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Introduction 
Jessamine County Schools accept and support the five core foundational principles developed by The National Board for 
Professional Teaching Standards. These principles seek to define what teachers should know and be able to do.  
 
Teachers Are Committed To Students and Their Learning 
Jessamine County teachers are dedicated to making knowledge accessible to all students.  They act on the belief that all 
students can learn.  They treat students equitably, recognizing the individual differences that distinguish their students 
one from another and taking account of these differences in their practice.  They adjust their practice as appropriate, 
based on observation and knowledge of their students’ interests, abilities, skills, knowledge, family circumstances and 
peer relationships. 
 
Accomplished teachers understand how students develop and learn.  They incorporate the prevailing theories of 
cognition and intelligence in their practice.  They are aware of the influence of context and culture on behavior.  They 
develop students’ cognitive capacity and their respect for learning.  Equally important, they foster students’ self-esteem, 
motivation, character, civic responsibility and their respect for individual, cultural, religious and racial differences. 
 
Teachers Know the Subjects They Teach and How to Teach Those Subjects to Students 
Jessamine County teachers have a rich understanding of the subject(s) they teach and appreciate how knowledge in 
their subject is created, organized, linked to other disciplines and applies to real-word settings.  While faithfully 
representing the collective wisdom of our culture and upholding the value of disciplinary knowledge, they also develop 
the critical and analytical capacities of their students. 
 
Accomplished teachers command specialized knowledge of how to convey and reveal subject matter to students.  They 
are aware of the preconceptions and background knowledge that students typically bring to each subject and of 
strategies and instructional materials that can be of assistance.  They understand where difficulties are likely to arise and 
modify their practice accordingly.  Their instructional repertoire allows them to create multiple paths to the subjects 
they teach, and they are adept at teaching students how to pose and solve their own problems. 
 
Teachers Are Responsible For Managing and Monitoring Student Learning 
Jessamine County teachers create, enrich, maintain, and alter instructional settings to capture and sustain the interest of 
their students and to make the most effective use of time.  They also are adept at engaging students and adults to assist 
their teaching and at enlisting their colleagues’ knowledge and expertise to complement their own. 
 
Accomplished teachers command a range of generic instructional techniques, know when each is appropriate, and can 
implement them as needed.  They are as aware of ineffectual or damaging practice as they are devoted to elegant 
practice. 
 
They know how to engage groups of students to ensure a disciplined learning environment, and how to organize 
instruction to allow the schools’ goals for students to be met.  They are adept at setting norms for social interaction 
among students and between students and teachers.  They understand how to motivate students to learn and how to 
maintain their interest even in the face of temporary failure. 
Jessamine County teachers can assess the progress of individual students as well as that of the class as a whole.  They 
employ multiple methods for measuring student growth and understanding and can clearly explain student performance 
to parents. 
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Teachers Think Systematically About Their Practice and Learn From Experience 
Jessamine County teachers are models of an educated person, exemplifying the virtues they seek to inspire in students - 
curiosity, tolerance, honesty, fairness, respect for diversity and appreciation of cultural differences - and the capacities 
that are prerequisites for intellectual growth: the ability to reason and take multiple perspectives to be creative and take 
risks, and to adopt an experimental and problem solving orientation. 
 
Accomplished teachers draw on their knowledge of human development, subject matter and instruction, and their 
understanding of their students to make principled judgments about sound practice.  Their decisions are not only 
grounded in the literature, but also in their experience.  They engage in lifelong learning, which they seek to encourage 
in their students. 
Striving to strengthen their teaching, Board certified teachers critically examine their practice, seek to expand their 
repertoire, deepen their knowledge, sharpen their judgment and adapt their teaching to new findings, ideas and 
theories. 
 
Teachers Are Members of Learning Communities 
Jessamine County teachers contribute to the effectiveness of the school by working collaboratively with other 
professionals on instructional policy, curriculum development and staff development.  They can evaluate school 
progress and the allocation of school resources in light of their understanding of state and local educational objectives.  
They are knowledgeable about specialized school and community resources that can be engaged for their students’ 
benefit, and are skilled at employing such resources as needed. 
 
Accomplished teachers find ways to work collaboratively and creatively with parents, engaging them productively in the 
work of the school. 
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TEACHER EVALUATION 
Beliefs: 
 

1. The purpose of evaluation is to promote professional growth, teacher effectiveness, and accountability. 
2. Evaluation should be directly linked to student performance. 
3. The evaluation process and instruments are tools for professional growth. 
4. Evaluation should be an inviting, collegial, and positive process. 
5. Teachers should be given full and complete information about the expectations for evaluation, the process for 

evaluation, and evaluation instruments to be used. 
6. Evaluation should be conducted in an inviting, risk-free environment to enable teachers to gain the full benefits 

of the process. 
7. The process of evaluation should be multidimensional. 
8. Teacher evaluation is a process for renewal, self-reflection, and continuous progress. 

 
Code of Ethics 704 KAR 20:680  
            In 1990, the General Assembly of the Commonwealth of Kentucky enacted landmark legislation for education 
reform throughout the state. As the Kentucky Education Reform Act is implemented across the state, the Education 
Professional Standards Board calls Kentucky’s educators to reaffirm their commitment to the highest ethical standards. 
In recognizing the magnitude of our responsibility to learners and to society, we offer this Code of Ethics, which reflects 
and promotes the aspirations of our profession.  
Section 1. Certified personnel in the Commonwealth:  

1. Shall strive toward excellence, recognize the importance of the pursuit of truth, nurture democratic citizenship, 
and safeguard the freedom to learn and to teach;  

2. Shall believe in the worth and dignity of each human being and in educational opportunities for all;  
3. Shall strive to uphold the responsibilities of the education profession, including the following obligations to 

students, to parents, and to the education profession:  
 
To Students  

• Shall provide students with professional education services in a non-discriminatory manner and in consonance 
with accepted best practice known to the educator.  

• Shall respect the constitutional rights of all students.  
• Shall take reasonable measures to protect the health, safety, and emotional well being of students.  
• Shall not use professional relationships or authority with students for personal advantage.  
• Shall keep in confidence information about students, which has been obtained in the course of professional 

service, unless disclosure serves professional purposes or is required by law.  
• Shall not knowingly make false or malicious statements about students or colleagues.  
• Shall refrain from subjecting students to embarrassment or disparagement  
• Shall not engage in any sexually related behavior with a student with or without consent, but shall maintain a 

professional approach with students. Sexually related behavior shall include such behaviors as sexual jokes; 
sexual remarks; sexual kidding or teasing; sexual innuendo; pressure for dates or sexual favors; inappropriate 
physical touching, kissing, or grabbing; rape; threats or physical harm; and sexual assault.  
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To Parents  
• Shall make reasonable effort to communicate to parents, information which should be revealed in the interest 

of the student.  
• Shall endeavor to understand community cultures and diverse home environments of students.  
• Shall not knowingly distort or misrepresent facts concerning educational issues.  
• Shall distinguish between personal views and the views of the employing educational agency.  
• Shall not interfere in the exercise of political and citizenship rights and responsibilities of others.  
• Shall not use institutional privileges for private gain, for the promotion of political candidates, or for partisan 

political activities.  
• Shall not accept gratuities, gifts, or favors that might impair or appear to impair professional judgment, and shall 

not offer any of these to obtain special advantage.  
 
To Education Professionals 

• Shall exemplify behaviors, which maintain the dignity and integrity of the profession.  
• Shall afford just and equitable treatment to all members of the profession in the exercise of their professional 

rights and responsibilities.  
• Shall keep in confidence information acquired about colleagues in the course of employment, unless disclosure 

serves professional purposes or is required by law.  
• Shall not use coercive means or give special treatment in order to influence professional decisions.  
• Shall apply for, accept offer, or assign a position or responsibility only on the basis of professional preparation 

and legal qualifications.  
• Shall not knowingly falsify or misrepresent records of facts relating to the educator’s own qualifications or those 

of other professionals.  
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CERTIFIED PERSONNEL EVALUATION COMMITTEE 
 
As required by 704 KAR 3:345, Jessamine County Schools has established an evaluation committee consisting of equal 
numbers of teachers and administrators to develop evaluation procedures and forms for certified positions below the 
level of the district superintendent.  (The superintendent’s evaluation process is developed and adopted by the local 
board of education.)  This committee makes recommendations about the district evaluation plan and presents those 
recommendations to the local board for its consideration and approval.  Members of the 2015 Certified Personnel 
Evaluation Committee are: 
 
Charlanne Pook, Secondary Principal    Denise Waggoner, Teacher, Red Oak Elementary 
Sara Crum, Elementary Curriculum Resource Administrator Alesia Sallee, Teacher, West Jessamine Middle 
Maurice Chappell, Director of Implementation & Innovation Ashley Gray, Teacher, East Jessamine High  
 
The district contact people responsible for the monitoring, training, and implementation of the evaluation plan are 
Maurice Chappell, Director of Implementation and Innovation and Val Gallutia, Chief Operations Officer.  Mr. Chappell 
may be reached by email (maurice.chappell@jessamine.kyschools.us) or by phone at (859) 885n 4179, ext. 3026. Mr. 
Gallutia may be reached by e-mail (val.gallutia@jessamine.kyschools.us) or by phone at (859) 885-4179, ext. 3502. 
 
In addition, KRS 156.557 requires local school districts to incorporate written guidelines to follow in the development, 
implementation, and revision of the evaluation system.  These guidelines, as detailed in this employee handbook, 
require the following: 
 
1. All evaluations of certified employees below the level of the district superintendent shall be in writing on evaluation 

forms and under evaluation procedures developed by the Certified Personnel Evaluation Committee; 
2. The immediate supervisor of the certified school employee shall be designated as the primary evaluator.  At the 

request of a teacher, observations by other teachers trained in the teacher’s content area or curriculum content 
specialists may be incorporated into the formative process for evaluating teachers; 

3. All monitoring or observation of performance of a certified school employee shall be conducted openly and with full 
knowledge of the employee; 

4. Evaluators shall be trained, tested, and approved in accordance with administrative regulations adopted by the 
Kentucky Board of Education in the proper techniques for effectively evaluating certified school employees and in 
the use of the school district evaluation system; 

5. The evaluation system shall include a plan whereby the person evaluated is given assistance for professional growth 
as a teacher or administrator.  The system shall also specify the processes to be used when corrective actions are 
necessary in relation to the performance of one’s assignment. 

 
Each year, the Certified Personnel Evaluation Committee will prepare a handbook like this one for each certified 
employee.  The building principals, or, in the case of district employees the superintendent, will explain and discuss the 
certified evaluation process with all certified personnel no later than the end of the first month of reporting for 
employment for each school year. 

  

mailto:maurice.chappell@jessamine.kyschools.us
mailto:val.gallutia@jessamine.kyschools.us


Back to TOC                                                                         2015-16 Jessamine County Certified Evaluation Plan 
9 

PROFESSIONAL GROWTH AND EFFECTIVENESS SYSTEM – Certified Teacher 
Effective teaching and school leadership depend on clear standards and expectations, reliable feedback, and the tools, 
resources and support for professional growth and continuous improvement.  The Kentucky Department of Education, 
with the guidance and oversight of various steering committees, has designed, developed, field tested and piloted a new 
statewide Professional Growth and Effectiveness System (PGES). 
 
Kentucky embarked on a comprehensive system of education reform integrating:  

• relevant and rigorous standards  
• aligned and meaningful assessments  
• highly effective teaching and school leadership  
• data to inform instruction and policy decisions  
• innovation  
• school improvement  

All are critical elements of student success, but it is effective teaching supported by effective leadership that will ensure 
all Kentucky students are successful and graduate from high school college/career-ready.  
 
The PGES is designed to measure teacher and leader effectiveness and serve as a catalyst for professional growth and 
continuous improvement, and is a key requirement of Kentucky’s Elementary and Secondary Education Act (ESEA) 
flexibility waiver and the state’s Race to the Top grant. 
 
Professional Growth and Effectiveness System – Certified Teacher 
The vision for the Professional Growth and Effectiveness System (PGES) is to have every student taught by an effective 
teacher and every school led by an effective leader.  The goal is to create a fair and equitable system to measure teacher 
and leader effectiveness and act as a catalyst for professional growth.   
 
Professional Growth and Effectiveness System – Kentucky Teacher Internship Program (KTIP) 
Teachers participating in the KTIP program will complete the Education Professional Standards Board (EPSB) approved 
PGES aligned program. 
 
Roles and Definitions  

1. Artifact: A product of a certified school personnel’s work that demonstrates knowledge and skills. 
2. Assistant Principal: A certified school personnel who devotes the majority of employed time in the role of 

assistant principal, for which administrative certification is required by EPSB. 
3. Certified Administrator:  A certified school personnel, other than principal or assistant principal, who 

devotes the majority of time in a position for which administrative certification is required by EPSB. 
4. Certified School Personnel: A certified employee, below the level of superintendent, who devotes the 

majority of time in a position in a district for which certification is required by EPSB. 
5. Conference: A meeting between the evaluator and the evaluatee for the purposes of providing feedback, 

analyzing the results of an observation or observations, reviewing other evidence to determine the 
evaluatee’s accomplishments and areas for growth, and leading to the establishment or revision of a 
professional growth plan. 

6. Evaluatee: A certified school personnel who is being evaluated. 
7. Evaluator: The primary evaluator as described in KRS 156.557(5)(c)2. 
8. Formative Evaluation:  Is defined by KRS 156.557(1)(a). 
9. Full Observation: An observation conducted by a certified observer that is conducted for the length of a 

full class period or full lesson. 
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10. Improvement Plan: A plan for improvement up to twelve months in duration for: 
a. Teachers and other professionals who are rated ineffective in professional practice and have a low 

overall student growth rating. 
b. Principals who are rated ineffective in professional practice and have high, expected, or low overall 

student growth rating. 
11. Job Category: A group or class of certified school personnel positions with closely related functions. 
12. Local Contribution: A rating based on the degree to which a teacher, other professional, principal, or 

assistant principal meets student growth goals and is used for the student growth measure. 
13. Local Formative Growth Measures: Is defined by KRS 156.557(1)(b). 
14. Mini Observation: An observation conducted by a certified observer for 20-30 minutes in length. 
15. Observation: a data collection process conducted by a certified observer, in person or through video, for 

the purpose of evaluation, including notes, professional judgments, and examination of artifacts made 
during one (1) or more classroom or worksite visits of any duration. 

16. Observer Certification: A process of training and ensuring that certified school personnel who serve as 
observers of evaluatees have demonstrated proficiency in rating teachers and other professionals for the 
purposes of evaluation and feedback. 

17. Observer calibration: The process of ensuring that certified school personnel have maintained proficiency 
and accuracy in observing teachers and other professionals for the purposes of evaluation and providing 
feedback. 

18. Other Professionals: Certified school personnel, except for teachers, administrators, assistant principals, 
or principals. 

19. Overall Student growth Rating: The rating that is calculated for a teacher or other professional evaluatee 
pursuant to the requirements of Section 7(9) and (10) of this administrative regulation and that is 
calculated for an assistant principal or principal evaluatee pursuant to the requirements of Section 10(8) 
of this administrative regulation.  

20. Peer observation: Observation and documentation by trained certified school personnel below the level 
of principal or assistant principal. 

21. Performance Criteria: The areas, skills, or outcomes on which certified school personnel are evaluated. 
22. Performance Rating: The summative description of a teacher, other professional, principal, or assistant 

principal evaluatee’s performance, including the ratings listed in Section 7(8) of this administrative 
regulation. 

23. Principal: A certified school personnel who devotes the majority of employed time in the role of 
principal, for which administrative certification is required by the Education Professional Standards 
Board pursuant to 16 KAR 3:050. 

24. Professional Growth and Effectiveness System: An evaluation system to support and improve the 
performance of certified school personnel that meets the requirements of KRS 156.557(1)(c), (2), and 
(3) and that uses clear and timely feedback to guide professional development. 

25. Professional Growth Plan: An individualized plan for a certified personnel that is focused on improving 
professional practice and leadership skills, aligned with performance standards and the specific goals 
and objectives of the school improvement plan or the district improvement plan, built using a variety of 
sources and types of data that reflect student needs and strengths, evaluatee data, and school and 
district data, produced in consultation with the evaluator as described in Section 9(1), (2), (3), and (4) 
and Section 12(1), (2), (3), and (4) of this administrative regulation, and includes: (a) Goals for 
enrichment and development that are established by the evaluatee in consultation with the evaluator; 
(b) Objectives or targets aligned to the goals; (c) An action plan for achieving the objectives or targets 
and a plan for monitoring progress; (d) A method for evaluating success; and (e) The identification, 
prioritization, and coordination of presently available school and district resources to accomplish the 
goals. 

