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Action/Discussion Item: Approve the Certified Evaluation Plan for the 2018-19 academic year.

Applicable Statutes or Regulations: BOE Policy 0.11 Powers and Duties of the Local Board of
Education.

Background and major Policy Implications: 704 KAR 3:370 requires districts to have a
certified evaluation plan that has been approved by their board of education. All certified
employees below the level of Superintendent will be evaluated as the document specifies. A
committee of central office and schooi certified slaff created the plan as defined in regulation.

Fiscal Budgetary Impact: None.

Alternatives: None proposed.
Recommended Action: To approve the Certified Evaluation Plan

Contact Person: Angela Duncan, Director of District Wide Services (Human Resources)
606.886.5525

Date: July 11, 2018
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The Floyd County Board of Education docs not discriminate on the basis of race, color, national origin, age, religion, marital
status, sex, or disability in cmployment, educational programs, or activities as sct forth in Title IX & VI, and in Scetion 504,
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Signature Sheet for Certified Orientation

I, hereby declare that I have attended orientation for certified
evaluation.

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019



Sectiqm I - Overview |

KRS. 156.557 requires all school district administrators having the responsibility of evaluating certified personnel 1o be trained,
tested, and approved in the proper techniques for effectively evaluating certified school employees.
704 KAR 3:345, the Kentucky Board of Education regulation that establishes evaluadon guidelines, requires that the training

and testing be provided by the Department of Education.

FLOYD COUNTY EVALUATION PROCEDURES

The purpose of the certified employee evaluation plan is to help teachers, other professionals, principals, assistant principals,
and district level administrators strengthen and improve their level of performance and effectiveness. We strive to create a
safe, supportve environment that is conducive to optimal student learning. This goal will be achieved through the process of
systematic efforts based on the shared responsibility of the evaluator and the evaluatee in a setting of mutual understanding,

respect, and trust.

Evaluation is the process of assessing or determining the effectuveness of the performance of the certified employee in a given
teaching and learning or leadership and management situation, and based on predetermined criteria. The evaluation procedures
and forms arce designed to foster professional growth and to support individual personnel decisions. All observations shall be
on approved forms and the summative summary shall become part of the evaluatee's official personnel file.

All employees required to hold a valid certificate, issued by the Educatonal Professional Standards Board, in order to perform
their functions are to be evaluated as follows:

{1} The principal and/or assistant principal of the school shall be the primary evaluator of weachers and other
professionals assigned to their school. The principal and central office administrators shall be evaluated by the
Superintendent or designee. The Superintendent shall be evaluated by the Flovd County Board of Education. Other
professionals who work in multiple locations will be evaluated by the immediate supervisors.

(2) Annually, evaluators are to familiarize certified personnel whom they will be evaluating with the district’s Certified
Evaluaton Plan within 30 calendar days of reporting for employment each school year. Each individual shall also be
provided a copy of the evaluation instrument and other forms that will be used in the process.

(3) Evaluators must meet CED requirements prior to conducting a formative or summative evaluation. The district will
train primary evaluators in the local evaluation process. There will be six (6) hours of annual EILA approved
cvaluation training provided by the district. All new evaluators will be required to have initial certification training by
the Kentucky Department of Education or approved provider.

(4 Evaluation Criteria for Central Office Employees are the 1SLLC standards, Principals and Assistant Principals will use
the Principal Performance Standards, Teacher and Other Professionals will use the corresponding Kentucky
frameworks.

(3) Employees new to the school system (non-tenured) shall be

A, Observed and all documentation reviewed at the end of the first half of the school year, and these actions
shall be documented as a formative evaluadon; and
B.  Ewvaluated near the end of the second half of the school year using the summaove evaluatdon form.

C. Late Hires (employees hired after the beginning of the school year) will enter evaluation omeline
and requirements based on hire date. Regardless of hire date, they must have a self-reflection,
Professional Growth Plan (Per tmelines), and a summauve evaluation.

D. Al beginning carcer teachers will be assigned a district level mentor during their first year. The mentor
will serve as a collaborative coach (non-evaluative). Release ume will be permitted up to 3 days per year
for mentoring activites.

{6) All tenured certified school personnel shall be evaluated a minimum of one time during every three (3) year period.

The Director of Human Resources is designated as the person responsible for evaluation training and as the contact person
for the evaluation plan in the Floyd County School system.



Section II — Forms |
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The formative and summative evaluation forms used in evaluating certified personnel shall be developed and/or
accepted by the evaluation committec and approved by the Superintendent and Board of Education.

For cach formal observation the pre-observation form will be utilized and wall be reviewed during a pre-observation
conference. For administrators, the growth plan will be utilized in lieu of a pre-observation form.

A list of evidence 15 outlined for position,

A mid-year report (formauve) shall be completed for all non-tenured teachers and teachers new to the district. The
evaluatee and evaluator shall sign the form and it shall be submitted to the Fluman Resoutces department at the end
of the first semester.

An individual professional growth plan shall be developed by all certified employees annually. The growth plan
shall be an individualized plan that includes:

Realistic, focused, and measurable professional goals. The plan should connect data from muluple sources including
classroom observation feedback, data on achievement, and professional growth needs identified through self-
assessment and reflection. As teachers collaborate with administrators to identify explicit goals, these goals should
become the focus of professional growth activities, support, and on-going reflection related to the progress in mecting

the goals and the impact that ts measurable for both the teacher and students.

Reflective practices and professional growth planning are cyclical in design. The teacher (1) reflects on his / her
current growth needs based on multple sources of data and identifies an area or areas for focus; (2) collaborates with
his / 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 summauve reflection on the degree

of goal attainment and the implications for next steps.

A Corrective Action Plan shall be developed when any employec receives a rating of “Ineffective” on a summative
evaluation or demonstrates a recurring significant deficiency in work performance to assist an employee. The Plan
Shall Include:

Idennfication of the standard / standards rated ineffective
Present Professional Growth Stage

"The Growth objective / goal(s) (desired outcomes)
Procedures and activites for achieving goals and objectives
Appraisal method and target dates

The corrective action plan shall include an opportunity for comments from both the evaluatee and the evaluator.



Section III - Procedures

Formative:

(1) The primary supervisor and admintstratve designee (ie. Superintendent and Director; Principal and Assistant
Principal may conduct observations and summauve evaluations).

(2) When conducting an administrator evaluation, the primary evaluator may seek assistance from other administratve

personnel in the collection of data.

(3) The collection of data shall be considered a vital part of any evaluation. All evidences used for purposes of evaluation
shall be documented in the district-approved platform. Evaluators must use the following categories of evidence

in determining overall ratings:

Required Sources of Evidence

®  Professional Growth Planning and Self-Reflection

¢  QObservation

Complete summative
reflection of goal status and
identify next steps.

*initial entry point

Continue 1o
implement and reflect
on PGP.

73

Modify the PGP

Complete reflective / growth-
q> planning template and identify

growth goal.

as appropriale.

N&

Regularly reflect on
PGP progress and

impaci.

KA

In the first 30-instructional

days, collaborate with
principal to develop PGP.

%

Implement the PGP

and Action Plan.

42

The observation model must fulfill the following minimum criteria when specific to teacher evaluation:

¢ Three (3) observations in the summative cycle. A minimum of 2 full observations and a minimum of 1 unannounced
mini observation conducted by the supervisor. The district walkthrough document shall be used for the mini observation.

Written feedback will be provided in order to promote growth.

®  Final observation is conducted by the supervisor and is a full observation.

®  The immediate supervisor or designee will maintain paper copies of all evaluation documents.

® The observation process is one source of evidence to determine teacher effectiveness that includes supervisor and peer
observation for each certified teacher. The supervisor observation will provide documentation and feedback to measure the
effectiveness of a teacher’s professional practice. Only the supervisor observation will be used to inform a summative

rating.



Additional Evidence to Su}»port Assessment of Professional Practice For All meessit}mal Standards and Frameworks
May Include But Not Limited To:

— Communication logs

— Timely, targeted feedback from mini or informal observations
— Student work samples

— Student formative and / or summative course evaluations / feedback
— Minutes from PLCs

— Records of teacher attendance

— Video lessons

— Professional development certificates / agendas

— Team-developed curriculum units

— Lesson plans

— Student data

(4) All monitoring and observations of performance of a certified employee shall be conducted openly and with full
knowledge of the employee.

(5) Unannounced visits by the evaluator(s) are permissible. Any documentation collected during these visits shall be
shared with the evaluatee within five (5) working days.

(6) A pre-observation conference shall be held at teast five (5) working days prior to each formal observation. The
evaluator shall also hold a post-obscervation conference within five (5) working days after each required documented
observation.

(7) The evaluator shall summarize the observations and conferences on the district-approved form and provide a hard
copy to the employee at the end of the post-observation conference five (5) working days post evaluation.

(8) The summative evaluation shall be discussed at a conference between the evaluator and the employee by April 15 of
the evaluation cyele and shall include all evaluation data.



Summativel

{1} Cerufied employees will be evaluated using the following table of performance critera aligned to the four
performance measures. Professional Judgement and evidences will be vulized in making the summative rating,

The Kentucky
Framework for
Teaching — Spectalisis

Frumeworks

Guidance Connselor,
Instructional Coach,
Library Media
Speciulist, Speec
Langiuge Pathologist,
Schoo! Psychologist

Planning and

Preparation

The Environment

Delivery of Service

Performance Measures
Criteria and
Role Planning Environment Instruction Professionalism
District-Level Standard 1 Standard 2 Standard 3 Standard 4
Administrators Vision School Culture Management Collaboration
and Learning
District determined Standard 5
performance criferia Integnty, Fairness, Ethics
spectfic to evaluatee’s
Job category Standard 6
Ethical, Economic, Legal
(ISLLC)
Other Professional | Domain | Domain 2 Domain 3 Domain 4

Professional Responsibilites

Teacher

KY Framework for

Teaching — Preschool

Standard 1
Planning and

Preparation

Standard 2

The Environment

Standard 3

Delivery of Service

Standard :

Professionalism

Principal/Assistant
Proncipal

Principal Perforniance
Stundardy

Standard 3
FHuman Resources

Management

Standard 4

Organizational

Standard 2

School Climate

Standard 3
Communicaton

and Community

Standard_|

Instructional Leadership

Professionalism




KY" Frumework for
Teaching — Flome-

f‘h).if)l'f.:n': , Bt

Demonstrate
Applied Content

Knowledge

Standard 2
Designs and Plans ]

Instruction |

Creates and
Maintains

Learning Climate

Implements/Manages

Instruction

Assesses/Communicates

Learning Results

Standard 6
Demonstrates the
Implementation of

Technology

Management Relations
Teachers Domain | Domain 2 Domain 3 Domain 4
Planning and Classroom Instruction Professional Responsibilities
KY Frumework for Preparation Envirenment
Teaching
Other Teachers Standard 1 Standard 3 Standard 4 Standard 7

Reflects/Evaluates Teaching

and Learning

Standard 8
Collaborates with

Colleagues/Parents/Others

Evaluates
Teaching/Implements

Professional Development

Provides Leadership within

School/Community/Profession

Summative continued:

(2) The evaluator will determine, based on evidence from the four performance measures: planning, environment,
instruction, and professionalism, a summative ratung, Al ratings must be recorded on the district-approved
forms/documentation for all certified employees and shall be discussed with the employee in a conference.

(3} The overall performance measure rating will be based upon professional judgement and summative ratings of the four

performance measures. 1f two ratings are equal, choose the higher rating.

All sammative evaluations shall be based on muluple sources of evidence {evaluator observations, professional growth

planning, and other possible sources of evidence.)

The summatve evaluation shall be discussed at a conference berween the evaluator and alf employees by April 15 and

shall include all evaluation data.

The evaluator shall take into consideration and note in writing any circumstances thar may adversely affect an

employee’s performance.

All evidenced used to determine overall pecformance rating will be documented in the summative evaluation

conference.

The employee shall have an opportunity to give a written response to the evaluaror and such response shall be filed

with the evaluation in the employee’s official personnel file.

(9) A copy of the evaluation shall be provided to the person evaluated at the end of the summative conference.

{(10) Employees shall be required to sign all forms ensuring the evaluation has been discussed and a copy of the evaluation
provided to the evaluatee. The signing of the forms does not mean the employee agrees with the content, only that
the forms have been reviewed and discussed.

(11) One designated building administrator shall evaluate the performance of itineeant/ traveling employees assigned to
his/her school. The iunerant/traveling employee may request additional evaluatve input from other supervising
administrators.

)
()
(6)
7
®)



(12} Summative evaluations of certified persofined will be included in the official personnel record.

**  Non-Tenured Teachers shall be on summatve eycle annually. Tenured Teachers shall be on summative cycle a
MINIMUM of once every three years. Additional observations, professional growth meetings and corrective action
plans will be conducted at the discretion of the evaluator.

¢ All Post conferences are a collaboration effort between the evaluator and the evaluatee. The evaluator will

use professional judgment and will make the final determination of performance rating.

Section IV — Plans of Action

Individual Professional Growth Plan:

(1) A growth plan is an individualized plan that includes:
A, Goals for enrichment and development that are established by the person being evaluated with the assistance of
an evaluator;
B. Objectives, a plan for achieving the objectives, and a method for evaluating success; and
C. Alignment with the specific goals and objectives of the school improvement plan ot the district improvement
plan; and
D. Tdentficauon of school and district resources within available funds to accomplish the goals.

The plan shall be developed by all certified personnel annually. The growth plan shall be reviewed annually, and review may
be expected during the formative conference. The growth plan will be reviewed during the summative conference.

(2}  The professional growth plan requirement shall be met by completing one of the following:
A, The employee shall develop a professional growth goat which should be based on the certified educator’s
reflection component. ‘The principal and certified educator shall review the appropriateness of the goal.
B. Any employee receiving a rating of “Developing” during the summative evaluation process may be placed on
an assistance plan to address the critetion.
C. Any employee receiving a rating of “Ineffecuve” during the summative evaluation process shall be placed on a
corrective action plan.

Corrective Action Plan:

(1) When a significant deficiency in work performance is recurring, and may have an adverse effect on continuing
employment, the evaluator shall note the deficiency in writing and hold a conference with the employee and the
Superintendent/designee to discuss the deficiency. The employee shall have the right to request an Association
representative or representation of his/her choice to accompany him/her to the conference. The evaluator shall
identify professional staff services and/or materials available to the employee to assist the employee in correcting the
specified deficiency and establish a specific timeline for improvement. Periodic conferences shall take place within
the specified time to assess progress toward correcting the deficiency. Following cach conferenee, the evaluator shall
write a summary, which will include subsequent meceting dates. Copies of the summary shall be provided to the
employee and Superintendent/designee, following each meeting,

(2} Improvement of deficiencies by the employee shall be noted in writing and attached to all copies of the individual
corrective action plan.



Section V — Appeal Process

CERTIFIED PERSONNEL 03.18 AP.11
Appeals [ Hearings

PURPOSE

An Appeals Panel shall be established in accordance with KRS Chapter 156 and 704 KAR 3:345. Based on issues
identified in an employee’s appeal documentation, the Panel shall determine whether the employee has demonstrated

that a procedural violation has occurred under the District’s evaluation plan and whether the summative evaluation is

supported by the evidence.

The burden of proof that an employee was not fairly and / or correctly evaluated on the summative evaluation rests

with the employee who appeals to the Panel.

APPEALS

Pursuant to Board Policy 03.18, any cerdfied employee who believes that s / he was not fairly evaluated on the

summative evaluation may appeal to the Evaluation Appeals Panel in accordance with the following procedures:

1.

