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ASSURANCES

CERTIFIED SCHOOL PERSONNEL EVALUATION PLAN
The McCreary County School District hereby assures the Commissioner of Education that:
This evaluation plan was developed by an evaluation committee composed of an equal number of teachers and
administrators.
The evaluation process and criteria for evaluation will be explained to and discussed with all certified personnel annually
within one month of reporting for employment. This shall occur prior to the implementation of the plan. The evaluation of
each certified staff member will be conducted or supervised by the immediate supervisor of the employee.
All certified employees shall develop an Individual Professional Growth Plan (IGP) that shall be aligned with the school/district
improvement plan and comply with the requirements of 704 KAR 3:345. The IGP will be reviewed annually.
All administrators, to include the superintendent and non-tenured teachers will be evaluated annually.
All tenured teachers will be evaluated a minimum of once every three years.
Each evaluator will be trained and approved in the use of appropriate evaluation techniques and the use of local instruments
and procedures.
Each person evaluated will have both formative and summative evaluations with the evaluator regarding his/her
performance.
Each evaluatee shall be given a copy of his/her summative evaluation and the summative evaluation shall be filed with the
official personnel records.
The local evaluation plan provides for the right to a hearing as to every appeal, an opportunity to review all documents
presented to the evaluation appeals panel, and a right to presence of evaluatee’s chosen representative.
The evaluation plan process will not discriminate on the basis of race, national origin, religion, marital status, sex, or disability.
This evaluation plan will be reviewed as needed and any substantive revisions will be submitted to the Department of
Education for approval.
The local board of education approved the evaluation plan as recorded in the minutes of the meeting held on November 12,
2015.

______________________________________________
Signature of District Superintendent

__________________________________________________
Signature of Chairperson, Board of Education

_______________________
Date

_______________________
Date

Dr. Aaron Anderson, Certified Evaluation Contact Person
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District Professional Growth and Effectiveness Plan
PGES System Overview
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).
With the passage of Senate Bill 1 in 2009, 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.
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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. The goal is to create a fair and equitable system to measure teacher effectiveness and act as a
catalyst for professional growth.

Roles and Definitions
1.
2.
3.

4.
5.

6.
7.
8.
9.
10.

11.
12.
13.
14.
15.

16.

17.

Artifact: A product of a certified school personnel’s work that demonstrates knowledge and skills.
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.
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.
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.
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.
Evaluatee: A certified school personnel who is being evaluated.
Evaluator: The primary evaluator as described in KRS 156.557(5)(c)2.
Formative Evaluation: Is defined by KRS 156.557(1)(a).
Full Observation: An observation conducted by a certified observer that is conducted for the
length of a full class period or full lesson.
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.
Job Category: A group or class of certified school personnel positions with closely related
functions.
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.
Local Formative Growth Measures: Is defined by KRS 156.557(1)(b).
Mini Observation: An observation conducted by a certified observer for 20-30 minutes in length.
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.
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.
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.
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18.
19.

20.
21.
22.

23.

24.

25.

26.
27.

28.

29.
30.

31.
32.

33.

Other Professionals: Certified school personnel, except for teachers, administrators, assistant
principals, or principals.
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.
Peer observation: Observation and documentation by trained certified school personnel below the
level of principal or assistant principal.
Performance Criteria: The areas, skills, or outcomes on which certified school personnel are
evaluated.
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.
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.
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.
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.
Professional Practice: The demonstration, in the school environment, of the evaluatee’s
professional knowledge and skill.
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.
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.
Sources of Evidence: The multiple measures listed in KRS 156.557(4) and in Sections 7 and 10
of this administrative regulation.
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.
Student Growth: Is defined by KRS 156.557(1)(c).
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.
Student Growth Percentile: each student's rate of change compared to other students with a
similar test score history.
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34.

35.
36.

37.

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.
Summative Evaluation: Is defined by KRS 156.557(1)(d).
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.
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
The Kentucky Framework for Teaching
The Framework for Teaching is designed to support student achievement and professional practice through the
domains of Planning and Preparation, Classroom Environment, Instruction, and Professional Responsibilities.
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 supporting 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 shall use the following categories of evidence in determining overall ratings:
Required Sources of Evidence
 Professional Growth Planning and Self-Reflection


Observation



Student Voice



Student Growth Percentiles and/or Student Growth Goals

Other sources of evidence which may be used to support educator practice:
 Program Review evidence
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Team-developed curriculum units
Lesson plans
Parent Communication Logs, Parent engagement surveys
Timely, targeted feedback from mini or informal observations
Student data records (grades, discipline etc.)
Student Work
Student formative and /or summative course evaluations/feedback
Minutes from Professional Learning Communities (PLC’s)
Teacher reflections and/ or self reflections
Teacher interviews, emails
Teacher committee, team contributions and assigned duty rosters
Records of student and/or teacher attendance
Video lessons
Engagement in professional organizations
Action Research
Letters of reprimand and/or Award & Recognitions

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).

System Components – System Overview and Summative Model
The following graphic outlines the summative model for the Teacher Professional Growth and
Effectiveness System:
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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.

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.
Required
 All teachers and Other Professionals (OPGES) will participate in self-reflection and professional growth
planning each year.
 All teachers and Other Professionals (OPGES) will document self-reflection and professional growth
planning in CIITS.
 The self- reflection must be completed prior to completion of the Professional Growth Plan.
 Both the self- reflection and the PGP must be completed and ready for Principal review in CIITS by
October 15th unless state test scores have not been received. If waiting on state test scores, the selfreflection and PGP must be completed within one week of receiving the scores. Late hires must
complete their self-reflection and PGP within thirty (30) calendar days of their hire. The self-reflection
must be completed before beginning the Professional Growth Plan (PGP). A copy of the completed
document noting approval, with all required signatures will be kept in the employees’ evaluation file at
the school.
 Observations may begin after the evaluation training takes place within 30 calendar days of reporting
for employment each school year.
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/calculate 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 summative 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 (Required)
The observation model must fulfill the following minimum criteria:
 Four (4) observations in the summative cycle. A minimum of 3 observations conducted by the
supervisor and 1 observation conducted by the peer.
 The required peer observation must occur in the final year of the cycle.
 Final observation is conducted by the supervisor and is a full observation.
 All observations must be documented in CIITS.
The McCreary County School District will utilize the following observation model:
The Progressive Model (3&1 model)
Observers will conduct three mini observations (1 peer/2 principal) of approximately 20-30 minutes each.
Because these are shorter sessions, the observer will make note of the components observed. The full (final)
observation is a formal observation conducted by the evaluator consisting of a full class or lesson observation.
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1. The immediate supervisor of the certified school employee shall be designated primary evaluator.
2. All certified school personnel shall attend a meeting with their immediate supervisor in which the
evaluation plan, documents and criteria which they are evaluated on are explained and discussed and
they have had the opportunity to read. This meeting shall take place no later than the end of the first
month of reporting for employment for each school year. All certified personnel are expected to meet
the criteria for evaluation and be making progress on their growth plan to be considered for continued
employment.
3. All monitoring or observation of performance of a certified employee shall be conducted openly and
with the full knowledge of the teacher or administrator. All materials that are to be a part of the
employee’s record for evaluation shall be initialed and dated by both evaluator and evaluatee. A copy of
all evaluation documents will be provided to the evaluatee.
4. All evaluations will be conducted using the approved forms and the summative evaluation will become a
part of the employee’s official personnel file.
5. The evaluatee will have an opportunity to respond in writing to all evaluation documents. This written
response will be part of the official personnel file.
Observation Conferencing (Required)
Observers will adhere to the following observation conferencing requirements:


Conduct post observation conference within five (5) working days.



A summative evaluation conference shall be held at the end of the summative
evaluation cycle and shall include all applicable Professional Growth and
Effectiveness data.



Annual evaluations with multiple observations are required for non-tenured certified personnel.

The McCreary County School District will do the following:
Mini Observation:
 Pre/Post Conferences will be conducted using the forms for pre/post conference
(See Appendix p.
56 & 57).
 The pre-conference may be conducted via electronic means with approval from the principal/evaluator.
 The post-conference shall be conducted face to face with the evaluator and evaluatee.
 The pre/post conference shall be conducted within 5 working days of the observation.
Full Observation:
 Pre/Post Conferences will be conducted using the form for pre/post conference
(See Appendix p. 56 & 57).
 The pre and post-conference shall be conducted face to face with the evaluator and evaluatee.
 The pre/post conference shall be conducted within 5 working days of the evaluation.
KTIP:
 KTIP Teacher observations will be conducted according to criteria set forth by KYEPSB and will follow
all implementation guidelines as outlined in the current KTIP manual.
Observation Schedule
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Observations may begin after the evaluation training takes place within thirty (30) calendar days of reporting
for employment each school year.
Non-tenured timeline for observations for 1 Year Summatives:
Observation
Cycle
1st

Date

Type

Person Responsible

Begins 30 days after
Mini
Principal/Evaluator
start of school
2nd
Begins November 1st
Mini
Peer
3rd
Begins December
Mini
Principal/Evaluator
15th
4th
Begins February 21st
Full
Principal/Evaluator
*Non-tenured OPGES will follow the non-tenured timelines for observations and summative cycles.
Tenured timeline for observations:
Year
One
Two
Three
Three

Type
Mini
Mini
Mini
Full

Person Responsible
Principal/Evaluator
Principal/Evaluator
Peer
Principal/Evaluator

*Tenured OPGES will follow the tenured timelines for observations and summative cycles.
Procedures:
1. All observations must be completed by April 15th.
2. All mini observations shall be completed by March 1st
3. OPGES will follow the tenured timelines for observations and summative cycles.
4. Teachers and other professionals that are hired on or after the 61st instructional day shall have one mini
observation by the evaluator, one mini observation by the peer, and a full observation by the evaluator
that are spaced evenly throughout the remainder of the school year and in the order listed.
5. All other late hires will follow the schedule and complete all required observations as close to the
schedule as possible.
6. If all observation requirements are not completed and the evaluation of a teacher or other professional
must be suspended due to extenuating circumstances the following will occur:
7. The teacher/other professional will develop a new PGP and SGG based on the data available for the
current year.
8. The teacher/other professional will resume the observation schedule with the observation window that
they missed the previous year.

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.
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To ensure consistency of observations, evaluators must 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 3
sections of the proficiency system:
 Framework for Teaching Observer Training


Framework for Teaching Scoring Practice



Framework for Teaching Proficiency Assessment

Required
The cycle for observation certification established is as follows [NOTE: This evaluation certification cycle
mirrors the existing 704 KAR 3:370 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 participated (passively) 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 use the following
process to ensure teachers have access to observations and feedback.

New Administrators:
All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training prior
to conducting observations for the purpose of evaluation.
 New Administrators shall take no longer than two months to work through the Teachscape modules and
take the certification exam.
 May be led through the certification process by a district administrator who has certification through
Teachscape.

12





All late hired administrators who will be assessing teachers must attend the state approved 2 day training
for initial certification and then pass the TeachScape Proficiency Assessment by the date assigned by the
superintendent which will be no less than 60 days from the date of hire.
A new administrator who will be evaluating teachers will be assigned a mentor administrator who has
successfully completed TeachScape modules and is certified to evaluate.

Administrators who have not passed the assessment:
 Will be mentored by a district level administrator and a principal who have evaluation certification
 Must retest within 30 calendar days of not passing the assessment

 In cases where the direct supervisor of a teacher is not certified through Teachscape, a district level
administrator who is certified to evaluate, as assigned by the superintendent or designee, will be
available to provide assistance in observations should a principal from another building not be available.
Observer Calibration
As certified observers may tend to experience variance in rating accuracy, the district will establish a calibration
process to be completed each year where certification is not required (see chart under Observer Certification on
page 13). This calibration process will be completed in years two (2) and three (3) after certification.
Calibration ensures ongoing accuracy in scoring teaching practice; an awareness of the potential risk for rater
bias; and that observers refresh their knowledge of the training and scoring practice.
McCreary County School District:










The PGES contact at the district level will be responsible for the collaboration with Teachscape to set up the
calibration windows for your district.
Administrators in need of calibration will be notified by the district office prior to the designated calibration
window (September-November).

District will be responsible for the cost of recertification/calibration.
Our district will purchase a license for calibration from Teachscape and use this license in a cohort model to
calibrate administrators.
Our district Calibration window will be the December/January (1st window).
Once an administrator is notified, he/she will be expected to complete the calibration process in Teachscape
within 30 calendar days.

Observer calibration during years 2 & 3 of the Observer Certification process will be based on the
current state approved platform.



Re-certification must be completed in Teachscape after year 3.



There are three categories of scoring accuracy:
1. “Green” Demonstrating Scoring Accuracy
2. “Red” Needs Remediation and Monitoring
3. “Yellow” Needs practice and support.



Additional support will be provided for observers that score in the “Red” and “Yellow” categories.



The Superintendent and/or Designee will review the District Calibration Reports for observers that fall into the
“Red” and “Yellow” categories to develop a plan of support for the observer that may include:

13

1.
2.
3.
4.

Additional Practice and Support
Revisiting training in specific modules and doing additional scoring practice
Engaging in discussion with other calibrated observers or coaches
Partnering with another calibrated observer for observations

Peer Observation
A Peer Observer will observe, collect, share evidence, and provide feedback for formative purposes only. Peer
Observers will not score a teacher’s practice, nor will peer observation data be shared with anyone other than
the Observee unless permission is granted.

Required
 All teachers and other professionals 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.

•
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All peer observations documentation will be accessed only by the evaluatee.

McCreary County School District:
Selection and Training of Peer Observers
 A pool of Peer Observers will be selected by the principal at the school level. Teachers will select their
Peer Observer in collaboration with the principal from the pool.
 Peer Observers will complete the state developed training once every three years.
Student Voice
The Student Voice Survey is a confidential, on-line survey that collects student feedback on specific aspects of
the classroom experience and teaching practice.
Required
 All teachers and other professionals 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 to inform Professional Practice.
 Formative years’ data will be used to inform Professional Practice in the summative year.
 All teachers and appropriate administrative staff read, understand, and sign the district’s Student Voice
Ethics Statement.
 The Student Voice Survey will be administered between the hours of 7 AM and 5 PM local time.
 The survey will be administered in the school.
 Surveys for a teacher will not be administered if the teacher has less than 10 students that are in their
classes throughout the day. If a teacher does not have 10 different students in a class throughout the day
and they collaborate in a classroom, that classroom’s students may be used to survey. If a teacher has
pull-outs that total 10 or more, the Infinite Campus coordinator, will create a class in order to survey
those students. Survey data can only be considered when 10 or more students are respondents.
 The Student Data Specialist will serve as the point of contact for the Student Voice.
 Each teacher will have one class that participates in Student Voice if the teacher has a roster with at least
10 or more students. Students must be enrolled in the teacher’s class for a minimum of 15 days.
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The process of choosing which classes participate will be collaboration between the teacher and
principal.
IEP accommodations will be met during this process.
Student voice must be administered each year during the state Student Voice window.
A confidentiality agreement must be signed by the following:
1. Employees who have system administrative rights in Infinite Campus
2. Employees who have open data base connectivity (ODBC), access to the Infinite Campus data
base
3. Employees who administer the K-2 Student Voice Survey
4. All Employees who would potentially have access to the results of the Student Voice Survey
5. Student Voice is a CONFIDENTIAL ONLINE SURVEY

Equal Access for Student Voice-Students with ELL, IEP or 504 plans will receive requisite supports as
determined in the aforementioned documents to ensure equal access. These supports will be provided by
certified personnel chosen by the building principal and services will be delivered as they are delivered to the
student when completing class work.
Process for cases where there are less than 10 students:
If a teacher does not have a class with 10 or more students, multiple class sections may be combined to fulfill
the 10 student requirement.
Student Growth
The student growth measure is comprised of two possible contributions: a state contribution and a local
contribution. The state contribution pertains to teachers of the following content areas and grade levels
participating in state assessments:
 4th – 8th Grade


Reading



Math

The state contribution is reported using Student Growth Percentiles (SGP). The local contribution uses the
Student Growth Goal Setting Process and applies to all teachers in the district, including those who receive
SGP. The following graphic provides a roadmap for determining which teachers receive which contributions:
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State Contribution – Student Growth Percentiles (MSGP)
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 Median Student
Growth Percentile (MSGP) for a teacher’s class is compared to that of the state. 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)
The local contribution for the student growth measure is a rating based on the degree to which a teacher 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, regardless of grade level and content
area, will develop a SGG for inclusion in the student growth measure. All SGG will be determined by the
teacher in collaboration with the principal 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 SGG is congruent with Kentucky Core Academic Standards and appropriate for the grade level and
content area for which it was developed.


The SGG represents or encompasses an enduring skill, process, understanding, or concept that students
are expected to master by taking a particular course (or courses) in school.
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The SGG will allow high- and low-achieving students to adequately demonstrate their knowledge.



The SGG provides access and opportunity for all students, including students with disabilities, ELLs,
and gifted/talented students.

Rigor and Comparability of Student Growth Goals
To fulfill the criteria of measuring student growth at the local level, a protocol must be established to ensure
rigorous and comparable growth measures used for all teachers. (For examples see Rigor Rubric pg. 20)
Required
 All teachers and other professionals will write a student growth goal based on the criteria
 Protocol for ensuring rigor
 Protocol for ensuring comparability
Rigor
Rigor means congruency to the standards. In other words, the sources of evidence are defensible in terms of the
suitability to allow students to meet or exceed the true intent of the standard being assessed.
McCreary County School System will utilize the following option for demonstrating rigor in SGG’s:
 District-Defined Option- To ensure rigor in Student Growth Goals our district will utilize both peer
review and the rigor rubric. Teachers will then meet within PLC teams to discuss and formulate student
growth goals. Teams will utilize the rigor rubric to determine if the goals demonstrate sufficient rigor.
Final approval of Student Growth Goals will be at the discretion of the principal.
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Structure of the Goal
The student growth goal:

Acceptable
The student growth goal:

Needs Revision
The student growth goal:

Insufficient
The student growth goal:

Focuses on a standards-based enduring skill
which students are expected to master

Focuses on a standards-based enduring skill

Focuses on a standards-based skill that
does not match enduring skill criteria

Is not standards-based

Identifies an area of need pertaining to current
students’ abilities

Identifies a specific area of need supported
by data for current students

Identifies a specific area of need, but lacks
supporting data for current students

Is not focused on a specific area of need

Includes growth and proficiency targets that
establish and differentiate expected performance
for ALL students

Includes a growth target that establishes
growth for ALL students; a proficiency
target that establishes the mastery
expectation for students

Includes both a growth target and a
proficiency target, but fails to differentiate
expected performance for one or both
targets

Includes only a growth or a proficiency
target

Uses appropriate measures for base-line, midcourse, and end of year/course data collection

Uses measures for collecting baseline, midcourse, and end of year/course data that
matches the skill being assessed

Uses measures that fail to clearly
demonstrate performance for the
identified skill

Uses no baseline data or uses irrelevant
data

Explicitly states year-long/course-long interval of
instruction

Specifies a year-long/course-long interval of
instruction

Specifies less than a year-long/courselong interval of instruction

Fails to specify an interval of instruction

Rigor of the Goal
The student growth goal:

Acceptable
The student growth goal:

Needs Revision
The student growth goal:

Insufficient
The student growth goal:

Is congruent to KCAS grade level standards and
appropriate for the grade level and content area
for which it was developed

Is congruent and appropriate for grade
level/content area standards

Is congruent to content, but not to grade
level standards

Is not congruent or appropriate for grade
level/content area standards

Identifies measures that demonstrate where
students are in meeting or exceeding the intent of
the standard(s) being assessed

Identifies measures that allow students to
demonstrate their competency in performing
at the level intended in the standards being
assessed

Identifies measures that only allow
students to demonstrate competency of
part, but not all aspects of the standards
being assessed

Identifies measures that do not assess the
level of competency intended in the
standards

Includes growth and proficiency targets that are
challenging for students, but attainable with
support

Includes growth and proficiency targets that
are doable, but stretch the outer bounds of
what is attainable

Includes targets that are achievable, but
fail to stretch attainability expectations

Includes targets that do not articulate
expectations AND/OR targets are not
achievable

Comparability of Data
Data collected for the student growth goal:

Acceptable
For similar classrooms, data collected for
the student growth goal:

Uses comparable criteria across similar
classrooms (classrooms that address the same
standards) to determine progress toward mastery
of standards/enduring skills

Reflects use of common measures/rubrics to
determine competency in performance at the
level intended by the standard(s) being
assessed
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Needs Revision

Insufficient
For similar classrooms, data collected for
the student growth goal:

n/a

Does not reflect common criteria used to
determine progress

Comparability
Teachers will be given a list of the acceptable means for measuring student growth which includes: pre/posttest, research based assessments, performance tasks and repeated measures. The Principal and teachers will
then review the Student Growth Goal utilizing the Rigor and Comparability Rubric to ensure that the
assessment used is comparable. Comparable in this instance means that the assessments used require students to
demonstrate learning at similarly high levels.
Examples for rating SGG high, expected, or low growth:
Pre-Test/Post-Test
Teachers will use pre- and post-tests to determine the growth identified in their goal. These assessments can be
identical or comparable versions.
For example, a music teacher could evaluate a student’s knowledge of scales using a performance task at the
beginning of the year and then again at the end of the year. If the teacher asked students to perform the same
four scales, this would be an example of identical assessments; if he or she asked the students to perform
different scales, this would be a comparable version of the same assessment. Assessment used in this option
must meet the district assurance of rigor and comparability as defined in the previous section.
For example, a writing assessment that uses an identical prompt may result in more accurate growth scores, but
students may not benefit from repeating the exact same writing assignment. Thus, the prompt for the two
writing assessments may be different.
Repeated Measures Design
Teachers will 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.
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.
Sources to Consider:
 LDC/MDC
 Program Review
 Performance Tasks
 Problem Based Learning
Determining Growth for a Single Student Growth Goal (Local)
Acceptable means of measuring student growth are: pre/post-tests, research based assessments, performance
tasks and repeated measures.
When writing a Student Growth Goal both proficiency and growth must be addressed; therefore, a teacher will
receive two ratings for their SGG to address how closely proficiency and growth were met. All SGG’s must be
SMART goals (specific, measurable, appropriate, realistic and time-bound).

