



























Evaluator’s Feedback:
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  Review of Additional Data Impacting the  District   Employee’s  Evaluation                                                                        

   Review progress on Professional Growth Goal:   Comments:    

   Additional Comments (Optional):    
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Review of Additional Data Impacting the District Employee’s Evaluation



[bookmark: _GoBack] (
Review progress on Professional Growth Goal:
Comments:
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Additional Comments (Optional):
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  STANDARD 1:    Demonstrates Professional Leadership     PERFORMANCE CRITERIA:     The extent to which the school psychologist:     1.1   Assumes and completes duties promptly and effectively.   1.2   Demonstrates punctuality and good attendance for all duties.   1.3   Adheres to school  board policies and administrative procedures.   1.4   Handles confidential matters or information in a professional manner.   1.5   Assumes responsibility for the district psycho - educational assessment program.   1.6   Adheres to the Professional Code of Ethics.   1.7   Builds positive r elationships within and between school and community.   1.8   Participates in professional organizations and activities.   1.9   Writes and speaks effectively.   1.10   Treats people fairly, equitably and with dignity and respect.   1.11   Demonstrates appreciation for and sensitivity to t he diversity in the school community.   1.12   Reflects of professional practice and identifies areas for continued professional growth.   1.13   Engages in professional development and models professionalism.         Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                             Evaluator’s  Feedback :                           
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		STANDARD 1:  Demonstrates Professional Leadership



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



1.1 Assumes and completes duties promptly and effectively.

1.2 Demonstrates punctuality and good attendance for all duties.

1.3 Adheres to school board policies and administrative procedures.

1.4 Handles confidential matters or information in a professional manner.

1.5 Assumes responsibility for the district psycho-educational assessment program.

1.6 Adheres to the Professional Code of Ethics.

1.7 Builds positive relationships within and between school and community.

1.8 Participates in professional organizations and activities.

1.9 Writes and speaks effectively.

1.10 Treats people fairly, equitably and with dignity and respect.

1.11 Demonstrates appreciation for and sensitivity to the diversity in the school community.

1.12 Reflects of professional practice and identifies areas for continued professional growth.

1.13 Engages in professional development and models professionalism.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



























Evaluator’s Feedback: 
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STANDARD 2: Demonstrates Knowledge of Job Area     PERFORMANCE CRITERIA:     The extent to which the school psychologist:     2.1   Demonstrates knowledge of child and adolescent development and psychopathology.   2.2   Establishes goals for the school psychology program that are appropriate to the setting and the      students served.   2.2   Suggests alternative instructional and behavioral management strategies to teachers.   2.2   Demonstrates instructional strategies and/or beh avior management techniques.   2.3   Identifies appropriate assessment instruments for each child/youth referred for psycho - educational  assessment; demonstrates knowledge and skill in using psychological instruments to evaluate students.   2.4   Is familiar with  current crisis intervention techniques.   2.5   Is aware of available community resources.   2.6   Is aware of and applies current laws and regulations regarding due process timelines.   2.7   Demonstrates knowledge of state and federal regulations and the resources b oth within and      beyond the school and district.   2.8   Ensures the school psychology program is integrated with the regular school program to meet the      needs of individual students and includes prevention.         Evidence requested by the evaluator or provided   by the  district   employee :   Indicate contributor with an (E) or ( DE ).                           Evaluator’s  Feedback :              
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		STANDARD 2: Demonstrates Knowledge of Job Area



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



2.1	Demonstrates knowledge of child and adolescent development and psychopathology.

2.2	Establishes goals for the school psychology program that are appropriate to the setting and the 

	students served.

2.2	Suggests alternative instructional and behavioral management strategies to teachers.

2.2	Demonstrates instructional strategies and/or behavior management techniques.

2.3	Identifies appropriate assessment instruments for each child/youth referred for psycho-educational assessment; demonstrates knowledge and skill in using psychological instruments to evaluate students.

2.4	Is familiar with current crisis intervention techniques.

2.5	Is aware of available community resources.

2.6	Is aware of and applies current laws and regulations regarding due process timelines.

2.7	Demonstrates knowledge of state and federal regulations and the resources both within and 

	beyond the school and district.

2.8	Ensures the school psychology program is integrated with the regular school program to meet the 

	needs of individual students and includes prevention.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).

























Evaluator’s Feedback:
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  STANDARD 3: Manages the District Psycho - Educational Assessment Program     PERFORMANCE CRITERIA:     The extent to which the school psychologist:     3.1   Directs and guides the selection of psycho - educational assessment instruments for use in the district.   3.2   Provides leadership to the Admissions and Release Committee in selecting appropriate assessment  instruments for children referred for psycho - educational evaluations.   3.3   Plans interventions to maximize student’s likelihood of success; suggests and assists in i mplementation  of appropriate behavior and academic intervention strategies for students referred to the  Student/Teacher Assistance Team.   3.4   Establishes and maintains clear procedures for referrals.   3.5   Receives referrals; responds to referrals, consulting with te achers and administrators; and follows  through with comprehensive psycho - educational evaluation.   3.6   Seeks and obtains information about students from sources such as teachers, counselors, social workers  and files.   3.7   Establishes standards of conduct for the test ing/assessment of students.   3.8   Conducts all evaluations and re - evaluations within state mandated timelines.   3.9   Maintains accurate, complete and legible records; ensures all records and reports are submitted on time.   3.10   Selects, administers and scores comprehensive  psycho - educational evaluations for children/youth  referred for exceptional children services.   3.11   Compiles multi - disciplinary data into an integrated report.   3.12   Interprets psycho - educational evaluations to parents and teachers and generates recommendations for  re medial activities designed to promote academic and/or social skills.   3.13   Establishes a culture for positive mental health throughout the district.   3.14   Uses computers and other technologies to enhance professional productivity and support goals of the  district psyc ho - educational assessment program.   3.15   Manages resources responsibly, efficiently and effectively.   3.16   Evaluates the program to assure its contributions to the school/district mission and goals.   3.17   Makes appropriate changes to programming based upon feedback,  reflection and data analysis.   3.18   Demonstrates flexibility and responsiveness.     Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                       Evaluator’s Feedback:        
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		STANDARD 3: Manages the District Psycho-Educational Assessment Program



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



3.1	Directs and guides the selection of psycho-educational assessment instruments for use in the district.

3.2 Provides leadership to the Admissions and Release Committee in selecting appropriate assessment instruments for children referred for psycho-educational evaluations.

3.3 Plans interventions to maximize student’s likelihood of success; suggests and assists in implementation of appropriate behavior and academic intervention strategies for students referred to the Student/Teacher Assistance Team.

3.4 Establishes and maintains clear procedures for referrals.

3.5 Receives referrals; responds to referrals, consulting with teachers and administrators; and follows through with comprehensive psycho-educational evaluation.

3.6 Seeks and obtains information about students from sources such as teachers, counselors, social workers and files.

3.7 Establishes standards of conduct for the testing/assessment of students.

3.8 Conducts all evaluations and re-evaluations within state mandated timelines.

3.9 Maintains accurate, complete and legible records; ensures all records and reports are submitted on time.

3.10 Selects, administers and scores comprehensive psycho-educational evaluations for children/youth referred for exceptional children services.

3.11 Compiles multi-disciplinary data into an integrated report.

3.12 Interprets psycho-educational evaluations to parents and teachers and generates recommendations for remedial activities designed to promote academic and/or social skills.

3.13 Establishes a culture for positive mental health throughout the district.

3.14 Uses computers and other technologies to enhance professional productivity and support goals of the district psycho-educational assessment program.

3.15 Manages resources responsibly, efficiently and effectively.

3.16 Evaluates the program to assure its contributions to the school/district mission and goals.

3.17 Makes appropriate changes to programming based upon feedback, reflection and data analysis.

3.18 Demonstrates flexibility and responsiveness.



Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).





















Evaluator’s Feedback:
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Kentucky Teachers’ Framework for Teaching *   (adapted from Charlotte Danielson’s Framework for Teaching, 2011)  

Domain 1   Planning & Preparation  Domain 2    Classroom Environment  Domain 3   Instruction  Domain 4   Professional Responsibilities  

A.   Demonstrating  Knowledge of Content and  Pedagogy   i.   Knowledge of Content and the  Structure of the Discipline   ii.   Knowledge of Prerequisite  Relationships   iii.   Knowledge of Content - Related  Pedagogy   B.   Demonstrating Knowledge of Students   i.   Knowledge of Child and  Adolescent Development   ii.   Knowledge of the Learning Process   iii.   Knowledge of Students’ Skills,  Knowledge, and Language  Proficiency   iv.   Knowledge of Students’ Interests  and Cultural Heritage   v.   Knowledge of Students’ Special  Needs   C.   Selecting Instructional Outcomes   i.   Value, Sequence, and Alignment   ii.   Clarity   iii.   Balance   iv.   Suitability for Diverse Learners   D.   Demonstrating Knowledge of Resources   i.   Resources for Classroom Use   ii.   Resources to Extend Content  Knowledge and Pedagogy   iii.   Resources for Students   E.   Designing Coherent Instruction   i.   Learning Activities   ii.   Instructional Ma terials and  Resources   iii.   Instructional Groups   iv.   Lesson and Unit Structure   F.   Designing Student Assessment   i.   Congruence with Instructional  Outcomes   ii.   Criteria and Standards   iii.   Design of Formative Assessments   iv.   Use for Planning  A.   Creating an Environment of Respect and  Rapport   i.   Teacher Interaction with Students   ii.   Student Interactions with One  Another   B.   Establishing a Culture for Learning   i.   Importance of the Content   ii.   Expectations for Learning and  Achievement   iii.   Student Pride in Work   C.   Managing Classroom Procedures   i.   Management of Instructional  Groups   ii.   Management of Transitions   iii.   Management of Materials and  Supplies   iv.   Performance of Non - Instructional  Duties   v.   Supervision of Volunteers and  Paraprofessionals   D.   Managing Student Behavior   i.   Expectations   ii.   Monitoring of Student Behavior   iii.   Response to Student Misbehav ior   E.   Organizing Physical Space   i.   Safety and Accessibility   ii.   Arrangement of Furniture and Use  of Physical Resources  A.   Communicating with Students   i.   Expectations for Learning   ii.   Directions and Procedures   iii.   Explanation of Content   iv.   Use of Oral and Written Language   B.   Using  Questioning and Discussion Techniques   i.   Quality of Questions   ii.   Discussion Techniques   iii.   Student Participation   C.   Engaging Students in Learning   i.   Activities and Assignments   ii.   Grouping of Students   iii.   Instructional Materials and  Resources   iv.   Structure and Pacing   D.   Using Assessment   in Instruction   i.   Assessment Criteria   ii.   Monitoring of Student Learning   iii.   Feedback to Students   iv.   Student Self - Assessment and  Monitoring of Progress   E.   Demonstrating Flexibility and Responsiveness   i.   Lesson Adjustment   ii.   Response to Students   iii.   Persistence  A.   Reflecting on  Teaching   i.   Accuracy   ii.   Use in Future Teaching   B.   Maintaining Accurate Records   i.   Student Completion of  Assignments   ii.   Student Progress in Learning   iii.   Non - Instructional Records   C.   Communicating with Families   i.   Information About the  Instructional Program   ii.   Information About Individ ual  Students   iii.   Engagement of Families in the  Instructional Program   D.   Participating in a Professional Community   i.   Relationships with Colleagues   ii.   Involvement in a Culture of  Professional Inquiry   iii.   Service to the School   iv.   Participation in School and District  Projects   E.   Gr owing and Developing Professionally   i.   Enhancement of Content  Knowledge and Pedagogical Skill   ii.   Receptivity to Feedback from  Colleagues   iii.   Service to the Profession   F.   Demonstrating Professionalism   i.   Integrity and Ethical Conduct   ii.   Service to Students   iii.   Advocacy   iv.   Decision  Making   Compliance with School and District Regulations  

* Please reference the  complete edition of the  Kentucky  Framework for Teaching   for more detailed  characteristics and  descriptors  of   each domain and  component within each domain.     A copy of this documen t has been provided to every teacher in the Elizabethtown Independent Schools.  
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  STANDARD 4: Demonstrates Effective Interpersonal and Communication Skills with  Peers, Parents, Others     PERFORMANCE CRITERIA:     The extent to which the  school psychologist :     4.1   Establishes rapport with students.   4.2   Deals with student and parents in a  positive, constructive manner.   4.3   Creates a favorable professional image in the school and community.   4.4   Interprets present special programs and proposed special program changes to the board, the  administrators, the staff and the general public.   4.5   Hand les the concerns of parents in a sensitive manner.   4.6   Ensures that the oral and written communications to parents are clear, accurate and carefully composed.   4.7   Handles problems in a consistent and fair manner.   4.8   Interviews students and teachers effect ively.         Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                 Evaluator’s Feedback:   
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		STANDARD 4: Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, Others



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



4.1	Establishes rapport with students.

4.2	Deals with student and parents in a positive, constructive manner.

4.3	Creates a favorable professional image in the school and community.

4.4	Interprets present special programs and proposed special program changes to the board, the administrators, the staff and the general public.

4.5	Handles the concerns of parents in a sensitive manner.

4.6	Ensures that the oral and written communications to parents are clear, accurate and carefully composed.

4.7	Handles problems in a consistent and fair manner.

4.8	Interviews students and teachers effectively.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).
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STANDARD 5: Collaborates with Colleagues/Parents/Others     PERFORMANCE CRITERIA:     The extent to which the school psychologist:     5.1   Cooperates with administrative staff in order to accomplish school and board objectives.   5.2   Participates in Admissions and  Release Committee meetings and Student/Teacher Assistance  Team meetings.   5.3   Encourages utilization of community resources.   5.4   Works with colleagues to insure that appropriate assessment instruments and protocols are  ordered for use in the district.           Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                             Evaluator’s Feedback:     
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STANDARD 5: Collaborates with Colleagues/Parents/Others



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



5.1	Cooperates with administrative staff in order to accomplish school and board objectives.

5.2	Participates in Admissions and Release Committee meetings and Student/Teacher Assistance Team meetings.

5.3	Encourages utilization of community resources.

5.4	Works with colleagues to insure that appropriate assessment instruments and protocols are ordered for use in the district.









Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).











































Evaluator’s Feedback: 
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  Review of Additional Data Impacting the  D istrict   Employee’s  Evaluation                                                                        

   Review progress on Professional Growth Goal:   Comments:    

   Additional Comments (Optional):    
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		Review of Additional Data Impacting the District Employee’s Evaluation
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Review progress on Professional Growth Goal:
Comments:
)















































 (
Additional Comments (Optional):
)




















image103.emf
  STANDARD 1: Demonstrates Professional Leadership     PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinator/Counselor:     1.1         Builds positive relationships within and between school and community.   1.2         Promotes  leadership potential in colleagues and students.   1.3         Writes and speaks effectively.   1.4         Contributes to the professional knowledge and expertise about teaching and learning.   1.5         Participates in the development and design of policy wi thin the district as well as community       organizations with educationally related interests.   1.6         Initiates and develops projects to enhance and support the workforce readiness program.   1.7         Effectively employs conflict resolution skills, gr oup - process and consensus - building skills, and                   communication skills; practices effective listening.   1.8         Presents content and  the workforce readiness program in a manner that reflects sensitivity to         multicultural and global persp ectives.   1.9         Works with colleagues to administer an effective learning climate within the district.   1.10       Manages time to maximize attainment of district goals.    1.11       Shares responsibilities to maximize ownership of and accountability fo r the workforce readiness                   program.   1.12       Adheres to the Professional Code of Ethics.       Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                             Evaluator’s  Feedback :                       
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		STANDARD 1: Demonstrates Professional Leadership



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



1.1         Builds positive relationships within and between school and community.

1.2         Promotes leadership potential in colleagues and students.

1.3         Writes and speaks effectively.

1.4         Contributes to the professional knowledge and expertise about teaching and learning.

1.5         Participates in the development and design of policy within the district as well as community 

  organizations with educationally related interests.

1.6         Initiates and develops projects to enhance and support the workforce readiness program.

1.7         Effectively employs conflict resolution skills, group-process and consensus-building skills, and 

              communication skills; practices effective listening.

1.8         Presents content and  the workforce readiness program in a manner that reflects sensitivity to 

	  multicultural and global perspectives.

1.9         Works with colleagues to administer an effective learning climate within the district.

1.10       Manages time to maximize attainment of district goals. 

1.11       Shares responsibilities to maximize ownership of and accountability for the workforce readiness 

              program.

1.12       Adheres to the Professional Code of Ethics.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



























Evaluator’s Feedback: 
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  STANDARD 2:  Designs, Plans, Implements, and Monitors the Workforce Readiness  Program     PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinator/Counselor:     2.1         Demonstrates a general knowledge of the workforce readiness program that allows for integration                   of  ideas and information across the disciplines, the district, and the community.   2.2         Connects content knowledge to real - wor ld applications.   2.3         Collaborates with teachers to analyze and structure varied approaches to instruction and student                   learning.   2.4         Establishes strong working relationships and partnerships with area businesses, institutions  of                   higher education, and community groups to enhance and strengthen the workforce readiness                   program and support district goals.   2.5         Seeks, develops, implements, and manages grants and funding to enhance the workforce r eadiness                   program.   2.6         Defines needs and priorities; determines objectives; and addresses expectations for workforce                   readiness initiatives.   2.7         Bases decisions on research, expertise of other professionals, and  the recommendations of                   community representatives.   2.8         Creates experiences that challenge, motivate, and actively involve learners.   2.9         Develops and incorporates learning experiences that encourage students to be adaptable, fl exible,                   resourceful, creative, and employ critical thinking.     2.10       Develops and incorporates strategies that demonstrate sensitivity to students’ differences.   2.11       Uses knowledge of learning, teaching, and student development to   inform decision - making.   2.12       Recognizes, studies, and applies emerging trends as appropriate.   2.13       Secures and uses a variety of appropriate district and community resources to support learning                   opportunities, workforce readiness   and potential careers for students.   2.14       Reflects on and analyzes data from the incorporation of workforce readiness initiatives, and                   provides information from the analysis to appropriate district leadership.   2.15       Evaluates the  program to assure its contribution to the district’s mission and goals.   2.16       Promotes and publicizes accomplishments related to the workforce readiness program.       Evidence requested by the evaluator or provided by the  district   employee :   Indicate cont ributor with an (E) or ( DE ).               Evaluator’s  Feedback :          
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		STANDARD 2:  Designs, Plans, Implements, and Monitors the Workforce Readiness Program



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



2.1         Demonstrates a general knowledge of the workforce readiness program that allows for integration 

              of  ideas and information across the disciplines, the district, and the community.

2.2         Connects content knowledge to real-world applications.

2.3         Collaborates with teachers to analyze and structure varied approaches to instruction and student 

              learning.

2.4         Establishes strong working relationships and partnerships with area businesses, institutions of 

              higher education, and community groups to enhance and strengthen the workforce readiness 

              program and support district goals.

2.5         Seeks, develops, implements, and manages grants and funding to enhance the workforce readiness 

              program.

2.6         Defines needs and priorities; determines objectives; and addresses expectations for workforce 

              readiness initiatives.

2.7         Bases decisions on research, expertise of other professionals, and the recommendations of 

              community representatives.

2.8         Creates experiences that challenge, motivate, and actively involve learners.

2.9         Develops and incorporates learning experiences that encourage students to be adaptable, flexible, 

              resourceful, creative, and employ critical thinking.  

2.10       Develops and incorporates strategies that demonstrate sensitivity to students’ differences.

2.11       Uses knowledge of learning, teaching, and student development to inform decision-making.

2.12       Recognizes, studies, and applies emerging trends as appropriate.

2.13       Secures and uses a variety of appropriate district and community resources to support learning 

              opportunities, workforce readiness and potential careers for students.

2.14       Reflects on and analyzes data from the incorporation of workforce readiness initiatives, and 

              provides information from the analysis to appropriate district leadership.

2.15       Evaluates the program to assure its contribution to the district’s mission and goals.

2.16       Promotes and publicizes accomplishments related to the workforce readiness program.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).













Evaluator’s Feedback:
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Kentucky Teachers’ Framework for Teaching*

(adapted from Charlotte Danielson’s Framework for Teaching, 2011)

		Domain 1

Planning & Preparation

		Domain 2 

Classroom Environment

		Domain 3

Instruction

		Domain 4

Professional Responsibilities



		A. Demonstrating Knowledge of Content and Pedagogy

i. Knowledge of Content and the Structure of the Discipline

ii. Knowledge of Prerequisite Relationships

iii. Knowledge of Content-Related Pedagogy

B. Demonstrating Knowledge of Students

i. Knowledge of Child and Adolescent Development

ii. Knowledge of the Learning Process

iii. Knowledge of Students’ Skills, Knowledge, and Language Proficiency

iv. Knowledge of Students’ Interests and Cultural Heritage

v. Knowledge of Students’ Special Needs

C. Selecting Instructional Outcomes

i. Value, Sequence, and Alignment

ii. Clarity

iii. Balance

iv. Suitability for Diverse Learners

D. Demonstrating Knowledge of Resources

i. Resources for Classroom Use

ii. Resources to Extend Content Knowledge and Pedagogy

iii. Resources for Students

E. Designing Coherent Instruction

i. Learning Activities

ii. Instructional Materials and Resources

iii. Instructional Groups

iv. Lesson and Unit Structure

F. Designing Student Assessment

i. Congruence with Instructional Outcomes

ii. Criteria and Standards

iii. Design of Formative Assessments

iv. Use for Planning

		A. Creating an Environment of Respect and Rapport

i. Teacher Interaction with Students

ii. Student Interactions with One Another

B. Establishing a Culture for Learning

i. Importance of the Content

ii. Expectations for Learning and Achievement

iii. Student Pride in Work

C. Managing Classroom Procedures

i. Management of Instructional Groups

ii. Management of Transitions

iii. Management of Materials and Supplies

iv. Performance of Non-Instructional Duties

v. Supervision of Volunteers and Paraprofessionals

D. Managing Student Behavior

i. Expectations

ii. Monitoring of Student Behavior

iii. Response to Student Misbehavior

E. Organizing Physical Space

i. Safety and Accessibility

ii. Arrangement of Furniture and Use of Physical Resources

		A. Communicating with Students

i. Expectations for Learning

ii. Directions and Procedures

iii. Explanation of Content

iv. Use of Oral and Written Language

B. Using Questioning and Discussion Techniques

i. Quality of Questions

ii. Discussion Techniques

iii. Student Participation

C. Engaging Students in Learning

i. Activities and Assignments

ii. Grouping of Students

iii. Instructional Materials and Resources

iv. Structure and Pacing

D. Using Assessment in Instruction

i. Assessment Criteria

ii. Monitoring of Student Learning

iii. Feedback to Students

iv. Student Self-Assessment and Monitoring of Progress

E. Demonstrating Flexibility and Responsiveness

i. Lesson Adjustment

ii. Response to Students

iii. Persistence

		A. Reflecting on Teaching

i. Accuracy

ii. Use in Future Teaching

B. Maintaining Accurate Records

i. Student Completion of Assignments

ii. Student Progress in Learning

iii. Non-Instructional Records

C. Communicating with Families

i. Information About the Instructional Program

ii. Information About Individual Students

iii. Engagement of Families in the Instructional Program

D. Participating in a Professional Community

i. Relationships with Colleagues

ii. Involvement in a Culture of Professional Inquiry

iii. Service to the School

iv. Participation in School and District Projects

E. Growing and Developing Professionally

i. Enhancement of Content Knowledge and Pedagogical Skill

ii. Receptivity to Feedback from Colleagues

iii. Service to the Profession

F. Demonstrating Professionalism

i. Integrity and Ethical Conduct

ii. Service to Students

iii. Advocacy

iv. Decision Making

Compliance with School and District Regulations





*Please reference the complete edition of the Kentucky Framework for Teaching for more detailed characteristics and descriptors of each domain and component within each domain.  A copy of this document has been provided to every teacher in the Elizabethtown Independent Schools.
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  STANDARD 3: Counsels Students and Communicates Analysis of Students’ Learning  Plans      PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinator/Counselor:     3.1         Shows consistent sensitivity to individuals and responds to  students objectively.   3.2         Treats all individuals with fairness, dignity, and respect.   3.3         Guides individuals and groups of students through the development of educational and career                   plans.   3.4         Organizes activities, wo rkforce readiness assessments and certifications to accomplish needs,                    priorities and objectives specified by school, district, and state.   3.5         Communicates specific goals and high expectations for learning.   3.6         Selects and us es assessments as needed.   3.7         Collects and analyzes data on students’ learning plans, and maintains up - to - date records on                   students’ progress with learning plans.       Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                           Evaluator’s Feedback:          
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		STANDARD 3: Counsels Students and Communicates Analysis of Students’ Learning Plans 



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



3.1         Shows consistent sensitivity to individuals and responds to students objectively.

3.2         Treats all individuals with fairness, dignity, and respect.

3.3         Guides individuals and groups of students through the development of educational and career

               plans.