26. Professional Practice: The demonstration, in the school environment, of the evaluatee’s professional 
knowledge and skill. 
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27. Professional Practice Rating: The rating that is calculated for a teacher or other professional evaluatee 
pursuant to Section 7(8) of this administrative regulation and that is calculated for a principal or 
assistant principal evaluatee pursuant to the requirements of Section 10(7) of this administrative 
regulation. 

28. Self-Reflection: The process by which certified personnel assesses the effectiveness and adequacy of 
their knowledge and performance for the purpose of identifying areas for professional learning and 
growth. 

29. Sources of Evidence: The multiple measures listed in KRS 156.557(4) and in Sections 7 and 10 of this 
administrative regulation. 

30. State Contribution: The student growth percentiles, as defined in 703 KAR 5:200, Section 1(11), for 
teachers and other professionals, and the next generation learners goal for principals and assistant 
principals. 

31. Student Growth:  Is defined by KRS 156.557(1)(c). 
32. Student Growth Goal: A goal focused on learning, that is specific, appropriate, realistic, and time-

bound, that is developed collaboratively and agreed upon by the evaluatee and evaluator, and that 
uses local formative growth measures. 

33. Student Growth Percentile: each student's rate of change compared to other students with a similar 
test score history. 

34. Student Voice Survey:  The student perception survey provided by the department that is administered 
annually to a minimum of one (1) district-designated group of students per teacher evaluatee or a district 
designated selection of students and provides data on specific aspects of the instructional environment 
and professional practice of the teacher or other professional evaluatee. 

35. Summative Evaluation: Is defined by KRS 156.557(1)(d). 
36. Teacher: A certified school personnel who has been assigned the lead responsibility for student 

learning in a classroom, grade level, subject, or course and holds a teaching certificate under 16 KAR 
2:010 or 16 KAR 2:020. 

37. Working Condition’s Survey Goal: a school improvement goal set by a principal or assistant principal 
every two (2) years with the use of data from the department-approved working conditions survey. 

 
For Additional Definitions and Roles, please see 704KAR 3:370 Professional Growth and Effectiveness System 
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The Kentucky Framework for Teaching 
The Framework for Teaching is designed to support student achievement and professional practice through the domains 
of: 
 
Framework for Teaching   Specialist Frameworks for Other Professionals 
Planning and Preparation    Planning and Preparation 
Classroom Environment    Environment 
Instruction     Instruction/Delivery of Service 
Professional Responsibilities   Professional Responsibilities 
   
(Insert Other Professional Image) 
The Framework also includes themes such as equity, cultural competence, high expectations, developmental 
appropriateness, accommodating individual needs, effective technology integration, and student assumption of 
responsibility.  It provides structure for feedback for continuous improvement through individual goals that target 
student and professional growth, thus supporting overall school improvement.  Evidence documenting a teacher’s 
professional practice will be situated within one or more of the four domains of the framework.  Performance will be 
rated for each component according to four performance levels: Ineffective, Developing, Accomplished, and Exemplary. 
The summative rating will be a holistic representation of performance, combining data from multiple sources of 
evidence across each domain.   
 
The use of professional judgment based on multiple sources of evidence promotes a more holistic and comprehensive 
analysis of practice, rather than over-reliance on one individual data point or rote calculation of practice based on 
predetermined formulas. Evaluators will also take into account how educators respond to or apply additional supports 
and resources designed to promote student learning, as well as their own professional growth and development.  
Finally, professional judgment gives evaluators the flexibility to account for a wide variety of factors related to individual 
educator performance, such as: school-specific priorities that may drive practice in one domain, an educator’s number 
of goals, experience level and/or leadership opportunities, and contextual variables that may impact the learning 
environment, such as unanticipated outside events or traumas.  
 
Evaluators must use the following categories of evidence in determining overall ratings:  
 
Required Sources of Evidence 

• Professional Growth Planning and Self-Reflection 
• Observation 
• Student Voice 
• Other Measures of Student Learning 
• Products of Practice  
• Other Sources  
 

All components and sources of evidence related supporting an educator’s professional practice and student growth 
ratings will be completed and recorded in the Educator Development Suite (EDS) housed within the Continuous 
Instructional Improvement Technology System (CIITS). 
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SOURCES OF EVIDENCE/FRAMEWORK FOR TEACHING ALIGNMENT 
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Professional Practice 
Professional Growth Planning and Self-Reflection  
Reflective practices and professional growth planning are iterative processes.   The teacher (1) reflects on his or her 
current growth needs based on multiple sources of data and identifies an area or areas for focus; (2) collaborates with 
his or her administrator to develop a professional growth plan and action steps; (3) implements the plan; (4) regularly 
reflects on the progress and impact of the plan on his 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 
goal attainment and the implications for next steps.   
 
The Professional Growth Plan will address realistic, focused, and measurable professional goals.  The plan will connect 
data from multiple sources including classroom observation feedback, data on student growth and achievement, and 
professional growth needs identified through self-assessment and reflection.  In collaboration with the administrators, 
teachers will identify explicit goals, which will drive the focus of professional growth activities, support, and on-going 
reflection.      

 
Development and Approval of Self-Reflection and PGP 

• All teachers and other professionals must complete and submit their final Self Reflection and PGP in CIITS no 
later than September 30 of each school year or within 30 days if hired after September 1.  

• All teachers and other professionals will utilize their Self-reflection information in the development of their PGP. 
• The PGP must be developed in collaboration with the administrator/designee. 
• Final approval of PGP must occur in a face-to-face conference with the administrator/designee.  
• PGP progress will be reviewed at mid-year point for all teachers and other professionals.   
• Final PGP review will occur within last 45 days of the school year. This may be done during the Summative 

conference. 
 
Observation 
The observation process is one source of evidence to determine teacher effectiveness that includes supervisor and peer 
observation for each certified teacher. Both peer and supervisor observations will use the same instruments. 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.  Peer observation will 
only be used for formative feedback on teaching practice in a collegial atmosphere of trust and common purpose.  NO 
ratings will be given by the peer observer.  The rationale for each type of observation is to encourage continued 
professional learning in teaching and learning through critical reflection. 
 
Observation Model 
1-Year Model 

• All limited contract (non-tenured) certified staff will utilize the 1 Year Model of 1 full observation and 3 mini-
observations in each limited contract year. 

• Counselors, with continuing contract, will receive, at a minimum, 1 full work site visit and 3 mini-work site visits 
each year. 

• A principal/assistant principal will conduct a mini observation in Observation Window 1, followed by a mini 
observation in Observation Window 2 or 3, and ending with a full observation in Observation Window 4.  

• A peer observer will conduct a peer mini observation during either Observation Window 2 or 3.  
• If a  limited contract employee is absent or misses 60 workdays in the school calendar year, then one mini- 

observation may be eliminated. 
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• The administrator/designee will work with the certified teacher to determine which mini-observation window 
will be a peer observation and which will be an administrator mini observation in order to not duplicate 
observations in any observation window. 

• All observations will be documented in CIITS. All summative evaluations and the rating must be recorded in CIITS 
no later than April 30. 

 
3-Year Model 

• An administrator/designee will conduct one mini observation in Year 1 and Year 2 of the cycle. 
• In Year 1 & 2 of the observation cycle, the observation may occur in any observation window. 
• In Year 3 of the cycle, the summative year, the employee will receive a peer mini-observation in either 

Observation Window 2 or 3 followed by a full observation by the administrator/designee. The full observation, 
in the summative year, must occur during either Observation Window 3 or 4. 

• All observations will be documented in CIITS. 
• This non-traditional model will continue a phase in process in order to align with the district’s current 3-year 

evaluation cycle for our continuing contract employees. The phase in process will be implemented as follows, 
using both the traditional 2 mini-observations and 2 full observation model or the traditional 3 mini-
observations and 1 full observation model during the phase-in period: 

 
 2015-16 2016-17 2017-18 2018-19 2019-20 

Year 1 of 
Evaluation 
Cycle 

1 Mini Observation 1 Mini Observation 1 Mini Peer 
Observation 
 
1 Full Observation 
in Observation 
Window 3 or 4 
 
Summative Year 

1 Mini Observation 1 Mini Observation 

Year 2 of 
Evaluation 
Cycle 

1 Mini Observation 
 
 

1 Mini Peer 
Observation 
 
1 Full Observation 
in Observation 
Window 3 or 4 
 
Summative Year 

1 Mini Observation 1 Mini Observation 1 Mini Peer 
Observation 
 
1 Full Observation 
in Observation 
Window 3 or 4 
 
Summative Year 

Year 3 of 
Evaluation 
Cycle 

1 Mini Peer 
Observation 
 
1 Full Observation 
in Observation 
Window 3 or 4 
 
Summative Year 

1 Mini Observation 1 Mini Observation 1 Mini Peer 
Observation 
 
1 Full Observation 
in Observation 
Window 3 or 4 
 
Summative Year 

1 Mini Observation 

 
Peer Observation 
A Peer Observer observes, collects, shares evidence, and provides feedback for formative purposes only.  Peer Observers 
do not score a teacher’s practice, nor is peer observation data shared with anyone other than the observee unless 
permission is granted. A peer observer is trained certified school personnel 

 
• All teachers will receive a peer observation in their summative year.  
• All Peer Observers participating during the summative year observations will complete the state developed 

training once every three years. 
• All required peer observations must be documented in CIITS (time, date, evidence). 
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• All peer observation documentation will be accessed only by the evaluatee.  
 

Peer Observer Selection Process 
• Peer observers will be identified by school administrators, will receive, and successfully complete state approved 

training.  
• Peer observers will be assigned in collaboration between the evaluator and the evaluatee. Suggestions for the 

principal to consider when assigning: 
o Years of experience 
o Subject/content area 
o Grade level or primary/intermediate 

• School level administrators will be expected to provide and monitor the successful completion of the state 
approved training modules for all staff identified in their school as peer observers.  

• A district pool of successfully trained peer observers will be collected and maintained at the district level. 
• Other Professionals or certified teachers without a content peer in their building may work collaboratively with 

principal to select a peer observer from another school location. 
 
Observation Conferencing 
Observers will adhere to the following observation conferencing requirements for teachers and other professionals: 
 
Pre-Conferences 

• All full observations require a pre-conference within 3 days prior to the formal observation. Pre-conferences 
may be scheduled for any observation if necessary. 

• Evidence of lesson planning (or schedule of events for other professionals) must be demonstrated for all 
observations prior to the observation.  

 
Post-Conferences 

• All full observations require a face-to-face post-conference between the teacher/other professional and the 
administrator/designee. 

• All mini-observations require a face-to-face post conference between the teacher/other professional and the 
observer. This includes peer mini-observations. 

• Conduct observation post conferences within five working days following each observation. 
 

Observation Schedule 
• Observations may not begin until evaluation training has occurred and completion and approval of a teacher’s 

PGP. 
• Evaluation training must occur for all employees within the first 30 days of employment. 

 
Observation windows 

• Window 1 – September 15 - November 21 
• Window 2 – November 1 - January 9 
• Window 3 – January 5 - February 27 
• Window 4 – February 16 – April 30 
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Observer Certification 
All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training prior to 
conducting observations for the purpose of evaluation.   
 
To ensure consistency of observations, evaluators must also complete the Teachscape Proficiency Observation Training, 
the current approved state platform.  The system allows observers to develop a deep understanding of how the four 
domains of the Kentucky Framework for Teaching (FfT) are applied in observation.  There are three sections of the 
proficiency system: 

 
• Framework for Teaching Observer Training 
• Framework for Teaching Scoring Practice 
• Framework for Teaching Proficiency Assessment 

 
The cycle for observation certification established is as follows [NOTE: This evaluation certification cycle mirrors the 
existing 704 KAR 3:37 related to initial and update training for certified evaluators]: 
 

Year 1 Certification 
Year 2 Calibration 
Year 3 Calibration 
Year 4 Recertification 

 
• Only supervisors who have passed the proficiency assessment can conduct mini and full observations for the 

purpose of evaluation.  In the event that a supervisor has yet to complete the proficiency assessment, or if the 
supervisor does not pass the assessment, the district will provide the following supports: 

o Observation data provided by a substitute observer is considered a valid source of evidence only if the 
supervisor is present in the observation. 

o In cases where the supervisor is not certified though the proficiency system and is therefore unable to 
conduct observations during the observation window, the district will determine how to ensure teachers 
have access to observations by making the following decision.   

 
Certification Process 

• Initial observer Teachscape certification training, in the use of Danielson’s Framework, will occur each summer 
as district training. This training will be arranged as a cohort, to include school level and district administrative 
personnel. 

• Teachscape training will be delivered using the certified administrators from across the district. 
• All training participants will be required to complete the certified test within 14 days of the completion of the 

training. 
• All administrators will be required to submit Teachscape certification documentation to the Human Resources 

department for submission into official personnel files. 
 

Certification Support  
• Any administrator who is unsuccessful in their initial certified test will be paired, by Central Office personnel, 

with a certified administrator to review Teachscape training materials in preparation for retesting.  
• The certified administrators will meet with their paired administrator, for a minimum of 4 hours, in order to 

support for the retest. 
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• All unsuccessful Teachscape certified administrators must participate as a passive observer in the observation 
process, with a Central Office assigned certified administrator, until successful completion of Teachscape 
training has occurred.  

• Retesting may not occur until after 90 days have passed from their initial testing. 
 
Teacher Access to Certified Administrators 

• A Teachscape certified school level administrator/designee will evaluate teachers. 
• In schools where a Teachscape certified school level administrator/designee is not present, or where not all 

administrators/designees are Teachscape certified, teachers assigned to that administrator/designee, for 
evaluation purposes, will be assigned to another Teachscape certified administrator in the district, by Central 
Office personnel, for their administrative observations.  The uncertified supervisor must be present for each 
observation in order for data to be considered as a valid source. 

 
Observer Calibration 
As certified observers may tend to experience “drift” in rating accuracy, the district will complete a calibration process 
each year where certification is not required (see chart under Observer Certification). This calibration process will be 
completed in years two and three after certification. Calibration ensures ongoing accuracy in scoring teaching practice; 
an awareness of the potential risk for rater bias; and ensures observers refresh their knowledge of the training and 
scoring practice. All calibration processes must be conducted through the state approved technology platform. 
 

• All Teachscape certified evaluators will complete their Observer calibration during years two and three of the 
Observer Certification process based on the state approved technology platform. 

• District support will be provided through the state approved technology platform vendor’s training materials, 
during the district administration monthly trainings. 

• District  will identify 2 calibration windows and may identify up to 6 calibration windows for administrators to 
complete their calibration work. 

• Calibration training will serve as the yearly 6-hour update training for certified evaluations. 
• Any administrator receiving a red or yellow rating score will receive district support, assigned by Central Office 

Personnel, for recalibration and will be required to recalibrate again until their score is corrected. 
• If unable to correct, another certified administrator will serve as observer.   
• All administrators will be required to submit their Observer calibration certification documentation  to the 

Human Resources department for submission into official personnel files. 
• Re-certification will occur after year three. 

 
Student Voice 
The Student Voice Survey is a confidential, on-line survey collecting student feedback on specific aspects of the 
classroom experience and teaching practice. 
 

• All teachers will participate in the state-approved Student Voice Survey annually with a minimum of one 
identified group of students. 

• Student selection for participation must be consistent across the district. 
• Results will be used as a source of evidence for Professional Practice. 
• Formative years’ data will be used to inform Professional Practice in the summative year. 
• All teachers and appropriate administrative staff will read, understand, and sign the district’s Student Voice 

Ethics Statement.  
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• The Student Voice Survey will be administered between the hours of 7:00 AM and 5:00 PM local time.   
• The survey will be administered in the school.  
• Survey data will be considered only when ten or more students are respondents. 

 
Student Voice Process 

• The Chief Operations Officer (COO) will serve as the district point of contact for arranging and organizing the 
student voice survey for the district. 

• The administration, for each school, will identify the group for each teacher to complete the student voice 
survey. 