Principals and Teachers should utilize the following chart to determine the level at which they have met
proficiency and growth in their Student Growth Goal.
Growth/Proficiency Rating
Low
Expected
High

Growth
Low
Expected
High

Criteria
Greater than 10% below the SGG
Meets the SGG within 10% points above or below the SGG
Greater than 10% above the SGG

Criteria
If less than 80% of students meet growth portion of the goal
If 80% to less than 90% of students meet growth portion of the goal
If 90% to 100% of students meet growth portion of the goal

High
Expected
Low

Local SGG Growth Rating

Once the two scores (proficiency and growth) have been determined, use the following matrix to establish an
Overall Local Student Growth Goal Rating:
High

High

Expected

High

Expected

Expected

Expected

Expected

Low

High

Expected

Low

Local SGG Proficiency Rating

Teachers who will have both a local and state contribution (KPREP) will need to refer to the table on page 27
for further information as to how to average both the local and state portions of Student Growth.
Determining the Overall Performance Category
Supervisors are responsible for determining an Overall Performance Category for each teacher at the conclusion
of their 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.
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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 will organize and analyze evidence for each individual educator based on
these concrete descriptions of practice.
Supervisors and educators will be engaged in ongoing dialogue throughout the evaluation cycle. The process
concludes with the evaluator’s analysis of evidence and the final assessment of practice in relation to
performance described under each Domain at the culmination of an educator’s cycle.

DOMAIN

PROFESSIONAL

SOURCES OF
DOMAIN 1:
Required
•
•
•

Optional:



Observation
Student Voice
Professional Growth
Plans and Self
Reflection
Lesson Plans
Agendas / Sign In
Sheets

PROFES

DOMAIN 2: [I,D,A,E]
DOMAIN 3: [I,D,A,E]
DOMAIN 4: [I,D,A,E]

Procedures
1. Evaluators should provide a summative rating for each domain based on the evidence and their
professional judgment.
2. The Professional Practice Ratings shall be submitted in the department-approved platform.
3. Apply State Decisions Rules for determining an educator’s Professional Practice Rating using the
following table:

CRITERIA FOR DETERMINING A
TEACHER’S PROFESSIONAL
PRACTICE RATING
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Student Growth Rating
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 SGP (where available), and will
be considered in a three year cycle (when available).
SOURCES OF
S
EVIDENCE TO
STUDENT GROWTH
T
INFORM STUDENT
RATING
U
PROFESSI
STATEGROWTH
STUDENT
GROWTH
ONAL
D
• SGPs
[H,E,L]
JUDGME
• State
E
NT AND
Predefined
N
DISTRICTCut Scores
T
DETERMI
LOCAL
NED
GRequired
SGP (when available)
RUBRICSwill be used to determine overall Student Growth Rating.
R  SGG• andSGG
• Maintain
O
current
W
processSchool District:
TMcCreary• County
Rate on
H
H/E/L

The SGP will be determined by KDE and will be reported as High, Expected or Low.
In cases where there is both a Local Student Growth Goal rating and a State Student Growth Percentile the
following table should be utilized to get an overall Student Growth Trend Rating utilizing a 50 % / 50 %
calculation.

High

Expected

High

Expected

Expected

Expected

Expected

Low

High

Expected

Low

Expected
Low

Local Goal Rating

High

High

State Goal Rating

Tenured teachers who have three years of student growth ratings will apply the averages of the three
years to the following decision rules:
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If your past three years of
Overall Student Growth
Ratings are:
3 ratings of High

Then your Summative
Overall Student Growth
Rating is:
High

2 ratings of High & 1
Expected rating

High

1 rating of High & 2
Expected ratings

Expected

2 ratings of High & 1 Low
rating

Expected

1 rating of High & 2 Low
ratings

Expected

3 ratings of Expected

Expected

2 ratings of Expected & 1
Low rating

Expected

1 rating of Expected &2
Low ratings

Low

3 ratings of Low

Low

1 rating of High/1
Expected/ 1 Low

Expected

Overall Performance Category
An educator’s Overall Performance Category is determined by the following steps:
1. Determine the individual domain ratings through the use of sources of evidence and professional
judgment.
2. Apply State Decisions Rules for determining an educator’s Professional Practice.

Required
 Implement the Overall Performance Category process for determining effectiveness.
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Professional Growth Plan and Summative Cycle
1. Based on the overall Professional Practice rating and Student Growth rating, supervisors will help
tenured teachers determine the type of Professional Growth Plan and the length of the summative cycle.
2. Teachers with the overall performance rating of Ineffective shall receive a mentor at the building level,
selected by the evaluator as part of the Improvement Plan.
3. Teachers with an overall performance rating of Ineffective at the end of two consecutive years shall
receive an Intensive Growth Plan with a district level assistance team appointed by the Superintendent.
4. Multiple observations for tenured teachers may occur when observation results yield an ineffective
determination.
The purpose of the district level assistance team is to provide the employee every opportunity to attain the
standards of performance of the district. ANY EMPLOYEE (teacher or administrator) should understand that
this is the district’s last attempt to salvage the career of the employee and that if the standards are not attained
the employee is subject to termination.
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Local Appeals Procedure
(a) The certified employees of the local school district shall elect two (2) members to serve on the local appeals
panel. The two (2) certified staff members receiving the highest number of votes shall serve as the selected
members. Alternates shall be listed according to highest number of votes received. Alternates shall be used in
the event a regular panel member cannot serve or in the event of a conflict of interest. The Board of Education
shall appoint one (1) certified staff member to the appeals panel. The committee shall elect a chairperson for
each appeals process.
The Board of Education shall also appoint one certified employee as alternate to serve in the absence of the first
appointee. (Interning certified staff are not eligible to serve on the appeals panel.)
(b) The members of the appeals panel shall be elected/appointed for a two-year term (a year defined as running
from July 1 to June 30) with the option of being re-elected or reappointed.
(c) Any certified employee who requests a review of his/her summative evaluation by the local appeals panel
shall submit a written request to the local appeals panel within five (5) working days of receipt of the
evaluation. Appeals shall be presented on forms prepared by the local district. No member of the panel shall
serve on any appeal in which he/she was the evaluator. No panel member shall serve on any appeal brought by
the member’s immediate family (father, mother, brother, sister, husband, wife, son, daughter, aunt, uncle, sonin-law, and daughter-in-law).
(d) Panel members shall meet at a time and place set by the chairperson. The appealing employee and the
evaluator shall be notified of the meeting time and place; the hearing shall otherwise be a closed meeting. Both
the appealing employee and employer shall be provided copies of all documentation submitted.
(e) The appealing employee shall release to the panel all evaluation material/information. The chairperson shall
review all submitted information and may disallow information to be presented in the hearing which is
determined if relevant to the appeal. The burden of proof shall be on the employee to the panel. The evaluator
shall be allowed the opportunity to respond to the claims of the appealing employee and to present written
record which supports the summative evaluation. The panel shall review all documents presented to it and be
allowed to interview both the appealing employee and the evaluator. The appealing employee and employer
have a right to representation.
(f) Upon receiving the request the panel will schedule a PRELIMINARY HEARING to provide documentation
to all parties and the panel. The chairperson of the panel shall be elected by the panel for each appeal. Four (4)
copies of all documentation to be considered in the appeal shall be made available at this time. One copy for
each of the committee and evaluator/evaluatee shall be provided. The chairperson shall convene the hearing and
explain procedures for the process. The evaluatee and evaluator may be represented by legal counsel or their
chosen representative. The Board of Education shall provide legal counsel for the panel if requested. The
evaluatee has the right to determine whether the hearing is open or closed. A closed hearing will include the
panel, evaluatee, evaluator and their chosen representatives. Witnesses may be called by either party, but will
not be allowed to observe the hearing process other than during their testimony. After the evaluatee and
evaluator leave, the appeals committee shall remain and review all documents and formulate questions for the
hearing. Within three (3) working days an APPEALS PANEL HEARING will convene to allow the evaluatee
and evaluator to present statements, documentation, witnesses and any other information pertinent to the appeal.
Again, the chairperson will convene the hearing and establish procedures. The evaluatee shall present his/her
opening statement followed by the evaluator’s opening statement. Each party will then be allowed to present
his/her documentation including witnesses pertinent to the summative evaluation. Both substance and
procedural issues shall be considered by the panel. An opportunity for questioning each party shall be provided.
The 17 member panel will have the right to question both the evaluatee and the evaluator. The evaluatee and
evaluator will then be permitted to leave and the panel will consider all information provided them. The panel
may determine if there is a need to tape record the hearing. Tape(s) shall be kept in a locked file in the Central
Office for a minimum of one (1) year from the date of the hearing for future discussions of the panel.
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(g) The panel shall make a recommendation to the district superintendent within fifteen (15) working days from
the date of filing the appeal. The superintendent shall file the recommendation in the employee’s personnel file
with the original evaluation form.
(h) The panel’s recommendation may include one of the following:
a. a new evaluation by a second certified evaluator
b. uphold the original evaluation
c. remove the summative or any part of the summative from the personnel file
The chairperson of the panel shall present the decision to the Superintendent for action within three (3) working
days of the panel’s decision.
Any evaluatee who feels that the procedural issues were violated may appeal the decision to the Kentucky
Board of Education.
State Appeals Procedure
a) The State Board of Education shall appoint a committee of three (3) board members to serve on the State
Evaluation Appeals Panel. Said panel shall have no jurisdiction relative to complaints involving the professional
judgmental conclusion of evaluations.
(b) The certified employee must submit a written request to the Commissioner
of Education for a hearing to the State Evaluation Appeals Panel. A specific description of the complaint and
grounds for appeal must be submitted with this request.
(c) The State Evaluation Appeals Panel, or the Department of Education at its direction shall review the
complaint and investigate to determine if a hearing should be granted.
(d) If a hearing is granted, all involved parties shall have an opportunity to speak before the appeals panel.
(e) A decision of the appeals panel shall be rendered within fifteen working days after a hearing.
McCreary County School District
Appeals Panel Hearing Request Form
I, _______________________ have been evaluated by__________________ during the current evaluative
cycle. My disagreement with the findings of the summative evaluation have been thoroughly discussed with the
evaluator.
I respectfully request the______________________ School District Evaluation Appeals panel to hear my
appeal.
This appeal challenges the summative findings on:
___substance
___procedure
___both substance & procedure
____________________________Signature
___________Date of Summative conference
___________Date Evaluator notified of intent to appeal
This form shall be presented in person or by mail to any
member of the appeals panel within five working days of
completion of the summative conference.
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Professional Growth and Effectiveness System – Principal and Assistant Principal
The vision for the Professional Growth and Effectiveness System (PGES) is to have every school led by an
effective principal. The goal is to create a fair and equitable system to measure principal effectiveness and act
as a catalyst for professional growth.
The principal will be evaluated by the superintendent or his/her designee. The assistant principal(s) will be
evaluated by the principal of their school. The superintendent will ensure that both the evaluator and the
evaluatee have been oriented to this plan.
Principal Performance Standards
The Principal Performance Standards are designed to support student achievement and professional bestpractice 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 important to note that the
expected performance level is “Accomplished,” but a good rule of thumb is that it is expected that a principal
will “live in Accomplished but occasionally visit Exemplary”. 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, 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:






Professional Growth Planning and Self-Reflection
Site-Visits
Val-Ed 360°
Working Conditions Goal (Based on TELL KY)
State and Local Student Growth Goal data

Products of Practice
Principals may provide additional evidences to support assessment of their own professional practice. These
evidences should yield information related to the principal’s practice within the standards. These evidences
should be part of the regular practice of the principal and not created solely for use as evidence. In other words,
evidence must be naturally occurring products related to the day-to-day work of principal leadership and
learning.
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Both evaluatee and evaluator share responsibility for determining appropriate and relevant evidence. Additional
evidence may include, but is not limited to the following:
 SBDM Minutes
 Faculty Meeting Agendas and Minutes
 Department/Grade Level Agendas and Minutes
 PLC Agendas and Minutes
 Leadership Team Agendas and Minutes
 Instructional Round/Walk-through documentation
 Budgets
 EILA/Professional Learning experience documentation
 Surveys
 Professional Organization memberships
 Parent/Community engagement surveys
 Parent/Community engagement events documentation
 School Schedules
Professional Practice
The following sections provide a detailed overview of the various sources of evidence used to inform
Professional Practice Ratings.
Professional Growth Planning and Self-Reflection
(Completed by both the principal and assistant principal)
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 and shall be aligned with the
district improvement plan. Self-reflection improves principal practice through ongoing, careful consideration of
the impact of leadership practice on student growth and achievement.
Reflective practices and professional growth planning are iterative processes. The principal (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 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 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.
Self-reflection improves principal practice through ongoing, careful consideration of the impact of leadership
practice on student growth and achievement. The Professional Growth Plan is the vehicle through which the
outcomes of self-reflection are organized, articulated as specific goals, contextualized in a support framework,
and monitored through pre-determined methods. Together, the multiple measures of self-reflection and
professional growth planning provide critical information in determining a rating for each standard.
Procedures:
 All principals and assistant principals will participate in self-reflection and professional growth planning
each year.
 All principals and assistant principals will document their self-reflection by October 15th of each year.
Late hires must complete their self-reflection must within thirty (30) calendar days of their hire. The
self-reflection must be completed before beginning the Professional Growth Plan (PGP). A copy of the
completed document noting approval, with all required signatures will be kept in the employees’
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evaluation file at the district. The Superintendent or designee will be responsible for review of the selfReflection.
All principals and assistant principals must complete their PGP by September 30th of each year. A copy
of the completed document with signatures noting approval by the supervisor will be placed in each
employee’s evaluation file that will be kept at the district by the Superintendent or Superintendent
Designee. Principals or assistant principals hired after the beginning of the official school year will be
given thirty (30) calendar days from the date of hire to complete the professional growth plan.
The PGP should be reviewed with both the evaluator and evaluate and signed midyear. Reflection on
the PGP should be ongoing throughout the year.

Site-Visits (Only required for principals)
Site visits are a method by which the superintendent may gain insight into the principal’s practice in relation to
the standards. During a site visit, the superintendent will discuss various aspects of the job with the principal,
and will use the principal’s responses to determine issues to further explore with the faculty and staff.
Additionally, the principal may explain the successes and trials the school community has experienced in
relation to school improvement. Site visits are conducted by the superintendent or designee. Documentation of
the site visit will be kept on the Site Visit Form. It shall be signed by principals and evaluator and a copy kept
on file at the District level.
The first site visit by the superintendent or designee should occur during the first semester of the school year.
The second site visit should occur during the second semester after the mid-year review (which will occur in
January of each year and documented on Mid-Year Review Form. Site visits should have a minimum duration
of one hour with a recommended half to full day. A conference between the superintendent and/ or designee and
the principal will occur within 10 working days of each site visit. The feedback should include reference to the
performance indicators for each principal standard to find examples of behaviors that, when documented;
support a degree of effectiveness for that standard.
If a principal is hired after December 1 of the school year, the principal will only have one site visit.
Val-Ed 360° (Only required for principals)
The VAL-ED 360° 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 Val-Ed 360°.
The results of the survey will be included as a source of data to inform each principal’s professional practice
rating. The Val-Ed will be administered by April 30th in school years that TELL Kentucky is not administered.
The superintendent or assistant superintendent will be the district point of contact for overseeing and
administering Val-Ed. Only the person being evaluated, the superintendent, asst. superintendent or other
designee will have access to the results of the Val-Ed Survey. The results of the Val-Ed should be used as selfreflection (embedded throughout the system) with the purpose of self-improvement. This will enable the
principal to target areas for professional learning.
If a principal is hired after January 1, the principal will not be required to participate in the VAL-ED survey.
Working Conditions Goal (Goal inherited by Assistant Principal)
Connecting TELL Kentucky data to principal performance involves building the capacity for principals and
their superintendents to interpret and use TELL Kentucky data to set a target goal for Working Conditions
improvement that connects to the Principal Performance Standards and impacts the working conditions within
their building. Setting goals—not just any goals, but goals based on whole staff feedback—is a powerful way
to enhance professional performance and, in turn, positively impact school culture and student success.
Principals are responsible for setting a 2-year Working Conditions Growth Goal that is based on the most recent
TELL Kentucky Survey.
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Each principal, following receipt of the results of the TELL Kentucky Survey results shall review the data with
the superintendent or designee. He/She shall then develop, in collaboration with the superintendent, a minimum
of one, 2-year Working Conditions Goal(s) based on need(s) revealed in the survey analysis.
The principal shall obtain possible evidence from the Val-Ed results to inform status of the Working Conditions
Goal. They shall also generate anonymous surveys for their staff bi-yearly that will be used as evidence.
A rubric will be established when setting the Working Conditions Goal in collaboration with the superintendent.
An “Accomplished” result is the expected outcome from the goal. To achieve “Exemplary” the goal must be
exceeded. The chart below may be used as a starting point for the rubric.
Ineffective

Developing

69.8 % and Below

69.9 % -78.9 %

Accomplished

Exemplary

79% - 89.9 %

90% and Above

The formative data will be reviewed with the superintendent or designee at the mid-year review. The data will
be documented. See Mid-Year Review form (page 81) for documentation.
Products of Practice/Other Sources of Evidence
Additional evidence provided in support of principal practice may include, but is not limited to, the items from
the following list:














SBDM Minutes
Faculty Meeting Agendas and Minutes
Department/Grade Level Agendas and Minutes
PLC Agendas and Minutes
Leadership Team Agendas and Minutes
Instructional Round/Walk-through documentation
Budgets
EILA/Professional Learning experience documentation
Surveys
Professional Organization memberships
Parent/Community engagement surveys
Parent/Community engagement events documentation
School schedules

Student Growth
The following sections provide a detailed overview of the various sources of evidence used to inform Student
Growth Ratings. 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.
State Contribution – ASSIST/Next Generation Learners (NGL) Goal Based on Trajectory (Goal
inherited by Assistant Principal)
Principals are responsible for setting at least one student growth goal that is tied directly to the Comprehensive
School Improvement Plan located in ASSIST. The superintendent and the principal will meet by October 15th
or within 1 week of receiving state test data to discuss the trajectory for the goal and to establish the year’s goal
that will help reach the long-term trajectory target. New goals are identified each year based on the ASSIST
goals. 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.
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The NGL Goal must be based on Gap populations unless the Local goal is based on Gap populations. The
principal may use research based assessments, pre/post-test data, performance data, or repeated measures data
when giving interim trajectory predictions for growth. The principal will report at the mid-year review his/her
predicted State Contribution Goal.
Local Contribution – Based on School Need (Goal inherited by Assistant Principal)
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. Either the State NGL Goal or the Local
Contribution Goal must be based on Gap populations. A principal must have a minimum of one local goal. If
the school does not receive state level data, the principal will construct two local student growth goals. The
principal will have their goals reviewed by the superintendent.

Local and State Contribution Rubric
Growth/Proficiency Rating

Criteria

Low

Greater than 10% below the SGG

Expected

Meets the SGG or within 10% points above or below the
SGG

High

Greater than 10% above the SGG

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.
Determining Professional Practice
The Kentucky Principal Performance Standards stand as the critical rubric for providing principals and
evaluators with concrete descriptions of practice associated with specific standards. Each standard describes a
behavior or related set of behaviors that principals and evaluators can prioritize for evidence-gathering,
feedback, and eventually, evaluation. Evaluators will organize and analyze evidence for each individual
principal based on these concrete descriptions of practice.
Evaluators and principals will be engaged in ongoing dialogue throughout the evaluation cycle. The process
concludes with the evaluator’s analysis of evidence and the final assessment of practice in relation to
performance described under each Standard at the culmination of an educator’s cycle. Each standard shall be
scored in CIITS by the superintendent or designee by April 30th of each year.
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STANDARD RATINGS
P
R
O
F
E
S
S
I
O
N
A
L
P
R
A
C
T
I
C
E

SOURCES OF
EVIDENCE TO
INFORM
REQUIRED
PROFESSIONAL
• Profession
PRACTICE

•
•

al Growth
Plans and
SelfReflection
Site-Visit
Val-Ed
360°/Wor
king
Condition
s

PROFES
SIONAL
JUDGM
ENT

STANDARD 1:
[I,D,A,E] 2:
STANDARD
[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]

OPTIONAL

•

See
sources
previously
listed in
CEP plan.
(pg. 39)
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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.
S
T
U
D
E
N
T
G
R
O
W
T
H

SOURCES OF
EVIDENCE TO
INFORM STUDENT
STATE
GROWTH



ASSIST/N
GL Goal

LOCAL

•

Based on
school
need

PROFES
SIONAL
JUDGM
ENT
AND
DISTRIC
TDETER
MINED
RUBRIC
S

STUDENT GROWTH
RATING
STUDENT GROWTH
[H,E,L]

Evaluators will use the following chart to determine an Overall Student Growth.

Expected
Low

Local Goal Rating

High

Overall Student Growth (combining local and state)

High

High

Expected

High

Expected

Expected

Expected

Expected

Low

High

Expected

Low

State Goal Rating
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Principals who have three years of student growth ratings will apply the averages of the three years to the
following decision rules:

If your past three years of
Overall Student Growth
Ratings are:
3 ratings of High

Then your Summative
Overall Student Growth
Rating is:
High

2 ratings of High & 1
Expected rating

High

1 rating of High & 2
Expected ratings

Expected

2 ratings of High & 1 Low
rating

Expected

1 rating of High & 2 Low
ratings

Expected

3 ratings of Expected

Expected

2 ratings of Expected & 1
Low rating

Expected

1 rating of Expected &2
Low ratings

Low

3 ratings of Low

Low

1 rating of High/1
Expected/ 1 Low

Expected

Determining the Overall Performance Category
A principal’s Overall Performance Category is determined by the evaluator based on the principal’s ratings on
each standard, as well as student growth. Evaluators will use the following decision rules for determining the
Overall Performance Category.
Procedures
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1. The Professional Practice Rating has been obtained and documented in the department approved
platform.
2. The Overall Student Growth Rating has been determined by using all data gathered and following the
decision rules. The rating for the SGG and state SGG (if applicable) have been recorded in the
department approved platform and kept in the personnel folder.
3. The following Chart will be used to determine the Overall Performance category of an evaluatee and the
rating will be recorded in the department approved platform.

CRITERIA FOR DETERMINING A
PRINCIPAL’S OVERALL
PERFORMANCE CATEGORY

OVERALL PERFORMANCE CATEGORY
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Professional Growth Plan and Summative 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.
“Shall” have a
minimum of a selfdirected growth plan

Exemplary

Accomplished

“Shall” have a minimum
of a directed growth plan

Developing

“Shall” have a minimum of a directed growth plan

Ineffective
Recommendation

“Shall” have a minimum of a
self-directed growth plan

“Shall” have a
minimum of a selfdirected growth plan
“Shall” have a minimum of a
self-directed growth plan

“Shall” have a minimum of a Corrective Action Plan
Low

Expected

& Consideration
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(Evaluator Directed)
High

Principal PGES Cycle
The following chart shows the required components for principals and assistant principals over the two year
process. All principals and assistant principals will be evaluated every year.
Two Year Cycle of the PPGES.
Review
End-ofAccountabili
Year
ty and
Review
ASSIST
Administer
Administer with
Goal Results
Superinten
Val&Formative
Set
Summative
Valdent
Ed
SGG/PGP/W
Ed
orking
Year
Site-Visit by
Site-Visit by
Conditions 21
Superintenden
Superintenden
Goal
Mid-Year year
t
t
Review
with
Superinten
dent

July
1

Review
Accountabi
lity and
ASSIST
Goal
Results &
Set
SGG/PGP
Year
&
Update by
Site-Visit by
Site-Visit
2
Working
Superintenden
Superintenden
Mid-Year Conditions
t
t
Review 2-year Goal
with
Superinten
dent

End-ofYear
Review
with
Administer
Superinten
TELL
dent
Kentucky
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Appendix Materials
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TPGES
Pre-Observation Document
(Optional)
School

Teacher:

Grade
Level:
Observer:

Subject:
Date of
Conference:

Questions for Discussion

Notes

What is your identified student learning
target(s)?
To which part of your curriculum does this
lesson relate?
How does this learning fit the sequence of
learning for this class?