3.4         Organizes activities, workforce readiness assessments and certifications to accomplish needs, 

               priorities and objectives specified by school, district, and state.

3.5         Communicates specific goals and high expectations for learning.

3.6         Selects and uses assessments as needed.

3.7         Collects and analyzes data on students’ learning plans, and maintains up-to-date records on 

              students’ progress with learning plans.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).









































Evaluator’s Feedback:
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  STANDARD 4:  Collaborates with Colleagues/Parents/Others     PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinator/Counselor:     4.1.      Invites colleagues, parents, community representatives, and others to collaborate on and participate                 in the workforce readiness program.   4.2       Discusses with parents, students and others the purpose and scope of the workforce rea diness                 program.   4.3       Demonstrates productive leadership and team membership skills that facilitate the                development of mutually beneficial goals.    4.4       Recognizes and responds appropriately to differences in abilities and  social and/or cultural                 backgrounds   4.5       Analyzes previous collaborative experiences to improve future experiences.   4.6       Assesses students' special needs and collaborates with school services and community agencies to                 mee t those needs.   4.7       Recognizes and values diversity.       Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                 Evaluator’s Feedback:   
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		STANDARD 4:  Collaborates with Colleagues/Parents/Others



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



4.1.      Invites colleagues, parents, community representatives, and others to collaborate on and participate 

            in the workforce readiness program.

4.2       Discusses with parents, students and others the purpose and scope of the workforce readiness 

            program.

4.3       Demonstrates productive leadership and team membership skills that facilitate the

            development of mutually beneficial goals. 

4.4       Recognizes and responds appropriately to differences in abilities and social and/or cultural 

            backgrounds

4.5       Analyzes previous collaborative experiences to improve future experiences.

4.6       Assesses students' special needs and collaborates with school services and community agencies to 

            meet those needs.

4.7       Recognizes and values diversity.





Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).



































Evaluator’s Feedback: 
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STANDARD 5:  Engages in Professional Development     PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinator/Counselor:     5.1      Establishes priorities for professional growth.   5.2      Reflects on and analyzes professional performance to help identify professional development      needs.   5.3      Applies the knowledge, skills, and processes acquired through professional development.   5.4      Modifies personal professional developme nt plan to improve performance and promote student                learning.         Evidence requested by the evaluator or provided by the  district   employee :   Indicate contributor with an (E) or ( DE ).                                                   Evaluator’s Feedback:                         
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STANDARD 5:  Engages in Professional Development



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



5.1      Establishes priorities for professional growth.

5.2      Reflects on and analyzes professional performance to help identify professional development 

	needs.

5.3      Applies the knowledge, skills, and processes acquired through professional development.

5.4      Modifies personal professional development plan to improve performance and promote student 

           learning.







Evidence requested by the evaluator or provided by the district employee:  Indicate contributor with an (E) or (DE).

















































Evaluator’s Feedback: 
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  Review of Additional Data Impacting the  D istrict   Employee’s  Evaluation                                                                        

   Review progress on Professional Growth Goal:   Comments:    

   Additional Comments (Optional):    
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		Review of Additional Data Impacting the District Employee’s Evaluation
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Review progress on Professional Growth Goal:
Comments:
)













































 (
Additional Comments (Optional):
)
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  Part  B : Professional Growth Planning   (PGP)   Based on the areas of growth identified in  Self - Reflection .    

Professional Growth Goal:      What do I want to change about my practices that will  effectively impact  improvement in my performance as a  district administrator ?      How can I deve lop a plan of action to address   my  professional learning?      How will I know if I accomplished my objective?   

 

Connection to Standards  

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

 

Action Plan  

Professional  Learning   W hat do I want to change  about   my leadership or  professional  performance ?   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?  

                                            

 

District Administrator’s  Signature:  Date:  

Evaluator’s   Signature:  Date:  

The evaluator will maintain the original copy of this form.   A copy will be provided to the  district administrator .  
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Part B: Professional Growth Planning (PGP)

Based on the areas of growth identified in Self-Reflection.



		Professional Growth Goal:

· What do I want to change about my practices that will effectively impact improvement in my performance as a district administrator?

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

· How will I know if I accomplished my objective?

		







		Connection to Standards



		The District Administrator 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 professional performance?

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?



		









































		

		

		







		District Administrator’s Signature:

		Date:



		Evaluator’s Signature:

		Date:





The evaluator will maintain the original copy of this form.

A copy will be provided to the district administrator.
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk  

Teacher  Domains  Teacher Components  Other  Professional  Domains  Therapeutic Specialists   Components  

Planning and  Preparation     Knowledge of content and  pedagogy      Demonstrating knowledge of  students      Setting instructional outcomes      Demonstrating knowledge of  resources      Designing coherent instruction      Designing student assessments  Planning and  Preparation     Demonstrating knowledge and skill in the specialist therapy area  holding the relevant  certificate or license      Establishing goals for the therapy program appropr iate to the setting  and the students  served       Demonstrating knowledge of District state and federal regulations  and guidelines       Demonstrating knowledge of resources both within and beyond the  school and district       Planning the therapy program integrated wit h the regular school  program to meet the needs   of individual students       Developing a plan to evaluate the therapy program  

Classroom  Environment     Creating an environment of  respect and rapport      Establishing a culture of  learning       Managing classroom  procedures      Managing student behavior      Organizing physical space  Environment     Establishing rapport with students      Organizing time effectively       Establishing and maintaining clear procedures for referrals       Establishing standards of conduct in the treatment center       Organizing physical space for testing of students and providing  therapy  

Instruction     Communicating with students      Questioning and discussion  techniques      Engaging students in learning      Using Assessment   in instruction      Demonstrating Flexibility and  Responsiveness  Delivery of  Service     Responding to referrals and evaluating student needs       Developing and implementing treatment plans to maximize student s  success       Communicating with families      Collecting  information; writing reports      Demonstrating flexibility and responsiveness  

Professional  Responsibilities     Reflecting on teaching      Maintaining accurate records      Communicating with families      Participating in a professional  community      Growing and developing  Professional  Responsibilities       Reflecting on practice      Collaborating with teachers and administrators       Maintaining an effective data management system       Participating in a professional community       Engaging and professional development       Showing professionalism   including integrity advocacy and  maintaining confidentiality  

 


image110.emf
  Standard 1.  Strategic Leadership   Superintendents create conditions that result in strategically reimaging the district’s vision, mission  and   goals to ensure that every  student graduates from high school; is globally competitive in post - secondary education and the workforce, and is prepared for life  in the 21 st   c entury. They create a community of inquiry that challenges  itself to continually re purpose by building on the district’s  core values and beliefs about the preferred future ,   and then developing a vision   that reflects the future .     A district administrator demonstrates  effective strategic leadership practices when he/she:     A .   Creates a working relationship with the local board of education that results in a shared vision for the district which  guides   the  schools in preparing students to enter the changing world of the 21 st   c entury     B .   Systematically challenges the status quo b y leading change with potentially beneficial outcomes     C .   Systematically considers new  and innovative  ways of accomplishing tasks and is comfortable with major changes in how processes  are implemented     D .   Models and reinforces the culture and vision of the   district by having open discussion sessions with teachers, school executives,  staff, board members,  parents,  and other stakeholders regarding the strategic direction of the district ,   and encourag es   feedback on  how to better attain the district’s vision, m ission  and   goals     E .   Serves as  a driving force behind major initiatives that help students acquire 21 st   century skills     F .   Creates processes that provide for the development, periodic review, and revision of the district’s vision, mission  and   strategic  goals by all stakeholders     G .   Creates processes to insure the district’s identity (vision, mission, values, beliefs and goals) actually drives decisions an d reflects  the  preferred  culture of the district     H.   Facilitates the collaborative develop ment of annual school improvement plans to realize strategic goals and objectives, adhering  to statutory requirements     I .   Facilitates the development  and   implementation of a district strategic plan, aligned to the mission  and   goals set by the Kentucky  Board of Education  and   local priorities, using multiple sources of data (e.g. student performance data, data from KREP, universal  screeners, TELL Surveys) in concert wi th the local board of education     J .   Determines financial prio rities in concert with the local board of education based on the C DIP and CSIPs     K .   Facilitates the implementation of federal, state, and local education policies     L .   Facilitates the setting of high, concrete goals and  the  expectations that all students me et them     M .   Monitors progress in meeting district goals     N .   Communicates strong professional beliefs about schools, learning ,   and   teaching that reflect the latest research and best practice s   in preparing students for success in post secondary education ,   in   work , and for life in the 21 st   century     O .   Creates processes to distribute leadership through the district        Evidence requested by the evaluator or provided by the  district administrator :   Indicate contributor with an (E) or ( DA ).               Evaluator’s  Feedback :           
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		Standard 1. Strategic Leadership

Superintendents create conditions that result in strategically reimaging the district’s vision, mission and goals to ensure that every student graduates from high school; is globally competitive in post-secondary education and the workforce, and is prepared for life in the 21st century. They create a community of inquiry that challenges itself to continually repurpose by building on the district’s core values and beliefs about the preferred future, and then developing a vision that reflects the future.



A district administrator demonstrates effective strategic leadership practices when he/she:



A. Creates a working relationship with the local board of education that results in a shared vision for the district which guides the schools in preparing students to enter the changing world of the 21st century



B. Systematically challenges the status quo by leading change with potentially beneficial outcomes



C. Systematically considers new and innovative ways of accomplishing tasks and is comfortable with major changes in how processes are implemented



D. Models and reinforces the culture and vision of the district by having open discussion sessions with teachers, school executives, staff, board members, parents, and other stakeholders regarding the strategic direction of the district, and encourages feedback on how to better attain the district’s vision, mission and goals



E. Serves as a driving force behind major initiatives that help students acquire 21st century skills



F. Creates processes that provide for the development, periodic review, and revision of the district’s vision, mission and strategic goals by all stakeholders



G. Creates processes to insure the district’s identity (vision, mission, values, beliefs and goals) actually drives decisions and reflects the preferred culture of the district



H. Facilitates the collaborative development of annual school improvement plans to realize strategic goals and objectives, adhering to statutory requirements



I. Facilitates the development and implementation of a district strategic plan, aligned to the mission and goals set by the Kentucky Board of Education and local priorities, using multiple sources of data (e.g. student performance data, data from KREP, universal screeners, TELL Surveys) in concert with the local board of education



J. Determines financial priorities in concert with the local board of education based on the CDIP and CSIPs



K. Facilitates the implementation of federal, state, and local education policies



L. Facilitates the setting of high, concrete goals and the expectations that all students meet them



M. Monitors progress in meeting district goals



N. Communicates strong professional beliefs about schools, learning, and teaching that reflect the latest research and best practices in preparing students for success in post secondary education, in work, and for life in the 21st century



O. Creates processes to distribute leadership through the district 





Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).













Evaluator’s Feedback: 














image111.emf
  Standard 2:  Instructional Leadership     The  core business of school superintendents must always be teaching and learning in a system committed to shared values  and beliefs, and challenging, equitable education programs and learning experiences for all  students.  The moral imperative  of school district leadership is to create and sustain schools where all students learn, where performance gaps are  systematically eliminated over time, and where the primary goal of the adults in the system is to ensure tha t every student  graduates from high school ‘college - and - career ready’, prepared for a productive life in the 21 st   century.     Effective superintendents facilitate the stewardship of learning by creating professional learning communities focused on  highly eng aging, relevant instruction and improved student learning.  They set specific achievement targets for schools and  students and then monitor those targets, ensuring consistent sue of research - based best instructional practices in all schools  and classrooms.     A district administrator demonstrates effective  instructional leadership   practices when he/she:     A .   Leads with a clear, high profile focus on learning and teaching grounded on high expectations and goals     B .   Models learning for staff and students     C .   Communicates high expectations for student achievement to staff and stakeholders     D .   Challenges staff to reflect   deeply o n ,  define , and deliver    the  knowledge, skills,  and concepts   essential for ensuring every  student graduates from high   school globally c ompetitive, ready for college and career,   and prepared for a productive   life in  the 21 st   c entury     E .   Establishes and sustains a   system that operates as a   collaborative learning organization through structures (including effective,  high performing   professio nal learning   communities) that support   improved instruction and   student learning at all levels     F .   Monitors effectiveness of instructional programs at the student, group, and programmatic level     G .   Monitors the efficient use of funds for student learning that produces effective results       Evidence requested by the evaluator or provided by the  district administrator :   Indicate contributor with an (E) or (DA).                   Evaluator’s  Feedback :                
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		Standard 2: Instructional Leadership 

The core business of school superintendents must always be teaching and learning in a system committed to shared values and beliefs, and challenging, equitable education programs and learning experiences for all students.  The moral imperative of school district leadership is to create and sustain schools where all students learn, where performance gaps are systematically eliminated over time, and where the primary goal of the adults in the system is to ensure that every student graduates from high school ‘college-and-career ready’, prepared for a productive life in the 21st century.



Effective superintendents facilitate the stewardship of learning by creating professional learning communities focused on highly engaging, relevant instruction and improved student learning.  They set specific achievement targets for schools and students and then monitor those targets, ensuring consistent sue of research-based best instructional practices in all schools and classrooms.



A district administrator demonstrates effective instructional leadership practices when he/she:



A. Leads with a clear, high profile focus on learning and teaching grounded on high expectations and goals



B. Models learning for staff and students



C. Communicates high expectations for student achievement to staff and stakeholders



D. Challenges staff to reflect deeply on, define, and deliver  the knowledge, skills, and concepts essential for ensuring every student graduates from high school globally competitive, ready for college and career, and prepared for a productive life in the 21st century



E. Establishes and sustains a system that operates as a collaborative learning organization through structures (including effective, high performing professional learning

communities) that support improved instruction and student learning at all levels



F. Monitors effectiveness of instructional programs at the student, group, and programmatic level



G. Monitors the efficient use of funds for student learning that produces effective results





Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).

















Evaluator’s Feedback:
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  Standard 3:  Cultural Leadership   Superintendents understand and act on the important role a system’s culture has in the exemplary performance   of all  schools. They understand the people in the district and community, how they came to their current state,  and how to  connect with their traditions in order to move them forward to support the district’s efforts to achieve individual and  collective goals. While supporting and valuing the history, traditions and norms of the district and community, a  superintend ent must be able to “re - culture” the district, if needed, to align with the district’s goals of improving student and  adult learning and to infuse the work of the adults and students with passion, meaning and purpose.       A district administrator demonstrate s effective  cultural leadership   practices when he/she:       A.   Communicates strong ideals   and   beliefs about schooling,   teaching,   student learning,   and professional   learning  communities with  all   stakeholders and then operates   from those beliefs     B.   Builds community  understanding of what is   required to ensure that every   public school student graduates   from high school  globally   competitive for work and   post‐secondary education  and  prepared for life in the 21 st   century     C.   Creates a school system (and   not a “system of schools”) in  which shared vision   and equitable  practices are the norm      D .   Builds trust and promotes  relationships and  a   sense of well‐being between   and among staff, students,   parents, and the  community at   large     E .   Systematically and fair ly  acknowledges the areas of need and  celebrates accomplishments   of the district     F.   Visibly supports and actively   engages in the positive,  culturally   responsive traditions   of the community     G.   Creates opportunities for   both staff involvement in the   community and community   involvement in the schools     H .   Creates an environment in which diversity is valued  and   promoted       Evidence requested by the evaluator or provided by the  district administrator :   Indicate contributor with an (E) or (DA).                               Evaluator’s Feedback:        
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		Standard 3: Cultural Leadership

Superintendents understand and act on the important role a system’s culture has in the exemplary performance of all schools. They understand the people in the district and community, how they came to their current state, and how to connect with their traditions in order to move them forward to support the district’s efforts to achieve individual and collective goals. While supporting and valuing the history, traditions and norms of the district and community, a superintendent must be able to “re-culture” the district, if needed, to align with the district’s goals of improving student and adult learning and to infuse the work of the adults and students with passion, meaning and purpose. 



A district administrator demonstrates effective cultural leadership practices when he/she:





A. Communicates strong ideals and beliefs about schooling, teaching, student learning, and professional learning communities with all stakeholders and then operates from those beliefs



B. Builds community understanding of what is required to ensure that every public school student graduates from high school globally competitive for work and post‐secondary education and prepared for life in the 21st century



C. Creates a school system (and not a “system of schools”) in which shared vision and equitable practices are the norm 



D. Builds trust and promotes relationships and a sense of well‐being between and among staff, students, parents, and the community at large



E. Systematically and fairly acknowledges the areas of need and celebrates accomplishments of the district



F. Visibly supports and actively engages in the positive, culturally responsive traditions of the community



G. Creates opportunities for both staff involvement in the community and community involvement in the schools



H. Creates an environment in which diversity is valued and promoted





Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).





























Evaluator’s Feedback:









[bookmark: _GoBack]


image113.emf
  Performance Standard 4:   Human Resource Leadership   Superintendents ensure the district is a professional learning community with process and systems in   place that result in  recruitment, induction, support, evaluation, development and retention of a  high - performing, diverse staff. Superintendents  use distributed leadership to support learning and teaching, plan professional development, and engage in district leadership   succession planning .       A district administrator demonstrates effective  human resou rce leadership   practices when he/she:     A . Ensures  necessary   resources, including time and   personnel, are allocated to   achieve the district’s goals for   achievement and  i nstruction     B .   Provides for the development   of effective professional learning  communities aligned   with the district strategic plan,   focused on  results, and   characterized by collective   responsibility for the 21 st   c entury student learning     C .   Participates in consistent,   sustained, and open   communication with school   executives particul arly about   how policies and  practices   relate to the district mission   and vision     D .   Models the importance of   continued adult learning by   engaging in activities to develop  p rofessional knowledge ,  skill , and abilities     E .   Communicates a positive   attitude abo ut the ability of   personnel to accomplish   substantial outcomes     F .   Creates processes for   educators to assume leadership   and decision‐   making roles     G .   Ensures processes for hiring,   inducting and mentoring new   teachers new school executives,   and other staff   result in the   recruitment and retention of   highly qualified and diverse   personnel     H .   Uses data, including the   results of the TELL  s urvey ,   to   create and    m aintain a positive   work environment     I .   Ensures all staff are   evaluated in a fair and   equitable manner and  evaluation results a re used   to improve performance     J .   Provides for results‐oriented   professional development that   is aligned with identified 21st   c entury curricular, instructional, and   assessment   needs; is connected to district  improv ement goals ;   and is   differentiated based on staff   needs     K .   Continuously searches for   t he best placement and   u tilization of staff to fully develop and benefit from their   s trengths     L .   Identifies strategic  leadership  positions   in the district and has a   succession plan for each key   position       Evidence requested by the evaluator or provided by the  district administrator :   Indicate contributor with an (E) or (DA).                 Evaluator’s Feedback:        
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		Performance Standard 4:  Human Resource Leadership

Superintendents ensure the district is a professional learning community with process and systems in place that result in recruitment, induction, support, evaluation, development and retention of a high-performing, diverse staff. Superintendents use distributed leadership to support learning and teaching, plan professional development, and engage in district leadership succession planning. 



A district administrator demonstrates effective human resource leadership practices when he/she:



A. Ensures necessary resources, including time and personnel, are allocated to achieve the district’s goals for achievement and instruction



B. Provides for the development of effective professional learning communities aligned with the district strategic plan, focused on results, and characterized by collective responsibility for the 21st century student learning



C. Participates in consistent, sustained, and open communication with school executives particularly about how policies and practices relate to the district mission and vision



D. Models the importance of continued adult learning by engaging in activities to develop professional knowledge, skill, and abilities



E. Communicates a positive attitude about the ability of personnel to accomplish substantial outcomes



F. Creates processes for educators to assume leadership and decision‐ making roles



G. Ensures processes for hiring, inducting and mentoring new teachers new school executives, and other staff result in the recruitment and retention of highly qualified and diverse personnel



H. Uses data, including the results of the TELL survey, to create and  maintain a positive work environment



I. Ensures all staff are evaluated in a fair and equitable manner and evaluation results are used to improve performance



J. Provides for results‐oriented professional development that is aligned with identified 21st century curricular, instructional, and assessment needs; is connected to district improvement goals; and is differentiated based on staff needs



K. Continuously searches for the best placement and utilization of staff to fully develop and benefit from their strengths



L. Identifies strategic leadership positions in the district and has a succession plan for each key position





Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).



















Evaluator’s Feedback:
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Standard 5:  Managerial Leadership   Superintendents ensure the district has processes and systems in place for budgeting, staffing, problem   solving,  communicating expectations, and scheduling that organize the work of the district and give priority to  student  learning and safety. The superintendent must solicit resources (both operating and capital), monitor their use, and  assure the inclusion of all stakehold ers in decisions about resources  so as to meet the 21 st   century needs of the  district .     A distr ict administrator demonstrates effective  managerial leadership   practices when he/she:     A .   Applies and assesses current   technologies for management,   business procedures, and   scheduling     B.   Creates collaborative budget   processes to align resources   with the  district vision and strategic plan through proactive  financial leadership using a needs assessment process     C .   Identifies and plans for facility needs     D .   Assesses and reassesses programs and resource allocation and use for relevancy and impact as the orga nization   c hanges     E .   Collaboratively develops and enforces clear expectations, structures, rules and procedures for effective and efficient  operations     F .   Creates processes to build  c onsensus, communicate, and  r esolve conflicts in a fair and democratic way     G .   Ass ures a system of  communication that provides for the timely and responsible exchanges of information among school  and district staff and stakeholder groups     H .   Assures scheduling process es   and protocols that maximize staff input, address es   diverse  student learning needs, and  provide s   individual and ongoing collaborative planning time for every teacher     I.   Creates processes for the storage, security, privacy and integrity of data     J.   Collaboratively develops and enforces clear expectations, structure s, rules and procedures for ensuring the safety of  students and staff     K .   Develops, implements, and monitors emergency plans in collaboration with appropriate local, state, and federal officials     Evidence requested by the evaluator or provided by the  district administrator :   Indicate contributor with an (E) or (DA).                       Evaluator’s Feedback:               
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Standard 5: Managerial Leadership

Superintendents ensure the district has processes and systems in place for budgeting, staffing, problem solving, communicating expectations, and scheduling that organize the work of the district and give priority to student learning and safety. The superintendent must solicit resources (both operating and capital), monitor their use, and assure the inclusion of all stakeholders in decisions about resources so as to meet the 21st century needs of the district.