• The selection will be as follows to ensure equal access for all students: 
o Elementary level – each teacher’s homeroom will complete the survey. If the teacher does not have a 

homeroom, a class of students will be selected to complete the survey on that teacher (i.e. special 
education teacher caseload, specific arts teacher class). 

o Secondary level – each secondary school will identify a method for implementing that provides all 
students equal access to participate. Secondary teachers may request additional groups of students to 
participate, in the student voice survey, to gather a broader range of data. 

o To avoid students participating in multiple surveys in a given window, schools may consider 
implementing in both survey windows. 

o In the alternate setting or any other setting where 10 students cannot complete survey in the student 
voice survey window, then data will be collected using district identified survey technology. 

o Other professionals’ student voice surveys will be completed using district identified survey technology. 
• Students with accommodations will receive appropriate accommodations in order to complete the student voice 

survey. 
• The student voice survey window will occur during the KDE Student Voice survey window.  

 
Products of Practice/Other Sources of Evidence 
Teachers and Other Professionals may provide additional evidences to support assessment of their own professional 
practice.  These evidences should yield information related to the teacher’s practice within the domains.    
 

• Observations conducted by certified supervisor observer(s) 
• Student voice survey(s) 
• Self-reflection and professional growth plans 
• Student Achievement Data – MAP, classroom assessments, etc. 
• Non-academic Data 
• Supervisor Feedback 
• Other relevant data 

 
Student Growth  
The student growth measure is comprised of two possible contributions: a state contribution and a local contribution.  
The state contribution pertains only to teachers in the following content areas and grade levels participating in state 
assessments: 

• 4th – 8th Grade 
• Reading 
• Math 

 



Back to TOC                                                                         2015-16 Jessamine County Certified Evaluation Plan 
22 

The state contribution is reported as Median Student Growth Percentiles (MSGP).   
 

Other Professionals Student Growth Goals:  
Other Professionals will follow the same process in creating Student growth goals as TPGES. These can take 
the form of any of the following: 

• Academic Goals 
• Program Goal 
• Impact Goal 

 
The Student growth process includes answering three questions: 

1. What matters most for my area? 
2. How do I know? – What standards (specific student standards applicable to their field), 

expectations, etc. guides my work? 
3. What makes it meaningful?  

 
The Student Growth goal will identify three components:  

1. Enduring skill, process, understanding, or concept  
2. Growth target 
3. Proficiency target  

 
Alternate Setting Student Growth Goals: 

Student growth goals in alternative settings may or may not look like student growth in traditional 
settings. However, they must fit the environment in which they are written. 
 
When the focus of the environment is to support students whose behavior is preventing them from 
success in traditional setting, the focus may be to support improved student behavior, which would 
allow for academic growth. In this case, developing a student growth goal that focuses on student 
behavior would be applicable. Final goal will be determined collaboratively between teacher and 
evaluator. 

 
The local contribution uses the Student Growth Goal Setting Process and applies to all teachers and other professionals 
in the district, including those who receive MSGP.   
 
The following graphic provides a roadmap for determining which teachers receive which contributions: 
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State Contribution – Median Student Growth Percentiles (MSGP) – (Math/ELA, Grades 4-8) 
The state contribution for student growth is a rating based on each student’s rate of change compared to other students 
with a similar test score history (“academic peers”) expressed as a percentile. The rating will be calculated using the 
MSGPs for the students attributed to the teacher of grades 4-8 math and ELA classes. The scale for determining 
acceptable growth will be determined by the Kentucky Board of Education and provided to the district by the Kentucky 
Department of Education.   
 
Local Contribution – Student Growth Goals (SGG) –All teachers and Other Professionals 
The local contribution for the student growth measure is a rating based on the degree to which a teacher or other 
professional meets the growth goal for a set of students over an identified interval of instruction (i.e. trimester, 
semester, year-long) as indicated in the teacher’s Student Growth Goal (SGG).  All teachers and other professionals will 
develop a SGG for inclusion in the student growth measure.  All Student Growth Goals will be determined by the teacher 
or other professional in collaboration with the principal/evaluator and will be grounded in the fundamentals of 
assessment quality (Clear Purpose, Clear Targets, Sound Design, Effective Communication, and Student Involvement).  
 
Student Growth Goal Criteria:  
The Student Growth Goal must... 

• be congruent with Kentucky Core Academic Standards (KCAS) and appropriate for the grade level and content 
area for which it was developed. 

• include both a growth and proficiency component. 
• represent or encompass an enduring skill, process, understanding, or concept, from the district approved list, 

that students are expected to master by taking a particular course (or courses) in school. 
• allow high- and low-achieving students to adequately demonstrate their knowledge. 
• provide access and opportunity for all students, including students with disabilities, ELLs, and gifted/talented 

students. 
 

Rigor of Local Student Growth Goals 
In the context of setting growth goals, rigor means congruency to the respective KCAS grade level standards for the 
content area.  The sources of evidence are defensible in terms of their suitability to allow students to meet or exceed 

Do you teach students 
in grades 4-8? 

Do you teach in the 
Math or ELA  

content areas? 

Do your students 
participate in the 

Math or ELA 
K-PREP Assessment? 

LOCAL & STATE 
CONTRIBUTION 

LOCAL 
CONTRIBUTION 

ONLY  

YES 

YES 

YES 

NO 

NO 

NO 
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the true intent of the standard being assessed and the proficiency target is challenging for students, but attainable with 
support. 
 
Comparability of Local Student Growth Goals 
In the context setting Local Student Growth Goals, comparability means the data collected for a Local Student Growth 
Goal would be interpreted in a comparable way (i.e., use of common success criteria/rubric/performance 
expectations/performance levels) across similar classrooms (i.e., classrooms that address the same standards) with 
respect to the intent of the standard. For similar classrooms, teachers would be expected to use common measures or 
rubrics to determine competency in performance at the level intended by the standards being assessed.  Although 
specific assessments may vary, the close alignment to the intent of the standard is comparable.  
 
Rigor and Comparability of Student Growth Goals 
To fulfill the criteria of measuring student growth at the local level, the following protocol will be followed to ensure 
rigorous and comparable growth measures used for all teachers.  
 
Number of 

Growth 
Goals  

All teachers will develop one (1) Local Student Growth Goal 

Protocol Document the following using the Local Student Growth Think and Plan template.   
Step 1: Determine Needs 

• Context of identified class, student population 
• Interval of instruction 
• Identify content area enduring skills 
• Sources of evidence to establish baseline data and measure of student growth (e.g. 

rubric, pre/post assessment) 
Step 2:  Create a specific learning goal 

• Specify expected growth and proficiency targets 
• Apply S.M.A.R.T. Structure of the Local Student Growth Goal criteria.  
• Explain the rationale for the goal. 
• Determine method for collecting data to identify High, Expected or Low growth and 

proficiency (see p____). 
Step 3:  Create Teaching and Learning Strategies 

• Describe personal learning needed to support students attainment of growth goal 
• Instructional strategies to obtain goal 
• Ensure the strategies are supported by research and are developmentally appropriate 

Step 4: Monitor Student Progress through on-going Formative Assessment  
• Plan for progress monitoring  

Step 5: Principal or designee collaboration 
• Once the goal and strategies are developed, the teacher will collaborate with the 

principal or designee to review the goal and strategies to meet the goal 
• Principal or principal designee collaborates with teacher to review steps 1-4 
• Teacher may revise, edit, or modify based on feedback 

Step 6:  Submission and Approval 
• Submit Local  Student Growth Goal and upload Think and Plan template within  the 

department-approved technology platform (i.e. CIITS) 
• Once the Local Student Growth Goal is submitted, the principal may: 

o (A.) APPROVE the SGG as written, 
o (B.) REQUEST revisions to the SGG, OR 
o (C.) REJECT the SGG and request a second meeting to assist the teacher 

 Principals will use the “Student Growth Goal Approval” Checklist to 
support approval 

Step 7: Implement and monitor Student Progress through on-going  
               Formative Assessments 
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Step 8:  At mid-point during the implementation and monitoring phase, the principal or designee 
and/or teacher will meet review the progress towards meeting the Local Student Growth Goal.  
This could be electronically and/or face-to-face with the principal or designee 
Step 9 : Determine whether students achieve goal 

• Analyze results (i.e. post rubric rating, post assessments) 
• Determine if all students grew towards meeting concepts and/or skills identified in the 

goal 
• Reflection/Next Steps  

Step 10: Post meeting with Principal or designee 
• Discuss analysis of results 
• Determine the result of student growth.  Was Low, Expected, or High Growth met? 
• Determine the results of proficiency.  Was Low, Expected, or High proficiency met? 
• Explain the rationale for determining if results showed Low, Expected, or High Growth 

Local 
Student 
Growth 

Goal 
Approval 
Checklist  

Principals or designee will ensure rigor and comparability of the Local Student Growth Goal 
through the following criteria: 

• Aligned with standards identified in the Local Student Growth Goal. 
• Meets the expected rigor of the standard based on the KCAS grade level standards for 

the content area 
• Elicits evidence of the degree to which a student can independently demonstrate the 

targeted enduring skill or concept. 
• Accurately measures the growth of individual students. 
• Measures what it says it measures and provide consistent results. 
• Allows high- and low-achieving students to adequately demonstrate their knowledge. 
• Provides access and opportunity for all students, including students with disabilities, 

ELLs, and gifted/talented students. 
• Provides sufficient data to inform future instruction. 

 
Determining Growth for a Student Growth Goal (SGG) 
The process for determining the result of student growth (high, expected, low) requires districts to explain how they will 
use rigorous and comparable (see above) goals and assessments for that rating.   
 

Process for 
determining and 
validating Local 
Student Growth 

Rating (high, 
medium, low) to 

Overall 
Performance 

Category  

After implementing the protocol for ensuring rigorous and comparable growth measures, 
The teacher in collaboration with the principal or designee will: 

1. Determine if the amount of growth was higher than the growth target, met the 
growth target, or was lower than the growth target set in the goal   

2. Determine if the amount of growth is considered High, Expected, or Low 
3. Provide a rationale explaining the student growth goal rating 

  

 
The proficiency target rating and the growth target rating will be combined for one overall local student growth goal 
rating. The charts below provide information on the criteria for the ratings and combined overall local growth goal. 
 
Rating the Growth Component of the Local Student Growth Goal 
The following chart will be utilized to determine a score of High, Expected, or Low growth based on the percentage 
identified on your goal statement. 
 
Growth Component Rating 

High 100% of kids grow 
Expected 90-99% kids grow 
Low Below 90%  
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Rating the Proficiency Component of the Local Student Growth Goal 
The proficiency component of the Local Student Growth Goal will be a second component of all Local Student Growth 
Goals.  The process for determining High, Expected, or Low will be determined based on the % of students reaching 
proficiency when compared to the percent set within the student growth goal.   
 
Proficiency Component Rating 

High >10% 
Expected +/-10% 
Low Below 10% 

 
It is important to set the following guidelines when measuring for the proficiency component: 

• Students may not use open notes or study guides when measuring for proficiency 
• Students may not be given bonus points when measuring for proficiency 
• If a teacher allows students to retake all or part of the proficiency measure method for partial credit, the score 

reported to the principal or designee during post meeting must be the original score 
• When measuring for proficiency, the method must be administered as an individual, not in groups or pairs 
• Students may not take the measurement for proficiency as a take-home test 
• Teachers may not score the measurement for proficiency “on a curve” – the score reported must be the actual 

score 
• Teachers must bring the student work/evidence being used to determine the percentage of students reaching 

proficiency to the post meeting with the principal or designee 
• Students with IEPs, 504 Plans, and/or Limited English Proficiency Plans participating in the Student Voice Survey 

will receive the requisite supports to ensure equal access while protecting confidentiality of all parties. 
 
Methods to Collect Data for Local Student Growth Goals 
Teachers will utilize multiple sources of evidence to measure growth by implementing one or more choices as 
collaboratively decided by the teacher and administrator. Sources of evidence will be a combination of use of pre- and 
post-assessments, and/or running records/repeated measures, and/or holistic “growth rubrics”. Measures that reach 
the rigor and comparability criterion can be used as a measure to determine student growth. The three categories of 
measure are described below. 

 
Pre-Test/Post-Test with Cut Scores 
Teachers could use pre- and post-tests to determine the growth identified in their goal.  These assessments can be 
identical or comparable versions and should include a mid-year data point and reflection of instruction as well.  
Assessment used in this option must meet the district assurance of rigor and comparability as defined in the 
previous section. 
 

 

Repeated Measures Design 
Teachers could maintain a record of results on short measures that allow students to act on the information 
obtained from each measure, repeated throughout the length of the SGG.  These measures will accompany 
descriptive feedback rather than evaluative feedback, student involvement in the assessment process, and 
opportunities for students to communicate their evolving learning while the teaching is in progress. The teacher and 
principal will then look at the pattern across the repeated administrations to determine the growth rating for the 
SGG.  
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For example, early reading teachers may complete weekly running records to track the number of errors that a 
student makes when reading a text.  These repeated measures serve a similar function to a pre- and post-test by 
illustrating change over time in student learning or performance.  Teachers will not utilize repeated measures on 
which students may demonstrate improvement over time simply due to familiarity with the assessment.  
 
Holistic Evaluation 
Teachers may use district developed, adopted and/or adapted “growth rubrics” for a holistic evaluation designed to 
compare two or more examples of student work. Growth rubrics that reach the criterion can be used as a measure 
to determine student growth. 
 
Some examples include: 

o Interim assessments 
o Rubrics 
o District assessments 
o Common assessments 
o Products 
o Student portfolios 
o Student performance tasks 
o LDC/MDC classroom rubrics 

 
Rating Overall Student Growth  
The overall Student Growth Rating is a result of a combination of professional judgment and the district-developed 
instrument for summative student growth ratings.  The designed instrument aids the supervisor in applying professional 
judgment to multiple evidences of student growth over time.  The Student Growth Rating must include data from SGG 
and MSGP (where available), and will be considered in a three-year cycle (when available).  

 
 SGG and SGP (when available) will be used to determine overall Student Growth Rating. 
 Three years of student growth data (when available) will be used to determine overall Student Growth Rating 

for teachers.  
 

 
Local Student Growth Goal Rating Process 
The matrix below will be used to assign the overall rating of the SGG by the building level supervisor. 

STATE 
• MSGPs 
• State Predefined Cut 

Scores 
LOCAL 

• SGG 
• Maintain current 

process 
   

STUDENT 
GROWTH 

STUDENT GROWTH RATING 

STUDENT GROWTH [H,E,L] 

SOURCES OF EVIDENCE TO 
INFORM STUDENT GROWTH 

 

 

PROFESSIONAL 
JUDGMENT 

AND DISTRICT-
DETERMINED 

RUBRICS 
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Local Student Growth Goal Rating 
Growth Target Proficiency Target Overall SG Rating 

High 
High HIgh 

Expected HIgh 
Low Expected 

Expected 
High High 

Expected Expected 
Low Expected 

Low 
High Expected 

Expected Expected 
Low Low 

 
State Student Growth Percentiles and Local Student Growth Goal Rating Process 
In addition to a local contribution, teachers in grades 4-8 in Reading and Math, will have a state contribution for student 
growth expressed as a percentile. The scale for determining growth will be provided by the Kentucky Board of 
Education. The following decision rules will be used to rate Overall Growth as low, expected, or high for teachers who 
have a state and local growth goal. 
 
 
  State and Local Student Growth Rating 

State Growth % Local Student Growth Goal Overall State and Local SG Rating 

High 
High HIgh 

Expected HIgh 
Low Expected 

Expected 
High High 

Expected Expected 
Low Expected 

Low 
High Expected 

Expected Expected 
Low Low 

 
Student Growth Trend Data during the Three-year Cycle 

• To determine overall student growth rating, each rating for SGG (Growth and Proficiency) and SGP (where 
available) from the past three years will be given a numerical weighting.   