Briefly describe the students in this class,
including those with special needs.
How will you engage the students in the
learning? What will you do? N What will
the students do? Will the students work in
groups or individually, or as a large group?
Provide any materials that the students are
using.
How will you differentiate instruction for
individuals or groups of students?
How and when will you know whether the
students have achieved the learning
target(s)?
Is there anything that you would like me to
specifically observe during the lesson?
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POST-OBSERVATION DOCUMENT
Page 1 of 2
Teacher
EPSB ID#
School
Grade Level/Subject(s)
Observer
Date of Conference
For each of the following standards, reflect on the lesson that was observed using the following guiding questions to
focus your reflections:

In general, how successful was the lesson? Did the
students achieve the learning targets? How do you know,
and what will you do for those students who did not?
In addition to the student work witnessed by the observer,
what other student work samples, evidence or artifacts
assisted you in making your determination for question
one?
To what extent did classroom procedures, student
conduct, and physical space contribute to or hinder
student learning?

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

If you had an opportunity to teach this lesson again to the
same group of students, what would you do differently,
and why?
What do you see as the next step(s) in your professional
growth for addressing the needs you have identified
through personal reflection?
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POST-OBSERVATION DOCUMENT
Page 2 of 2
Evaluator’s Formative Observation Rating:
Domain 2: The Classroom
Environment

Rating:

Domain 3: Instruction

Rating:

A: Creating an Environment of
Respect and Rapport

I

D

A

E

A: Communicating with
Students

I

D

A

E

B: Establishing a Culture for
Learning

I

D

A

E

B: Using Questioning
and Discussion
Techniques

I

D

A

E

C: Managing Classroom
Procedures

I

D

A

E

C: Engaging Students in
Learning

I

D

A

E

D: Managing Student Behavior

I

D

A

E

D: Using Assessment in
Instruction

I

D

A

E

E: Organizing Physical Space

I

D

A

E

E: Demonstrating
Flexibility

I

D

A

E

Teacher’s Signature*

Date

Observer’s/Evaluator’s Signature

*Denotes sharing of results, not necessarily agreement with the formative rating
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Date

Teacher's Name:_________________
Grade Level: ____________________
Subject:________________________

Kentucky’s
Framework for Teaching
Evidence Collection Document (pg. 1/4)

Observer's Name:_______________
Observation Date:_______________
Observation Time:_______________
Observation Type: Mini / Full

Domain 1: Planning & Preparation
1A-Demonstrating
Knowledge of Content &
Pedagogy
____ Ineffective
____ Developing
____Proficient
____Exemplary

1B-Demonstrating
Knowledge of Students
____ Ineffective
____ Developing
____Proficient
____Exemplary

1C- Selecting
Instructional Outcomes

1D-Demonstrating
Knowledge of Resources

____ Ineffective
____ Developing
____Proficient
____Exemplary

____ Ineffective
____ Developing
____Proficient
____Exemplary
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1E-Designing Coherent
Instruction
____ Ineffective
____ Developing
____Proficient
____Exemplary

1F-Designing Student
Assessment
____ Ineffective
____ Developing
____Proficient
____Exemplary

Kentucky's Framework for Teaching
Evidence Collection Document
(pg. 2/4)
Domain 2: Classroom Environment
2A – Creating an Environment
Of Respect & Rapport
____ Ineffective
____ Developing
____Proficient
____Exemplary

2B – Establishing a
Culture for Learning
____ Ineffective
____ Developing
____Proficient
____Exemplary

2C – Managing Classroom
Procedures
____ Ineffective
____ Developing
____Proficient
____Exemplary
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2D – Managing
Student Behavior
____ Ineffective
____ Developing
____Proficient
____Exemplary

2E – Organizing Physical
Space
____ Ineffective
____ Developing
____Proficient
____Exemplary

Kentucky's Framework for Teaching
Evidence Collection Document
(pg. 3/4)
Domain 3: Instruction
3A – Communicating
with Students
____ Ineffective
____ Developing
____Proficient
____Exemplary

3B – Using Questioning &
Discussion Techniques
____ Ineffective
____ Developing
____Proficient
____Exemplary

3C – Engaging Students
In Learning
____ Ineffective
____ Developing
____Proficient
____Exemplary
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3D – Using Assessments
in Instruction
____ Ineffective
____ Developing
____Proficient
____Exemplary

3E – Demonstrating Flexibility &
Responsiveness
____ Ineffective
____ Developing
____Proficient
____Exemplary

Kentucky's Framework for Teaching
Evidence Collection Document
(pg. 4/4)
Domain 4: Professional Responsibilities
4A – Reflecting On
Teaching
____ Ineffective
____ Developing
____Proficient
____Exemplary

4B – Maintaining
Accurate Records

4C – Communicating with
Families

____ Ineffective
____ Developing
____Proficient
____Exemplary

____ Ineffective
____ Developing
____Proficient
____Exemplary

4D – Participating in
Professional Communities
____ Ineffective
____ Developing
____Proficient
____Exemplary
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4E – Growing &
Developing Professionally
____ Ineffective
____ Developing
____Proficient
____Exemplary

4F – Demonstrating
Professionalism
____ Ineffective
____ Developing
____Proficient
____Exemplary

SUMMATIVE EVALUATION FOR TEACHERS
(This summarizes all the evaluation data including formative data, products and performances, portfolio materials, professional
development activities, conferences, and other documentation.)
Evaluatee:
Grade Level:
Content Area:

1st
Mini/Full

School:
Evaluator:
Position:
Dates of Observations
2nd
3rd
Mini/Full
Mini/Full

4th
Mini/Full

Dates of Observations
2nd
3rd
Pre/Post
Pre/Post

1st
Pre/Post

4th
Pre/Post

SUMMATIVE EVALUATION FOR TEACHERS
(This summarizes all the evaluation data including formative data, products and performances, portfolio materials, professional
development activities, conferences, and other documentation.)

Related Teacher’s Standards
(from Danielson’s Crosswalk Document)

Domains
Domain 1: Planning & Preparation
1A: Demonstrating of Knowledge & Pedagogy
1B: Demonstrating Knowledge of Students
1C: Selecting Instructional Outcomes
1D: Demonstrating Knowledge of Resources
1E: Designing Coherent Instruction
1F: Designing Student Assessment
Domain 2: Classroom Environment
2A:Creating an Environment of Respect &
Rapport
2B:Establishing a Culture for Learning
2C:Managing Classroom Procedures
2D:Managing Student Behavior
2E:Organizing Physical Space
Domain 3: Instruction
3A: Communicating with Students
3B: Using Questioning & Discussion Techniques
3C: Engaging Students in Learning
3D: Using Assessments in Instruction
3E: Demonstrating Flexibility & Responsiveness
Domain 4: Professional Responsibilities
4A: Reflecting on Teaching
4B: Maintaining Accurate Records
4C: Communicating with Families
4D: Participating in a Professional Community
4E: Growing & Developing Professionally
4F: Demonstrating Professionalism
Domain 5: Student Growth
5A: Student Growth

Overall Rating:

Meets

1.2, 1.3,1.4, 2.1,2.2
1.2, 2.2, 3.3. 4.2, 5.4
1.1, 2.1, 2.3, 2.4 2.5, 3.3, 4.1, 4.2, 4.5
4.3, 4.4, 6.1, 6.3, 6.4
1.3, 2.4, 2.5, 3.3, 4.1, 4.2, 4.5, 5.6, 6.1, 6.2
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
1.2, 3.1, 3.2, 3.3, 3.4, 3.5, 6.5
3.1,3.2, 3.3, 3.4, 3.5, 6.5
3.2, 3.4, 3.5, 4.3, 4.4
3.4, 3.5
4.4, 6.2, 6.3, 6.4
1.1, 1.2, 1.3, 1.4, 1.5, 2.5, 3.2, 4.1, 4.3, 4.5
3.2, 3.3, 3.4, 3.5, 4.1, 4.5, 5.6
1.3, 2.4, 3.2, 3.3, 3.5, 4.1, 5.6
1.3, 2.3, 3.5, 5.2, 5.4, 5.5, 5.6
1.2, 1.3, 1.4, 2.2, 2.4, 2.5, 4.1, 4.2
7.1, 7.2, 7.3, 9.4
5.5, 8.1, 8.2, 8.3, 8.4
10.1
9.1, 9.2, 9.3, 9.4, 10.1, 10.2, 10.3
8.1

Meets District
Standards
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Does Not Meet
District
Standards

Does Not
Meet

SUMMATIVE EVALUATION FOR TEACHERS (Cont.)

Evaluatee Signature:________________________________

Date:_____________________

Evaluator Signature:________________________________

Date:_____________________

Employment Recommendation to Central Office:
_________ Meets teacher standards for reemployment
_________Does not meet teacher standards for reemployment

Evaluatee's Comments:
____________________________________________________________________________________________________________
____________________________________________________________________________________________________________
____________________________________________________________________________________________________________
____________________________________________________________________________________________________________
_________________________________

Evaluator's Comments:
____________________________________________________________________________________________________________
____________________________________________________________________________________________________________
____________________________________________________________________________________________________________
____________________________________________________________________________________________________________
_________________________________

Note: Opportunities for appeal process at both the local and state levels are a part of the McCreary County District Certified
Evaluation plan.

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 evaluation plan.* Any rating in the “does not meet” column requires the development of
an Individual Corrective Action Plan.
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Formative Evaluation Summary Form
(to be used with the Evidence Collection Document & CIITS Form)

Evaluatee:
Grade Level:
Content Area:

School:
Evaluator:
Position:
Preconference Date

Observation Date

Post-Conference Date

Circle One

Mini/Full
Domain 1: Demonstrating knowledge of Content & Pedagogy
______Ineffective
____Developing
Evidence (Or See Attached CIITS Observation Form):

____Meets / ____ Does Not Meet District Standards

____Proficient

Domain 2: Classroom Environment

____Exemplary

____Meets / ____ Does Not Meet District Standards

______Ineffective
____Developing
Evidence (Or See Attached CIITS Observation Form):

____Proficient

Domain 3: Instruction

____Exemplary

____Meets / ____ Does Not Meet District Standards

______Ineffective
____Developing
Evidence (Or See Attached CIITS Observation Form):

____Proficient

Domain 4: Professional Responsibilities

____Exemplary

____Meets / ____ Does Not Meet District Standards

______Ineffective
____Developing
Evidence (Or See Attached CIITS Observation Form):

____Proficient

Domain 5: Student Growth

____Exemplary

____Meets / ____ Does Not Meet District Standards

______Ineffective
____Developing
Evidence (Or See Attached CIITS Observation Form):

____Proficient

____Exemplary

Evaluatee’s Signature:_____________________________

Date:____________________

Evaluator’s Signature:_____________________________

Date:_____________________

Comments:

___________________
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Superintendent Site Visit Documentation

Recommended Practice:
1. When conducting a site visit or preparing to provide feedback to a principal during any phase of
the Principal Professional Growth and Effectiveness System, refer to the performance indicators
for each principal standard to find examples of behaviors that, when documented, support a
degree of effectiveness for that standard. Performances indicators are possible “look fors” only
and do not constitute an exhaustive list.
2. Use open ended questions to guide conversation specific to the performance standards. Use
follow-up questions as needed to solicit responses that are evidence-based.
3. Request evidence beyond what has already been seen to support each performance standard
as needed. Allow principals to submit additional evidence of their effectiveness on
performance standards as desired.
4. Provide feedback that is evidence-based, specific to the performance standards, and that will
assist the principal in professional growth and overall effectiveness.

Date: ___/____/_____
Principal: _________________________________________________
Evaluator: ________________________________________________

Purpose of Documentation and Feedback: (check appropriate box):
Site visit No. 1
Site visit No. 2
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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

1.2
1.3
1.4
1.5
1.6
1.7
1.8
1.9
1.10
1.11
1.12
1.13

Leads the collaborative development and sustainment of a shared vision for educational improvement and works with staff, students,
parents, school councils and other stakeholders to develop a mission and programs consistent with the school and district imp rovement
plan.
Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that enhance teaching and student academic
progress, and lead to continuous school improvement.
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.
Demonstrates knowledge of research-based instructional best practices
Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction to ensure effective delivery of the
required curriculum.
Supports teachers to access resources (e.g., time, fiscal, human) for the successful implementation of effective instructional strategies.
Monitors and evaluates the use of assessment of and for learning (e.g., diagnostic, formative, summative assessments) to info rm
instructional practices and to provide timely and accurate feedback to students and parents.*
Works with school council to design and implement effective and efficient schedules that protect and maximize instructional time.
Provides the instructional focus and creates the culture for continuous learning of all members of the school community.
Supports professional learning and instructional practices that incorporate the use of multiple sources of data and result in increased
student growth.
Participates, as appropriate, in professional learning alongside teachers when instructional strategies are being taught for future
implementation.
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).
Evaluates the impact professional learning has on the staff/school improvement and student academic progress.

Evidence requested by the evaluator:

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.

Evidence requested by the evaluator:

Evaluator’s Feedback:

51

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.

Evidence requested by the evaluator:

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.

Evidence requested by the evaluator:

Evaluator’s Feedback:

53

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.

Evidence requested by the evaluator:

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.

Evidence requested by the evaluator:

Evaluator’s Feedback:
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Post Conference Date: _____________________________
Evaluator’s Signature: ________________________________________________________
Principal’s Signature: _________________________________________________________

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
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.
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.
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.
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.

Self-Assessment
I

D

A

E

I

D

A

E

I

D

A

E

I

D

A

E
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Strengths and areas for growth

Principal Professional Growth and Effectiveness System
Reflective Practice, Student Growth and Professional Growth Planning Template
5. Communication and Community Relationship
The principal fosters the success of all students by
I
D A E
communicating and collaborating effectively with
stakeholders.
6. Professionalism
The principal fosters the success of all students by
demonstrating professional standards and ethics,
I
D A E
engaging in continuous professional learning, and
contributing to the profession.
Examine additional relevant data sources to make an informed decision on growth needs. Select an area of growth from the abo ve selfreflection to focus your professional growth goals.

Part B-1: State Student Growth
State Student Growth Goal Statement

(Based on one of the State goals within your CSIP.)

Process or Rubric for Determining High,
Expected or Low Growth.

Principal’s Student Growth Plan
This plan will outline what the principal will do to impact the student growth goal.
(Should be different than the school CSIP plan strategies/actions)

Strategies/Actions
What strategies/actions will I need to do in order to assist my
school in reaching the goal?
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?

Part B-2: Local Student Growth
Local Student Growth Goal Statement
(Based on School Need

Process or Rubric for Determining High,
Expected or Low Growth

Principal’s Student Growth Plan
This plan will outline what the principal will do to impact the student growth goal.
(Should be different than the school CSIP plan strategies/actions)

Strategies/Actions
What strategies/actions will I need to do in order to assist my
school in reaching the goal?
How will I accomplish my goal?

Resources/Support
What resources will I need to complete my plan?
What support will I need?
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Targeted
Completion
Date
When will I complete
each identified
strategy/ action?

Part C: 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 2year 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
% and below

Developing
%-%

Accomplished
%-%

Exemplary
% 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?

Part D: 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
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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
Other
Data Selected

Non-Academic Data

Supervisor Feedback

Results

Questions to Consider:
How does the additional data inform your decision about your learning needs?

Part E: Connecting Priority Growth Needs to Professional Growth Planning
1) Initial Reflection: Based on the areas of growth identified in Self-Reflection and Parts B, C, and/or D 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?

Targeted
Completion
Date

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?

Administrator’s Signature:

Date:

Superintendent’s Signature:

Date:

When will I
complete each
identified strategy/
action?

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
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(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 Data Results

End of Year Student Growth Reflection:

(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:
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PRINCIPAL PERFORMANCE STANDARDS
The performance indicators are provided as samples of activities that address the standard.
The list of performance indicators is not exhaustive, is not intended to be prescriptive, and is
not intended to be a checklist. Furthermore, principals are not expected to demonstrate each
performance indicator.
Clearly defined professional responsibilities for principals constitute the foundation for the Principal
Professional Growth and Effectiveness System. Performance standards define the criteria expected when
principals perform their major duties. For all principals, there are six performance standards that guide the
performance of the principal. The PPGES provides principals with an assessment of their performance on these
standards as viewed through Student Growth, Val-Ed and Working Conditions Growth Goals. Each source of
evidence that comprises the effectiveness system is aligned to and anchored by these standards. While
decisions around summative ratings have not been made at this time, principals will eventually receive their
summative rating based on the measures. The standards will also inform professional growth planning,
superintendent site visits/observations, conversations for feedback and formative, on-going assessments of the
principal’s performance.
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Performance Standard 1: Instructional Leadership
The principal fosters the success of all students by facilitating the development, communication, implementation,
and evaluation of a shared vision of teaching and learning that leads to student academic growth and school
improvement.

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

The principal:
1.1 Leads the collaborative development and sustainment of a shared vision for educational improvement
and works with staff, students, parents, school councils and other stakeholders to develop a mission and
programs consistent with the school and district improvement plan.
1.2 Collaboratively plans, implements, supports, monitors, and evaluates instructional programs that
enhance teaching and student academic progress, and lead to continuous school improvement.
1.3 Analyzes current academic achievement data and instructional strategies to make appropriate educational
decisions to improve classroom instruction, increase student achievement, and improve overall school
effectiveness.
1.4 Demonstrates knowledge of research-based instructional best practices
1.5 Works collaboratively with staff to identify student needs and to design, revise, and monitor instruction
to ensure effective delivery of the required curriculum.
1.6 Supports teachers to access resources (e.g., time, fiscal, human) for the successful implementation of
effective instructional strategies.
1.7 Monitors and evaluates the use of assessment of and for learning (e.g., diagnostic, formative,
summative assessments) to inform instructional practices and to provide timely and accurate feedback
to students and parents.*
1.8 Works with school council to design and implement effective and efficient schedules that protect and
maximize instructional time.
1.9 Provides the instructional focus and creates the culture for continuous learning of all members of the
school community.
1.10 Supports professional learning and instructional practices that incorporate the use of multiple sources of
data and result in increased student growth.
1.11 Participates, as appropriate, in professional learning alongside teachers when instructional strategies are
being taught for future implementation.
1.12 Demonstrates the importance of professional growth by providing adequate time and resources for
teachers and staff to participate in professional learning (i.e., peer observation, mentoring, coaching,
study groups, learning teams).
1.13 Evaluates the impact professional learning has on the staff/school improvement and student academic
progress.
Ineffective
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.

Developing

Accomplished

.

is the expected level of performance

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

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

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.

Performance Standard 2: School Climate
The principal fosters the success of all students by developing, advocating, and sustaining an
academically rigorous, positive, and safe school climate for all stakeholders.
Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
2.1 Incorporates knowledge of the social, cultural, leadership, and political dynamics of the school
community to cultivate a positive academic learning environment.
2.2 Consistently models and collaboratively promotes high expectations, mutual respect, concern,
and empathy for students, staff, parents, and community.
2.3 Uses shared decision-making and collaboration to build relationships with all stakeholders and
maintain positive school morale.
2.4 Promotes a culture of collaboration, trust and shared leadership.
2.5 Supports the staff through continuous improvement efforts.
2.6 Addresses barriers to teacher and staff performance and provides positive working conditions
to encourage retention of highly effective personnel.
2.7 In collaboration with the school council, as appropriate, ensures a school safety plan is
developed and implemented in alignment with district policy.
2.8 Involves students, staff, parents, and the community to create and sustain a positive, safe, and
healthy learning environment which reflects state, district, and local school policies, and
procedures.
2.9 In collaboration with the school council, leads the development and/or implements best
practices in school-wide behavior management that are effective within the school community
and communicates behavior management expectations to students, teachers, and parents.
2.10 Is visible, approachable, and dedicates time to listen to the concerns of students, teachers, and
other stakeholders.
2.11 Maintains a positive, inviting school environment that celebrates, promotes and assists in the
development of the whole child/student, and values every child/student as an important member
of the school community.

Ineffective

Developing

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

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

.

Accomplished

Exemplary

is the expected level of
performance

In addition to meeting the
requirements for Accomplished

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

Performance Standard 3: Human Resources Management
The principal fosters effective human resources management by assisting with selection and
induction, and by supporting, evaluating, and retaining quality instructional and support
personnel.
Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
3.1
3.2

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

Ineffective

Developing

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

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

.

Accomplished

Exemplary

is the expected level of
performance

In addition to meeting the
requirements for Accomplished

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

Performance Standard 4: Organizational Management
The principal fosters the success of all students by supporting, managing, and overseeing the
school’s organization, operation, and use of resources.
Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
4.1 Demonstrates and communicates a working knowledge and understanding of Kentucky school laws and
regulations, and school/district policies and procedures.
4.2 Establishes, in collaboration with the school council, and enforces policies and procedures to ensure a
safe, secure, efficient, and orderly facility and grounds.
4.3 Monitors and provides efficient supervision for all physical plant and related activities through an
appropriate process.
4.4 Identifies potential organizational, operational, or resource-related problems and addresses them in a
timely, consistent, and effective manner.
4.5 Reviews fiscal records regularly to ensure accountability for all funds.
4.6 In collaboration with the school council, plans and prepares a fiscally responsible budget to support the
school’s mission and both long- and short-term goals through effective resource allocation.
4.7 Follows state and local policies with regard to finances, school accountability, and reporting.
4.8 Implements strategies for the inclusion of staff and stakeholders in various planning processes, shares in
management decisions, and delegates duties as applicable, resulting in an effective and efficient
workplace.

Ineffective

Developing

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

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

.