A district administrator demonstrates effective managerial leadership practices when he/she:



A. Applies and assesses current technologies for management, business procedures, and scheduling



B. Creates collaborative budget processes to align resources with the district vision and strategic plan through proactive financial leadership using a needs assessment process



C. Identifies and plans for facility needs



D. Assesses and reassesses programs and resource allocation and use for relevancy and impact as the organization changes



E. Collaboratively develops and enforces clear expectations, structures, rules and procedures for effective and efficient operations



F. Creates processes to build consensus, communicate, and resolve conflicts in a fair and democratic way



G. Assures a system of communication that provides for the timely and responsible exchanges of information among school and district staff and stakeholder groups



H. Assures scheduling processes and protocols that maximize staff input, addresses diverse student learning needs, and provides individual and ongoing collaborative planning time for every teacher



I. Creates processes for the storage, security, privacy and integrity of data



J. Collaboratively develops and enforces clear expectations, structures, rules and procedures for ensuring the safety of students and staff



K. Develops, implements, and monitors emergency plans in collaboration with appropriate local, state, and federal officials



Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).





















Evaluator’s Feedback: 
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk

		Teacher Domains

		Teacher Components

		Other Professional Domains

		Therapeutic Specialists

Components



		Planning and Preparation

		· Knowledge of content and pedagogy

· Demonstrating knowledge of students

· Setting instructional outcomes

· Demonstrating knowledge of resources

· Designing coherent instruction

· Designing student assessments

		Planning and Preparation

		· Demonstrating knowledge and skill in the specialist therapy area holding the relevant  certificate or license

· Establishing goals for the therapy program appropriate to the setting and the students  served 

· Demonstrating knowledge of District state and federal regulations and guidelines 

· Demonstrating knowledge of resources both within and beyond the school and district 

· Planning the therapy program integrated with the regular school program to meet the needs   of individual students 

· Developing a plan to evaluate the therapy program



		Classroom Environment

		· Creating an environment of respect and rapport

· Establishing a culture of learning 

· Managing classroom procedures

· Managing student behavior

· Organizing physical space

		Environment

		· Establishing rapport with students

· Organizing time effectively 

· Establishing and maintaining clear procedures for referrals 

· Establishing standards of conduct in the treatment center 

· Organizing physical space for testing of students and providing therapy



		Instruction

		· Communicating with students

· Questioning and discussion techniques

· Engaging students in learning

· Using Assessment in instruction

· Demonstrating Flexibility and Responsiveness

		Delivery of Service

		· Responding to referrals and evaluating student needs 

· Developing and implementing treatment plans to maximize student s success 

· Communicating with families

· Collecting information; writing reports

· Demonstrating flexibility and responsiveness



		Professional Responsibilities

		· Reflecting on teaching

· Maintaining accurate records

· Communicating with families

· Participating in a professional community

· Growing and developing

		Professional Responsibilities

		·  Reflecting on practice

· Collaborating with teachers and administrators 

· Maintaining an effective data management system 

· Participating in a professional community 

· Engaging and professional development 

· Showing professionalism including integrity advocacy and maintaining confidentiality








image115.emf
    Standard 6:  External Development Leadership   S uperintendent s , in concert with the local board of education, design structures and processes that result in broad community  engagement with support for and ownership of the district vision. Acknowledging that strong schools build strong communities,   s uperintendent s   pro actively create   -   with school and district staff   -   opportunities for parents, community members, government  leaders, and business representatives to participate with their investments of resources, assistance, and goodwill .     A district administrator demons trates effective  external development leadership   practices when he/she:     A .   Develops collaborative partnerships with the greater community to support the 21 st   c entury learning priorities of the school  district and its schools     B .   Implements processes that engage stakeholders in shaping and then supporting significant (nonnegotiable) achievement and  instructional goals for the district and its schools     C.   Creates systems that engage the local board and all community stakeholders in   a shared responsibility for aligning their support   toward the  district ’s   goals for student and school success     D .   Designs protocols and processes that ensure compliance with federal, state and district mandates     E.   Develops  and  implements proactive partne rships with community colleges, universities, professional associations, and other key  professional development organizations to provide effective training and development opportunities for school district employ ees     F.   Develops and implements proactive pa rtnerships with community colleges and universities to ensure all students have access to  college courses while in high school and that barriers to enrollment are eliminated     G .   Communicates the s tatus and needs of the s chools and district   to the local boa rd, all community stakeholders, and media to  garner additional support for meeting district   g oals     H.   Builds relationships with individuals and groups to support the district’s learning — teaching agenda and its potential for individual  school and district improvement     Evidence requested by the evaluator or provided by the  district administrator :   Indicate   contributor with an (E) or (DA).                     Evaluator’s Feedback:            
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		Standard 6: External Development Leadership

Superintendents, in concert with the local board of education, design structures and processes that result in broad community engagement with support for and ownership of the district vision. Acknowledging that strong schools build strong communities, superintendents proactively create - with school and district staff - opportunities for parents, community members, government leaders, and business representatives to participate with their investments of resources, assistance, and goodwill.



A district administrator demonstrates effective external development leadership practices when he/she:



A. Develops collaborative partnerships with the greater community to support the 21st century learning priorities of the school district and its schools



B. Implements processes that engage stakeholders in shaping and then supporting significant (nonnegotiable) achievement and instructional goals for the district and its schools



C. Creates systems that engage the local board and all community stakeholders in a shared responsibility for aligning their support toward the district’s goals for student and school success



D. Designs protocols and processes that ensure compliance with federal, state and district mandates



E. Develops and implements proactive partnerships with community colleges, universities, professional associations, and other key professional development organizations to provide effective training and development opportunities for school district employees



F. Develops and implements proactive partnerships with community colleges and universities to ensure all students have access to college courses while in high school and that barriers to enrollment are eliminated



G. Communicates the status and needs of the schools and district to the local board, all community stakeholders, and media to garner additional support for meeting district goals



H. Builds relationships with individuals and groups to support the district’s learning—teaching agenda and its potential for individual school and district improvement



Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).



















Evaluator’s Feedback:
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    Standard  7 :  Micropolitical Leadership   S uperintendent s   promote the success of learning and teaching by understanding, responding to, and influencing the larger political,  social, economic, legal, ethical, and cultural context. From this knowledge, the  superintendent works with the board of education  to define mutual expectations, policies, and goals to ensure the academic success for all student s.     A district administrator demonstrates effective  micropolitical leadership   practices when he/she:     A.   Provides leadership in defining superintendent and board roles and mutual expectations that result in an effective  superintendent‐board working relationship     B.   Defines and understands the internal and external political  s ystems and their impact on the ed ucational organization     C.   Defines, understands, and communicates the impact of legal  and ethical  issues affecting public   e ducation     D.   Surveys and understands the political, economic, and social aspects/needs of groups in the community, and those of the  c ommunity at large for effective and responsive decision‐making     E.   Prepares and recommends district policies to improve student learning and district performance in compliance with local, stat e  and federal requirements     F .   Applies laws, policies ,   and proce dures fairly, wisely, and considerately     G .   Utilizes legal systems to protect the rights of students and staff ,   and to improve learning opportunities     H.   Accesses local, state and national political systems to provide input   on critical educational issues     Evidence requested by the evaluator or provided by the  district administrator :   Indicate contributor with an (E) or (DA).                           Evaluator’s Feedback:                        
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		Standard 7: Micropolitical Leadership

Superintendents promote the success of learning and teaching by understanding, responding to, and influencing the larger political, social, economic, legal, ethical, and cultural context. From this knowledge, the superintendent works with the board of education to define mutual expectations, policies, and goals to ensure the academic success for all students.



A district administrator demonstrates effective micropolitical leadership practices when he/she:



A. Provides leadership in defining superintendent and board roles and mutual expectations that result in an effective superintendent‐board working relationship



B. Defines and understands the internal and external political systems and their impact on the educational organization



C. Defines, understands, and communicates the impact of legal and ethical issues affecting public education



D. Surveys and understands the political, economic, and social aspects/needs of groups in the community, and those of the community at large for effective and responsive decision‐making



E. Prepares and recommends district policies to improve student learning and district performance in compliance with local, state and federal requirements



F. Applies laws, policies, and procedures fairly, wisely, and considerately



G. Utilizes legal systems to protect the rights of students and staff, and to improve learning opportunities



H. Accesses local, state and national political systems to provide input on critical educational issues



Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).

























Evaluator’s Feedback:
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    Standard  8 :  Dispositions - Human Elements   The effective s uperintendent   is first and foremost an effective person.  Superintendents must know much and have many skills.   However, what differentiates effective transformational leaders (those who can  facilitate more than a year’s worth of growth with  a year’s worth of effort) from the rest is that they are successful not only because of what they know and do but because of  who  they are shining through their knowledge and skills.  These human qualities  –   core values, beliefs and perceptions  –   are called  dispositions.  Four areas of dispositions that have the greatest impact on facilitating progress and positive change in peopl e and  organizations are: (1) realistic and positive dispositions about oneself;   (2) the belief that others are valuable, able, and worthy; (3)  dispositions about the larger purposes of the educational endeavor; and (4) dispositions about the primacy of building and  sustaining positive, long - term relationships with all constituents.   High performing schools/districts recognize the importance of  these dispositions and intentionally hire for and grow them in all partners.     A district administrator demonstrates effective  strategies for leading dispositional growth in self and others when  he/she:     A .   Facilitates conversations with  all   constituencies regarding the importance of dispositions — the human elements — in  teaching,  learning, and leading     B.   Develops and grows realistic and positive dispositions about oneself and facilitates growth in others     C .   Demonstrates a belief in the value, ability, and worthiness of staff,  students, and community members     D .   Exhibits dispositions regarding the larger  purpo ses of the educational endeavor     E .   Displays dispositions about the primacy of building and sustaining positive, long - term rela tionships with all constituents     F .   Develops and implements a hiring policy that intentionally includes effective dispositio ns of all personne l as the core selection  element       Evidence requested by the evaluator or provided by the  district administrator :   Indicate contributor with an (E) or (DA).                       Evaluator’s Feedback:            
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		Standard 8: Dispositions-Human Elements

The effective superintendent is first and foremost an effective person.  Superintendents must know much and have many skills.  However, what differentiates effective transformational leaders (those who can facilitate more than a year’s worth of growth with a year’s worth of effort) from the rest is that they are successful not only because of what they know and do but because of who they are shining through their knowledge and skills.  These human qualities – core values, beliefs and perceptions – are called dispositions.  Four areas of dispositions that have the greatest impact on facilitating progress and positive change in people and organizations are: (1) realistic and positive dispositions about oneself; (2) the belief that others are valuable, able, and worthy; (3) dispositions about the larger purposes of the educational endeavor; and (4) dispositions about the primacy of building and sustaining positive, long-term relationships with all constituents.  High performing schools/districts recognize the importance of these dispositions and intentionally hire for and grow them in all partners.



A district administrator demonstrates effective strategies for leading dispositional growth in self and others when he/she:



A. Facilitates conversations with all constituencies regarding the importance of dispositions—the human elements—in teaching, learning, and leading



B. Develops and grows realistic and positive dispositions about oneself and facilitates growth in others



C. Demonstrates a belief in the value, ability, and worthiness of staff, students, and community members



D. Exhibits dispositions regarding the larger purposes of the educational endeavor



E. Displays dispositions about the primacy of building and sustaining positive, long-term relationships with all constituents



F. Develops and implements a hiring policy that intentionally includes effective dispositions of all personnel as the core selection element





Evidence requested by the evaluator or provided by the district administrator:  Indicate contributor with an (E) or (DA).





















Evaluator’s Feedback:
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  Review of Additional Data Impacting the  District Administrator’s  Evaluation                                                                        

   Review progress on Professional Growth Goal:   Comments:    

   Additional Comments (Optional):    
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Review of Additional Data Impacting the District Administrator’s Evaluation



 (
Review progress on Professional Growth Goal:
Comments:
)















































 (
Additional Comments (Optional):
)
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  DISTRICT  BEHAVIOR   CONSULTANT     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other  documentation.     District Behavior   Consultant   __ ____________________________ _________________________________     Evaluator _________________ ___ ________________________ Position ___________________________ _____ __                                                                                   District  Behavior   Consultant’s C omments :     _____________________________________________________________     __________________________________________________________________________________________________________       Evaluator’s Comments :_ _________________________________________________________________ ____________________     ______________________________________________________________________________________ ____________________       District  Behavior   Consultant :           ______ Agree with this   summative evaluation                        Signature                                                   Date         ______ Disagree with this summative evaluation              Evaluator:                       Signature                                                   Date   Oppo rtunities for  an  appeal are part of the   Elizabethtown Independent School District evaluation plan.    

Professional Practice     (Indicate the Dist rict  Behavior Consultant’s performance measure  for each  s tandard.)    

Performance Measure: Planning   Standard 4 : Collaborates with Colleagues,  Parents, and Others    Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Environment   Standard   3 : Demonstrates Effective  Interpersonal and Communication Skills with  Peers, Parents, and Others    Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Instruction   Standard 2 : Demonstrates Knowledge of  Job  Area    Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Professionalism   Standard 1: Demonstrates Professional  Leadership  Ineffective  Developing  Accomplished  Exemplary  

    

 

Summative   Rating     (Indicate the District  Behavior   Consultant’s  summative  rating based   on data from   professional practice . )    

Summative Rating  Ineffective  Developing  Accomplished  Exemplary  

    

 

Original  -   Evaluator’s Files                 Copy  -   Central Office            Copy  –   Behavior  Consultant  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR DISTRICT BEHAVIOR CONSULTANT



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



District Behavior Consultant _______________________________________________________________



Evaluator ____________________________________________ Position __________________________________





 (
Professional Practice
(Indicate the District 
Behavior Consultant’s performance measure 
for each 
s
tandard.)
Performance Measure: Planning
Standard 4
: Collaborates with Colleagues, 
Parents, and Others
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Environment
Standard 3
: Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, and Others
 
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Instruction
Standard 2
: Demonstrates Knowledge of  Job Area
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Professionalism
Standard 1: Demonstrates Professional Leadership
Ineffective
Developing
Accomplished
Exemplary
)















































 (
Summative
 
Rating
(Indicate the District 
Behavior
 Consultant’s 
summative 
rating based
 on data from
 
professional practice
.
)
Summative 
Rating
Ineffective
Developing
Accomplished
Exemplary
)



























District Behavior Consultant’s Comments:  _____________________________________________________________



__________________________________________________________________________________________________________





Evaluator’s Comments:______________________________________________________________________________________



__________________________________________________________________________________________________________





District Behavior Consultant:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         



Evaluator:

							     Signature                                                Date

Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.

 (
Original - Evaluator’s Files                 Copy - Central Office            Copy –
 
Behavior 
Consultant
)
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk  

Teacher  Domains  Teacher Components  Other  Professional  Domains  School Counselors   Components  

Planning and  Preparation     Knowledge of content and  pedagogy      Demonstrating knowledge of  students      Setting instructional outcomes      Demonstrating knowledge of  resources      Designing coherent instruction      Designing student assessments  Planning and  Preparation     Demonstrating knowledge of counseling theory and techniques       Demonstrating knowledge of child and adolescent development      Establishing goals for the counseling program app ropriate to the  setting and the students  served       Demonstrating knowledge of state and federal regulations and of  resources both within and   beyond the school and district       Plan in the counseling program integrated with the regular school  program       Develop ing a plan to evaluate the counseling program  

Classroom  Environment     Creating an environment of  respect and rapport      Establishing a culture of learning       Managing classroom procedures      Managing student behavior      Organizing physical space  Environment     creating an environment of respect and rapport       Establishing a culture for productive communication       Managing routines and procedures       Establishing standards of conduct and contributing to the culture  for student behavior  throughout the school       Organizing   physical space  

Instruction     Communicating with students      Questioning and discussion  techniques      Engaging students in learning      Using Assessment in instruction      Demonstrating Flexibility and  Responsiveness  Delivery of  Service     Assessing student needs      Assisting students and teachers in the formulation of academic  personal social and career  plans based on knowledge of student  needs       Using counseling techniques in individual and classroom  programs       Brokering resources to meet needs       Demonstrating flexibi lity and responsiveness  

Professional  Responsibilitie s     Reflecting on teaching      Maintaining accurate records      Communicating with families      Participating in a professional  community      Growing and developing  Professional  Responsibilities     Reflecting on practice       Maintaining records and submitting them in a timely fashion       Communicating with families       Participating in a professional community       Engaging in professional development       Showing professionalism  
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  DISTRICT  GIFTED and TALENTED EDUCATION COORDINATOR     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences,  and other documentation.     District  Gifted and Talented Education Coordinator   __ ____________________________ ______________________     Evaluator _________________ ___ ________________________ Position ___________________________ _____ __                                                                         District  Gifted and Talented  Education Co ordinator ’s C omments :   _____________ ______________________________ ______     ________________________________________________________________________________________________________ __     __________________________________________________________________________________________________________     Evaluator’s Comments :__________________________________________________________________ ____________________     _______________________________________ _______________________________________________ ____________________     __________________________________________________________________________________________________________       District  Gifted and Talented   Education Coordinator :           ______ Agree with this summative evaluation                        Signature                                                   Date         ______ Disagree with this summative evaluation              Evaluator:                       Signature                                                    Date     Opportunities for  an  appeal are part of the   Elizabethtown Independent School District evaluat ion plan.  

Original  -   Evaluator’s Files                 Copy  -   Central Office            Copy  –   District  Gifted and Talented  Education Co ordinator  

Professional Practice     (Indicate the District  Gifted and Talented Education Coordinator’s   performance measure  for each standard.)    

Performance Measure:   Planning   Standard 4:   Engages in Professional  Development  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure:  Environment    S tandard 3 :  Collaborates with Colleagues,  Parents, and Others  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure:    Instruction   Standard 2 : Leads, Manages, and Monitors the  Gifte d and Talented Education Program    Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Professionalism   Standard 1 : Demonstrates Professional  Leadership  Ineffective  Developing  Accomplished  Exemplary  

    

 

Summative   Rating     (Indicate the District  Gifted and Talented  Education Co ordinator ’s  summative rating     based on data from  p rofessional practice.)    

Summative Rating  Ineffective  Developing  Accomplished  Exemplary  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR DISTRICT GIFTED and TALENTED EDUCATION COORDINATOR



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



District Gifted and Talented Education Coordinator ____________________________________________________



Evaluator ____________________________________________ Position __________________________________



 (
Professional Practice
(Indicate the District 
Gifted and Talented Education Coordinator’s
 performance measure 
for each standard.)
Performance Measure:
 Planning
Standard 4:
 Engages in Professional Development
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: 
Environment 
Standard 3
: Collaborates with Colleagues, Parents, and Others
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: 
 Instruction
Standard 2
: Leads, Manages, and Monitors the Gifte
d and Talented Education Program
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Professionalism
Standard 1
: Demonstrates Professional Leadership
Ineffective
Developing
Accomplished
Exemplary
)











































 (
Summative
 
Rating
(Indicate the District 
Gifted and Talented 
Education Co
ordinator
’s 
summative rating
 
based
 on data from 
p
rofessional practice.)
Summative Rating
Ineffective
Developing
Accomplished
Exemplary
)























District Gifted and Talented Education Coordinator’s Comments: _________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Evaluator’s Comments:______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________





District Gifted and Talented Education Coordinator:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         



Evaluator:

							     Signature                                                Date



 (
Original - Evaluator’s Files                 Copy - Central Office            Copy –
 
District 
Gifted and Talented 
Education Co
ordinator
)Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  PROFESSIONAL DEVELOPMENT FACILITATOR     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other  documentation.     Professional Development Facilitator   _ _____________________________ _____________ _____________ _______     Evaluator _________________ ___ ________________________ Position ___________________________ _____ __                                                                         Professional Development Facilitator’s   Comments:_________________________________________________________________     __________________________________________________________________________________________________________       Evaluator’s Comments:___________________ ________________________________________________ ____________________     ______________________________________________________________________________________ ____________________       Professional Development Facilitator :           ______ Agree with this summative evaluation                        Signatur e                                                   Date         ______ Disagree with this summative evaluation                Evaluator:                       Signature                                                   Date     Opportunities for  an  appeal are part of the   Elizabethtown Independent School District evaluation plan.  

Original   -   Evaluator’s Files                  Copy   -   Central Office              Copy   –   Professional Development Facilitator  

         

Professional Practice   (Indicate the   Professional Development Facilitator’s   performance measure   for each  applicable standard.)    

Performance Measure: Planning   Standard 3 : Accesses and Uses Research to Improve  Practice and Student Learning   Standard 4 : Promotes Professional Learning for  Continuous Improvement  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Environment   Standard 2: Fosters a Collaborative Culture to  Support Educator Development and Student  Learning   Standard 7 : Improves Outreach and Collaboration  with Families and Community    Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Instruction   Standard 5 : Facilitates Improvements in Instruction  and Student Learning   Standard 6 : Promotes the Use of Assessments and  Data for School and   District Improvement  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Professionalism   Standard 1 : Demonstrates Professional Leadership   Standard 8:   Advocates for Student Learning and the  Profession  Ineffective  Developing  Accomplished  Exemplary  

    

   

Summative   Rating     (Indicate the  Professional Development Facilitator’s   overall performance category   based on data from professional practice . )      

Summative   Rating  Ineffective  Developing  Accomplished  Exemplary  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR PROFESSIONAL DEVELOPMENT FACILITATOR



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



Professional Development Facilitator _______________________________________________________________



Evaluator ____________________________________________ Position __________________________________

 (
Professional Practice
(Indicate the 
Professional Development Facilitator’s
 
performance measure
 
for each 
applicable standard.)
Performance Measure: Planning
Standard 3
: Accesses and Uses Research to Improve Practice and Student Learning
Standard 4
: Promotes Professional Learning for Continuous Improvement
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Environment
Standard 2:
Fosters a Collaborative Culture to Support Educator Development and Student Learning
Standard 7
: Improves Outreach and Collaboration with Families and Community
 
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Instruction
Standard 5
: Facilitates Improvements in Instruction and Student Learning
Standard 6
: Promotes the Use of Assessments and Data for School and District Improvement
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Professionalism
Standard 1
: Demonstrates Professional Leadership
Standard 8:
 
Advocates for Student Learning and the Profession
Ineffective
Developing
Accomplished
Exemplary
)















































 (
Summative
 
Rating
(Indicate the 
Professional Development Facilitator’s
 
overall performance category
 
based on data from professional practice
.
)
Summative Rating
Ineffective
Developing
Accomplished
Exemplary
)
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    Professional Development Facilitator’s   Comments:_________________________________________________________________     __________________________________________________________________________________________________________       Evaluator’s Comments:___________________ ________________________________________________ ____________________     ______________________________________________________________________________________ ____________________       Professional Development Facilitator :           ______ Agree with this summative evaluation                        Signatur e                                                   Date         ______ Disagree with this summative evaluation                Evaluator:                       Signature                                                   Date     Opportunities for  an  appeal are part of the   Elizabethtown Independent School District evaluation plan.  


Original   -   Evaluator’s Files                  Copy   -   Central Office              Copy   –   Professional Development Facilitator  
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Professional Development Facilitator’s Comments:_________________________________________________________________





__________________________________________________________________________________________________________








Evaluator’s Comments:_______________________________________________________________________________________





__________________________________________________________________________________________________________








Professional Development Facilitator:  


     ______ Agree with this summative evaluation	                    Signature                                                Date


     ______ Disagree with this summative evaluation         








Evaluator:


							     Signature                                                Date





 (
Original
 
- Evaluator’s Files                 Copy
 
- 
Central Office
            Copy
 
–
 
Professional Development Facilitator
)Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  SCHOOL PSYCHOLOGIST     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other documentation.     School   Psychologist   _ ____________________ _ _ _______________________________ _ __ _____________ _______     Evaluator _________________ ___ ________________________ Position ___________________________ _____ __                                                                             School Psychologist’s   Comments:   ___ ____________________ _______________________________________________________     __________________________________________________________________________________________________________     ___________________________________________________________________________________________ _______________     Evaluator’s Comments:___________________________________________________________________ ____________________     ______________________________________________________________________________________ ____________________     _____________________ _____________________________________________________________________________________     School Psychologist :           ______ Agree with this summative evaluation                        Signature                                                   Date         ______ Di sagree with this summative evaluation              Evaluator:                       Signature                                                   Date   Opportunities for  an  appeal are part of the   Elizabethtown Independent School District evaluation plan.  