• Low=1 
• Expected=2 
• High=3 

• Each year’s ranking will be applied to the following formulas: 
 
From the previous two years (if available) 

 
 
 
 
 

Average of both years =Growth Total (based on chart below) 
 
  

2 years of data Weight 

Current Year 50% 

Prior year 50% 
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From the previous three years (if available) 
 

 
 
 
Average of both years =Growth Total (based on chart below) 

 
The total rankings will be applied to the following scale to determine overall student growth rating for the summative 
year. 
Summative Cycle 
Overall Student 
Growth Rating 

Numerical Score 

Low 1.0-1.49 
Expected 1.5-2.49 
High 2.5-3.0 

 
Determining the Overall Performance Category  
Supervisors are responsible for determining an Overall Performance Category for each teacher at the conclusion of the 
summative evaluation year.  The Overall Performance Category is informed by the educator’s ratings on professional 
practice and student growth. The evaluator determines the Overall Performance Category based on professional 
judgment informed by evidence that demonstrates the educator's performance against the Domains, district-developed 
rubrics (see local contribution for student growth), and  decision rules that establish a common understanding of 
performance thresholds to which all educators are held.   

 
Rating Professional Practice 
The Kentucky Framework for Teaching stands as the critical rubric for providing educators and evaluators with concrete 
descriptions of practice associated with specific domains.  Each element describes a discrete behavior or related set of 
behaviors that educators and evaluators can prioritize for evidence gathering, feedback, and eventually, evaluation.  
Supervisors organize and analyze evidence for each individual educator based on these concrete descriptions of 
practice.  

  
The process concludes with the evaluator’s analysis of evidence and the final assessment of practice in relation to 
performance described under each Domain at the culmination of an educator’s cycle.  
 

3 years of data Weight 
Current Year Equally weighted 

 Prior year 
Prior year 
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REQUIRED 
• Observation 
• Student Voice 
• Professional Growth Plans 

and Self Reflection 
OPTIONAL 

• Student Achievement Data 
• Non-academic Data 
• Supervisor Feedback 
• Other relevant data 

PR
OF
ES
SI

ON
AL 
PR
AC
TIC
E 

 

DOMAIN RATINGS 

DOMAIN 1: [I,D,A,E] 

SOURCES OF EVIDENCE TO INFORM 
PROFESSIONAL PRACTICE 

 
PROFESSIONAL 

JUDGMENT 

DOMAIN 2: [I,D,A,E] 

DOMAIN 3: [I,D,A,E] 

DOMAIN 4: [I,D,A,E] 

 
• All certified staff will receive a summative rating for each domain based on the evidence collected.  
• All ratings must be recorded in CIITS. 

 
Determining the Overall Performance Category 
An educator’s Overall Performance Category is determined using the following steps: 
 

• Determine the individual domain ratings through the use of sources of evidence and professional judgment.  
• Apply State Decisions Rules for determining an educator’s Professional Practice rating.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
• Use Local Student Growth Goal instrument to determine overall Student Growth Rating.  

(SEE Rating Overall Student Growth Section of the Professional Growth and Effectiveness System for 
Teachers) 

• Apply State Overall Decision Rules for determining educator’s Overall Performance Category.  
• All summative evaluations and the rating must be recorded in CIITS no later than April 30. 
• Implement the Overall Performance Category process for determining effectiveness. 
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 CRITERIA FOR DETERMINING A TEACHER’S OR OTHER PROFESSIONAL’S  
OVERALL PERFORMANCE CATEGORY 

 CRITERIA FOR DETERMINING A TEACHER’S PROFESSIONAL PRACTICE RATING 
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Professional Growth Plan and Summative Cycle 
Based on the overall Professional Practice rating and Student Growth rating, the type of Professional Growth Plan and 
the length of the summative cycle are determined using the chart below.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
  

 ONE YEAR DIRECTED GROWTH PLAN 
• Goal determined by evaluator 
• Goals  focused on low performance/outcome area 
• Plan activities designed by evaluator with educator input 
• Formative review at midpoint 
• Summative at end of plan 

  

  

  

PROFESSIONAL GROWTH PLAN AND CYCLE FOR TENURED TEACHERS AND OTHER PROFESSIONALS 

 

LOW EXPECTED HIGH 

THREE-YEAR CYCLE 
 SELF-DIRECTED GROWTH 
PLAN 

• Goal set by teacher with 
evaluator input 

• One goal must focus on 
low student growth 
outcome 

• Formative review annually 
  

ONE-YEAR CYCLE 
DIRECTED GROWTH PLAN 

• Goal(s) Determined by 
Evaluator 

• Goals focus on professional 
practice and student growth 

• Plan activities designed by 
evaluator with teacher input 

• Summative review 
annually 

THREE-YEAR CYCLE 
SELF-DIRECTED GROWTH PLAN 
 

• Goal(s) set by teacher with 
evaluator input; one must 
address professional practice 
or student growth. 

• Formative review annually. 

UP TO 12-MONTH 
IMPROVEMENT PLAN 

• Goal(s) determined by 
evaluator 

• Focus on low performance 
area 

• Summative at end of plan 

IN
E
F
F
E
C
TI
V
E 

D
E
V
E
L
O
PI
N
G 

A
C
C
O
M
P
LI
S

E
X
E
M
P
L
A

STUDENT GROWTH RATING 

  

THREE-YEAR CYCLE 
SELF-DIRECTED GROWTH PLAN 
 

• Goals set by teacher with evaluator input 
• Plan activities are teacher directed and implemented with colleagues. 
• Formative review annually 
• Summative occurs at the end of year 3. 

 

P
R
O
F
E
SI
O
N
A
L 
P
R

THREE-YEAR CYCLE  
SELF-DIRECTED GROWTH PLAN 
 

• Goal(s) set by educator with 
evaluator input 

• Formative review annually 
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Appeals 
According to 156.557 Section 9,  
Section 9.  

 A certified employee who feels that the local district is not properly implementing the evaluation plan according to 
the way it was approved by the Kentucky Department of Education shall have the opportunity to appeal to the 
Kentucky Board of Education. 

 The appeal procedures shall be as follows: 
 The Kentucky Board of Education shall appoint a committee of three (3) state board members to serve on the 

State Evaluation Appeals Panel. Its jurisdiction shall be limited to procedural matters already addressed by the 
local appeals panel required by KRS 156.557(5). The panel shall not have jurisdiction relative to a complaint 
involving the professional judgmental conclusion of an evaluation, and the panel's review shall be limited to 
the record of proceedings at the local district level. 

 No later than thirty (30) days after the final action or decision at the local district level, the certified employee 
may submit a written request to the chief state school officer for a review before the State Evaluation Appeals 
Panel. An appeal not filed in a timely manner shall not be considered. A specific description of the complaint 
and grounds for appeal shall be submitted with this request. 

 A brief, written statement, and other document which a party wants considered by the State Evaluation 
Appeals Panel shall be filed with the panel and served on the opposing party at least twenty (20) days prior to 
the scheduled review. 

 A decision of the appeals panel shall be rendered within fifteen (15) working days after the review.  
 A determination of noncompliance shall render the evaluation void, and the employee shall have the right to 

be reevaluated.  
(11 Ky.R. 1107; Am. 1268; eff. 3-12-85; 12 Ky.R. 1638; 1837; eff. 6-10-86; 15 Ky.R. 1561; 1849; eff. 3-23-89; 17 Ky.R. 116; 
eff. 9-13-90; 19 Ky.R. 515; 947; 1081; eff. 11-9-92; 20 Ky.R. 845; eff. 12-6-93; 23 Ky.R. 2277; 2732; eff. 1-9-97; 27 Ky.R. 1874; 
2778; eff. 4-9-2001.) 
 
Process: 
Employees who feel they have not been fairly evaluated may submit an appeal to the District Evaluation Appeals Panel 
via the Superintendent within 5 working days as per Board policy 03.18 and Administrative Procedure 03.18 AP.11 
(Appendix K). 
 
Professional Support Request (Appendix I) 

1. The purpose of the professional support request is to provide timely and/or targeted resources to support 
improved teaching and learning. 

2. This request should be initiated by the evaluator when professional support is needed or desired to address 
issues such as: 

a. Specific instructional problems 
b. Behavioral management or classroom environment issues 
c. The needs of a teacher whose level of experience in a particular grade, content area or classroom 

situation is a barrier to student achievement. 
3. The supports made available through this request may include, but are not limited to, central office personnel or 

peer observations and consultations, “just in time” staff development, release time to observe other teachers, 
team or demonstration teaching, collaborative lesson or behavior intervention planning etc. 

4. The duration and intensity of the professional support requested may vary significantly depending on the 
complexity of the problem to be address or the skills to be acquired. 
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5. A professional support request is not a corrective action plan, nor is it required prior to the initiation of 
corrective action. Successful completion of the professional support plan may eliminate the need for corrective 
action. 

 
Corrective Action Plan (Appendix J) 

1. This plan is to be completed by the evaluator, with discussion and assistance from the evaluatee, following a 
summative evaluation where one or more standards are marked “Not Satisfactory.” 

2. With the approval of the Superintendent/designee an evaluator may choose to develop a Corrective Action Plan 
at any point when: 1) it becomes necessary to address areas in need of improvement even if only one or two 
standards are targeted, 2) an immediate change in personnel behavior and/or practice is called for, 

3. An assistance team will be assigned from central office to assist in the development and execution of the 
corrective action planning process. 

1. The evaluator must, in writing; 
a. Identify corrective action goals and objectives 
b. Identify and design specific procedures and activities for improvement 
c. Identify specific support personnel who will work formally with the evaluatee towards meeting goals 
d. List the specific target dates and appraisal methods used to determine performance related to goals and 

objectives. 
e. Maintain records of all meetings and actions taken which must be provided to the evaluatee 
f. Complete a written summation of the evaluatee’s progress towards meeting the requirements of the 

corrective action plan.   
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PRINCIPAL (AND OTHER BUILDING LEVEL 
ADMINISTRATOR) PROFESSIONAL GROWTH AND 

EFFECTIVENESS SYSTEM 
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Professional Growth and Effectiveness System Components 
 
Overview and Summative Model 
The following graphic outlines the summative model for the Principal Professional Growth and Effectiveness System. 

 
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 must be grounded in the common framework identified: The Principal Performance Standards 
 
  

 

 

 
 STANDARD 4: Organizational 

Management 

OVERALL 
PERFORMANCE 

CATEGORY 

 

ST
U

DE
NT 
GR
O
W
TH 

 

 

 

STANDARD 3: Human 
Resource Management 

STANDARD 2: School Climate 

 

 

 

State Contribution – 
ASSIST/NGL Goal 

SOURCES OF 
EVIDENCE TO 

INFORM STUDENT 
GROWTH 

Local Contribution – 
Student Growth Goals 
(SGGs) based on school 
need 

AND 

PERFORMANCE 
TOWARD 

TRAJECTORY 

STUDENT GROWTH 
RATINGS 

LOCAL CONTRIBUTION: High, 
Expected, Low Growth Rating 

PROFESSIONAL 
JUDGMENT 

AND DISTRICT-
DETERMINED 

RUBRICS 

STATE CONTRIBUTION: High, 
Expected, Low Growth Rating 

 

PROFESSIONAL 
JUDGMENT & 

STATE-
DETERMINED 

DECISION RULES 
establishing a 

common 
understanding of 

performance 
thresholds to 

which all 
educators are held  

STANDARD 5: 
Communication & 
Community Relations 

STANDARD 6: Professionalism 
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Principal Performance Standards 
The Principal Performance Standards are designed to support student achievement and professional best-practice 
through the standards of Instructional Leadership; School Climate; Human Resource Management; Organizational 
Management; Communication & Community Relations; and Professionalism. Included in the Performance Standards are 
Performance Indicators that provide examples of observable, tangible behaviors that provide evidence of each standard. 
The Performance Standards provide the structure for feedback for continuous improvement through individual goals 
that target professional growth, thus supporting overall student achievement and school improvement. Evidence 
supporting a principal’s professional practice will be situated within one or more of the 6 standards. Performance will be 
rated for each standard according to the four performance levels: Ineffective, Developing, Accomplished, and 
Exemplary. It is projected that most principals will maintain an Accomplished rating, but will occasionally have 
exemplary performance on standards at any given time. The summative rating will be a holistic representation of 
performance, combining data from multiple sources of evidence across each standard. 
 
The use of professional judgment based on multiple sources of evidence promotes a more holistic and comprehensive 
analysis of practice, rather than over-reliance on one individual data point or rote calculation of practice based on 
predetermined formulas.  Evaluators will also take into account how principals 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. Contextual variables may also impact the 
learning environment, such as unanticipated outside events or traumas. 
 
Evaluators must use the following categories of evidence in determining overall ratings:  
 
Sources of Evidence  

1. Professional Growth Planning and Self-Reflection 
2. Site-Visits 
3. State Approved 360° Survey 
4. Working Conditions Goal  
5. Student Achievement Data 
6. Non-academic Data 
7. Supervisor Feedback 
8. Other relevant data 

 
Evaluators may use the following categories of evidence in determining overall ratings: 

• Other Measures of Student Learning 
• Products of Practice 
• Other Sources  

 
Professional Practice 
The following sections provide a detailed overview of the various sources of evidence used to inform Professional 
Practice Ratings. 
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Professional Growth Planning and Self-Reflection 
(completed by principals & assistant principals) 
 
The Professional Growth Plan will address realistic, focused, and measurable professional goals.  The plan will connect 
data from multiple sources including site-visit conferences, data on student growth and achievement, and professional 
growth needs identified through self-assessment and reflection. Self-reflection improves principal practice through 
ongoing, careful consideration of the impact of leadership practice on student growth and achievement.  

 
• All principals will participate in self-reflection and professional growth planning each year. (Appendix B) 
• All other building level administrators will participate in self-reflection and professional growth planning each 

year. 
  

Timeline: 
• All Self Reflections and PGPs must be completed and submitted in CIITS.  
• All principals and other building level administrators will utilize their Self-reflection information in the 

development of their PGP. 
• Final approval of PGP must occur in a face-to-face conference with the supervisor/designee no later than 

September 30 each year or within 30 days if hired after September 1. 
 

All principals and other building level administrators will work collaboratively with their immediate supervisor in the 
development of their PGP. 
 
Site-Visits 
(completed by supervisor of principal – formal site visits are not required for other building level administrators) 
Site visits are a method by which the superintendent may gain insight into the principal’s practice in relation to the 
standards.  During a site visit, the superintendent will discuss various aspects of the job with the principal, and will use 
the principal’s responses to determine issues to further explore with the faculty and staff.  Additionally, the principal 
may explain the successes and trials the school community has experienced in relation to school improvement. 

 
• Conducted at least twice each year. (Formal site-visits are not required for the other building level 

administrators.) 
• Site Visits will occur during the following suggested time frames: 

o Site visit 1 – September 1 to October 31. This visit may be in conjunction with PGP approval conference. 
o Site Visit 2 – January 1 to March 15. 

• Site visits for late hires will occur during the following suggested time frames: 
o Site visit 1 – within first 30 days of employment 
o Site Visit 2 – within the last 60 days of the school year 

• The evidence collected during the site visits will be utilized, along with other evidence, to develop goals for 
professional practice in alignment with the Principal Performance Standards. 

• Superintendent will schedule a mid-year conference (December 1 to January 15) and end-of-year conference 
(April 1 to May 15) to discuss and review evidence and progress, including site-visit data, in the achievement of 
the identified professional practice goals related to the Principal Performance Standards. 

• See Appendix C to document data collected during the site-visit. 
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State Approved 360° Survey 
(completed for principals – not completed for assistant principals or curriculum resource administrators) 
The State Approved 360° Survey is an assessment that provides feedback on a principal’s learning-centered behaviors by 
using input from the principal, his/her supervisor, and teachers.  All teachers will participate in the State Approved 360° 
Survey. The results of the survey will be included as a source of data to inform each principal’s professional practice 
rating.   
 

• The State Approved 360° Survey will be conducted at least once every two years, in the school year that TELL 
Kentucky is not administered. 

 
Administration of State Approved 360° Survey 

• Chief Operations Officer/Director of Human Resources will be the district point of contact for overseeing and 
administering State Approved 360° Survey. 

• State Approved 360° Survey will be implemented bi-annually beginning with the 2015-16 school year. 
• State Approved 360° Survey will be administered each year following the suggested timeframe: 

o Administration Window – October 1 to November 30 
• The reports created from the State Approved 360° Survey assessment will be utilized, along with other evidence, 

to develop professional goals for professional practice in alignment with the Principal Performance Standards. 
• The superintendent, superintendent designee, and each principal will have access to the State Approved 360° 

Survey results for their individual schools. 
 