Accomplished

Exemplary

is the expected level of
performance

In addition to meeting the
requirements for Accomplished

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

Performance Standard 5: Communication and Community Relations
The principal fosters the success of all students by communicating and collaborating
effectively with stakeholders.
Sample Performance Indicators
Examples may include, but are not limited to:
The principal:
5.1 Plans for and solicits staff, parent, and stakeholder input to promote effective decisionmaking and communication when appropriate.
5.2 Communicates the mission and shared vision, long-and short-term goals, and the school
improvement plan to all stakeholders.
5.3 Disseminates information to staff, parents, and other stakeholders in a timely manner
through multiple channels and sources.
5.4 Involves students, parents, staff and other stakeholders in a collaborative effort to
establish positive relationships.
5.5 Maintains visibility and accessibility to students, parents, staff, and other stakeholders.
5.6 Speaks and writes in an explicit and professional manner to students, parents, staff, and
other stakeholders.
5.7 Provides a variety of opportunities for parent and family involvement in school
activities.
5.8 Collaborates and networks with colleagues and stakeholders to effectively utilize the
resources and expertise available in the local community.
5.9 Advocates for students and acts to influence local, district, and state decisions affecting
student learning.
5.10 Assesses, plans for, responds to, and interacts with the larger political, social,
economic, legal, and cultural context that affects schooling based on relevant evidence.

Ineffective

Developing

Accomplished

Exemplary

.

is the expected level of
performance

In addition to meeting the
requirements for Accomplished

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

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

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

The principal seeks and
effectively engages
stakeholders in order to
promote the success of all
students through
productive and frequent
communication.
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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 selfreflection on professional practice, and engages in continuous learning.
6.10 Contributes and supports the development of the profession through service as an
instructor, mentor, coach, presenter, and/or researcher.
6.11 Remains current with research related to educational issues, trends, and practices and
maintains a high level of technical and professional knowledge.
Ineffective
The principal shows
disregard for professional
standards and ethics,
engaging in continuous
professional learning, or
contributing to the
profession.

Developing
.

The principal is
inconsistent in
demonstrating
professional standards,
engaging in continuous
professional learning, or
in contributing to the
profession.

Accomplished

Exemplary

is the expected level of
performance

In addition to meeting the
requirements for Accomplished

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

Other District Certified Personnel
The following tool will be utilized to evaluate any other certified district personnel not covered in this plan,
excluding the superintendent. The superintendent will be evaluated using the state approved process in the
Superintendent Professional Growth and Effectiveness System.

Commented [DT-DoNGP6]: Is this the previously approved
plan for district personnel?
Commented [CJ7R6]: This is not the previously approved plan.
It will be voted on at the next board meeting (5-23)

How Often

Other District Certified Personnel are evaluated on an annual basis using the
“Other Certified Employees Formative Observation / Appraisal Form.”

Who Evaluates

The Superintendent or designee will complete the evaluation process on Other
District Certified Personnel.

Appeals Process

The appeals process for Other District Certified Personnel will be the same as
the process for school-based certified employees.
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OTHER CERTIFIED EMPLOYEES FORMATIVE OBSERVATION/APPRAISAL FORM
(Evaluator and evaluatee discuss and complete prior to developing the administrator’s professional growth plan and
summative evaluation instruments. This document is the summary of data collected for formative purposes.)
Evaluatee/Observee
Position
Performance/Product/Portfolio
Ratings

Standards/Performance Criteria

(*More than one (1) rating can be checked)

1: Vision: The education leader promotes the success of every student by
facilitating the development, articulation, implementation, and
stewardship of a vision of learning that is shared and supported by all
stakeholders.

Professional Growth
Activities
Discussed

Meets

Growth
Needed

Does Not Meet

Meets

Growth
Needed

Does Not Meet

Discussed

Meets

Growth
Needed

Does Not Meet

Discussed

1.1. Collaboratively develops and implements a shared vision and mission.
1.2. Collects and uses data to identify goals, assess organizational effectiveness, and
promote organizational learning.
1.3. Creates and implements plans to achieve goals.
1.4. Promotes continuous and sustainable improvement.
1.5. Monitors and evaluated progress and revises plans.
Overall rating for Summative Evaluation Form

2: School Culture and Learning: The education leader promotes the
success of every student by advocating, nurturing, and sustaining a
school culture and instructional program conducive to student
learning and staff professional growth.
2.1. Nurtures and sustains a culture of collaboration, trust, learning, and high
expectations.
2.2. Creates a comprehensive, rigorous, and coherent curricular program.
2.3. Creates a personalized and motivating learning environment for students.
2.4. Supervises instruction.
2.5. Develops assessment and accountability systems to monitor student progress.
2.6 Develops the instructional and leadership capacity of staff.
2.7 Maximizes time spent on quality instruction.
2.8 Promotes the use of the most effective and appropriate technologies to
support teaching and learning.
2.9 Monitors and evaluates the impact of the instructional program.
Overall rating for Summative Evaluation Form

3: Management: The education leader promotes the success of every
student by ensuring management of the organization, operations, and
resources for a safe, efficient, and effective learning environment.
3.1. Monitors and evaluates the management and operational systems.
3.2. Obtains, allocates, aligns, and efficiently utilizes human, fiscal, and technological
resources.
3.3. Promotes and protects the welfare and safety of students and staff.
3.4. Develops the capacity for distributed leadership.
3.5. Ensures teacher and organizational time is focused to support quality instruction
and student learning.
3.6 Modifies own professional development plan to improve instructional performance
and to promote student learning.
3.7 Demonstrates punctuality and good attendance for all duties.
3.8 Adheres to school board policies and administrative procedures.
3.9 Adheres to the state professional code of ethics.
3.10 Performs other duties as assigned and meets local school district job expectations
and requirements in job description.
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Comments:
Overall rating for Summative Evaluation Form
Performance/Product/Portfolio
Ratings

Standards/Performance Criteria

(*More than one (1) rating can be checked.)
Meets
Growth
Does Not Meet
Needed

4: Collaboration: The education leader promotes the success of all
students by collaborating with faculty and community members,
responding to diverse community interests and needs, and mobilizing
community resources.

Professional Growth
Activities

4.1. Collects and analyzes data and information pertinent to the educational
environment.
4.2. Promotes understanding, appreciation, and use of the community’s diverse
cultural, social, and intellectual resources.
4.3. Builds and sustains positive relationships with families and caregivers.
4.4. Builds and sustains productive relationships with community partners.
Comments:
Overall rating for Summative Evaluation Form

5: Integrity, Fairness, Ethics: The education leader promotes the success
of every student by acting with integrity, fairness, and in an ethical
manner.

Meets

Growth
Needed

Does Not Meet

Discussed

Meets

Growth
Needed

Does Not Meet

Discussed

5.1. Ensures a system of accountability for every student’s academic and social success.
5.2. Models principles of self-awareness, reflective practice, transparency, and ethical
behavior.
5.3. Safeguards the values of democracy, equity, and diversity.
5.4. Considers and evaluates the potential, moral and legal consequences of decisionmaking.
5.5. Promotes social justice and ensures that individual student needs inform all aspects
of schooling.
Comments:
Overall rating for Summative Evaluation Form

6.

Political, Economic, Legal: The education leader promotes the
success of every student by understanding, responding to, and
influencing the political, social, economic, legal, and cultural context.

6.1 Advocates for children, families, and caregivers.
6.2. Acts to influence local, district, state, and national decisions affecting student
learning.
6.3 Assesses, analyzes, and anticipates emerging trends and initiatives in order to
adapt leadership strategies.
Comments:
Overall rating for Summative Evaluation Form

*This column provides for one or more ratings.

For example, an evaluatee might simply "meet" the performance criteria and that cell
alone would be checked. Also, an evaluatee could "meet" the performance criteria yet "need growth" in a refinement/enrichment
phase of professional growth; and two ratings would be checked. Likewise one could "not meet" the performance criteria and "need
growth". If the “does not meet” cell is checked, the cell “growth needed” must be checked.

Agreement with the contents is not necessarily implied by signature.
___________________________________________
EVALUATOR SIGNATURE
DATE

____________________________________
EVALUATEE SIGNATURE
Date
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EVIDENCE TO SUPPORT SCORING OF STANDARDS

If more space is needed for evidence, additional pages are provided at the end of this document. Remember to
obtain the appropriate signatures on additional pages.
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ADMINISTRATOR SUMMATIVE EVALUATION FORM (other than Principal and Assistant Principal)
(This summarizes all the evaluation data including formative data, products and performances, portfolio materials, professional development
activities, conferences, work samples, reports developed, and other documentation.)

Tenured

Non-Tenured

Evaluatee

Position ____________________

Evaluator _______________________________
Position ________________________________
School/Work Site ___________________________________________________________
Date(s) of Observation(s)

1st _____________

2nd ____________

3rd _____________

4th ___________

Date(s) of Conference(s)

1st _____________

2nd ____________

3rd _____________

4th ___________

Ratings:

Teacher Standards:
1. Vision
2. School Culture and Learning
3. Management
4. Collaboration
5. Integrity, Fairness, Ethics
6. Political, Economic, Legal

Meets

*Does Not Meet

______

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

1. _____

2. _____

3. _____

4. _____

5. _____

6. _____

Evaluatee's Comments:
_________________________________________________________________________________________________________
________________________________________________________________________________________________________
Evaluator's Comments: _____________________________________________________________________________________

To be signed after all information above has been completed and discussed:
Agree with this summative
____
__________________________
Evaluatee:
evaluation
Signature
Disagree with this summative
evaluation

_______________________________
Evaluator:

Signature

___________
Date

____________
Date

Opportunities for appeal processes at both the local and state levels are a part of the Certified Personnel Plan.
Employment Recommendation to Central Office:

___________
___________

Meets administrator standards for re-employment
Does not meet administrator standards for re-employment
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Mid-Year Review
Principal Mid-Year Performance Review

Directions: Evaluators use this form to maintain a record of evidence documented for each performance
standard. Evidence should be drawn from multiple appropriate sources. Evaluators may choose to use the
“Evident” or “Not Evident” boxes provided under each standard to assist with documenting the principal’s
progress towards meeting the standard. This form should be maintained by the evaluator during the course of
the evaluation cycle. This report is shared at a meeting with the principal held within appropriate timelines.
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.
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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.

Comments

☐ Evident

☐ Not Evident
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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 schoolwide
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.

Comments

☒ Evident

☐ Not Evident
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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.

Comments

☐ Evident

☐ Not Evident

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.
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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.

Comments

☐ Evident

☐ Not Evident

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.

Comments

☐ Evident

☐ Not Evident
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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.
Comments

☐ Evident

☐ Not Evident

Strengths:
Areas of Improvement:
Principal’s Name _____________________________
Date________________________
Principal’s Signature _____________________________________________
Evaluator’s Name ___________________________
Date ________________________
Evaluator’s Signature _____________________________________________
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McCreary County School District: School Guidance Counselor
Component
1A - Demonstrating knowledge of counseling
theory and techniques

Possible Samples of Evidence
 practices social justice/advocacy
 appreciates multiculturalism
 conducts career counseling
 maintains toolbox of theories and
counseling techniques
 uses solution focused brief therapy
 conducts role playing
 coordinates group counseling

1B - Demonstrating knowledge of child and
adolescent development

 demonstrates the use of effective
counseling skills.
 differentiates techniques based on the
unique needs of individual students.
 works with students in classrooms, small
groups and individually.
 communicates skills for academic success
through classroom/group guidance,
responsive counseling, individual student
planning and school counseling program
support activities.

Rationales / Evidences
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Please select one:
Formative ____
Summative ____

Performance Level
Descriptors
Ineffective - Counselor
demonstrates little understanding
of counseling theory and
techniques.
Developing - Counselor
demonstrates basic understanding
of counseling theory and
techniques.
Accomplished - Counselor
demonstrates understanding of
counseling theory and techniques.
Exemplary - Counselor
demonstrates deep and thorough
understanding of counseling
theory and techniques.

“X”

Descriptors
Ineffective - Counselor displays
little or no knowledge of child and
adolescent development.
Developing - Counselor displays
partial knowledge of child and
adolescent development.
Accomplished -.Counselor displays
accurate understanding of the
typical development
characteristics of the age group, as
well as exceptions to the general
patterns.
Exemplary - In addition to
accurate knowledge of the typical
developmental characteristics of
the age group and exceptions to
the general patterns, counselor
displays knowledge of the extent
to which individual students
follow the general patterns.

“X”

1C - Establishing goals for the counseling
program appropriate to the setting and the
students served

 practices the school counseling themes of
advocacy, leadership, collaboration to effect a
systemic change toward a more positive
school culture and climate
 describes, defines and identifies the
qualities of an effective school counseling
program
 describes the benefits of a comprehensive
school counseling program for all
stakeholders, including students, parents,
teachers, administrators, school boards,
department of education, school counselors,
counselor educators, community
stakeholders and business leaders
 provides consultation/ communication to
staff regarding student needs
 creates goals on growth plans
 plans schedule of yearly events/ activities,
adopts as needed based on specific situations
& enrich accordingly
 completes an annual agreement

1D - Demonstrating knowledge of state and
federal regulations and of resources both
within and beyond the school and district

 practices legal, ethical and professional
issues representing the counseling role at all
times.
 understands the impact of school, district
and state educational policies, procedures
and practices supporting and/or impeding
student success
 develops the beliefs and vision of the
school counseling program that align with
current school improvement and student
success initiatives at the school, district and
state level
 communicates regulations regarding
truancy works with external resources and
agencies
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Descriptors
Ineffective - Counselor has no
clear goals for the counseling
program, or they are
inappropriate to either the
situation or the age of the
students.
Developing - Counselor’s goals for
the counseling program are
rudimentary and are partially
suitable to the situation and the
age of the students.
Accomplished - Counselor’s goals
for the counseling program are
clear and appropriate to the
situation in the school and to the
age of the students.
Exemplary - Counselor’s goals for
the counseling program are highly
appropriate to the situation in the
school and to the age of the
students and have been
developed following consultations
with students, parents, and
colleagues.

“X”

Descriptors
Ineffective - Counselor
demonstrates little or no
knowledge of governmental
regulations and of resources for
students available through the
school or district.
Developing - Counselor displays
awareness of governmental
regulations and of resources for
students available through the
school or district, but no
knowledge of resources available
more broadly.

“X”

 attends 504 building representative
meetings
 works with pre-school and federal
guidelines to implement
 involved with local agencies, Compcare/
health/ social workers
 demonstrates FERPA knowledge and share
information as appropriate
 keeps confidentiality with staff, students,
and parents
 conducts confidentiality training w staff
 demonstrates knowledge of community
resources

Accomplished - Counselor displays
awareness of governmental
regulations and of resources for
students through the school or
district and some familiarity with
resources external to the school.
Exemplary - Counselor’s
knowledge of governmental
regulations and of resources for
students is extensive, including
those available through the school
or district and in the community.

1E - Plan in the counseling program
integrated with the regular school program

 supports regular school programs
 Carries out goals of the school
 supports career/ college ready students
 provides life goals planning
 provides classroom guidance, career
guidance, small group counseling, ILP’s
 implements bully prevention curriculum to
coordinate with safe schools policy
 develops SMART school counseling program
goals the reflect school data.
 develops a School Data Report Card

1F - Developing a plan to evaluate the
counseling program

 establishes and utilizes an accountability
system to measure the effective of using the
CSCP process, perception, and results data
 completes results reports
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Descriptors
Ineffective - Counseling program
consists of a random collection of
unrelated activities, lacking
coherence or an overall structure
Developing - Counselor’s plan has
guiding principle and includes a
number of worthwhile activities,
but some of them don’t fit with
the broader goals.
Accomplished - Counselor has
developed a plan that includes the
important aspects of counseling in
the setting.
Exemplary - Counselor’s plan is
highly coherent and serves to
support not only the students
individually and in groups, but also
the broader educational program.

“X”

Descriptors
Ineffective - Counselor has no plan
to evaluate the program or resists
suggestions that such an
evaluation is important
Developing - Counselor has a
rudimentary plan to evaluate the
counseling program.

“X”

Accomplished - Counselor’s plan
to evaluate the program is
organized around clear goals and
the collection of evidence to
indicate the degree to which the
goals have been met.
Exemplary - Counselor’s
evaluation plan is highly
sophisticated, with imaginative
sources of evidence and a clear
path toward improving the
program on an ongoing basis.

2A - creating an environment of respect and
rapport

2B - Establishing a culture for productive
communication

 collaborates with parents and guardians to
create learning environments that promote
educational equity and success for every
student
 collaborates with teachers and
administrators to create learning
environments that promote educational
equity and success for every student
 collaborates with community leaders to
create learning environments that promote
educational equity and success for every
student

 serves as a leader in the school and
community to promote and support student
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Descriptors
Ineffective - Counselor’s
interactions with students are
negative or inappropriate, and the
counselor does not promote
positive interactions among
students.
Developing - Counselor’s
interactions are a mix of positive
and negative: the counselor’s
efforts at encouraging positive
interactions among students are
partially successful.
Accomplished - Counselor’s
interactions with students are
positive and respectful, and the
counselor actively promotes
positive student-student
interactions.
Exemplary - Students seek out the
counselor, reflecting a high degree
of comfort and trust in the
relationship. Counselor teaches
students how to engage in positive
interactions.

“X”

Descriptors

“X”

success
 advocates for student success
 serves on school leadership team/school
improvement team

2C - Managing routines and procedures

Ineffective - Counselor makes no
attempt to establish a culture for
productive communication in the
school as a whole, either among
students or among teachers, or
between students and teachers.
Developing - Counselor’s attempts
to promote a culture throughout
the school for productive and
respectful communication
between and among students and
teachers are partially successful.
Accomplished - Counselor
promotes a culture throughout
the school for productive and
respectful communication
between and among students and
teachers.
Exemplary - The culture in the
school for productive and
respectful communication
between and among students and
teachers, while guided by the
counselor, is maintained by both
teachers and students.

 serves as a leader in the school and
community to promote and support student
success
 advocates for student success
 creates a plan to address the noncounseling skills that are assigned to school
counselors
 develops community focus groups
 develops a calendar (school & counselor)
 maintains a schedule for class and office
 Provides expectation for guidance class
(student created)
 creates lesson plans
 develops a referral process

Descriptors
Ineffective - Counselor’s routines
for the counseling center or
classroom work are nonexistent or
in disarray
Developing - Counselor has
rudimentary and partially
successful routines for the
counseling center or classroom.
Accomplished - Counselor’s
routines for the counseling center
or classroom work effectively.
Exemplary - Counselor’s routines
for the counseling center or
classroom are seamless, and
students assist in maintaining
them
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“X”

2D - Establishing standards of conduct and
contributing to the culture for student
behavior throughout the school

 collaborates with stakeholders to create
learning environments that promote
educational equity and success for every
student
 acts as a system change agent to create an
environment promoting and supporting
student success
 models considerate behavior.
 develops and post standards of conduct for
adults and staff.
 creates a system for counselor referrals and
appointments
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Descriptors
Ineffective - Counselor has
established no standards of
conduct for students during
counseling sessions and makes no
contribution to maintaining an
environment of civility in school.
Developing - Counselor’s efforts
to establish standards of conduct
for counseling sessions are
partially successful. Counselor
attempts, with limited success, to
contribute to the level of civility in
the school as a whole.
Accomplished - Counselor has
established clear standards of
conduct for counseling sessions
and makes a significant
contribution to the environment
of civility in the school.
Exemplary - Counselor has
established clear standards of
conduct for counselling sessions,
and students contribute to
maintaining them. Counselor takes
a leadership role in maintaining
the environment of civility in the
school.

“X”

2E - Organizing physical space

3A - Assessing student needs

 creates inviting counseling center with
pamphlets & brochures available.
 maintains privacy of office.
 provides a central location with easy
student access.
 provides manipulatives, games, exercise ball
to sit on
 creates bulletin boards with positive info
 provides room for students to calm self
 provides a waiting area for students outside
of counseling offices, away from regular
“traffic flow’ for student privacy
 provides a comfortable and inviting space
for single or multiple students/ parents

 utilizes ILP to determine academic needs of
students.
 utilizes ILP to view life goals of students.
 contacts parents and students
 communicates with students
 compiles test data
 consults with teachers on student needs
 works with family resource to address
student needs
 works with outside agencies to provide
assistance for student needs
 uses school wide needs assessment
 completes annual school counseling
program assessment
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Descriptors
Ineffective - The physical
environment is in disarray or is
inappropriate to the planned
activities.
Developing - Counselor’s attempts
to create an inviting and wellorganized physical environment
are partially successful.
Accomplished - Counseling center
or classroom arrangements are
inviting and conducive to the
planned activities.
Exemplary - Counseling center or
classroom arrangements are
inviting and conducive to the
planned activities. Students have
contributed ideas to the physical
arrangement.

“X”

Descriptors
Ineffective - Counselor does not
assess student needs, or the
assessments result in inaccurate
conclusions
Developing - Counselor’s
assessments of student needs are
perfunctory.
Accomplished - Counselor
assesses student needs and knows
the range of student needs in the
school.
Exemplary - Counselor conducts
detailed and individualized
assessments of student needs to
contribute to program planning

“X”

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

 supports advocacy and data-driven
practices, which closes Achievement Gap
 develops personal, social and emotional
development in students
 provides resources for leadership
opportunities
 supports college and Career Readiness
 utilizes ACT/ Compass data to assist seniors
in preparing for life goals.
 works with non-college going students to
prepare for work situations such a soft skills
and resume writing.
 works with ILP’s and other college and
career initiatives
 contacts outside college resources
 completes Core Curriculum, Small Group
and/or Closing-the-gap action plans

3C - Using counseling techniques is individual
and classroom programs

 offers individual counseling, small group
and/ or Large Group/Classroom Programs
 models role play of appropriate responses
 utilizes outside experts to focus on
problems in the school – bullying, tutoring,
drug problems.
 provides resources for social skills,
mediation, problem solving, and anger
management.
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Descriptors
Ineffective - Counselor’s program
is independent of identified
student needs.
Developing - Counselor’s attempts
to help students and teachers
formulate academic,
personal/social, and career plans
are partially successful.
Accomplished - Counselor helps
students and teachers formulate
academic, personal/social, and
career plans for groups of
students.
Exemplary - Counselor helps
individual students and teachers
formulate academic,
personal/social, and career plans.

“X”

Descriptors
Ineffective - Counselor has few
counseling techniques to help
students acquire skills in decision
making and problem solving for
both interactions with other
students and future planning.
Developing - Counselor displays a
narrow range of counseling
techniques to help students
acquire skills in decision making
and problem solving for both
interactions with other students
and future planning.
Accomplished - Counselor uses a
range of counseling techniques to
help students acquire skills in
decision making and problem
solving for both interactions with
other students and future
planning.
Exemplary - Counselor uses an
extensive range of counseling

“X”

techniques to help students
acquire skills in decision making
and problem solving for both
interactions with other students
and future planning.