Original   -   Evaluator’s Files                 Copy   -   Central Office              Copy   –   School Psychologist  

Professional Practice     (Indicate the  School Psychologist’s   performance measure .)    

Performance Measure: Planning   Standard 3 : Manages the District Psycho - Educational Assessment Program  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Environment   Standard 4 :  Demonstrates Effective Interpersonal  and Communication Skills with Peers, Parents,  Others   Standard 5 :  Collaborates with  Colleagues/Parents/Others  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Instruction   Standard 2 : Demonstrates Knowledge of Job Area  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Professionalism   Standard 1 : Demonstrates Professional Leadership    Ineffective  Developing  Accomplished  Exemplary  

    

   

Summative   Rating     (Indicate the  School Psychologist’s   summative rating   based on data from   prof essional practice . )    

Summative Rating  Ineffective  Developing  Accomplished  Exemplary  

    

   


Microsoft_Office_Word_Document115.docx
Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR SCHOOL PSYCHOLOGIST



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



School Psychologist _____________________________________________________________________________



Evaluator ____________________________________________ Position __________________________________

 (
Professional Practice
(Indicate the 
School Psychologist’s
 
performance measure
.)
Performance Measure: Planning
Standard 3
: Manages the District Psycho-Educational Assessment Program
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Environment
Standard 4
: Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, Others
Standard 5
: 
Collaborates with 
Colleagues/Parents/Others
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Instruction
Standard 2
: Demonstrates Knowledge of Job Area
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Professionalism
Standard 1
: Demonstrates Professional Leadership
 
Ineffective
Developing
Accomplished
Exemplary
)















































 (
Summative
 
Rating
(Indicate the 
School Psychologist’s
 
summative rating
 based on data from
 prof
essional practice
.
)
Summative Rating
Ineffective
Developing
Accomplished
Exemplary
)

























School Psychologist’s Comments: ______________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Evaluator’s Comments:_______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



School Psychologist:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         



Evaluator:

							     Signature                                                Date

 (
Original
 
- Evaluator’s Files                 Copy
 
- 
Central Office
            Copy
 
–
 
School Psychologist
)Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  WORKFORCE READINESS COORDINATOR/COUNSELOR     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other  documentation.     Workforce Readiness Coordinator/Counselor   __ _ _______________________________ _ __ _____________ _______     Evaluator _________________ ___ ________________________ Position ___________________________ _____ __                                                                     Workforce  Readiness Coordinator/Counselor’s   Comments:   __________________________________________________________     __________________________________________________________________________________________________________     __________________________________________________________________________________________________________     Evaluator’s Comments:___________________________________________________________________ ____________________     ______________________________________ ________________________________________________ ____________________     __________________________________________________________________________________________________________     Workforce Readiness Coordinator/Counselor :           ______ Agree with this summ ative evaluation                        Signature                                                   Date         ______ Disagree with this summative evaluation              Evaluator:                       Signature                                                   Date   Opportunities for  an  appeal are part of the   Elizabethtown Independent School District evaluation plan.  

Origin al   -   Evaluator’s Files                 Copy   -   Central Office              Copy   –   Workforce Readiness Coordinator/Counselor  

Professional Practice     (Indicate the   Workforce Readiness Coordinator/Counselor’s   performance measure .)    

Performance Measure: Plannin g   S tandard 5 : Engages in Professional Development  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance  Measure: Environment   Standard 3 :  Counsels Students and Communicates  Analysis of Students’ Learning Plans   Standard 4 : Collaborates with  Colleagues/Parents/Others  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Instruction   Standard 2:   Designs, Plans, Implements, and  Monitors the Workforce Readiness Program    Ineffective  Developing  Accomplished  Exemplary  

    

   

Performance Measure: Professionalism   Standard 1:   Demonstrates Professional Leadership    Ineffective  Developing  Accomplished  Exemplary  

    

 

  Summative  Rating     (Indicate the  Workforce Readiness Coordinator/Counselor’s   summative   performance based on data from   professional practice . )    

Summative Rating  Ineffective  Developing  Accomplished  Exemplary  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR WORKFORCE READINESS COORDINATOR/COUNSELOR



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



Workforce Readiness Coordinator/Counselor _________________________________________________________



Evaluator ____________________________________________ Position __________________________________

 (
Professional Practice
(Indicate the 
Workforce Readiness Coordinator/Counselor’s
 
performance measure
.)
Performance Measure: Plannin
g
Standard 5
: Engages in Professional Development
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Environment
Standard 3
: Counsels Students and Communicates Analysis of Students’ Learning Plans
Standard 4
: Collaborates with Colleagues/Parents/Others
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Instruction
Standard 2:
 Designs, Plans, Implements, and Monitors the Workforce Readiness Program
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Professionalism
Standard 1:
 Demonstrates Professional Leadership
Ineffective
Developing
Accomplished
Exemplary
)







































 (
 Summative 
Rating
(Indicate the 
Workforce Readiness Coordinator/Counselor’s
 
summative
 performance based on data from
 
professional practice
.
)
Summative Rating
Ineffective
Developing
Accomplished
Exemplary
)

























Workforce Readiness Coordinator/Counselor’s Comments: __________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Evaluator’s Comments:_______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Workforce Readiness Coordinator/Counselor:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         



Evaluator:

							     Signature                                                Date

 (
Original
 
- Evaluator’s Files                 Copy
 
- 
Central Office
            Copy
 
–
 
Workforce Readiness Coordinator/Counselor
)Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  DISTRICT ADMINISTRATORS     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other documentation.     District Administrator   __ ________________________________ Position _ _____________ _____________ _______     Evaluator _________________ ___ ________________________ Position ___________________________ _____ __                                                                                          

Professional Practice     (Indicate the  district adm inistrator’s  level of professional  p ractice   for each  applicable standard.)    

Performance Measure: Planning   Standard 4 : Human Resource Leadership   Standard 5 : Managerial Leadership  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure:  Environment   Standard 1 : Strategic Leadership   Standard 3 :  Cultural Leadership   Standard 6 : External Development Leadership  Ineffective  Developing  Accomplished  Exemplary  

    

 

Performance Measure: Instruction   Standard 2:   Instructional Leadership   Standard 7:  Micropolitical Leadership  Ineffective   Developing  Accomplished  Exemplary  

    

 

Performance Measure: Professionalism   Standard 8:  Dispositions - Human Elements  Ineffective  Developing  Accomplished  Exemplary  

    

   

Summative   Rating     (Indicate the  district administrator’s  summative rating   based on data from professional practice . )      

Summative Rating  Ineffective  Developing  Accomplished  Exemplary  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR DISTRICT ADMINISTRATORS



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



District Administrator __________________________________ Position __________________________________



Evaluator ____________________________________________ Position __________________________________



 (
Professional Practice
(Indicate the 
district administrator’s 
level of professional 
p
ractice
 
for each 
applicable standard.)
Performance Measure: Planning
Standard 4
: Human Resource Leadership
Standard 5
: Managerial Leadership
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Environment
Standard 1
: Strategic Leadership
Standard 3
: 
Cultural Leadership
Standard 6
: External Development Leadership
Ineffective
Developing
Accomplished
Exemplary
Performance Measure: Instruction
Standard 2:
 Instructional Leadership
Standard 7: 
Micropolitical
 Leadership
Ineffective 
Developing
Accomplished
Exemplary
Performance Measure: Professionalism
Standard 8: 
Dispositions-Human Elements
Ineffective
Developing
Accomplished
Exemplary
)

































































 (
Summative
 
Rating
(Indicate the 
district administrator’s 
summative rating
 based on data from professional practice
.
)
Summative Rating
Ineffective
Developing
Accomplished
Exemplary
)
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk

		Teacher Domains

		Teacher Components

		Other Professional Domains

		School Counselors

Components



		Planning and Preparation

		· Knowledge of content and pedagogy

· Demonstrating knowledge of students

· Setting instructional outcomes

· Demonstrating knowledge of resources

· Designing coherent instruction

· Designing student assessments

		Planning and Preparation

		· Demonstrating knowledge of counseling theory and techniques 

· Demonstrating knowledge of child and adolescent development

· Establishing goals for the counseling program appropriate to the setting and the students  served 

· Demonstrating knowledge of state and federal regulations and of resources both within and   beyond the school and district 

· Plan in the counseling program integrated with the regular school program 

· Developing a plan to evaluate the counseling program



		Classroom Environment

		· Creating an environment of respect and rapport

· Establishing a culture of learning 

· Managing classroom procedures

· Managing student behavior

· Organizing physical space

		Environment

		· creating an environment of respect and rapport 

· Establishing a culture for productive communication 

· Managing routines and procedures 

· Establishing standards of conduct and contributing to the culture for student behavior  throughout the school 

· Organizing physical space



		Instruction

		· Communicating with students

· Questioning and discussion techniques

· Engaging students in learning

· Using Assessment in instruction

· Demonstrating Flexibility and Responsiveness

		Delivery of Service

		· Assessing student needs

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

· Using counseling techniques in individual and classroom programs 

· Brokering resources to meet needs 

· Demonstrating flexibility and responsiveness



		Professional Responsibilities

		· Reflecting on teaching

· Maintaining accurate records

· Communicating with families

· Participating in a professional community

· Growing and developing

		Professional Responsibilities

		· Reflecting on practice 

· Maintaining records and submitting them in a timely fashion 

· Communicating with families 

· Participating in a professional community 

· Engaging in professional development 

· Showing professionalism
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    District Administrator’s Comments:_____________________________________________________________________________     __________________________________________________________________________________________________________     __________________________________________________________________________________________________________     __________________________________________________________________________________________________________     Evaluator’s Comments:___________________ ________________________________________________ ____________________     ______________________________________________________________________________________ ____________________     ______________________________________________________________________________ ________ ____________________     ______________________________________________________________________________________ ____________________     District Administrator :           ______ Agree with this summative evaluation                        Signature                                                    Date         ______ Disagree with this summative evaluation                Evaluator:                       Signature                                                   Date     Opportunities for  an  appeal are part of the   Elizabethtown Independent School District evaluation plan.      

Original  -   Evaluator’s Files                      Copy will be provided to the  District Administrator   Copy will be placed in  the District Administrator ’ s  Personnel File  
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District Administrator’s Comments:_____________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Evaluator’s Comments:_______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



District Administrator:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         





Evaluator:

							     Signature                                                Date



Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.



 (
Original - Evaluator’s Files                      Copy will be provided to the District Administrator
Copy will be placed in the District Administrator’s Personnel File
)
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Elizabethtown Independent Schools   Altered  D istrict Certified Administrator  Timeline   ( For Use  w ith  D istrict  Certified  Administrators   Hired After the Opening of the School Year)     Evaluatee     ____________________________________________________________________   Role/Position     ____________________________________________________________________     Evaluator     ____________________________________________________________________   Role/Position     ____________________________________________________________________     The following timelin e has been discussed and will be used in the evaluation of the  district  certified evaluatee  for the   ___________________________________   school year.          The  Self - Reflection   and  PGP will be submitted to the evaluator no later than  _______________ _______ ___ .        The evaluator will work with the evaluatee and reach final approval of the PGP no later  than ____________________________.        A minimum of one observation/site visit will be conducted as prescribed in the CEP.        Any other e xpectations for the completed  evaluation plan have been modified as  follows:    (The evaluator will specify any modifications to the standard CEP for  district certified personnel .)           ______________________________________________________       _____________________________                                           (Evaluatee)               (Date)     ______________________________________________________       ______________________________                                           (Evaluator)               (Date)  
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Elizabethtown Independent Schools

Altered District Certified Administrator Timeline

(For Use with District Certified Administrators Hired After the Opening of the School Year)



Evaluatee		____________________________________________________________________

Role/Position		____________________________________________________________________



Evaluator		____________________________________________________________________

Role/Position		____________________________________________________________________



The following timeline has been discussed and will be used in the evaluation of the district certified evaluatee for the   ___________________________________   school year.





· The Self-Reflection and PGP will be submitted to the evaluator no later than _________________________.



· The evaluator will work with the evaluatee and reach final approval of the PGP no later than ____________________________.



· A minimum of one observation/site visit will be conducted as prescribed in the CEP.



· Any other expectations for the completed evaluation plan have been modified as follows:  (The evaluator will specify any modifications to the standard CEP for district certified personnel.)









______________________________________________________			_____________________________

                                       (Evaluatee)							(Date)



______________________________________________________			______________________________

                                       (Evaluator)							(Date)
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Kentucky Framework for Teaching and   Other Professionals Framework Crosswalk  

Teacher  Domains  Teacher Components  Other  Professional  Domains  Library Media Specialists   Components  

Planning and  Preparation     Knowledge of content and  pedagogy      Demonstrating knowledge of  students      Setting instructional outcomes      Demonstrating knowledge of  resources      Designing coherent instruction      Designing student assessments  Planning and  Preparation     Demonstrating Knowledge of Content Curriculum and Process      Knowledge of curriculum      Knowledge of information, media, and digital literacy      Knowledge of the researc h process      Demonstrating Knowledge of Students      Knowledge of child and adolescent development      Knowledge of the learning process      Knowledge of students’ skills and knowledge and language proficiency      Knowledge of students’ interests and cultural heritage      Knowledge of students’ special needs      Supporting Instructional Goals      Instructional resources and technology      Instructional services      Demonstrating Knowledge and Use of Resources      Instructional materials and resources      Search strategies      Demonstrating a Knowledge   of Literature and Lifelong Learning      Children’s and young adult literature      Reading promotion      Collaborating in the Design of Instructional Experiences      Collaborative skills      Instructional materials and resources      Research process      Information, media, digital  and technology literacy  

Classroom  Environment     Creating an environment of  respect and rapport      Establishing a culture of  learning       Managing classroom  procedures      Managing student behavior      Organizing physical space  Environment     Creating an environment of  respect and rapport      Interpersonal relations      Student interactions      Staff interactions      Establishing a Culture for Learning      Ethos       Expectations   for learning  
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk

		Teacher Domains

		Teacher Components

		Other Professional Domains

		Library Media Specialists

Components



		Planning and Preparation

		· Knowledge of content and pedagogy

· Demonstrating knowledge of students

· Setting instructional outcomes

· Demonstrating knowledge of resources

· Designing coherent instruction

· Designing student assessments

		Planning and Preparation

		· Demonstrating Knowledge of Content Curriculum and Process

· Knowledge of curriculum

· Knowledge of information, media, and digital literacy

· Knowledge of the research process

· Demonstrating Knowledge of Students

· Knowledge of child and adolescent development

· Knowledge of the learning process

· Knowledge of students’ skills and knowledge and language proficiency

· Knowledge of students’ interests and cultural heritage

· Knowledge of students’ special needs

· Supporting Instructional Goals

· Instructional resources and technology

· Instructional services

· Demonstrating Knowledge and Use of Resources

· Instructional materials and resources

· Search strategies

· Demonstrating a Knowledge of Literature and Lifelong Learning

· Children’s and young adult literature

· Reading promotion

· Collaborating in the Design of Instructional Experiences

· Collaborative skills

· Instructional materials and resources

· Research process

· Information, media, digital and technology literacy



		Classroom Environment

		· Creating an environment of respect and rapport

· Establishing a culture of learning 

· Managing classroom procedures

· Managing student behavior

· Organizing physical space

		Environment

		· Creating an environment of respect and rapport

· Interpersonal relations

· Student interactions

· Staff interactions

· Establishing a Culture for Learning

· Ethos 

· Expectations for learning
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Kentucky Framework for Teaching and  Other Professionals Framework Crosswalk  

Teacher  Domains  Teacher  Components  Other Professional Domains  Library Media Specialists   Components  

         Managing Library Procedures      Circulation procedures      Scheduling procedures      Managing student behavior      Expectations      Monitoring of student behavior      Response  to misbehavior      Organizing physical space      Safety      Traffic flow      Self - directed use      Consideration of functions      Flexibility  

Instruction     Communicating  with students      Questioning and  discussion  techniques      Engaging  students in  learning      Using  Assessment in  instruction      Demonstrating  Flexibility and  Responsiveness  Delivery of Service     Communicating Clearly and Accurately      Directions and procedures      Use of different methods      Using Questioning and Research Techniques      Quality of questions      Research techniques      Student  inquiry      Engaging Students in Learning      Instructional materials and resources      Expectations for students      Assessment in Instruction (whole class, one - on - one and small group)      Assessment criteria      Monitoring of student learning      Quality feedback      Student self - asses sment and monitoring of progress      Demonstrating Flexibility and Responsiveness      Teaching strategies      Lesson adjustments      Response to students      Persistence  
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk

		Teacher Domains

		Teacher Components

		Other Professional Domains

		Library Media Specialists

Components



		

		· 

		

		· Managing Library Procedures

· Circulation procedures

· Scheduling procedures

· Managing student behavior

· Expectations

· Monitoring of student behavior

· Response to misbehavior

· Organizing physical space

· Safety

· Traffic flow

· Self-directed use

· Consideration of functions

· Flexibility



		Instruction

		· Communicating with students

· Questioning and discussion techniques

· Engaging students in learning

· Using Assessment in instruction

· Demonstrating Flexibility and Responsiveness

		Delivery of Service

		· Communicating Clearly and Accurately

· Directions and procedures

· Use of different methods

· Using Questioning and Research Techniques

· Quality of questions

· Research techniques

· Student inquiry

· Engaging Students in Learning

· Instructional materials and resources

· Expectations for students

· Assessment in Instruction (whole class, one-on-one and small group)

· Assessment criteria

· Monitoring of student learning

· Quality feedback

· Student self-assessment and monitoring of progress

· Demonstrating Flexibility and Responsiveness

· Teaching strategies

· Lesson adjustments

· Response to students

· Persistence
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk  

Teacher Domains  Teacher Components  Other Professional  Domains  Library Media Specialists   Components  

Professional  Responsibilities     Reflecting on teaching      Maintaining accurate  records      Communicating with  families      Participating in a  professional community      Growing and developing  Professional  Responsibilities     Reflecting on Practice      Reflection      Vision      Change      Maintaining Accurate Records      Catalog      Circulation      Statistics      Inventory      Using Data      Communicating with School Staff and Community      Information about the  library program      Advocacy      Participating in a Professional Community      Service to the School      Participation in school and district projects      Involvement in a culture of professional inquiry      Relationship with colleagues      Growing and Developing Professionally      Enhan cement of professional knowledge      Receptivity to feedback from colleagues      Service to the profession      Collection Development and Maintenance      Assessment      Selection /  Weeding      Managing the Library Budget      Data driven decisions      Budget development      Record keeping      Managing Personnel      Motivating leadership      Delegating responsibility      Training      Supervision      Evaluation      Professional ethics      Library Bill of Rights      Copyright law      Ethical use of information      Intellectual freedom      Privacy      Confidentiality  
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Kentucky Framework for Teaching and Other Professionals Framework Crosswalk

		Teacher Domains

		Teacher Components

		Other Professional Domains

		Library Media Specialists

Components



		Professional Responsibilities

		· Reflecting on teaching

· Maintaining accurate records

· Communicating with families

· Participating in a professional community

· Growing and developing

		Professional Responsibilities

		· Reflecting on Practice

· Reflection

· Vision

· Change

· Maintaining Accurate Records

· Catalog

· Circulation

· Statistics

· Inventory

· Using Data

· Communicating with School Staff and Community

· Information about the library program

· Advocacy

· Participating in a Professional Community

· Service to the School

· Participation in school and district projects

· Involvement in a culture of professional inquiry

· Relationship with colleagues

· Growing and Developing Professionally

· Enhancement of professional knowledge

· Receptivity to feedback from colleagues

· Service to the profession

· Collection Development and Maintenance

· Assessment

· Selection/ Weeding

· Managing the Library Budget

· Data driven decisions

· Budget development

· Record keeping

· Managing Personnel

· Motivating leadership

· Delegating responsibility

· Training

· Supervision

· Evaluation

· Professional ethics

· Library Bill of Rights

· Copyright law

· Ethical use of information

· Intellectual freedom

· Privacy

· Confidentiality
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PRE - OBSERVATION DOCUMENT      

Teacher   

School   

Grade Level/Subject(s)   

Observer   

Date of  Observation   

 

Questions for Discussion:  Notes:  

What is your identified student learning  target(s)?   

To which part of your curriculum does this lesson  relate?   

How does this learning fit in the sequence of  learning for this class?   

Briefly describe the students in this class, including  those with special needs.   

How will you engage the  students in the learning?  What will you do?  What will the students do?  Will  the students work in groups, or individually, or as a  large group?  Provide any materials that the  students will be using.   

How will you differentiate instruction for individual s  or groups of students?   

How and when will you know whether the students  have achieved the learning target(s)?   

Is there anything that you would like me to  specifically observe during the lesson?   

    _________________________________________     ________________________________________              (Teacher Signature)                      (Evaluator Signature)     _________________________________________     ________________________________________   (Date)                 (Date)  
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PRE-OBSERVATION DOCUMENT





		Teacher

		



		School

		



		Grade Level/Subject(s)

		



		Observer

		



		Date of Observation

		







		Questions for Discussion:

		Notes:



		What is your identified student learning target(s)?

		



		To which part of your curriculum does this lesson relate?

		



		How does this learning fit in the sequence of learning for this class?

		



		Briefly describe the students in this class, including those with special needs.

		



		How will you engage the students in the learning? What will you do?  What will the students do?  Will the students work in groups, or individually, or as a large group?  Provide any materials that the students will be using.

		



		How will you differentiate instruction for individuals or groups of students?

		



		How and when will you know whether the students have achieved the learning target(s)?

		



		Is there anything that you would like me to specifically observe during the lesson?

		









_________________________________________		________________________________________

          (Teacher Signature)					          (Evaluator Signature)



_________________________________________		________________________________________

(Date)								(Date)





2
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ELIZABETHTOWN INDEPE NDENT SCHOOLS     Observation Notes    

Teacher Name:    Physical Classroom Layout:  

Date:       

Beginning Time:   

Ending Time:   

Number of  Students:   

Other General  Information:   

   

Time  Observed  Behaviors  Actions and Statements/Questions  by Teacher and Students  Domain &  Component  

Teacher  Student  

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

     

  Page: ______ / ______  


Microsoft_Office_Word_Document9.docx
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Observation Notes



		Teacher Name:

		

		Physical Classroom Layout:



		Date:

		

		 



		Beginning Time:

		

		



		Ending Time:

		

		



		Number of Students:

		

		



		Other General Information:

		

		









		Time

		Observed Behaviors

		Actions and Statements/Questions by Teacher and Students

		Domain & Component



		

		Teacher

		Student

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		







Page: ______ / ______

		Teacher Name:

		



		Date:

		







		Time

		Observed Behaviors

		Actions and Statements/Questions by Teacher and Students (cont.)

		Domain & Component



		

		Teacher

		Student
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		Teacher Name:

		



		Date:

		







		Time

		Observed Behaviors

		Actions and Statements/Questions by Teacher and Students (cont.)

		Domain & Component



		

		Teacher

		Student

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		



		

		

		

		

		







Page: ______ / ______
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ELIZABETHTOWN INDEPE NDENT SCHOOLS     Post - Observation  Conference  Form    

Teacher   

School   

Grade Level/ Subject(s)   

Evaluator   

Date of Conference   

  Optional: T he following guiding questions  may be used  to reflect   on the lesson that was observed :     

In  general, how successful was the lesson?  Did the students achieve the learning  targets?  How do you know, and what will you do for those students who did  not?  In addition to the student work witnessed by the observer, what other student  work samples, evide nce or artifacts assisted you in making your determination  for question one?  

To what extent did classroom procedures, student conduct, and physical space  contribute to or hinder student learning?  Did you depart from your plan? If so, how and why?   

If you   had an opportunity to teach this lesson again to the same group of  students, what would you do differently, and why?  What do you see as the next step(s) in your professional growth for addressing  the needs you have identified through personal reflection?  