Working Conditions Goal  
(Goal inherited by Other Building Level Administrators) 
Principals are responsible for setting a two-year Working Conditions Growth Goal based on the most recent TELL 
Kentucky Survey. The principal’s effort to accomplish the Working Conditions Growth Goal is a powerful way to enhance 
professional performance and, in turn, positively impact school culture and student success. 
 

• The working conditions goal will be developed following the completion of the TELL Kentucky Survey. 
• Principals will be required to identify, at a minimum, one Working Conditions Goal. 
• Using Appendix B, principal will develop working conditions growth goal, in collaboration with superintendent, 

and determine rubric scores for the goal to be measured using the following rubric. 
 
Working Conditions Growth Goal Rubric: 

The rubric is established when setting the WC Growth Goal in collaboration with the Superintendent. An “Accomplished” result is the expected outcome from 
the goal. To achieve “Exemplary” the goal must be exceeded. 

Ineffective  Developing  Accomplished Exemplary  
% and below %-% %-% % and above 
 

• As a mid-point review, the principal will share steps taken towards achieving the Working Conditions Goal and 
provide documentation supporting the implementation of these steps. 

• Data collected from Parent and Student District Surveys may also be used in developing working conditions 
goals and measuring progress towards meeting goal objectives. 

• Evidence towards meeting working condition goal will be documented using Appendix B. 
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Products of Practice/Other Sources of Evidence 
Principals/Other Building Level Administrators may provide additional evidences to support assessment of their own 
professional practice.  These evidences should yield information related to the principal’s/assistant principal’s practice 
within the standards.    

 
Products may include the following: 

• Student Achievement Data 
• Non-academic Data 
• Supervisor Feedback 
• Other relevant data 

 

Student Growth 
The principal will set two Student Growth Goals, one state contribution and one local contribution. At least one (1) of 
the Student Growth Goals set by the Principal must address gap populations. Assistant principals will inherit the SGG 
(both state and local contributions) of the principal. Early childhood, alternative setting, and career and technical 
education administrators will set two local student growth goals. 
 
State Contribution 
ASSIST/Next Generation Learners (NGL) Goal Based on Trajectory - Goal inherited by Other Building Level Administrators  
Principals are responsible for setting at least one student growth goal that is tied directly to the Comprehensive School 
Improvement Plan. The superintendent and the principal will meet to discuss the trajectory for the goal and to establish 
the year’s goal that will help reach the long-term trajectory target. The goal should be customized for the school year 
with the intent of helping improve student achievement and reaching the long-term goals through on-going 
improvement.  
 

Required: 
 

 Selection based on ASSIST/NGL trajectory. 
 Based on Gap population unless local goal is based on Gap population. 
 If the school does not receive state level data, the principal will construct two local student growth 

goals. 
 
Principals will review goals and objectives in their School Report Card. Principals will select a goal from the report card to 
use as the State contribution of their Student Growth Goal. The goal statements are already set by KBE. (These are the 
delivery targets.) The principal and superintendent (or designee) must agree to the specific strategies the principal will 
implement to reach the objective percentage. These are strategies, which the principal himself/herself will implement, 
based on the CSIP document.  
 
Local Contribution  
This is based on School Need Goal. The local goal for student growth should be based on school need. It may be 
developed to parallel the State Contribution or it may be developed with a different focus.  
 

Required: 
 Based on gap population unless State goal is based on Gap population. 

 
Each principal will create a minimum of one local growth goal, developed in collaboration with his/her supervisor. The 
process to develop the local goal includes: 
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• Determining needs (based on data) 
• Creating specific growth goals based on baseline data 
• Creating and implementing leadership and management strategies 
• Monitoring progress through on-going data collection 
• Determining goal attainment 

 
 

GAP GOAL RUBRIC 
(Can be used for State and Local Goal) 
Low Expected High 
No forward progress or 
progress declines 

Meets goal or Forward Progress 
toward Goal 

Exceeds Goal 
 

 
NON-GAP GOAL RUBRIC 
(Cannot be used for both State and Local Goal) 
Low Expected High 
No forward progress or 
progress declines 

• Meets goal or Forward 
Progress toward Goal 
and/or 

• Classification as a Proficient 
or Distinguished School 

• Exceeds Goal; and/or 
• Categorized as a School of 

Distinction 

 
Rating Overall Student Growth 
Overall Student Growth Rating results from a combination of professional judgment and the district-developed 
instrument. The instrument is designed to aid the evaluator in applying professional judgment to multiple evidences of 
student growth over time. Student growth ratings must include data from both the local and state contributions.  
 
 
 
 
 
 

 
 
 
  

 
 

 
 
 
 
 
 
 

• Local Student Growth Goals will be set during Professional Growth Planning window and determination of goal 
attainment will occur in the spring prior to summative evaluation. 

• State Student Growth contribution will be set in the fall of each year and the principal will identify a State 
Student Growth Goal during their Professional Growth Plan window.  

• Determination of State Student Growth Goal attainment will be delayed until following year, when state 
releases state test results. The rubric results will then be used for the current school year evaluation, along with 
the Local Student Growth Goal for that year.  

STATE 
• ASSIST/NGL Goal 

LOCAL 
• Student Achievement Data 
• Non-academic Data 
• Supervisor Feedback 
• TELL Survey 
• Other relevant data 

 

STUDENT GROWTH RATING STANDARD 

STUDENT GROWTH [H,E,L] STANDARD 

SOURCES OF EVIDENCE TO INFORM 
 

 

 PROFESSIONAL 
JUDGEMENT AND 

DISTRICT-
DETERMINED 

STUDENT 
GROWTH 
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• New principals will set their State Student Growth Goal during their Professional Growth window. The new 
principal will not inherit the previous State Student Growth Goal. 

• See chart below for guidance: 
 
 
 
 
 

 
 PGP Window 2015 Spring 2016 

(summative 
conference) 

PGP Window 2016 Spring 2017 
(summative 
conference) 

PGP Window 2017 Spring 2018 
(summative 
conference) 

State SGG Set Goal  2015 Goal 
attainment 
determined 
 
Set 2016 Goal 

Rubric score for 
2015 goal used for 
determining overall 
performance rating 

2016 Goal 
attainment 
determined 
 
Set 2017 Goal 

Rubric score for 
2016 goal used for 
determining overall 
performance rating 

Local SGG Set Goal Goal attainment 
determined. Rubric 
score used for 
determining overall 
performance rating 

Set Goal Goal attainment 
determined. Rubric 
score used for 
determining overall 
performance rating 

Set Goal Goal attainment 
determined. Rubric 
score used for 
determining overall 
performance rating 

 
 
Use the results from the following rubric to determine overall student growth rating: 
 
State and Local Student Growth Rating 
State Student 
Growth Goal 

Local Student Growth Goal Overall State and Local SG Rating 

High 
High HIgh 
Expected HIgh 
Low Expected 

Expected 
High High 
Expected Expected 
Low Expected 

Low 
High Expected 
Expected Expected 
Low Low 
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Determining the Overall Performance Category  
Superintendents are responsible for determining an Overall Performance Category for each principal at the conclusion of 
their summative evaluation year.  The Overall Performance Category is informed by the principal’s ratings on 
professional practice and student growth.   
 
Rating Overall Professional Practice 

 
• The Professional Practice Decision Rules will be used to determine an overall rating.  
• All performance ratings will be recorded in CIITS. 

 
Timeline: 

• All Summative Evaluations will be completed using Principal Standards Rating Form (Appendix D) must be 
completed by April 30  of each year. 

 
 
Apply the State Decision Rules for determining an Overall Professional Practcie Rating. 
 

Criteria for Determining a Principal or Other Building Level Administrator’s Professional Practice 
Rating 

IF… THEN… 
Principal or other building level administrator is rated Exemplary in at 
least four of the standards and no standard is rated Developing or 
Ineffective 

Professional Practice Rating 
shall be Exemplary 

Principal or other building level administrator is rated Accomplished in 
at least four of the standards and no standard is rated Ineffective 

Professional Practice Rating 
shall be Accomplished 

Principal or other building level administrator is rated developing in at 
least five standards 

Professional Practice Rating 
shall be Developing 

Principal or other building level administrator is rated ineffective in two 
or more standards 

Professional Practice Rating 
shall be Ineffective 

 
 
  

REQUIRED 
• Professional Growth 

Plans and Self-Reflection 
• Site-Visit 
• Val-Ed 360°/Working 

Conditions 
OPTIONAL 

• Other: District-
    

PR
O

FE
SS

IO
N

AL
 P

RA
CT

IC
E  

STANDARDS RATINGS 

STANDARD 1: [I,D,A,E] 

SOURCES OF EVIDENCE TO 
INFORM PROFESSIONAL 

 

 

 PROFESSIONA
L JUDGMENT 

STANDARD 2: [I,D,A,E] 

STANDARD 3: [I,D,A,E] 

STANDARD 4: [I,D,A,E] 

STANDARD 5: [I,D,A,E] 

STANDARD 6: [I,D,A,E] 
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Determining the Overall Performance Category 
A principal’s/assistant principal’s Overall Performance Category is determined by the evaluator based on the principal’s 
ratings on Professional Practice and Student Growth. Next, the evaluator will use the following decision rules for 
determining the Overall Performance Category. 

 
• Apply State Overall Decision Rules for determining a principal’s/assistant principal’s Overall Performance 

Category.  
• All summative ratings must be recorded in CIITS. 

 
 

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 

  
 
 
 

 
  

CRITERIA FOR DETERMINING A PRINCIPAL’S OVERALL 
PERFORMANCE CATEGORY 

  



 

Back to TOC                                                                         2015-16 Jessamine County Certified Evaluation Plan 
47 

Principal PGES Cycle  
Based on the overall Professional Practice rating and Student Growth rating, supervisors will determine the type of 
Professional Growth Plan required of the principal.  
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OTHER CERTIFIED DISTRICT PERSONNEL 

PROFESSIONAL GROWTH AND EFFECTIVENESS 
SYSTEM 

To be used by certified district level personnel such as:  
Assistant Superintendents, Instructional Supervisors, Directors of Special Education, Director 

of Pupil Personnel, District Assessment Coordinators, School Psychologists, District Technology 
Coordinator, Athletic Directors, District Instructional Coaches, and Instructional Resource 

Consultants 
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Timeline 
District personnel will follow the same time line as the TPGES portion of PGES. Each district will identify in their Certified 
Evaluation Plan (CEP) the timeline for each source of evidence and when these are due in the district. 
An outline of expected dates is as follows: 
 
First 30 contract days: District staff will review the district’s Certified Evaluation Plan, complete the self-reflection, and 
determine from this tool the areas in which they need to develop their Professional Growth Goal. 
 
August through October: Using district-level student data, collect baseline data to determine student growth areas. 
Develop or identify tools needed to gauge student growth. Goals should align with and support superintendent goals 
and/or the Comprehensive District Improvement Plan (CDIP). Goals will be written, reviewed with peers and 
superintendent or designee, revised and approved from September through October. 
 
Observation/Site Visit Cycles 
Observation/Site Visit cycles will begin including primary supervisor and peer observer visits. Peer visits are formative 
only. Pre-conferences will be conducted before the observer visits. During pre-conferences the observee will inform the 
observer of the responsibilities and expectations of his/her particular role. The district employee will participate in a 
minimum of two observation/site visits: one full by the primary supervisor and one by the peer observer. Post-
conferences of the observation visit will occur within five workdays. 
 
Second semester: Continue to self-reflect and review strategies focused on Professional Growth Goals if needed. 
Remaining pre-conferences, observations, and post-conferences will take place as determined in the district CEP. 
 
By April 30: Finalize all observations/site visits. Determine the performance rating using all evidences completed 
throughout the year. 

 
Sources of Evidence 
Self-Reflection and Professional Growth Goals 
Rationale for the Integration of Reflective Practice and Professional Growth Planning 
Self-Reflection is a process by which educators assess the effectiveness of their instructional planning, implementation, 
content knowledge, beliefs, and dispositions for the purpose of self- improvement. When educators use data to reflect 
on what worked, what did not work, and what types of changes they might make to be more successful, the likelihood 
of knowing how to improve increases dramatically. Evidence suggests that self-reflection is a critical component of the 
evaluation process (Airason & Gullickson, 2006; Tucker, Stronge, & Gareis, 2002). 
 
The goal of self-reflection is to improve teaching practices and student learning through ongoing thinking on how 
professional practices impact teacher and student learning. The attainment of this goal is facilitated through the 
development of a professional growth plan that either develops or hones professional practices and leadership skills. 
 
The goal of a Professional Growth Plan is to facilitate the translation of growth needs identified through self-reflection 
and other processes into practical activities and experiences that are of value to educators in strengthening their 
competencies in the identified growth need areas. An action plan developed as part of the professional growth planning 
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process should include activities designed to support collaboration, learning, and impact delivery goals of the district. 
Research shows that in order for professional growth to be effective, it should be a deliberate process that occurs within 
the context of a professional’s daily activities and connects back to student learning (Marzano, 2003). 
 
The Professional Growth Plan should address realistic, focused and measurable professional goals. Professional growth 
needs are identified through self-assessment and reflection. As district staff collaborate to identify explicit goals, these 
goals should become the focus of professional growth activities. 
 
Reflective practices and professional growth planning are cyclical in design. The educator (1) reflects on his/her current 
growth needs based on the Self-Reflection tool and identifies an area or areas for focus; (2) collaborates with the 
supervisor 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 professional practice; (5) modifies the plan as appropriate; (6) and continues 
implementation and reflection. The district employee should meet with the superintendent or designee to develop and 
receive feedback on the PGP. 
 
Creating Professional Growth Goals 
Using the superintendent and principal crosswalk (see appendix E),  he/she will choose at least two areas in which to 
create the Professional Growth Goal. Professional Growth Goal Planning will be completed using Professional Growth 
Plan for Other District Certified Personnel tool. (see appendix F) 
 
Professional Growth Goals will be recorded in CIITS. 
 
Professional Growth Goals and action plans should address the following questions: 
 

1. What do I want to change about my practice that will effectively impact my job performance?  
2. How can I develop a plan of action to address my professional learning?  
3. How will I know if I accomplished my objective?  

 
Provide evidence on these question responses to validate why this was selected as the focus. 
 
Observation/Site Visit 
Observation Rationale 
The observation process is one source of evidence that includes supervisor (formal) and peer observation 
(informal/formative). The supervisor observation/visit will provide documentation and feedback to measure the 
effective practices of the district employee whereas the peer observation will focus on the collaborative process in order 
to provide supportive and constructive feedback. The underlying rationale of each type of observation is to encourage 
continuous professional growth through critical reflection. 
 
Observation will look more like a site visit. The observer visits the Other Professional when they are with teachers, 
during ‘office’ or ‘planning’ hours, or leading team meetings. Therefore, a district may conduct the observation using 
questions similar to those used in the Principal’s Site Visit. 
 
The observation process is designed to create conversation between the employee and supervisor around the roles and 
responsibilities that relate to the employee’s field and how the professional meets them. Observations will use the 
Framework best aligned to the specific role, as determined by the employee and evaluator. A Crosswalk of the 
Superintendent and Principal Standards are included in appendix A of this document as a resource. Standards may be 
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selected from either or both set of standards. Some general categories to consider are: instructional improvement, 
assessment and accountability, professional learning, and leadership. 
 
The Observation Cycle 
Follow the same observation cycle as outlined in Principal Professional Growth and Effectiveness System. 
 
Observer Guidance 
Both the primary evaluator and Peer Observer should prepare themselves for the Observation/Site Visit by reviewing 
“observation guidance” documents that provide a summary of what to expect during the site visits. 
 
Observers will meet with the employee in the pre- observation conference to discuss the responsibilities of the 
employee and to determine the “Look fors.” 
 
During the observation/visit, the observer may ask questions or view situations that will address the selected standards. 
 
Post-observation conferences are held to review and discuss the evidence. Both parties will play a part in the post 
observation conversation. 
 
Peer Observation 
All Other District Certified Staff can serve as a peer observer. The supervisor/evaluatee will work collaboratively in the 
selection/assignment of Peer Observers. Peer Observers should be selected or assigned based on the following criteria if 
possible: 

• Every effort should be made to select or assign a peer observer who performs a similar job responsibility, or: 
• Every effort should be made to select or assign a peer observer from the same department. 

Only professional feedback is given; the peer observer records no score. Feedback should be focused on the identified 
areas in the evaluatee’s Professional Growth Plan. Information from the peer observation is only seen by the employee; 
no reports are sent to the superintendent/designee. 
 

Student Growth Goals  
(Other District Certified Administrators will be expected to develop SGG, but SGG will not be used in personnel 
decision-making next year) 
Rationale for Goal Setting Process 
The goal setting process for assessing student growth allows district personnel to choose a goal based on the needs of 
teachers and students and selects assessments that will reflect the results of the goal set.  
 
School(s)/District Student Growth Goals 
Student Impact Rating: Direct or Indirect 
The certified employee will develop one (1) local goal that supports a goal in the Comprehensive District Improvement 
Plan or the superintendent’s goal. Components to consider in local goals: evidence of learning and evidence of practice. 
 

Summative Evaluation 
All summative evaluations must be completed prior to April 30 using the Summative Form for Other District Certified 
Personnel (appendix G). A final performance rating must be identified and recorded on the form, based on professional 
practice, student growth goal achievement, and other evidence collected. The final rating must also be entered into 
CIITs. 
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Performance Ratings 
Performance Levels 
The following designations will be used to indicate the progress of a district employee toward the selected standards 
and their indicators: 
 
Exemplary Exceeds the standard 
Accomplished Meets the standard 
Developing Makes growth toward meeting the standard 
Growth Required Area(s) required to be addressed in the Professional 

Growth Plan 
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 Appendix A 

SUMMATIVE EVALUATION 

Planning and Preparation Classroom Environment Instruction Professional Responsibilities  
1.A- Knowledge of Content and 

Pedagogy 
1      2      3      4 

2.A Creating an Environment of 
Respect and Rapport 

1      2      3      4 

3.A Communicating with Students 
1      2      3      4 

4.A Reflects on Teaching 
1      2      3      4 

 
 

1.B- Knowledge of Students 
1      2      3      4 

2.B Establishing a Culture of Learning 
1      2      3      4 

3.B Questioning and Discussion 
Techniques 

1      2      3      4 

4.B Maintaining Accurate Records 
1      2      3      4 

 

1.C- Setting Instructional Outcomes 
1      2      3     4 

2.C Managing Classroom Procedures 
1      2      3      4 

3.C Engaging Students in learning 
1      2      3      4 

4.C Communicating with Families 
1      2      3      4 

 

1.D- Demonstrates Knowledge of 
Resources 

1      2      3      4 

2.D Managing Student Behavior 
1      2      3      4 

3.D Using Assessment in Instruction 
1      2      3      4 

4.D Participating in a Professional 
Learning Community 

1      2      3      4 

 

1.E- Designing Coherent Instruction 
1      2      3      4 

2.E Organizing Physical Space 
1      2      3      4 

3.E Demonstrating Flexibility and 
Responsiveness 
1      2      3      4 

4.E Growing and Developing 
Professionally 
1      2      3      4 

 

1.F- Designing Student Assessment 
1      2      3     4 

  4.F Demonstrating Professionalism 
1      2      3      4 

 

Planning and Preparation The Classroom Environment Instruction Professional Responsibilities Student Growth Rating 
 DOMAIN 1 

� EXEMPLARY 
� ACCOMPLISHED 
� DEVELOPING 
� INEFFECTIVE 

DOMAIN 2 
� EXEMPLARY 
� ACCOMPLISHED 
� DEVELOPING 
� INEFFECTIVE 

DOMAIN 3 
� EXEMPLARY 
� ACCOMPLISHED 
� DEVELOPING 
� INEFFECTIVE 

DOMAIN 4 
� EXEMPLARY 
� ACCOMPLISHED 
� DEVELOPING 
� INEFFECTIVE 

� High 
� Expected 
� Low 

 1- Ineffective     2- Developing     3- Accomplished     4- Exemplary 
 
 
 

If Domains 2 & 3 are rated “I” Prof. Practice shall be “I” 
If Domains 2 or 3 are rated “I” Prof. Practice shall be “D” or “I” 
If Domains 1 or 4 are rated “I” Prof. practice shall NOT be “E” 
If 2 Domains are rated “D” and 2 are rated “A” Prof. Practice shall be “A” 
If 2 domains are rated “D” and 2 are rated “E” Prof. Practice shall be “A” 

If 2 domains are rated “A” and 2 Domains are 
rated  “E” 

Prof. Practice shall be “E” 
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____ I agree with the above evaluation.    ____ I disagree with the above evaluation for the following reasons:        
 
                      
 
 
 
 
 
 
             
            
 
 
 
 
 
 
Mid-year Review Conference Date  ____________________     Summative Review Conference Date  ____________________ 
 
 
________________________________________       ________________   __________________________________________        ____________ 

                 Evaluatee Signature            Date               Evaluator Signature             Date 
*Any Rating in the “ineffective” column requires the development of an Individual Corrective Action Plan. 

 
  

TEACHER OVERALL PERFORMANCE CATEGORY 
 

PROFESSIONAL PRACTICE RATING 
(DOMAINS 1-4) 

STUDENT GROWTH RATING OVERALL PERFORMANCE RATING 

 EXEMPLARY 
 High   Exemplary 
 Expected  Exemplary 
 Low  Developing 

 ACCOMPLISHED 
 High  Exemplary 
 Expected  Accomplished 
 Low  Developing 

 DEVELOPING 
 High  Accomplished 
 Expected  Developing 
 Low  Developing 

 INEFFECTIVE 
 High  Developing 
 Expected  Ineffective 
 Low  Ineffective 

Evaluatee Comments: 
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________ 

Evaluator Comments: 
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________
________________________________________________________________________________________________________________________________ 
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Appendix A (Supplement) 

Standard Crosswalk 
 

Framework for Teaching Component Kentucky Teacher Standard Characteristics of Highly Effective Teaching and Learning 
1A Standard 1 Part 1, 1.2,1.3, 1.4, 2.1, 2.2 Section 5 Characteristic A, 5B, 5D 

1B 1.2, 2.2, 3.3, 4.2, 5.4 1C, 4B, 4C 

1C 1.1, 2.1, 2.3, 2.4, 2.5, 3.3, 4.1, 4.2, 4.5 1D, 2E, 3I 

1D 4.3, 4.4, 6.1, 6.3, 6.4 1F, 3F, 4D, 4G 

1E 1.3, 2.4, 2.5, 3.3, 4.1, 4.2, 4.5, 5.6,6.1, 6.2 1H, 3A, 3B, 3D, 3E, 4A, 4D, 5C, 5F 

1F 1.1, 1.5, 2.3, 3.1, 5.1, 5.2, 5.3, 5.4, 5.5, 5.6, 7.1, 7.2, 7.3 2A, 2B, 2C, 2D 

2A 1.2, 3.1, 3.2, 3.3, 3.4, 3.5, 6.5 1B 

2B 3.1, 3.2, 3.3, 3.4, 3.5, 4.1, 4.5 1A, 2F 

2C 3.2, 3.4, 3.5, 4.3, 4.4 1E, 1G 

2D 3.4, 3.5 1G 

2E 4.4, 6.2, 6.3, 6.4 1B 

3A 1.1, 1.2, 1.3, 1.4, 1.5,2.5, 3.2, 4.1, 4.3, 4.5 3B, 3I 

3B 3.2, 3.3, 3.4, 3.5, 4.1, 4.5, 5.6 3C, 3E, 3G 

3C 1.3, 2.4,  3.2, 3.3, 3.5, 4.1, 5.6 3H, 5E 

3D 1.3, 2.3, 3.5, 5.2, 5.4, 5.5, 5.6 1D, 1I, 2A, 2B, 2C, 2D, 2I, 2J 

3E 1.2, 1.3, 1.4, 2.2, 2.4, 2.5, 4.1, 4.2  

4A 7.1, 7.2, 7.3, 9.4 2A, 2B, 2C 

4B   

4C 5.5, 8.1, 8.2, 8.3, 8.4 2G 

4D 10.1  

4E 9.1, 9.2, 9.3, 9.4, 10.1, 10.2, 10.3 4F 

4F 8.1  

5A   
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Appendix B 

Reflective Practice, Student Growth, TELL KY Working Conditions and  
Professional Growth Planning Template 

 

 
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 adequacy of your practice in each of the performance standards.  Provide a rating (I = 
Ineffective; D = Developing; A = Accomplished; E=Exemplary) on each performance standard and list your strengths and 
areas for growth. A complete listing of performance standards and indicators can be found at the end of this form. 

Standard Self-Assessment Strengths and areas for growth 
1. Instructional Leadership 
The principal fosters the success of all students by 
facilitating the development, communication, 
implementation, and evaluation of a shared vision 
of teaching and learning that leads to student 
academic growth and school improvement. 

I D A E 

 

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

I D A E 

 

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

I D A E 

 

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

I D A E 

 

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

I D A E 
 

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

I D A E 

 

Examine additional relevant data sources to make an informed decision on growth needs.  Select an area of growth from the above self-reflection to 
focus your professional growth goals.  
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Part B:  Principal’s TELL Kentucky Working Conditions Goal 
Target Question(s) from TELL Kentucky Results:  
Following a review of TELL Kentucky results, the principal, in collaboration with the superintendent, will identify questions that signify areas of growth that the 
principal can address that will impact school culture and ultimately 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 accomplish in the 2-year cycle of 
TELL Kentucky. 

 

Working Conditions Growth Goal Rubric: 
The rubric is established when setting the WC Growth Goal in collaboration with the Superintendent. An “Accomplished” result is the expected outcome from the goal. 
To achieve “Exemplary” the goal must be exceeded. 

Ineffective  Developing  Accomplished Exemplary  
% and below %-% %-% % and above 

 
 

Working Conditions Goal Action Plan 

Working Conditions 
What do I want to change 

about my leadership or role 
that will effectively impact 
working conditions in my 
school and their impact on 
student learning? 

Strategies/Actions  
What will I need to do in order to impact the target standard and 

target question(s)? 
How will I apply what I have learned? 

How will I accomplish my goal? 
 

Resources/Support 
What resources will I need to complete 

my plan? 
What support will I need? 

Targeted 
Completion 

Date 
When will I 

complete each 
identified strategy/ 

action? 
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Part C:  Professional Growth & Effectiveness Data Reflection  
What do I need to learn to meet my Student Growth Goal? 
What do I need to learn to meet my Working Conditions Goal? 
 

Other Information on which to Reflect 
Survey Results       VAL-ED 360         Other:      

Number of Surveys 
Distributed 

Number of Completed 
Surveys Returned 

Percentage of 
Completed Surveys 

Returned 
   

 

Questions to Consider: 
What did teachers/staff perceive as major strengths? 
What did teachers/staff perceive as major weaknesses? 
List factors that might have influenced the results. 

 
Other Data       Student Achievement Data       Non-Academic Data       Supervisor Feedback           
  Other  

Data Selected Results  
  

  

  

Questions to Consider: 
How does the additional data inform your decision about your learning needs? 
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Part D: Connecting Priority Growth Needs to Professional Growth Planning 
1) Initial Reflection: Based on the areas of growth identified in Self-Reflection and Parts Band/or C complete this section 
at the beginning of the school year. 

 

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

effectively impact student learning? 
• How can I develop a plan of action to address my 

professional learning? 
• How will I know if I accomplished my objective? 

 

 

Connection to Standards 
The Principal should connect the PGP Goal to the appropriate performance standard and list that standard below. 

 
Action Plan 

Professional Learning 
What do I want to change 

about my leadership or role 
that will effectively impact 
student learning? 

What is my personal learning 
necessary to make that 
change? 

Strategies/Actions  
What will I need to do in order to learn my identified skill or 

content? 
How will I apply what I have learned? 

How will I accomplish my goal? 
 

Resources/Support 
What resources will I need to complete 

my plan? 
What support will I need? 

Targeted 
Completion 

Date 
When will I 

complete each 
identified strategy/ 

action? 

 
 

   

 
 
Administrator’s Signature: Date: 

Superintendent’s Signature: Date: 

 

2) On-going Reflection: Complete this section at mid-year to identify progress toward each Student 
Growth/Working Conditions/Professional Growth Goal 
Principal Growth Goals-Review 
 (Describe goal progress and other relevant 
data.) 

 
 
 
Mid-year review conducted on________ Initials ______ ______ 
                                                                                Principal’s  Superintendent  

 
Date Status of Growth Goal(s) – SGG, WC, 

PGP 
Revisions/Modifications of Strategies or Action 

Plans 
   

 
 

  

 
 
 
 

Administrator’s Signature: Date: 

Superintendent’s Signature: Date: 

3) Summative Reflection: Complete this section at the end of the year to describe the level of attainment for 
each Professional Growth Goal 
 

Date: End of Year Student Growth Reflection: 
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End-of-Year Data Results 
(Accomplishments at the end of year.) 

 
 
 
  

 Data attached 
Date: End of Year TELL KY Working Conditions Growth Reflection: 

  
 
 

Date: End of Year Professional Growth Reflection: 
  

 
 

 
 

Next Steps: 
 
 
 
 
 
 
Administrator’s Signature: Date: 

Superintendent’s Signature: Date: 

 
  



  

Back to TOC                                                                         2015-16 Jessamine County Certified Evaluation Plan 
62 

Appendix C 

 
 
 
 
 
 

Jessamine County Schools Site 
Visit Document 

  

 
The evaluator in conducting the Principal Site Visit and Interview may use this form  
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Performance Standard 1. Instructional Leadership 
The principal fosters the success of all students by facilitating the development, communication, implementation, and evaluation 
of a shared vision of teaching and learning that leads to student academic growth and school improvement. 
 
Sample Performance Indicators:  Examples may include, but are not limited to: 
The principal: 

1.1 Leads the collaborative development and sustainment of a shared vision for educational improvement and works with staff, students, parents, school 
councils and other stakeholders to develop a mission and programs consistent with the school and district improvement plan. 

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

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

1.4 Demonstrates knowledge of research-based instructional best practices  
1.5 Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction to ensure effective delivery of the required 

curriculum.  
1.6  Supports teachers to access resources (e.g., time, fiscal, human) for the successful implementation of effective instructional strategies. 
1.7  Monitors and evaluates the use of assessment of and for learning (e.g., diagnostic, formative, summative assessments) to inform instructional practices 

and to provide timely and accurate feedback to students and parents.*  
1.8 Works with school council to design and implement effective and efficient schedules that protect and maximize instructional time. 
1.9 Provides the instructional focus and creates the culture for continuous learning of all members of the school community.  
1.10 Supports professional learning and instructional practices that incorporate the use of multiple sources of data and result in increased student growth. 
1.11 Participates, as appropriate, in professional learning alongside teachers when instructional strategies are being taught for future implementation. 
1.12 Demonstrates the importance of professional growth by providing adequate time and resources for teachers and staff to participate in professional 

learning (i.e., peer observation, mentoring, coaching, study groups, learning teams).  
1.13 Evaluates the impact professional learning has on the staff/school improvement and student academic progress.  

 
Suggested Guiding Questions/Prompts: 
Please describe any innovative and effective leadership strategies that you have used this year. 
What opportunities have you created this year for collaboration among teachers? 
How have you strived this year to improve the teachers’ effective instructional practices associated with different subject areas? 
How do you make sure curriculum standards are taught by the teachers and mastered by the students? 
How do you monitor teachers’ performance and provide constructive feedback to them? 
What types of teacher learning and development activities or programs have you participated in this year? What have you learned? 
How do you involve the expertise of teacher leaders? 
 
Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P). 
 
 
 
 
Evaluator’s Feedback:  
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Performance Standard 2: School Climate  
The principal fosters the success of all students by developing, advocating, and sustaining an academically rigorous, positive, and 
safe school climate for all stakeholders. 
 
Sample Performance Indicators:  Examples may include, but are not limited to: 
The principal: 

2.1 Incorporates knowledge of the social, cultural, leadership, and political dynamics of the school community to cultivate a positive academic learning 
environment. 

2.2 Consistently models and collaboratively promotes high expectations, mutual respect, concern, and empathy for students, staff, parents, and community. 
2.3 Uses shared decision-making and collaboration to build relationships with all stakeholders and maintain positive school morale. 
2.4  Promotes a culture of collaboration, trust and shared leadership. 
2.5 Supports the staff through continuous improvement efforts.   
2.6 Addresses barriers to teacher and staff performance and provides positive working conditions to encourage retention of highly effective personnel.   
2.7 In collaboration with the school council, as appropriate, ensures a school safety plan is developed and implemented in alignment with district policy.  
2.8 Involves students, staff, parents, and the community to create and sustain a positive, safe, and healthy learning environment which reflects state, district, 

and local school policies, and procedures.  
2.9 In collaboration with the school council, leads the development and/or implements best practices in school-wide behavior management that are effective 

within the school community and communicates behavior management expectations to students, teachers, and parents. 
2.10 Is visible, approachable, and dedicates time to listen to the concerns of students, teachers, and other stakeholders. 
2.11 Maintains a positive, inviting school environment that celebrates, promotes and assists in the development of the whole child/student, and values every 

child/student as an important member of the school community. 
 
Suggested Guiding Questions/Prompts: 
Please give some examples of where you have sought out new opportunities or improved existing programs to create an environment where students and 
stakeholders thrive. 
Please give some examples of the strategies you used to create and sustain a positive and safe learning environment in your school. 
What are the strategies you use to nurture and sustain a climate of trust in your school? 
Please provide a few examples of how you model care for children or model other desired characteristics for teachers and staff. 
What are the internal and external factors that you perceive are affecting your school? 
How have you strived this year to make the school environment more academically rigorous? 
 
Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P). 
 
 
 
 
Evaluator’s Feedback: 
 
 
 
 
 
 



 

Back to TOC                                                                         2015-16 Jessamine County Certified Evaluation Plan 
65 

 
Performance Standard 3: Human Resources Management 
The principal fosters effective human resources management by assisting with selection and induction, and by 
supporting, evaluating, and retaining quality instructional and support personnel. 
 
Sample Performance Indicators:  Examples may include, but are not limited to: 
The principal: 

3.1 Actively participates in an effective and efficient selection process in consultation with the school council. 
3.2 Assigns highly-effective staff in a fair and equitable manner based on student and school needs, assessment data, and local and state 

requirements.   
3.3 Supports formal building-level employee induction processes and informal procedures to support and assist all new personnel.  
3.4 Provides a mentoring process for all new and targeted instructional personnel. 
3.5 Manages the supervision and evaluation of staff in accordance with local and state requirements. 
3.6 Properly implements the teacher and staff effectiveness systems, supports the important role evaluation plays in teacher and staff 

learning, and evaluates performance of personnel using multiple data sources. 
3.7 Documents evidence of teacher effectiveness, provides timely, on-going formal and informal feedback on strengths and areas of 

growth, and provides support, access to resources, and professional learning opportunities for teachers and staff to improve job 
effectiveness. 

3.8 Makes appropriate recommendations relative to personnel transfer, retention, promotion, and dismissal consistent with established 
policies and procedures and with student academic growth as a significant consideration. 

3.9 Recognizes and supports highly effective teachers and staff and cultivates their leadership potential.  
3.10 Maximizes human resources by building on the strengths of teachers and staff members through the collaborative development and 

implementation of the professional growth plan that aligns with the school and/or district plan.   
 
Suggested Guiding Questions/Prompts: 
Please give examples of ways you have helped your teachers and staff to become more effective this year. 
Please give examples of professional learning implemented and/or continued this school year to improve teacher performance. 
In what ways do you support the achievements of high-performing teachers? 
How do you ensure new teachers and staff receive the support they need during their first year? 
How do you foster an atmosphere of professional learning among staff? 
What are the most difficult human resources management decisions you have made this year? What aspects went well and what aspects were 
challenging? 
 
Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P). 
 
 
 
 
 
 
Evaluator’s Feedback: 
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Performance Standard 4:  Organizational Management 
The principal fosters the success of all students by supporting, managing, and overseeing the school’s 
organization, operation, and use of resources. 
 
Sample Performance Indicators:  Examples may include, but are not limited to: 
The principal: 

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

4.2 Establishes, in collaboration with the school council, and enforces policies and procedures to ensure a safe, secure, efficient, and 
orderly facility and grounds. 

4.3 Monitors and provides efficient supervision for all physical plant and related activities through an appropriate process. 
4.4 Identifies potential organizational, operational, or resource-related problems and addresses them in a timely, consistent, and 

effective manner. 
4.5 Reviews fiscal records regularly to ensure accountability for all funds. 
4.6 In collaboration with the school council, plans and prepares a fiscally responsible budget to support the school’s mission and both 

long- and short-term goals through effective resource allocation.  
4.7 Follows state and local policies with regard to finances, school accountability, and reporting.  
4.8 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in management decisions, and 

delegates duties as applicable, resulting in an effective and efficient workplace. 
 
Suggested Guiding Questions/Prompts: 
Please explain the ways in which you have demonstrated proactive decision-making this year. 
Please provide an example of how you have been able to maximize your available resources. 
How do you establish routines and procedures for the smooth running of the school that staff members understand and follow? 
What information is used to inform the decisions related to organizational management? 
Instructional time is one of the most essential resources for student success in learning. What are you doing to protect instructional time? 
What are the strengths, weaknesses, opportunities, and challenges you have perceived in your school’s organizational management? 
 
Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P). 
 
 
 
 
   Evaluator’s Feedback 
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Performance Standard 5: Communication and Community Relations 
The principal fosters the success of all students by communicating and collaborating effectively with 
stakeholders. 
 
Sample Performance Indicators:  Examples may include, but are not limited to: 
The principal: 

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

5.2 Communicates the mission and shared vision, long-and short-term goals, and the school improvement plan to all stakeholders. 
5.3 Disseminates information to staff, parents, and other stakeholders in a timely manner through multiple channels and sources. 
5.4 Involves students, parents, staff and other stakeholders in a collaborative effort to establish positive relationships. 
5.5 Maintains visibility and accessibility to students, parents, staff, and other stakeholders.  
5.6 Speaks and writes in an explicit and professional manner to students, parents, staff, and other stakeholders. 
5.7 Provides a variety of opportunities for parent and family involvement in school activities. 
5.8 Collaborates and networks with colleagues and stakeholders to effectively utilize the resources and expertise available in the local 

community. 
5.9 Advocates for students and acts to influence local, district, and state decisions affecting student learning. 
5.10  Assesses, plans for, responds to, and interacts with the larger political, social, economic, legal, and cultural context that affects 

schooling based on relevant evidence. 
 
Suggested Guiding Questions/Prompts: 
Please describe how you promote the success of all students through communication. 
How do you engage in open dialogue with multiple stakeholders from the larger school community? 
How do you involve parents and families in student learning? 
How do you disseminate needed information (such as student academic progress) to students, staff, parents, and the greater learning 
community? 
Please give an example of how you network with individuals and groups outside the school (e.g., business and government organizations) to 
build partnerships for pursuing shared goals. 
 
Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P). 
 
 
 
 
 
Evaluator’s Feedback: 
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Performance Standard 6: Professionalism 
The principal fosters the success of all students by demonstrating professional standards and ethics, engaging in 
continuous professional learning, and contributing to the profession. 
 
Sample Performance Indicators:  Examples may include, but are not limited to: 
The principal: 

6.1 Creates a culture of respect, understanding, sensitivity, and appreciation for students, staff, and other stakeholders, and models 
these attributes on a daily basis.  

6.2 Works within professional and ethical guidelines to improve student learning and to meet school, district, and state requirements.  
6.3 Maintains a professional appearance and demeanor. 
6.4 Models professional behavior and cultural competency to students, staff, and other stakeholders. 
6.5 Maintains confidentiality. 
6.6  Maintains a positive, optimistic, and straight-forward attitude. 
6.7 Provides leadership in the exchange of ideas and information with staff and other professionals. 
6.8 Works in a collegial and collaborative manner with other administrators, school personnel, and other stakeholders to communicate, 

promote, and support the shared vision, mission, and goals of the school district.  
6.9 Assumes responsibility for personal professional growth through accurate self-reflection on professional practice, and engages in 

continuous learning. 
6.10 Contributes and supports the development of the profession through service as an instructor, mentor, coach, presenter, and/or 

researcher.  
6.11 Remains current with research related to educational issues, trends, and practices and maintains a high level of technical and 

professional knowledge. 
 
Suggested Guiding Questions/Prompts: 
Please give an example of a way in which you have demonstrated your professionalism in activities outside the school district.  
How do you communicate professional beliefs and values to all stakeholders? 
Give an example of a skill that you learned during professional interactions with colleagues that you have used successfully in your school. 
What professional learning have you sought out this year? 
In what ways have you observed a change in your role as a school leader and your leadership style? 
In what ways do you take an active role in professional organizations? 
 
Evidence requested by the evaluator or provided by the principal:  Indicate contributor with an (E) or (P). 
 
 
 
 
 
Evaluator’s Feedback: 
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Appendix D 

Principal Standards Rating Form 
Directions: Evaluators use this 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. 
Principal     School Year(s):      
School        
 
Performance Standard 1:  Instructional Leadership 

Exemplary 
In addition to meeting the 

requirements for Accomplished... 

Accomplished 
Is the expected level of performance. 

Developing Ineffective 

The principal actively and 
consistently employs 
innovative and effective 
leadership strategies that 
maximize student academic 
growth and result in a shared 
vision of teaching and 
learning that reflects 
excellence. 

The principal fosters the success 
of all students by facilitating the 
development, communication, 
implementation, and evaluation 
of a shared vision of teaching 
and learning that leads to 
student academic growth and 
school improvement. 

The principal inconsistently 
fosters the success of all 
students by facilitating the 
development, communication, 
implementation, or evaluation 
of a shared vision of teaching 
and learning that leads to 
student academic growth and 
school improvement. 

The principal rarely fosters the 
success of all students by 
facilitating the development, 
communication, 
implementation, or evaluation 
of a shared vision of teaching 
and learning that leads to 
student academic growth and 
school improvement. 

   
Comments   

   
Comments   

   
Comments   

   
Comments   

 
Performance Standard 2:  School Climate 

Exemplary 
In addition to meeting the requirements 

for Accomplished... 
Accomplished 

Is the expected level of performance. Developing Ineffective 

The principal seeks out new 
opportunities or substantially 
improves existing programs to 
create an environment where 
students and stakeholders thrive 
and the rigor of academic 
expectations has significantly 
increased as evident through 
results. 

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

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

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

 
Comments    

 
Comments   

 
Comments   

 
Comments    

 
Performance Standard 3:  Human Resources Management 

Exemplary 
In addition to meeting the requirements 

for Accomplished... 
Accomplished 

Is the expected level of performance. Developing Ineffective 

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

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   

   
Comments    

   
Comments    

   
Comments   
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Performance Standard 4:  Organizational Management 
Exemplary 

In addition to meeting the requirements 
for Accomplished... 

Accomplished 
Is the expected level of performance. Developing Ineffective 

The principal excels at 
organizational management, 
demonstrating proactive 
decision-making, coordinating 
efficient operations, and 
maximizing available resources. 

The principal fosters the 
success of all students by 
supporting, managing, and 
overseeing the school’s 
organization, operation, and 
use of resources. 

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

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

   
Comments    

   
Comments    

   
Comments    

   
Comments    

 
Performance Standard 5:  Communication and Community Relations 

Exemplary 
In addition to meeting the 

requirements for Accomplished... 
Accomplished 

Is the expected level of performance. Developing Ineffective 

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

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

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

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

   
Comments    

   
Comments    

   
Comments    

   
Comments    

 
Performance Standard 6:  Professionalism 

Exemplary 
In addition to meeting the requirements 

for Accomplished... 
Accomplished 

Is the expected level of performance. 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 
demonstrating 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    

 
Comments    
 

 
Comments    

 
Comments    

 
Criteria for Determining a Principal or Other Building Level Administrator’s Professional Practice Rating 

IF…  THEN… 
Principal or other building level administrator is rated Exemplary in at least four of the 
standards and no standard is rated Developing or Ineffective 

Professional Practice Rating shall 
be Exemplary 

Principal or other building level administrator is rated Accomplished in at least four of 
the standards and no standard is rated Ineffective 

Professional Practice Rating shall 
be Accomplished 

Principal or other building level administrator is rated developing in at least five 
standards 

Professional Practice Rating shall 
be Developing 

Principal or other building level administrator is rated ineffective in two or more 
standards 

Professional Practice Rating shall 
be Ineffective 

 
Professional Practice Rating: 
___ Exemplary       ___ Accomplished      ___ Developing ___ Ineffective 
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State and Local Student Growth Rating 
State Student Growth Goal Local Student Growth Goal Overall State and Local SG Rating 

High 
High HIgh 
Expected HIgh 
Low Expected 

Expected 
High High 
Expected Expected 
Low Expected 

Low 
High Expected 
Expected Expected 
Low Low 

 
Overall State and Local Student Growth Rating: 
___ Exemplary       ___ Accomplished      ___ Developing ___ Ineffective 
 
Evaluation Summary 
 
 Recommended for continued employment 
 Recommended for placement on a Corrective Action Plan  (One or more standards are ineffective or two or more standards are 
developing.) 
 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 inconsistent with the school’s mission and goals.) 
 
Commendations:    
 
Areas Noted for Improvement:    
 
Improvement Goals:    
 

 
Overall Performance Rating (Summative Rating) 
___ Exemplary       ___ Accomplished      ___ Developing ___ Ineffective 
 
Evaluator’s Name _________________________________   Principal’s Name ___________________________________ 
Evaluator’s Signature ______________________________   Principal’s Signature ________________________________ 
              (Signature denotes receipt of the summative evaluation, not 
                                                                                                             necessarily agreement with the contents of the form.) 
 
Date ___________________________                                        Date _____________________________ 
 
 

CRITERIA FOR DETERMINING A PRINCIPAL’S 
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Superintendent’s Name ______________________________________ 
 
Superintendent’s Signature ____________________________________  
 
Date ___________________________ 
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Appendix E 

Crosswalk: Superintendent and Principal Standards 

A cross walk of the superintendent standards and indicators and the principal standards and indicators is 
provided here to help the district employee and the superintendent decide which standards to use in 
evaluating the employee based on his/her roles and responsibilities. Standards and indicators may be used 
from either or both as appropriate. 

Superintendent Standards Principal Performance Standards 
1. Strategic Leadership 

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

A. Creates a working relationship with the local board of education, 
clearly defining roles and mutual expectations, that results in a shared 
vision for the district which assists the schools in preparing students to 
enter the changing world of the 21st century (Vision-Relationships) 

B. Models and reinforces the culture and vision of the district by having 
open discussion sessions with teachers, school executives, staff, board 
members, and other stakeholders regarding the strategic direction of 
the district and encouraging their feedback on how to better attain the 
district’s vision, mission and goals (Vision-Monitor) 

C. Creates processes to ensure the district’s identity (vision, mission, 
values, beliefs and goals) actually drives decisions and reflects the 
culture of the district (Strategic Planning- Implementation) 

D. Facilitates the collaborative development and implementation of a 
district strategic plan or district improvement plan, aligned to the 
mission and goals set by the Kentucky Board of Education and local 
priorities, using multiple sources of data (Strategic Planning 
(Monitoring/Evaluation) 

E. Determines financial priorities in concert with the local board of 
education based on the District Comprehensive Improvement Plan 
(Strategic Planning -Resourcing)  F. Facilitates the implementation of 
federal, state, and local education policies 

(Policies)  G. Facilitates the establishment of high, academic goals for 
all, ensures effective monitoring protocols, and models the expectation 
that instructional leaders respond frequently and strategically to 
progress data. (Strategic Planning -Goals) 

Performance Standard 6: Professionalism 

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

6.7 Provides leadership in the exchange of ideas and information with 
staff and other professionals.  6.8 W orks in a collegial and collaborative 
manner with other administrators, school personnel, and other 
stakeholders to communicate, promote, and support the shared vision, 
mission, and goals of the school district. 

6.9 Assumes responsibility for personal professional growth through 
accurate self-reflection on professional practice, and engages in 
continuous learning.  6.1       
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. 

 

2. Instructional Leadership 

The superintendent supports and builds a system committed to shared 
values and beliefs focused on teaching and learning where performance 
gaps are systematically eliminated over time and every student 
graduates from high school college- and career-ready. 

A. Leads the District’s philosophy of education-setting specific 
achievement targets for schools and students of all ability levels and 

Performance Standard 1: Instructional Leadership 

The principal fosters the success of all students by facilitating the 
development, communication, implementation, and evaluation of a 
shared vision of teaching and learning that leads to student academic 
growth and school improvement. 

1.1 Leads the collaborative development and sustainment of a shared 
vision for educational improvement and works with staff, students, 
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monitors progress toward those targets (Learning/Teaching Focus: High 
Expectations) 

B. Models and applies learning for staff and students (Professional 
Learning) 

C. Communicates high expectations for student achievement by 
establishing and sustaining a system that operates as a collaborative 
learning organization through structures that support improved 
instruction and student learning on all levels (High Expectations) 

D. Facilitates the establishment of high, academic goals for all, ensures 
effective monitoring protocols, and models the expectation that 
instructional leaders respond frequently and strategically to progress 
data. 

Strategic Planning (Goals) 

E. Demonstrates awareness of all aspects of instructional programs 
(Learning/High Expectations) 

F. Is a driving force behind major initiatives that help students acquire 
21st century skills including the application of instructional 
technology  (Strategic Planning-Implementation) 

 

parents, school councils and other stakeholders to develop a mission 
and programs consistent with the school and district improvement plan.  

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

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

1.4 Demonstrates knowledge of research-based instructional best 
practices   

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

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

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

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

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

1.10 Supports professional learning and instructional practices that 
incorporate the use of multiple sources of data and result in increased 
student growth.   

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

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

1.13 Evaluates the impact professional learning has on the staff/school 
improvement and student academic progress. 

3. Cultural Leadership 

The Superintendent understands and acts on the important role a 
system’s culture has in the exemplary performance of all schools. 
Understands the people in the district and community, how they came 
to their current state, and how to connect with their traditions in order 
to move them forward to support the district’s efforts to achieve 
individual and collective goals. While supporting and valuing the history, 
traditions and norms of the district and community, the superintendent 
must be able to improve the district culture, if needed, to align the work 
of adults with the district’s goals of improving student learning and 
infusing the work with passion, meaning and purpose. 

Performance Standard 6: Professionalism 

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

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. 6.7 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 
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A. Communicates strong ideals and beliefs about teaching and learning 
with all stakeholders and operates from those beliefs 
(Stakeholder/Community Involvement) 

B. Builds community understanding of what is necessary for all students 
to graduate college and career ready and to be successful in the globally 
competitive 21st century (Stakeholder/Community Involvement) 

C. Creates a unified school system (not a system of individual schools) 
with shared vision and equitable practices (Vision/Beliefs) 

D. Builds trust and promotes a sense of well-being between all 
stakeholders  (Stakeholder/Com m   

E. Routinely celebrates and acknowledges district successes as well as 
areas needing growth (Celebrate/Acknowledge) 

F. Supports and engages in the positive cultural traditions of the 
community  (Stakeholder/Com m u   

G. Creates opportunities for staff involvement in the community and 
community involvement in the schools (Stakeholder/Community 
Involvement) 

H. Creates an environment that values and promotes diversity 
(Diversity) 

communicate, promote, and support the shared vision, mission, and 
goals of the school district. 

Performance Standard 2: School Climate 

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

2.1 Incorporates knowledge of the social, cultural, leadership, and 
political dynamics of the school community to cultivate a positive 
academic learning environment. 

2.2 Consistently models and collaboratively promotes high 
expectations, mutual respect, concern, and empathy for students, staff, 
parents, and community.   

2.3 Uses shared decision-making and collaboration to build 
relationships with all stakeholders and maintain positive school 
morale.   

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

2.5 Supports the staff through continuous improvement efforts. 

 

 
4. Human Resource Leadership 

The superintendent ensures the district is a professional learning 
community with process and systems in place that result in recruitment, 
induction, support, evaluation, development and retention of a high-
performing, diverse staff. The superintendent uses distributed 
leadership to support learning and teaching, plans professional 
development, and engages in district leadership succession planning. 

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

B. Creates and monitors processes for educators to assume leadership 
and decision- making roles (Staffing) 

C. Ensures processes for hiring, inducting and mentoring new teachers 
new school executives, and other staff that result in the recruitment 
and retention of highly qualified and diverse personnel develops 
appropriate succession plans for key district roles, and places staff in 
strategically effective positions (HR functions) 

D. Uses data to create and maintain a positive work environment 
(Culture/Environment) 

E. Provides for results-oriented professional growth and development 
that is aligned with identified 21st century curricular, instructional, and 
assessment needs, is connected to district improvement goals, and is 
differentiated based on staff needs (Professional Learning) 

F. Ensures that all staff is evaluated in a fair and equitable manner and 
that the results of evaluations are used to improve performance; holds 
high standards for performance and takes necessary personnel actions 

Performance Standard 3: Human Resources Management 

The principal fosters effective human resources management by 
assisting with selection and induction, and by supporting, evaluating, 
and retaining quality instructional and support personnel. 

3.1 Actively participates in an effective and efficient selection process in 
consultation with the school council.  

3.2 Assigns highly-effective staff in a fair and equitable manner based 
on student and school needs, assessment data, and local and state 
requirements. 

3.3 Supports formal building-level employee induction processes and 
informal procedures to support and assist all new personnel.   

3.4 Provides a mentoring process for all new and targeted 
instructionalpersonnel.   

3.5 Manages the supervision and evaluation of staff in accordance with 
local and state requirements.   

3.6 Properly implements the teacher and staff effectiveness systems, 
supports the important role evaluation plays in teacher and staff 
learning, and evaluates performance of personnel using multiple data 
sources.   

3.7 Documents evidence of teacher effectiveness, provides timely, on-
going formal and informal feedback on strengths and areas of growth, 
and provides support, access to resources, and professional learning 
opportunities for teachers and staff to improve job effectiveness.   

3.8 Makes appropriate recommendations relative to personnel transfer, 
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to ensure effective school operations (Evaluation) 

 

 

retention, promotion, and dismissal consistent with established policies 
and procedures and with student academic growth as a significant 
consideration.   

3.9 Recognizes and supports highly effective teachers and staff and 
cultivates their leadership potential.   

3.10 Maximizes human resources by building on the strengths of 
teachers and staff members through the collaborative development and 
implementation of the professional growth plan that aligns with the 
school and/or district plan. 

5. Managerial Leadership 

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

A. Prepares and oversees a budget that aligns resources with district 
vision and needs  (Financ          
technology needs (Capital Planning) 

C. Continually assesses programs and resource allocation 
(Resourcing)  D.        
operation of the district including the efficient use of technology 
(Effectiveness and Efficiency) 

E. Builds consensus and resolves conflicts effectively (Conflict 
Resolution)  F. Assures an e     
communication (Communication) 

G. Continually assesses the system in place that ensures the safety of 
students and staff  (Safety and security) H  s with local and state 
agencies to develop and implement emergency plans 

(Safety and security) 

 

Performance Standard 4: Organizational Management 

The principal fosters the success of all students by supporting, 
managing, and overseeing the school’s organization, operation, and use 
of resources. 

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

4.2 Establishes, in collaboration with the school council, and enforces 
policies and procedures to ensure a safe, secure, efficient, and orderly 
facility and grounds.   

4.3 Monitors and provides efficient supervision for all physical plant and 
related activities through an appropriate process.   

4.4 Identifies potential organizational, operational, or resource-related 
problems and addresses them in a timely, consistent, and effective 
manner.   

4.5 Reviews fiscal records regularly to ensure accountability for all 
funds.   

4.6 In collaboration with the school council, plans and prepares a fiscally 
responsible budget to support the school’s mission and both long- and 
short-term goals through effective resource allocation.   

4.7 Follows state and local policies with regard to finances, school 
accountability, and reporting.  

4.8 Implements strategies for the inclusion of staff and stakeholders in 
various planning processes, shares in management decisions, and 
delegates duties as applicable, resulting in an effective and efficient 
workplace. 

6. Collaborative Leadership 

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

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

Performance Standard 5: Communication and Community 
Relations 

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

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

5.2 Communicates the mission and shared vision, long- and short-term 
goals, and the school improvement plan to all stakeholders. 

5.3 Disseminates information to staff, parents, and other stakeholders 
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schools (Vision and high expectations) 

B. Ensures systems that engage the local board and all community 
stakeholders in a shared responsibility for achieving district goals for 
students and school success (Stakeholder/Community Involvement) 

C. Implements proactive partnerships with community colleges, 
universities, professional organizations, educational cooperatives, 
and/or other key professional development organizations to provide 
effective professional learning opportunities (Professional 
Learning/Stakeholder Involvement) 

D. Implements proactive partnerships that remove barriers thus 
ensuring all students have access to college and career courses in high 
school (Stakeholder Involvement) 

in a timely manner through multiple channels and sources.   

5.4 Involves students, parents, staff and other stakeholders in a 
collaborative effort to establish positive relationships.   

5.5 Maintains visibility and accessibility to students, parents, staff, and 
other stakeholders.   

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

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

5.8 Collaborates and networks with colleagues and stakeholders to 
effectively utilize the resources and expertise available in the local 
community.   

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

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

7. Influential Leadership 

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

A. Understands the political systems involving the district (Political 
Context) 

B. Defines, understands, and communicates the impact on proposed 
legislation  (Legal/Ethical) 

C. Applies laws, policies and procedures fairly, wisely, and considerately 
(Legal) 

(D. Utilizes legal systems to protect the rights of students and staff and 
to improve learning opportunities (Legal) 

E. Accesses local, state and national political systems to provide input 
on critical educational issues (Political Context; Stakeholder/ 
Community Involvement) 

Performance Standard 2: School Climate 

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

2.1 Incorporates knowledge of the social, cultural, leadership, and 
political dynamics of the school community to cultivate a positive 
academic learning environment.   

2.2 Consistently models and collaboratively promotes high 
expectations, mutual respect, concern, and empathy for students, staff, 
parents, and community.   

2.3 Uses shared decision-making and collaboration to build 
relationships with all stakeholders and maintain positive school 
morale.   

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

2.5 Supports the staff through continuous improvement efforts. 
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Appendix F 

Professional Growth Plan for Other District Certified Personnel 
 
Name:                                                                                                      Date:                                                      School Year:                                            
 
Identified School/District Improvement Plan Goal and/or Objective: 
 
 

Present 
Professional 

Development 
Stage 

Growth Goal(s)/Objective(s) 
 

(Individual Growth Plan must align 
with specific goals and objectives of 
school/district improvement plan.) 

Procedures and Activities for achieving 
Goal(s)/Objective(s) 

Expected Impact Target Dates for 
Completion/Review 

     

Employee’s Comments: 
 
 
Supervisor’s Comments: 
 
 
Individual Growth Plan Developed: 

Annual Review:                       Achieved                       Revised                   Continued 
 
           (Employee’s Signature)                                                                        (Date) 

 
           (Employee’s Signature)                                                                              (Date) 

 
           (Supervisor’s Signature)                                                                        (Date) 

 
           (Supervisor’s Signature)                                                                              (Date) 

Present Professional Development  Stage Rating 
O = Orientation/Awareness A = Preparation/Application  I = Implementation/Management    R = Refinement/Impact 
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Appendix G   

Summative Evaluation Form 
Other Certified District Personnel 

 
Employee: ______________________________________   Date: _______________________ 

Location: _______________________________________ 

Position: ________________________________________ 

Date(s) of Observations/Site Visit First _____________  Second ____________ Other ____________ 
Date(s) of Conferences             First _____________  Second ____________ Other ____________ 
Performance Level:   E – Exemplary (Exceeds the Standard)    

A – Accomplished (Meets the Standard)   
D – Developing (Makes Growth Towards meeting the Standard) 
GR – Growth Required (Area(s) required to be addressed in the Professional Growth Plan) 

 
Standards Addressed E A D GR 
Superintendent Standards Principal Standards     
Strategic Leadership Professionalism     
Instructional Leadership Instructional Leadership     
Cultural Leadership Professionalism 

School Climate 
    

Human Resource Leadership Human Resources Management     
Managerial Leadership Organizational Management     
Collaborative Leadership Communications and Community Relationship     
Influential Leadership School Climate     
Evaluator comments: 
 
 
Employee comments: 
 
            
               Agree with Summative evaluation 
               Disagree with Summative evaluation 
 
 
      Employee Signature                                                            Evaluator Signature 
 
Professional Growth/Performance Objectives for upcoming school year: 
(Any Standard Receiving a GR must appear in professional growth plan) 
1. 
2. 
3. 
4. 
5.                  
 
Certified employees must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local 
district plan 
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Appendix H 

Evaluation Appeals Form 
 
I have been evaluated by ___________________ during this current school year evaluation cycle. My 
disagreement with the findings of the summative evaluation has been thoroughly discussed with my evaluator. 
 
I respectfully request the Jessamine School District Evaluation Appeals Panel to be convened to hear my 
appeal. 
 
My appeal challenges the summative findings on: 
 
  substance 
  procedure 
  both substance and procedure 
 
The date of the summative conference was ____ 
 
The date the evaluator was notified of intent to appeal was:  
 
Signature  __   Date ______ 
 
(This form shall be presented in person or by mail to the Superintendent. The time (or exact number of working 
days after the completion of the summative conference) is stipulated in the local district evaluation plan.)  
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Appendix I 

Professional Support Plan 
 

Purpose:  A professional support plan should be initiated by the evaluator when support is needed or desired to address 
specific instructional problems, behavioral management or classroom environment issues and/or when the needs of a 
teacher whose level of experience in a particular grade, content area or classroom situation is a barrier to student 
achievement. Professional support is initiated after discussion and with assistance from the evaluatee.  
 
Support Plan Description 

1. Supports include, but are not limited to, central office personnel or peer observations and consultations,  “just in 
time” staff development, classroom release time, team or demonstration teaching, collaborative lesson or 
behavior intervention planning etc.  

2. The duration and intensity of the professional support may vary significantly depending on the complexity of the 
problem to be address or the skills to be acquired.   

3. A professional support plan is not a corrective action, nor is it required prior to the initiation of corrective action.  
The purpose of the professional support is to provide timely and/or targeted resources to support improved 
teaching and learning.  

 
Identified Standards for Support and Improvement 

 Implements and Manages Instruction 
 Creates a Safe and Productive Learning Climate 
 Communicates Learning Results 
 Demonstrates Applied Content Understanding 
 Designs and Plans for  Instruction 
 Professional Practice 

  
Plan Description       

 
Action Plan: Implementation Schedule and Requirements 
Goals or Objectives     Activities  and Supports 

(including support personnel) 
  Evidence of Success Due Date Met Not 

Met 
                          
                
                
                
                
                
                
                
 
Evaluatee’s Comments:       
Evaluator’s Comments:       
Status:  Achieved   Revised   Continued 
 
Evaluator’s Signature:       
Date:       

Evaluator’s Signature:       
Date:       

 
Distribute copies to: Central Office, School, and Teacher 
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Appendix J 

Corrective Action Plan 
 
Purpose: The purpose of an action plan is to correct a problem or problems impacting learning, and the success of 
students and/or the staff member. While the goals in the corrective action outline must be addressed, the teacher’s 
insight into the problem and possible solutions is desired and expected. 
 
Corrective Action Plan Components 

1. Identification of standards to be addressed through the improvement plan 
2. Identification and setting of specific goals and objectives for improvement 
3. Action plan including schedule of activities, evidence and due dates 
4. List and/or explanation of supports. 
5. Dates for observations and evaluation conferences 

 
Identified Standards for Improvement 

  Implements and Manages Instruction 
  Creates a Safe and Productive Learning Climate 
  Communicates Learning Results 
  Demonstrates Applied Content Understanding 
  Designs and Plans for Instruction 
  Professional Practice 

 
Plan Description 

Action Plan: Implementation Schedule and Requirements 
Goals or Objectives Procedures & Activities 

(including support personnel) 
Required Evidence Due Date Met Not 

Met 

                          
                          
                          
                          
                          
                          
                          
 
Identified and Provided Supports       
 
Date(s) of Observation(s) 1st         2nd         3rd         4th       

 
Date(s) of Conferences(s) 1st         2nd         3rd         4th       

Evaluatee’s Comments:       
Evaluator’s Comments:       
 
Individual Corrective Action Plan Developed: 
 
Evaluatee’s  Signature: __________________________ 
Date: ________________________ 

Status:  Achieved     Revised    
 Continued    Not Satisfactory 

Evaluatee’s  Signature: __________________________ 
Date: ________________________ 

Evaluatee’s  Signature: __________________________ 
Date: _______________________ 

Evaluatee’s  Signature: __________________________ 
Date: ________________________ 

 
Distribute copies to: Central Office, School, and Teacher 
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