3D - Brokering resources to meet needs

3E - Demonstrating flexibility and
responsiveness

 makes relationships with Youth service
coordinator, school/ community counseling
centers
 seeks contacts for scholarships and other
assistance for college fee.
 provides resources for outside therapy
agencies
 conducts Emergency evaluation process w
CCC
 makes contact with Court system, Social
services,
 collaborates with 504 coordinator, Youth
service center coordinator
 partners with area colleges with dual
enrollment
 schedules college visits on/off campus
 partners with community representative for
operation preparation
 provides college connection nights
 facilitates an advisory council for the school
counseling program

 creates a vision statement representing the
qualities that a school counselor should
possess
 shows flexibility in amending plans.
 demonstrates multicultural, ethical and
professional competencies in planning,
organizing, implementing and evaluating the
CSCP.
 contacts school board/ personnel
 provides an open office to parents/ students
 plans time to talk with children
 uses community resources technology/
library
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Descriptors
Ineffective - Counselor does not
make connections with other
programs in order to meet student
needs.
Developing - Counselor’s efforts
to broker services with other
programs in the school are
partially successful.
Accomplished - Counselor brokers
with other programs within the
school or district to meet student
needs
Exemplary - Counselor brokers
with other programs and agencies
both within and beyond the school
or district to meet individual
student needs.

“X”

Descriptors
Ineffective - Counselor is
continually seeking ways in spite
of evidence of its inadequacy.
Developing - Counselor makes
modest changes in the counseling
program when confronted
evidence of the need for change.
Accomplished - Counselor makes
revisions in the counseling
program when they are needed.
Exemplary - Counselor is

“X”

 considers implications of the results reports

4A - Reflecting on practice

4B - Maintaining records and submitting them
in a timely fashion

 continually evaluates programs
implemented and make adjustments.
 plans counselor advisory groups
 collects and provides strategies for student
success
 surveys staff on perception of counseling
program
 creates a growth plan
 joins in PLC’s
 develops lesson plan reflections
 maintains personal/ counseling notes
 assists is creating School improvement plan
– SIP
 organizes the counseling schedule

 maintains records of counseling services.
 maintains records of parent and teacher
communications.
 communicates with district and state on
testing and attendance deadlines.
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continually seeking ways to
improve the counseling program
and changes as needed in
response to student, parent, or
teacher input.

Descriptors
Ineffective - Counselor does not
reflect on practice, or the
reflections are inaccurate or selfserving
Developing - Counselor’s
reflection on practice is
moderately accurate and objective
without citing specific examples
and with only global suggestions
as to how it might be improved.
Accomplished - Counselor’s
reflection provides an accurate
and objective description of
practice, citing specific positive
and negative characteristics.
Counselor makes some specific
suggestions as to how the
counseling program might be
improved.
Exemplary - Counselor’s reflection
is highly accurate and perceptive,
citing specific examples that were
fully successful for at least some of
the students. Counselor draws on
an extensive repertoire to suggest
alternative strategies.

“X”

Descriptors
Ineffective - Counselor’s reports,
records, and documentation are
missing, late, or inaccurate,
resulting in confusion

“X”

Developing - Counselor’s reports,
records, and documentation are
generally accurate but are
occasionally late.
Accomplished - Counselor’s
reports, records, and
documentation are accurate and
are submitted in a timely manner.
Exemplary - Counselor’s approach
to record keeping is highly
systematic and efficient and
serves as a model for colleagues in
other schools.

4C - Communicating with families

4D - Participating in a professional community

 collaborates with parents and guardians to
create learning environments that promote
educational equity and success for every
student
 creates webpages and email listserves for
parents and community
 offers workshops to meet various needs of
school and students.
 uses websites, newsletters and other means
of communication to inform parent and
community of counseling program services.
 provides information on school website
 submits Information for team newsletters
 creates counseling office brochure
 develops middle school 101 info session
 facilitates an advisory council for school
counseling program

 understands and applies leadership and its
role in CSCP
 participates in school and district team
meetings, PLC’s, and open house/ parent
nights
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Descriptors
Ineffective - Counselor provides
no information to families, either
about the counseling program as a
whole or about the individual
students.
Developing - Counselor provides
limited though accurate
information to families about the
counseling program as a whole
and about individual students.
Accomplished - Counselor
provides thorough and accurate
information to families about the
counseling program as a whole
and about individual students.
Exemplary - Counselor is proactive
in providing information to
families about the counseling
program and about individual
students through a variety of
means.

“X”

Descriptors
Ineffective - Counselor’s
relationships with colleagues are
negative or self-serving, and

“X”

 completes the annual agreement

4E - Engaging in professional development

avoids being involved in school
and projects.
Developing - Counselor’s
relationships with colleagues are
cordial, and counselor participates
in school and district events when
specifically requested.
Accomplished - Counselor
participates actively in school and
district events and projects and
maintains positive and productive
relationships with colleagues.
Exemplary – Counselor makes a
substantial contribution to school
and district events and assumes
leadership with colleagues.

 studies current trends in counseling
 participates in professional development
 holds membership in professional
organizations
 attends frequent in house mental health PD
 holds membership & participation in state
level counseling association
 shares with colleagues
 joins counselor listserv
 works toward completing a RAMP
application
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Descriptors
Ineffective - Counselor does not
participate in professional
development even when such
activities are clearly needed for
the development of counseling
skills.
Developing - Counselor’s
participation in professional
development activities is limited
to those that are convenient or
are required.
Accomplished - Counselor seeks
out opportunities for professional
development based on an
individual assessment of need.
Exemplary - Counselor actively
pursues professional development
opportunities and makes a
substantial contribution to the
profession through such activities
as offering workshops to
colleagues.

“X”

4F - Showing professionalism

 demonstrates professional and personal
qualities and skills of effective leaders
 shows respect to staff and students.
 offers assistance in various school issues
 advocates for students and provides
resources and support.
 maintains confidentiality
 submits reports in timely manner to
appropriate agencies
 advocates for student needs
 collaborates with outside agencies (family
resource, DCBS, therapists, impact….)
 initiates contact with parent/ guardians
 joins in collaboration with teachers/ staff
 demonstrates honesty/ integrity/
confidentiality
 completes TAT, ARC, 504 cumulative
records, test scores,
 keeps confidentiality with individual
counseling, groups, parent meetings and
other meetings

Descriptors
Ineffective - Counselor displays
dishonesty in interactions with
colleagues, students, and the
public: violates principals of
confidentiality.
Developing - Counselor is honest
in interactions with colleagues,
students, and the public: does not
violate confidentiality
Accomplished - Counselor displays
high standards of honesty,
integrity, and confidentiality in
interactions with colleagues,
students, and the public:
advocates for students when
needed
Exemplary - Counselor can be
counted on to hold the highest
standards of honesty, integrity,
and confidentiality and to
advocate for students, taking a
leadership role with colleagues.
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“X”

DIRECTIONS: Please complete this box if using the instrument as a summative evaluation.
Overall Performance Rating:

Ineffective _____

Developing _____

Accomplished _____

Exemplary _____

Meets District Standards: _____
Does Not Meet District Standards: _____
_________________________________________________________________________________________________________________________________
Please indicate if the evaluation warrants a Directed Growth Plan, or Correction Action Plan.
Directed Growth Plan _____

Corrective Action Plan _____

Name of School Counselor: ____________________________________
_________________________________
Date of Review: _____________________

Signature of School Counselor:

Name of Administrator: ______________________________________
___________________________________
Date of Review: _____________________

Signature of Administrator:

Additional Comments:
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McCreary County School District: Media Specialist
Component
1A - Demonstrating Knowledge of Content
Curriculum Process

Possible Samples of Evidence
• purchases and circulates audiobooks, or
links the library website to online audiobook
services • purchases or circulates e-materials
for playing/listening on e-readers, MP3
players, and tablets
• prepares bookmarks and handouts listing
available assistive devices
• creates template for students to use at each
level of the information-literacy model
• considers textual, visual, technological, and
digital literacies when choosing print and eresources • adds 21st -century formats to the
LMC collection, such as graphic novels, ereaders, and interactive book-review tools
• uses AASL’s Common Core crosswalks to
find where KCAS align with traditional library
curriculum
• analyzes circulation data to determine
balanced collections
• collaborates in access of resources

1B - Demonstrating Knowledge of Students

• provides audio and video versions of print
texts for comparison and contrast
• purchases resources in multiple languages,
such as Spanish versions of English classics
• helps students who think better visually: for
both teaching and assessment, uses tools for
organizing knowledge (e.g., concept maps,
diagrams, outlines, mind maps, webs) • uses
the “fish bowl” technique: two students
model peer-editing, based on their rubric
criteria, for a third student
• provides a formal work plan for students,
breaking down lesson assignments, using a
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Rationales / Evidences

Please select one:
Formative ____
Summative ____
Performance Level
Descriptors
Ineffective - School Library Media
Specialist is not familiar with the
curriculum and does not
understand the connections to the
resources, literacies, and the
research process.
Developing - School Library Media
Specialist is familiar with the
curriculum but cannot articulate
connections with literacies and the
research process.
Accomplished - School Library
Media Specialist displays
knowledge of the curriculum,
resources, various literacies, and
the research process, and is able
to develop connections.
Exemplary - School Library Media
Specialist displays extensive
knowledge of the curriculum,
resources, various literacies, and
the research process, and is able
to develop meaningful
connections.

“X”

Descriptors
Ineffective - School Library Media
Specialist makes little or no
attempt to acquire knowledge of
the students’ developmental
levels, basic skills, backgrounds
and interests, as well as abilities
and specials needs. School Library
Media Specialist does not
understand the need for this
information in planning and
developing the collection.

“X”

calendar or timeline, and providing for
frequent feedback
• allows other adults in the library to work
with students having trouble getting started
• leads students how to use the think-pairshare strategy when they are peer-editing
• engages students in ongoing feedback and
revision as essential to the learning processes

1C- Supporting Instructional Goals

• makes sure collaborative lessons and
student products include visual, digital,
textual, and technological formats
• provides pathfinders on information literacy
and helps students create them about their
individual research topics
• seeks new resources to enrich the
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Developing - School Library Media
Specialist demonstrates some
knowledge of the students’
developmental levels, basic skills,
backgrounds and interests, as well
as abilities and specials needs.
School Library Media Specialist
occasionally applies this
knowledge in planning for
instruction, promoting reading,
and developing the resource
collection.
Accomplished - School Library
Media Specialist demonstrates
adequate knowledge of the
students’ developmental levels,
basic skills, backgrounds and
interests, as well as abilities and
specials needs. School Library
Media Specialist uses this
knowledge in planning for
instruction, promoting reading,
and developing the resource
collection.
Exemplary - School Library Media
Specialist demonstrates thorough
knowledge of the students’
developmental levels, basic skills,
backgrounds and interests, as well
as abilities and specials needs.
School Library Media Specialist
employs intentional strategies to
use this knowledge expertly in
planning for instruction,
promoting reading, and
developing the resource collection

Descriptors
Ineffective - School Library Media
Specialist does not display a real
understanding of the instructional
goals for the disciplines and

“X”

curriculum and matches students with the
appropriate resources
• collaborates with multiple content areas
• provides resources in print and digital
formats
• provides open scheduling (flexible
scheduling) for equitable access
• provides workshops and trainings

1D Demonstrating Knowledge and Use of
Resources

diverse student population and
provides few of the necessary
resources and instruction services
to support these goals.
Developing - School Library Media
Specialist displays some
understanding of the instructional
goals for the different disciplines
and diverse student population
and provides some of the
necessary resources, technology
and instructional services to
support these goals.
Accomplished - School Library
Media Specialist displays
understanding of the instructional
goals for most of the disciplines
and diverse student population
and provides many of the
necessary resources, technology
and instructional services to
support these goals
Exemplary - School Library Media
Specialist displays full
understanding of the instructional
goals for all of the disciplines and
diverse student population and
expertly provides the necessary
resources, technology and
instructional services to support
these goals.

• uses electronic rubric generators to create
rubrics appropriate for student assessments
(e.g., RubiStar, TeAchnology)
• locates and uses free resources to save
library funds; takes advantage of online
citation generators and free e-books
• joins consortiums to take advantage of
vendors’ group discounts on resources and
supplies
• attempts to satisfy email requests from
teachers

Descriptors
Ineffective - School Library Media
Specialist has little awareness of
the resources with the school’s
library collection or resources
available electronically and does
not seek resources outside the
library.
Developing - School Library Media
Specialist is aware of the
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“X”

• publishes staff newsletters
• attempts to fulfill teacher requests quickly
• manages circulation statistics

resources within the school’s
library collection as well as of
resources available electronically
or online, and is aware of some
places to seek other resources
throughout the district and the
local community.
Accomplished - School Library
Media Specialist has
commendable knowledge of the
resources within the school’s
library collection; has knowledge
of and the skills to access
resources available electronically
or online; and seeks other
resources throughout the district
and from agencies, organizations,
and institutions within the
community at large.
Exemplary - School Library Media
Specialist has an extensive
knowledge of the resources within
the school’s library collection; has
knowledge of a variety of
electronic and online resources
accompanied with advanced skills
for accessing information using
these resources; and actively
seeks other resources throughout
the district and from agencies,
organizations, and institutions
within the community at large and
beyond.
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1E - Demonstrating a Knowledge of Literature
and Lifelong Learning

• helps teachers identify nonfiction texts in
the content areas for students to read
• schedules books fairs, book talks, and books
on display to promote reading
• provides genre collaboration with classroom
teachers
• engages in multimedia projects with
students and teachers
• invites local storytellers and puppet
performers to share their expertise with
students

1F - Collaborating in the Design of
Instructional Experiences

• initiates collaboration with teachers to
create “co-teaching” inquiry lessons and units
• co-plans and co-teaches to help students
read better in the content areas
• focuses collaborative lessons on teaching
the skills of argument analysis, problem
solving, decision- making, and cognitive
process
• collaborates with teachers and shows them
how to integrate new formats into their
lessons
• researches critical- thinking concepts and
finds templates to use as rubrics for students.
• “chunks” assignments within collaborative
lessons into doable pieces of learning
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Descriptors
Ineffective - School Library Media
Specialist has little knowledge of
current and classic literature and
rarely promotes good books,
reading for pleasure and love of
learning.
Developing - School Library Media
Specialist has some knowledge of
current and classic literature and
works with groups and individuals
to promote good books, reading
for pleasure and love of learning.
Accomplished - School Library
Media Specialist has a
commendable knowledge of
current and classic literature of all
genres and is successful in working
with groups and individuals to
promote good books, reading for
pleasure and love of learning.
Exemplary - School Library Media
Specialist has an extensive
knowledge of current and classic
literature of all genres and is
extremely successful in working
with groups and individuals to
promote good books, reading for
pleasure and love of learning.

“X”

Descriptors
Ineffective - School Library Media
Specialist does not collaborate
with teachers in planning,
implementing, and assessing
learning activities.
Developing - School Library Media
Specialist collaborates with some
teachers to coordinate the use of
the library and its resources and
may provide learning experiences
that support the unit.
Accomplished - School Library

“X”

• collaborates with teachers to use multiple
assessment strategies; cooperative learning
activities, demos, exit cards, “I learned”
statements, interviews, journal entries, K-W-L
charts, learning logs, oral attitude surveys,
oral presentations, peer evaluations,
problem-solving activities, products,
questioning, quizzes, response groups, and
self-evaluations
• ensures collaborative lessons include a
method to document student growth over
time as a result of evidence-based practice
lessons
• adopts a philosophy of collaboration and
makes sure it underscores all communication
and teaching practices
• collaborates with public librarians by
sharing curriculum and projects so that they
can support student learning, too
• collaborates with teachers and school
district grant writers to generate library funds
and learn about the grant-writing process
• collaborates with stakeholders to meet
every learner’s needs
• uses KAS to move library program forward
by collaborating with teachers who need
support as they teach reading
comprehension, higher-level thinking, and
inquiry research
• uses knowledge of curriculum resources to
collaborate with teachers to create
instructional units that are resource based
and student centered
• focuses collaborative lessons on student
talk, interaction with information, and active
learning
• collaborates with teachers and students to
create a common vocabulary of search terms
(e.g., pathfinders, subject guides, Boolean
search strategy)
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Media Specialist collaborates with
some teachers in planning and
implementing learning activities
that integrate the use of multiple
resources, and the development
of research skills and various
literacies.
Exemplary- School Library Media
Specialist collaborates with
teachers in most disciplines in
designing, planning,
implementing, and assessing
meaningful learning activities that
integrate the use of multiple
resources and the development of
research skills and various
literacies.

2A- Creating an environment of respect and
rapport

2B - Establishing a Culture for Learning

• asks students to serve on the library
advisory committee or volunteer in the library
• places students in charge of soliciting
displays of student work in all areas of the
curriculum
• provides a suggestion box and elicits
feedback via a variety of Web 2.0 polling and
survey tools
• encourages teachers to meet in the library
to discuss topics such as comparing brands of
e-readers
• forms book clubs for various interest groups
such as teachers and students, males only,
and genre-related.
• uses student volunteers to both support
library goals and contribute to their own
personal learning
• invites the school nurse, speech tutor, drug
counselor, and other support staff to work in
the LMC space and share the “learning
commons” with adults as well as students
• converts non-public library spaces to service
spaces that meet program goals and the
needs of the learning community (e.g.
convert LMC storeroom to a video production
studio so students can create films)
• increases the impact of presentations by
using Web 2.0 tools to create brief slideshows
that include video and audio clips of students
at work in library space
• converts library website into a publishing
opportunity for librarian and stakeholders by
adding a blog for their comments and
librarian responses

Descriptors
Ineffective - Interactions with
some students and staff are
sometimes negative, demeaning,
or sarcastic. Students in general
exhibit disrespect for the school
Library Media Specialist. Some
student interactions are
characterized by conflict, sarcasm,
or put-downs.
Developing - School Library Media
Specialist and staff interactions
are generally polite and respectful
but may reflect inconsistencies.
Respect toward the school Library
Media Specialist is not always
evident.
Accomplished - School Library
Media Specialist demonstrates
genuine caring and respect for
students and staff and most
students and staff exhibit a mutual
respect for the school Library
Media Specialist
Exemplary - School Library Media
Specialist demonstrates genuine
caring and respect for students
and staff and uses praise and
positive reinforcement. Students
and staff exhibit a high regard for
the school Library Media
Specialist.

“X”

• places netbooks around the library, when
not in use in the classroom, for student
convenience • loops book reviews and trailers
on projectors and whiteboards during school
hours and other events • encourages school
groups, such as the high school astronomy
club, to meet in the library, and provides
them with appropriate materials to check out
• snaps photos of students engaged in
reading activities, enlarges, and posts •
strives to create a learning commons

Descriptors
Ineffective - School Library Media
Specialist maintains a controlled
and stifling environment not
conducive to learning.
Developing - School Library Media
Specialist maintains an
environment that is attractive with
expectations that students use the
library appropriately.

“X”
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atmosphere in physical and virtual library
space to facilitate interdisciplinary learning
through inquiry, collaboration, and creativity
• creates a learning environment where
students can think critically, creatively, and
ethically
• keeps the library accessible to students,
parents, and the community 24-7 in a virtual
environment
• eliminates any unfriendly practices now in
place and determines what “barriers to
access” can be removed • utilizes time before
and after school, and during lunch periods to
maximize in-library access for the school
community
• focuses on open access for learners rather
than on “preserving” the collection
• demonstrates the philosophy that the
library space, both virtual and physical, is a
common area for self-paced learning,
collaboration and content creation, as well as
for accessing and sharing resources
• provides convenient hours for student
access ( i.e. Before/ after school hours)
2C - Managing Library Procedures

• supplies students with free choices
including nonfiction materials in multiple
formats, not just fiction
• allows students to check in/out their own
materials at convenient stations in the library
• creates a technology collection for students
to browse or borrow, and include magazines,
brochures and equipment
• makes sure students have a choice of
instructional materials and resources at all
levels and for a range of abilities
• documents library procedures and shares
them with library support staff and
volunteers
• sets up an equitable reservation and signout procedure for teachers and student
groups who want to use library equipment
• allows students with “no way to pay” lost or
damaged fees to work off their obligations by
volunteering in the library where they can
learn library skills authentically
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Accomplished - School Library
Media Specialist maintains an
environment that is inviting,
flexible and attractive with
expectations that students be
productively engaged.
Exemplary - School Library Media
Specialist maintains an
environment that is inviting,
flexible and attractive with
expectations that students are
curious, on task and value the
library.

Descriptors
Ineffective - Library guidelines and
procedures are minimal and do
not effectively provide access to
the resources, the library, and the
expertise of the school Library
Media Specialist
Developing - Library guidelines
and procedures have been
established in the areas of
circulation and scheduling for
library media center use but
sometimes function inconsistently
resulting in unreliable access to
the resources, equipment, the
facility, and the expertise of the
school Library Media Specialist
Accomplished - Library guidelines
and procedures have been
established in the areas of

“X”

• sets up student checkout stations that free
staff to help learners
• teaches library team as many clerical skills
as necessary to keep operations going
smoothly behind the scenes
• encourages students to use self-checkout
stations to request materials located in other
spaces in the school district
• provides learning opportunities for library
orientation
• provides schedule of availability in multiple
places (i.e., website, library/ classroom
boards)

2D - Managing student behavior

• uses library routines and procedures to
develop appropriate student behavior
• practices efficient circulation procedures
• posts and enforces rules to make the library
media center a place of learning for all
• maintains a welcoming, neat, attractive
library media center that is user friendly
• develops, implements, and evaluates
policies and procedures that support teaching
and learning in school libraries
• develops a behavior management plan that
aligns with the school-wide discipline plan
• posts procedures for centers
• reviews behavior expectations
• provides signage for facility usage
• acknowledges positive behavior
• sets expectations for all students
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circulation and scheduling for
library media center use to
provide for adequate access to the
resources, equipment, the facility,
and the expertise of the school
Library Media Specialist.
Exemplary - Library guidelines and
procedures have been established
in the areas of circulation and
scheduling for library to provide
for optimal, flexible access to the
resources, equipment, the facility,
and the expertise of the school
Library Media Specialist

Descriptors
Ineffective - School Library Media
Specialist has not established clear
standards of conduct, does not
monitor student behavior, and
responds inappropriately to
student misbehavior.
Developing - School Library Media
Specialist has established
standards of conduct, monitors
student behavior, and
inconsistently responds to student
misbehavior in ways that are
appropriate and respectful to the
students.
Accomplished - School Library
Media Specialist has established
and communicated standards of
conduct, monitors student
behavior, and usually responds to
student misbehavior in ways that
are appropriate and respectful to
the students.
Exemplary - School Library Media
Specialist has established and
communicated clear standards of
conduct, monitors student
behavior, and responds to student
misbehavior in ways that are
appropriate and respectful to the

“X”

students.