  Evaluator’s Formative Observation Rating:    Teachers may request that the evaluator provide examples of evidence that  w ere used to support the rating.   I=Ineffective, D=Developing,   A=Accomplished, E=Exemplary, NA =Not  Observed    

Domain 2: The Classroom  Environment  Rating:   Domain 3: Instruction  Rating:  

A:  Creating an  Environment of  Respect and Rapport  I  D  A  E  N A   A: Communicating with  Students  I  D  A  E  NA  

B: Establishing a Culture for  Learning  I  D  A  E  NA   B: Using Questioning and  Discussion Techniques  I  D  A  E  NA  

C: Managin g Classroom  Procedures  I  D  A  E  NA   C: Engaging Students in  Learning  I  D  A  E  NA  

D: Managin g Student Behavior  I  D  A  E  NA   D: Using Assessment in  Instruction  I  D  A  E  NA  

E: Organiz ing Physical Space  I  D  A  E  NA   E: Demonstrating Flexibility  I  D  A  E  NA  

 

Optional:    Additional Notes and Comments  

   

       

Teacher’s Signature *   Date   Evalu a tor’s Signature   Date  

*Denotes sharing of results, not necessarily agreement with the formative rating .  The teacher may submit a response in writing to all ratings by the evaluator.  

  A copy  of the completed form must be provided to the teacher.  
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Elizabethtown Independent Schools



Post-Observation Conference Form



		Teacher

		



		School

		



		Grade Level/Subject(s)

		



		Evaluator

		



		Date of Conference

		







Optional: The following guiding questions may be used to reflect on the lesson that was observed: 



		In general, how successful was the lesson?  Did the students achieve the learning targets?  How do you know, and what will you do for those students who did not?

		In addition to the student work witnessed by the observer, what other student work samples, evidence or artifacts assisted you in making your determination for question one?



		To what extent did classroom procedures, student conduct, and physical space contribute to or hinder student learning?

		Did you depart from your plan? If so, how and why? 



		If you had an opportunity to teach this lesson again to the same group of students, what would you do differently, and why?

		What do you see as the next step(s) in your professional growth for addressing the needs you have identified through personal reflection?







Evaluator’s Formative Observation Rating:  Teachers may request that the evaluator provide examples of evidence that were used to support the rating.  I=Ineffective, D=Developing, A=Accomplished, E=Exemplary, NA=Not Observed



		Domain 2: The Classroom Environment

		Rating:

		Domain 3: Instruction

		Rating:



		A:  Creating an Environment of Respect and Rapport

		I

		D

		A

		E

		NA

		A: Communicating with Students

		I

		D

		A

		E

		NA



		B: Establishing a Culture for Learning

		I

		D

		A

		E

		NA

		B: Using Questioning and Discussion Techniques

		I

		D

		A

		E

		NA



		C: Managing Classroom Procedures

		I

		D

		A

		E

		NA

		C: Engaging Students in Learning

		I

		D

		A

		E

		NA



		D: Managing Student Behavior

		I

		D

		A

		E

		NA

		D: Using Assessment in Instruction

		I

		D

		A

		E

		NA



		E: Organizing Physical Space

		I

		D

		A

		E

		NA

		E: Demonstrating Flexibility

		I

		D

		A

		E

		NA







		Optional:  Additional Notes and Comments









		

		

		

		

		

		

		



		Teacher’s Signature*

		

		Date

		

		Evaluator’s Signature

		

		Date



		*Denotes sharing of results, not necessarily agreement with the formative rating.  The teacher may submit a response in writing to all ratings by the evaluator.







A copy of the completed form must be provided to the teacher.
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Elizabethtown  Independent Schools   Guidance Counselor   Observation Tool     Directions:      Highlight a rating for each component and then  match evidence from your observation notes to explain the rating  for each component.    ( Text boxes expand to accommodate multiple   evidence examples. )   Guidance Counselor :    Click here to enter text.                School:       Click here to enter text.     Evaluator:   Click here to enter text.          Date:    Click here to enter text.    

Component:  Rating :  Evidence :  

1A  -   Demonstrating knowledge of counseling theory  and techniques   I  D  A  E   

1B  -     Demonstrating knowledge of child and  adolescent development   I  D  A  E   

1C  -   Establishing goals for the counseling program  appropriate to the setting and the students  served   I  D  A  E   

1D   -   Demonstrating knowledge of state and federal  regulations and of resources both within and    beyond the school and district   I  D  A  E   

1E   -   Plan in the counseling program integrated with  the regular school program   I  D  A  E   

1F  -   Developing a  plan to evaluate the counseling  program  I  D  A  E   

2A  -     Creating an environment of respect and  rapport      I  D  A  E   

2B  -     Establishing a culture for productive  communication   I  D  A  E   

2C  -     Managing routines and procedures     I  D  A  E   

2D   -     Establishing standards of conduct and  contributing to the culture for student behavior         throughout the school   I  D  A  E   

2E   -     Organizing physical space    I  D  A  E   

3A  -   Assessing student needs    I  D  A  E   

3B  -   Assisting students and teachers in the  formulation of academic personal social and career  plans based on knowledge of student needs   I  D  A  E   

3C  -   Using counseling text makes an individual and  classroom programs   I  D  A  E   

3D  -   Brokering resources to meet   needs     I  D  A  E   

3E   -   Demonstrating flexibility and responsiveness     I  D  A  E   

4A   -   Reflecting on practice    I  D  A  E   

4B  -     Maintaining records and submitting them in a  timely fashion   I  D  A  E   

4C  -   Communicating with families     I  D  A  E   

4D  -     Participating in a professional community     I  D  A  E   

4E  -   Engaging in professional development     I  D  A  E   

4F   -   Showing professionalism    I  D  A  E   
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Elizabethtown Independent Schools

Guidance Counselor Observation Tool



Directions:   Highlight a rating for each component and then match evidence from your observation notes to explain the rating for each component.  (Text boxes expand to accommodate multiple evidence examples.)

Guidance Counselor:  Click here to enter text.        	 	School:      Click here to enter text.	

Evaluator: Click here to enter text.  			Date:  Click here to enter text.	

		Component:

		Rating:

		Evidence:



		1A - Demonstrating knowledge of counseling theory and techniques 

		I

		D

		A

		E

		



		1B -  Demonstrating knowledge of child and adolescent development 

		I

		D

		A

		E

		



		1C - Establishing goals for the counseling program appropriate to the setting and the students  served 

		I

		D

		A

		E

		



		1D  - Demonstrating knowledge of state and federal regulations and of resources both within and   beyond the school and district 

		I

		D

		A

		E

		



		1E  - Plan in the counseling program integrated with the regular school program 

		I

		D

		A

		E

		



		1F - Developing a plan to evaluate the counseling program

		I

		D

		A

		E

		



		2A -  Creating an environment of respect and rapport

 

		I

		D

		A

		E

		



		2B -  Establishing a culture for productive communication 

		I

		D

		A

		E

		



		2C -  Managing routines and procedures 



		I

		D

		A

		E

		



		2D  -  Establishing standards of conduct and contributing to the culture for student behavior        throughout the school 

		I

		D

		A

		E

		



		2E  -  Organizing physical space



		I

		D

		A

		E

		



		3A - Assessing student needs



		I

		D

		A

		E

		



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

		I

		D

		A

		E

		



		3C - Using counseling text makes an individual and classroom programs 

		I

		D

		A

		E

		



		3D - Brokering resources to meet needs 



		I

		D

		A

		E

		



		3E  - Demonstrating flexibility and responsiveness 



		I

		D

		A

		E

		



		4A  - Reflecting on practice



		I

		D

		A

		E

		



		4B -  Maintaining records and submitting them in a timely fashion 

		I

		D

		A

		E

		



		4C - Communicating with families 



		I

		D

		A

		E

		



		4D -  Participating in a professional community 



		I

		D

		A

		E

		



		4E - Engaging in professional development 



		I

		D

		A

		E

		



		4F  - Showing professionalism



		I

		D

		A

		E

		





			

[bookmark: _GoBack]

A copy of the completed form must be provided to the guidance counselor.
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Directions:     Completed by principal.  Highlight a rating for each component and then match evidence from your observation  notes to explain the rating for each component.   ( Text boxes expand  to accommodate multiple evidence examples. )   Library Media  Specialist :    Click here to enter text.         School:       Click here to enter text.     Evaluator:   Click here to enter text.          Date:    Click here to enter text.      

Component:  Rating :  Evidence :  

1A  -   Demonstrating Knowledge of Content  Curriculum and Process   I  D  A  E   

1B  -   Demonstrating Knowledge of Students    I  D  A  E   

1C -   Supporting Instructional Goals    I  D  A  E   

1D   -   Demonstrating Knowledge and Use of  Resources  I  D  A  E   

1E   -   Demonstrating a  Knowledge of Literature and  Lifelong Learning  I  D  A  E   

1F  -   Collaborating in the Design of Instructional  Experiences  I  D  A  E   

2A -   Creating an environment of respect and rapport    I  D  A  E   

2B  -   Establishing a Culture for Learning    I  D  A  E   

2C   -   Managing   Library Procedures      I  D  A  E   

2D   -   Managing student behavior    I  D  A  E   

2E   -   Organizing physical space    I  D  A  E   

3A  -   Communicating Clearly and Accurately    I  D  A  E   

3B  -   Using Questioning and Research Techniques    I  D  A  E   

3C  -     Engaging Students in Learning    I  D  A  E   

3D  -   Assessment in Instruction (whole class, one - on - one and small group    I  D  A  E   

3E   -   Demonstrating Flexibility and Responsiveness    I  D  A  E   

4A   -   Reflecting on Practice      I  D  A  E   

4B  -   Maintaining Accurate  Records    I  D  A  E   

4C  -   Communicating with School Staff and  Community  I  D  A  E   

4D  -   Participating in a Professional Community    I  D  A  E   

4E  -   Growing and Developing Professionally    I  D  A  E   

4F   Collection Development and Maintenance    I  D  A  E   

4G -   Managing the Library Budget       I     D    A    E   

4H -   Managing Personnel       I    D    A    E   

4I -   Professional ethics     I    D    A    E   
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[bookmark: _GoBack]Directions:  Completed by principal.  Highlight a rating for each component and then match evidence from your observation notes to explain the rating for each component. (Text boxes expand to accommodate multiple evidence examples.)

Library Media Specialist:  Click here to enter text.     	School:      Click here to enter text.	

Evaluator: Click here to enter text.  			Date:  Click here to enter text.		

		Component:

		Rating:

		Evidence:



		1A - Demonstrating Knowledge of Content Curriculum and Process 

		I

		D

		A

		E

		



		1B - Demonstrating Knowledge of Students



		I

		D

		A

		E

		



		1C- Supporting Instructional Goals



		I

		D

		A

		E

		



		1D  - Demonstrating Knowledge and Use of Resources

		I

		D

		A

		E

		



		1E  - Demonstrating a Knowledge of Literature and Lifelong Learning

		I

		D

		A

		E

		



		1F - Collaborating in the Design of Instructional Experiences

		I

		D

		A

		E

		



		2A- Creating an environment of respect and rapport



		I

		D

		A

		E

		



		2B - Establishing a Culture for Learning



		I

		D

		A

		E

		



		2C  - Managing Library Procedures 



		I

		D

		A

		E

		



		2D  - Managing student behavior



		I

		D

		A

		E

		



		2E  - Organizing physical space



		I

		D

		A

		E

		



		3A - Communicating Clearly and Accurately



		I

		D

		A

		E

		



		3B - Using Questioning and Research Techniques



		I

		D

		A

		E

		



		3C -  Engaging Students in Learning



		I

		D

		A

		E

		



		3D - Assessment in Instruction (whole class, one-on-one and small group 

		I

		D

		A

		E

		



		3E  - Demonstrating Flexibility and Responsiveness



		I

		D

		A

		E

		



		4A  - Reflecting on Practice 



		I

		D

		A

		E

		



		4B - Maintaining Accurate Records



		I

		D

		A

		E

		



		4C - Communicating with School Staff and Community

		I

		D

		A

		E

		



		4D - Participating in a Professional Community



		I

		D

		A

		E

		



		4E - Growing and Developing Professionally



		I

		D

		A

		E

		



		4F  Collection Development and Maintenance



		I

		D

		A

		E

		



		4G- Managing the Library Budget



		  I

		  D

		 A

		 E

		



		4H- Managing Personnel



		  I

		 D

		 A

		 E

		



		4I- Professional ethics

		  I

		 D

		 A

		 E
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Elizabethtown Independent Schools   Speech Therapist   Observation Tool     Directions:     Highlight a rating for each component and then match evidence from your observation notes to explain the rating  for each component.    ( Text boxes expand to accommodate multiple  evidence examples. )   Speech Therapist :    Click here to enter text.           School:       Click here to enter text.     Evaluator:   Click here to enter text.          Date:    Click here to enter text.    

Component:  Rating :  Evidence :  

1A  -   Demonstrating knowledge and  skill in the  specialist therapy area holding the relevant         certificate or license  I  D  A  E   

1B  -   Establishing goals for the therapy program  appropriate to the setting and the students  served   I  D  A  E   

1C -   Demonstrating knowledge of District state and  federal regulations and guidelines   I  D  A  E   

1D   - Demonstrating knowledge of resources both  within and beyond the school and district   I  D  A  E   

1E -   Planning the therapy program integrated with  the regular  school program to meet the needs   of  individual students    I  D  A  E   

1F  -   Developing a plan to evaluate the therapy  program  I  D  A  E   

2A   –   Establishing rapport with students  I  D  A  E   

2B  -   Organizing time effectively     I  D  A  E   

2C   -   Establishing and maintaining clear procedures  for referrals   I  D  A  E   

2D   -   Establishing standards of conduct in the  treatment center   I  D  A  E   

2E   -     Organizing physical space for testing of  students and providing therapy  I  D  A  E   

3A  -   Responding to referrals and evaluating student  needs   I  D  A  E   

3B  -     Developing and implementing treatment plans  to maximize student s success   I  D  A  E   

3C  -     Communicating with families    I  D  A  E   

3D  -     Collecting information; writing reports    I  D  A  E   

3E   -     Demonstrating flexibility and responsiveness  I  D  A  E   

4A    -   Reflecting on practice    I  D  A  E   

4B  -     Collaborating with teachers and  administrators   I  D  A  E   

4C  -   Maintaining an effective data management  system   I  D  A  E   

4D  -   Participating in a  professional community    I  D  A  E   

4E   -   Engaging in professional development     I  D  A  E   

4F   -   Showing professionalism including integrity  advocacy and maintaining confidentiality    I  D  A  E   
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Elizabethtown Independent Schools

Speech Therapist Observation Tool



[bookmark: _GoBack]Directions:  Highlight a rating for each component and then match evidence from your observation notes to explain the rating for each component.  (Text boxes expand to accommodate multiple evidence examples.)

Speech Therapist:  Click here to enter text.     	School:      Click here to enter text.	

Evaluator: Click here to enter text.  			Date:  Click here to enter text.	

		Component:

		Rating:

		Evidence:



		1A - Demonstrating knowledge and skill in the specialist therapy area holding the relevant        certificate or license

		I

		D

		A

		E

		



		1B - Establishing goals for the therapy program appropriate to the setting and the students  served 

		I

		D

		A

		E

		



		1C- Demonstrating knowledge of District state and federal regulations and guidelines 

		I

		D

		A

		E

		



		1D  -Demonstrating knowledge of resources both within and beyond the school and district 

		I

		D

		A

		E

		



		1E- Planning the therapy program integrated with the regular school program to meet the needs   of individual students 

		I

		D

		A

		E

		



		1F - Developing a plan to evaluate the therapy program

		I

		D

		A

		E

		



		2A – Establishing rapport with students

		I

		D

		A

		E

		



		2B - Organizing time effectively 



		I

		D

		A

		E

		



		2C  - Establishing and maintaining clear procedures for referrals 

		I

		D

		A

		E

		



		2D  - Establishing standards of conduct in the treatment center 

		I

		D

		A

		E

		



		2E  -  Organizing physical space for testing of students and providing therapy

		I

		D

		A

		E

		



		3A - Responding to referrals and evaluating student needs 

		I

		D

		A

		E

		



		3B -  Developing and implementing treatment plans to maximize student s success 

		I

		D

		A

		E

		



		3C -  Communicating with families



		I

		D

		A

		E

		



		3D -  Collecting information; writing reports



		I

		D

		A

		E

		



		3E  -  Demonstrating flexibility and responsiveness

		I

		D

		A

		E

		



		4A  - Reflecting on practice



		I

		D

		A

		E

		



		4B -  Collaborating with teachers and administrators 

		I

		D

		A

		E

		



		4C - Maintaining an effective data management system 

		I

		D

		A

		E

		



		4D - Participating in a professional community



		I

		D

		A

		E

		



		4E - Engaging in professional development 



		I

		D

		A

		E

		



		4F  - Showing professionalism including integrity advocacy and maintaining confidentiality



		I

		D

		A

		E

		








image20.emf
E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR TEACHERS     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other documentation.     Teacher  _________________________________________   Grade/Content Area____________________     Evaluator _________________________________________ Position _____________________________     School _________________________________________________________________________ _______     Date(s) of Observation(s)     1 st   ___ __ _______     2 nd   ___ __ _______   3 rd   ______ __ ____   4 th   ______ __ ____     Date(s) of Conference(s)     1 st   _____ __ _____       2 nd   _____ _______   3 rd   ________ __ __   4 th   ____ __ ______                                                                                                  

Professional Practice   (Indicate the teacher’s  performance measure based on domains i n the Framework for Teaching.)    

Performance Measure: Planning   Domain 1:   Ineffective  Developing  Accomplished  Exemplary  

1.A  –   Demonstrating  Knowledge of Content and Pedagogy   1.B  –   Demonstrating  Knowledge of Students   1.C  –   Se lecting  Instructional Outcomes   1.D  –   Demonstrat ing   Knowledge of Resources   1. E  –   Designing Coherent Instruction   1.F  –   Designing Student Assessment      

 

Performance Measure: Environment   Domain  2 :   Ineffective  Developing  Accomplished  Exemplary  

2.A  –   Creating an Environment of Respect and Rapport   2.B  –   Establishing a Culture for Learning   2.C  –   Managing Classroom Procedures   2.D  –   Managing Student Behavior   2.E  –   Organizing Physical Space      

 

Performance Measure:   Instruction   Domain  3 :  Ineffective  Developing  Accomplished  Exemplary  

3.A  –   Communicating with Students   3.B  –   Using Questioning and Discussion Techniques   3.C  –   Engaging Students in Learning   3.D  –   Using Assessment in Instruction   3.E  –   Demonstrating  Flexibility and Responsiveness      

 

Performance Measure: Professionalism   Domain  4 :   Ineffective  Developing  Accomplished  Exemplary  

4.A  –   Reflecting on Teaching   4.B  –   Maintaining Accurate Records   4.C  –   Communicating with Families   4.D  –   Participating in a  Professional Community   4.E  –   Growing and Developing Professionally   4.F  –   Demonstrating Professionalism      

  Comments Regarding Professional Practice (Optional):   ____________________________________________________________________________ ____________________________________________________________________________ ____________________________________________________________________________   ___________________________ _________________________________________________      

Summative   Rating  Ineffective  Developing  Accomplished  Exemplary  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR TEACHERS



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



Teacher _________________________________________   Grade/Content Area____________________



Evaluator _________________________________________ Position _____________________________



School ________________________________________________________________________________



Date(s) of Observation(s)		1st ____________   2nd ____________	3rd ____________	4th ____________



Date(s) of Conference(s)		1st ____________	   2nd ____________	3rd ____________	4th ____________

 (
Professional Practice
(Indicate the teacher’s 
performance measure based on domains i
n the Framework for Teaching.)
Performance Measure: Planning
Domain 1: 
Ineffective
Developing
Accomplished
Exemplary
1.A – 
Demonstrating 
Knowledge of Content and Pedagogy
1.B – 
Demonstrating 
Knowledge of Students
1.C – Se
lecting 
Instructional Outcomes
1.D – Demonstrat
ing
 Knowledge of Resources
1. E – Designing Coherent Instruction
1.F – Designing Student Assessment
Performance Measure: Environment
Domain 
2
: 
Ineffective
Developing
Accomplished
Exemplary
2.A – Creating an Environment of Respect and Rapport
2.B – Establishing a Culture for Learning
2.C – Managing Classroom Procedures
2.D – Managing Student Behavior
2.E – Organizing Physical Space
Performance Measure: Instruction
Domain 
3
:
Ineffective
Developing
Accomplished
Exemplary
3.A – Communicating with Students
3.B – Using Questioning and Discussion Techniques
3.C – Engaging Students in Learning
3.D – Using Assessment in Instruction
3.E – Demonstrating Flexibility and Responsiveness
Performance Measure: Professionalism
Domain 
4
: 
Ineffective
Developing
Accomplished
Exemplary
4.A – Reflecting on Teaching
4.B – Maintaining Accurate Records
4.C – Communicating with Families
4.D – Participating in a Professional Community
4.E – Growing and Developing Professionally
4.F – Demonstrating Professionalism
Comments Regarding Professional Practice (Optional):
____________________________________________________________________________________________________________________________________________________________________________________________________________________________________
____________________________________________________________________________
Summative
 Rating
Ineffective
Developing
Accomplished
Exemplary
)
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  SUMMATIVE EVALUATION FOR  TE ACHERS   (Page 2)                                                       Evaluatee’s   Comments:___________ ____________________ _________________________________________________________     _________________________________________________ ____________________ _____________________________________     _____________________________________________________________________ ____________________ _________________     ______________________________________________________________________________________ ____________________     __________________________________________________________________________________________________________     ________________________________________ __________________________________________________________________     Evaluator’s Comments:___________________________________________________________________ ____________________     ______________________________________________________________________________ ________ ____________________     ______________________________________________________________________________________ ____________________     ______________________________________________________________________________________ ____________________     __________ ________________________________________________________________________________________________     __________________________________________________________________________________________________________       Evaluatee :           ______ Agree with this summati ve evaluation                        Signature                                                   Date         ______ Disagree with this summative evaluation                Evaluator:                       Signature                                                   Date         Meeting  conditions for re - employment does not ensure continued employment.     Opportunities for  an  appeal are part of the   Elizabethtown Independent School District evaluation plan.  

Professional Growth Plan     Indicate the type of Professional Growth Plan the other professional will have following this evaluation.      

 

Professional Growth Plan and Length of Next Evaluation   Cycle   ( This will be applicable only if the  other professional’s  contract is renewed.)  

Length of Evaluation Cycle/Type of Professional Growth Plan  Description of Professional Growth Plan  

 Non - Tenured  Other Professional  One - year evaluation cycle and  professional growth plan.  

 Three - Year Cycle/Self - Directed Growth Plan  Goals set by educator with evaluator input; plan activities are teacher directed and  implemented with colleagues; formative review annually.     

 One - Year Cycle/Directed Growth Plan  Goal   determined by evaluator; goals focus on low performance or outcomes; plan  activities designed by evaluator with educator input; formative review at mid - point of  year; summative at end of plan.  

 Up to 12 - Month Improvement Plan  Goal determined by  evaluator; focus on low performance area(s); summative at end  of plan .  
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SUMMATIVE EVALUATION FOR TEACHERS

(Page 2)

 (
Professional Growth Plan
Indicate the type of Professional Growth Plan the other professional will have following this evaluation.
Professional Growth Plan and Length of Next Evaluation Cycle
(
This will be applicable only if the 
other professional’s 
contract is renewed.)
Length of Evaluation Cycle/Type of Professional Growth Plan
Description of Professional Growth Plan
Non-Tenured 
Other Professional
One-year evaluation cycle and professional growth plan.
Three-Year Cycle/Self-Directed Growth Plan
Goals set by educator with evaluator input; plan activities are teacher directed and implemented with colleagues; formative review annually.
  
One-Year Cycle/Directed Growth Plan
Goal determined by evaluator; goals focus on low performance or outcomes; plan activities designed by evaluator with educator input; formative review at mid-point of year; summative at end of plan.
Up to 12-Month Improvement Plan
Goal determined by evaluator; focus on low performance area(s); summative at end of plan
.
)



















































Evaluatee’s Comments:________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Evaluator’s Comments:_______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________





Evaluatee:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         





Evaluator:

							     Signature                                                Date







Meeting conditions for re-employment does not ensure continued employment.



Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  LIBRARY MEDIA SPECIALISTS     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other documentation.     Library Media Specialist _______________________________________   Grade/Content Area____________________     Evaluator _______________________ ___________ __________________ Position _____________________________     School ________________________________________ ________________________________________     Date(s) of Observation(s)     1 st   ___ __ _______     2 nd   ___ __ _______   3 rd   ______ __ ____   4 th   ______ __ ____     Date(s) of Conference(s)     1 st   _____ __ _____       2 nd   _____ _______   3 rd   ________ __ __   4 th   ____ __ ______                                                                                                    

Professional  Practice     (Indicate the other professional’s  performance measure   within the Other Professional’s Framework.)    

Performance Measure: Planning   Domain 1:   Ineffective  Developing  Accomplished  Exemplary  

1A  -   Demonstrating Knowledge,  Content, Curriculum, & Process   1B  –   Demonstrating Knowledge of Students   1C  –   Supporting Instructional Goals   1D  -   Demonstrating Knowledge and Use of Resources   1E  –   Demonstrating Knowledge of Literature & Lifelong Learning   1F  –   Collaborating in the Design of   Instructional Experiences      

 

Performance Measure: Environment   Domain  2 :   Ineffective  Developing  Accomplished  Exemplary  

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      

 

Performance Measure: Instruction   Domain  3 :   Ineffective  Developing  Accomplished  Exemplary  

3A  –   Communicating Clearly and Accurately   3B  –   Using Questioning and Research Techniques   3C  –   Engaging   Students in Learning   3D  –   Assessment in Instruction   3E  -   Demonstrating Flexibility and Responsiveness      

 

Performance Measure:  P rofessionalism   Domain  4 :   Ineffective  Developing  Accomplished  Exemplary  

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      

  Comments Regarding Professional Practice  (Optional):   ____________________________________________________________________________ ____________________________________________________________________________ ____________________________________________________________________________ ________________ ____________________________________________________________ ____________________________________________________________________________ ____________________________________________________________________________ ____________________________________________ ________________________________      

Summative Rating  Ineffective  Developing  Accomplished  Exemplary  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR LIBRARY MEDIA SPECIALISTS



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



Library Media Specialist_______________________________________   Grade/Content Area____________________



Evaluator ____________________________________________________ Position _____________________________



School ________________________________________________________________________________



Date(s) of Observation(s)		1st ____________   2nd ____________	3rd ____________	4th ____________



Date(s) of Conference(s)		1st ____________	   2nd ____________	3rd ____________	4th ____________

 (
Professional Practice
(Indicate the other professional’s 
performance measure
 within the Other Professional’s Framework.)
Performance Measure: Planning
Domain 1: 
Ineffective
Developing
Accomplished
Exemplary
1A - 
Demonstrating Knowledge, Content, Curriculum, & Process
1B – Demonstrating Knowledge of Students
1C – Supporting Instructional Goals
1D - Demonstrating Knowledge and Use of Resources
1E – 
Demonstrating Knowledge of Literature & Lifelong Learning
1F – 
Collaborating in the Design of Instructional Experiences
Performance Measure: Environment
Domain 
2
: 
Ineffective
Developing
Accomplished
Exemplary
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
Performance Measure: Instruction
Domain 
3
: 
Ineffective
Developing
Accomplished
Exemplary
3A – Communicating Clearly and Accurately
3B – Using Questioning and Research Techniques
3C – Engaging Students in Learning
3D – Assessment in Instruction
3E - Demonstrating Flexibility and Responsiveness
Performance Measure: 
P
rofessionalism
Domain 
4
: 
Ineffective
Developing
Accomplished
Exemplary
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
Comments Regarding Professional Practice (Optional):
________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
____________________________________________________________________________________________________________________________________________________________________________________________________________________________________
Summative Rating
Ineffective
Developing
Accomplished
Exemplary
)
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  SUMMATIVE EVALUATION FOR  LIBRARY MEDIA SPECIALISTS   (Page 2)                                                       Evaluatee’s   Comments:___________ ____________________ _________________________________________________________     _________________________________________________ ____________________ _____________________________________     _____________________________________________________________________ ____________________ _________________     ________________________________________ ______________________________________________ ____________________     ________________________________________ ______________________________________________ ____________________     ________________________________________ ______________________________________________ ____________________     Evaluator’s Comments:___________________________________________________________________ ____________________     ______________________________________________________________________________ ________ ____________________     ______________________________________________________________________________________ ____________________     ______________________________________________________________________________________ ____________________     ________________________________________ ______________________________________________ ____________________     ________________________________________ ______________________________________________ ____________________       Evaluatee :           ______ Agree with this summative evaluation                        Signature                                                   Date         ______ Disagree with this summative evaluation                Evaluator:                       Signature                                                    Date         Meeting conditions for re - employment does not ensure continued employment.     Opportunities for  an  appeal are  part of the   Elizabethtown Independent School District evaluation plan.  

Professional Growth Plan     Indicate the type of Professional Growth Plan the other professional will have following this evaluation.      

 

Professional Growth Plan and Length of Next Evaluation Cycle   ( This will be applicable only if the  other professional’s  contract is renewed.)  

Length of Evaluation Cycle/Type of Professional Growth Plan  Description of Professional Growth Plan  

 Non - Tenured  Other Professional  One - year evaluation cycle and professional growth plan.  

 Three - Year  Cycle/Self - Directed Growth Plan  Goals set by educator with evaluator input; plan activities are teacher directed and  implemented with colleagues; formative review annually.     

 One - Year Cycle/Directed Growth Plan  Goal determined by evaluator; goals focus on low performance or outcomes; plan  activities designed by evaluator with educator input; formative review at mid - point of  year; summative at end of plan.  

 Up to 12 - Month  Improvement Plan  Goal determined by evaluator; focus on low performance area(s); summative at end  of plan .  
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SUMMATIVE EVALUATION FOR LIBRARY MEDIA SPECIALISTS

(Page 2)

 (
Professional Growth Plan
Indicate the type of Professional Growth Plan the other professional will have following this evaluation.
Professional Growth Plan and Length of Next Evaluation Cycle
(
This will be applicable only if the 
other professional’s 
contract is renewed.)
Length of Evaluation Cycle/Type of Professional Growth Plan
Description of Professional Growth Plan
Non-Tenured 
Other Professional
One-year evaluation cycle and professional growth plan.
Three-Year Cycle/Self-Directed Growth Plan
Goals set by educator with evaluator input; plan activities are teacher directed and implemented with colleagues; formative review annually.
  
One-Year Cycle/Directed Growth Plan
Goal determined by evaluator; goals focus on low performance or outcomes; plan activities designed by evaluator with educator input; formative review at mid-point of year; summative at end of plan.
Up to 12-Month Improvement Plan
Goal determined by evaluator; focus on low performance area(s); summative at end of plan
.
)



















































Evaluatee’s Comments:________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Evaluator’s Comments:_______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________





Evaluatee:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         





Evaluator:

							     Signature                                                Date







Meeting conditions for re-employment does not ensure continued employment.



Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.
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E lizabethtown Independent Schools   SUMMATIVE EVALUATION FOR  SPEECH THERAPISTS     This summarizes all the evaluation data including formative data, products and performances,  p rofessional development activities, conferences, and other  documentation.     Speech  Therapist ______________________________________   Grade/Content Area____________________     Evaluator _____ ____ ____________________________________ Position _____________________________       School ______________________________________________________________ __________________     Date(s) of Observation(s)     1 st   ___ __ _______     2 nd   ___ __ _______   3 rd   ______ __ ____   4 th   ______ __ ____     Date(s) of Conference(s)     1 st   _____ __ _____       2 nd   _____ _______   3 rd   ________ __ __   4 th   ____ __ ______                                                                                                  

Professional Practice     (Indicate the  other professional’s  performance measure   within the  Other Professional’s  Framework . )    

Performance Measure: Planning   Domain 1:   Ineffective  Developing  Accomplished  Exemplary  

1A  -   Demonstrating Knowledge and Skill in Therapy Area   1B  –   Establishing Goals for the Therapy Program   1C  –   Demonstrating Knowledge of Regs and Guidelines   1D  -   Demonstrating Knowledge of Resources   1E  –   Planning an Integrated Therapy Program      

 

Performance Measure: Environment   Domain  2 :   Ineffective  Developing  Accomplished  Exemplary  

2A  –   Establishing Rapport with Students   2B  –   Organizing Time Effectively   2C  –   Establishing   &   Maintaining Clear Referral Procedures   2D  –   Establishing Standards of Conduct in Treatment Center   2E  -   Organizing Physical Space      

 

Performance Measure: Instruction   Domain  3 :  Ineffective  Developing  Accomplished  Exemplary  

3A  –   Responding to Referrals and Evaluating Student Needs   3B  –   Developing and Implementing Treatment Plans   3C  –   Communicating with Families   3D  –   Collecting  Information; Writing Reports   3E  -   Demonstrating Flexibility and Responsiveness      

 

Performance Measure:  P rofessionalism   Domain  4 :   Ineffective  Developing  Accomplished  Exemplary  

4A  -   Reflecting on Practice   4B  –   Collaborating with Teachers and  Administrators   4C  –   Maintaining Effective Data Management System   4D  -   Participating in a Professional Community   4E  –   Engaging in Professional Development   4F  -   Demonstrating Professionalism      

  Comments Regarding Professional Practice (Optional):   ____________________________________________________________________________ ____________________________________________________________________________ ____________________________________________________________________________ ____________________________ ________________________________________________ ____________________________________________________________________________ ____________________________________________________________________________ _  

Summative Rating  Ineffective  Developing  Accomplished  E xemplary  
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Elizabethtown Independent Schools

SUMMATIVE EVALUATION FOR SPEECH THERAPISTS



This summarizes all the evaluation data including formative data, products and performances, professional development activities, conferences, and other documentation.



Speech Therapist______________________________________   Grade/Content Area____________________



Evaluator _____________________________________________ Position _____________________________

	

School ________________________________________________________________________________



Date(s) of Observation(s)		1st ____________   2nd ____________	3rd ____________	4th ____________



Date(s) of Conference(s)		1st ____________	   2nd ____________	3rd ____________	4th ____________

 (
Professional Practice
(Indicate the 
other professional’s 
performance measure
 within the 
Other Professional’s 
Framework
.
)
Performance Measure: Planning
Domain 1: 
Ineffective
Developing
Accomplished
Exemplary
1A - Demonstrating Knowledge and Skill in Therapy Area
1B – Establishing Goals for the Therapy Program
1C – Demonstrating Knowledge of 
Regs
 and Guidelines
1D - Demonstrating Knowledge of Resources
1E – Planning an Integrated Therapy Program
Performance Measure: Environment
Domain 
2
: 
Ineffective
Developing
Accomplished
Exemplary
2A – Establishing Rapport with Students
2B – Organizing Time Effectively
2C – Establishing
 &
 Maintaining Clear Referral Procedures
2D – 
Establishing Standards of Conduct in Treatment Center
2E - Organizing Physical Space
Performance Measure: Instruction
Domain 
3
:
Ineffective
Developing
Accomplished
Exemplary
3A – 
Responding to Referrals and Evaluating Student Needs
3B – Developing and Implementing Treatment Plans
3C – Communicating with Families
3D – Collecting Information; Writing Reports
3E - Demonstrating Flexibility and Responsiveness
Performance Measure: 
P
rofessionalism
Domain 
4
: 
Ineffective
Developing
Accomplished
Exemplary
4A - Reflecting on Practice
4B – Collaborating with Teachers and Administrators
4C – Maintaining Effective Data Management System
4D - Participating in a Professional Community
4E – Engaging in Professional Development
4F - Demonstrating Professionalism
Comments Regarding Professional Practice (Optional):
________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________
_________________________________________________________________________________________________________________________________________________________
Summative Rating
Ineffective
Developing
Accomplished
Exemplary
)
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  SUMMATIVE EVALUATION FOR  SPEECH THERAPISTS   (Page 2)                                                             Evaluatee’s   Comments:___________ ____________________ _________________________ _______________________________     _________________________________________________ ____________________ _____________________________________     _____________________________________________________________________ ____________________ _________________     ______________________________________________________________________________________ ___ _________________     _____________________________________________________________________ ____________________ _________________     _____________________________________________________________________ ____________________ _________________     Evaluator’s Comments:___________________________________________________________________ ____________________     ______________________________________________________________________________________ ____________________     ___________________ ___________________________________________________________________ ____________________     ______________________________________________________________________________________ ____________________     _____________________________________________________________________ ____________________ _________________     _____________________________________________________________________ ____________________ _________________       Evaluatee :           ______ Agree with this summative evaluation                        Signature                                                   Date         ______ Disagree with this summative evaluation                Evaluator:                       Signature                                                   Date         Meeting conditions for re - employment does not ensure continued employment.     Opportunities for  an  appeal are part of the   Eli zabethtown Independent School District evaluation plan.  

Professional Growth Plan     Indicate the type of Professional Growth Plan the  other professional  will have following this evaluation.      

 

Professional Growth Plan and Length of Next Evaluation Cycle   ( This will be applicable only if the  other professional’s  contract is renewed.)  

Length of Evaluation Cycle/Type of Professional Growth Plan  Description of Professional Growth Plan  

 Non - Tenured  Other Professional  One - year evaluation cycle and professional growth plan.  

 Three - Year Cycle/Self - Directed Growth Plan  Goals set by educator  with evaluator input; plan activities are teacher directed and  implemented with colleagues; formative review annually.     

 One - Year Cycle/Directed Growth Plan  Goal deter mined by evaluator; goals focus on low performance or outcomes; plan  activities designed by evaluator with educator input; formative review at mid - point of  year; summative at end of plan.  

 Up to 12 - Month Improvement Plan  Goal determined by evaluator; focu s on low performance area(s); summative at end  of plan .  
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SUMMATIVE EVALUATION FOR SPEECH THERAPISTS

(Page 2)



 (
Professional Growth Plan
Indicate the type of Professional Growth Plan the 
other professional 
will have following this evaluation.
Professional Growth Plan and Length of Next Evaluation Cycle
(
This will be applicable only if the 
other professional’s 
contract is renewed.)
Length of Evaluation Cycle/Type of Professional Growth Plan
Description of Professional Growth Plan
Non-Tenured 
Other Professional
One-year evaluation cycle and professional growth plan.
Three-Year Cycle/Self-Directed Growth Plan
Goals set by educator with evaluator input; plan activities are teacher directed and implemented with colleagues; formative review annually.
  
One-Year Cycle/Directed Growth Plan
Goal determined by evaluator; goals focus on low performance or outcomes; plan activities designed by evaluator with educator input; formative review at mid-point of year; summative at end of plan.
Up to 12-Month Improvement Plan
Goal determined by evaluator; focus on low performance area(s); summative at end of plan
.
)























































Evaluatee’s Comments:_______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



Evaluator’s Comments:_______________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________



__________________________________________________________________________________________________________





Evaluatee:  

     ______ Agree with this summative evaluation	                    Signature                                                Date

     ______ Disagree with this summative evaluation         





Evaluator:

							     Signature                                                Date







Meeting conditions for re-employment does not ensure continued employment.



Opportunities for an appeal are part of the Elizabethtown Independent School District evaluation plan.
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Ineffective  Developing   .  Accomplished      is the expected level of  performance  Exemplary   In addition to meeting the  requirements for  Accomplished  

The principal  rarely  fosters the success of all  students by facilitating  the development,  communication,  implementation, or  evaluation of a shared  vision of teaching and  learning that leads to  student academic growth  and school improvement .  The principal  inconsistently   fosters the  success of all students by  facilitating the  development,  communication,  implementation,  or  evaluation of a shared  vision of teaching and  learning that leads to  student academic growth  and school improvement.  The pri ncipal fosters the  success of all students by  facilitating the  development,  communication,  implementation, and  evaluation of a shared  vision of teaching and  learning that leads to  student academic growth  and school improvement.  The principal actively and  c onsistently employs  innovative and effective  leadership strategies that  maximize student  academic growth and  result in a shared vision of  teaching and learning that  reflects excellence.  

 

Performance Standard 1:  Instructional Leadership   The principal fosters the success of all students by facilitating the development, communication,  implementation, and evaluation of a shared vision of teaching and learning that leads to student  academic  growth and   school improvement.  

Sample Performance Indicators   Examples may include, but are not limited to:  

The  principal :  

1.1   Leads the collaborative development and sustainment of a shared vision for educational improvement and works  with staff,  students, parents, school councils and other stakeholders to develop a mission and programs consistent  with the school and district improvement plan.   1.2   Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhan ce teaching  and student academic progress, and lead to continuous school improvement.    1.3   Analyzes current academic achievement data and instructional strategies to make appropriate educational decisions  to improve classroom instruction, increase student  achievement, and improve overall school effectiveness.   1.4   Demonstrates knowledge of research - based instructional best practices    1.5   Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction to ensure  effective delivery of the required curriculum.    1.6    Supports teachers to access resources (e.g., time, fiscal, human) for the successful im plementation of effective  instructional strategies.   1.7    Monitors and evaluates the use of assessment of and for learning (e.g., diagnostic, formative, summative  assessments) to inform instructional practices and to provide timely and accurate feedback to students and parents.*    1.8   Works with school council to  design and implement effective and efficient schedules that protect and maximize  instructional time.   1.9   Provides the instructional focus and creates the culture for continuous learning of all members of the school  community.    1.10   Supports professional le arning and instructional practices that incorporate the use of multiple sources of data and  result in increased student growth.   1.11   Participates, as appropriate, in professional learning alongside teachers when instructional strategies are being taught  fo r future implementation.   1.12   Demonstrates the importance of professional growth by providing adequate time and resources for teachers and  staff to participate in professional learning (i.e., peer observation, mentoring, coaching, study groups, learning  te ams).    1.13   Evaluates the impact professional learning has on the staff/school improvement and student academic progress.    
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		Performance Standard 1: Instructional Leadership

The principal fosters the success of all students by facilitating the development, communication, implementation, and evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.



		Sample Performance Indicators

Examples may include, but are not limited to:



		The principal:



		1.1	Leads the collaborative development and sustainment of a shared vision for educational improvement and works with staff, students, parents, school councils and other stakeholders to develop a mission and programs consistent with the school and district improvement plan.

1.2	Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhance teaching and student academic progress, and lead to continuous school improvement. 

1.3	Analyzes current academic achievement data and instructional strategies to make appropriate educational decisions to improve classroom instruction, increase student achievement, and improve overall school effectiveness.

1.4	Demonstrates knowledge of research-based instructional best practices 

1.5	Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction to ensure effective delivery of the required curriculum. 

1.6 	Supports teachers to access resources (e.g., time, fiscal, human) for the successful implementation of effective instructional strategies.

1.7 	Monitors and evaluates the use of assessment of and for learning (e.g., diagnostic, formative, summative assessments) to inform instructional practices and to provide timely and accurate feedback to students and parents.* 

1.8	Works with school council to design and implement effective and efficient schedules that protect and maximize instructional time.

1.9	Provides the instructional focus and creates the culture for continuous learning of all members of the school community. 

1.10	Supports professional learning and instructional practices that incorporate the use of multiple sources of data and result in increased student growth.

1.11	Participates, as appropriate, in professional learning alongside teachers when instructional strategies are being taught for future implementation.

1.12	Demonstrates the importance of professional growth by providing adequate time and resources for teachers and staff to participate in professional learning (i.e., peer observation, mentoring, coaching, study groups, learning teams). 

1.13	Evaluates the impact professional learning has on the staff/school improvement and student academic progress. 







		Ineffective

		Developing

.

		Accomplished 

 is the expected level of performance

		Exemplary

In addition to meeting the requirements for Accomplished



		The principal rarely fosters the success of all students by facilitating the development, communication, implementation, or evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.

		The principal inconsistently fosters the success of all students by facilitating the development, communication, implementation, or evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.

		The principal fosters the success of all students by facilitating the development, communication, implementation, and evaluation of a shared vision of teaching and learning that leads to student academic growth and school improvement.

		The principal actively and consistently employs innovative and effective leadership strategies that maximize student academic growth and result in a shared vision of teaching and learning that reflects excellence.
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  Review of Additional Data Impacting the Principal’s Evaluation                                                                                          

   Review  d ata from the administration of  TELL, if available or applicable.     Comments:    

   Review progress on  Professional  Growth  Plan :   Comments:    

   Additional Comments (Optional):    
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Elizabethtown Independent Schools   Altered P rincipal and Assistant Principal   Timeline    (for Administrators Hired After the Opening of the School Year)     Evaluatee     ____________________________________________________________________   Role/Position     ____________________________________________________________________     Evaluator     ____________________________________________________________________   Role/Position     ____________________________________________________________________     The following timelin e has been discussed and will be used in the evaluation of the  administrator for the   ___________________________________   school year.        Self Reflection and PGP will be submitted to the evaluator no later than __________________ .      The evaluator will work  with the evaluatee and reach final approval of the Self  Reflection and PGP no later than ____________________________.        Expectations for the completed evaluation plan have been modified as follows:   (The evaluator will specify any modifications to the stand ard CEP for principals and assistant principals.)               ______________________________________________________       _____________________________                                           (Evaluatee)               (Date)     ______________________________________________________       ______________________________                                           (Evaluator)               (Date)    
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Elizabethtown Independent Schools

Altered Principal and Assistant Principal Timeline 

(for Administrators Hired After the Opening of the School Year)



Evaluatee		____________________________________________________________________

Role/Position		____________________________________________________________________



Evaluator		____________________________________________________________________

Role/Position		____________________________________________________________________



The following timeline has been discussed and will be used in the evaluation of the administrator for the   ___________________________________   school year.



· Self Reflection and PGP will be submitted to the evaluator no later than __________________.

· The evaluator will work with the evaluatee and reach final approval of the Self Reflection and PGP no later than ____________________________.



· Expectations for the completed evaluation plan have been modified as follows:

(The evaluator will specify any modifications to the standard CEP for principals and assistant principals.)













______________________________________________________			_____________________________

                                       (Evaluatee)							(Date)



______________________________________________________			______________________________

                                       (Evaluator)							(Date)
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      STANDARD 1: Demonstrates Professional Leadership     PERFORMANCE CRITERIA:      The extent to which the District Behavior Consultant:      1.1   Assumes  and completes duties promptly and effectively.   1.2   Demonstrates punctuality and good attendance for all duties.   1.3   Adheres to school board policies and administrative procedures.   1.4   Handles confidential matters or information in a professional manner.   1.5   Assumes  responsibility for assigned elements of the district’s Response to Behavior program.   1.6   Adheres to the Professional Code of Ethics.   1.7   Builds positive relationships within and between school and community.   1.8   Participates in professional organizations and activitie s.   1.9   Writes and speaks effectively.   1.10   Treats people fairly, equitably and with dignity and respect.   1.11   Demonstrates appreciation for and sensitivity to the diversity in the school community.       STANDARD 2: Demonstrates Knowledge of Job Area     PERFORMANCE CRITERIA:      The extent to which the District Behavior Consultant:      2.1   Suggests alt ernative instructional and behavioral management strategies to teachers.   2.2   Identifies appropriate instructional strategies for each child/youth.   2.3   Demonstrates instructional strategies and/or behavior management techniques, especially for new      teacher s in the district.   2.4   Supports colleagues by serving in roles such as mentor and/or coach in the areas of behavior                 Management.       2.5   Is knowledgeable of current crisis intervention techniques and provides training for peers.   2.6   Is aware of   available community resources.     STANDARD 3: Demonstrates Effective  Interpersonal and Communication Skills with Peers,  Parents, and Others     PERFORMANCE CRITERIA:      The extent to which the District Behavior Consultant:      3.1   Deals with teachers, student and parents in a positive, constructive manner.   3.2   Creates a favorable professional image in the school and community.   3.3   Communicate s and interprets Response to Behavior and PBIS programs to the staff, parents, and  appropriate community agencies.    3.4   Handles the concerns of peers and parents in a sensitive manner.   3.5   Ensures that oral and written communications are clear, accurate an d carefully composed.   3.6   Handles problems in a consistent and fair manner.   .  

EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR   DISTRICT  BEHAVIOR   CONSULTANT  
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 (
EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR
DISTRICT 
BEHAVIOR
 CONSULTANT
)





STANDARD 1: Demonstrates Professional Leadership



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



0. Assumes and completes duties promptly and effectively.

0. Demonstrates punctuality and good attendance for all duties.

0. Adheres to school board policies and administrative procedures.

0. Handles confidential matters or information in a professional manner.

0. Assumes responsibility for assigned elements of the district’s Response to Behavior program.

0. Adheres to the Professional Code of Ethics.

0. Builds positive relationships within and between school and community.

0. Participates in professional organizations and activities.

0. Writes and speaks effectively.

0. Treats people fairly, equitably and with dignity and respect.

0. Demonstrates appreciation for and sensitivity to the diversity in the school community.





STANDARD 2: Demonstrates Knowledge of Job Area



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



2.1	Suggests alternative instructional and behavioral management strategies to teachers.

2.2	Identifies appropriate instructional strategies for each child/youth.

2.3	Demonstrates instructional strategies and/or behavior management techniques, especially for new 

	teachers in the district.

2.4	Supports colleagues by serving in roles such as mentor and/or coach in the areas of behavior

             Management.    

2.5	Is knowledgeable of current crisis intervention techniques and provides training for peers.

2.6	Is aware of available community resources.



STANDARD 3: Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, and Others



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



3.1	Deals with teachers, student and parents in a positive, constructive manner.

3.2	Creates a favorable professional image in the school and community.

3.3	Communicates and interprets Response to Behavior and PBIS programs to the staff, parents, and appropriate community agencies. 

3.4	Handles the concerns of peers and parents in a sensitive manner.

3.5	Ensures that oral and written communications are clear, accurate and carefully composed.

3.6	Handles problems in a consistent and fair manner.

.
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    STANDARD  4 :  Collaborates with Colleagues , Parents, and Others     PERFORMANCE CRITERIA:      The extent to which the District Behavior Consultant:      4.1   Cooperates  with administrative staff in order to accomplish school and board objectives.   4.2   Participates in or chairs RtB leadership team meetings and ILP meetings for students in alternative  programs.   4.3   Encourages utilization of community resources.   4.4       Att end meetings and consultations as it pertains to behavior education.                

EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR   DISTRICT  BEHAVIOR  CONSULTANT  
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 (
EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR
DISTRICT 
BEHAVIOR 
CONSULTANT
)



STANDARD 4: Collaborates with Colleagues, Parents, and Others



PERFORMANCE CRITERIA: 



The extent to which the District Behavior Consultant: 



4.1	Cooperates with administrative staff in order to accomplish school and board objectives.

4.2	Participates in or chairs RtB leadership team meetings and ILP meetings for students in alternative programs.

4.3	Encourages utilization of community resources.

4.4       Attend meetings and consultations as it pertains to behavior education.
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        STANDARD 1:    Demonstrates  Professional  Leadership     PERFORMANCE CRITERIA:     The extent to which the  Gifted and Talented Education Coordinator:     1.1   Assumes responsibility for the district gifted and talented education program.   1.2   Assumes and completes  tasks   promptly and effectively.   1.3   Writes and speaks effectively.   1.4   Adheres to school board  policies and administrative procedures.   1.5   Handles confidential matters or information in a professional manner.   1.6   Builds positive relationships within and between school and community.   1.7   Treats people fairly, equitably and with dignity and respect.   1.8   Models  nondiscriminatory practices in all activities.   1.9   Demonstrates appreciation for and sensitivity to the diversity in the school community.   1.10   Promotes leadership potential in colleagues and students.   1.11   Contributes to the professional knowledge and expertise about  teaching and learning.   1.12   Presents the gifted education program in a manner that reflects sensitivity to multicultural and  global perspectives.   1.13   Represents the district in projects and initiatives aligned to gifted education at the local, regional,  state, and  national levels.   1.14   Communicates the district’s gifted and talented education program goals to all stakeholders.   1.15   Demonstrates productive leadership and team membership skills that facilitate the   development of  mutually beneficial goals.   1.16   Manages time to maximi ze attainment of district goals.   1.17   Adheres to the Professional Code of Ethics.     STANDARD  2 :  Leads,  Manages ,   and  Monitors the Gifted and Talented Education   Program     PERFORMANCE CRITERIA:     The extent to which the Gifted and Talented Education Coordinator:     2.1   Monitors the implementation of the district’s gifted and talented education program.   2.2   Develops and m anages the budget of the gifted and talented education program.   2.3   Monitors the overall achievement data results and ensures all high ability students are being   challenged.   2.4   Assists in the design of differentiated education and assists school personnel in appropriate  dissemination, evaluation, and revision of written education plans for gifted and talented students.   2.5   Assists professional learning communities and in dividuals to determine differentiated instruction,  assessments, and resources.   2.6   Develops and implements research - based procedures for identifying gifted and talented students.   2.7   Assists staff in developing specialized learning activities for students who have   needs beyond the  classroom curriculum to include: cluster grouping, pull - out programs, cross grade offerings, out of  level offerings, college courses, internships, independent projects, etc.   2.8   Works with teachers in identifying the potentially gifted studen ts in their classrooms.   2.9   Plans orientations and ongoing inservice training of staff in areas pertinent to gifted education.   2.10   Orders, organizes and disseminates materials that can be appropriately used with gifted students  by classroom teachers.   2.11   Utilizes asse ssment techniques and r e sources that can assist in the identification of gifted  and  talented needs for students; oversees the testing and identification of gifted and talented students.  

EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR   DISTRICT GIFTED & TALENTED EDUCATION COORDINATOR    
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 (
EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR
DISTRICT GIFTED & TALENTED EDUCATION COORDINATOR
)

STANDARD 1:  Demonstrates Professional Leadership



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



1.1 Assumes responsibility for the district gifted and talented education program.

1.2 Assumes and completes tasks promptly and effectively.

1.3 Writes and speaks effectively.

1.4 Adheres to school board policies and administrative procedures.

1.5 Handles confidential matters or information in a professional manner.

1.6 Builds positive relationships within and between school and community.

1.7 Treats people fairly, equitably and with dignity and respect.

1.8 Models nondiscriminatory practices in all activities.

1.9 Demonstrates appreciation for and sensitivity to the diversity in the school community.

1.10 Promotes leadership potential in colleagues and students.

1.11 Contributes to the professional knowledge and expertise about teaching and learning.

1.12 Presents the gifted education program in a manner that reflects sensitivity to multicultural and global perspectives.

1.13 Represents the district in projects and initiatives aligned to gifted education at the local, regional, state, and national levels.

1.14 Communicates the district’s gifted and talented education program goals to all stakeholders.

1.15 Demonstrates productive leadership and team membership skills that facilitate the development of mutually beneficial goals.

1.16 Manages time to maximize attainment of district goals.

1.17 Adheres to the Professional Code of Ethics.



STANDARD 2: Leads, Manages, and Monitors the Gifted and Talented Education Program



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



2.1 Monitors the implementation of the district’s gifted and talented education program.

2.2 Develops and manages the budget of the gifted and talented education program.

2.3 Monitors the overall achievement data results and ensures all high ability students are being challenged.

2.4 Assists in the design of differentiated education and assists school personnel in appropriate dissemination, evaluation, and revision of written education plans for gifted and talented students.

2.5 Assists professional learning communities and individuals to determine differentiated instruction, assessments, and resources.

2.6 Develops and implements research-based procedures for identifying gifted and talented students.

2.7 Assists staff in developing specialized learning activities for students who have needs beyond the classroom curriculum to include: cluster grouping, pull-out programs, cross grade offerings, out of level offerings, college courses, internships, independent projects, etc.

2.8 Works with teachers in identifying the potentially gifted students in their classrooms.

2.9 Plans orientations and ongoing inservice training of staff in areas pertinent to gifted education.

2.10 Orders, organizes and disseminates materials that can be appropriately used with gifted students by classroom teachers.

2.11 Utilizes assessment techniques and resources that can assist in the identification of gifted and talented needs for students; oversees the testing and identification of gifted and talented students.
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        2.12   Conducts routine audits of school - based gifted and talented services to ensure  compliance with the  district plan.   2.13   Is responsible for the accuracy of the gifted and talented student database and files; maintains  district and student confidential records.   2.14   Ensures that appropriate assessment instruments and protocols are ordered for use   in the district.   2.15   Ensures parental or guardian permission has been secured prior to the administration of  assessments to students.   2.16   Assesses the accomplishments of students on a regular basis and provides progress reports as  necessary.   2.17   Monitors student prog ress and interprets the results of evaluation.   2.18   Serves as an advocate for the needs of gifted and talented students in a professional and  appropriate manner.   2.19   Provides resources for teachers who are working with gifted and talented students.   2.20   Provides leaders hip for the integration of the gifted and talented program into all content areas.   2.21   Plans and implements staff development activities related to the gifted and talented program as  requested.   2.22   Assists in curriculum development, implementation, and revision as   requested.   2.23   Serves as a resource and advisor to principals and teachers regarding the gifted and talented  education program.   2.24   Coordinates gifted and talented educational activities and events such as field trips, special  exhibits, and contests.   2.25   Develops  appropriate advocacy positions/statements for the gifted and talented education program.   2.26   Initiates and develops projects to enhance and support the gifted education program.   2.27   Markets the gifted and talented education program to students, parents, and the co mmunity.   2.28   Conducts research and writes grants to secure additional funding for the gifted and talented  education program as directed.         STANDARD 3:  Collaborates with Colleagues/Parents/Others       PERFORMANCE CRITERIA:     The extent to which the Gifted and Tale nted Education Coordinator:     3.1   Communicates with student and parents in a positive, constructive manner.   3.2   Maintains a positive working relationship with all stakeholders.   3 . 3   Creates a favorable professional image in the school and community.   3 . 4   Inte rprets present programs and proposed program changes to the board, the administrators, the  staff and the general public.   3 . 5   Handles the concerns of parents in a sensitive manner.   3 . 6   Ensures that the oral and written communications to parents are clear, a ccurate and carefully  composed.   3 . 7   Handles problems in a consistent and fair manner.   3 . 8   Cooperates with administrative staff in order to accomplish school and district objectives.   3 . 9   Actively participates in all meetings of the Gifted Education Advisory   Council.   3 . 1 0   Provides opportunities for parent involvement and communicates with district leaders regarded  gifted education issues.   3 . 1 1   Maintains the district’s collaborative relationship with established professional organizations  related to gifted and   talented education  in the region and state.        
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2.12 Conducts routine audits of school-based gifted and talented services to ensure compliance with the district plan.

2.13 Is responsible for the accuracy of the gifted and talented student database and files; maintains district and student confidential records.

2.14 Ensures that appropriate assessment instruments and protocols are ordered for use in the district.

2.15 Ensures parental or guardian permission has been secured prior to the administration of assessments to students.

2.16 Assesses the accomplishments of students on a regular basis and provides progress reports as necessary.

2.17 Monitors student progress and interprets the results of evaluation.

2.18 Serves as an advocate for the needs of gifted and talented students in a professional and appropriate manner.

2.19 Provides resources for teachers who are working with gifted and talented students.

2.20 Provides leadership for the integration of the gifted and talented program into all content areas.

2.21 Plans and implements staff development activities related to the gifted and talented program as requested.

2.22 Assists in curriculum development, implementation, and revision as requested.

2.23 Serves as a resource and advisor to principals and teachers regarding the gifted and talented education program.

2.24 Coordinates gifted and talented educational activities and events such as field trips, special exhibits, and contests.

2.25 Develops appropriate advocacy positions/statements for the gifted and talented education program.

2.26 Initiates and develops projects to enhance and support the gifted education program.

2.27 Markets the gifted and talented education program to students, parents, and the community.

2.28 Conducts research and writes grants to secure additional funding for the gifted and talented education program as directed.







STANDARD 3: Collaborates with Colleagues/Parents/Others 



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



3.1	Communicates with student and parents in a positive, constructive manner.

3.2	Maintains a positive working relationship with all stakeholders.

3.3	Creates a favorable professional image in the school and community.

3.4	Interprets present programs and proposed program changes to the board, the administrators, the staff and the general public.

3.5	Handles the concerns of parents in a sensitive manner.

3.6	Ensures that the oral and written communications to parents are clear, accurate and carefully composed.

3.7	Handles problems in a consistent and fair manner.

3.8	Cooperates with administrative staff in order to accomplish school and district objectives.

3.9	Actively participates in all meetings of the Gifted Education Advisory Council.

3.10	Provides opportunities for parent involvement and communicates with district leaders regarded gifted education issues.

3.11	Maintains the district’s collaborative relationship with established professional organizations related to gifted and talented education in the region and state.
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        3.1 2   Invites colleagues, parents, community representatives, and others to  collaborate on and  participate in the gifted and talented education program.   3.1 3   Effectively employs conflict resolution skills, group - process and consensus - building skills, and  communication skills; practices effective listening.   3.1 4   Works with colleagu es to administer an effective learning climate within the district.   3.1 5   Shares responsibilities to maximize ownership of and accountability for the gifted education   program.         STANDARD  4 :  Engages in Professional Development     PERFORMANCE CRITERIA:     The  extent to which the Gifted and Talented Education Coordinator:     4.1   Establishes priorities for professional growth.   4.2   Reflects on and analyzes professional performance to help identify professional development  needs.   4.3   Applies the knowledge, skills,  and processes acquired through professional development.   4.4   Modifies personal professional development plan to improve performance and promote student  learning.   4.5   Participates in professional organizations and activities.        
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3.12	Invites colleagues, parents, community representatives, and others to collaborate on and participate in the gifted and talented education program.

3.13	Effectively employs conflict resolution skills, group-process and consensus-building skills, and communication skills; practices effective listening.

3.14	Works with colleagues to administer an effective learning climate within the district.

3.15	Shares responsibilities to maximize ownership of and accountability for the gifted education program.







STANDARD 4: Engages in Professional Development



PERFORMANCE CRITERIA:



The extent to which the Gifted and Talented Education Coordinator:



4.1	Establishes priorities for professional growth.

4.2	Reflects on and analyzes professional performance to help identify professional development needs.

4.3	Applies the knowledge, skills, and processes acquired through professional development.

4.4	Modifies personal professional development plan to improve performance and promote student learning.

4.5	Participates in professional organizations and activities.
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EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR  PROFESSIONAL DEVELOPMENT FACILITATOR     STANDARD 1:  Demonstrates Professional Leadership     PERFORMANCE CRITERIA:      The extent to which the   Professional Development Facilitator:     1.1   Assumes and completes tasks promptly and effectively.   1.2   Writes and speaks effectively.   1.3   Adheres to school board policies and administrative procedures.   1.4   Handles confidential matters or information in a professional manne r.   1.5   Builds positive relationships within and between school and community.   1.6   Treats people fairly, equitably, and with dignity and respect.   1.7   Models nondiscriminatory practices in all activities.   1.8   Demonstrates appreciation for and sensitivity to the diversity in   the school community.   1.9   Contributes to the professional knowledge and expertise about teaching and learning.   1.10   Demonstrates productive leadership and team membership skills that facilitate the development of  mutually beneficial goals.   1.11   Manages time to maximize   attainment of district goals.   1.12   Adheres to the Professional Code of Ethics.       STANDARD  2 :  Fosters a Collaborative Culture to Support Educator Development and Student  Learning     PERFORMANCE CRITERIA:      The extent to which the  Professional Development  Facilitator :     2.1   Utilizes group processes to help colleagues   work collaboratively, make decisions, manage conflict, and  promote meaningful change .   2.2   Models effective skills in listening, presenting ideas, leading discussions, clarifying, mediating, and  identifying the needs of self and others in order to advance shared goals and professional learning .   2.3   Employs facilitation skills to create trust among colleagues, develop collective wisdom, build  ownership and action that supports student learning .   2.4   Strives   to create an inclusive culture where diverse perspectives are welcomed in addressing  challenges .   2.5   Uses knowledge and understanding of different backgrounds, ethnicities, cultures, and languages to  promote effective interactions among colleagues .       STANDARD   3 :  Accesses and Uses Research to Improve Practice and Student Learning     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     3.1   Assists colleagues in accessing and using research in order to select appropriate strategies to  improve  student learning .   3.2   Facilitates the analysis of student learning data, collaborative interpretation of results, and application  of findings to improve teaching and learning .  
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STANDARD 1: Demonstrates Professional Leadership



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



1.1 Assumes and completes tasks promptly and effectively.

1.2 Writes and speaks effectively.

1.3 Adheres to school board policies and administrative procedures.

1.4 Handles confidential matters or information in a professional manner.

1.5 Builds positive relationships within and between school and community.

1.6 Treats people fairly, equitably, and with dignity and respect.

1.7 Models nondiscriminatory practices in all activities.

1.8 Demonstrates appreciation for and sensitivity to the diversity in the school community.

1.9 Contributes to the professional knowledge and expertise about teaching and learning.

1.10 Demonstrates productive leadership and team membership skills that facilitate the development of mutually beneficial goals.

1.11 Manages time to maximize attainment of district goals.

1.12 Adheres to the Professional Code of Ethics.





STANDARD 2: Fosters a Collaborative Culture to Support Educator Development and Student Learning



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



2.1 Utilizes group processes to help colleagues work collaboratively, make decisions, manage conflict, and promote meaningful change.

2.2 Models effective skills in listening, presenting ideas, leading discussions, clarifying, mediating, and identifying the needs of self and others in order to advance shared goals and professional learning.

2.3 Employs facilitation skills to create trust among colleagues, develop collective wisdom, build ownership and action that supports student learning.

2.4 Strives to create an inclusive culture where diverse perspectives are welcomed in addressing challenges.

2.5 Uses knowledge and understanding of different backgrounds, ethnicities, cultures, and languages to promote effective interactions among colleagues.





STANDARD 3: Accesses and Uses Research to Improve Practice and Student Learning



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



3.1 Assists colleagues in accessing and using research in order to select appropriate strategies to improve student learning.

3.2 Facilitates the analysis of student learning data, collaborative interpretation of results, and application of findings to improve teaching and learning.
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EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR  PROFESSIONAL DEVELOPMENT FACILITATOR     STANDARD  3 :  Accesses and Uses Research to Improve Practice and Student Learning   (cont.)     3.3   Teaches and  supports colleagues to collect, analyze, and communicate data from their classrooms to  improve teaching and learning .       STANDARD  4 :   Promotes Professional Learning for Continuous Improvement     PERFORMANCE CRITERIA:      The extent to which the Professional Dev elopment Facilitator:     4.1   Collaborates with colleagues and school administrators to plan professional learning that is team - based, job - embedded, sustained over time, aligned with content standards, and linked to  school/district improvement goals .   4.2   Uses informa tion about adult learning to respond to the diverse learning needs of colleagues by  identifying, promoting, and facilitating varied and differentiated professional learning .   4.3   Facilitates professional learning among colleagues .   4.4   Identifies and uses  appropriate technologies to promote collaborative and differentiated professional  learning .   4.5   Works with colleagues to collect, analyze, and disseminate data related to the quality of professional  learning and its effect on teaching and student learning .   4.6   Adv ocates for sufficient preparation, time, and support for colleagues to work in teams to engage in  job - embedded professional learning .   4.7   Provides constructive feedback to colleagues to strengthen teaching practice and improve student  learning .   4.8   Uses  information about emerging education, economic, and social trends in planning and facilitating  professional learning.       Standard  5 :   Facilitat es   Improvements in Instruction and Student Learning     PERFORMANCE CRITERIA:      The extent to which the Professional  Development Facilitator:     5.1   Facilitates the collection, analysis, and use of classroom -   and school - based data to identify  opportunities to improve curriculum, instruction, assessment, school organization, and school  culture .   5.2   Engages in reflective dialog with   colleagues based on observation of instruction, student work, and  assessment data and helps make connections to research - based effective practices .     5.3   Supports colleagues’ individual and collective reflection and professional growth by serving in roles  such   as mentor, coach, and content facilitator .     5.4   Serves as a team leader to harness the skills, expertise, and knowledge of colleagues to address  curricular expectations and student learning needs .     5.5   Uses knowledge of existing and emerging technologies to guide   colleagues in helping students  skillfully and appropriately navigate the universe of knowledge available on the Internet, use social  media to promote collaborative learning, and connect with people and resources around the globe .   5.6   Promotes instructional st rategies that address issues of diversity and equity in the classroom and  ensures that individual student learning needs remain the central focus of instruction .  
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STANDARD 3: Accesses and Uses Research to Improve Practice and Student Learning (cont.)



3.3 Teaches and supports colleagues to collect, analyze, and communicate data from their classrooms to improve teaching and learning.





STANDARD 4:  Promotes Professional Learning for Continuous Improvement



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



4.1 Collaborates with colleagues and school administrators to plan professional learning that is team-based, job-embedded, sustained over time, aligned with content standards, and linked to school/district improvement goals.

4.2 Uses information about adult learning to respond to the diverse learning needs of colleagues by identifying, promoting, and facilitating varied and differentiated professional learning.

4.3 Facilitates professional learning among colleagues.

4.4 Identifies and uses appropriate technologies to promote collaborative and differentiated professional learning.

4.5 Works with colleagues to collect, analyze, and disseminate data related to the quality of professional learning and its effect on teaching and student learning.

4.6 Advocates for sufficient preparation, time, and support for colleagues to work in teams to engage in job-embedded professional learning.

4.7 Provides constructive feedback to colleagues to strengthen teaching practice and improve student learning.

4.8 Uses information about emerging education, economic, and social trends in planning and facilitating professional learning.





Standard 5:  Facilitates Improvements in Instruction and Student Learning



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



5.1 Facilitates the collection, analysis, and use of classroom- and school-based data to identify opportunities to improve curriculum, instruction, assessment, school organization, and school culture.

5.2 Engages in reflective dialog with colleagues based on observation of instruction, student work, and assessment data and helps make connections to research-based effective practices. 

5.3 Supports colleagues’ individual and collective reflection and professional growth by serving in roles such as mentor, coach, and content facilitator. 

5.4 Serves as a team leader to harness the skills, expertise, and knowledge of colleagues to address curricular expectations and student learning needs. 

5.5 Uses knowledge of existing and emerging technologies to guide colleagues in helping students skillfully and appropriately navigate the universe of knowledge available on the Internet, use social media to promote collaborative learning, and connect with people and resources around the globe.

5.6 Promotes instructional strategies that address issues of diversity and equity in the classroom and ensures that individual student learning needs remain the central focus of instruction.
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  EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR  PROFESSIONAL DEVELOPMENT FACILITATOR     Standard  6 :  Promotes the Use of Assessments and Data for School and District Improvement     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     6.1   Increases the capacity of colleagues to identify and use multiple assessment tools aligned to state and  local standards .   6.2   Collaborates with colleagues in the design, impl ementation, scoring, and interpretation of student  data to improve educational practice and student learning .     6.3   Creates a climate of trust and critical reflection in order to engage colleagues in challenging  conversations about student learning data that le ad to solutions to identified issues .   6.4   Works with colleagues to use assessment and data findings to promote changes in instructional  practices or organizational structures to improve student learning .       Standard  7 :  Improves Outreach and Collaboration with  Families and Community     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     7.1   Uses knowledge and understanding of the different backgrounds, ethnicities, cultures, and languages  in the school community to promote effective  interactions among colleagues, families, and the larger  community .     7.2   Models and teaches effective communication and collaboration skills with families and other  stakeholders focused on attaining equitable achievement for students of all backgrounds and  circ umstances .     7.3   Facilitates colleagues’ self - examination of their own understandings of community culture and  diversity and how they can develop culturally responsive strategies to enrich the educational  experiences of students and achieve high levels of learn ing for all students .     7.4   Develops a shared understanding among colleagues of the diverse educational needs of families and  the community .     7.5   Collaborates with families, communities, and colleagues to develop comprehensive strategies to  address the diverse educ ational needs of families and the community.       Standard  8 :    Advocates for Student Learning and the Profession     PERFORMANCE CRITERIA:      The extent to which the Professional Development Facilitator:     8.1   Shares information with colleagues within and/or beyond  the district regarding how local, state,  and national trends and policies can impact classroom practices and expectations for student  learning .   8.2   Works with colleagues to identify and use research to advocate for teaching and learning processes  that meet the   needs of all students .      
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Standard 6: Promotes the Use of Assessments and Data for School and District Improvement



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



6.1 Increases the capacity of colleagues to identify and use multiple assessment tools aligned to state and local standards.

6.2 Collaborates with colleagues in the design, implementation, scoring, and interpretation of student data to improve educational practice and student learning. 

6.3 Creates a climate of trust and critical reflection in order to engage colleagues in challenging conversations about student learning data that lead to solutions to identified issues.

6.4 Works with colleagues to use assessment and data findings to promote changes in instructional practices or organizational structures to improve student learning.





Standard 7: Improves Outreach and Collaboration with Families and Community



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



7.1 Uses knowledge and understanding of the different backgrounds, ethnicities, cultures, and languages in the school community to promote effective interactions among colleagues, families, and the larger community. 

7.2 Models and teaches effective communication and collaboration skills with families and other stakeholders focused on attaining equitable achievement for students of all backgrounds and circumstances. 

7.3 Facilitates colleagues’ self-examination of their own understandings of community culture and diversity and how they can develop culturally responsive strategies to enrich the educational experiences of students and achieve high levels of learning for all students. 

7.4 Develops a shared understanding among colleagues of the diverse educational needs of families and the community. 

7.5 Collaborates with families, communities, and colleagues to develop comprehensive strategies to address the diverse educational needs of families and the community.





Standard 8:   Advocates for Student Learning and the Profession



PERFORMANCE CRITERIA: 



The extent to which the Professional Development Facilitator:



8.1 Shares information with colleagues within and/or beyond the district regarding how local, state, and national trends and policies can impact classroom practices and expectations for student learning.

8.2 Works with colleagues to identify and use research to advocate for teaching and learning processes that meet the needs of all students. 
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EVALUATION STANDARDS AND PERFORMANCE CRITERIA FOR  PROFESSIONAL DEVELOPMENT FACILITATOR     Standard  8 :    Advocates for Student Learning and the Profession   (cont.)     8.3   Collaborates with colleagues   to select appropriate opportunities to advocate for the rights and/or  needs of students, to secure additional resources within the building or district that support student  learning, and to communicate effectively with targeted audiences such as parents a nd community  members .     8.4   Advocates for access to professional resources, including financial support and human and other  material resources that allow colleagues to spend significant time learning about effective  practices and developing a professional learn ing community focused on school improvement  goals .   8.5   Represents and advocates for the profession in contexts outside of the classroom.        
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Standard 8:   Advocates for Student Learning and the Profession (cont.)



8.3 Collaborates with colleagues to select appropriate opportunities to advocate for the rights and/or needs of students, to secure additional resources within the building or district that support student learning, and to communicate effectively with targeted audiences such as parents and community members. 

8.4 Advocates for access to professional resources, including financial support and human and other material resources that allow colleagues to spend significant time learning about effective practices and developing a professional learning community focused on school improvement goals.

8.5 Represents and advocates for the profession in contexts outside of the classroom.
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  STANDARD 1:    Demonstrates  Professional  Leadership     PERFORMANCE CRITERIA:     The extent to which the  school  psychologist:     1.1   Assumes and completes duties promptly and effectively.   1.2   Demonstrates punctuality and good attendance for all duties.   1.3   Adheres to school board policies and administrative procedures.   1.4   Handles confidential matters or information in a professional   manner.   1.5   Assumes responsibility for the district psycho - educational assessment program.   1.6   Adheres to the Professional Code of Ethics.   1.7   Builds positive relationships within and between school and community.   1.8   Participates in professional organizations and activi ties.   1.9   Writes and speaks effectively.   1.10   Treats people fairly, equitably and with dignity and respect.   1.11   Demonstrates appreciation for and sensitivity to the diversity in the school community.   1.12   Reflects of professional practice and identifies areas for continued  professional growth.   1.13   Engages in professional development and models professionalism.       STANDARD 2: Demonstrates Knowledge of Job Area     PERFORMANCE CRITERIA:     The extent to which the  school psychologist:     2.1   Demonstrates knowledge of child and adolescent  development and psychopathology .   2.2   Establishes goals for the school psychology program that are appropriate to the setting and the      students served.   2.2   Suggests alternative instructional and behavioral management strategies to teachers.   2.2   Demonstrate s instructional strategies and/or behavior management techniques.   2.3   Identifies appropriate assessment instruments for each child/youth referred for psycho - educational  assessment ; demonstrates knowledge and skill in using psychological instruments to eval uate  students .   2.4   Is familiar with current crisis intervention techniques.   2.5   Is aware of available community resources.   2.6   Is aware of and applies current laws and regulations regarding due process timelines.   2.7   Demonstrates knowledge of state and fed eral regulations and the resources both within and      beyond the school and district.       STANDARD 3:  Manages the District Psycho - Educational Assessment Program     PERFORMANCE CRITERIA:     The extent to which the  school psychologist :     3.1   Directs and guides the  selection of psycho - educational assessment instruments for use in the  district.   3.2   Provides leadership to the Admissions and Release Committee in selecting appropriate assessment  instruments for children referred for psycho - educational evaluations.      
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STANDARD 1:  Demonstrates Professional Leadership



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



1.1 Assumes and completes duties promptly and effectively.

1.2 Demonstrates punctuality and good attendance for all duties.

1.3 Adheres to school board policies and administrative procedures.

1.4 Handles confidential matters or information in a professional manner.

1.5 Assumes responsibility for the district psycho-educational assessment program.

1.6 Adheres to the Professional Code of Ethics.

1.7 Builds positive relationships within and between school and community.

1.8 Participates in professional organizations and activities.

1.9 Writes and speaks effectively.

1.10 Treats people fairly, equitably and with dignity and respect.

1.11 Demonstrates appreciation for and sensitivity to the diversity in the school community.

1.12 Reflects of professional practice and identifies areas for continued professional growth.

1.13 Engages in professional development and models professionalism.





STANDARD 2: Demonstrates Knowledge of Job Area



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



2.1	Demonstrates knowledge of child and adolescent development and psychopathology.

2.2	Establishes goals for the school psychology program that are appropriate to the setting and the 

	students served.

2.2	Suggests alternative instructional and behavioral management strategies to teachers.

2.2	Demonstrates instructional strategies and/or behavior management techniques.

2.3	Identifies appropriate assessment instruments for each child/youth referred for psycho-educational assessment; demonstrates knowledge and skill in using psychological instruments to evaluate students.

2.4	Is familiar with current crisis intervention techniques.

2.5	Is aware of available community resources.

2.6	Is aware of and applies current laws and regulations regarding due process timelines.

2.7	Demonstrates knowledge of state and federal regulations and the resources both within and 

	beyond the school and district.





STANDARD 3: Manages the District Psycho-Educational Assessment Program



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



3.1	Directs and guides the selection of psycho-educational assessment instruments for use in the district.

3.2 Provides leadership to the Admissions and Release Committee in selecting appropriate assessment instruments for children referred for psycho-educational evaluations.
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  STANDARD 3: Manages the District Psycho - Educational Assessment Program (cont.)     3.3   S uggests and assists in  implementation of appropriate behavior and academic intervention  strategies for students referred to the Student/Teacher Assistance Team.   3.4   Establishes and maintains clear procedures for referrals.   3.5   Receives referrals ;   responds to referrals ,   consulting with t eachers and administrators ;   and follows  through with comprehensive psycho - educational evaluation.   3.6   Seeks and obtains information about students from sources such as teachers, counselors, social  workers and files.   3.7   Establishes standards of conduct for the tes ting/assessment of students.   3.8   Conducts all evaluations and re - evaluations within state mandated timelines.   3.9   Maintains accurate, complete and legible records ; ensures all records and reports are   submitted on  time.   3.10   Selects, administers and scores comprehensive   psycho - educational evaluations for children/youth  referred for exceptional children services.   3.11   Compiles multi - disciplinary data into an integrated report.   3.12   Interprets psycho - educational evaluations to parents and teachers and generates recommendations  for r emedial activities designed to promote academic and/or social skills.   3.13   Uses computers and other technologies to enhance professional productivity and support goals of  the district psycho - educational assessment program.   3.14   Manages r esources responsibly,  efficiently and effectively.   3.15   Evaluates the program to assure its contributions to the school/district mission and goals.   3.16   Makes appropriate changes to programming based upon feedback , reflection and data analysis.   3.17   Demonstrates flexibility and responsiveness .       STANDARD 4:  Demonstrates Effective Interpersonal and Communication Skills with Peers,  Parents, Others     PERFORMANCE CRITERIA:     The extent to which the  school psychologist :     4.1   Establishes rapport with students.   4.2   Deals with student and parents in a p ositive, constructive manner.   4. 3   Creates a favorable professional image in the school and community.   4. 4   Interprets present special programs and proposed special program changes to the board, the  administrators, the staff and the general public.   4. 5   Handles the concerns of parents in a sensitive manner.   4. 6   Ensures that the oral and written communications to parents are clear, accurate and carefully  composed.   4. 7   Handles problems in a consistent and fair manner.   4. 8   Interviews students and teachers ef fectively.       STANDARD 5:  Collaborates with Colleagues/Parents/Others     PERFORMANCE CRITERIA:     The extent to which the  school psychologist :     5.1   Cooperates  with administrative staff in order to  accomplish school and board objectives.        
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STANDARD 3: Manages the District Psycho-Educational Assessment Program (cont.)



3.3 Suggests and assists in implementation of appropriate behavior and academic intervention strategies for students referred to the Student/Teacher Assistance Team.

3.4 Establishes and maintains clear procedures for referrals.

3.5 Receives referrals; responds to referrals, consulting with teachers and administrators; and follows through with comprehensive psycho-educational evaluation.

3.6 Seeks and obtains information about students from sources such as teachers, counselors, social workers and files.

3.7 Establishes standards of conduct for the testing/assessment of students.

3.8 Conducts all evaluations and re-evaluations within state mandated timelines.

3.9 Maintains accurate, complete and legible records; ensures all records and reports are submitted on time.

3.10 Selects, administers and scores comprehensive psycho-educational evaluations for children/youth referred for exceptional children services.

3.11 Compiles multi-disciplinary data into an integrated report.

3.12 Interprets psycho-educational evaluations to parents and teachers and generates recommendations for remedial activities designed to promote academic and/or social skills.

3.13 Uses computers and other technologies to enhance professional productivity and support goals of the district psycho-educational assessment program.

3.14 Manages resources responsibly, efficiently and effectively.

3.15 Evaluates the program to assure its contributions to the school/district mission and goals.

3.16 Makes appropriate changes to programming based upon feedback, reflection and data analysis.

3.17 Demonstrates flexibility and responsiveness.





STANDARD 4: Demonstrates Effective Interpersonal and Communication Skills with Peers, Parents, Others



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



4.1	Establishes rapport with students.

4.2	Deals with student and parents in a positive, constructive manner.

4.3	Creates a favorable professional image in the school and community.

4.4	Interprets present special programs and proposed special program changes to the board, the administrators, the staff and the general public.

4.5	Handles the concerns of parents in a sensitive manner.

4.6	Ensures that the oral and written communications to parents are clear, accurate and carefully composed.

4.7	Handles problems in a consistent and fair manner.

4.8	Interviews students and teachers effectively.





STANDARD 5: Collaborates with Colleagues/Parents/Others



PERFORMANCE CRITERIA:



The extent to which the school psychologist:



5.1	Cooperates with administrative staff in order to accomplish school and board objectives.
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        STANDARD 5: Collaborates with Colleagues/Parents/Others (cont.)     5.2   Participates in Admissions and Release  Committee meetings and Student/Teacher Assistance  Team meetings.   5.3   Encourages utilization of community resources.   5.4   Works with colleagues to insure that appropriate assessment instruments and protocols are ordered  for use in the district.    
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STANDARD 5: Collaborates with Colleagues/Parents/Others (cont.)



5.2	Participates in Admissions and Release Committee meetings and Student/Teacher Assistance Team meetings.

5.3	Encourages utilization of community resources.

5.4	Works with colleagues to insure that appropriate assessment instruments and protocols are ordered for use in the district.
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  STANDARD 1: Demonstrates Professional Leadership     PERFORMANCE CRITERIA:      The extent to which the  Workforce Readiness Coordinator/Counselor :     1.1            Builds positive relationships within and between school and community.   1.2            Promotes leadership potential in colleagues   and students .   1. 3             Writes and speaks effec tively.   1. 4             Contributes to the profession al   knowledge and expertise about teaching and learning.   1.5             Participates in  the development and design of  policy  within the district   as well as  community    organizations with educationally related  int erests .   1. 6             Initiates and develops projects  to enhance and support the workforce readiness program .   1. 7            Effectively employs conflict resolution skills, group - process and consensus - building skills, and                   communication skills; p ractices effective listening .   1. 8             Presents   content and    the workforce readiness  program in a manner that reflects sensitivity to      multicultural and global perspective s .   1. 9           Works with colleagues to administer an effective learning climate within the  district.   1. 1 0         Manages time to maximize attainment of district goals.    1.1 1         Shares responsibilities to maximize ownership of and accountability for the workforce   readiness                   program.   1.12       Adheres to the Professional Code of Ethics.     STANDARD 2:  De signs, Plans, Implements, and Monitors the Workforce Readiness Program     PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinato r/Counselor:     2.1         Demonstrates a general knowledge of the workforce readiness program that allows for integration                   of  ideas and information across the disciplines, the district, and the community.   2.2         Connects content knowled ge to real - world applications.   2.3         Collaborates with teachers to analyze and structure varied approaches to instruction and student                   learning.   2.4         Establishes strong working relationships and partnerships with area businesses,   institutions of                   higher education, and community groups to enhance and strengthen the workforce readiness                   program and support district goals.   2. 5             Seeks, develops, implements, and manages grants and funding to enhance the workforce readiness                     program.   2. 6           Defines needs and priorities; determines objectives; and addresses expectations for workforce                   readiness in itiatives.   2. 7             Bases decisions on research, expertise of other professionals, and the recommendations of                     community representatives.   2. 8             Creates experiences that challenge, motivate, and actively involve learners.   2.9            Develops and incorporates learning experiences that encourage students to be adaptable, flexible,                     resourceful, creative, and employ critical thinking.     2.10         Develops and incorporates strategies that demonstrate sensitivity to stud ents’ differences.   2.11         Uses knowledge of learning, teaching, and student development to inform decision - making.   2.12         Recognizes, studies, and applies emerging trends as appropriate.   2.1 3          Secures and uses a variety of appropriate district   and community resources to support learning                    opportunities, workforce readiness and potential careers for students.   2.1 4           Reflects on and analyzes data from the incorporation of workforce readiness initiatives, and                    provid es information from the analysis to appropriate district leadership.   2.1 5         Evaluates the program to assure its contribution to the district’s mission and goals.   2.1 6         Promotes and publicizes accomplishments related to the workforce readiness prog ram.  
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STANDARD 1: Demonstrates Professional Leadership



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



1.1         Builds positive relationships within and between school and community.

1.2         Promotes leadership potential in colleagues and students.

1.3         Writes and speaks effectively.

1.4         Contributes to the professional knowledge and expertise about teaching and learning.

1.5         Participates in the development and design of policy within the district as well as community 

organizations with educationally related interests.

1.6         Initiates and develops projects to enhance and support the workforce readiness program.

1.7         Effectively employs conflict resolution skills, group-process and consensus-building skills, and 

              communication skills; practices effective listening.

1.8         Presents content and  the workforce readiness program in a manner that reflects sensitivity to 

	multicultural and global perspectives.

1.9         Works with colleagues to administer an effective learning climate within the district.

1.10       Manages time to maximize attainment of district goals. 

1.11       Shares responsibilities to maximize ownership of and accountability for the workforce readiness 

              program.

1.12       Adheres to the Professional Code of Ethics.



STANDARD 2:  Designs, Plans, Implements, and Monitors the Workforce Readiness Program



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



2.1         Demonstrates a general knowledge of the workforce readiness program that allows for integration 

              of  ideas and information across the disciplines, the district, and the community.

2.2         Connects content knowledge to real-world applications.

2.3         Collaborates with teachers to analyze and structure varied approaches to instruction and student 

              learning.

2.4         Establishes strong working relationships and partnerships with area businesses, institutions of 

              higher education, and community groups to enhance and strengthen the workforce readiness 

              program and support district goals.

2.5         Seeks, develops, implements, and manages grants and funding to enhance the workforce readiness 

              program.

2.6         Defines needs and priorities; determines objectives; and addresses expectations for workforce 

              readiness initiatives.

2.7         Bases decisions on research, expertise of other professionals, and the recommendations of 

              community representatives.

2.8         Creates experiences that challenge, motivate, and actively involve learners.

2.9         Develops and incorporates learning experiences that encourage students to be adaptable, flexible, 

              resourceful, creative, and employ critical thinking.  

2.10       Develops and incorporates strategies that demonstrate sensitivity to students’ differences.

2.11       Uses knowledge of learning, teaching, and student development to inform decision-making.

2.12       Recognizes, studies, and applies emerging trends as appropriate.

2.13       Secures and uses a variety of appropriate district and community resources to support learning 

              opportunities, workforce readiness and potential careers for students.

2.14       Reflects on and analyzes data from the incorporation of workforce readiness initiatives, and 

              provides information from the analysis to appropriate district leadership.

2.15       Evaluates the program to assure its contribution to the district’s mission and goals.

2.16       Promotes and publicizes accomplishments related to the workforce readiness program.
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          STANDARD 3:  Counsels Students and Communicates Analysis of Students’ Learning Plans      PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinator/Counselor:     3.1              Shows consistent sensitivity to individuals and responds to students objectively.   3.2              Treats all individuals with fairness, dignity, and respect .   3.3         Guides individuals and groups of students through the development of educational and career                   plans.   3.4         Organizes activities , workforce readiness assessments and certifications  to accomplish needs,                    priori ties and objectives specified by school, district, and state .   3.5         Communicates specific goals and high expectations for learning.   3.6          Selects and uses assessments as needed.   3.7          Collects and analyzes data on students’ learning plans, and maintains up - to - date records on                   students’ progress with learning plans.     STANDARD 4:  Collaborates with Colleagues/Parents/Others     PERFORMANCE CRITERIA:      The extent to which the  Workforce Readiness Coordinator/Counselor:     4.1.      Invites colleagues, parents, community representatives, and others to collaborate  on  and participate                 in  the  workforce readiness pro gram .   4.2       Discusses with parents, students and other s the purpose and scope of the workforce readiness                 program.   4.3       Demonstrates productive leadership and team membership skills that facilitate the                development of mutually beneficial goals.    4.4       Recognizes and responds ap propriately to differences in abilities and social and/or cultural                 backgrounds   4.5       Analyzes previous collaborative experiences to improve future experiences.   4.6       Assesses students' special needs and collaborates with school service s and community agencies to                 meet those needs.   4.7       Recognizes and values diversity.     STANDARD  5 :  Engages in Professional Development     PERFORMANCE CRITERIA:      The extent to which the Workforce Readiness Coordinator/Counselor:     5 .1        Establishes priorities for professional growth.   5 .2          Reflects on and analyzes professional performance to help identify professional development needs.   5 . 3          Applies the knowledge, skills, and processes acquired through professional development.   5 . 4          Modifies  personal  professional development plan to improve performance and promote student                learning.  
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STANDARD 3: Counsels Students and Communicates Analysis of Students’ Learning Plans 



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



3.1         Shows consistent sensitivity to individuals and responds to students objectively.

3.2         Treats all individuals with fairness, dignity, and respect.

3.3         Guides individuals and groups of students through the development of educational and career

               plans.

3.4         Organizes activities, workforce readiness assessments and certifications to accomplish needs, 

               priorities and objectives specified by school, district, and state.

3.5         Communicates specific goals and high expectations for learning.

3.6         Selects and uses assessments as needed.

3.7         Collects and analyzes data on students’ learning plans, and maintains up-to-date records on 

              students’ progress with learning plans.



STANDARD 4:  Collaborates with Colleagues/Parents/Others



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



4.1.      Invites colleagues, parents, community representatives, and others to collaborate on and participate 

            in the workforce readiness program.

4.2       Discusses with parents, students and others the purpose and scope of the workforce readiness 

            program.

4.3       Demonstrates productive leadership and team membership skills that facilitate the

            development of mutually beneficial goals. 

4.4       Recognizes and responds appropriately to differences in abilities and social and/or cultural 

            backgrounds

4.5       Analyzes previous collaborative experiences to improve future experiences.

4.6       Assesses students' special needs and collaborates with school services and community agencies to 

            meet those needs.

4.7       Recognizes and values diversity.



STANDARD 5:  Engages in Professional Development



PERFORMANCE CRITERIA: 



The extent to which the Workforce Readiness Coordinator/Counselor:



5.1      Establishes priorities for professional growth.

5.2      Reflects on and analyzes professional performance to help identify professional development needs.

5.3      Applies the knowledge, skills, and processes acquired through professional development.

5.4      Modifies personal professional development plan to improve performance and promote student 

           learning.
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  Standards  and Indicators  for  District Administrators       District Administrators will use the same standards and indicators as the superintendent.  Those that are not applicable to t he  person’s administrative  role in the district will be noted as such by the administrator and confirmed by the superintendent   or designated supervisor .   District Administrators    will have four Performance Measures : Planning, Environment, Inst ruction, and Prof essionalism with ratings of Ineffective, Developing,  Accomplished, and Ex emplary.  These perf ormance measures will be rated based on the superi ntendent standards that align with the measures.         Performance Levels:   The following designations will be used to indicate the progress toward the  eight   standards and their indicators:    

Exemplary/Expert Performance :   Demonstrates initiative and skill beyond the standard; is considered an expert at local  and   state levels  

  Accomplished Performance :     Provides evidence of proficient performance in meeting the   standard  

  Developing Progress :     Makes steady and continuous progress toward meeting the standard  

  Growth Required :     Remains at the threshold for beginning progress toward meeting the standard  
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Standards and Indicators for District Administrators





District Administrators will use the same standards and indicators as the superintendent.  Those that are not applicable to the person’s administrative role in the district will be noted as such by the administrator and confirmed by the superintendent or designated supervisor. District Administrators  will have four Performance Measures: Planning, Environment, Instruction, and Professionalism with ratings of Ineffective, Developing, Accomplished, and Exemplary.  These performance measures will be rated based on the superintendent standards that align with the measures.







Performance Levels:

The following designations will be used to indicate the progress toward the eight standards and their indicators:



		Exemplary/Expert Performance:

Demonstrates initiative and skill beyond the standard; is considered an expert at local and state levels



		

Accomplished Performance:	

Provides evidence of proficient performance in meeting the standard



		

Developing Progress:	

Makes steady and continuous progress toward meeting the standard



		

Growth Required:	

Remains at the threshold for beginning progress toward meeting the standard









		

		                                                                                                                                                                                                                             