)

Both the evaluatee and cvaluator shall submit three (3) copies of any appropriate documentation to be
reviewed by members of the Appeals Panel in the presence of all three (3) members. The partes will
exchange copies of documentation by or before the day it is submitted to the Panel. The members of the
Appeals Panel will be the only persons to review the documentation. All documentation will be located in
a secure place 1n the Central Office except dunng Appeals Panel meetings. Confidentality will be
maintained. Copies of the documentation as submitted to the Panel shall not be carried away from the
established meeting by cither parties involved or the Panel members.

The Panel will meet, review all documents, discuss, and prepare questions to be asked of each party by the
Chairperson. Additional questions may be posed by Panel members during the hearing.

The Panel will set the time and place for the hearing, and the Chairperson will provide written notification
to the appealing employee and his / her evaluator of the date, ime, and place to appear before the Panel to
answer questions.

Legal counsel and / or chosen representative may be present during the hearing to represent either or both
partics.

The hearing will be audiotaped and a copy provided to both parties if requested in writng. The original will
be maintained by the District.

Only Panel members, the evaluatee and evaluator, legal counsel, witnesses, and the employee’s chosen
representative will be present at the hearing.

Witnesses may be presented, but will be called one at a ame and will not be allowed to observe the
proceedings.



-CERTIFIED PERS(!)NNEL— 3.18AP.11
(Continued)

Appeals / Hearings

HEARINGS

The following procedures will be implemented during the hearings:

1.

[N

N N

10.

1.

13.

The Chauperson of the Appeals Panel will convene the hearing, review procedutes, and clarify the Panel’s
responsibilities.

Each party will be allowed to make a statement of claim. The evaluatee will begin.
The evaluatee may present relevant evidence in support of the appeal.

The evaluator may present evidence in support of the summative evaluation.

The Panel may queston the evaluatee and evaluator.

The Chairperson may disallow materials and / or information to be presented or used in the hearing when
s / he determines that such materials and / or information is not relevant to the appeal or when the materials
were not exchanged between the parties as provided in this procedure.

Each party (evaluator and evaluatee) will be asked to make closing remarks.
The chairperson of the Panel will make closing remarks.

The decision of the Panel, after sufficiently reviewing all evidence, may include, but not be limited to, the
following:

2. Upholding all parts of the original evaluagon.
b. Voiding the original evaluation or parts of it.
¢.  Ordering a new evaluation by a second certified employee who shall be a trained evaluator.

The chairperson of the Panel shall present the Pancl’s decision to the evaluatee, evaluator, and the
Superintendent within fifteen (15) working days from the date the appeal is filed.

The Superintendent may take appropriate action consistent with the Panel’s decision.

The Panel’s dectsion and the original summative evaluation form shall be placed in the employee’s
evaluation file. In the case of a new evaluation, both evaluadons shall be included in the employee’s
personnel file.

The Panel’s decision may be appealed to the Kentucky Board of Education based on grounds and
procedures contained in statute and regulation

Review / Revised: 7/16/07



Sectlon VI — Timelines |

Orientation to the evaluation plan including standards and performance criteria will occur within the first 30
calendar days of reporting to work. Al Central Office administrators will complete PGP by September 30*, the
formative conference will be completed by December 15" and the summative evaluation will be complete by April

15,

Principal/Assistant Principal Summary Timeline

first 30
calendar days
of reporting

to work

" Within the |

« Annual Review of certified
evaluation process

Within the
first 30 days

of school

« Complete Self Reflection

« Reflective Practice Template

15 days after
the release of
State Test
Score Data

« Principal develops PGP to
include WCG, 5GG and
attendance goaols

« Professional Growth Planning
Template

By December
3=

« Conduct Observation / Site
Visit)

» Mid-Year Conference with
the principal including
review of PGP, and
documentation

» Observation Form

» Reflective Practice Template

« Professional Growth Planning
Template

TBD

« Teachers, principals,
evaluators, and supervisors

« TELL / Vol Ed if offered by KDE

By April 15t

+ Conduct Observation / Site
Visit) and complete
Summative Evaluation

« Observation Form

« Summative Evaluation Form




TEACHER and OTHER PROFFESSIONALS

« Orientation to the

» Teacher signature sheet for

First 30 : : -
evaluation plan, includin orientation
calendar days y €
y tine t standards and
of reporting to
P 8 performance criteria.
work
o « Complete Self Reflection | Reffective Pructice Template
Within first 30 - ot 3
days of
instruction

No [ater than

Develop individual

« Teacher Professional

December 15"

Post Observation Due
within 5 instructional
days of evaluation

One unannounced mini
observation

the first 30 professional growth plan Growth Plan
instructional to include 5GG for
days of Teacher.
employment
» Pre-observation within 5 | » Pre Observation Form
instructional days
e Principal Observation DL
Completed by Due (FULL) « Post Observation Form

Completed by
April 15

Pre-observation within 5
instructional days
Observation Due
{PRINCIPAL-FULL)

Post Observation Due
within 5 working days of
evaluation

Summative Evaluation
submitted to Human
Resource Office

« Pre Observation Form

« Observation Form
» Post Observation Form

« Summative Evaluation Form




Section VIl - Professional Growth Planning and Self-Reflection

The Professional Growth Plan will address realistie, focused, and measurable professional goals. The plan will connect data
from multiple sources which may include classroom observation feedback, student feedback, peer feedback, data on student
growth and achievement, and professional growth needs identified through self-assessment and reflection. In collaboration
with the administrators, educators will identfy explicit goals which will drive the focus of professional growth activities,
support, and on-going reflection,

The certified educator:

(1) reflects on his or her current growth needs based on multiple sources of data and identifies an area or areas for focus
each year; (For principals, this may include a working conditions goal.} (For teachers and principals, include student
growth goals that are a % of growth berween fall and spring benchmark in content areas of identified need)

(2) collaborates with his or her administrator to develop a professional growth plan and action steps;

{3) enters professional growth plan in district-approved technology platform;

(4) implements the plan;

(5) regularly reflects on the progress and impact of the plan on his or her professional practice;

(6} modifies the plan as appropriate;

(7} continues implementation and ongoing reflection;

(8) and, finally, conducts a summative reflection on the degree of goal attainment and the implications for next steps.

Late hires (after process completed with employees in place by Opening Day) will complete this process within 20 working
days of employment.

Section VIII - Observation

‘The immediate supervisor of the certified employee shall designate the primary evaluator. Principals and assistant principals
may conduct observations and summative evaluations.

Observaton training will occur throughout the year during district leadership meetings. The frameworks, standards, and
walkthrough tools will be used in correlaton with videos of teaching and professional learning during school visits. EILA
approval will be sought for these training sessions.

Observers will conduct one (1) mini observatons of approximately 20 minutes each. The two (2) full observations are formal
observation consisting of a full class ot lesson observation. All observauons shall be documented in district-approved
technology platform. All monttoring and observation of performance is conducted with full knowledge of evaluace. Sources
of evidence are to be identified. The performance criteria of inctfectve, developing, accomplished and exemplary are aligned
to the four performance measures of planning, environment, instruction, and professionalism.

Section IX — Observation Conferencing

Mini observations shall include a pre-observation conference within 24 hours prior to the observation, a 20 minute scheduled
observation, and a post-observation conference within five (5) working days. The evaluator determines the format of the pre-
observation conference {electronic or face-to-face). The evaluator will focus on one aspect of the certified educator’s PGP
during the mini observadon which shall be discussed during the pre-observation conference.

Full observations shall include a pre-observanon conference within 24 hours of the observation, a full class period scheduled
observation, and a post-observation conference within five (3) working days. The evaluator determines the format of the pre-

observation conference (electronic or face-to-face).

The summative evaluation conference shall be held ar the end of the summative evaluation cycle by Apnil 15.



Section X — ObsL:rvation Schedule |

*  Observations may begin after the evaluaton training takes place within 30 calendar days of reporting for employment
each school year.

*  Late hires will merge into the observation schedule based upon hire date.

*  Observations must be completed prior to Aprl |

Section X1 — Evaluator Certification

All administrators serving as a primary evaluator must complete the Iniual Certified Evaluadon Training provided by the
Kentucky Department of Educanion or approved provider prior to conducting observations for the purpose of evaluation. The

district will provide all evaluators six {6) hours annually of EILA approved evaluation training.

Section XII — Observer Calibration

All evaluators will calibrate through small group praciice sessions to include analysis of video and classroom visits,



Central Office Administrators

EVALUATION STANDARDS (ISLLAC)
PROFESSIONAL GROWTH PLAN
DATA COLLECTION CONFERENCE SUMMARY

SUMMATIVE EVALUATION FORM

[Double chick the below for standards)

ISLILAC STANDARDS



Directions: After identifying your professional area(s) of growth, write your Professional Growth Plan (PGP) and the Domain
and Component with which italigns. If you have more than one goal, please use a separate form for each goal. One goal is all

that is required.

PROFESSIONAL GROWTH PLAN ‘F OR DISTIRCT ADMINISTRATORS

Certified Personnel: Date:

Professional Growth Goal

Component

|

Evaluator's Feedback

Individual Growth Plan Development

Evaluatee Date Evaluator Date
Individual Growth Plan (Achieved, Revised, Continued)

Evaluatee Date Evaluator Date




DATA COLLECTION SUMMARY |
DISTIRCT ADMINISTRATORS (BELOW LEVEL OF SUPERINTENDENT)

Directions: Evaluators use thus form prior to provide the principal with an assessment of performance. The principal should
be given a copy of the form at the end of each evaluation cycle.
Administrator

Department Year(s):

Standard 1 - An educational leader promotes the success of every student by developing and promoting a vision of
learning

Ineffective

Developing

Accomplished

Exemplary

Does not implement the
vision of the district
Does not use data
ceffectively, does little
research that 1s not
directed and does not
think of visionary goals
Department plans are not
developed or evaluated on
a consistent basis or
Department plans are
written but not
implemented

Department does not see
the value in maintaining a
DPepartment vision
Department fails
significantly below state,
national or local measures
Department meetings
focus on irrelevant details
that have litile to do with
the instructional
improvement

Innovation is either
ignored or not encouraged
at all. The status quo is
the dominant philosophy.

Attempts to implement
the viston of the district,
but not consistently or
effectively or generally
lacks a consistent focus
Attempts to utilize data
and research but not
effectively and only as it
pertains to own
Department

Does not collaborate with
staff to evaluate
department plans
Department does not
focus on an understanding
of the vision of the
District & Department
AMore reacuve than
proactive on establishing a
vision

Department does not
meet state, national or
local measutes
Department meetings are
generally focused on
operational detals and
almost exclusively led by
the administrator
Innovation 1s embraced
only rarely and 1s not
encouraged with staff
members

Discusses the district vision
with the staff, meets to
discuss the vision, and
works with the staff on the
disinict vision but is not
necessarily a part of the
whole Department action
plan on a daily basis

Utihizes data and research to
dentify goals und assess
effecriveness within zone of
the immediate Depariment
influence based on vald
managenal practices
Collaborates with members
of Department staff ro
evaluate Department plans
Leads the department with a
purpose and aids them in
understanding the goals and
viston of the Department
and district

Can clearly arneulate the
Depattment’s vision, but
the vision may not relate to
the district goal or be
relative 10 other
departments

Department meets state,
national or local measures
Department meetings occur
regularly and are sufficient
in length so that important
Department 1ssues are
presented and staff have
oppertunity for comment
and discussion

Innovaton 1s encouraged
with staff members who, in
turn, encourage it with their
students

Embreaces the distnict
vision, promotes the vision
and embeds the vision of
the district throughout the
Department

Uunlizes data and research
to identify goals and assess
effectiveness throughout
the district and with
community mermbers
Collaboratively monitors
Department and distnct
plans 10 evaluate needs
with stakeholders from
across the district

Leads the department with
a purpose promoting the
Department and distoct
vision through policies,
initiatives, and discussion
Department exceeds state,
national or local measures
Leads Department
mectings that focus on
best instrucnonal practices
establishing an atmosphere
of professional learning
and sharing

Innovation is sought and
encouraged berween staft,
administration, other
departments and students
through modeling

Comments

Comments

O

Comments

Commentis




Standard 2 - Department cultm!e is cultivated with both staff and students,

Ineffective

Developing

Accomplished

Exemplary

e Cannot maintain
collaboratve spirit and
no connection i1s made
between leadership
capacity and needs of
the Department

*  Instructional impact is
not monitored or
randomly monitored

e  Focus on critical and
creative teaching is
sporadic or razely find it
in the Department

e  Evaluations are not true
evaluations of teacher
performance and are
not used as tools for
development or
evaluanons are not
completed on a timely
schedule

®  The District and the
Department is not the
focus of most decisions

Collaboration is
inconsistent within the
Department with students,
staff, departments, and
administration; it might be
encouraged in others, but
nat with self

Leadership capacuy of
staff and students 1s not
encouraged to help distnct
needs and larger
educational community;
leaders are not necessanly
clhiosen, bur choose
themselves and may not
e the right person for the
right task

Admunistrator reactively
deals with leadership
issues within their own
building and does not do
so on a consistent basis or
does not utibize an
cffective leadership
technique

Instructional impact is
sporadically monitored
within building;
instructional issues are
only occasionally dealt
with; instructional leader
cannot come up with
anything but tradinonal
instructional methods
Focus on critical and
creanive teaching 1s
mentioned but not “real”
in the Distnict and/ or
Department

Evaluavons are not
necessanly true
evaluations of teacher
performance and are not
uscd as tools for
development

The District & the
Depariment s the focus
of most decisions

Collaboration 15 constant
within the Department with
students, staff,
depariments, and
administration;

Leadership capacity of suff,
departments, and students
is encouraged to help
Department needs;
collaborates with others to
choose smaff

Conststently constders
impact of leadership
decisions within own
building utthzing effective
leadership techniques
Instructional impact 15
monitored within building;
solutions to instructional
1ssues are given from the
instructtonal leader in the
butlding

Focus on crttical and
creanve teaching is the
norm.

The District and the
department 1s the focus of
all decistons and respects
diversity and individual
differences

Staff evaluations are honest
and thoughtful and include
both formative and
summatve feedback to help
staff reach their greatest
potenual

Collaboration is constant
both within and outside of
the district with students,
staff, departments, and
administration

Leadership capacity of the
department, staff and
students is encouraged 1o
help district needs and
lazger educational
community

Chooses personnel in
collaboratdon with district
administrators
Administrator, utilizing
best proactive leadership
practices, deals wath
leadership 1ssues within
their own building and
throughout distnct,
consistently considenng
the impact on both
Instructional impact is
monitored not only within
building, but with “feeder”
ot “upper” levels and
promotes staff to do the
same

Focus on entcal and
creative teaching is the
norm. Administration
promotes and models
concepts and lessons
Differentiates instruction
with teachers/ staff using
thoughtful evaluattons that
are true indicarors of
petformance to help them
reach their greatest
potential through
improvement planning
that focuses on district
vision

The Disimict and the
Department is the focus of
all decisions made mn a
proactive manner




Ineffective

Developing

Accomplished

O

Comments

a

Comments

0

Comments

Exemplary
O

Comments

Standard 3 - Educational Leaders bave control of all aspects of their building and are effective managers of their

Fesonrces.

Ineffective

Developing

Accomplished

Exemplary

#  Cannot arnculate
District and /or
Department needs and
cannot implement
fiscal resources on
own; consistently asks
district for more
money, supples, etc.

e Dustnct policies are
ignoted or openly
questioned; an “us and
them” mentality 1s the
norm with staff and
district

e  Oblivious to matter of
building maintenance
or needs; worries about
srrelevant bulding
issues or building is not
clean

s Latle, if any, attention
1s provided in
managing and
monitonng fiscal
resources

¢ Occasionally considers
Department needs and
resources when
implementing human and
fiscal resources

e  Only ssolated implementation
of district and/or
Department policies, does
not collaborate with other
departments/schools and 1s
not seen as approachable

e Bulding maintenance and
cleanliness facks focus and
direction

e May have a budget bur little
planning or forethought goes
into it. Money is spent just to
spend it and does not focus
purchasing an Department
vision

®  Problems or findings arc
noted in implementing or
overseeing the fiscal program

¢ Considers Distrct and/or
Department needs and
tesources when
implementng human and
fiscal resources

¢ Implements district
policies and initatives and
collaborates with teachers
when necessary

e Uunlzes staff according to
strengths and weaknesses
and can direct staff within
own bulding to provide
professional development

*  Cleanliness and
maintenance 1s more
reacove, but done quickly
and efficiently

®  Plans a budget based on
the District and the
Department vision to
monitor spending and uses
financial resources
appropoately

s  Considers District
and/or Depariment need
and resources when
implementing human and
fiscal resources

®  Implements districr
policies, procedures, and
nitiatves and
collaborates with distnct
to implement consistently

e Utlizes staff according 1o
strengths and weaknesses
and can direct staff 1o aid
other Department in the
district, {e.g., Providing
professional development
or purchasing
instructional resources)

¢ Delegates responsibility
and discovers leadership
potential among staff and
promotes that potential

¢ Department
administrators take pride
in the building and have a
proactive stance in
working with custodial
staff to have a clean,
organized, safe, and
orderly environment,
Notifies District of
pressing issues when
appropriate,

e  Plans a budget early.
Focuses on distnct
prionties when bulding
the budget and
expending resources

Comments

Comments

Comments

O

Comments




| Ineffective

Developing

| Accomplished

Exemplary

Standard 4 - Administrator utilizes the resonrces of the community at large

Ineffective

Developing

Accomplished

Exemplaty

Administrator attends
community committecs
and meetings as a part
of theit job but does not
utilize resources
presented

Activities such as service
learning are used, but
only as a requirement of
the district

Community and family
relationships are
sporadic at best and
done with little planning
and understanding of
the needs of those
stakeholders
Administrator is not
aware of issues facing
their stakeholders or
those of the distnct
Does not collaborate at
all to shape education
and has to be direcred
about educational
decision-making process
Occasionally attends
professional
development, but does
not understand or
implement trends or
innovation and does not
recognize it in their
staffs either
Demonstrates littlle to
no professional growth

Administrator occasionally
artends and participates in
community committees
and mectings to research
information pertinent to
the Department. Rarely
attends state or nanonal
conferences

Activities such as service
learning are used, but
ineffectively and only at
the request of the district,
Community resources are
not utilized to their
potential

Community and family
relationships are only
occastonally established
Admunistrator 1s only
occasionally an advocate
for students, their families,
staff

Occasionally collaborates
with staff 1o shape
educational paradigm
within the boundaries of
their bwlding unlizing
effective interpersonal
communication and
collaborative skills

By artending professional
development at the
request of the district,
administrators gain an
understanding of
upcoming trends and
movements, and
effecuvely share them in

Administrator attends and
participates in community
committecs and state
meetings to research
information pertinent to
the Department

Promotes activines such as
service learning 1n some
areas to utthze community
resources and brngs those
resoutces to their
Department

Promotes positive
community and famuly
relationships by attending
acnvities, meetings, elc,
that effect those
trefationships
Adminstrator 1s an
advecate for students, their
famihies, staff, and district
across the state
Collaborates with local
leaders and poncipals to
shape educanonal paradigm
utihzing effective
interpersonal
communtcation and
collaborative skills

By attending professional
development on their own,
adminisirators bring back
to the district innovative
ideas and promote staff 1o
share within Department
and the distret
Demonstrates professional
growth and shares with

Administrator attends and
participates in community,
state, and natonal
commuttees and meetings
to research mformaton
pertinent to the
Department and distrex
Consistently promotes
actvities such as service
learning throughout the
Department 1o utlize
community resources and
bongs those resources to
the district

Secks out and promates
positive community and
famuily relationships by
planning and attending
activities, meetings, etc.
that effect those
relationships
Administrator 1s 4
constant advocate for
students, their families,
staff, and district across
the state and nation
Collaborates with district,
state and national leaders
to shape educational
paradigm unhzing
effective interpersonal
communication and
collaboranve skills

By antending professional
development on their
own, administrators bring
back 1o the distnct
tnnovative ideas and

the Department only staff and /or districe promotes staff to share
Demonstrates some with the rest of the distnct
professional growth Is the model of
professional growth and
sharing with district
O O (] O




Ineffective

Developing

Accomplished

E:q:emplarjL

Comments

Comments

Comments

Comments

Standard 5 - Administrators are ethical, fair, and act with integrity

Ineffective

Developing

Accomplished

Exemplary

*  Does not understand
accountability standards
across the district or at
their own building and
does not effectively
mzke connecrions from
those standards to the
implementation of
mstructional practice.
Consistently asks
district for guidance in
implementation of
standards

e Administrator does not
realize that he or she 1s
the moral and ethical
leader in their building
and instead allows
teachers to assume
those roles

e Administrator is not
self-reflective about
decisions and their
impact on their
Department and does
not make decisions
based on their
reflections; instead
relies on the district 1o

ake decisions for
them

®»  Poor attendance , dress,
and punctuality that
daes not exhibit
professionalism

¢ The professional code
of ethics is not integral
to the administrator

¢ Rarely promotes
practices with staff thar
are fair and respect the
diversity and individual
differences of staff and
students

Generally understands
accountabiliry standards
across the district but
does not effectively
make connections from
those standards to the
implementation of
instructonal practice
Adminsstrator 15 not
always conscientious
about his or her role as a
model for staff in their
department.
Administrator 15
reactively self-reflecnive
about decisions and their
impact on their
Department and does
not make decisions
based on their reflections
Attendance and
punctuality are consistent
but only works when
“on the clock”

The professional code of
ethics is followed 2
majority of the time
Occasiomally promotes
practices with staff chat
are fair and respect the
diversity and individual
differences of staff and
students

Understands and
collaborates with other
administrators at district
mectings to understand
accountability standards
across the district
Admimstrator ts
conscientious abour his
or her role as a model
for staff in their
department
Admunistrator is self-
reflecove about
decisions and their
impact on their
Department and
proactively makes
decisions based on their
reflections

Professional behavior
with staff through
puncrual and conststent
attendance and dress
Adheres to the
professional code of
ethics on a consistent
basts

Promotes practices with
staff that are fur and
respect the diversity and
individual differences of
staff and students

®  Understands and
collaborates with other
administrators to
develop accountabihity
standards across the
district and beyond

o Administrator treats all
students, staff, and
other administrators
with dignity and 1s
conscientious about his
or her role as a model
for those groups

s Admunistrator is self-
reflective about
decisions and their
impact on their
Department, districe,
and larger educanonal
community

o Sets the standard for
professional dress,
attendance, and
punciuality at
Department and
functions

¢ Is a model of the
professional code of
cthics and shares
insights with others

¢ Models practices with
staff that are fair and
respect the diversity and
individual differences of
staff and students

O

Comments

Comments

Comments

Comments




Evaluatee’s Signature® Evaluator’s Signature

Date Date

* For purpose of documenting completion of formative confercnce; does not necessarily indicate evaluatee’s agreement
with information included in data collection summary.



S UMA}A TIVE EVALUATION DISTRICT ADMII’UIS TRATORS

This summarizes all evaluation data including formative data, products and performances, portfolio materials,
professional development activities, conferences, and other documentation.

Evaluatee

Evaluator

Location

PERFORMANCE MEASURES:

Position

Position

Date of Conference

ADMINISTRATOR RATINGS:

Ineffective  Developing Accomplished  Exemplary
1. Planning (Standard 3) 0 O 0O O
2. Environment (Standard 2 and 4) O 0O O O
3. Instruction (Standard 1) ] 0 O J
4. Professionalism (Standard 5) O O 0O 0O
Overall Rating O | O O

Individual professional growth plan reflects a desire/need to acquire further knowledge/skills in the
performance measure number(s) checked below:

1. 2. 3. 4,

Evaluatee’s Comments:

Evaluator’s Comments;

To be signed after all information above has been completed and discussed;

Evaluatee: Agree with this summative evaluation
Disagree with this summative evaluation

Signature Date

Evaluator:
Signature Date

*Any overall rating in the “Ineffective” column requires the development of an Individual Corrective Action Plan.
Evaluatee shall be given the opportunity to attach a written response to the summative
evaluation.

Opportunitics for appeal processes at both the local and state levels are part of the Floyd County Scheol District evaluation
plan. Certified employees must make their appeals to this summative evaluation pursudant to the timeframes mandated in 704
KAR 3:345 and the local district plan.



Guidg@ince Counselor

FRAMEWORK
SELF-REFLECTION
PROFESSIONAL GROWTH PLAN
FORMATIVE EVALUATION FORM

SUMMATIVE EVALAUTION FORM



Framework for C'iuidance Counselors

[Double click the image below|

KENTUCKY FRAMEWORK FOR
TEACHING

The Framework for Teaching is o research-based set of components of instruction, aligned to the
INTASC standards, and grounded in o construciivist vew of learning and teaching. The complex activity
of teaching is divided into multiple stondords clustered into four domains of teaching responsibility:

1. Planming ond Preparation

2. Clossroom Environment/ Environment
3. Instructien/ Delivery of Senvice

4. Professional Responsibilities

Chailotte Donielsen

{Adacied for Kentucky Depariment of
Fdurction)

Including rosswalk dotiments conneding
1o nancnal profassonal crgenizations for
eath category of Other Frofessiona’s

June 2015




Guidknce Counselor Self-Reflection |
S
Directions: Completed by guidance counselor. Highlight a rating for each component and then wpe in the
rationale box to explain why you gave yourself the rating you did.

Guidance Counselor: School Year:
School:
Component: Self-Assessment: | Rationale:
/1 - Demonstrating knowledpe of I | D A}E
counseling theory and techniques
1B - Demonstrating knowledge of child LID|A|E
and adolescent development
/1C - Establishing goals for the DA |E
counseling program appropriate to the
setting and the students senved
/D - Demonstrating knowledge of state [ D] A|E
and federal regulations and of resources
both within and beyond the school and
district
/£ - Plan in the counseling program D A|E
integrated with the regular school
program
1F - Developing a plan to evaluate the 1 {D| A | E
counseling program
24 - Creating an environment of respect I DA}
and rapport
2B - Establishing a culture for producnve | 1 | D | A |
communication
2C - Managing routines and procedures DlALTE
2D - Establishing standards of conduct 1 D | AU
and contributing to the culture for
student behavior throughour the school
2E - Organizing physical space I D} A E
31 - Assessing student needs I DI A|E
3B - Assisting students and teachers in I D} A|E
the formulation of academic personal
social and career plans based on
knowledpe of student needs
3C - Using counseling techniques makes 1 D|A|E
an individual and classroom programs
31 - Brokering resources to meet needs I DA |E
3E - Demonstrating flexibility and I 1D AN]|E
LeSPONSIVENCSs
441 - Reflecting on practice I 1D A |
4B - Maintaining records and submitting I{D|A]E
them in a umely fashion
+C - Communicaung with families I | D| A JE




Component: | Self-Assessment: | Rationale:
+D - Participating in a professional I [ D] A|E

community

4L - Engaging in professional I D| A E

development

417 - Showing professionalism I D| A|E




| Professional Growth Plan

Directions: After completing the Self- reflection tool and identifying your professional area(s) of growth, write
your Professional Growth Goal (PGG) and the Domain indicator with which it aligns. If more than one goal is
needed, complete additional forms.

Guidance Counselor: School Year:

School:

Professional Growth Goal

Component

Principal’s Feedback

Individual Growth Plan Development

Evaluatee Date Evaluator Date

Individual Growth Plan (Achieved, Revised, Continued)

Evaluatee Date Evaluator Date



GUIDANCE COUNSELOR FORMJ! TIVE EVALUATION FORM

Directions:  Highlight a rating for each component and then match evidence from your observation notes o expln the rating for
cach component.

Guidance Counsclor: School:

Component: ' Evidence:
141 - Demonstrasng knowledge of counseling
theory and technigues
1B - Demonstranng knowledge of child and
adolescent development
1C - Estabhshing goals for the counseling
program appropnate to the setting and the
students served
1D - Demonstranng knowledge of state and
federal regulations and of resources both within
and bevond the school and district
/2 - Plan m the counseling program integrated
with the repular school program
1F - Developing a plan to evaluate the
counsehng program
24 - Creating an environment of respect and
l'.l_EEOf[
2B - Establishing a culture for productive
communication
2C - Manaping routines and procedures
2D - Establishing standards of conduct and
contributing to the cutrure for student behavior
throughout the school
2E - Orpamzing physical space
31 - Assessing student needs
3B - Assisting students and teachers in the
formulation of academic personal soctal and
carcer plans based on knowledge of siudenr
needs
3¢ - Using counseling texe makes an individual
and classroom programs
3D - Brokenng resources to meet needs
3= - Demonstratng fexibility and
responsivencess
4+ - Reflecting on pracuce
4B - Matntuning records and submutning them in
a imely fashion
+C - Communicating with famtlies
4D - Parucipating in a professional communiry
4E - Engaging in professional development
+F - Showing professionaism i

Guidance Counselor Signature Evaluator’s Signature Date
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GUIDANCE CO UNSELdR SUMMATIVE EVALUATION FORM |

Directions: Highlight a rating for cach componeni and then match evidence from vour observation notes o explun the ratng for
each component.

Guidance Counselor: School:
Evaluatory, o= cosmviis semneds oneismns o0 Date:
Component: Rating: Evidence:
141 - Demonstrating knowledge of counseling theory I DA [
and techniques
1B - Demonstraning knowledge of child and 1] DA E
adolescent development
1C - Establishing goals for the counseling program 1| D \ E
appropriate to the setting and the students served
1D - Demonstratng knowledge of state and federal I D A E
regulations and of resources both within and  beyond
the school and district
12 - Plan m the counseling program integrated with Il D | A E
the regular school program
1F - Developing a plan to evaluate the counseling Il D \ E
program
24 - Creating an environment of respect and rapport I{ D ] A E
2B - Establishing a culture for productive 1 D | A &
communication
2C - Nanaging routines and procedures I | RN E
2D - Estblishing standards of conduct and Il DA E
contributing o the culture for student behavior
throughout the school
2E - Orpanmizing physical space 1 D] A I
31 - Assessing student needs 1] D] A E
3B - Assisung srudents and reachers in the formulagion [ T | D | A E
of academic personal social and career plans based on
knowledpe of student needs
3¢ - Using counschng rext makes an individual and I D \ B
classroom programs
3D - Brokenng resources to meet needs 1 D A E
3E - Demonsirating flexibilie and responsiveness 1 D | A =
44 - Reflecting on practice I{ D | A L
48 - Mantaiming records and submitong them in a I D | A =
tmely fashion
+4C - Communicating with famibes 1| D A L
+D - Parncipating in 2 professional communiry 1| D \ =
4E - Engaging in professional development I [ D A IZ
4 - Showing professionalism I D | A B

To be signed after all information above has been completed and discussed:

105



Evaluatee: Agree \VitL this summative evaluation

Disagree with this summative evaluation

Evaluatee shall be given the opportunity to attach a written response to the summative evaluadion.

Opportunitics for appeal process at both the local and state levels are a part of the Floyd County Cernified

School Personnel Evaluation Plan.

Any rating in the "does not meet” Domain requires the development of an Individual Corrective Action

Plan.

Employment Recommendation to Superintendent

Recommends for re-employment

Does not recommend for re-employment

Guidanee Counsclor Signature®: Duae:

Evaluator Signature: Date:

* Denotes shuring of results, not necessartly agreement with the ruting.
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Instructional|Specialist

(Education & Special Ed Consultants, TAG)
FRAMEWORK

SELF-REFLECTION
PROFESSIONAL GROWTH PLAN
FORMATIVE EVALUATION FORM

SUMMATIVE EVALAUTION FORM



E"ramework for Instructional Specialist (Educatiotl & Special Ed Consultants, TAG)

[Double click the nage below]

Charlotie Dorielsen

{Adapied for Kentucky Department of
Edyeatien)

Incleding arossviaik documents conneging

to natienal professicnal organtzations for

KENTUCKY FRAMEWORK FOR  oeeermorereen:

June 2015

TEACHING

The Fromework for Teaching is a research-based set of components of instruction, aligned to the
INTASC standards, and grounded in a constructivist view of fearning and teaching. The complex activity
of teaching 5 divided into multiple standards ciustered into four domains of teaching responsibifity:

1. Planning ond Preparation

2. (lgssroom Environment/ Environment
3. fstruction/ Delivery of Service

4. Professional Respornsibilitres




Instructional Spb?cialist Self-Reflection

Directions: Completed by guidance counselor. Highlight a rating for cach component and then type in the
ratonale box to explain why you gave yoursclf the rating you did.

Instructional Specialist: _ School Year:

School:

Component; Self-Assessment: | Rationale:
1A Demonstranng knowledge of current 1 D A I
trends i specalty area and professional
development

1B Demonstrating knowledge of the schoal’s | 1 DA 1=
program and levels of teacher skill in
delivenng that program

1C Establishing goals for the insiructional 1 D A IZ
support program appropriate to the setting
and the teachers served

1D Demonstrating knowledge of resources I DA LE
both within and bevond the school and

distnet.

1 Planming the mstructional support I D A|E
program ntegrated with the overall school

program

LI¥ Developing a plan to evaluate the P D[A]E
instructional support program

27\ Creating an environment of trust and 1 DA I=
respect

2B Estabhishing a culture for ongoing 1 A 1

mstrucnonal improvement

2C Estabhshing clear procedures for reachers | ]
to gain access to the instructional support

2D Establishing and mantaining norms of 1
behavior for professional mnteractions

2L Organizing physical space for workshops ]
or training

ool O O T O T ©
-

34 Collaboeating with teachers in the design 1 A I
of instructional units and lessons

3B Engaging teachers in learning new 1 A\ | E
instructional skills

3C Sluring expertise with staff 1 A E
3D Locaung tesources for teachers to 1 \ E

suppott instructional improvement

3E Demonstrating flexialiny and | DA =
responsiveness

4.\ Reflecting on practice I DA | B
4B Preparing and submitting budgets and I DI A|E
reports

4C Coordinanng work with other I D \ | E

instructional specialists




Component:

Self-Assessment:

Rationale:

4D Participating in a professional
community

I D| A | E

4F Engaging in professional development

1 D| A | E

4I* Showing professionalism including
integrty and confidentiality

1 D|A|E




| Professional Growth Plan |

Directions: After completing the Self- reflection tool and identifying your professional area(s) of growth, write
your Professional Growth Goal (PGG) and the Domain indicator with which it aligns. If more than one goal is
needed, complete additional forms.

Instructional Specialist: School Year:

School:

Professional Growth Goal

Component

Principal’s Feedback

Individual Growth Plan Development

Evaluatee Date Evaluator Date

Individual Growth Plan {Achieved, Revised, Continued)

Evaluatee Date Evaluator Date



| |
INSTRUCTIONAL SPECIALIST FORMATIVE EVALUATION FORM

Directions: Highlight a rating for cach component and then match evidence from your observanon notes to explain the ranng for each
component.

Instructional Specialist: School:

Component: Evidence:
1.\ Demonstrating knowledge of current trends
1n specialty area and professional development

IB Demonstrating knowledge of the school's
program and levels of teacher skill in delivenng
thar program

1C Establishing goals for the mnstructional
suppor! program appropuiate to the setting and
the teachers served

ID Demonstraiing knowledge of resources both
within and beyond the school and district.

LE Planning the mstructional support program
integrated with the oveeall school program

1IF Developing a plan to evaluate the
mstructional support program

2.\ Creating an environment of trust and respect

2B Estabhshing a culture for ongoing
mstructonal improvement

2C Esmbhslung clear procedures for teachers to
gain access 1o the msiructional support

2D Establishing and matntaning norms of
behavior for professional imteractions

2IE Organizing physical space for workshops or
traming

3A Collaborating with teachers m the design of
instructional nts and lessons

3B Engaging tcachers i learning new
mstructional skills

3C Shanng expertise with staff

3D Locating resources for teachers to support
mstructional improvement

3E Demonstratng flexibility and responsiveness

4\ Reflecting on practice

4B Prepanng and submitting budgets and
reports

4C Coordinating work with other istructional
specialists

4D Participating in a professional community

4= Engaging in professional development

+I* Showing professionalism including integnty
and confidentaliny

Instructional Specialist’s Signature Evaluator’s Signature Dare



&)

INSTRUCTIONAL SPECIALIST SUI\’[MATIVE EVALUATION FORM

Directions: |lighlight a raung for each component and then march evidence from your observation notes to explain the rating for each

component.
Instructional Specialist: School:
Evaluator: ______Date:
Component: Self-Asscssment: | Rationale:
LA Demonstrating knowledge of current I DI A LE
trends n specilty area and professional
development
1B Demonstrating knowledge of the school’s | 1 DI A]E
program and levels of weacher skill in
delivering that program
1C Establishing goals for the instructional [ D | A B
support program appropriate to the seting
and the teachers served
11D Demonstraning knowledge of resources I DA P
both within and bevond the school and
district. )
12 Planning the 1nstructional support I D | A 5
program mtegrated with the overall school
program
1TF Developing a plan to evaluate the I D] A P
mstructional support program —
2A Creating an environment of rrust and I D | A :
respect
2B Estublishing i culrure for ongoing I D1 A|E
instructional improvement
2C Eswblishing clear procedures for teachers | 1 D] A L=
to gain access to the instructional support
21D Establishing and maintaining norms of I D| AL LE
behavior for professional interactions _
21 Organizing physical space for workshops 1 D A | E
of fraining
3A Collaborating with teachers in the design I D|A|LE
of instructional units and lessons
3B Engaging teachers in learning new I D] A &)
instructional skills
3C Shanng expertise with staff [ D|A|E
3D Locating resources for teachers to I D | A L
support structional improvement
3E Demonstrating flexibility and i D] A]E
TESPOnsiveness
4A Reflecting on practice I | D | A D
4B Preparing and submitting budgets and 1 D| A | E
repotts
4C Coordinating work with othet 1 DA o
instructional specialists
4D Partictpating in 1 professional 1 D} AJE
community




[
Component: Self Assessment: | Rationale:

4E Engaging in professional development 1 D|[A|E
4IF Showing professionalism including 1 D|[A|E

ntegrity and confidentiality

To be signed after all information above bas been completed and discussed:

Evaluatee: Agree with this summauave evaluation

Disagree with this summative evaluation

Evaluatee shall be given the opportunity to attach a written response to the summative cvaluation.

Opportunities for appeal process at both the local and state levels are a pare of the IFloyd County Certified School

Personnel Evaluation Plan.

Any rating in the "does not meet” Domain requires the development of an Individual Corrective Action Plan.

Employment Recommendation to Superintendent

Recommends for re-employment

Docs not recommend for re-employment

Instructional Specialist Signature®: Date:

I Evaluator Signature: Date:

" Denotes sharng of resulls, not necessarly agreement wath the ruting,



Library Media Speéiolis’rs
FRAMEWORK

SELF-REFLECTION
PROFESSIONAL GROWTH PLAN
FORMATIVE EVALUATION FORM

SUMMATIVE EVALAUTION FORM



Framework for Library Media Specialist

[Doubsle click the image below]

Charlotte Danielscn

{Adapted for Kertucky Deperiment of
Eduzatien}

Inzlucing crosswalk datumenis {onnertng
ta naticnal prefessionai o

KENTUCKY FRAMEWORK FOR -t

June 2015

TEACHING

The Fromework for Teaching is o reseaich-based set of components of instruction, ohigned to the
INTASC stondards, and grounded in a constructivist view of leorning and teaching. The complex activity
of teaching 15 divided into multiple stondards clustered into four domoins of teaching responsibility:

1. Pignning and Preparation

2. Clessroom Environment/ Environment
3. Instruction/ Defvery of Service

4. Professioncl Respensibilities




| |

Library Media Specialist Self-Reflection

Directions: Completed by hbrary media specialist, Highlight a rating for each component and then rvpe in the rasionale box to explun
why vou gave yourself the rating you did.

Library Media Specialist: School Year:

School:

Component: Self-Assessment: | Rationale:

1A - Demonstrating Knowledge of

Content Curriculum and Process

/B - Demonstranng Knowledge of
Students

1C - Supporung [nstructional Goals I D A E

/D - Demonstrating Knowledge and

Use of Resources

/12 - Demonstranng a Knowledge of

Luterature and Lifelong Learning

1F - Collaborating i the Design of

Instructional Expenences

21 - Creating an environment of

respuct and l:".lppOl’l

28 - Establishing a Culture for Learming | 1 D A E

20 - Managing Library Procedures | D A E
2D - Managing student behavior I D A E
2E - Organizing physical space | D A E

341 - Communicaning Clearly and

Accurately




Component:

i
Self-Assessment:

Rationale:

3B - Using Questoning and Research

Techniques

3C - Engaging Students in Learning

3D - Assessment in Instruction (whole

class, one-on-one and small group

3E - Demonstrating Flexabiliy and

Responsiveness

+-1 - Reflecting on Practice

48 - Maintaining Accurate Records

+4C - Communicating with School Staff

and Community

+1 - Participating in a Professional

Community

+IZ - Growing and Developing

Professionally

+4F - Collection Development and

Maintenance

4G - Managing the Library Budget

- Managing Personnel

1 - Professional etlucs




| Professional Growth Plan

Directions: After completing the Self- reflection tool and identifying your professional area(s) of growth, write

your Professional Growth Goal (PGG} and the Domain indicator with which it aligns. If more than one goal is
nceded, complete additional forms,

Library Media Specialist: School Year:

School:
Professional Growth Goal

Component

Principal’s Feedback

Individual Growth Plan Development

Evaluatee Date Evaluator Date

Individual Growth Plan (Achieved, Revised, Continued)

Evaluatee Date Evaluator Date



LIBRARY MEDIA SPECIALIST FORMATIVE Evaluation Form

Directions: Completed by principal. Highlight a rating for cach component and then match evidence from
~omp ¥y princip 1ghlig ) P
your observation notes to explain the ratng for each component.

Library Media Specialist: School:

Component: Evidence:

1A - Demonstrating Knowledge of Content

Curniculum and Process

1B - Demonstrating Knowledge of Students

1C - Supporting Instructional Goals

1D - Demonstrating Knowledge and Use of

Resources

1 - Demonstrating 1 Knowledge of Literature and

Lifelong Learning

1F - Collaboratng in the Design of Instructional

Experiences

24 - Creating an environment of respect and
i

ta ppOI’i

2B - Estabhishing a Culture for Learmning

2C - Managing Library Procedures
ging }

2D - Managing student behavior

2E - Organizing physical space

3A - Communicating Clearly and Accurmely

3B - Using Questioning and Rescarch Techmigues

3C - Engaging Students in Leaming

112



| Component:

| Evidence:

3D - Assessment n Instrucnion (whole class, one-

on-one and small group

3E - Demonsiratng Flexibility and Responsiveness

44 - Reflecung on Practice

+B - Aauntaining Accutate Records

4C - Commumcanng with School Staff and

Commuruty

4D - Parncipating in a Professional Community

45 - Growing and Developing Professionally

47 - Collection Development and Mantenance

4G - Managing the Library Budger

4 - Managing Personnel

41 - Professional ethics

Library Media Specialist Signarure

“valuator’s Signatute

Date

Dace



LIBRARY MEDIA SPECIALIST SUl’l/IMATIVE EVALUATION FORM

Directions: Completed by principal. Highlight a ratng for each component and then match evidence from

your observation notes to explain the rating for each component.

Library Media Specialist:

Evaluator:
Component: Rating: Evidence:
1A - Demonstrating Knowledge of plale
Content Curriculum and Process N
/B - Demonstrating Knowledge of ol A .
Students : -
/C - Supporting Instruciional Goals D|AJE
1D - Demonsteanng Knowledge and |
D|A|E :
Use of Resources |
/E - Demonstrating a Knowledge of N \ g l
Laterature and Lifelong Learning
1F - Collaborating in the Design of olaleg
Instructional Experiences B
21 - Creaning an environment of N i
respect and rapport - :
|
2B - Establishing a Culture for
D A|E
Learnmmg
2C - Managing Library Procedures D \ | E
2D - Managing student behavior Dl AJE
2E - Organizing physical space D \ | E
34 - Communicating Clearly and -
DI A|E
Accurately
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|
Component: Rating: Evidence:

3B - Ustng Questioning and Research

Techniques

3C - Engaging Students in Learning I D| A E

3D - Assessment 1n Instruction

{whole class, onc-on-one and small [ D[ A E

group

JE - Demonstrating Flexibiliry and

Responsiveness

-4l - Reflecting on Practice I | DI A|E

+B - Maintaining Accurate Records i DJALTE

+4C - Communicating with School

Staff and Comumty

412 - Partcipating in a Professional

Communty

4E - Growing and Developing
Professional

+4F - Collection Development and

AMantenance

4G - Managing the Library Budge i DAL
414 - Managing Personnel 1 D} A E
41 - Professional ethics I D|AE

To be signed after all information above bas been completed and discussed:
Evaluatee: Agree with this summative evaluaton

Disagree with this summative evaluation

122



Evaluatee shall be given thc' opportunity to attach a written response to the sumnjnative evaluation.

Opportunities for appeal process at both the local and state levels are a part of the Floyd County Certified

School Personnel Evaluation Plan.

Any rating in the "does not meet” column requires the development of an Individual Corrective Action

Plan.

Employment Recommendation to Superintendent

Recommends for re-employment

Does not recommend for re-employment

Library Media Specialist Signature®: Date:

Evaluator Signaturc: Date:

* Denotes sharng of results, not necessanly agreenent with the rating,
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Preschool feochers

FRAMEWORK

REFLECTIVE PRACTICE & PROFESSIONAL
GROWTH PLANNING TEMPLATE

PRE-OBSERVATION FORM
OBSERVATION FORM

POST-OBSERVATION/SEMESTER PERFORMANCE
FORM

SUMMATIVE FORM
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Framework for Preschool

|Double click the image below]
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Teacher / EPSB ID#

School

Grade Level / Subject(s)

Component: Self-Assessment: Rationale:
1A - Demonstrating Knowledge of Content and Pedagogy I DI A]E
1B - Demonstrating Knowledge of Students I | D|[A]E
1C - Selecnng Instructional Outcomes I {D|ALE
1D - Demonstrating Knowledge of Resources P [ D] ALE
115 - Designing Coherent Instruction I D] A)|E
1I7 - Designing Student Assessment [ D A|E
27 - Creatng an Eavironment of Respect and Rapport I 1 D] AE
2B - Estabhshing a Culture for Learning | bl ATE
2C - Managing Classroom Procedures 1 DIl A E
2D - Munaging Student Behavior I | DA &t
2E - Organizing Physical Space | DA B
34 - Communicanng with Students FID I ALE
3B - Using Questioning and Discussion Technigues I DI ALE
3C - Engaging Students m Learning I | D] AE
312 - Using Assessment in Instruction I D] A &
3E - Demonstranng Flexibiline and Responsiveness I P A]E
4A - Reflecting on Teaching 1 D] A]E
4B - Mantatning Accurate Records I D] A]E
4C - Communicarning with Families I {D]|A]E
40D - Participating in a Professtonal Community IT{D|A|E
4E - Growing and Developing Professionally T | D} ALE
A4 - Demonstrating Professionalism I | D]|A]E

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019
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Part A: Initial Reflection - Establisbing Priority Growth Needs

Component: Select a component from those circled for

Domain: Circle Professional Growth Poority focused professional growth goal
Components development (Part B):

Planning & Preparanon 1A | 1B 1C 1D | IE [ IF

The Classroom Environment 27 | 2B 2C 2D | 2E

Instrucnon 3A 3B |3C | 3D |3E

Professional Responsibilines A 4B | 4C [ 4D [ 4E | J4F

Current Overall Level of Performance: I D A E

Part B: Connecting Priority Growth Needs to Professional Growth Planning

Professional Growth Goal:

will effectively impact student learning?

professional [earning?

* What do | want to change about my practices that

* How can | develop a plan of action to address my

* How will | know if | accomplished my objective?

Action Plan

Professional Learning

Resources / Support

Targeted Completion Date

Measures of Goal Attainment (Tools /

[nstruments):

Demonstrable;

Identify the documentation intended to demonstrate your professional growth.

o Arufacts

0 Self-Assessment

1 Ongoing Sclf-Reflection

o Cernficate of Completion

O Teaming with Colleague

0 Observation Data

0 Other: (please specify)

Teucher Signature:

Date:

Administrator Signature:

Dawe:

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019
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Date:

Part C: On-going Reflettion - Progress Toward Professional Growth Goal |
Status of Professional Growth Goal:

Revisions / Modifications:

Date: End of Year Reflection:

Part D: Summative Reflection - Level of Attainment for Professional Growth Goal

Next Steps:

Connection to Framework for Teaching:

4 = Reflecting on Teaching

I D A [

4k — Growing and Developing Professionally 1 D A 2
Teacher Signature: Dhate:
Administrator Signature: Dhaee:

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019




Preconference (Planning Conference)

PRE-OBSERVATION DOCUMENT

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019

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 leaming 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 materals

that the students will be using,

How will you differentate 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?

** Denotes shuring of resnlls, not necessarily agreesent with the retong,
T
Teacher Signature™®: Date:
T e T s
Administrator Signature: Date:
—mm
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OBSERVATION FORM

Teacher Name:

Physical Classroom Layout:

Date:

Beginning / Ending Time:

Number of Students:

Other General Information:

**Note: Available to evaluator for scripting if needed but not required.

Time

Component

Actions and Statements
/ Questions by Teacher
and Students

Evidence

2A- Creating an
Environment of
Respect and Rapport

2B- Establishing a
Culture for Learning

2C- Managing

Classroom Procedures

2D- Managing
Student Behavior

| 2E- Organizing

| .
Physical Space

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019




L
Actions and Statements 1
Time | Component / Questions by Teacher Evidence
and Students

3A- Communicating
with Students

3B- Using
Questioning and
Discussion

Techniques

3C- Engaging
Students in Learning

3D- Using
Assessment in

Instruction

3E- Demonstrating
Flexibility and

Responsiveness

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019 131



|

| |

-ﬁ' POST-OBSERVATION / Semester Performance Form
Teacher / EPSB ID#
Schoot / Grade Level / Subject(s)
Observer / Date of Conference

Reflect on the lesson that was observed nsing the following guiding guestions lo facus your reflections:

=
In peneral, how successful was the lesson? Did the students
achieve the leamning 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 conduet,
and physical space contribute to or hinder student learning?

Did vou depart from your plan? If so, how and why?

1f 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 vour professional |
growth for addressing the needs you have identfied through | |
personal reflection?

Evatuatar's Formative Qbservation Rating:

Domain 1: Planning & Preparation E Rating Don.mm S e Classroom Rating
Environment
AL Demonstrating kKnowledge of i Iplale N 1 A Creaung an Environment of iinlale N
Content and Pedagogy . A | Respect and Rapport 1T A
B. Demonstrating Knowledge of I lolale N | B. l:st.:lbhshmg a Culture for ilolale N
Srudents A | Learning A
C. Seleenng Instruciional Qutcomes I1{D|AJE b N i S I | DIAE N
A} Procedures A
5 4 - o + 4 \
. Demonsirating Knowledge of 1|D|AVE L D. Managing Swudent Behavior I D}AE N
Resources A A
. . , N
E. Destgning Coherent Instruction 1Dl Al E| NA | E Organizing Phystcal Space 11 DIA|E \
F. Designing Student Assessment 1D AE
*Note
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i ]
: ; e : Domain 2: The Classrodm :
Domain 1: Plan.nmg' & Preparation Rating T et Rating
q 4 Domain 4: Professional .
Domain 3: Instruction Rating Responsibilitics Rating
A, Communicanng with Students DAL E[ NA | A Reflecting on Teaching D|AE \\
E' Using Questioning and Discussion DA E] NA | B Muntuning Accurare Records D|A|E o
I'echniques A
(. Engaging Students in Learning DAl E|[ NA | C. Communicating with Families DIAE \
3, ; S Profession: \
D. Using Assessment i lnstruction D{A]JE[ Na D1 Articipating 10 a Ll e DIAE &
Communiry A
. Pemonstrating Flexibiliy and ol el Na li.. Gm\.wng and Developing bl e N
Responsiveness Professionally A
g N
F. Demonstrating Professionalism DAl E \
**Note *Note
Teacher Signature®; Date:
Administrator Signature: Duie:

*Denotes sharing of restulls, not necessantly agreement with the ruting,

*&Any rating of I — Ineffective or D — Derefoping in a given standard should include supporting notes under the standard
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TEACHER SUMMATIVE EVALUATION

Teacher Date

School Administrator

I - Ineffecnve D - Developing A - Accomplished E - Exemplary

At Knowledge of Content and Pedagogy 1 D A E
B: Demonstratung Knowledge of Students I D A E
C: Setung Instructional Outcomes I D A E
D: Demonstrating Knowledge of Resources I D A E
iZ: Designing Coherent Instruction I D A E
F. Designing Student Assessments I D A E
Overall 1 D A E

‘Domain 2: The Classroom Env; :
A Crcang an Evrocnf lsect and Rﬂr ) D | A E
B: Esrablishing a Culture for Learning I D A E
C: Managing Classroom Procedures 1 D A E
D: Managing Student Behavior I D A E
[i: Organizing Physical Space I D A E
D A E

Overall 1

nstructio :

A: Communicating with Students

- —
B: Using Questioning and Discussion Techniques I D A E
C. Engaging Students in Learning I D A E
D: Using Assessment in Instruction I D A E
E: Demonstrating [Flexibility I D A E

Overall 1 D A E
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TEACHER SUMMATIVE EVALUATION

Page 2

Domain 4; Professional Responsibilities:

A: Reflecting on Teaching I D A E
B: Maintaining Accurate Records I D A B
C: Communicating with Families 1 D A E
D: Parucipating in a Professional Community I D A E
E: Growing and Developing Professionally I D & i
I: Showing Professionalism I D \ i

Overall 1 D A E

Evaluatee's comments:
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Evaluator's comments: i

To be signed after all information above has been completed and discussed:

Evaluatee: Agree with this summatve evaluation

Disagree with this summauve evaluation

Evaluatee shall be given the opportunity to attach a written response to the summative evaluation.

Opportunities for appeal process at both the local and state tevels are a part of the IFloyd County Certified School Personnel

IZvatluation Plan.

Any raung in the “ineffective” Domain or overall requires the development of an Individual Correcuve Acuon Plan.

Employment Recommendaton to Superintendent

. Recommends for re-employment

Does not recommend for re-employment

Overall Summary

1 = Ineffective 1D = Developing A = Accomplished I5 - Exemplary
Teacher Signature™: Duate:
Evaluator Signature: D

* Denoles sharing of resilts, wot necessurly agreenrent with the rating.

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019



Additional Evidencl: to Support Assessment of Professional Practlice May Include But Not
Limited To:

— Team-developed curriculum units

— Lesson plans

— Communication logs

— Timely, targeted feedback from mini or informal observations
— Student data

— Student work samples

— Student formative and / or summative course evaluations / feedback
— Minutes from PLCs

— Teacher interviews

— Parent engagement surveys

— Records of student attendance

— Records of teacher attendance

— Video lessons

— Professional development certificates / agendas

- EWALKS

— Other evidence as determined by principal
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Principals and Assistant Principals

PRINCIPAL PERFORMANCE STANDARDS
SELF-REFLECTION
PROFESSIONAL GROWTH PLAN
FORMATIVE CONFERENCE SUMMARY FORM

SUMMATIVE EVALUATION FORM
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PROFESSIONAL PRACTICE

A

Kentucky Prncipal Performance Standards

The Principal Performance Standards are designed to support student achievement. 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. Included in the Performance Standards are Performanee Indicators that
provide examples of observable behaviors evidencing of each standard. Performance will be rated for each standard according

to the four performance levels: Ineffective, Developing, Accomplished, and Exemplary. 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.  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 1s grounded in a common framework and the

Principal Performance Standards.

The summauve rating will be a holistic representation of performance, combining data from multiple sources of evidenee across
cach standard.

. 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.

2

School Climate — The principal fosters the success of all students by developing, advocaung, and sustaining an
academically rigorous, positive, and safe school climate for all stakeholders.

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.

4. Organizational Management — The principal fosters the success of all students by supporting, managing, and oversecing

the school’s organization, operation, and usce of resources.

Communication and Community Relations — The principal fosters the success of all students by communicating and

collaborating effecuvely with stakeholders.

n

6. Professionalism — The principal fosters the success of all students by demonsteating professional standards and cthics,
engaging in continuous professional learning, and contributing to the profession.

DARD IN
~SOURCES OF ST AN AR R A NS i
EVIDENCE TO SPYSPRNRE -
INFORM soeioot Lmate PROFESSIONA
PROFESSIONAL $ 3 Human RcsouI:e L JUDGMENT
PRACTE hYF AL & STATE-
‘ DETERMINED
I Professional Growth \ S0 T ESE]IESSION
Plans and Self- 4: Orgamizationa
Rc’]f"llec’::m Alanagement establishing a OVERALL
PROFESSIONA common PERFORMANC
LJUDGMENT understanding of =
Anendance J 2% Socng E CATEGORY
thresholds to which
S 5: Communication & all educators are
Community Relations held ._
S 6: Professionalism
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Principal/Assistant Principal Summary Timeline

Within the |

. Annual Review of PPGES « Orientation signature form
fiest 30 process
calendar days v
of eeporting
to work
Within the | « Complete Self Reflection + Reflective Practice Template
first 30 days /
of school
15 days after | « Principal develops PGP to « Professional Growth Planning ‘/ ‘/
the release of | sncpyde WG, SGG, and Template
State Test ttend |
Score Data attendance goals
« Conduct Observation / Site « Observation Form
Visit)
By December | * Mid-Year Conference with | * ﬁff }ecti}/e P ‘I' "GC:iist;e;"‘P"’fe v v
31 the principal including * : 0 es!s::ma o anning
review of PGP, and empiate
documentation
» TELL / Vol Ed if offered by KDE ‘/ /
TBD « Teachers, principals,
evaluators, and supervisors
« Conduct Observation / Site « Observation Form
By April 15+ | Visit) and complete » Summative Evaluation Form v v
Summative Evaluation

*Additonal Conferences may be held as deemed necessary to monttor PGP process.
FAll dates are tentative based on the adjustment of the school ealendar.

The Principal Performance Standards are designed to support student achievement and professional best-practice (see chart
below). Performance Indicators 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’s
professional practice will be situated within one or more of the six standards. Performance will be rated for each standard
according to the four performance levels. It is important to note that the expected performance level 1s “Accomplished,” The
summative rating will be a holistic representation of performance, combining data from multiple sources of evidence across each

standard.
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Principal and Assistant Principal Performance Standards

Performance Standard 1: Instructional Leadership
The principal fosters the success of all students by facilitating the development, communication, implententation, and evaluation of a shared
vision of teaching and learning that leads to stident acadenric growth and school inprovement.

Ineffective Developing Accomplished Exemplary
15 the expected fevel of performance | In addition to meeting the
requirenients for
Acconpiished

The principal rarely fosters the
success of all stcudents by
facilitaung the development,
communication,
implementation, or evaluation
of a shared vision of reaching
and learning that leads 1o
student academic growth and

school improvement

The principal inconsistently
fosters the success of all
students by facilitating the
development, communication,
implementation, ot evaluaton
of a shared vision of teaching
and learntng that leads to
studenr academic growth and

school umprovement.

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 prncipal acuvely and
consistently employs
innovatrve and effective
leadership strategies that
maximize student academic
growth and result in a
shared vision of teaching
and learning that reflects

excellence.

COMMENTS:

Performance Standard 2: School Climate
The principal fosters the suceess of all students by developing, advocating, and sustaining an academically rigorons, positive, and safe school

climate for all stakeholders.

Ineffective Developing Accomplished Exemplary
15 the expected level of In addition to meeting the
perforniance reguirements far ~lccomplished

The principal rarely promotes
the success of all students by
developing, advocating, or

sustarning an acadermically

rigorous, positive, or safe school

climate for all stakeholders.

The principal inconsistently
promotes the success of all
studeats by developing,
advocating, or sustaining an
acaderically ngorous, posinve,
or safe school chmate for all

stakeholders.

The principal fostets the
success of all students by
developing, advocating, and
sustaining an academically
rigorous, positive, and safe
school climate for all

stakeholders.

The prncipal seeks out new
opportunities or substanoally
improves existng programs
to create an environment
where students and
stakeholders thrive and the
rigor of academic
cxpectadons has significantly
increased as evident through

results.

COMMENTS:

CERTIFIED EMPLOYEE EVALUATION PLAN - 2018-2019
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Performance Standard 3: Human Resources Management
The principal fosters effective buman resources management by assisting with seleclion and induction, and by supperting, evaluating, and
retaining quality instructional and support personnel.

Ineffective Developing Accomplished Exemplary
15 the expected level of In addition to meeting the
performance requirements for Accomplished
The prncipal inadequately The principal inconsistently | The principal fosters The poncipal consistently
asststs with sclecuon and assists with sclection and effective human resources demonstrates expertise in
induction, or inadequarely induction, or inconsistently management by assisting hiuman resources
supports, evaluates, and retains supports, evaluates, and retains | with selection and management, which results in
quality instructional and support | quality instructonal and induction, and by a highly- effecuve workforce
personnel. support personnel. supporting, evaluating, and | {c.g. high reacher and staff
retaining quality cfficacy, increased stdent
instructional and support learning, teacher leaders).
personnel.
COMMENTS:

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

resonrees.

Ineffective Developing Accomplished Exemplary
is the expected fevel of In addition to meeting the
performance requirements for <lccomplished
The prncipal inadequately The principal inconsistently | The principal fosters the The principal excels at
SUPpOCtS, Manages, or oversees | suppotrts, manages, or oversees | success of all students by organizational management,
the school’s organization, the school’s organization, supporting, managing, and | demonstratng proactve
operation, or use of resources operation, or use of resources. | overseeing the school’s decision-making, coordinating
organization, operation, and | cfficient operations, and
use of resources. maxunzing avatlable
ICSOULCES.

COMMENTS:

Performance Standard 5: Communication and Community Relations
The principal fosters the sucvess of all students by communicating and collaborating effectively with stakelolders.
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Inelfective Developing Accomplished Exemplary
£ the excpected level of In addstion to meeting the
performance reguirements for Accomplished

“The principal demonstrates
inadequate and / or

detrtmental communication ot

collaboration with stakcholders.

The principal inconsistently
communcates and / or
infrequently collaborates with

stakeholders.

The principal fosters the
success of all students by
communicating and
collaborating effectively
with stakeholders.

‘The principal secks and
effecuvely engages
stakcholders in order 1o
promote the suceess of all
students through producave

and frequent communication.

COMMENTS:
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Petformance Standard 6: Professionalism |
The principal fosters the swccess of all students by demonstrating professional standards and ethics, engaging in continuons professional learning,

and contributing to the profession.

!

Ineffective Developing Accom_f:lished Exemplary
15 the expected level of 1In addition to meeting the
performance requiresments for ccomplished

The principal shows disregard
for professional standards and
cthics, engaging in conunuous
professional learning, or

contributing to the profession.

The principal 1s inconsistent
in demonstrating professional
standards, engaging in
contnuous 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 leamning, 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).

COMMENTS:
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Sources of Evidence

Evaluators use professional judgment based on multiple sources of evidence promoting a more holistic and
comprehensive analysis of practice. Evaluators will also take into account how 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 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, and contextual

variables that may impact the learning ¢nvironment, such as unanticipated outside events or traumas.
“valuators must use the following categories of evidence in determining overall ratings:

® Professional Growth Planning and Self-Reflection
e Site-Visits
e Working Conditions Goal {Based on TELL KY)

Evaluators may use other sources of data / evidence in determining overall ratings. Additional evidence may include items from

the following list (not a comprehensive list):

®  Documentadon

e  School Comprehensive Plan

* Discipline Reports

®  Teacher and Student Artendance Reports
® DParent Communications

* SBDM Minutes

e Faculty Meeting Agendas and Minutes

e Department / Grade Level Agendas and Minutes

¢ PLC Agendas and Minutes

e Leadership Team Agendas and Minutes

e Walk-through documentation

s Budgets

e EILA / Professional Learning experience documentation
e Surveys

» Professional Organization memberships

e Parent/ Community engagement events documentation
e School schedules

® Electronic correspondence
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Professional Growth Planning and Self-Reflection—completed by principals and gssistant principals

Completed annually, the Jrofcssionnl Growth Plan will address realistic, focused, and me:.tsumblc professional goals. The plan
will link data from multiple sources including site-visit conferences, and achievement, and professional growth needs identified
through seif-assessment and reflection. The principals will identify explicit goals which will drive the focus of professional

growth activites, support, and on-going reflection.

The principal / assistant principal (1) reflects on his ot her current growth needs based on multiple sources of data and
identifies an area or arcas for focus; (2} develops a professional growth plan and action steps; (3) implements the plan; (4)
regularly reflects on the progress and impact of the plan on his or 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 poal attainment and the implications for next steps.

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

achievement.

All principals and assistant principals will participate in self-reflection and professional growth planning cach year. Each is

responsible for developing a Professional Growth Plan.

Site-Visits (SV)—completed by supervisor of principal and assistant principal
Site visits are a method by which the superintendent / designee may gain insight into the principals’ practice in relation to the
standards. Additionally, the principal is provided an opportunity to explain the successes and trials the schoo! community has

experienced in relation to school improvement.

» Site-visits (SV) for the principal will be conducted at least once each year. (Formal site-visits are not required
for the assistant principal).

* SV occur prior to December 31* and before April 15 of each school year.

s SVrange from watching how principals interact with others, to observing programs and shadowing.

Conferencing

At least 2-conferences will take place berween Evaluator and Evaluatee throughout the year.

1. Mid-Year Review
a. Review mid-year evaluation
Discuss strength and areas of concern
Discuss documentation of each standard; determine if other documentation is needed.
Questions / Concerns / Comments

on o

2. End-of-Year Review
a. Establish purpose of the meeting.
b. Discuss observations / site visits and provide feedback.
. Share progress toward SGG.
d. Share progress toward PGG.
e. Discuss progress of each standard and determine if other documentation is needed.
Discuss overall rating based on Professional Practice.
g. Questions / Concerns / Comments



Working donditions Goal

Principals are responsible for setting a 2-year Working Conditions Growth Goal that is based on the most recent TELL
Kentucky Survey. The principal’s cffort to accomplish the Working Conditions Growth Goal enhances professional

performance and positively impacts school culture and student success.

* Developed following the completion of the TELL Kentucky Survey.
¢ Minimum of one 2-year goal.
e Priority will be given to any category at or below 75 percent.
To maintain consistency in positively impacting school culture and success, the Assistant Principal will “inherit” the WCG as

set by the principal.

Working Conditions Growth Goal Setting Process
The Goal will be recorded on the district TELL KY Working Conditions Growth and Professional Growth Planning
Template.

The Principals, in collaboration with their superintendents / designee, will review the results from the TELL Kentucky
Survey.

1. Principals will identify a TELL survey question that indicates a need for growth and will then identify additional
TELL survey questions that may have similar results.

{2

Once these are identified, the principal will connect these questions to one or more of the Principal Performance

Standards.

3. Next, the principal will develop a WCG Goal statement that will identify a measurable target that the principal will set
and will be addressed during the next 2 school years.

4. A rubric will be completed by the principal and superintendent / designee:
a.  Goal target for “ACCOMPLISHED.”

5. The final step 1s to complete the Action Plan that will prioritize the steps the principal will take to accomplish the
established goal.

6. Ongoing reflectdon and modification of the strategies when needed.

Development of Working Condition Rubric and Mid-Point Review

After the WCG has been collaboratively developed by the principal and superiniendent / designee, an accompanying rubric
and / or criteria for assessing the goal will be created. This rubric will be a collaborative effort using the categories of
Ineffective, Developing, Accomplished and Exemplary.

Exemplary Above the goal

Accomplished + or -5%

Developing Berween the baseline and the goal
Ineffective At or below the baseline

In the example below, a principal has identified a WCG area and set a goal of an increase from 31% to 50% agreement on an
tdentfied question(s). The rubric with a built in range of + or -5%.

Ineffective Developing Accomplished Exemplary
21% or below agreement 22-44% agreement 45-35% agreement Above 535% agreement

Goals are developed early in the school year. Principals will conduct a survey (3-4 questions) using the identified questions
from the TELL KY Survey as an interim measure of growth and for data for mid-year review and end-of-year review in the
Non-TELL KY administration years. During one-on-one, small group and / or department meetings, principals will engage
staff in informal conversations regarding the progress of the WCG. The principal will share conversation notes during the
superintendent / designee site-visit.



Attendance Goal

Floyd County Schools believes strongly believes that attendance is critical to student achievement espectally in the area of
closing achievement gaps. We believe that increasing student achievement requires a systemic approach that ensures schools
increase rigor, has a systemic system of supports for students, has an adult advocate for every student and addresses truancy in
a systemic fashion. We believe the school culture is a large predictor of student attendance. Therefore, each principal in Floyd
County Schools will establish an annual goal with an agreed upon rubnc and growth goals to ensure goal is met based on what
the principal will do to impact change. The percentage growth will be a collaborative conversation berween the principal and
the superintendent / designee. The results will be included in the professional judgment of the principals overall annual

performance.

Student Growth Goal

Shall be a percentage of growth from fall to spring benchmark in the content area identified as of most need.

Products of Practice / Other Sources of Evidence

Principals / Assistant Principals may provide addiuonal 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 performance
criteria of ineffecuve, developing, accomplished and exemplary which are aligned to the four performance measures of

planning, environment, instructon, and professionalism.



| Reflective Practice

Principal

EPSB ID#

School

Level

Part A: Reflection on the Standards in the Kentucky Principal Professional Growth and Effectiveness

System

Reflect on the effectiveness and adeqnacy of your practive in each of the performance standards. Provide a rating (I = Ineffective; D =

Dereloping: 1 = Accomplished; E=Exemplary) on each performance standard and list your strengths and arcas for growth. -1 complete

listing of performance standards and indicators can be fornd at the end of this jorm.

Standard

Self-Assessment

Strengths and areas for growth

1. Instructional Leadership

The princpal fosters the success of all stirdents by faclititing
the development, comminnication, wplementation, and
evaluation of a shared rision of teaching and learning that
leails to strdent acadenie growtly and school wnprovenent,

2, School Climate

The pranuspal fosters the success of wll stndents by developing,
wdvocaling, and snstaintng an acadenricatly rgorons, positite,
aiel saafe school climale for all stakeholders.

3. Human Resource Management

asssting with selection and induction, and by supporting,
evalnating, and retaning quality ansteuctranal and support
personnel,

The principal fosters effective human resources nanagenent by

4. Organizational Management

The prinicipal fosters the success of all stindents by supporting,
nianagiug, and overseeing the shool’s organzation, operation,
and use of resources.

5. Communication and Community
Relationship

The principal fosters the success of all stndents by
conpmnrtaing and coflaborating effectivedy uath stakeholders,

6. Professionalism

The principal fosters the sicess of all students by
demonstrating professional standards and ethics, engaging m
contrusions professional learning, and contebuling fo the
profession

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: Principal’s TELL ]kentucky Working Conditions Goal

Target Question(s) from TELL Kentucky Results:

Following a review of TELL Kentucky results, the principal, in collaboradon with the superintendent, will identify
questions that signify areas of growth that the principal can address that will impact school culture and ultumately

student success.

Target Performance Standard:

The principal will connect the Target Questions to the appropriate Performance Standard, which becomes the Target
Performance Standard for the WC Growth Goal.

Working Conditions Growth Goal Statement:
The WC Growth Goal statement should be specific to the principal and should identify the specific growth that the
principal plans to accomphsh in the 2-year cycle of TELL Kentucky.

Working Conditions Growth Goal Rubric:
The rubric is established when setting the WC Growth Goal in collaboraton with the Superintendent. An

“Accomplished” result is the expected outcome from the goal. To achieve “Exemplary” the goal must be exceeded.



2) On-going R(Lﬂection: Complete this section at mid-year to 1denufy pllogress toward each Working Conditons

/ Professional Growth Goal

Principal Growth Goals-Review

(Describe goal progress and other relevant

data.)

Mid-year review conducted on

Initials: -
Principal’s Superintendent’s

*Available to evaluator if needed, but not required

Date Status of Growth Goal(s) - WC, PGP | Revisions / Modifications of Strategies ot Action

Plans

Administrator’s Signature:

Date:

Superintendent / Designee Signature:

Date:




FORMATIVE OBSERVATION & SUMMARY FORM

Date School

LNe pPHng

ﬁuitkﬂl-i;i_w UECe of all st _-;_'r.‘,np-:]t £ gq-ﬁy_ﬁiq- the dev HMENt  communic IIthE.III \
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The principal:

1.1

153

1.4
1.5

1.6

1.¥

1.8

1.9

1.10

1.13

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.

Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that
enhance teaching and lead to continuous school improvement.

Analyzes current academic achievement data and instructional strategies to make appropriate
educational decisions to improve classroom instruction and improve overall school effectiveness.

Demonstrates knowledge of research-based instructional best practices

Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction
to ensure effective delivery of the required curriculum.

Supports teachers to access resources (e.g,., time, fiscal, human) for the successful implementadon of
effective instructional strategies.

Monitors and evaluates the use of assessiment of and for learning (e.g., diagnostic, formative, summative
assessments) to inform instructional practces and to provide timely and accurate feedback to students
and parents.*

Works with school council to design and implement effective and efficient schedules that protect and
maximize instructional time.

Provides the instructional focus and creates the culture for continuous learning of all members of the
school community.

Supports professional learning and instructional practces that incorporate the use of mulaple sources of
data.

Participates, as appropriate, in professional learning alongside teachers when instructional strategies are
being taught for future implementadon.

Demonstrates the importance of professional growth by providing adequate time and resources for
teachers and staff to participate in professional leaming (i.c., peer observation, mentoring, coaching,
study groups, learning teams).

Evaluates the impact professional learning has on the staff / school improvement progress.

Schoaol C




The principal fosters the success of all students by developing, advocating, and sustaining an academically J'igotous,

positive, and safe school climate for all stakeholders.

The principal:

]
—_

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 relagonships with all stakeholders and maintain
positive school morale.

2.4 Promotes a culture of collaboration, trust and shared leadership.

25 Supports the staff through continuous improvement efforts.

2.6 Addresses bartiers to teacher and staff performance and provides posiuve working conditons to
encourage retention of highly effective personnel.

27 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.

29 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.

211 Maintains a positive, invitng 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.

Performance Standard 3: Fuman Resources Management

The prineipal fosters management by u!-iﬁﬂir - wi
supporting, evalu Tﬂ'ﬁtﬁﬂ'ﬁ ng quakiy Eisw ctional aad s\
The principal:
3.1 Actively participates in an effective and efficient selection process in consultation with the school
council.
32 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 inducton processes and informal procedures to support and
assist all new personnel.

34  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.



306 Properly implements thi teacher and staff effectiveness systems, supports the implort:mt role evaluanon
plays in teacher and staff learning, and evaluates performance of personnel using multiple dara sources.

37 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 cffective 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.

Performance Standard 4: Organizational

The prneipal fosters the succe ll students by supperting, managing, a:

nf resonrces.

The principal:

4.1 Demonstrates and communicates 1 working knowledge and understanding of Kentucky school laws and
regulations, and school / district policies and procedures.

4.2 LEstablishes, in collaboration with the school council, and enforces policies and procedures to ensure a
safe, sccure, 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 Identifics potential organizational, operational, ot resource-related problems and addresses them in a
tmely, consistent, and effective manner.

4.5 Reviews fiseal 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 dunies as applicable, resulting in an effective and efficient
workplace.

narpal fosters the suceess ofall st

The principal

5.1 Plans for and solicits staff, parent, and stakeholder input to promote ceffective decision-making and
communication when approprate.



5.3

5.4

5.5
5.6

5.7
5.8

59

Communicthcs the mission and shared vision, long-and short-term gnlmls, and the school improvement
plan to all stakcholders.

Disseminates information to staff, parents, and other stakeholders in a dmely manner through muldple
channels and sources.

Involves students, parents, staff and other stakcholders in a collaborative effort to establish positive
reladonships.

Maintains visibility and accessibility to students, parents, staff, and other stakeholdets.

Speaks and writes in an explicit and professional manner to students, parents, staff, and other
stakcholders.

Provides a variety of opportunities for parent and family involvement in school activites.

Collaborates and networks with colleagues and stakcholders to effectively utlize the resources and
expertise available in the local community.

Advocates for students and acts to influence local, district, and state decisions affecting student learning,

Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and
cultural context that affects schooling based on relevant evidence.

ssional standards and ethic

continuous professional les », and contributing to the profession.
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 Wortks 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 seudents, 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 suppott 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 leaming.

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.



Strengthl;:

Areas of Improvement:

Principal’s Signature:

Date:

Evaluator’s Signature:

Date:




PRINCIPAL SUMMATIVE PERFORMANCE REPORT

wilf)
Prncipal: Date: School:
Performance Standard 1: Instructional Leadership
Exemplary Accomplished Developing Ineffective
In addition to meeting Is the expected level of
the requirements for performance.
Accomplished... —r =
The principal actively and The principal fosters the The principal | The principal rarely

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.

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.

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

fosters the success of all
students by facilitating

the development,
communication,
implementation, or
evaluation of a shared
vision of teaching and
leaming that leads to .
student academic growth |
and school improvement. |

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.

success of all students by
developing, advocating, and
sustaining an academically
rigorous, positive, and safe
school climaie for all
stakeholders.

improvement.
COMMENTS:
Performance Standard 2: School Climate
Exemplary Accomplished Developing Ineffective
In addition to meeting Is the expected level of
the requirements for performance.
Accomplished... i
The principal seeks out new | The principal fosters the The principal The principal rarely

inconsistently promotes
the success of all
students by developing,
advocating, or sustaining
an academically
rigorous, positive, or
safe school climate for
all stakeholders.

promotes the success of
all students by
developing, advocating,
or sustaining an
academically rigorous,
positive, or safe school
climate for all
stakeholders.

COMMENTS:

Exemplary

Accomplished

Developing

Ineffective




| In addition to meeting | Is the expectEl level of

| the requirements for
Accomplished...

performance.

The principal consistently
demonstrales expertise in
human rescurces
management, which
results in a highly-
effective workforce (e.g.
high teacher and staff
efficacy, increased student
learning, teacher leaders).

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

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

COMMENTS:

Performance Standard 4: Organizational Management

demonstrating proactive
decision-making,
coordinating efficient
operations, and maximizing
available resources.

supporting, managing, and
overseeing the school’s

use of resources,

organization, operation, and

manages, or oversees the
school’s organization,
operation, or use of
resources.

Exemplary Accomplished Developing Ineffective

In addition to meeting | Is the expected level of
the requirements for performance. ‘
Accomplished... A |
The principal excels at The principal fosters the The principal The principal
organizational management, | success of all students by inconsistently supports, | inadequately supports,

manages, or oversees the |
school’s organization,
operation, or use of
resources.

COMMENTS:




Performance Standard 5: hommunication and Community Relations

In addition to meeting
the requirements for
Accomplished...

Is the expected level of
performance.

| Exemplary Accomplished Developing ‘ Ineffective

| In addition to meeting Is the expected level of !

| the requirements for performance. f

| Accomplished... | e A a8
The principal seeks and The principal fosters the The principal | The principal
effectively engages success of all students by inconsistently demonstrates inadequate
stakeholders in order to communicating and communicates and / or and / or detrimental
promote the success of all collaborating effectively infrequently communication or
students through productive | with stakeholders. collaborates with collaboration with
and frequent stakeholders. stakeholders,
communication.
COMMENTS:

Performance Standard 6: Professionalism
Exemplary Accomplished Developing Ineffective

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).

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 is
inconsistent in
demonsirating
professional standards,
engaging in continuous
professional learning, or
in contributing to the
profession.

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

COMMENTS:




| Summative Evaluation Sz-tmmliry

O Recommended for continued employment

O Recommended for placement on a Cotrective Action Plan (Onc ot more standards are incffective or two or
more standards are developing.)

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

Commendations:

Areas Noted for Improvement:

Overall Evaluation Summary

Overall Evaluation Summary Criteria

8 Exemplary O Accomplished 0 Developing O Ineffective

Agree

Disagree

Lvaluatee’s Signature: Date:

(Sipnature denotes reeeipt of the summatve evaluation, not necessarily agreement with the contents of the form.)

COMMENTS:

Superintendent / Designee Signature: Date:




Products of Practice / Other Sources of Evidence Checklist

¢ Documentation

¢ School Comprehensive Plan

e Discipline Reports

¢ Teacher and Student Attendance Reports
¢ Parent Communications

e SBDM Minutes

e Faculty Meeting Agendas and Minutes

¢ Department / Grade Level Agendas and Minutes

s PLC Agendas and Minutes

s Leadership Team Agendas and Minutes

e Instructional Round / Walk-through documentation

s Budgets

e EILA / Professional Learning experience documentation
e  Surveys

e Professional Organization memberships

¢ Parent / Community engagement surveys

s Parent / Community engagement events documentation
s School schedules

e Electronic correspondence

e Other




School Psychologists
FRAMEWORK

SELF-REFLECTION
PROFESSIONAL GROWTH PLAN
FORMATIVE EVALUATION FORM

SUMMATIVE EVALAUTION FORM



Framework for School Psychologists

[Double click the image helow]

KENTUCKY FRAMEWORK FOR
TEACHING

The Framework for Teaching is a research-based set of companents of instruction, akgned to the
INTASC stondards, and grounded in a constructivist view of leaming ond teaching. The complex activity
of teaching is divided into multiple standards clustered into four domains of teaching responsibitity:

1. Planning and Freparation

2. Clossroom Environment/ Environment
3. Instruction/ Delivery of Service

4. Professicnol Respansibilities

Choriotte Danielson

{Adap:ed for Kentucky Deportment of
Fdecatian)

intluding crossyalk documents connecting
tanational prefessienal organizations for
each caipzory of Gther Pitlessionals.

June 2015




Psychologist Self-Reflection

Directions: Completed by psychologist. Highlight a rating for each component and then type in the radonale box
to explain why you pave yourself the rating you did.

Psychologist: School Year:
_ Component: Self-Assessment: | Rationale:
141 - Demonstrating knowledge and skill in I D]|A]E
using psychological instruments 10 evaluate
students
/B - Demonstranng knowledge of child and 11 D] A|E
adolescent development and psychopathology
1C - Establishing goals for the psychology I 1D A E

program appropnate to the seting and the
students served

1D - Demonstrating knowledpe of state and I D] A =
federal regulanons and the resources hoth
withtn and beyvond the school and distnict
1E - Planning the psychology program I DjA|LE
mtegrated with the regular school program 1o
meet the needs of mdividual students and
including prevennion

1F - Developing # plan to evaluare the I D AR
psychology program

24 - Establishing rapport with stadents P D[ AfE
2B - Establishing a culture for posinve mental 1D A]|E
health throughout the school

2C - Establishing and mantaming clear I 1D A]E
procedures for referrals

2D - Establishung standards of conduct m the I | D|A|E
1esting center

2E - Orgamaing physical space for resting the I [ D|A|E
students and storage of maerals

341 - Respondmg to referrals consulting with I | D|A|E

teachers and administrators
3B - Evaluanng student needs and compliance I | DA E
with national Assocition of school
psychologists NASP puidelines

3C - Chairing evaluation team P D A|E
3D - Planming interventions to maximize ! D V| E
student’s likelihood of success

3E - Muntatning contact with physicians and 1D A]E

communiry mental health service providers
3F - Demonstrating flexibilin and
responsiveness

4A - Refleching on pracuce

48 - Communicating with families

4C - Muntaining accurate records

4D - Participating 1n a professional communiry
45 - Engaging in professional development
4F - Showing professionalism

C|o|C|C|C|T
o | | |
ezl k] kex] fex ] bl H 3




| Professional Growt‘i Plan

Directions: \fier complening the Self- reflection tool and 1denufying your professtonal area(s) af growth, wnte your Professional Growth
Geoal (PGG} and the Domam ndicator with which it abgns. {f mare than one goal 15 required by your district, complete additional forms.

Psychologist: School Year:

Professional Growth Goal

1

i |

Component

Principal’s Feedback

individual Growth Plan Development

Evaluatee Date Evaluator Date

Individual Growth Plan (Achieved, Revised, Continued)

Evaluatee Date Evaluator Date



PSYCHOLOGIST FORAIA TIVE EVALUATION FORM

Directions: Highlight a rating for each component and then match evidence from your observation notes to
explain the rating for each component.

School Psychologist: Duate:

Component: : Evidence:
1A - Demonstrating knowledge and skill in
using psychological instruments to
evaluate students
1B - Demonstrating knowledge of child
and adolescent development and
psychopathology
1C - Establishing goals for the psychology
program appropriate to the setting and
the studenls served
1D - Demonstrating knowledge of state
and federal regulations and the resources
both within and beyond the school and
district
IE - Planning the psychology program
integrated with the regular school
program to meet the needs of individual
students and including prevention
IF - Developing a plan to evaluate the
psychology program |
2A - Establishing rapport with students |
28 - Establishing a culture for positive
menial health throughout the school
2C - Establishing and mainiaining clear
procedures for referrals
2D - Establishing stondards of conduct in
the testing center
2E - Organizing physical space for testing
the students and siorage of materials
3A - Responding to referrals consulting with
teachers and administrators
3B - Evailuating student needs and
compliance with national Association of
school psychologists  NASP guidelines
3C - Chairing evaluation team
3D - Planning interventions to maximize
student’s likelihood of success
3E - Maintaining contact with physicians
and community mental health service
providers
3F - Demonstrating flexibility and
responsiveness
4A - Reflecting on practice
4B - Communicating with families
4C - Maintaining accurate records




Component:

Evidence:

4D - Participating in a professional
community

4E - Engaging in professional development

4F - Showing professicnalism

Psychologist’s Signature Date

Evaluator’s Signature Date




PS Y(':H OLOGIST SUMMATIVE EVALUATI OI‘[( FORM

Directions: ighlight a rating for cach component and then match evidence from your observauon notes to explain the ranng for cach
component.

Psychologist: School:
Evaluator: Date:
Component: Rating: } Evidence: |
1.4 - Demonstrating knowledge and skill in DA E
using psychological instruments to evaluate
students
/B - Demonstrating knowledge of child and [|D]AE
adolescent development and psvchopathology
1C - Establishing goals for the psychology [|D]AE
program appropnate to the setting and the
students served
1D - Demonstrating knowledge of state and L {D|A|E
federal regulations and the resources hoth
within and bevond the school and district
1E - Planning the psychology program 1 1D]A|E
mrtegrated with the regular school program to
mect the needs of individual students and
mcluding prevention
1F - Developing a plan to evaluate the I | DIA|E
psychology program
241 - Establishing rapport with students I11D[A]E
2B - Establishing a culture for positive mental I D|AE
health throughout the school
2C - Establishing and maintaining clear I1{D|A|E
procedures for referrals
2D - Establishing standards of conduct in the I D]JAE
testng center
2E - Organtzing physical space for testing the I D|AVE
students and storage of marenals
341 - Responding to referrals consulting with I {D|AJE
teachers and administrators
3B - Evaluating student needs and compliance I [D|A|E
with nattonal Association of school
psvchologists NASP puidehnes
3C - Chainng evaluation team IIDJAJE
3D - Planning interventons to masimize T{DJ|A]E
student’s hkelihood of success
3E - Maintaning conract with physictins and 1 DIAIE
community mental health service providers
3F - Demonstrating flexibility and
reSpoNsIvencss |
41 - Reflecting on pracuce 1 IDJALE |
+B - Communicating with families I1DIAE |
+C - Mantatning accurate records I |DIATVE |
4D - Participating in a professional community I | DIALE
+E - Engaping in professional development I D]AJE
4F - Showing professionalism L D|AJE

To be signed after all information above bas been completed and discussed:



Evaluatee: Agree with this summative evaluation

Disagree with this summative evaluation

Evaluatee shall be given the opportunity to attach a written response to the summative evaluation.

Opportunitics for appeal process at both the local and state levels are a part of the Floyd County Certified School

Personnel Evaluaton Man.

Any rating in the "does not meet” column requires the development of an Individual Corrective Action Plan.

Employment Recommendation to Superintendent

Recommends for re-employment

Daes not recommend for re-employment

Psychologist Signaturc*: Dage:

Evaluator Signature: Drane:

* Denotes shartng of resnlts, wot necessartly agreement with the rating.



feocher {includes Home Instruction & Special Education
lfinerant, etc.)

FRAMEWORK

REFLECTIVE PRACTICE & PROFESSIONAL
GROWTH PLANNING TEMPLATE

PRE-OBSERVATION FORM
OBSERVATION FORM

POST-OBSERVATION/SEMESTER PERFORMANCE
FORM

SUMMATIVE FORM



Fttamework for Teachers

[Double chek the image below]

FRAMEWORK FOR TEACHING

The framework for Yeaching is o research-bosed set of companents of instruction, airgned to the
INTASC standards, and grounded ir a constructivst view of learning and teaching. The comglex activity
of teaching 15 avided into multiple standerds clustered info four domains of tecching responsibility:

1. Planning ond Preparation

2. Classroom Enviranment

3. Instruction

4. Professional Responsthiltbies

It is important to reclize that this Framework fokes into account the Kentucky Teacher Stardards, the
Kentucky Boord of Education’s Program: of Studies, Kentucky Accdernic Standords, and the Kertucky
Depertment of Educotion’s Choractenstics of Highly Effective Teaching and Learning.

Crarlotiz Don.eiscn

of Kertwehy Depontmerit of

November 2017




Teacher Reflective Practice & Professional Growth Planning Template
Teacher / EPSB ID#

School

Grade Level / Subject(s)

Component: Self-Assessment: Rationale:
1A - Demonstrating Knowledge of Content and Pedagogy FIDIALE
1B - Demonstranng Knowledge of Smdents i DI MAN|E
1C - Selecung Instructional Outcomes i D|lA]E
113 - Demonstranng Knowledge of Resources I D|A|E
1E - Designing Coherent Instruction I DI AN E
1F - Designing Student Assessment [ DJlA]E
27 - Creating an Environment of Respect and Rapport I D|A]|E
2B - Establishing a Culture for Leamning [ DJlAJ|E
2C - Managing Classroam Procedures | D1V E
2D - AManaging Student Behavior [ DIXMN]|E
2F - Organizing Physical Space 1 DA E
3A - Communicanng with Students i DI A]|E
3B - Using Questioning and scussion Techniques 1 DA E
3C - Engaging Students m Learning i Dl A E
3D - Using Assessment i Instruction i | A B
3E - Demonstranng Flexibihiy and Responsiveness L DI A]E
4.3 - Reflecting on Teaching H DA E
4B - Mamtaming Accurate Records I | D \ | E
4C - Commumcanng with Families I{ D1 ALE
4D - Partcipating in a Professional Community I D|A)|E
4L - Growing and Developmg Professionally | D A T E
4F - Demonstranng Professionalism 1 D vV E




Part A: Initial Re}lection - Establishing Priority Growth Needs

Component; Select a component from those circled for

Domain: Circle Professional Growth Pronity focused professional growth goal
Components development (Part B):

Planning & Preparation 1A | 1B 1C 1D | IE iF

The Classroom Environment 27 1 2B | 2C | 2D | 2E

Instruction 37 |3B | 3C | 3D | 3E

Professional Responsibilines 47 [ 4B | 4C | 4D | 4E | 4F

Current Overall Level of Performance: I D A E

Part B: Connecting Priority Growth Needs to Professional Growth Planning

Professional Growth Goal:

s What do | want to change about my practices that
will effectively impact student learning?

* How can ! develop a plan of action to address my
professional learning?

s How will | know if | accomplished my objective?

Action Plan

Professional Learning Resources / Support

Targeted Completion Date

Measures of Goal Attainment {Tools /

Instruments):

Demonstrable:
Identify the documentation intended to demonstrate your professional growth.

o Arifacts O Self Assessment

o Ongoing Self-Reflection

g Cemificate of Completion 0 Teaming with Colleague

0 Observation Data

o Other: (please speafy)

Teacher Signature:

Date:

Administrator Signature:

Date:




Part d:

On-going Reflection - Progress Toward Proﬁzssz’omJl Growth Goal

Date: Status of Professional Growth Goal: Revisions / Modifications:
Part D: Summative Reflection - Level of Attainment for Professional Growth Goal

Date: End of Year Reflection:

Next Steps:

Connection to Framework for Teaching:

4+ = Reflectng on Teaching

4E — Growing and Developing Professionally I D A E

Teacher Signature:

Date:

Administrator Signature:

Dhate:




PRE-OBSERVATION DOCUMENT

Preconference (Planning Conference)

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 1n groups,
or individually, or as a large group? Provide any materials
that the students wiil 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 learming target(s)?

Is there anything that you would like.me to specifically
observe during the lesson?

" Denotes sharug of resills, not necessarly agreensent with the rating,

Teacher Signature®™®: Datc:

Administrator Signature: Date:




OBSERVATION FORM

Teacher Name: Physical Classroom Layout:

Date:
Beginning / Ending Time:
Number of Students:

Other General Information:

#*Note: Available 1o evaluator for scripting if needed but not required.

Actions and Statements
Time | Component / Questions by Teacher | Evidence
and Students

2A- Creating an
Environment of
Respect and Rapport

2B- Establishing a

Culture for Learning

2C- Managing

Classroom Procedures

2D- Managing
Student Behavior

2E- Organizing
Physical Space




Time

1
|

Component

Actions and Statements
/ Questions by Teacher
and Students

Evidence

—

3A- Communicating
with Students

3B- Using
Questioning and
Discussion

TFechniques

3C- Engaging

Students in Learning

3D- Using
Assessment in

Instruction

3E- Demonstrating
Flexibility and

Responsiveness




|

POST-OBSERVATION / Semester Performance Form

Teacher / EPSB ID#

School / Grade Level / Subject(s)

Observer / Date of Conference

Fsflect on the lesson that was olsserved using the foliowing guiding guesiions to focns your reflections:

In general, how successful was the lesson? Did the students
achieve the learning rargets? 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 arnfacts

assisted you in making your determination for question one?

To what extent did classroom procedures, student conduct,

and physical space contrbute to or hinder student leaming?

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 nexr step(s) in your professional
growth for addressing the needs you have identified through
personal reflection?

Lvaluater’s Formative Observation Rating:

[ Domain 2; The Classroom
Domain 1: Planning & Preparation Rating I ; Rating
! Environment
A. Demonstrating Knowledge of 1N LA Creanng an Environment of N
' I | D{ALE DlAE
Content and Pedagogy A | Respecr and Rapport A
B. Demonsirating Knowledge of .| N | B. Establishing & Culrure for N
LIDIAE . DIA|E
Studenrs A | Leaming A
N | C. Managing Classroom | N
C. Seleenng Instrucnonal Quicomes FiDIAE DiAE
. A | Procedures )
D. Demonstrating Knowledge of N . . N
DA TE D. Managing Student Behavior DIAJE
Resources A A
N
E. Designing Coherent [nstrucuon DA Ef NA | E. Orgamzing Physical Space D{AE ]
I~ Desigrung Srudent Assessment I Dp A E] NA




|
Dgmain 2: The Classroom

Domain 1: Planning & Preparation Rating Ratin
E b Environment B
**Note *Note
D in % Insteucti Rati Domain 4: Professional Rati
omain 3: Instruction atin ting
& Responsibilities
A Commumcanng with Students A E] NA | A Refleeung on Teaching DIAIE
B. Using Quesboning and Discussion _
» M E] NA B Aanruning Accurate Records \| E
l'echniques
C. Engaging Students in Learming v\ E| NA | C Communicanng with Families V| E
. ; : n D. Parucipating in a Professional
D. Using Assessment in Instruction Al Ep NA V| E
Commumity
L. Demonstranng Flexibility and il s E. Growing and Developing v &
Responsiveness - | Professionally )
F. Demonstrating Professionalism AR
**Note **Note




Domain 2: The Classtoom

Domain 1: Planning & Prepatation Ratin, Ratin
& P g Environment 8

Teacher Signature*®: Daie:

Administrator Signature: Date:

*Denotes sharing of resulls, not necessarily agreement with the rating.

**& Ay rating of I = Ineffective or D — Developing tn a given standard should include supporting notes under the standard




TEACHER SUMMATIVE EVALUATION

Teacher Date

School Administrator

I - Ineffective D - Developing A - Accomplished I: - Exemplary

‘Domain 1: Planning and Preparation

A: Knowledge of Content and Pedagogy

B: Demonstrating Knowledge of Students

C: Setnng Instructional Outcomes

D: Demonstrating Knowledge of Resources

bt

=: Designing Coherent Instruction

. Designing Student Assessments

Overall

Ol B O O O O ©

o @ o | m |

Domain 2: The Classroom Environment

A: Creating an Environment of Respect and Rapport

B: Establishing a Culture for Learning

C: Managing Classroom Procedures

D: Managing Student Behavior

IZ: Organizing Physical Space

o O 9 O ° ©

m o om | omom

‘Domain 3: Instruction

Overall

A Communicating with Students

B: Using Questioning and Discusston Techniques

C. Engaging Students in Learning

I>: Using Assessment in Instruction

L Demonstratng Flexibility

Overall

Ol o O B © v

e3d I eo ] B e o] I o] I =1 I s |




TEACHER SUMM_AT“"E EVALUATION
Page 2

D 4: Professional Res

: Rcﬂecdg on Tc1ng

D
B: Maintaining Accurate Records D A B
C: Communicating with Families D A B
D: Participating in a Professional Community D A B!
E: Growing and Developing Professionally D A E
I*: Showing Professionalism D A 0
Overall D E




Evaluatee's corrlments:

Evaluator's comments:

To be signed after all information above has been completed and discussed:

Evaluatee: Agree with this summative evaluadon

Disagree with this summauve evaluaton

Evaluatee shall be given the opportunity to attach a written response to the summative evaluation.

Opportunities for appeal process at both the local and state levels are a part of the Floyd County Certfied School Personnel

Evaluaton Plan.

Any rating in the “ineffective” Domain or overall requires the development of an Individual Correcuve Action Plan.,

Employment Recommendation to Superintendent

Recommends for re-employment

Doces not recommend for re-employment

Overall Summary

| = Ineffective D — Developing A = Accomphshed b - Exemplary
Teacher Signature®: | Date:
|
Evaluator Stgnature: | Date:

* Denotes sharing of results, wol necessunly agreensent with the ratiug,



Additional Evidence to Support Assessment of Professional Practice May Include But Not
Limited To:

— Team-developed curriculum units

— Lesson plans

— Communication logs

— Timely, targeted feedback from mini or informal observations
— Student data

— Student work samples

— Student formative and / or summative course evaluations / feedback
— Minutes from PLCs

— Teacher interviews

— Parent engagement surveys

— Records of student attendance

— Records of teacher attendance

— Video lessons

— Professional development certificates / agendas

— EWALKS

— Other evidence as determined by principal



Therapeutic Specialist (Speech Language Pathologists)

FRAMEWORK
SELF-REFLECTION
PROFESSIONAL GROWTH PLAN
FORMATIVE EVALUATION FORM

SUMMATIVE EVALAUTION FORM



| Framework for Therapeutic Specialists

{Double click the image below|

KENTUCKY FRAMEWORK FOR
TEACHING

The Fromework for Teaching is o research-based set of components of instruction, aligned to the
INTASC standords, and grounded in o constructivist view of learning and teaching. The complex activity
of teaching is divided into multiple stondards clustered into four domains of teaching responsibifity:

1. Planning ond Freparotion

2. Classroom Environment/ Envirenment
3. instruction/ Delrvery of Service

4. Professional Responsibilities

Charlotie Donielson

{Adapted for Kentuthy Deportmant of
Education)

inciecing crosswalk documents connacting
to ratiaral professional organizaticns for
each c2tezory of Other Professionals

June 2015




Speech Language Pathologist SelﬁReﬂection

Directions: Completed by therapeutic specialist. Highlight a ratng for cach component and then type in the rationale box to explatn why
you gave yourself the ranng you did.

Specch Pathologist: Date: School:

Component: Self-Asgessment: | Rationale:

1A - Demonstrating knowledge and skill in the specialist therapy arca I |D| A E

holdmg the relevant ceruficate or hicense

IB - Establishung goals fot the therapy program appropriae to the I 1D A =

setng and the students served

1C - Demonstrating knowledge of Dhstnet state and federal regulations I | D] A E

and puidelines

ID - Demonstrating knowledge of resources both within and beyond 1 D} A E

the school and district

IE - Planning the therapy program ntegrated with the regular school | Dy [ GE

program to meet the needs of individual students

IF - Developing a plan to eviluate the therapy program I (DA | E
2A - Estabhshing rapport wirth students P (DA E
2B - Organizing nme cffecnvely I (D A | E
2C - Establishing and maintaining clear procedures for refernals I (D A E
2D - Estabhshing standards of conduct in the treatment center P ID| A E
2E - Organizing physical space for testing of students and providing P |D| A | E
thenpy

JA - Responding to referrals and evaluanng student needs D]l AE
3B - Developing and ymplementing treatment plans to maximize 1 |D| A} E

student s success

3C - Communicating with familics I D] A I




. i Component: Silf-A.a_sessml_:nt: | Rationale:

3D - Collecnng information; writing reports I 1D A | E .

3E - Demonsirating flexibility and responsiveness I |DiA|E

4A - Reflecting on practice L [D|A]E

4B - Collaborating with teachers and administrators I D] A | E

4C - Mainraining an cffective data management system I D] A | E

4D - Participating in a professional community 1 |D|A|E

4E - Engaging in professional development 1Dl ALE

4F - Showing professionalism including infegnty advocacy and 1 1D} A B

maintuning confidenualiry




Professional Growth Plan

Directions: After complening the Self - reflection tool und 1dentfying your professional area(s) of growth, write your Professional Growth
Goal (PGG] and the Domuin indicator with which ir abgns. If more than one goal is needed, complete additional forms,

Speech Pathologist: Date:
Schaool:

Professional Growth Goal

Component

Principal’s Feedback

Individual Growth Plan Development

Evaluatee Date Evaluator Date

Individual Growth Plan (Achieved, Revised, Continued)

Evaluatee Date Evaluator Date



SPEECH LANGUA Gl’i' PATHOLOGIST FORMATIVE EVALUATION
FORM

Directions: [ighlighr 4 rating for each component and then march evidence from vour observation notes to explain the
cating for each component.

Speech Pathologist: School:

Component: Evidence:

14 - Demonstrating knowledge and skill in the specialist

therapy area holding the relevant certificate or license

1B - Establishing goals for the therapy program

appropriate to the setting and the srudents served

1C - Demonstrating knowledge of District state and

federal regulanons and gwidchnes

1D - Demonstrating knowledge of resources both within

and beyond the school and distret

1E - Planning the therapy program integrated with the
regular school program to meet the needs  of individual

students

1F - Developing a plan to evaluate the therapy program

2A - Estblishing rapport with students

28 - Organizing time cffectively

2C - Establishing and maintaining clear procedures for

referrals

2D - Establishing standards of conduct in the treatment

center

2E - Organizing physical space for tesnng of students
and providing therapy




|
Comhponent:

|
Evi{ience:

34 - Responding to referrals and evaluatng student
needs

3B - Developing and implementing treatment plans to

maxtmize student s success

3C - Commumicatng with families

3D - Collecnng information; writing reports

3E - Demonstrating flextbility and responsiveness

4A - Reflecting on practice

48 - Collaborating with teachers and administrators

4C - Mauntamng an effecitve data management system

4D - Parncipating in a professional community

4E - Engaging in professional development

4F - Showing professionalism including insegnry

advocacy and mamtaning confidenuality

Speech Pathologist Signature Evalautor’s Signature

Drate




SI}EECH LANGUAGE PATHOLOGIST SUMMA TA/E EVALUATION FORM

Directions: Highlight a tanng for cach component and then march evidence from your observanon notes to explun the

rating for each component.

Speech Pathologist: School:
Evaluator: Date:
Component; Rating: Evidence:
1A - Demonstraning knowledge and skill in the specialist therapy D A L
area holding the relevant ceruficate or license
1B - Establishing poals for the therapy program appropriate to the D 50 &
setting and the students served
1C - Demonstrating knowledge of District state and federal D A E
regulations and guidelines
1D - Demonstrating knowledge of resources both wathin and D e E
bevond the school and diserict i
1E - Planning the therapy program integrated with the regular D A =
schoal program to meet the needs of individual students
i
IF - Developing a plan to evaluate the therapy program D A L
2A - Establishing rappori with students D A =
2B - Organizing time effecuvely D A E
2C - Lstablishing and matntaining clear proceduses for referrals D A E
2D - Establishing standards of conducr in the treatment center D &) I
2E - Organizing physical space for testing of students and D A I
providing therapy
3A - Responding to referrals and evaluating student nceds D 5 B
3B - Developing und implementing treatment plans to maximize D A E
student s success




Component: | Rating: Evidence:

3C - Communicating witl.l families 1 D A E
3D - Collecting information; writing reports I D A IE
3E - Demonstrating flexibility and responsiveness I D A E
4A - Reflecting on practice 1 D A E
4B - Collaborating with teachers and administrators I D A E
4C - Maintaining an effective data management system 1 D A E
4D - Participating in a professional community 1 D A E
4E - Engaging in professional development I D A E
4F - Showing professionalism including integrity advocacy and 1 D L% E
maintaining confidentiality

To be signed after all information above has been completed and discussed:
Evaluatee: Agree with this summatve evaluation
Disagree with this summatve evaluaton

Evaluatee shall be given the opportunity to attach a written response to the summative evaluation.

Opportunities for appeal process at both the local and state levels are a part of the Floyd County

Certified School Personnel Evaluation Plan.

Any rating in the "does not meet" column requires the development of an Individual Corrective Action

Plan.

Employment Recommendation to Superintendent

— Recommends for re-employment

Does not recommend for re-employment

Speech Therapist Signature®: Dae:

Evaluator Signature: Daie:

¥ Denotes sharing of results, naf wecessarily agreement with ihe rating,



CERTIFIED IND‘VIDU.\_L CORRECTIVE ACTION PLAN

Teacher / EPSB ID#

School / Grade Level / Subject(s)

Observer / Date of Conference

Summative Evaluation.

The Individual Corrective Action Plan is developed when an evaluatee receives an “fueffective” rating(s) on the

Procedures and
Present Growth Objective Activities for
] L / Goal(g) Achieving Goals | Appraisal Method
IR Sty 4 . and Objectives and Target Dates
Stage (Describe desired 8
outcomes) (including support
personnel)

Support from
administrator /
other '
Evaluatee’s Comments:
Administrator’s Comments:
Evaluatee’s Signature: Date:
Administrator Signature: Date:

32