2E - Organizing physical space

• creates a “presentation area” in the library
space for students to create, practice, and
present
• creates learning nooks in the library space
where students can practice using multiple
formats during their free time, before, during,
and after school
• integrates real-world and authentic venues
and settings when appropriate
• studies the library literature about learning
commons and devises a step-by-step plan to
use these principles to convert LMC space
• rearranges LMC space to make more room
for new technologies
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Descriptors
Ineffective - The library is not
organized for safety, has poor
traffic flow, and optimal learning is
not possible because of poorly
organized space for various
functions.
Developing - The library is
organized for safety and ease of
traffic flow is adequate. Physical
resources, spaces for studying,
space for learning activities and
space for library organizational
functions are placed in locations
that usually do not interfere with
other functions. Signage is
inconsistent.
Accomplished - The library is
organized for safety, ease of traffic
flow, and learning. Physical
resources, spaces for studying,
space for learning activities and
space for library operations are
fairly well placed in locations that
enhance their functions and that
do not interfere with other
functions
Exemplary - The library is very
effectively organized for safety,
ease of traffic flow, and optimal
learning. Physical resources,
spaces for studying, space for
learning activities and space for
library operations are well placed
in locations that enhance their

“X”

functions and that do not interfere
with other functions. Significant
signage is provided to support
self-directed use. Library design
and furnishings allow for flexibility
in response to changing needs,
and accessibility for all students,
including those with disabilities

3A - Communicating Clearly and Accurately

• encourages students to use Web 2.0 tools
to build and manage their own virtual space,
including a portal, a personal learning
network, and a personal portfolio
• assigns reading “roles” in small group
instruction
• includes visual, digital, textual, and
technological literacies in lessons and
assignments
• encourages teachers to include in their
lessons online content creation tools such as
video-production and microblogging sites and
offers to help teachers and students learn to
use these tools. Uses print and electric
graphic organizers including flowcharts, Venn
diagrams, and Web 2.0 brainstorming tools
(e.g. Bubbl.us, Mind Meister) to help students
organize their facts and ideas
• ensures students can create and interpret
visual communication
• takes advantage of blended-learning
opportunities by creating an online library
course for students using an opensource
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Descriptors
Ineffective - School Library Media
Specialist does not communicate
clearly and directions and
procedures are often confusing or
not provided at all.
Developing - School Library Media
Specialist is usually clear in
communicating directions and
procedures but often needs to
repeat and clarify before students
orstaff members understand the
intent.
Accomplished - School Library
Media Specialist clearly
communicates directions and
procedures and is able to
recognize when it is necessary to
repeat and clarify. Technology is
sometimes used to demonstrate
and model ways to use the

“X”

electronic learning-management system (e.g.,
Moodle, Sakai)
• shares information-literacy tutorials and
videos with students and teachers (e.g., Kent
State University’s T2C)
• encourages the use of free, online
collaboration tools for word processing,
creating slideshows, authoring websites,
creating personal learning networks, sending
e-mail, etc. (e.g., Google Apps for Education,
Mozilla, Firefox, Gel sheet)
• teaches students metacognition skills
before launching a unit by modeling “thinking
about thinking” strategies
• encourages students to share book reviews
that support their reading recommendations
because 21st-century students expect to
participate in adding resources to their
personal learning networks

3B - Using Questioning and Research
Techniques

• models “think aloud” reading for students;
don’t just “tell”
• teaches students how to use an electronic
auto-summarizing tool to shorten reading
passages and boost comprehension
• teaches strategies by reading aloud and
modeling rereading for comprehension of
difficult passages
• provides print and electronic graphic
organizers for students (e.g., Kidspiration and
Bubbl.us)
• uses online tools to teach students how to
refine their inquiry research with
incorporation of Boolean search strategies
• teaches students to evaluate their research
sources, particularly websites, and judge their
credibility
• creates a technology club that researches
and discusses emerging technologies and
meets for lunch periodically
• determines what students know, as well as
what they don’t, using pretesting,
brainstorming, and other assessment
strategies
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resources and tools in the library
and virtual environments.
Exemplary - School Library Media
Specialist clearly communicates
directions and procedures both
orally and in writing, anticipating
in advance possible
misunderstandings. Technology is
used effectively to demonstrate
and model productive ways to use
the resources and tools in the
library and in virtual
environments.

Descriptors
Ineffective - School Library Media
Specialist does not use questions
effectively and usually tells the
student what to do or leaves them
on their own.
Developing - School Library Media
Specialist asks questions that
guide students and help them
think about their research topic.
Accomplished - School Library
Media Specialist often uses openended and probing questions to
guide students’ inquiry and to help
students to think critically as they
formulate their own questions
about their research topic.
Exemplary - School Library Media
Specialist nearly always uses openended and probing questions to
guide students’ inquiry and to help
students to think critically as they

“X”

• uses electronic graphic organizers to help
students narrow their focus
• includes the use of self-inquiry tools such as
double-column journal entries to evaluate
student process

3C - Engaging Students in Learning

• teaches students to use the summarizing
tool in their word processing program to aid
reading comprehension
• creates a set of webpages that contain
subject guides and pathfinders to guide
inquiry research (e.g., LibGuides,
SubjectsPlus)
• locates website content and lessons to
teach critical-thinking skills to students
• uses personal devices, such as the e-reader
tablet and netbook, at school during student
lessons to model use of emerging technology
• connects students to websites that contain
content and strategies that support criticalthinking skills
• locates website content and lessons to
teach critical-thinking skills to students
• stimulates critical thinking in collaborative
lessons by including multiple activities such as
brainteasers, optical illusions, mind maps, and
online simulations
• uses free social media and open-source
tools
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formulate pertinent questions
about their research topics.
Students are able to refine their
research techniques and strategies
and extend their own learning
through the research process.

Descriptors
Ineffective - School Library Media
Specialist is not able to
recommend or guide students to
appropriate engaging resources.
Expectations for students are low.
Developing - School Library Media
Specialist sometimes recommends
or guides students to resources
that link well with the content
learning goals, the students’
knowledge backgrounds and
experiences and which engage
students cognitively and serve to
enhance the active construction of
understanding. Expectations for
students are inconsistently
present and there is likewise
inconsistent response by the
students.
Accomplished - School Library
Media Specialist usually
recommends or guides students to
resources that link well with the
content learning goals, the

“X”

students’ prior knowledge and life
experiences and which engage
students cognitively and serve to
enhance the active construction of
understanding. High expectations
for students are usually present
and in general, they respond to
them.
Exemplary - School Library Media
Specialist recommends or guides
students to resources that link
well with the content learning
goals, the students’ prior
knowledge and life experiences.
The resources engage students
cognitively and serve to enhance
the active construction of
understanding. Most students
respond to the high expectations
of the teacher and the school
Library Media Specialist.
3D - Assessment in instruction (whole class,
one-on-one and small group)

• monitors students as they create and
maintain permanent displays devoted to
reading, such as Predictive Assessment of
Reading (PAR) charts
• connects students to websites that contain
content and strategies that support criticalthinking skills
• uses performance-based assessments to
evaluate authentic products such as cartoons,
recipes, and interventions
• introduces a “conference log” to track
conversations with students about their
progress with library-related assignments
• shares with students self-reflective tools,
such as suggestion boxes, electronic surveys,
and polling, and student response systems
(SRS or “clickers”), so learners can help
evaluate collaborative units at the end of the
project
• uses information-literacy assessment tools
designed to evaluate students’ information
literacy skills at all grade levels
• encourages students to use Web 2.0 tools
to build and manage their own virtual space,
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Descriptors
Ineffective - In collaborative units
designed for whole class
instruction, students are not
aware of the criteria and
performance standards by which
their work will be evaluated. The
school Library Media Specialist
does not monitor student
learning. The school Library Media
Specialist does not provide
feedback to students when
working with them on a one-toone basis or with small groups.
Students do not engage in selfassessment or monitoring of
progress.
Developing - In collaborative units
designed for whole class
instruction, students know some
of the criteria and performance
standards by which their work will
be evaluated. The school Library

“X”

including a portal, a personal learning
network, and a personal portfolio

Media Specialist monitors a class
of students as a whole but elicits
no diagnostic information. The
school Library Media Specialist
provides some feedback to
students when working with them
on a one toone basis or with small
groups. Students occasionally
assess the quality of their own
work.
Accomplished - In collaborative
units designed for whole class
instruction, students are fully
aware of the criteria and
performance standards by which
their work will be evaluated. The
school Library Media Specialist
monitors groups of student but
makes limited use of diagnostics.
The school Library Media
Specialist is usually able to provide
constructive feedback when
working with individuals and small
groups. Students use this feedback
and frequently monitor the quality
of their own work against the
assessment criteria or
performance standards.
Exemplary - In collaborative units
designed for whole class
instruction, students are fully
aware of the criteria and
performance standards by which
their work will be evaluated and
have contributed to the
development of the criteria. The
school Library Media Specialist
actively elicits diagnostic
information from individual
students regarding their
understanding and monitors their
progress. The school Library Media
Specialist provides timely
accurate, substantive, constructive
and specific feedback when
working with individuals and
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groups. Students not only use this
feedback and monitor the quality
of their own work against the
assessment criteria or
performance standards, but also
make active use of this
information in their learning.

3E - Demonstrating Flexibility and
Responsiveness

• revisits learning/reviewing reading
strategies for school’s grade levels and
curriculum
• invites public and academic librarians to
speak with students on a variety of topics
• initiates a sustained silent reading initiative
such as “Drop Everything and Read”
(D.E.A.R.), and includes one or all grade levels
in the school
• integrates learning styles (e.g., spatial) and
multiple intelligences (e.g., interpersonal) into
library lessons
• creates posters that show how to align
social media formats to appropriate student
products, and hangs the posters in the library
space to guide student work
• integrates learning styles and multiple
intelligences into lessons
• monitors students and makes adjustments
in teaching as lessons are presented
• personalizes LMC instruction to fit each
learner and incorporates student interests
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Descriptors
Ineffective -.The school Library
Media Specialist adheres to the
instructional plan in spite of
evidence of poor student
understanding, and fails to
respond to students’ questions.
The school Library Media
Specialist makes minimal
adjustments to the instructional
plan.
Developing - The school Library
Media Specialist attempts to
accommodate students’ learning
styles, needs, abilities, interests
and questions but the use of
diverse strategies is limited.
Responding to spontaneous
events is rare.
Accomplished - The school Library

“X”

into lessons

4A - Reflecting on Practice

Media Specialist uses some
diverse strategies in seeking ways
to ensure successful learning for
all students. The school Library
Media Specialist usually makes
adjustments to instructional plans
and provides interventions as
needed and sometimes responds
to opportunities arising from
spontaneous events to
accommodate students learning
styles, needs, interests, abilities
and questions
Exemplary - The school Library
Media Specialist uses a repertoire
of diverse strategies in seeking
ways to ensure successful learning
for all students. The school Library
Media Specialist makes
adjustments to instructional plans
and provides interventions as
needed and responds to
opportunities arising from
spontaneous events to
accommodate students’ learning
styles, needs, interests, abilities
and questions.

• peruses library journal articles for ideas to
convert LMC spaces to reading-rich areas that
attract students
• researches and reads literature on
collection development, such as AASL’s
Collection Development for the School Library
Media Program: A Beginners Guide
• invites public and academic librarians to
speak with students on a variety of topics
• reads library and technology journals for
technology and social media tips
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Descriptors
Ineffective - The school Library
Media Specialist rarely reflects on
the effectiveness of services,
resources, and instructional
strategies.
Developing – The school Library
Media Specialist sometimes
reflects on the effectiveness of
services, resources, instructional
strategies, and facilities to ensure
that they are meeting the goals of
the library program.
Accomplished - The school Library
Media Specialist often reflects on
the effectiveness of services,
resources, instructional strategies,

“X”

and facilities to ensure that they
are meeting the goals of the
library program. The school
Library Media Specialist
sometimes considers changes
necessary to ensure that future
needs are met for a growing
dynamic program.
Exemplary - The school Library
Media Specialist is constantly
reflecting on the effectiveness of
services, resources, instructional
strategies, and facilities to ensure
that they are meeting the goals of
the library program. The school
Library Media Specialist regularly
considers changes necessary to
ensure that future needs are met
for an expanding dynamic
program.
4B - Maintaining Accurate Records

• participates on school-wide committees
that use data-driven decision making for
planning and setting goals (i.e., budget
proposals, collection development goals)
• uses Web 2.0 tools, such as electronic
calendars and other individual assistance
tracking tools, to collect evidence of practice
• schedules periodic meetings with principal
(at the end of grading periods) and
superintendent (at the end of the semester),
and submits periodic reports in multiple
formats
• determines the extent to which
collaboration improves student learning;
documents findings
• uses the results of library program
evaluations, such as surveys, to plan future
initiatives
• bases library program goals on the data
collected about impact on student learning
• shares evidence of student learning in the
library with principal on a regular basis via
reports, e-mails, and anecdotes
• uses the results of LMC inventory as
supporting evidence for budget requests
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Descriptors
Ineffective - The school Library
Media Specialist does not
maintain accurate or current
records.
Developing - The school Library
Media Specialist maintains records
including a current catalog of
resources, circulation records, an
inventory of equipment, and
statistics of library use.
Accomplished - The school Library
Media Specialist maintains
accurate, fairly current, and
accessible records including: a
current catalog of resources;
circulation records; an inventory
of equipment; and statistics of
library use. These records are
reported at the end of the year.
Exemplary - The school Library
Media Specialist maintains
accurate, current, and easily
accessible records including: a

“X”

• takes advantage of library automation
software module that includes a barcode
inventory procedure and has student
volunteers help with inventory
• creates links on library webpage to public
library and academic catalogs in the area
• uses bookmarking (e.g., LiveBinders, Diigo,
Delicious, Weave) and digital portfolio tools
(e.g., Evernote, WordPress) to organize new
information and resources, and pushes the
new knowledge to the librarian’s personal
learning network • bases professional
practice and decision-making on the best
evidence in the library literature, the
evidence collected locally, and professional
judgment
• ties professional development plan and
personal learning network activities to the
program goals of the library and district

4C - Communicating with School Staff and
Community

invites principal or assistant principal to serve
on LMC diverse and collaborative school
library program planning team
• uses resources, such as the AASL’s School
Library Program Health and Wellness Toolkit,
to build stakeholder support and true
advocacy for the program
• arranges for students to communicate their
work to an audience of parents and school
staff • collects student input via student
response systems (SRS) or cell-phone polls
during lessons
• adds library news to school district mailings
• asks to be included in teachers’ newsletters
that are sent home to parents
• researches how reading strategies help
students understand database-retrieved
articles
• communicates with the parents of students
by making introductory calls over the course
of the school year
• holds open houses and hosts parentteacher conferences
• shares reading recommendations on OPAC
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current catalog of resources;
circulation records; an inventory
of equipment and; statistics of
library use. These records are
assembled, effectively interpreted,
and reported in a timely manner
throughout the year when
requested and at the end of the
year.

Descriptors
Ineffective - School Library Media
Specialist does not communicate
with the school community about
the library program and services
Developing - The school Library
Media Specialist communicates
inconsistently with the school staff
and community to keep them
informed and to promote the use
of the library program, new
resources and services.
Accomplished - The school Library
Media Specialist communicates
with the school staff and
community to keep them
informed and to promote the use
of the library program, new
resources and services.
Exemplary - The school Library
Media Specialist effectively and
consistently communicates with
the school staff and community to

“X”

and website with Web 2.0 tools, and adds a
reading-review system to provide interactivity
(e.g., Bookshelf, ChiliFresh)
• asks for column space in the school
newspaper that is sent home with students
• pushes technology website links and articles
to teachers
• shares the AASL Common Core crosswalks
with teachers and administrators, and talks to
them about application of standards across all
curriculum areas
• shares a research calculator product with
teachers so they can help their students
organize their process and product (e.g.
College Research Project Calculators, such as
INFOhio Ask, Act, Achieve and the University
of Maryland’s TRAC)
• communicates with students and teachers
about quick, nontraditional summative
assessment methods in e-formats such as
creating book trailers • uses participatory
action research, with the help of the library
advisory committee, to collect evidence that
the library impacts learning
• leads library advisory committee’s efforts to
obtain additional dollars through fundraisers
• convinces parent-teacher organization to
support the library by distributing reading is
fundamental trade books or sharing book fair
earnings
• shares reading lists by posting them on LMC
interactive 24-7 library website
• promotes reading information generated by
school library OPAC and highlights the feature
that reveals the most popular materials
checked out by fellow students
• shares with parents information about
resources their children might need, such as
audio versions of novels their children are
struggling to read in print or “sick kid” kits
with extended checkout
• uses a free online learning-management
system (e.g., moodle, sakai) to push library
information to students and parents
• shares data collection methods with other
teachers one-to-one or in a staff development
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keep them informed and employs
evidence to promote the
effectiveness of instructional
efforts based on AASL’s Standards
for the 21st Century Learner and
additionally utilizes elements of
Empowering Learners: Guidelines
for School Library Media Programs
to communicate the development
of the library program, new
resources and services. The school
Library Media Specialist actively
solicits feedback and input from
the schools staff and community
to improve instruction, program
and services.

environment by showing them how to collect
data from blogs, tablet computers, and online
testing
• uses library website to roll out new
information and makes the site interactive by
including social-media tools
4D - Participating in a Professional
Community

• participates on school-wide committees
that use data-driven decision making for
planning and setting goals
• joins district-wide committees such as
technology and rti (response to intervention)
• requests to be on SBDM agenda to share
student products, programs, promotions, etc.
• Requests to be on department/team/grade
level meeting agendas (weekly, biweekly,
monthly) and joins school-wide committees
such as technology, professional
development, and curriculum
• attends school activities, such as the science
fair, quiz bowl, and drama club, or leads
school activities, such as a book club or
technology club
• conducts promotional events at the local,
state, and national levels, as well as
participates in summer reading programs in
the district and with public libraries
• adds technology blogs to PLN (Personal
Learning Network)
• participates in national, regional, and state
school library association workshops on
methods of collecting evidence of practice
• shares LMC reconsideration policy with
teachers and students to create a community
of understanding about censorship
• keeps up to date with the cutting-edge
instructional strategies, including teaching,
assessment and emerging technologies, in
order to provide input at committee meetings
• joins the national college and career
readiness movement to make sure students
are ready to transition. • offers homework
help programs, such as technology instruction
for parents, and family literacy nights in the
library
• builds a virtual personal learning network
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Descriptors
Ineffective - School Library Media
Specialists’ relationships with
colleagues are frequently negative
or self- serving and the school
Library Media Specialist avoids or
refuses to be involved in school
and district events and projects.
Developing - School Library
Media Specialist participates in
school and district events and
projects when specifically
requested. School Library Media
Specialist usually maintains a
positive collaborative relationship
with colleagues.
Accomplished - School Library
Media Specialist contributes to the
school and to the district by
voluntarily participating in school
events and serving on school and
district committees. Support and
cooperation characterize
relationships with colleagues.
Exemplary – School Library Media
Specialist makes substantial
contributions to the school and to
the district by voluntarily
participating in school events,
serving on school and district
committees, and assuming a
leadership role. Support and
cooperation characterize
relationships with colleagues.

“X”

(PLN) as a structure to organize professional
development and includes blogs by library
professional, other professional learning
networks, webinars, tutorials, and social
media
• offers quick one-on-one technology or
inquiry-learning sessions after school or
during planning periods; creates signup
sheets with available time slots and posts it
on LMC website
• joins a school team or committee whose
purpose is to research a new initiative, such
as one-on-one technology, college and career
readiness, bringing personal devices (BYOD),
or sustained silent reading (SSR), because the
librarian’s work is that of the whole school
• volunteers to be a member of building or
district-wide Response to Intervention (RTI)
team to help improve student learning
4E - Growing and Developing Professionally

• attends chamber of commerce meetings
and seeks out sponsors in the business
community
• joins the parent-teacher organization, the
friends group of the local public library, local
museum groups, and other nonprofit
organizations, and includes their expertise in
LMC lessons
• visits a variety of libraries to get ideas on
floor plans that support the “learning
commons” concept
• presents professional learning to teachers
on sources of free e-books, and promotes ebooks in school and public library catalogs
• attends public library or other local tech
training opportunities
• subscribes to top professional library
journals, such as Knowledge Quest, School
Library journal, School Library Monthly,
Library Media Connection, and Teacher
Librarian, and puts reading articles on a
weekly to-do list
• gets on the agendas of teachers’ meetings,
department meetings, curriculum meetings,
and board of education meetings to share
new learning from conference sessions and
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Descriptors
Ineffective - School Library Media
Specialist makes no attempt to go
beyond what is required for
maintaining certification. School
Library Media Specialist resists
feedback on performance from
either supervisors or more
experienced colleagues. School
Library Media Specialist makes no
effort to share knowledge with
others or to assume professional
responsibilities.
Developing - School Library Media
Specialist participates in
professional activities when
convenient. School Library Media
Specialist accepts, with some
reluctance, feedback on
performance from both
supervisors and professional
colleagues. School Library Media
Specialist contributes to the
profession to a limited extent.
Accomplished - School Library

“X”

other professional development venues
• stretches professional skills by teaching
Post-Secondary Education Option (PSEO)
classes, adult education sessions, community
college courses, and four-year college courses
• considers becoming a National Board
Certified Teacher (NBCT) in K-12 Library
Media/Early Childhood through Young
Adulthood, the highest certification school
librarians can attain
• publishes articles in national school library
journals such as Knowledge Quest, an AASL
publication for school library professionals
• uses love of reading and learning to stay
abreast of current research and issues in the
field of librarianship, such as formative
assessment strategies, social-media learning
tools, and one-on-one digital devices for
students
• gathers input from stakeholders via
electronic surveys and other data collection
systems, and uses the input to inform
decision-making about library policies
• develops instructional leadership by
attending department, curriculum, standards,
strategic planning, intervention, and
technology meetings
• requests to be placed on the parent-teacher
organization agenda and makes presentations
about events and celebrations, such as School
Library Month, and about the Reading is
Fundamental (RIF) initiative
4F – Collection Development and
Maintenance

•consults with students about collection
processes
•utilizes vendor services such as collection
mapping, age of collection reports, and
reading level measurements
• polls students to learn their preferences
before ordering new materials and motivates
them by adding to the collection
the latest popular series novels and
nonfiction best sellers
• uses the collection
-mapping tools provided in library automation
software
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Media Specialist seeks out
opportunities for professional
development to enhance
professional practice. School
Library Media Specialist welcomes
feedback from colleagues when
made by supervisors or when
opportunities arise through
professional collaboration. School
Library Media Specialist
participates actively in assisting
other educators.
Exemplary - School Library Media
Specialist seeks out opportunities
for professional development
through professional reading,
memberships, conferences, and
action research. School Library
Media Specialist seeks out
feedback from both supervisors
and colleagues. School Library
Media Specialist initiates
important activities such as
teaching workshops, writing
articles, and making presentations
to contribute to the profession on
a district, state, and national level.

Descriptors
Ineffective – School Library
Media Specialist makes new
Purchases of resources and
equipment without weeding
and assessing the collection of
resources and equipment.
Developing –School Library
Media Specialist inconsistently
assesses, makes new purchases,
and weeds the collection

“X”

• uses the inventory process to become
acquainted with LMC collection, weeds, and
notes areas to develop
• uses the reports section of library
automation software to generate evidence
such as curriculum mapping and materials
used in the library

of resources and equipment to
keep holdings current and to meet
the needs of the curriculum.
Accomplished – School Library
Media Specialist regularly
assesses, makes new purchases, and
weeds the collection of resources
and equipment to keep
holdings current and to meet the
needs of the curriculum.

Exemplary - Soliciting input from
members of the staff, the students
and the school community the
school Library Media Specialist
constantly and consistently
assesses, makes new purchases
based on assessment data, and
weeds the collection of resources
and equipment to keep holdings
current and to meet the needs of
the curriculum. School Library
Media Specialist advocates for
necessary increases in funds and
in technology when necessary to
maintain a collection that is
responsive to changing
instructional needs.

4G- Managing the Library Budget

•communicates with
a variety of vendors to get competitive pricing
and takes advantage of trial periods offered
by e
-database publishers
• maintains collaborative relations with
vendors to take advantage of best prices and
complimentary services
•includes library funding needs in the action
plans aligned with program goals
•ties budget request
s, especially increases or special funding, to
the LMC strategic plan
•ties budget requests to LMC mission and
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Descriptors
Ineffective – School Library Media
Specialist develops a budget
proposal that inadequately
reflects the needs of the library
program. School Library Media
Specialist is unfamiliar with
departmental and/or district
guidelines for managing the
budget and often under or
overspends.
Developing – School Library Media

“X”

goals, describes how budget items will
improve learning, puts the facts in
reports and spreadsheets, and disseminates
them
•shares with other libra
ries the cost of author/speaker visits
•meets periodically with IT staff to discuss
purchases, certificates of training, and
emerging technologies
•writes a grant to purchase student response
systems (SRS or “clickers”) to use in the
library
•uses datadriven, decisionmaking to inform LMC program planning,
uses evidence such as demographics, test
results,
state standards, and library automation
software statistics
•researches state studies of school libraries,
finds published evidence that supports how
librarians impact student
learning, and uses it in annual budget
proposal
•provides evidence of learning improvements
to budget meetings, and involves student and
parent advocates.
•ties budget requests with improving learning
•seeks ways to improve budge
t to level recommended in
Beyond Proficiency @ your library
(KDE’s guidelines for
effective library media programs)

4H-Managing Personnel

•asks parents to volunteer to
participate in library story hours and other
library events
•uses an online opensource learning management system (e.g.,
Moodle, Sakai) to develop a blended class for
student
volunteers; provides resources and lessons,
and includes their library duties as
performance
-based evaluation
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Specialist develops budget
proposals necessary to maintain
the library program. School Library
Media Specialist follows
department and/or district
policies for managing the budget
and maintains records.
Accomplished – School Library
Media Specialist develops budget
proposals necessary for a
comprehensive library program.
School Library Media Specialist
follows department and/or district
guidelines for managing the
budget and maintains accurate
records
Exemplary - Using data effectively,
the school Library Media Specialist
develops budget proposals
necessary for a progressive and
comprehensive library program.
School Library Media Specialist
follows department and/or district
guidelines for managing the
budget and maintains accurate
records.

Descriptors
Ineffective – School Library Media
Specialist provides minimal
training and supervision and
inconsistently uses district tools
to evaluate support staff.
Developing – School Library Media
Specialist provides training and
supervision and uses district tools
to evaluate support staff.

“X”

•invites people from all stakeholder groups –
including parents, administration, teachers,
students, and the community –
to volunteer in the library
•uses information found in research articles
to drive the creation of library job
descriptions
•provides
each volunteer an orientation program and
handbook so that all members of the library
team know their duties
and understand the school library program
standards

Accomplished – School Library
Media Specialist effectively
delegates responsibility and
provides training, and the
necessary supervision and
support. Using district evaluation
tools, School Library Media
Specialist objectively evaluates
support staff.

Exemplary - School Library Media
Specialist establishes expectations
that motivate and guide support
staff to perform with initiative and
independence. School Library
Media Specialist effectively
delegates responsibility and
provides training and the
necessary supervision and
support. School Library Media
Specialist uses district evaluation
tools and objectively evaluates
support staff.

4I –Professional ethics

•addresses the concepts of censorship and
plagiarism within the context of collaborative
lessons and applies the
concepts to student
-generated products
•reviews netiquette, Internet saf
ety, and ethical use of online social
-media tools (e.g. Facebook, Twitter, and
Skype)
•includes ethical policies on library website,
social media page, and learning
-management system
•asks principal and technology teachers to
address students about plagiarism
•explains fair use with regard to illustrations
and other non-print materials
•explains the concept of digital citizenry to
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Descriptors
Ineffective – School Library
MediaSpecialist does not adhere
to the professional ethics of
librarianship.

Developing – School Library
Media Specialist
is knowledgeable of the ethics of
librarianship but is inconsistent
in following copyright law and
adhering to the principles of the
Library Bill of Rights.

“X”

students
•creates posters, displays, and lessons to
remind staff and students that resources in all
formats
-including printed text,
oral and electronic resources, slides and
visuals
-need to be cited
•asks students on the newspaper staff to help
poll the student body on issues
•arranges with administrators for
opportunities to educate teachers, students,
and parents about ethical and acceptable
use policies
•implements library events such as Banned
Websites Awareness Day, Banned Books
Week, and Choose Privacy Week
to support the concepts of intellectual
freedom
•creates an intellectual
-freedom policy as part of the LMC collection
-development policy and posts it in the
library,
classroom, and cyberspace
•makes sure school personnel do not practice
censorship by removing materials without
going through the step
-by-step
reconsideration process established by the
SBDM Council
•collaborates
with IT department to set up a cyber
-safety program for parents to inform them
about netiquette, AUPs,
and stranger
-danger on the Internet
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Accomplished – School Library
Media Specialist is knowledgeable
of the ethics of librarianship and
follows copyright law and adheres
to the principles of the Library Bill
of Rights and the American
Library.

Exemplary - Through teaching and
practice the school Library Media
Specialist demonstrates a
commitment to the professional
ethics of librarianship by following
copyright law and by upholding
and defending the principles of
the Library Bill of Rights and the
American Library.

DIRECTIONS: Please complete this box if using the instrument as a summative evaluation.
Overall Performance Rating:

Ineffective _____

Developing _____

Accomplished _____

Exemplary _____

Meets District Standards: _____
Does Not Meet District Standards: _____
_____________________________________________________________________________________________________________________________ ____
Please indicate if the evaluation warrants a Directed Growth Plan, or Correction Action Plan.
Directed Growth Plan _____

Corrective Action Plan _____

Name of Media Specialist ____________________________________
Date of Review: _____________________
Name of Administrator: ______________________________________
___________________________________
Date of Review: _____________________
Additional Comments:
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Signature of Media Specialist: _________________________________
Signature of Administrator:

McCreary County School District: Instructional Specialist
Component
1A - Demonstrating knowledge of current
trends in specialty area and professional
development

Possible Samples of Evidence
 considers textual, visual, technological, and
digital resources when researching content
and instructional practices
 is an expert in the building on the Kentucky
Core Academic Standards
 collaborates/consults in accessing of
resources
 is knowledgeable of best practices and how
they relate to various contents
 serves as a resource for teachers in regard
to most recent research in content and
instructional practices

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

 focuses on needs of coaches to determine
which coaching approach to apply
 determines what type of coaching to apply
to a given situation.
 determines needs based on changing of
behavior, changing beliefs or both
 is aware of his/her own being when
coaching
 demonstrates an understanding of adult
learning theory and applies it when analyzing
coaching situations
 demonstrates understanding of inquiry lens
and applies it to coaching situations

Rationales / Evidences
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Please select one:
Formative ____
Summative ____
Performance Level
Descriptors
Ineffective - Instructional
specialist demonstrates little or no
familiarity with specialty area or
trends in professional
development.
Developing - Instructional
specialist demonstrates basic
familiarity with specialty areas and
trends in professional
development.
Accomplished - Instructional
specialist demonstrates thorough
knowledge of specialty area and
trends in professional
development.
Exemplary - Instructional
specialist’s knowledge of specialty
area and trends in professional
development is wide and deep:
specialist is regarded as an expert
by colleagues

“X”

Descriptors
Ineffective - Instructional
specialist demonstrates little or no
knowledge of the school’s
program or of teacher skill in
delivering that program.
Developing – Instructional
specialist demonstrates basic
knowledge of the school’s
program and of teacher skill in
delivering that program.
Accomplished - Instructional

“X”

 demonstrates understanding of emotional
intelligence theory and applies it to coaching
situations

1C - Establishing goals for the instructional
support program appropriate to the setting
and the teachers served

 gathers a variety of data
 meets and plans with coachee to assess
data
 co-constructs a plan of action
 assists coachee to align with school or
district vision
 gathers data to analyze progress
 engages coachee in reflection
 develops a theory of action for each
coachee and applies theory in conversations
and actions
 breaks learning into chunks for coachee and
plans for gradual release of responsibility
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specialist demonstrates thorough
knowledge of the school’s
program and of teacher skill in
delivering that program.
Exemplary - Instructional
specialist is deeply familiar with
the school’s program and works to
shape its future direction and
actively seeks information as to
teacher skill in that program

Descriptors
Ineffective - Instructional
specialist has no clear goals for the
instructional program or they are
inappropriate to either the
situation or the needs of the staff.
Developing - Instructional
specialist’s goals for the
instructional support program are
rudimentary and are partially
suitable to the situation and the
needs of the staff.
Accomplished - Instructional
specialist’s goals for the
instructional support program are
clear and are suitable to the
situation and the needs of the
staff.
Exemplary - Instructional
specialist’s goals for the
instructional support program are
highly appropriate to the situation
and the needs of the staff. They
have been developed following
consultations with administrators
and colleagues.

“X”

1D - Demonstrating knowledge of resources
both within and beyond the school and
district

 accesses coaching resources and/or
materials and resources
 guides coachee to available materials
and/or resources
 reads and remains current on most recent
research in instructional strategies, coaching
strategies, and content related resources
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Descriptors
Ineffective - Instructional
specialist demonstrates little or no
knowledge of resources available
in the school or district for
teachers to advance their skills.
Developing - Instructional
specialist demonstrates basic
knowledge of resources available
in the school and district for
teachers to advance their skills.
Accomplished - Instructional
specialist is fully aware of
resources available in the school
and district and in the larger
professional community for
teachers to advance their skills.
Exemplary – Instructional
specialist actively seeks out new
resources from a wide range of
sources to enrich professional’s
skills in implementing the school’s
program.

“X”

1E - Planning the instructional support
program integrated with the overall school
program

 serves as resource on standards, curriculum
design, and instructional practices
 remains current on most recent research on
curriculum design, standards and
instructional practice
 serves as a resource for teams/teachers in
planning instruction
 assists teachers in planning with focus on
student centered goals

1F - Developing a plan to evaluate the
instructional support program

 serves as resource and facilitator in
designing standards based formative and
summative assessments with high levels of
rigor
 includes, during designing of instruction and
assessment, student self-assessment and
reflection
 uses coaching strategies to guide teachers
in reflective conversations
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Descriptors
Ineffective - Instructional
specialist’s plan consists of a
random collection of unrelated
activities, lacking coherence or an
overall structure.
Developing - Instructional
specialist’s plan has a guiding
principle and includes a number of
worth- while activities, but some
of them don’t fit with the broader
goals.
Accomplished - Instructional
specialist’s plan is well designed to
support teachers in the
improvement of their skills
Exemplary - Instructional
specialist’s plan is highly coherent,
taking into account the competing
demands of making presentations
and consulting with teachers, and
has been developed following
consultation with administrators
and teachers.

“X”

Descriptors
Ineffective - Instructional
specialist has no plan to evaluate
the program or resists suggestions
that such an evaluation is
important.
Developing - Instructional
specialist has a rudimentary plan
to evaluate the instructional
support program.

“X”

Accomplished - Instructional
support specialist’s plan to
evaluate the program is organized
around clear goals and the
collection of evidence to indicate
the degree to which the goals
have been met
Exemplary- Instructional
specialist’s evaluation plan is
highly sophisticated, with
imaginative sources of evidence
and a clear path toward improving
the program on an ongoing basis.

2A - Creating an environment of trust and
respect

2B - Establishing a culture for ongoing
instructional improvement

 establishes an environment that supports a
coaching relationship
 builds trust with coaches and maintains that
trust over time
 maintains confidentiality at all times
 demonstrates cultural competence at all
times
 demonstrates empathy and compassion
 serves as a bridge for positive, supportive
communication between and among staff and
administration

 actively seeks opportunities for professional
learning for self and staff
remains aware of school goals in professional
growth
 establishes study groups and/or cohorts to
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Descriptors
Ineffective - Teachers are
reluctant to request assistance
from the instructional specialist
fearing that such a request will be
treated as a sign of deficiency.
Developing - Relationships with
the instructional specialist are
cordial: teachers don’t resist
initiatives established by the
instructional specialist.
Accomplished - Relationships with
the instructional specialist are
respectful with some contacts
initiated by teachers.
Exemplary - Relationships with the
instructional specialist are highly
respectful and trusting, with many
contacts initiated by teachers.

“X”

Descriptors
Ineffective - Instructional
specialist conveys the sense that
the work of improving instruction

“X”

encourage professional learning
 provides job embedded professional
development
 meets and consults regularly with
administration to align work with teachers to
the vision/mission of the school, district, and
PGES plan

2C - Establishing clear procedures for
teachers to gain access to the instructional
support

 consults with teacher and/or school/district
leadership regarding professional learning
 provides professional development as
requested
 facilitates professional learning as needed
 researches professional learning
opportunities
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is externally mandated and is not
important to school improvement.
Developing - Teachers do not
resist the offerings of support
from the instructional specialist.
Accomplished - Instructional
specialist promotes a culture of
professional inquiry in which
teachers seek assistance in
improving their instructional skills.
Exemplary - Instructional
specialist has established a culture
of professional inquiry in which
teachers initiate projects to be
undertaken with the support of
the specialist

Descriptors
Ineffective - When teachers want
to access assistance from the
instructional specialist, they are
not sure how to go about it.
Developing - Some procedures
(for example, registering for
workshops) are clear to teachers,
whereas others (for example,
receiving informal support) are
not.
Accomplished - Instructional
specialist has established clear
procedures for teachers to use in
gaining access to support.
Exemplary - Procedures for access
to instructional support are clear
to all teachers and have been
developed following consultation
with administrators and teachers.

“X”

2D - Establishing and maintaining norms of
behavior for professional interactions

 coaches teachers toward establishing
behavior management system
 offers feedback as requested on classroom
management
 plans with teachers to develop
norms/expectations to facilitate and maintain
classroom learning environment
 researches and presents embedded
professional development on positive
behavior supports and classroom
management strategies
 demonstrates and co-teaches to model
effective response to misbehavior

2E - Organizing physical space for workshops
or training

 creates a warm, welcoming physical
environment for conversation and
consultation
 creates an area conducive to private
reflecting and planning conversations
 creates a space where resources are readily
available to teachers (Specialist’s office area,
library, other school designated area in the
school)  establishes an accountability system
for check out
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Descriptors
Ineffective - No norms of
professional conduct have been
established: teachers are
frequently disrespectful in their
interactions with one another.
Developing - Instructional
specialist’s efforts to establish
norms of professional conduct are
partially successful.
Accomplished - Instructional
specialist has established clear
norms of mutual respect for
professional interaction.
Exemplary - Instructional
specialist has established clear
norms of mutual respect for
professional interactions. Teachers
ensure that their colleagues
adhere to these standards of
conduct

“X”

Descriptors
Ineffective - Instructional
specialist makes poor use of the
physical environment, resulting in
poor access by some participants;
time lost due to poor use of
training equipment, or little
alignment
Developing - The physical
environment does not impede
workshop activities.
Accomplished - Instructional
specialist makes good use of the
physical environment, resulting in
engagement of all participants in
the workshop activities.
Exemplary - Instructional
specialist makes highly effective
use of the physical environment,
with teachers contributing to the
physical arrangement.

“X”

3A - Collaborating with teachers in the design
of instructional units and lessons

 regular planning/reflecting conversations
with individual teachers in a cycle
 regular communication with administrators
 regular attendance at building/district PD
for purpose of being able to engage in
conversations with teachers, other specialists,
and administration
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Descriptors
Ineffective - Instructional
specialist declines to collaborate
with classroom teachers in the
design of instructional lessons and
units.
Developing - Instructional
specialist collaborates with
classroom teachers in the design
of instructional lessons and units
when specialty asked to do so.
Accomplished - Instructional
specialist initiates collaboration
with classroom teachers in the
design of instructional lessons and
units.
Exemplary - Instructional
specialist initiates collaboration
with classroom teachers in the
design of instructional lessons and
units locating additional resources

“X”

from sources outside the school.

3B -Engaging teachers in learning new
instructional skills

 models for teachers questioning techniques
when coaching or when in classrooms
 models and incorporates research/planning
around most current literature about best
practices
 coaches teachers to access resources and
current research in regard to best practices
 regular classroom visits/observations to
collect data around questioning techniques
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Descriptors
Ineffective -. Teachers decline
opportunities to engage in
professional learning.
Developing - Instructional
specialist’s efforts to engage
teachers in professional learning
are partially successful, with some
participating.
Accomplished - All teachers are
engaged in acquiring new
instructional skills.
Exemplary - Teachers are highly
engaged in acquiring new
instructional skills and take
initiative in suggesting new areas
for growth.

“X”

3C - Sharing expertise with staff

 engages in planning conversations with
teachers where student goals and
expectations are central to the instructional
plan
 keeps current on knowledge of best
materials and resources to meet the
individual needs of students
 assists teachers in accessing materials and
resources needed for engaging instruction
 engage in reflective conversations with
teachers about whether or not student
expectations were met
 uses data to analyze and inform
instructional next steps

Descriptors
Ineffective - Instructional
specialist’s model lessons and
workshops are of poor quality or
are not appropriate to the needs
of the teachers being served.
Developing - The quality of the
instructional specialist’s model
lessons and workshops is mixed
with some of them being
appropriate to the needs of the
teachers being served.
Accomplished - The quality of the
instructional specialist’s model
lessons and workshops is
uniformly high and appropriate to
the teachers being served.
Exemplary - The quality of the
instructional specialist’s model
lessons and workshops is
uniformly high and appropriate to
the needs of the teachers being
served. The instructional specialist
conducts extensive follow-up work
with teachers.
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“X”

3D - Locating resources for teachers to
support instructional improvement

 monitors and guides teachers as they
establish assessment criteria in classrooms
 coaches teachers to develop reflective
capacities
 engages teacher in analyzing data and
responding to data
 encourages use of performance-based
assessments
 observes teacher in various contexts,
gathers data, and offers feedback based on
what the teacher and specialist have
established as goals
 shares with teachers tools that help provide
different modalities of assessment
 assists teachers in designing standards
based assessments aligned to curriculum
 promotes student-generated rubrics to
motivate students’ intrinsic “buy-in”

3E - Demonstrating flexibility and
responsiveness

 conducts regular meetings with teachers to
discuss and reflect upon strategies and
collaborates about changes if necessary
 assists teachers in planning lesson
adjustments based upon formative
assessment feedback
 assists teachers in gathering and analyzing
student data and feedback to inform
instructional moves/changes/next steps
 elevates the level of efficacy and
craftsmanship in teachers with whom they
work thereby increasing persistence in times
of change
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Descriptors
Ineffective - Instructional
specialist fails to locate resources
for instructional improvement for
teacher, even when specifically
requested to do so.
Developing - Instructional
specialist’s efforts to locate
resources for instructional
improvement for teachers are
partially successful; reflecting
incomplete knowledge of what is
available
Accomplished - Instructional
specialist locates resources for
instructional improvement for
teachers when asked to do so.
Exemplary - Instructional
specialist is highly proactive in
locating resources for instructional
improvement for teachers,
anticipating their needs

“X”

Descriptors
Ineffective - Instructional
specialist adheres to his plan, in
spite of evidence of its
inadequacy.
Developing - Instructional
specialist makes modest changes
in the support program when
confronted with evidence of the
need for change.
Accomplished - Instructional
specialist makes revisions to the
support program when it is
needed.
Exemplary - Instructional
specialist is continually seeking
ways to improve the support
program and makes changes as

“X”

needed in response to student,
parent, or teacher input.

4A - Reflecting on practice

4B Preparing and submitting budgets and
reports

 keeps abreast of current instructional
research
 attends professional development around
best practice instruction for purpose of being
able to coach into these conversations with
teachers
 plans regularly with building administrators
to ensure individual coaching is aligned with
school/district vision and mission
 solicits feedback from teachers and takes
action based on feedback
 seeks out professional learning
opportunities and consultations with other
coaches to develop coaching practice
 demonstrates awareness of his or her own
emotional intelligence and works to develop
emotional resilience
 gathers a variety of data (notes, audio
recordings, video, and so on) and utilizes a
variety of strategies to reflect on coaching
practice
 reflects to develop coaching practice
 seeks and utilizes feedback about
professional learning sessions to inform
future practice

 participates on school-wide committees
that use data-driven decision making for
planning and setting goals
 uses web tools, such as electronic calendars
and other individual assistance tracking tools,
to collect evidence of practice
 keeps accurate and current documentation
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Descriptors
Ineffective - Instructional
specialist does not reflect on
practice, or the reflections are
inaccurate or self-serving.
Developing – Instructional
specialist’s reflection on practice is
moderately accurate and objective
without citing specific examples
and with only global suggestions
as to how it might be improved.
Accomplished - Instructional
specialist’s reflection provides an
accurate and objective description
of practice, citing specific positive
and negative characteristics.
Instructional specialist makes
some specific suggestions as to
how the support program might
be improved.
Exemplary - Instructional
specialist’s reflection is highly
accurate and perceptive, citing
specific examples. Instructional
specialist draws on an extensive
repertoire to suggest alternative
strategies, accompanied by
prediction of the likely
consequences of each.

“X”

Descriptors
Ineffective - Instructional
specialist does not follow
established procedures for
preparing budgets and submitting
reports. Reports are routinely late.

“X”

of coaching cycles, conversations, and
observations
 schedules periodic meetings with principal
and/or supervisors
 monitors and completes any other data as
assigned by supervisor and/or principal
 maintains records of professional
development and attendance

4C - Coordinating work with other
instructional specialists

Developing - Instructional
specialist’s efforts to prepare
budgets are partially successful,
anticipating most expenditure,
and following established
procedures. Reports are
sometimes submitted on time
Accomplished - Instructional
specialist’s budgets are complete,
anticipating all expenditures and
following established procedures.
Reports are always submitted on
time.
Exemplary - Instructional
specialist anticipates and responds
to teacher needs when preparing
budgets, following established
procedures and suggesting
improvements to those
procedures. Reports are
submitted on time.

 supports staff to identify needs, access
resources, and build relationships that can
help meet those professional growth needs
 plans regularly with building administrators
to ensure individual coaching is aligned with
school vision and mission
 attends staff meetings in order to share any
professional growth opportunities and/or
professional development
 provides opportunities for staff to engage in
professional learning
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Descriptors
Ineffective - Instructional
specialist makes no effort to
collaborate with other
instructional specialists within the
district.
Developing - Instructional
specialist responds positively to
the efforts of other instructional
specialists within the district to
collaborate.
Accomplished - Instructional
specialist initiates efforts to
collaborate with other
instructional specialists within the
district.
Exemplary - Instructional
specialist takes leadership role in
coordinating projects with other
instructional specialist within and
beyond the district.

“X”

4D - Participating in a professional community

 participates on school-wide committees
that use data-driven decisions making for
teacher planning and setting goals
 joins district-wide committees such as
curriculum development, professional
development, etc.
 appears on staff meeting agendas to share
teacher highlights, PD promotions, etc.
 appears on department/team/grade level
meeting agendas (weekly, biweekly, monthly)
and join schoolwide committees such data
teams leaders, professional development,
and curriculum
 attends school activities, such as the science
fair, quiz bowl, and drama club, or lead school
activities, such as a book club or technology
club
 promotes study groups and/or cohorts to
promote professional growth
 promotes professional development at the
local, state, and national levels, as well as
participate in summer PD programs in the
district and beyond.
 contributes professional development blogs
to PLN (Personal Learning Network)
 keeps up to date with the cutting-edge
instructional strategies, curriculum,
assessment and emerging technologies, in
order to provide input at committee meetings
 builds a virtual personal learning network
(PLN) as a structure to organize professional
development and include blogs by other
professionals, other professional learning
networks, webinars, tutorials, and social
media
 joins a school team or committee whose
purpose is to research a new initiative, such
as one-on-one technology, college and career
readiness, brings personal device (BYOD), or
sustained silent reading (SSR), because such
an initiative promotes professional learning
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Descriptors
Ineffective - Instructional
specialist’s relationships with
colleagues and avoids being
involved in school and district
events and projects.
Developing - Instructional
specialist’s relationships with
colleagues are cordial and they
participate in school and district
events when specifically
requested.
Accomplished – Instructional
specialist participates in school
and district events and maintains
positive and productive
relationships with colleagues.
Exemplary – Instructional
specialist makes a contribution to
school and district projects and
assumes a leadership role with
colleagues.

“X”

4E - Engaging in professional development

4F - Showing professionalism including
integrity and confidentiality

 attends instructional specialists meetings
and actively participates in collaboration
 joins curriculum and other professional
organizations in order to promote learning
 appears on the agendas of teachers’
meetings, department/team meetings, and
curriculum meetings with intent to share new
learning from conference sessions and other
professional development venues
 considers becoming a National Board
Certified Teacher (NBCT) or obtaining an
advanced degree to promote professional
growth
 publishes articles in national journals
 uses love of reading and learning to stay
abreast of current research and issues in best
practices and curriculum
 gathers input from stakeholders via
electronic surveys and other data collection
systems, and use the input to inform decision
making
 develops instructional leadership by
attending department, curriculum,
administration, and/or district meetings

 exhibits high levels of integrity and ethics
 addresses needs of staff and students in a
reasonable timeframe
 works to provide opportunities for teacher
growth and success
 participates in team and departmental
meetings
 complies with school and district regulations
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Descriptors
Ineffective - Instructional
specialist does not participate in
professional development
activities, even when such
activities are clearly needed for
the enhancement of skills.
Developing - Instructional
specialist’s participation in
professional development
activities is limited to those that
are convenient or are required.
Accomplished - Instructional
specialist seeks out opportunities
for professional development
based on an individual assessment
of need.
Exemplary - Instructional
specialist actively pursues
professional development
opportunities and makes a
substantial contribution to the
profession through such activities
as participating in state or national
conferences for other specialists.

“X”

Descriptors
Ineffective - Instructional
specialist displays dishonesty in
interactions with colleagues and
violates norms of confidentiality.
Developing - Instructional
specialist is honest in interactions
with colleagues and respects
norms of confidentiality.
Accomplished - Instructional
specialist displays high standards
of honesty and integrity in
interactions with colleagues and
respects norm of confidentiality.
Exemplary - Instructional

“X”

specialist can be counted on to
hold the highest standards of
honesty and integrity and takes
leadership role with colleagues in
respecting the norm of
confidentiality.

DIRECTIONS: Please complete this box if using the instrument as a summative evaluation.
Overall Performance Rating:

Ineffective _____

Developing _____

Accomplished _____

Exemplary _____

Meets District Standards: _____
Does Not Meet District Standards: _____
_________________________________________________________________________________________________________________ ________________
Please indicate if the evaluation warrants a Directed Growth Plan, or Correction Action Plan.
Directed Growth Plan _____

Corrective Action Plan _____

Name of Instructional Specialist: ____________________________________
_________________________________
Date of Review: _____________________
Name of Administrator: ______________________________________
___________________________________
Date of Review: _____________________
Additional Comments:
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Signature of Instructional Specialist:

Signature of Administrator:

McCreary County School District: Speech Pathologist
Component
1A - Demonstrating knowledge and skill in the
specialist therapy area holding the relevant
certificate or license

Possible Samples of Evidence
 holds necessary state therapy licenses and a
master’s degree
 completes CEU’s or advanced degree
 works across all ability levels and provide
services for a range of disorders, as
appropriate for the setting
 completes and provide in-services (i.e.,
complete professional development)
 demonstrates competence in oral and
written communication
 follows risk management procedures

1B - Establishing goals for the therapy
program appropriate to the setting and the
students served

 establishes goals and a process for the
evaluation or eligibility process
 attends PD to improve Therapy practice
 develops IEP goals/ IFSP goals and other
measurable goals based on observations,
evaluations, and individual need
 uses KEG & ARC

Rationales / Evidences
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Please select one:
Formative ____
Summative ____
Performance Level
Descriptors
Ineffective - Specialist
demonstrates little of no
knowledge and skill in the therapy
area: does not hold the necessary
certification or license.
Developing - Specialist
demonstrates basic knowledge
and skill in the therapy area: holds
the necessary certificate or
license.
Accomplished - Specialist
demonstrates thorough
knowledge and skill in the therapy
area: holds the necessary
certificate or license.
Exemplary - Specialist
demonstrates extensive
knowledge and skill in the therapy
area: holds an advanced certificate
or license.

“X”

Descriptors
Ineffective - Specialist has no clear
goals for the therapy program, or
they are inappropriate to either
the situation or the age of the
students.
Developing – Specialist’s goals for
therapy program are rudimentary
and are partially suitable to the
situation and to the age of
students
Accomplished - Specialist’s goals

“X”

for the therapy program are clear
and appropriate to the situation in
the school and to the age of the
students.
Exemplary - Specialist’s goals for
the therapy program are highly
appropriate to the situation in the
school and to the age of the
students and have been
developed following consultations
with administrators and teachers

1C- Demonstrating knowledge of District state
and federal regulations and guidelines

 responds appropriately to questions and
comments of other team members
 deals appropriately with conflicts that may
occur during a meeting
 provides evidence that parent(s) and other
team members were involved in creating IEP
content
 explains how IEP goals are related to the
present educational levels
 accurately bills Medicaid and complete
other compliance requirements
 completes documentation within a specific
timeline using appropriate forms
 contributes appropriate information to
transition plans
 solicits feedback from parents, teachers,
and students about documentation and
compliance via checklists and surveys
 maintains confidentiality and adhere to
IDEA, Section 504, FERPA, and HIPAA
regulations
 solicits contribution from all team members,
parents and teachers as appropriate
 provides documentation as evidence that
contributes to the eligibility determination
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Descriptors
Ineffective - Specialist
demonstrates little or no
knowledge of special education
laws and procedures.
Developing - Specialist
demonstrates basic knowledge of
special education laws and
procedures.
Accomplished - Specialist
demonstrates thorough
knowledge of special education
laws and procedure.
Exemplary - Specialist’s
knowledge of special education
laws and procedures is extensive:
specialist tales a leadership role in
reviewing and revising district
policies

“X”

1D -Demonstrating knowledge of resources
both within and beyond the school and
district

 collects data collection/ progress
inventorying
 collaborates with colleagues across
disciplines
 seeks input on program from other schools.
Colleagues, and community shareholders.
 advocates for appropriate services for the
students
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Descriptors
Ineffective - Specialist
demonstrates little or no
knowledge of resources for
students available through the
school district.
Developing - Specialist
demonstrates basic knowledge of
resources for students available
through the school or district.
Accomplished - Specialist
demonstrates thorough
knowledge of resources for
students available through the
school or district and some
familiarity with resources outside
the district.
Exemplary – Specialist
demonstrates extensive
knowledge of resources for
students available through the
school or district and in the larger
community.

“X”

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

 aligns goals with common core
standards
 develops and execute appropriate
therapy plans
 demonstrates knowledge and skills
necessary for providing or facilitating
treatment for children from culturally
and linguistically different
backgrounds

2A – Establishing rapport with students

 establishes good rapport
 offers praise and compliments to students
 engages students in the session’s activities
 provides accurate and appropriate feedback
to students individually
 implements activities that promote progress
on each student’s specific IEP goals
 exhibits good behavior management skills
 uses the allocated time efficiently and
effectively
 fosters a positive interaction with students
 provides each student with an opportunity
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Descriptors

“X”

Ineffective - Therapy program

consists of a random
collection of unrelated
activities, lacking coherence
or an overall structure.
Developing - Specialist’s plan
has a guiding principle and
includes a number of
worthwhile activities, but
some of them don’t fit with
the broader goals
Accomplished - Specialist has
developed a plan that
includes the important
aspects of work in the
setting.
Exemplary - Specialist’s is
highly coherent and
preventive and serves to
support students
individually, within the
broader educational
program

Descriptors
Ineffective - Specialist’s
interactions with students are
negative or inappropriate:
students appear uncomfortable in
the testing and treatment center
Developing - Specialist’s
interactions are a mix of positive
and negative: the specialist’s
efforts at developing rapport are
partially successful.

“X”

for a significant number of responses
 includes curricular objectives or materials in
the session
 develops and execute appropriate therapy
plans
 demonstrates knowledge and skills
necessary for providing or facilitating
treatment for children from culturally and
linguistically different backgrounds
 advocates for appropriate services for the
students
 documents the nature of services and
evidence of progress
 changes the activities, feedback, or
direction of the session when a student is not
understanding or able to demonstrate
success with the session goal
 develops activities that promote progress
on students’ specific IEP goals

2B - Organizing time effectively

 works with classroom schedules
 travels between schools/ homes plans
accordingly
 adheres to set schedules

Accomplished - Specialist’s
interactions with students are
positive and respectful: students
appear comfortable in the testing
and treatment center.
Exemplary- Students seek out the
specialist, reflecting a high degree
of comfort and trust in the
relationship.

Descriptors
Ineffective - Specialist exercises
poor judgment in setting
priorities, resulting in confusion,
missed deadlines, and conflicting
schedules.
Developing - Specialist’s timemanagement skills are moderately
well developed: essential activities
are carried out, but not always in
the most efficient manner
Accomplished - Specialist
exercises good judgment in setting
priorities, resulting in clear
schedules and important work
being accomplished in an efficient
manner.
Exemplary - Specialist
demonstrates excellent timemanagement skills, accomplishing
all tasks in a seamless manner:
teachers and students understand
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“X”

theirschedules

2C - Establishing and maintaining clear
procedures for referrals

 knows and maintains the RTI process
 participates in ARC committee with
educators and parents

Descriptors
Ineffective - No procedures for
referrals have been established:
when teachers want to refer a
student for special services, they
are not sure how to go about it.
Developing - Specialist has
established procedures for
referrals, but the details are not
always clear.
Accomplished - Procedures for
referrals and for meetings and
consultations with parents and
administrators are clear to
everyone.
Exemplary - Procedures for all
aspects of referral and testing
protocols are clear to everyone
and have been developed in
consultation with teachers and
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“X”

administrators.
2D - Establishing standards of conduct in the
treatment center

 establishes clear expectations of routine
 uses behavior charts
 uses behavior management system for
resource setting
 follows co-teaching classroom behavior
management system and/or modifies to
adapt for specific student needs.

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

 organizes work space materials and
equipment
 organizes system for student files
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Descriptors
Ineffective - No standards of
conduct have been established,
and specialist disregards or fails to
address negative student behavior
during evaluation or treatment.
Developing - Standards of conduct
appear to have been established
for the testing and treatment
center. Specialist’s attempts to
monitor and correct negative
student behavior during
evaluation and treatment are
partially successful.
Accomplished - Standards of
conduct have been established for
the testing and treatment center.
Specialist monitors student
behavior against those standards:
response to students is
appropriate and respectful.
Exemplary - Standards of conduct
have been established for the
testing and treatment center.
Specialist’s monitoring of students
is subtle and preventive, and
students engage in self-monitoring
of behavior

“X”

Descriptors
Ineffective - The testing and
treatments center is disorganized
and poorly suited to working with
students. Materials are usually
available.
Developing - The testing and
treatment center is moderately
well organized and moderately
well suited to working with
students. Materials are difficult to
find when needed.

“X”

Accomplished - The testing and
treatment center is well
organized: materials are available
when needed.
Exemplary - The testing and
treatment center is highly
organized and is inviting to
students. Materials are convenient
when needed.
3A - Responding to referrals and evaluating
student needs

 completes documentation of ARC meetings
 completes documentation of triangulation
of data
 completes screenings as requested by
parents/ teachers
 plans through evaluation based on referral
information
 solicits feedback from parents, teachers,
and students about documentation and
compliance via checklists and surveys
 gather case history information
 uses appropriate formal and informal
assessment tools
 reports assessment findings in a timely
manner
 develops appropriate evaluation reports
 observes informal and formal testing using a
variety of assessment strategies
 analyzes and interprets test results to make
appropriate recommendations
 creates schedules that reflect assessments
to be conducted at designated times (i.e.,
scheduling blocks)
 demonstrates knowledge and skills
necessary for providing or facilitating
assessment of children from culturally and
linguistically different backgrounds
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Descriptors
Ineffective - Specialist fails to
respond to referrals or makes
hasty assessments of student’s
needs.
Developing - Specialist responds
to referrals when pressed and
makes adequate assessments of
student needs.
Accomplished - Specialist
responds to referrals and, makes
thorough assessments of student
needs.
Exemplary - Specialist is proactive
in responding to referrals and
makes highly competent
assessments of student’s needs

“X”

3B - Developing and implementing treatment
plans to maximize student s success

 writes IEP goals based on assessment
results, academic & developmental needs
 correlates IEP with assessment data and
teachers concerns in classroom.
 develops activities that promote progress
on students’ specific IEP goals
 designs a schedule that allows completion
of all work activities in an efficient and
effective manner
 changes the activities, feedback, or
direction of the session when a student is not
understanding or able to demonstrate
success with the session goal
 records data on the student’s performance
during the session

3C - Communicating with families

 keeps a parent contact log.
 documents parent concerns during the ARC
meeting.
 progress monitoring reports are sent home.
 respects students and families
 demonstrates active listening
 presents with a professional demeanor
 responds professionally to feedback 
demonstrates collaboration with families in
IEP team meetings and other meetings
 shows evidence of communication with
families (e.g., parent communication log)
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Descriptors
Ineffective - Specialist fails to
develop treatment plans suitable
for students, or plans are
mismatched with the findings of
assessments.
Developing - Specialist’s plans for
students are partially suitable for
them or sporadically aligned with
identified needs.
Accomplished - Specialist’s plans
for students are suitable for them
and are aligned with identified
needs.
Exemplary - Specialist develops
comprehensive plans for students,
finding ways to creatively meet
student needs and incorporate
many related elements.

“X”

Descriptors
Ineffective - Specialist fails to
communicate with families and
secure necessary permission for
evaluations or communicates in an
insensitive manner.
Developing - Specialist’s
communication with families is
partially successful: permissions
are obtained, but there are
occasional insensitivities to
cultural and linguistic traditions.
Accomplished - Specialist
communicates with families and
secures necessary permission for
evaluations, doing so in a manner
sensitive to cultural and linguistic
traditions
Exemplary - Specialist secures
necessary permissions and

“X”

communicates with families in a
manner highly sensitive to cultural
and linguistic traditions. Specialist
reaches out to families of students
to enhance trust
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3D - Collecting information; writing reports

 participates in ARC meetings & thorough
recordkeeping
 conferences summaries and reports are
explained in parent friendly language.
 displays appropriate writing mechanics (e.g.
grammar, spelling, etc.)
 interprets evaluation results and data
collection appropriately.
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Descriptors
Ineffective - Specialist neglects to
collect important information on
which to base treatment plans:
reports are inaccurate or not
appropriate to the audience.
Developing - Specialist collects
most of the important information
on which to base treatment plans:
reports are accurate but lacking in
clarity and not always appropriate
to the audience
Accomplished - Specialist collects
all the important information on
which to base treatment plans:
reports are accurate and
appropriate to the audience.
Exemplary - Specialist is proactive
in collecting important
information, interviewing teachers
and parents if necessary: reports
are accurate and clearly written
and are tailored for the audience

“X”

3E - Demonstrating flexibility and
responsiveness

 keeps ongoing progress data.
 reviews ARC’s and schedules ARC meetings
more frequently when needed annually

4A - Reflecting on practice

 completes the OPGES self-reflection and
professional growth plan
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Descriptors
Ineffective - Specialist adheres to
the plan or program, in spite of
evidence of its inadequacy.
Developing - Specialist makes
modest changes in the treatment
program when confronted with
evidence of the need for change.
Accomplished - Specialist makes
revisions in the treatment
program when they are needed.
Exemplary - Specialist is
continually seeking ways to
improve the treatment program
and makes changes as needed in
responses to student, parent, or
teacher input.

“X”

Descriptors
Ineffective - Specialist does not
reflect on practice, or the
reflections are inaccurate or selfserving.
Developing - Specialist’s reflection
on practice is moderately accurate
and objective without citing
specific examples, and with only
global suggestions as to how it
might be improved.
Accomplished - Specialist’s
reflection provides an accurate
and objective description of
practice, citing specific positive
and negative characteristics.
Specialist makes some specific
suggestions as to how the therapy
program might be improved.
Exemplary - Specialist’s reflection

“X”

is highly accurate and perceptive,
citing specific examples that were
not fully successful for at least
some students. Specialist draws
on an extensive repertoire to
suggest alternative strategies.

4B Collaborating with teachers and
administrators

 communicates with teachers using emails
and communication logs.
 meets with teachers prior to making
programming decisions
 presents with a professional demeanor
 responds professionally to feedback 
demonstrates collaborative instruction or coteaching
 demonstrates collaboration at IEP team
meetings and other meetings
 respects teachers and other professionals

4C - Maintaining an effective data
management system

 understands Medicaid benefits and tracks
ongoing progress.
 collects data during each therapy session
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Descriptors
Ineffective - Specialist is not
available to staff for questions and
planning and declines to provide
background material when
requested.
Developing – Specialist is available
to staff for questions and planning
and provides background material
when requested.
Accomplished - Specialist initiates
contact with teachers and
administrators to confer regarding
individual cases.
Exemplary - Specialist seeks out
teachers and administrators to
confer regarding cases, soliciting
their perspectives on individual
students.

“X”

Descriptors
Ineffective - Specialist’s datamanagement system is either
nonexistent or in disarray: it
cannot be used to monitor
student progress or to adjust
treatment when needed.

“X”

Developing - Specialist has
developed a rudimentary datamanagement system for
monitoring student progress and
occasionally uses it to adjust
treatment when needed.
Accomplished - Specialist has
developed an effective datamanagement system for
monitoring student progress and
uses it to adjust treatment when
needed.
Exemplary - Specialist has
developed a highly effective datamanagement system for
monitoring student progress and
uses it to adjust treatment when
needed. Specialist uses the system
to communicate with teachers and
parents.

4D - Participating in a professional community

 attends PLC meetings and other school level
team meetings.
 assists with school functions and projects
 completes in services (i.e., complete
professional development)  provides in
services (i.e., provide professional
development)
 participates in state, school, or local
associations; meetings and conferences;
and/or professional learning communities
 conducts school assessment planning
 engages in RTI initiatives
 participates in curriculum teams
 supports positive behavioral initiatives

Descriptors
Ineffective – Specialist’s
relationships with colleagues are
negative or selfserving, and
specialist avoids being involved in
school and district events and
projects.
Developing – Specialist’s
relationships with colleagues are
cordial, and specialist participates
in school and district events and
projects when specifically asked to
do so.
Accomplished – Specialist
participates actively in school and
district events and projects and
maintains positive and productive
relationships with colleagues.
Exemplary – Specialist makes a
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“X”

substantial contribution to school
and district events and projects
and assumes a leadership role
with colleagues.

4E - Engaging and professional development

 utilizes trainings provided by education
cooperatives, state and National conferences.
 participates in school and district
professional development as appropriate
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Descriptors
Ineffective - Specialist does not
participate in professional
development activities, even when
such activities are clearly needed
for the development of skills.
Developing - Specialist’s
participation in professional
development activities is limited
to those that are convenient or
are required.
Accomplished – Specialist seeks
out opportunities for professional
development based on an
individual assessment of need
Exemplary – Specialist actively
pursues professional development
opportunities and makes a
substantial contribution to the
profession through such activities
as offering workshops to
colleagues.

“X”

4F - Showing professionalism including
integrity advocacy and maintaining
confidentiality

 collects behavior observations.
 completes confidentiality training.
 adheres to staff code of conduct

Descriptors
Ineffective - Specialist displays
dishonesty in interactions with
colleagues, students, and the
public and violates principles of
confidentiality
Developing - Specialist is honest in
interactions with colleagues,
students, and the public, plays a
moderate advocacy role for
students, and does not violate
norms of confidentiality.
Accomplished - Specialist displays
high standards of honesty,
integrity, and confidentiality in
interactions with colleagues,
students, and the public and
advocates for students when
needed.
Exemplary - Specialist can be
counted on to hold the highest
standards of honesty, integrity,
and confidentiality and to
advocate for students, taking
leadership role with colleagues.
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“X”

DIRECTIONS: Please complete this box if using the instrument as a summative evaluation.
Overall Performance Rating:

Ineffective _____

Developing _____

Accomplished _____

Exemplary _____

Meets District Standards: _____
Does Not Meet District Standards: _____
_________________________________________________________________________________________________________________________________
Please indicate if the evaluation warrants a Directed Growth Plan, or Correction Action Plan.
Directed Growth Plan _____

Corrective Action Plan _____

Name of Speech Pathologist: ____________________________________
_________________________________
Date of Review: _____________________
Name of Administrator: ______________________________________
___________________________________
Date of Review: _____________________
Additional Comments:
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Signature of Speech Pathologist:

Signature of Administrator:

