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Powell County Schools 

Michael Tate, Superintendent 

 

Education: The Natural Bridge to the Future 

 

Mission 

The mission of the Powell County School System is commitment to preparing and 

inspiring ALL students to be life-long learners who are self-sufficient, responsible and 

productive members of our community.   

 

Vision 

The Powell County School System, in partnership with students, parents, and the 

community shall be committed to the following: 

 

V A healthy, safe, and nurturing environment 
V Successful transition to adult life for all students 
V Quality leadership at all levels 
V Positive climate and culture throughout the school system 
V All students reading on or above grade level 
V A quality, effective educational program that meets the individual needs of all 

students 
V Remaining current in the use of technology 
V Open communication among stakeholders 
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INTRODUCTION 

The evaluation of certified personnel is an important tool that our district utilizes to help assure the public, 

community, parents, and students that providing a quality education is the priority of our school system.  

 

Evaluation is the process of assessing or determining the effectiveness of performances and products to:  

¶ Promote the continuation of professional competence  

¶ Identify areas for professional growth  

¶ Assist in making personnel decisions  

 

The purpose of evaluation is improving instruction, curriculum, assessment, and other professional 

responsibilities.  

 

In the Powell County School District, the primary contact person responsible for monitoring evaluation training 

and implementing the Professional Growth and Effectiveness System will be the District Evaluation 

Coordinator. 

 

The principal or designee is primarily responsible for evaluating teachers and other professionals. Assistant 

Principals may serve as the primary evaluator of a teacher.   

 

 Non-tenured teachers will be evaluated yearly and receive a summative evaluation.  

Tenured teachers will be evaluated at least every three years and receive a summative evaluation conference 

which shall include all PGES data and occur at the end of year three.     

 
Administrators will be evaluated annually receiving a summative evaluation and conference from the 

superintendent/designee following the requirements of the PGES system.   Guidance counselors are also 

considered administrators and thus will be evaluated annually. 

 

All classified staff will be evaluated annually by their supervisor as per Board Policy 03.28. 

 

According to KRS 156.557 3 (c) 5: 

The evaluation system shall include a plan whereby the person evaluated is given assistance for professional 

growth as a teacher or administrator. The system shall also specify the processes to be used when corrective 

actions are necessary in relation to the performance of one's assignment.  The corrective action documents can be 

found in Appendix M. 

 

The Superintendent will be evaluated annually by the local school board.  

All evaluation components and sources of related evidence supporting an educatorôs professional practice and 

student growth ratings will be completed and recorded in the state approved technology platform.  Hard copies 

of summative evaluations will be documented on approved forms and be a part of each evaluateeôs personnel 

file. 

 
All personnel (certified and classified) must receive orientation of the standards upon which they will be 

evaluated within the first 30 days of employment.  Proof of receipt of this training will be signatures on the 

Evaluation Orientation Form found in Appendix L.  Supervisors will provided an electronic tracking form at the 

beginning of each year.  That form is to be submitted to the evaluation coordinator electronically by June 10th 

annually and will depict dates of observations, conferences, PGPs, and summative observations for all personnel 

(certified and classified). 
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ASSURANCES 

CERTIFIED EVALUATION PLAN  
The Powell 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 (PGP) that shall be aligned with 

the school/district improvement plan and comply with the requirements of 704 KAR3:345. The PGP will be 

reviewed annually.  

 

All administrators, guidance counselors, the superintendent and non-tenured teachers will be evaluated annually.  

 

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

 

Each evaluator will be trained and approved in the use of the appropriate evaluation techniques and the use of 

local instruments and procedures.  

 

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

performance.  

 

Each evaluatee shall be given a copy of his/her summative 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 evaluateeôs chosen 

representative.  

 

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

disability.  

 

This evaluation plan will be reviewed as needed and any substantive revisions will be submitted to the 

Department of Education for approval.  

 

The local board of education approved the evaluation plan as recorded in the minutes of the meeting held on  

 

 

___________________________________________                              _____________________________  

Signature of District Superintendent                                                                                   Date  

 

___________________________________________                               _____________________________  

Signature of Chairperson, Board of Education                                                                    Date   
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Administrators    Teachers 
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Powell County District Professional Growth and Effectiveness Plan 
 

Professional Growth and Effectiveness Plan 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 and 
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:  

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

 
All are critical elements of student success, but it is effective teaching supported by effective leadership that 
will ensure all Kentucky students are successful and graduate from high school college/career-ready.  
 
The PGES is designed to measure teacher and leader effectiveness and serve as a catalyst for professional 
growth and Ŏƻƴǘƛƴǳƻǳǎ ƛƳǇǊƻǾŜƳŜƴǘΣ ŀƴŘ ƛǎ ŀ ƪŜȅ ǊŜǉǳƛǊŜƳŜƴǘ ƻŦ YŜƴǘǳŎƪȅΩǎ 9ƭŜƳŜƴǘŀǊȅ ŀƴŘ {ŜŎƻƴŘŀǊȅ 
9ŘǳŎŀǘƛƻƴ !Ŏǘ ό9{9!ύ ŦƭŜȄƛōƛƭƛǘȅ ǿŀƛǾŜǊ ŀƴŘ ǘƘŜ ǎǘŀǘŜΩǎ wŀŎŜ ǘƻ ǘƘŜ ¢ƻǇ ƎǊŀƴǘΦ 

PROFESSIONAL GROWTH AND EFFECTIVENESS SYSTEM ɀ TPGES/OPGES 

The vision for the Professional Growth and Effectiveness System (PGES) is to have every student taught by an 
effective teacher and every school led by an effective leader.  The goal is to create a fair and equitable system 
to measure teacher and leader effectiveness and act as a catalyst for professional growth.   
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Roles and Definitions  

1. ArtifactΥ ! ǇǊƻŘǳŎǘ ƻŦ ŀ ŎŜǊǘƛŦƛŜŘ ǎŎƘƻƻƭ ǇŜǊǎƻƴƴŜƭΩǎ ǿƻǊƪ ǘƘŀǘ ŘŜƳƻƴǎǘǊŀǘŜǎ ƪƴƻǿƭŜŘƎŜ 
and skills. 

2. Assistant Principal: A certified school personnel who devotes the majority of employed 
time in the role of assistant principal, for which administrative certification is required 
by EPSB. 

3. Certified Administrator:  A certified school personnel, other than principal or assistant 
principal, who devotes the majority of time in a position for which administrative 
certification is required by EPSB. 

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

5. Conference: A meeting between the evaluator and the evaluatee for the purposes of 
providing feedback, analyzing the results of an observation or observations, reviewing 
ƻǘƘŜǊ ŜǾƛŘŜƴŎŜ ǘƻ ŘŜǘŜǊƳƛƴŜ ǘƘŜ ŜǾŀƭǳŀǘŜŜΩǎ ŀŎŎƻƳǇƭƛǎƘƳŜƴǘǎ ŀƴŘ ŀǊŜŀǎ ŦƻǊ ƎǊƻǿǘƘΣ 
and leading to the establishment or revision of a professional growth plan. 

6. Evaluatee: A certified school personnel who is being evaluated. 
7. Evaluator: The primary evaluator as described in KRS 156.557(5) (c) 2. 
8. Formative Evaluation:  Is defined by KRS 156.557(1) (a). 
9. 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. 

10. Job Category: A group or class of certified school personnel positions with closely 
related functions. 

11. 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. 

12. Local Formative Growth Measures: Is defined by KRS 156.557(1) (b). 
13. 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. 

14. 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. 

15. 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. 

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



 
Model District Certified Evaluation Plan 5.0 

 11 
 

17. 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.  

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

19. Performance Criteria: The areas, skills, or outcomes on which certified school 
personnel are evaluated. 

20. Performance Rating: The summative description of a teacher, other professional, 
ǇǊƛƴŎƛǇŀƭΣ ƻǊ ŀǎǎƛǎǘŀƴǘ ǇǊƛƴŎƛǇŀƭ ŜǾŀƭǳŀǘŜŜΩǎ ǇŜǊŦƻǊƳŀƴŎŜΣ ƛƴŎƭǳŘƛƴƎ ǘƘŜ ratings listed in 
Section 7(8) of this administrative regulation. 

21. 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. 

22. 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. 

23. 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. 

24. Professional Practice: The demonstration, in the school environment, of the 
ŜǾŀƭǳŀǘŜŜΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ƪƴƻǿƭŜŘƎŜ ŀƴŘ ǎƪƛƭƭΦ 

25. 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. 

26. 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. 

27. Sources of Evidence: The multiple measures listed in KRS 156.557(4) and in Sections 7 
and 10 of this administrative regulation. 
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28. 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 learnersΩ 
goal for principals and assistant principals. 

29. Student Growth:  Is defined by KRS 156.557(1) (c). 
30. 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. 

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

32. 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. 

33. Summative Evaluation: Is defined by KRS 156.557(1) (d). 
34. 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. 

35. ²ƻǊƪƛƴƎ /ƻƴŘƛǘƛƻƴΩǎ {ǳǊǾŜȅ Dƻŀƭ: a school improvement goal set by a principal or 
assistant principal every two (2) years with the use of data from the department-
approved working conditions survey. 

 
For Additional Definitions and Roles, please see 704KAR 3:370 Professional Growth and Effectiveness 

System 
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The Kentucky Framework for Teaching  

 
The Kentucky Framework for Teaching is designed to support student achievement and professional practice 
through the domains of: 

 

Framework for Teaching   Specialist Frameworks for Other Professionals 
Planning and Preparation    Planning and Preparation 
Classroom Environment    Environment 
Instruction     Instruction/Delivery of Service 
Professional Responsibilities   Professional Responsibilities 
 
The Frameworks also include themes such as equity, cultural competence, high expectations, developmental 

appropriateness, accommodating individual needs, effective technology integration, and student assumption of 

responsibility. They provide structure for feedback for continuous improvement through individual goals that 

target student and professional growth, thus supporting overall school improvement. Evidence documenting 

professional practice is situated within one or more of the four domains of the framework. Performance is 

rated for each component according to four performance levels: Ineffective, Developing, Accomplished, and 

Exemplary. The summative rating is 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 ƻƴŜ ŘƻƳŀƛƴΣ ŀƴ ŜŘǳŎŀǘƻǊΩǎ ƴǳƳōŜǊ ƻŦ ƎƻŀƭǎΣ ŜȄǇŜǊƛŜƴŎŜ ƭŜǾŜƭ ŀƴŘκƻǊ ƭŜŀŘŜǊǎƘƛǇ 

opportunities, and contextual variables that may impact the learning environment, such as unanticipated 

outside events or traumas.  

The vision for the Professional Growth and Effectiveness System (PGES) is to have every student taught by an 

effective teacher and every school led by an effective principal.  The goal is to create a fair and equitable 

system to measure teacher and leader effectiveness and act as a catalyst for professional growth.  OPGES is a 

portion of the PGES system designed for Other Professionals who have a nontraditional educational 

setting.  Other Professionals will use the Kentucky Framework for Teaching-Specialist Frameworks, which 

includes five unique frameworks designed specifically for the Other Professional job responsibilities.  Other 

Professionals will use these specialist frameworks during the summative evaluation process, just like classroom 

teachers will use the Kentucky Framework for Teaching.  

Frameworks for Teaching for Other Professionals are designed for the unique professional responsibilities of 
these specialists. 

 

http://education.ky.gov/teachers/PGES/otherpages/Pages/Kentucky-Framework-for-Teaching-Specialist-Frameworks.aspx
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Specialist Frameworks and Crosswalks  

Kentucky Frameworks for Teaching-Specialists Frameworks  

The other professionals with a nontraditional educational setting and their frameworks are: 

Guidance Counselors Framework and Crosswalk 
Instructional Specialists Framework  
Library Media Specialists Framework and Crosswalk 
School Psychologists Framework and Crosswalk 
Speech Language Pathologists Framework and Crosswalk 
 

The frameworks come in a legal sized document.  They are available on OPGES website at the Kentucky 
Department of Education or a print copy will be provided to each specialist employee at the first of the school 
year.   

PGES Preschool Guidance 

The purpose of PGES preschool guidance is to meet the needs of preschool lead teachers and evaluators based 

on early childhood research and best practices. Preschool teachers will be evaluated using the TPGES system; 

however, teachers and evaluators need guidance that is relevant to early childhood development and aligned 

with preschool regulations and YŜƴǘǳŎƪȅΩǎ 9ŀǊƭȅ /ƘƛƭŘƘƻƻŘ {ǘŀƴŘŀǊŘǎ.   

Required Sources of Evidence for determining overall ratings: 

¶ Professional Growth Planning and Self-Reflection 

¶ Observation 

¶ Student Voice 

¶ Student Growth Percentiles and/or Student Growth Goals 

¶ Other Measures of Student Learning 

¶ Products of Practice  

¶ Other Sources (Possible sources will include data from Discovery Ed assessments, K-Prep trend 
data, STAR reading and math assessments, STAR Early Literacy, Accelerated Math, Study Island, 
Lexia, Benchmark EOC, Reading Plus, IEP Progress Data/Monitoring, ƭŀǎǘ ȅŜŀǊΩǎ ŜǾŀƭǳation 
summative forms and/or professional growth plan goals.  Other sources of evidence may be 
deemed necessary by the teacher and/or principal.) 

 

District Specialty Teachers  

Several positions do not fall into any of the above categories therefore; they will be evaluated as District 

Specialty Teachers.  (The standards and forms for these positions are located on pages 42 ς 86) 

These positions are: 

¶ Early Intervention Specialist 

¶ District Resource Teachers for Title I and Title II 

¶ District Resource Teacher for Special Education  

¶ Technology Integration Specialist 

¶ District Psychologist 

http://education.ky.gov/teachers/PGES/otherpages/Documents/Kentucky%20Adapted%20Danielson%202011%20Framework%20for%20Teaching%20with%20OPGES%20frameworks%20(1).pdf
http://education.ky.gov/teachers/PGES/otherpages/Documents/OPGES%20Framework%20school%20guidance%20counselors.pdf
http://education.ky.gov/teachers/PGES/otherpages/Documents/opges%20Counselors%20crosswalk.doc
http://education.ky.gov/teachers/PGES/otherpages/Documents/OPGES%20Framework%20instructinal%20specialists.pdf
http://education.ky.gov/teachers/PGES/otherpages/Documents/OPGES%20Framework%20school%20library%20media%20specialists.pdf
http://education.ky.gov/teachers/PGES/otherpages/Documents/opges%20librarians%20crosswalk.doc
http://education.ky.gov/teachers/PGES/otherpages/Documents/OPGES%20Framework%20school%20psychologists.pdf
http://education.ky.gov/teachers/PGES/otherpages/Documents/OPGES%20KY%20SCHOOL%20PSYCHOLOGIST%20CROSSWALK.docx
http://education.ky.gov/teachers/PGES/otherpages/Documents/OPGES%20Framework%20therapeutic%20specialists.pdf
http://education.ky.gov/teachers/PGES/otherpages/Documents/SLP%20CROSSWALK-ASHA%20PACE-KY%20standards-danielsonTS.docx
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Sources of Evidence/Framework for Teaching Alignment  
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Profession al Practice    

Improved teaching = School improvement 

Professional growth for teachers improves their teaching knowledge and practice, which contributes to school-

wide improvement.  Thus, teachers must look honestly at their strengths and weaknesses to continually 

improve to be the best that they can be.  The purpose of a professional growth plan is to allow teachers to 

design a road map for improving their practice in a variety of ways.  Teachers may work independently by 

trying new approaches and then ascertaining whether the results of the approaches are suitable for their 

classroom and students.   Sometimes, a teacher may want another set of eyes to help them determine if a 

change in practice is effective and this can be accomplished with the help of a peer or instructional coach.  In 

addition, a teacher can improve their practice by working with a professional learning community on common 

strategies.  Members of this community must have made a commitment to each other that instructional 

improvement is part of their profession, that it does not signal a teaching deficiency and that no one person 

holds the monopoly on good ideas. (Danielson, 2009) 

¢ƘŜ Ƴƻǎǘ ƛƳǇƻǊǘŀƴǘ ǇŜǊǎƻƴ ƛƴ ŀ ǎǘǳŘŜƴǘΩǎ ƭŜŀǊƴƛƴƎ ŜƴǾƛǊƻƴƳŜƴǘ ƛǎ ǘƘŜ ǘŜŀŎƘŜǊΦ   ¢ƘŜǊŜŦƻǊŜΣ ƛǘ ƛǎ ƛƳǇŜǊŀǘƛǾŜ ƛƴ 

Powell County Schools that each teacher continually improves their practice.  This can be done through the 

process of honest self-reflection and intentional professional growth planning. 

Orientation: The evaluation criteria and process used to evaluate certified staff shall be explained and 

discussed with certified personnel within the first thirty (30) days of reporting for employment for the school 

year. 

Self-Reflection and Professional Growth Planning  

Reflective practices and professional growth planning are iterative processes. The goal of self-reflection is to 

improve through ongoing thinking on how professional practices impact student and teacher learning.   The 

goal of a professional growth plan is to facilitate the translation of growth needs identified through self-

reflection and other processes into practical activities and experiences that are of value to professionals in 

strengthening their competencies in the identified growth need areas.   The teacher and other professional  (1) 

reflects on his or her current growth needs based on multiple sources of data and identifies an area or areas for 

focus; (2) collaborates with his or her administrator to develop a professional growth plan and action steps; (3) 

implements the plan; (4) regularly reflects on the progress and impact of the plan on his or her professional 

practice; (5) modifies the plan as appropriate; (6) continues implementation and ongoing reflection; (7) and, 

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

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

connect data from multiple sources including classroom observation feedback, data on student growth and 

achievement, and professional growth needs identified through self-assessment and reflection.  In 

collaboration with the administrators, teachers will identify explicit goals which will drive the focus of 

professional growth activities, support, and on-going reflection.   The Professional Growth Plans shall align with 

district/school improvement plans. 
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Required 

¶ All teachers and other professionals will participate in self-reflection and professional growth planning 

each year.  This will include KTIP teachers.  

¶ All teachers and other professionals will document self-reflection and professional growth planning in 

the department approved technology platform or district approved forms.  

¶ Should a new hire occur after the beginning of the school year, that teacher and/or other professional 

must also complete their Self-Reflection and PGP within the first 10 days of their employment and have 

principal approval by day thirty of employment. 

All teachers will complete their Self-Reflection and PGP development within the first 10 days of school each 

year and principals will approve by the first twenty days of school each year.  Both of these documents can be 

started after findings from the summative of the preceding year are agreed upon by the teacher and 

principal.  

The initial self-reflection will be visited by the teacher/other professional once; however, the PGP is a living 

document and can be revised throughout the year.  The principal will approve the PGP (or reject or ask for 

revisions) upon initial posting by the teacher/other professional and then re-visit their PGP mid-year. 

The PGP will be discussed and/or revised either in person or by electronic means. 

Each teacher and other professional will submit a minimum of two goals for their Professional Growth Plan 

(PGP).  Various sources of data can help the employee decide on which component to target: classroom 

observation feedback from either the principal or a peer from the preceding year, ǘƘƛǎ ȅŜŀǊΩǎ ǎŜƭŦ-reflection 

ōŀǎŜŘ ƻƴ ǘƘŜ CǊŀƳŜǿƻǊƪ ŦƻǊ ¢ŜŀŎƘƛƴƎΣ ƭŀǎǘ ȅŜŀǊΩǎ ǎǘǳŘŜƴǘ Řŀǘŀ ƻǊ ōŀǎŜƭƛƴŜ data the first few days of school this 

year.  The recommendation is that one of the goals should target the lowest rating component from the staff 

ƳŜƳōŜǊΩǎ ǎŜƭŦ-reflection and the second goal should be from supervisor input or Domain 1. 

Observation  

The observation process is one source of evidence to determine teacher effectiveness that includes supervisor 

and peer observations for each certified teacher and other professionals. Both peer and supervisor 

observations will use the same instruments.  The supervisor observation will provide documentation and 

feedback ǘƻ ƳŜŀǎǳǊŜ ǘƘŜ ŜŦŦŜŎǘƛǾŜƴŜǎǎ ƻŦ ŀ ǘŜŀŎƘŜǊΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ǇǊŀŎǘƛŎŜΦ  Only the supervisorΩǎ observation 

will be used to 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.  While observations of classroom teachers will take 

place with groups of students, observations of other professionals may be a work place visit when no students 

are present. 
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Observation Model  

 
Required 

¶ The evaluation criteria and process used to evaluate a teacher or other professional shall be 
explained to and discussed no later than the end of the first thirty (30) calendar days of reporting for 
employment for each school year. 
 

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. This includes late hires or evaluatees who do not 
report for work sixty (60) or more consecutive school days.  

¶ Observers and peer observers should be familiar with the TPGES or OPGES frameworks before the 
observation/work place visit occurs. 

¶ The required peer observation must occur in the final year of the summative cycle. 

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

¶ All observations (principal and peer) must be documented in the department approved technology 
platform or on approved district forms.  This documentation should be entered into the department 
approved technology platform within 10 days following the observation except for Window 4 when all 
documentation must be entered by April 15th. 
 

The following teachers will be on a one year cycle: KTIP teachers, non-tenure teachers, and tenure teachers 
ƴŜŜŘƛƴƎ ŀǎǎƛǎǘŀƴŎŜ ŀǎ ƛŘŜƴǘƛŦƛŜŘ ƻƴ ŀ ǇǊƛƻǊ ȅŜŀǊΩǎ ǎǳƳƳŀǘƛǾŜ ŀƴŘκƻǊ ŎƻǊǊŜŎǘƛǾŜ ŀŎǘƛƻƴ ǇƭŀƴΦ  hǘƘŜǊ ǘŜƴǳǊŜŘ 
teachers will be on a three year cycle.  These cycles will apply to other professionals also. 
 
For ALL teachers on a one year cycle a supervisor will conduct a 2&2 model.  That is as follows: A supervisor 
will conduct a full observation for the first observation, followed by one mini observation, and ending with a 
full observation.  During the mini observation, the observer and teacher will agree on which components to 
target.  A peer will also complete a mini observation. 
 
For ALL teachers on a three year cycle a supervisor will conduct a 3&1 model.  That is as follows: Observers will 
conduct two mini observations of approximately 20-30 minutes each. A mini will occur in year one and year 
two of the cycle.   Because these are shorter sessions, the observer will make note of the components observed 
in order to identify "look fors" in the next mini observation session.  The final observation is a formal 
observation consisting of a full class or lesson observation occurring during the summative year.  A peer will 
also complete a mini observation and that must occur the summative year prior to the full observation by the 
supervisor. 
 
At each observation interval, principals will provide meaningful, just in time, feedback within five working days. 
 
If a teacher is hired after the beginning of the school year or has a break in service of 60 or more days, 
ƻōǎŜǊǾŀǘƛƻƴǎ ǿƛƭƭ ǎǘƛƭƭ ƻŎŎǳǊ ŦƻƭƭƻǿƛƴƎ ǘƘŜ ŀǇǇǊƻǇǊƛŀǘŜ ŎȅŎƭŜ ŘŜǎŎǊƛǇǘƛƻƴ όŘŜǇŜƴŘŜƴǘ ǳǇƻƴ ȅŜŀǊǎΩ ŜȄǇŜǊƛŜƴŎŜύ ōǳǘ 
the windows may not match those of staff members beginning the school year.  If a teacher or other 
professional is hired late, they may have two observations posted in window 3 and two observations posted in 
window 4 in order to satisfy the 2&2 cycle.  If the teacher has a break in service then more observations may 
occur in any of the four windows. 
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The summative evaluation form for certified teachers or other professionals can be found in Appendix D.  
Summative evaluations must be documented on approved forms to become part of the official personnel file. 

Observation Conferencing  

 
Required 
Observers will adhere to the following observation conferencing requirements for teachers and other 
professionals: 
 

¶ All observations (mini or full) are required to have a pre-conference occur no later than two school 
days prior to the observation. 

¶ Mini observations are 20-30 minutes each and may not address all framework components. 

¶ Full observations are observations of a class period or entire lesson. 

¶ Conduct observation post conference within five (5) working days following each observation. 
 
Mini Observations ς The Evaluator will accept pre-conference communication via electronic means, such as 

email, no later than two school days prior to the observation.  Pre-conference communication with a peer 

observer may also occur via electronic means.  This pre-conference shall include a lesson plan (or description of 

activity for other professionals), the framework component(s) to be observed, and the date/time the 

observation will take place.  The post-conference from the Evaluator or the peer observer shall take place in 

person, within five school days of the observation.  The post-conference shall include open discussion of the 

observation and meaningful, just in time, feedback which will occur within five working days following the 

observation.  A copy of the completed evaluation will be provided to the Evaluatee. 

Full Observations ς The Evaluator and the Evaluatee shall pre-conference in person or by email as deemed 

necessary by the principal at least two school days prior to the observation.  The teacher/other professional 

can also request a face-to-face pre-conference.    This pre-conference shall include a lesson plan (or description 

of activity for other professionals) and the date/time the observation will take place.  The observation shall 

include a full class/lesson or a site visit for other professionals.  The post-conference shall take place in person, 

within five school days of the observation. The post-conference shall include open discussion of the 

observation and meaningful, just in time, feedback which will occur within five working days following the 

observation.  A copy of the completed evaluation will be provided to the Evaluatee. 

Observation Schedule  

 
Required 

¶ Observations may begin after the evaluation training takes place within the first thirty calendar days of 
employment.  

¶ Timeline for when observations must be completed can be found in Appendix K. 

¶ Late hires will follow the same requirements for numbers of observations and those starting at the 
beginning of the year with the exception that they may have more than one observation in a window 
and their peer observation may occur in a window other than window 2. 

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



 
Model District Certified Evaluation Plan 5.0 

 24 
 

¶ Supervisors will complete all KTIP documentation and a summative evaluation on district forms or the 
approved technology platform for KTIP teachers. 
 

All schools shall adhere to the following schedule for the observations windows: 

 

 1st Observation  
15 days after start of 
school to Oct 3 

2nd Observation 
Oct 4 ς Nov 14 

3rd Observation 
Nov 15 ς Jan 16 

4th Observation 
Jan 17 ς April 15 

Non-Tenured Full Observation by 
Supervisor 

Mini Observation by 
Peer 

Mini Observation by 
Supervisor 

Full Observation by 
Supervisor 

Tenured Yr.1  Mini Observation by 
Supervisor 

  

Tenured Yr. 2  Mini Observation by 
Supervisor 

  

Tenured Yr. 3 
Summative Year 

 Mini Observation by 
Peer 

 Full Observation by 
Supervisor 

 **Remember that each window allows time for a pre-conference, observation and post-conference.  
 Formative data may be collected during the mini and full observations and during other duty times 
 throughout the school day. 

 
Recommendations by evaluators to the superintendent regarding re-employment/termination must be made 
by April 30.  Should inclement weather or extraordinary circumstances occur then the district will adjust the 
windows accordingly. 

Observer Certification  

All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training prior to 

conducting observations for the purpose of evaluation.   

 
To ensure consistency of observations, evaluators must 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 
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Certificates for certification and calibration must be on file at the Central Office in the ŀŘƳƛƴƛǎǘǊŀǘƻǊΩǎ 
personnel file.  Administrators will receive a certificate upon passing the proficiency test and will have access 
to a detailed calibration report during years 2 and 3.  It is the responsibility of the administrator to print 
these reports and have them placed in their personnel file at the Central Office. 
 

¶ 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: 

¶ Observation data provided by a substitute observer is considered a valid source of evidence only if the 
supervisor participated (passively) in the observation. 

¶ 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: 
 

The District will provide initial training and support for certification.  If evaluators do not pass on the first 

attempt, the coach will provide additional review and practice prior to the second attempt.  If a second 

attempt is also unsuccessful, the coach will provide more extensive practice and review. 

All new principals hired, must also pass the initial proficiency test for certification unless they bring that 

certification from another district.  The District will provide training and support for new principals and/or late 

hires as needed. 

The District will ensure that teachers have access to certified observers in any case where the supervisor is not 

certified through the proficiency system.  The Superintendent will choose from one of the following to conduct 

the observation(s):  assistant principal, district level staff, or the principal from another building. While the 

substitute observer is collecting data, the assigned principal will also mirror the process. However, the 

substitute observer is considered the valid source of evidence since he/she is certified.  

If a principal is not able to perform his/her duties as an observer because of illness, leave of absence or 

termination, the superintendent will appoint an interim certified observer to complete observations. 

Observer Calibration  

!ǎ ŎŜǊǘƛŦƛŜŘ ƻōǎŜǊǾŜǊǎ Ƴŀȅ ǘŜƴŘ ǘƻ ŜȄǇŜǊƛŜƴŎŜ άŘǊƛŦǘέ ƛƴ ǊŀǘƛƴƎ ŀŎŎǳǊŀŎȅΣ ǘƘŜ ŘƛǎǘǊƛŎǘ ǿƛƭƭ Ŝǎtablish a calibration 
process to be completed each year where certification is not required (see chart under Observer Certification).  
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.  All calibration processes must be 
conducted through the department approved platform. 
 
Required 
 

¶ Observer calibration during years two & three of the Observer Certification process based on the 
department approved platform. 

¶ Re-certification after year three. 
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¶ Late hires throughout the school year that do not have appropriate documentation of initial 
certification and/or calibration must be brought current within the first 45 days of reporting to work. 

 
All principals, assistant principals, and selected district level personnel will undergo the calibration process at 
least once a year (in years two and three) by September 1. Additional district level personnel will be calibrated 
as deemed necessary.  The calibration processes will align to initial certification outcomes.  Any supervisor who 
scores Needs Practice or Needs Remediation will be assigned a mentor and have a two week window to 
successfully complete calibration. It is recommended that the supervisor revisit Teachscape training modules 
prior to calibration testing the second time. 

Peer Observatio n 

A Peer Observer will observe, collect, share evidence, and provide feedback for formative purposes only.  Peer 
hōǎŜǊǾŜǊǎ ǿƛƭƭ ƴƻǘ ǎŎƻǊŜ ŀ ǘŜŀŎƘŜǊΩǎ ǇǊŀŎǘƛŎŜΣ ƴƻǊ ǿƛƭƭ ǇŜŜǊ ƻōǎŜǊǾŀǘƛƻƴ Řŀǘŀ ōŜ ǎƘŀred with anyone other than 
the observee unless permission is granted.  A peer observer is trained certified school personnel. 
 
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 (3) years. 

¶ No teacher may serve as a peer observer more than three times in one school year. 

¶ All required peer observations must be documented in the department approved technology platform 
or district approved forms (time, date, evidence). 

¶ Principals will be responsible that the approval of all peer observers meet CEP guidelines and will have 
the district evaluation coordinator give rights to peers from different schools if needed. 

¶ All peer observation documentation will be accessed only by the evaluatee. 

¶ Late hires must complete peer observation training and certification within thirty days of employment. 
 

All teachers will participate in the peer observation process.  Within each evaluation cycle, a teacher will 

receive at least one peer observation.  If it is a summative year or if a specific component(s) has been identified 

ƛƴ ǘƘŜ ǘŜŀŎƘŜǊΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ƎǊƻǿǘƘ ǇƭŀƴΣ ƳƻǊŜ ǇŜŜǊ ƻōǎŜǊǾŀǘƛƻƴǎ Ƴŀȅ ōŜ ǊŜǉǳƛǊŜŘΦ  ! ǘŜŀŎƘŜǊ Ƴŀȅ ǊŜǉǳŜǎǘ ŀn 

additional peer observation. 

All Peer Observers will complete the following peer observation training prior to participating as a Peer 

Observer: 

KET online module: άtǊƻŦŜǎǎƛƻƴŀƭ [ŜŀǊƴƛƴƎ ŦƻǊ tŜŜǊ hōǎŜǊǾŜǊǎέΣ  

All teachers will have access to trained Peer Observers each year.  All teachers will complete the online KET 

module Professional Learning for Peer Observers once every three (3) years and submit the certification of 

completion to the building principal. The principals will use the district-designed tracking form to keep track of 

certification cycles. The principal will deliver the original certificates and the completed tracking form to the 

District Evaluation Coordinator and keep a copy for their own files.   After verification of accuracy, the 

CoorŘƛƴŀǘƻǊ ǿƛƭƭ ǎǳōƳƛǘ ǘƘŜ ŎŜǊǘƛŦƛŎŀǘŜǎ ǘƻ /ŜƴǘǊŀƭ hŦŦƛŎŜ ǘƻ ōŜ ŦƛƭŜŘ ƛƴ ǘƘŜ ǘŜŀŎƘŜǊǎΩ ǇŜǊǎƻƴƴŜƭ ŦƛƭŜǎΦ  The 

selection/assignment of the peer observer is as follows: 
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¶ The Peer Observer Pool consists of all teachers with Peer Observation Certification in their building 

except for the following conditions: 

1. The school Pool does not offer a similar position.  If not, a peer observer from a different school may 

be requested. 

2. The teacher wishes to be observed by a district level resource teacher or the Technology Integration 

Specialist.   

¶ Teachers may select their own Peer Observer from the Pool. 

¶ If a teacher requests a peer observer from a different school or the district, then the approval by both 

principals from the two schools or a principal and a district administrator is needed. 

¶ A principal does not have to approve the peer selection (from a school pool) but his/her input may be 

requested by a teacher. 

Selection/Assignment at the Teacher Level 

Examples of Possible Peer Observers: 

¶ Trusted Peers 

¶ PLC Team Members 

¶ Content Area Peer 

¶ Grade Level Peer 

¶ District Specialty Teachers 

 

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 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 yearsΩ data will be used to inform Professional Practice in the summative year. 

All ǘŜŀŎƘŜǊǎ ŀƴŘ ŀǇǇǊƻǇǊƛŀǘŜ ŀŘƳƛƴƛǎǘǊŀǘƛǾŜ ǎǘŀŦŦ ǊŜŀŘΣ ǳƴŘŜǊǎǘŀƴŘΣ ŀƴŘ ǎƛƎƴ ǘƘŜ ŘƛǎǘǊƛŎǘΩǎ {tudent Voice Ethics 

Statement. (The Ethics Statement can be found in Appendix A.) 

¶ The Student Voice Survey will be administered between the hours of 7:00 AM and 5:00 PM local time.   

¶ The survey will be administered in the school.  

¶ Survey data will only be considered when 10 or more students are respondents. 

¶ If a teacher or other professional has less than 10 students, the survey may be taken by any minimum 

number of students via pencil and paper method.  Or for special education teachers or other 

professional with small numbers, class rosters from throughout the day can be combined to get the 

minimum of 10 so electronic means can occur to collect student responses. 
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¶ Other professionals can also deliver surveys to students via paper and pencil method throughout the 

year as they deliver services and then the results compiled and reported at the end of a semester or 

year. 

 
The district Student Voice Survey Point-of-Contact will be the District Evaluation Coordinator. 
The district will implement the Student Voice Survey in a consistent manner for all teachers in the district with 
a minimum of one section/course per eligible teacher.  Building principals will determine the section(s) 
participating in the Student Voice Survey.  The rules for selection must be applied in a consistent manner to the 
entire school.   
 
Students with IEPs or 504 Plans participating in the Student Voice Survey will receive the requisite supports to 
ensure equal access.  All staff providing accommodations with student with IEPs or 504 Plans will sign the 
Student Voice Survey Confidentiality Agreement.  (The Confidentiality Statement can be found in Appendix A.)  

 
The survey will be administered in the window chosen by the state in each school year.  Staff will follow 
guidelines set forth in the Powell County Student Voice Guide. (The Guide can be found in Appendix A.) 
 

 

Student Growth   

Student growth is comprised of both state and local growth.  State growth is made up of all forms of state 

assessment and accountability.  Local growth is established by local program reviews, formative and 

summative assessments, common assessments, Discovery Ed probes, Progress Monitoring, Study Island, Lexia 

and other forms and methods established by the district to support a reliable evidence of student growth. 

Statute requires that student growth be implemented. 

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 ς 8th Grade 

¶ Reading 

¶ Math 
 

State Contribution ɀ Median Student Growth Percentiles ( MSGP) ς (Math/ELA, Grades 4-8).     
The state contribution for student growth is a rating based on ŜŀŎƘ ǎǘǳŘŜƴǘΩǎ ǊŀǘŜ ƻŦ ŎƘŀƴƎŜ ŎƻƳǇŀǊŜŘ ǘƻ ƻǘƘŜǊ 
ǎǘǳŘŜƴǘǎ ǿƛǘƘ ŀ ǎƛƳƛƭŀǊ ǘŜǎǘ ǎŎƻǊŜ ƘƛǎǘƻǊȅ όάŀŎŀŘŜƳƛŎ ǇŜŜǊǎέύ ŜȄǇǊŜǎǎŜŘ ŀǎ ŀ ǇŜǊŎŜƴǘƛƭŜΦ  The rating will be 
calculated using the MSGPs for the students attributed the teacher of grades 4-8 math and ELA classes.  The 
scale for determining acceptable growth will be determined by the Kentucky Board of Education and provided 
to the district by the Kentucky Department of Education.   

Local Contribution ɀ Student Growth Goals (SGG)- All teachers and Other Professio nals 

The local contribution for the student growth measure is a rating based on the degree to which a teacher or 

other professional meets the growth goal for a set of students over an identified interval of instruction (i.e. 
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trimester, semester, year-long) ŀǎ ƛƴŘƛŎŀǘŜŘ ƛƴ ǘƘŜ ǘŜŀŎƘŜǊΩǎ {ǘǳŘŜƴǘ DǊƻǿǘh Goal (SGG).  All teachers, 

regardless of grade level and content area, and other professionals will develop one (1) SGG for inclusion in the 

student growth measure. All Student Growth Goals will be determined by the teacher or other professional in 

collaboration with the principal and will be grounded in the fundamentals of assessment quality (Clear 

Purpose, Clear Targets, Sound Design, Effective Communication, and Student Involvement).  The student 

growth goal should address rigor and comparability. 

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

the Student Growth Goal Setting Process and applies to all teachers and other professionals in the district, 

including those who receive MSGP.  The following graphic provides a roadmap for determining which teachers 

receive which contributions: 

   
  

Student Growth Goal Criteria  

¶ The SGG is congruent with Kentucky Core Academic Standards or role appropriate standards (such as 
specialty frameworks) 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. 

¶ 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. 
 

Required 

¶ All teachers including preschool and other professionals will write a student growth goal based on the 
criteria that include a growth component and a proficiency component. 
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¶ All teachers including preschool and other professionals will use the protocol for ensuring rigor and 

comparability 

 

There are two important questions that must be answered when writing student growth goals: 

1.  Is the goal rigorous and matched to the appropriate standard(s)? 

2. Is the goal comparable?  Do all assessments assess standard(s) at a high level?  If so then they are 

comparable. 

Rigor ς means congruency to the Kentucky Core Academic Standards or specialty frameworks.  In other 

words, the sources of evidence for goal-setting are defensible in terms of their suitability to allow students to 

meet or exceed the true intent of the standard being assessed. 

Comparability ς means that data collected for the student growth goal must use comparable criteria (i.e., 
use of common success criteria/rubric/performance expectations/performance levels) across similar 
classrooms (i.e., classrooms that address the same standards) to determine progress toward mastery of 
standards/enduring skills.  Examples of similar classrooms might be 6th grade science classrooms, 3rd grade 
classrooms, English I classrooms, band or art classes.    For teacher-generated measures, one way to meet 
comparability would be for teachers to work collaboratively in teams to determine the enduring skills, concepts 
and processes to be measured, then develop appropriate assessment items for demonstrating mastery that are 
approved by the district. Assessments are comparable in terms of the criteria used to determine progress 
toward attainment of the standard. 

  

Rigor and Comparability of Student Growth Goals - See Appendix E 

To fulfill the criteria of measuring student growth at the local level, a protocol must be established to ensure 

rigor.   Differences for preschool teachers and other professionals may occur in this area.  Preschool teachers 

may use the Kentucky Early Childhood Standards for identifying an enduring skill.  Other professionals may use 

national standards specific to their categorical role. 

Protocol  for Developing a Student Growth Goal with Rigor  and Comparability  

Teacher or other professional will use the SGG Think and Plan Tool (Appendix F) to develop the Student Growth 

Goal.  

Step 1: Determine Needs ü Context of identified class, student population 
ü Interval of instruction 
ü Identify content area enduring skill 
ü Sources of evidence to establish baseline data and measure 

of student growth 

Step 2: Create a specific learning goal ü Specify expected growth and proficiency targets 
ü Apply SMART Goal Criteria 
ü Explain rationale for goal and how targets meet expected 

rigor and comparability by using the District Student Growth 
Goal Rubric in Appendix E. 
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ü The teacher or other professional will meet with his/her PLC 
to review the student growth goal using the District Student 
Growth Goal Rubric.  (Specialty teachers such as FMD, EBD, 
Art, PE, etc. or other professionals may correspond with 
teachers or other professionals in different district schools in 
like positions to review their student growth goal.) 

ü Devise pre/post-test and/or repeated measures design 
and/or a rubric. 

ü The PLC will determine if pre/post, repeated measures or a 
holistic rating using a rubric will yield true student growth 
data and would be comparable growth measures. 

Step 3:  Rigor, Comparability, and Approval ü Once the goal has been vetted by the peer group, the 
teacher or other professional will meet with the principal for 
approval of the goal and plan and review strategies to meet 
the goal. 

ü Assess the structure, rigor, and comparability of the SGG 
ü Principal Approval 

Step 4: Create and Implement Teaching and 
Learning Strategies 

ü 5ŜǎŎǊƛōŜ ǇŜǊǎƻƴŀƭ ƭŜŀǊƴƛƴƎ ƴŜŜŘŜŘ ǘƻ ǎǳǇǇƻǊǘ ǎǘǳŘŜƴǘǎΩ 
attainment of growth goal 

ü Instructional strategies to obtain goal 

Step 5: Monitor Student Progress through on-
going Formative Assessments 

ü Plan for progress monitoring  
ü Determine various types of formative assessments to be 

used throughout the year to monitor achievement of goal 

Step 6: Determine whether students achieve 
goal 

ü Analyze results (summative/post assessments) 
ü Reflection/Next steps 

 

Determining Growth for a Local Student  Growth Goal  (SGG) 

The process for determining the result of student growth (high, expected, low) requires districts to explain how 

they will use rigorous and comparable (see above) goals and assessments for that rating.  Districts have several 

options to consider ς none of which are mutually exclusive- for determining student growth. 

Required 

¶ Describe the protocol or process for using multiple sources of data and evidence to determine student 
growth ratings as low, expected, and high for both growth and proficiency 

¶ Describe the protocol or process for using multiple sources of data and evidence to determine student 

growth ratings as low, expected, and high for other professionals, preschool teachers, and alternative 

settings. 

Every local goal will be comprised of a proficiency and growth target component.  Student growth will be 

rated as high growth, expected growth or low growth.  An overall rating matrix will be used to determine 

growth. 

All teachers and other professionals will utilize one or more of the following option(s) for rating student 

growth: 
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Pre-Test/Post -Test  

Teachers will use pre- and post-tests to determine the growth identified in their goal. Each pre- and post-test 

will contain a minimum of twenty (20) items. (*FMD pre- and post-test items may be less than twenty items.) 

These assessments can be identical or comparable versions.  For example, a music teacher could evaluate a 

ǎǘǳŘŜƴǘΩǎ ƪƴƻǿƭŜŘƎŜ ƻŦ ǎŎŀƭŜǎ ǳǎƛƴƎ ŀ ǇŜǊŦƻǊƳŀƴŎŜ ǘŀǎƪ ŀǘ 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. 

SGGs will provide, not only for a determination of growth, but also for a useful learning experience in their own 

right.  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. The district and the building evaluators will continue to stress 

the importance of using pre-test findings to inform instruction.  It is suggested that teachers use multiple 

formative assessments throughout the year which address content/skills in the SGG in order to inform 

instruction. 

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.  The target for the length of the goal 

ƳŜŀǎǳǊŜǎ ǿƛƭƭ ǾŀǊȅ ōȅ ǎǘǳŘŜƴǘ ŀƴŘ ōȅ ǘȅǇŜ ƻŦ ƳŜŀǎǳǊŜΣ ōǳǘ ŀƴ ŀǘǘŜƳǇǘ ǘƻ Ǝŀƛƴ ŀ ȅŜŀǊΩǎ ƎǊƻǿǘƘ ǎƘƻǳƭŘ ōŜ 

considered.  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.  For example, students could make large gains over the duration of the goal on 

a weekly quiz of state capitals without significant growth in knowledge of geography.  Assessment used in this 

option must meet the district assurance of rigor and comparability as defined in the previous section. 

Holistic Evaluation (Rubric)  

Teachers or other professionals will utilize a holistic evaluation of student growth by combining aspects of a 

pre- and post-test model with the regularity of a running records/repeated measures approach.  Assessment 

used in this option must meet the district assurance of rigor and comparability as defined in the previous 

ǎŜŎǘƛƻƴΦ  ¢ŜŀŎƘŜǊ Ƴǳǎǘ ŘŜǾŜƭƻǇ ƻǊ ŀŘƻǇǘ ŀ άƎǊƻǿǘƘ ǊǳōǊƛŎέ ŦƻǊ ŀ ƘƻƭƛǎǘƛŎ ŜǾŀƭǳŀǘƛƻƴ ŘŜǎƛƎƴŜŘ ǘƻ ŎƻƳǇŀǊŜ ǘǿƻ ƻǊ 

more examples of student work.  The key component of the rubric is that it assesses growth across multiple 

samples collected systematically, spanning the duration of the goal.  There will be no mathematical calculation 
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that results in a growth score, rather, the rater will determine what level of growth the work demonstrates by 

applying the growth criteria to multiple work samples.  The rubric should include detailed descriptions of what 

growth looks like across the examples and not the quality at any individual point. 

Once teachers and other professionals have applied the Rigor Rubric and the Comparability Check, designed a 

measure for assessing student growth (pre/post-test, repeated measures or holistic evaluation), they will 

determine if their students demonstrated high, expected, or low growth.   

Determining high, expected, low growth target : 

¶ High growth  = 90% - 100% meets SGG (student growth goal component) 

¶ Expected growth = 80% - 89% meets SGG 

¶ Low growth = 79% or lower meets SGG  
 

Determining high, expected, low proficiency:  

¶ High = Greater than 10% from SPG (student proficiency goal) 

¶ Expected  = + or  ς 10%  from SPG 

¶ Low = Greater than 10% did not reach SPG 
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After determining the level of growth and the level of proficiency, the matrix below will be used to assign the 

overall rating of the local growth goal by the building level supervisor. 

Overall Local Student Growth  Goal Rating Matrix  

 

G
R

O
W

T
H

 C
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High =  

90% - 100% met 
growth 

component  

Expected High High 

Expected =  
80% - 89% met 

growth 
component 

Expected Expected High 

Low =  
79% or lower met 

growth 
component 

 

Low Expected Expected 

 
Low = 

Greater than 10% did not 
reach proficiency goal 

 

Expected = 
+ or ς 10% from 
proficiency goal 

 

 
High = 

Greater than 
10% from 

proficiency goal 
 

 PROFICIENCY COMPONENT 

 

** The scale will be adjusted for class sizes smaller than ten (such as FMD, Speech, or classes with 

Special Needs).  The proficiency component will change to Low = Lower than 20% from the goal, 

Expected = + or ς 20% from the goal, and High= Greater than 20% from the goal. 

Determining the  Overall Performance Category  

Supervisors are responsible for determining an Overall Performance Category for each teacher or other 
professional at the conclusion of their summative evaluation year.  The Overall Performance Category is 
informed by the educŀǘƻǊΩǎ ǊŀǘƛƴƎǎ ƻƴ 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.   
!ƴ ŜŘǳŎŀǘƻǊΩǎ hǾŜǊŀƭƭ tŜǊŦƻǊƳŀƴŎŜ /ŀǘŜƎƻǊȅ ƛǎ ŘŜǘŜǊƳƛƴŜd by the following steps: 
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¶ Determine the individual domain ratings through the use of sources of evidence and professional 
judgment.  

¶ !ǇǇƭȅ {ǘŀǘŜ 5ŜŎƛǎƛƻƴǎ wǳƭŜǎ ŦƻǊ ŘŜǘŜǊƳƛƴƛƴƎ ŀƴ ŜŘǳŎŀǘƻǊΩǎ tǊƻŦŜǎǎƛƻƴŀƭ tǊŀŎǘƛŎŜΦ 

¶ !ǇǇƭȅ {ǘŀǘŜ hǾŜǊŀƭƭ 5ŜŎƛǎƛƻƴ wǳƭŜǎ ŦƻǊ ŘŜǘŜǊƳƛƴƛƴƎ ŜŘǳŎŀǘƻǊΩǎ hǾŜǊŀƭƭ terformance Category. 

Products of Practice/Other Sources of Evidence 

Teachers may provide additional evidence to support assessment of their own professional practice.  This 
ŜǾƛŘŜƴŎŜ ǎƘƻǳƭŘ ȅƛŜƭŘ ƛƴŦƻǊƳŀǘƛƻƴ ǊŜƭŀǘŜŘ ǘƻ ǘƘŜ ǘŜŀŎƘŜǊΩǎ ǇǊŀŎǘƛŎŜ ǿƛǘƘƛƴ ǘƘŜ ŘƻƳŀƛƴǎΦ    
Required 

¶ observations conducted by certified supervisor observer(s) 

¶ student voice survey(s) 

¶ self-reflection and professional growth plans 
 
Other sources of evidence that can be used to support educator practice 

¶ Program Review evidence 

¶ team-developed curriculum units 

¶ lesson plans 

¶ communication logs 

¶ timely, targeted feedback from mini or informal observations 

¶ student data records 

¶ student work 

¶ student formative and/or summative course evaluations/feedback 

¶ minutes from PLCs 

¶ teacher reflections and/or self-reflections 

¶ teacher interviews 

¶ teacher committee or team contributions 

¶ parent engagement surveys 

¶ records of student and/or teacher attendance 

¶ video lessons 

¶ engagement in professional organizations 

¶ action research 

¶ Discovery Ed data 

¶ STAR Reading data 

¶ STAR Math data 

¶ STAR Early Literacy 

¶ Reading Plus 

¶ Lexia 

¶ Benchmark EOC 

¶ Accelerated Math 

¶ Progress Monitoring 
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REQUIRED 

Å Observation 
Å Student Voice 
Å Professional Growth Plans 

and Self Reflection 
OPTIONAL 

Å Other products of practice 
(page 35-36) 

P
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DOMAIN RATINGS 

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

SOURCES OF EVIDENCE TO INFORM 

PROFESSIONAL PRACTICE 

 

 

 PROFESSIONAL 

JUDGMENT 

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

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

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

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 tƘŜ ŜǾŀƭǳŀǘƻǊΩǎ ŀƴŀƭȅǎƛǎ ƻŦ ŜǾƛŘŜƴŎŜ ŀƴŘ ǘƘŜ Ŧƛƴŀƭ 
assessment of practice in relation to performance described under each Domain at the culmination of an 
ŜŘǳŎŀǘƻǊΩǎ ŎȅŎƭŜΦ  
 
Required 

¶ Provide a summative rating for each domain based on evidence.  (See Appendix D) 

¶ All ratings must be recorded in the department approved technology platform 

#ÒÉÔÅÒÉÁ ÆÏÒ $ÅÔÅÒÍÉÎÉÎÇ Á 4ÅÁÃÈÅÒȭÓ 0ÒÏÆÅÓÓÉÏÎÁÌ 0ÒÁÃÔÉÃÅ 2ÁÔÉÎÇ 

IF. . . THEN. . . 

Domains 2 AND 3 are rated INEFFECTIVE Professional Practice Rating shall be INEFFECTIVE 

Domains 2 OR 3 are rated INEFFECTIVE Professional Practice Rating shall be DEVELOPING OR 
INEFFECTIVE 

Domains 1 OR 4 are rated INEFFECTIVE Professional Practice Rating shall be NOT be EXEMPLARY 

Two Domains are rated DEVELOPING, and two Domains are 
rated ACCOMPLISHED 

Professional Practice Rating shall be ACCOMPLISHED 

Two Domains are rated DEVELOPING, and two Domains are 
rated EXEMPLARY 

Professional Practice Rating shall be ACCOMPLISHED 

Two Domains are rated ACCOMPLISHED, and two Domains 
are rated EXEMPLARY 

Professional Practice Rating shall be EXEMPLARY 
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Rating Overall Student Growth   

Combining the State Growth Percentile and the (Local) Student Growth Goal   

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 evidence of student growth over time.  The Student Growth Rating 

must include data from SGG and MSGP (where available), and will be considered in a three year cycle (when 

available). 

 

Required 

¶ Student Growth Goal and Median Student Growth Percentile (when available) will be used to 
determine overall Student Growth Rating 

¶ Up to three years of student growth data (when available) will be used to determine overall Student 
Growth Rating 

 

Combining MSGP and SGG 

Remember, in addition to a local contribution, the state will provide K-Prep Math and Reading teachers in 
grades 4-8 a median student growth goal percentile.  This percentile will be ranked as low, expected or high 
from the state.   
The MSGP and the SGG will be combined to produce an overall growth rating.  The process for combining them 
is as follows: 
 
Following the results of the matrix, the local student growth was determined to be high, expected, or low. 
If there is a state growth goal, it has been determined to be high, expected, or low. All rankings will be given 
the following numerical value: 
 Low = 1     Expected = 2   High = 3   
  
 

STATE 

Å MSGPs 
Å State Predefined Cut 

Scores 
LOCAL 

Å SGG 
Å Maintain current process 
Å Rate on H/E/L 

S
T

U
D

E
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T
 G

R
O

W
T

H
 

STUDENT GROWTH RATING 

STUDENT GROWTH [H,E,L] 

SOURCES OF EVIDENCE TO 

INFORM STUDENT GROWTH 

 

 

 

PROFESSIONAL 

JUDGMENT 

AND DISTRICT-

DETERMINED 

RUBRICS 
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For each year of available data, a yearly average will be found using the local growth score and the state 

growth score.   

 If only one piece of data is available for that year there is no need to average. 

 If two pieces of data are available divide by two. 

 

In the following example, a teacher moved from a 4th grade math assignment in 2014-2015 to a self-contained 

second grade class during the 2015-2016 school year.  This means that the teacher will not have a state test 

goal for the year 2015-2016.   

  

Year Year * State Test Goal Local Goal Yearly Averages 
1 2015-2016  Expected = 2 2 
2 2014-2015 Low = 1 Expected = 2 3/2 = 1.5 
3 2013-2014 Low = 1  1 

*Data for a three year cycle will be used (when available).  If not available, the percentages change to 100% for 

one year of data and 50% and 50% for two years of data. 

 

Teachers and administrators will use the following formula to determine the overall growth rating.  Notice that 

the most recent data weighs more heavily than prior years.  Round up to get the final growth total. 

Year 1 is most recent data weight 50% 
Year 2    weight 30% 
Year 3    weight 20% 
 

Formula: 50% (Year 1 avg) + 30% (Year 2 avg) + 20% (Year 3 avg) = Growth total 
 
 
Using the data in our example chart this teacher would receive the following growth total and rating: 
 0.50(2) + 0.30(1.5) + 0.20(1) = Growth Total 

 1.0 + 0.45 + 0.20 = Growth Total 

 1.65 = Growth Total 

 Use rounding rules (number in tenths position is 5 or greater, round up the ones number and if 
not then leave ones as is.) 
 
 1.65 rounds up to 2.0 
 
Therefore our teacher would have a growth rating of expected since Low = 1, Expected = 2, and High 
= 3. 
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Determining Overall Performance Category  ς Teacher or Other Professional 

Once the MSGP and the SGG have been combined to determine the Overall Student Growth Rating and the 
criterion has been applied to determine the Professional Practice Rating, these two measures will be used to 
ŘŜǘŜǊƳƛƴŜ ǘƘŜ ǘŜŀŎƘŜǊΩǎ hǾŜǊŀƭƭ tŜǊŦƻǊƳŀƴŎŜ /ŀǘegory. 
 
Required 

¶ Implement the Overall Performance Category process for determining effectiveness. 

¶ All summative ratings must be recorded in the department-approved technology platform. 
 
 
The following chart will be used when the Student Growth Rating is combined with the Professional Practice 
Rating to determine the Overall Performance Category.   
 

 
Criteria for Determining a ¢ŜŀŎƘŜǊΩǎ 

Overall Performance Category 

 

PROFESSIONAL 
PRACTICE 
RATING 

STUDENT 
GROWTH 
RATING 

OVERALL PERFORMANCE CATEGORY 

Exemplary 
High OR Expected EXEMPLARY 

Low DEVELOPING 

Accomplished 

High EXEMPLARY 

Expected ACCOMPLISHED 

Low DEVELOPING 

Developing 
High ACCOMPLISHED 

Expected OR Low DEVELOPING 

Ineffective 
High DEVELOPING 

Expected OR Low INEFFECTIVE 
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Professional Growth Plan and Summative Cycle  

 
Based on the overall Professional Practice rating and Student Growth rating, the type of Professional Growth 
Plan and the length of the summative cycle is determined using the chart below: 
 
 

 

All non-tenured teachers or other professionals will be on either a one-year cycle directed growth plan or up 

to a 12-month improvement plan.
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The state approved technology platform will not save the Student Growth Goal or its rating annually therefore 

the following is required of the supervisor: 

¶ A copy of the SGG ŀƴŘ ƛǘǎΩ ǊŀǘƛƴƎ from each teacher will be housed with the supervisor. 

¶ The Supervisor will provide a copy of all ǘŜŀŎƘŜǊǎΩ {DDǎ and ratings to the Evaluation Coordinator. 
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Evaluation of District Level Specialists/Teachers  

 

Evaluation Standards for Early Intervention Specialist  

STANDARD 1 ς IMPLEMENTS ASSESSMENT PROCEDURES 

1.1 Assists and guides teachers through the referral process. 
1.2 Organizes screening to identify need for further assessment for Preschool and incoming 
Kindergarten students. 
1.3 Plans for a thorough assessment and diagnosis. 
1.4 Maintains ongoing records of referred, screened, and eligible students. 
1.5 Follows timelines from initial referral to placement. 
1.6 Completes all forms as required before placement and re-evaluation. 
1.7 Compiles case history as needed. 
1.8 Assists in referrals to agencies. 
 
STANDARD 2 ς DEMONSTRATES A READINESS TO CONSULT 

2.1 Selects appropriate student objectives as dictated by ARC and IEP. 
2.2 Serves as a consultant to teachers in selecting appropriate learning experiences. 
2.3 Uses time effectively. 
2.4 Consults on the preparation of instruction on the basis of individual needs. 
2.5 Consults in program development. 
2.6 Schedules in an efficient and cooperative manner. 
 
STANDARD 3 ς REPORTS TO PARENT/GUARDIAN ON THE BASIS OF THE RESULTS OF STUDENT PROGRESS 
ASSESSMENT 

3.1 Prepares paperwork in advance and has necessary forms available for parent conferences. 
3.2 Uses narrative methods of reporting student progress when appropriate. 
3.3 Shows actual expectations met by student. 
3.4 Conducts conferences with parent/guardian. 
3.5 Reports so that students are not compared to other students. 
3.6 Maintains ongoing communication with parent/guardian. 
3.7 Provides information regarding agencies/programs available within the community as needed. 
 
STANDARD 4 ς COLLABORATES WITH TEACHERS AND STAFF 

4.1 Plans with classroom teachers and staff to implement IEP. 
4.2 Cooperatively develops IEP goals and objectives with Special Education teachers. 
4.3 Serves as a consultant on topics regarding specially designed instruction. 
4.4 Assists in proper referrals of individual to agencies and specialists in the community as 
appropriate. 
4.5 Provides and shares instructional materials and media with Preschool and Kindergarten teachers. 
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STANDARD 5 ς MEETS PROFESSIONAL STANDARDS 

5.1 Assumes responsibility for requisitioning and maintaining needed equipment and materials, as 
provided by the Board. 
5.2 Meets assigned time frames. 
5.3 Serves on committees. 
5.4 Fulfills out-of-class obligations/duties. 
5.5 Maintains confidentiality regarding students. 
5.6 Shows positive working relationship with faculty and staff. 
5.7 Follows proper channels to address issues and problems. 
5.8 Shows proper regard toward students. 
5.9 Demonstrates good judgment in decision making. 
5.10 Seeks further education/training. 
5.11 Participates in workshops, seminars, and other professional growth opportunities. 
5.12 Belongs to professional organizations. 
5.13 Establishes a pattern of dependability by being punctual and having regular attendance. 
 

STANDARD 6: USES PROFESSIONAL GROWTH ACTIVITIES TO IMPROVE THE SPEECH THERAPY PROGRAM 

6.1 Identifies professional growth activities which will improve the Early Childhood Special Education 
program. 
6.2 Develops an Individual Professional Growth Plan. 
6.3 Develops a plan which is congruent with the school and district mission and goals. 
6.4 Revises the Individual Professional Growth Plan as goals change. 



 
Model District Certified Evaluation Plan 5.0 

 44 
 

PRE-OBSERVATION FORM 

[To be completed by the early intervention specialist and observer prior to the observation visit.] 

_________________________                 ______________________  __________________ 
 Early Intervention Specialist    Grade Level of Student(s)                  Date/Time        

 

_________________________                 ______________________  
Site(s) Assignment (School/District)          No. of Students     

§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§ 

Standard(s) Targeted # ______ # ______ # ______  # _______ 

Activity Title ___________________________________________ 

Context: 

 

 

 

 

IEP Objective Targeted: 

 

 

Special/unique circumstances: 

 

 

Assessment Plan: 

 

 

Resources, media and technology: 

 

 

Procedures: 

 

 

 

 

  ___________________________ 

      hōǎŜǊǾŜŜΩǎ {ƛƎƴŀǘǳǊŜ 

   

_________ 

     Date 

 

__________________________ 

     hōǎŜǊǾŜǊΩǎ {ƛƎƴŀǘǳǊŜ 

 

___________ 

       Date 
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DATA COLLECTION SUMMARY 

Early Intervention Specialist 

(Information completed on this form should be gathered from specific products and performances cited 

during observations, work samples, reports, professional development activities, etc.) 
 

Early Intervention Specialist _________________________ School Site ______________________ 

Observer __________________________   Position __________________________ 

Classroom Observation Information: Date _______________  Time ____________________ 

{If more room is needed for recording purposes, use plain paper and attach to this form using a continuation of the 

page and standard number format depicted.} 

 

STANDARDS/PERFORMANCE CRITERIA 

STANDARD 1: IMPLEMENTS ASSESSMENT PROCEDURES 

1.1 Assists and guides teachers through the referral 

process. 

1.6 Completes all forms as required before 

placement and re-evaluation. 

 

1.2 Organizes screening to identify need for further 

assessment for Preschool and incoming 

Kindergarten students. 

 

1.7 Compiles case history as needed. 

 

1.3 Plans for a thorough assessment and diagnosis. 1.8 Assists in referrals to agencies. 

 

1.4 Maintains ongoing records of referred, 

screened, and eligible students. 

 

Standard 1.  (considerations for professional 

growth plan) 

1.5 Follows timelines from initial referral to 

placement. 

 



 
Model District Certified Evaluation Plan 5.0 

 46 
 

STANDARD 2: DEMONSTRATES A READINESS TO CONSULT 

2.1 Selects appropriate student objectives as 

dictated by ARC and IEP. 

2.5 Consults in program development. 

 

2.2 Serves as a consultant to teachers in selecting 

appropriate learning experiences. 

 

2.6 Schedules in an efficient and cooperative 

manner. 

2.3 Uses time effectively. 

 

Consults on preparation of instruction on the basis 

of individual needs. 

 

Standard 2.  (considerations for professional growth plan) 

 

 

STANDARD 3: REPORTS TO PARENT/GUARDIAN ON THE BASIS OF THE RESULTS OF STUDENT PROGRESS 

ASSESSMENT 

3.1 Prepares paperwork in advance and has 

necessary forms available for parent conferences. 

 

3.5 Reports so that students are not compared to 

other students. 

3.2 Uses narrative methods of reporting student 

progress when appropriate. 

 

3.6 Maintains ongoing communication with 

parent/guardian. 

3.3 Shows actual expectations met by student. 

 

3.7 Provides information regarding 

agencies/programs available within the community 

as needed. 

 

3.4 Conducts conferences with parent/guardian. 

 

 

Standard 3.  (considerations for professional 

growth plan) 
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STANDARD 4: COLLABORATES WITH TEACHERS AND STAFF 

4.1 Plans with classroom teachers and staff to 

implement IEP. 

 

4.4 Assists in proper referrals of individual to 

agencies and specialists in the community as 

appropriate. 

 

4.2 Cooperatively develops IEP goals and objectives 

with Special Education teachers. 

 

4.5 Provides and shares instructional materials and 

media with Preschool and Kindergarten teachers. 

4.3 Serves as a consultant on topics regarding 

specially designed instruction. 

 

Standard 4.  (considerations for professional 

growth plan) 

 

 

 

STANDARD 5: MEETS PROFESSIONAL STANDARDS 

5.1 Assumes responsibility for requisitioning and 

maintaining needed equipment and materials, as 

provided by the Board. 

 

5.8 Shows proper regard toward students 

5.2 Meets assigned time frames. 

 

5.9 Demonstrates good judgment in decision 

making. 

5.3 Serves on committees. 5.10 Seeks further education/training. 

 

5.4 Fulfills out-of-class obligations/duties. 5.11 Participates in workshops, seminars, and other 

professional growth opportunities. 

 

5.5 Maintains confidentiality regarding students. 

 

5.12 Belongs to professional organizations. 
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5.6 Shows positive working relationship with faculty 

and staff. 

 

5.13 Establishes a pattern of dependability by being 
punctual and having regular attendance. 
 
 
 

5.7 Follows proper channels to address issues and 

problems. 

Standard 5.  (considerations for professional 

growth plan) 

 

STANDARD 6: USES PROFESSIONAL GROWTH ACTIVITIES TO IMPROVE THE EARLY CHILDHOOD SPECIAL 

EDUATION PROGRAM 

6.1 Identifies professional growth activities which 

will improve the Early Childhood Special Education 

program. 

 

6.3 Develops a plan which is congruent with the 

school and district mission and goals. 

6.2 Develops/revises an Individual Professional 

Growth Plan. 

 

6.4 Adheres to the Professional Code of Ethics. 

Standard 6.  (considerations for professional growth plan) 

 

 

Post Observation Conference 

______________________________________________  ______________________ 

  9ǾŀƭǳŀǘƻǊΩǎ {ƛƎƴŀǘǳǊŜ      Date 

______________________________________________  ______________________ 

  9ǾŀƭǳŀǘŜŜΩǎ {ƛƎƴŀǘǳǊŜ      Date 

Comments of Evaluator:  ______________________________________________________________________ 

Comments of Early Intervention Specialist:  _______________________________________________________ 
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SUMMATIVE CONFERENCING FORM 

Early Intervention Specialist 

 (Evaluator and evaluatee discuss and complete prior to developing the professional growth plan and summative 

evaluation instruments.  This analyses document is the summary of data collected for formative purposes such as: 

observations, professional development activities, portfolio entries, products, work samples, reports, etc.) 

 

Early Intervention Specialist __________________________ Grade Levels ______________________ 

Evaluator/Observer __________________________  Position __________________________ 

Date of Conference (Analyses) _________________________ School Site ________________________ 

STANDARDS/PERFORMANCE CRITERIA Performance/Product/Portfolio 

Ratings 

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

Professional 

Growth Activities 

Discussed 

1 ς IMPLEMENTS ASSESSMENT PROCEDURES Meets Growth 
Needed 

Does 
Not 
Meet 

 

1.1 Assists and guides teachers through the referral 
process. 

   

1.2 Provides screening to identify need for further 
assessment. 

   

1.3 Provides a thorough assessment and diagnosis.    

1.4 Maintains ongoing records of referred, screened, and 
eligible students. 

   

1.5 Follows timelines from initial referral to placement.    

1.6 Completes all forms as required before placement 
and re-evaluation. 

   

1.7 Compiles case history as needed.    

1.8 Assists in referrals to agencies.    

Overall rating for Summative Evaluation Form    
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2 ς DEMONSTRATES A READINESS TO TEACH Meets Growth 
Needed 

Does 
not 
Meet 

Professional 
Growth Activities 
Discussed 

2.1 Selects appropriate student objectives as dictated by 
ARC and IEP. 

    

2.2 Selects appropriate learning experiences.    

2.3 Uses time effectively.    

2.4 Prepares instruction on the basis of individual needs.    

2.5 Develops a therapeutic program.    

2.6 Schedules caseload in an efficient and cooperative 
manner. 

   

Overall rating for Summative Evaluation Form    

 

3-REPORTS TO PARENT/GUARDIAN ON THE BASIS OF 
THE RESULTS OF STUDENT PROGRESS ASSESSMENT 

Meets Growth 
Needed 

Does 
Not 
Meet 

Professional 
Growth Activities 
Discussed 

3.1 Prepares paperwork in advance and has necessary 
forms available for parent conferences. 

    

3.2 uses narrative methods of reporting student progress 
when appropriate. 

   

3.3 Shows actual expectations met by student.    

3.4 Conducts conferences with parent/guardian.    

3.5 Reports so that students are not compared to other 
students. 

   

3.6 Maintains ongoing communication with 
parent/guardian. 

   

Overall rating for Summative Evaluation Form    

 

4-COLLABORATES WITH TEACHERS AND STAFF Meets Growth 
Needed 

Does 
Not 
Meet 

Professional 
Growth Activities 
Discussed 

4.1 Plans with classroom teachers and staff to 
implement IEP. 

    

4.2 Cooperatively develops IEP goals and objectives with 
Special Education teachers. 

   

4.3 Serves as a consultant on topics regarding specially 
designed instruction. 

   

4.4 Assists in proper referrals of individual to agencies 
and specialists in the community as appropriate. 

   

4.5 Provides and shares instructional materials and 
media with Preschool and Kindergarten teachers. 

   

Overall rating for Summative Evaluation Form    
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5-MEETS PROFESSIONAL STANDARDS Meets Growth 
Needed 

Does 
Not 
Meet 

Professional 
Growth Activities 
Discussed 

5.1 Assumes responsibility for requisitioning and 
maintaining needed equipment and materials, as 
provided by the Board. 

    

5.2 Meets assigned time frames.    

5.3 Serves on committees.    

5.4 Fulfills out-of-class obligations/duties.    

5.5 Maintains confidentiality regarding students.    

5.6 Shows positive working relationship with faculty and 
staff. 

   

5.7 Follows proper channels to address issues and 
problems. 

   

5.8 Shows proper regard toward students    

5.9 Demonstrates good judgment in decision making.    

5.10 Seeks further education/training.    

5.11 Participates in workshops, seminars, and other 
professional growth opportunities. 

   

5.12 Belongs to professional organizations.    

5.13 Establishes a pattern of dependability by being 
punctual and having regular attendance. 

   

Overall rating for Summative Evaluation Form    

 

6-USES PROFESSIONAL GROWTH ACTIVITIES TO 
IMPROVE THE OT PROGRAM 

Meets Growth 
Needed 

Does 
Not 
Meet 

Professional 
Growth Activities 
Discussed 

6.1 Identifies professional growth activities which will 
improve the Early Childhood Special Education program. 

    

6.2 Develops an Individual Professional Growth Plan.    

6.3 Develops/revises a plan which is congruent with the 
school and district mission and goals. 

   

6.4 Adheres to the Professional Code of Ethics.    

Overall rating for Summative Evaluation Form    

 

*This column provides for one or more rating.  For example, an evaluatee might simply άƳŜŜǘέ the 

performance criteria and that cell alone would be checked.  Also, an evaluatee could άƳŜŜǘέ the performance 

criteria yet άƴŜŜŘ ƎǊƻǿǘƘέ in a refinement/enrichment phase of professional growth; and two ratings would be 

ŎƘŜŎƪŜŘΦ  [ƛƪŜǿƛǎŜΣ ƻƴŜ ŎƻǳƭŘ άnot meetέ ǘƘŜ ǇŜǊŦƻǊƳŀƴŎŜ ŎǊƛǘŜǊƛŀ ŀƴŘ άƴŜŜŘ ƎǊƻǿǘƘέΦ 
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SUMMATIVE EVALUATION FOR EARLY INTERVENTION SPECIALIST 

Early Intervention Specialist _____________________________School/Work Site _____________________ 

Evaluator ___________________________________________ Position ________________________ 

Date(s) of Observation(s) 1st _________ 2nd __________     3rd __________     4th _________ 

Date(s) of Conference(s) 1st _________ 2nd __________     3rd __________     4th _________ 

Ratings 

Early Intervention Specialist Standards Meets *Does Not Meet 

1: Implements Assessment Procedures   

2: Demonstrates a Readiness to Consult   

3: Reports to Parent/Guardian on the Basis of the Results 
of Student Progress Assessment 

  

4: Collaborates with Teachers and Staff   

5: Meets Professional Standards   

6: Uses Professional Growth Activities to Improve    

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. _____  

{ǇŜŎƛŀƭƛǎǘΩǎ /ƻƳƳŜƴǘǎΥ  ψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψ______ 

__________________________________________________________________________________________ 

9ǾŀƭǳŀǘƻǊΩǎ /ƻƳƳŜƴǘǎΥ  ψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψψ 

__________________________________________________________________________________________ 

Specialist: _____ Agree with this summative evaluation _____________________ ___________ 
  _____ Disagree with this summative evaluation  Signature        Date 
Evaluator:       _____________________ ___________ 
         Signature        Date 
Employment Recommendation to Central Office: 
 _____ Meets early intervention specialist standards for re-employment 
 _____ Does not meet early intervention specialist standards for re-employment 
 
 
ϝ!ƴȅ ǊŀǘƛƴƎ ƛƴ ǘƘŜ άŘƻŜǎ ƴƻǘ ƳŜŜǘέ ŎƻƭǳƳƴ ǊŜǉǳires the development of an Individual Corrective Action Plan. 
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Evaluat ion Standards for District  Specialty Teachers 

 The following performance evaluation standards and performance criteria have been designed 
to: 

§ Apply to Title I, Title II and Special Education district resource teachers 

§ Apply to district Technology Integration Specialist 
 

TEACHER STANDARDS - DISTRICT SPECIALTY TEACHER 

 Included with each Teacher Standard are suggested performance criteria.  It is intended that standards 
and performance criteria be considered holistically rather than applied as a prescriptive checklist when 
ŀǎǎŜǎǎƛƴƎ ŀ ǘŜŀŎƘŜǊΩǎ ǇŜǊŦƻǊƳŀƴŎŜΦ  Furthermore, the performance criteria listed for each standard, while 
descriptive in nature, are not listed in any order of importance. 

The standards for initial level performance describe what first year teachers should know and be able 
to do in authentic teaching situations and the academic content, teaching behaviors, and instructional 
processes that are necessary to promote effective student learning.  They imply more than the mere 
demonstration of teaching competencies.  They imply a current and sufficient academic content understanding 
that promotes consistent quality performance on teaching tasks.  Authentic teaching tasks provide 
opportunities and contexts for performances by beginning teachers. 
  

The standards for advanced-level performance identify what effective experienced teachers know and 
do.  These standards build upon what new teachers should know and do by incorporating additional skills that 
are characteristic of effective, experienced teachers.  Instructional processes of effective, experienced teachers 
demonstrate an understanding of the academic, social, emotional, and physical needs of each learner. 

STANDARD 1: THE TEACHER DEMONSTRATES APPLIED CONTENT KNOWLEDGE 

The teacher demonstrates a current and sufficient academic knowledge of certified content areas to develop 

student knowledge and performance in those areas. 

1.1 Communicates concepts, processes, and knowledge. 

Initial Level Performance Advanced-Level Performance 

Accurately and effectively communicates concepts, 
processes and/or knowledge and uses vocabulary that 
is clear, correct and appropriate for students. 

Accurately and effectively communicates an in-depth 
understanding of concepts, processes, and/or 
knowledge in ways that contribute to the learning of 
all students. 

1.2 Connects content to life experiences of student. 

Initial Level Performance Advanced-Level Performance 

Effectively connects most content, procedures, and 
activities with relevant life experiences of students. 

9ŦŦŜŎǘƛǾŜƭȅ ŎƻƴƴŜŎǘǎ ŎƻƴǘŜƴǘ ǘƻ ǎǘǳŘŜƴǘǎΩ ƭƛŦŜ 
experiences including, when appropriate, prior 
learning in the content area or other content areas. 

1.3 Demonstrates instructional strategies that are appropriate for content and contribute to student 
learning. 

Initial Level Performance Advanced-Level Performance 

Uses instructional strategies that are clearly 
appropriate for the content and processes of the 

Consistently uses instructional strategies that are 
appropriate for content and contribute to the learning 
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lesson and make a clear contribution to student 
learning. 

of all students. 

 
1.4 Guides students to understand content from various perspectives. 

Initial Level Performance Advanced-Level Performance 

Provides opportunities and guidance for students to 
consider lesson content from different perspectives to 
extend their understanding. 

Regularly guides students to understand content from 
appropriate diverse, multicultural, or global 
perspectives. 

мΦр LŘŜƴǘƛŦƛŜǎ ŀƴŘ ŀŘŘǊŜǎǎŜǎ ǎǘǳŘŜƴǘǎΩ ƳƛǎŎƻƴŎŜǇǘƛƻƴǎ ƻŦ ŎƻƴǘŜƴǘΦ 

Initial Level Performance Advanced-Level Performance 

Identifies misconceptions related to content and 
addresses them during planning and instruction. 

Consistently anticipates misconceptions related to 
content and addresses them by using appropriate 
instructional practices. 

 

STANDARD 2: THE TEACHER DESIGNS AND PLANS INSTRUCTION 

The teacher designs/plans instruction that develops student abilities to use communication skills, apply core 
concepts, become self-sufficient individuals, become responsible team members, think and solve problems, 

and integrate knowledge. 

2.1 Develops significant objectives aligned with standards. 

Initial Level Performance Advanced-Level Performance 

States learning objectives that reflect key concepts of 
the discipline and are aligned with local or state 
standards. 
 

Develops challenging and appropriate learning 
objectives that are aligned with local/state/national 
ǎǘŀƴŘŀǊŘǎ ŀƴŘ ŀǊŜ ōŀǎŜŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ƴŜŜŘǎΣ ƛƴǘŜǊŜǎǘǎ 
and abilities. 

2.2 Uses contextual data to design instruction relevant to students. 

Initial Level Performance Advanced-Level Performance 

Plans and designs instruction based on contextual 
(i.e., student, community, and/or cultural) and pre-
assessment data. 

Plans and designs instruction that is based on 
significant contextual and pre-assessment data. 

2.3 Plans assessments to guide instruction and measure learning objectives. 

Initial Level Performance Advanced-Level Performance 

Prepares assessments that measure student 
performance on each objective and help guide 
teaching. 

Develops well-designed assessments that align with 
learning objectives, guide instruction, and measure 
learning results. 

2.4 Plans instructional strategies and activities that address learning objectives for all students. 

Initial Level Performance Advanced-Level Performance 

Aligns instructional strategies and activities with 
learning objectives for all students. 

Plans a learning sequence using instructional 
ǎǘǊŀǘŜƎƛŜǎ ŀƴŘ ŀŎǘƛǾƛǘƛŜǎ ǘƘŀǘ ōǳƛƭŘ ƻƴ ǎǘǳŘŜƴǘǎΩ ǇǊƛƻǊ 
knowledge and address learning objectives. 

2.5 Plans instructional strategies and activities that facilitate multiple levels of learning. 

Initial Level Performance Advanced-Level Performance 

Plans instructional strategies that include several 
levels of learning that require higher order thinking. 

Plans a learning sequence using strategies and 
activities that foster the development of higher-order 
thinking. 
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STANDARD 3:  THE TEACHER CREATES AND MAINTAINS LEARNING CLIMATE 
 

The teacher creates a learning climate that supports the development of student abilities to use 
communication skills, apply core concepts, become self-sufficient individuals, become responsible team 

members, think and solve problems, and integrate knowledge. 

3.1 Communicates high expectations. 

Initial Level Performance Advanced-Level Performance 

Sets significant and challenging objectives for students 
and verbally/nonverbally communicates confidence in 
ǎǘǳŘŜƴǘǎΩ ŀōƛƭƛǘȅ ǘƻ ŀŎƘƛŜǾŜ ǘƘŜǎŜ ƻōƧŜŎǘƛǾŜǎΦ 
 

Consistently sets significant and challenging 
behavioral and learning expectations for all students 
and communicates confidence in their ability to 
achieve those objectives. 

3.2 Establishes a positive learning environment. 

Initial Level Performance Advanced-Level Performance 

Establishes clear standards of conduct, shows 
awareness of student behavior, and responds in ways 
that are both appropriate and respectful of students. 

Maintains a fair, respectful, and productive classroom 
environment conducive to learning. 
 

3.3 Values and supports student diversity and addresses individual needs. 

Initial Level Performance Advanced-Level Performance 

Uses a variety of strategies and methods to support 
student diversity by addressing individual needs. 
 

Consistently uses appropriate and responsive 
instructional strategies that address the needs of all 
students. 

3.4 Fosters mutual respect between teacher and students and among students. 

Initial Level Performance Advanced-Level Performance 

Treats all students with respect and concern and 
monitors student interactions to encourage students 
to treat each other with respect and concern. 

Consistently treats all students with respect and 
concern and actively encourages students to treat 
each other with respect and concern. 

3.5 Provides a safe environment for learning. 

Initial Level Performance Advanced-Level Performance 

Creates a classroom environment that is both 
emotionally and physically safe for all students. 

Maintains a classroom environment that is both 
emotionally and physically safe for all students. 

 

STANDARD 4:  THE TEACHER IMPLEMENTS AND MANAGES INSTRUCTION 
The teacher introduces/implements/manages instruction that develops student abilities to use communication 

skills, apply core concepts, become self-sufficient individuals, become responsible team members, think and 
solve problems, and integrate knowledge 

4.1 Uses a variety of instructional strategies that align with learning objectives and actively engage students. 

Initial Level Performance Advanced-Level Performance 

Uses a variety of instructional strategies that engage 
students throughout the lesson on tasks aligned with 
learning objectives. 

Consistently provides a well-planned sequence of 
appropriate instructional strategies that actively 
engage students in meeting learning objectives. 
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4.2 Implements instruction based on diverse student needs and assessment data. 

Initial Level Performance Advanced-Level Performance 

Implements instruction based on contextual 
information and assessment data. 

Implements instruction based on contextual 
information and assessment data, adapting instruction 
to unanticipated circumstances. 

4.3 Uses time effectively. 

Initial Level Performance Advanced-Level Performance 

Establishes efficient procedures for performing non-
instructional tasks, handling materials and supplies, 
managing transitions, and organizing and monitoring 
group work so that there is minimal loss of 
instructional time. 

Makes thoughtful choices about the organization and 
implementation of both instructional and non-
instructional tasks to maximize time for student 
learning. 

4.4 Uses space and materials effectively. 

Initial Level Performance Advanced-Level Performance 

Uses classroom space and materials effectively to 
facilitate student learning. 
 

Makes optimal use of classroom space and uses a 
variety of instructional resources and technologies to 
enhance student learning. 

4.5 Implements and manages instruction in ways that facilitate higher order thinking. 

Initial Level Performance Advanced-Level Performance 

Instruction provides opportunity to promote higher-
order thinking. 

Consistently uses a variety of appropriate strategies to 
facilitate higher-order thinking. 

 

STANDARD 5:  THE TEACHER ASSESSES AND COMMUNICATES LEARNING RESULTS 
 

The teacher assesses learning and communicates results to students and others with respect to student 
abilities to use communication skills, apply core concepts, become self-sufficient individuals, become 

responsible team members, think and solve problems, and integrate knowledge. 

5.1 Uses pre-assessments. 

Initial Level Performance Advanced-Level Performance 

Uses a variety of pre-assessments to establish 
baseline knowledge and skills for all students. 

Consistently uses student baseline data from 
appropriate pre-assessments to promote the learning 
of all students. 

5.2 Uses formative assessments. 

Initial Level Performance Advanced-Level Performance 

Uses a variety of formative assessments to determine 
ŜŀŎƘ ǎǘǳŘŜƴǘΩ ǇǊƻƎǊŜǎǎ ŀƴŘ ƎǳƛŘŜ ƛƴǎǘǊǳŎǘƛƻƴΦ 

Consistently uses appropriate formative assessments 
to determine student progress, guide instruction, and 
provide feedback to students. 

5.3 Uses summative assessments. 

Initial Level Performance Advanced-Level Performance 

Uses a variety of summative assessments to measure 
student achievement. 
 

Consistently uses appropriate summative assessments 
aligned with the learning objectives to measure 
student achievement. 

5.4 Describes, analyzes, and evaluates student performance data. 

Initial Level Performance Advanced-Level Performance 

Describes, analyzes, and evaluates student Consistently describes, analyzes, and evaluates 
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performance data to determine progress of 
individuals and identify differences in progress among 
student groups. 

student performance data to determine student 
progress, identify differences among student groups, 
and inform instructional practice. 

5.5 Communicates learning results to students and parents. 

Initial Level Performance Advanced-Level Performance 

Communicates learning results to students and 
parents that provide a clear and timely understanding 
of learning progress relative to objectives. 

Clearly communicates to students and parents in a 
timely manner the evidence of student performance 
and recommends future actions. 

5.6 Allows opportunity for student self-assessment. 

Initial Level Performance Advanced-Level Performance 

Promotes opportunities for students to engage in 
accurate self-assessment of learning. 

Provides on-going opportunities for students to assess 
and reflect on their own performance in order to 
identify strengths and areas for future learning. 

 

STANDARD 6;  THE TEACHER DEMONSTRATES THE IMPLEMENTATION OF TECHNOLOGY 
 

The teacher uses technology to support instruction; access and manipulate data; enhance professional growth 
and productivity; communicate and collaborate with colleagues, parents, and the community; and conduct 

research 

6.1 Uses available technology to design and plan instruction. 

Initial Level Performance Advanced-Level Performance 

Uses technology to design and plan instruction. 
 

Uses appropriate technology to design and plan 
instruction that supports and extends learning of all 
students. 

6.2 Uses available technology to implement instruction that facilitates student learning. 

Initial Level Performance Advanced-Level Performance 

Uses technology to implement instruction that 
facilitates student learning. 

Designs and implements research-based, technology-
infused instructional strategies to support learning of 
all students. 

6.3 Integrates student use of available technology into instruction. 

Initial Level Performance Advanced-Level Performance 

Integrates student use of technology into instruction 
to enhance learning outcomes and meet diverse 
student needs. 

Provides varied and authentic opportunities for all 
students to use appropriate technology to further 
their learning. 

6.4 Uses available technology to assess and communicate student learning. 

Initial Level Performance Advanced-Level Performance 

Uses technology to assess and communicate student 
learning. 
 

Uses technology to assess student learning, manage 
assessment data, and communicate results to 
appropriate stakeholders. 

6.5 Demonstrates ethical and legal use of technology. 

Initial Level Performance Advanced-Level Performance 

Ensures that personal use and student use of 
technology are ethical and legal. 

Provides and maintains a safe, secure, and equitable 
classroom environment that consistently promotes 
discerning and ethical use of technology. 
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STANDARD 7:  REFLECTS ON AND EVALUATES TEACHING AND LEARNING 

The teacher reflects on and evaluates specific teaching/learning situations and/or programs. 

7.1 Uses data to reflect on and evaluate student learning. 

Initial Level Performance Advanced-Level Performance 

Reflects on and accurately evaluates student learning 
using appropriate data. 

Uses formative and summative performance data to 
determine the learning needs of all students. 

7.2 Uses data to reflect on and evaluate instructional practice. 

Initial Level Performance Advanced-Level Performance 

Reflects on and accurately evaluates instructional 
practice using appropriate data. 

Uses performance data to conduct an in-depth 
analysis and evaluation of instructional practices to 
inform future teaching. 

7.3 Uses data to reflect on and identify areas for professional growth. 

Initial Level Performance Advanced-Level Performance 

Identifies areas for professional growth using 
appropriate data. 
 

Reflects on the evaluations of student learning and 
instructional practices to identify and develop plans 
for professional growth. 

 

STANDARD 8:  COLLABORATES WITH COLLEGUES/PARENTS/OTHERS 
 

The teacher collaborates with colleagues, parents, and other agencies to design, implement, and support 
learning programs that develop student abilities to use communication skills, apply core concepts, become self-
sufficient individuals, become responsible team members, think and solve problems, and integrate knowledge. 

8.1 Identifies students whose learning could be enhanced by collaboration. 

Initial Level Performance Advanced-Level Performance 

Identifies one or more students whose learning could 
be enhanced by collaboration and provides an 
appropriate rationale. 

Describes an on-going process for identifying 
situations in which student learning could be 
enhanced by collaboration. 

8.2 Designs a plan to enhance student learning that includes all parties in the collaborative effort. 

Initial Level Performance Advanced-Level Performance 

Designs a plan to enhance student learning that 
includes all parties in the collaborative effort. 

Designs a plan that involves parents, colleagues, and 
others in a collaborative effort to enhance student 
learning. 

8.3 Implements planned activities that enhance student learning and engage all parties. 

Initial Level Performance Advanced-Level Performance 

Implements planned activities that enhance student 
learning and engage all parties. 

Explains how the collaboration to enhance student 
learning has been implemented. 

8.4 Analyzes data to evaluate the outcomes of collaborative efforts. 

Initial Level Performance Advanced-Level Performance 

Analyzes student learning data to evaluate the 
outcomes of collaboration and identify next steps. 
 

Uses appropriate student performance data to 
describe, analyze, and evaluate the impact of the 
collaborative activities on student learning and to 
identify next steps. 
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STANDARD 9:  EVALUATES TEACHING AND IMPLEMENTS PROFESSIONAL DEVELOPMENT 
 

The teacher evaluates his/her overall performance with respect to modeling and teaching YŜƴǘǳŎƪȅΩǎ ƭŜŀǊƴƛƴƎ 
goals, refines the skills and processes necessary, and implements a professional development plan. 

 

фΦм {ŜƭŦ ŀǎǎŜǎǎŜǎ ǇŜǊŦƻǊƳŀƴŎŜ ǊŜƭŀǘƛǾŜ ǘƻ YŜƴǘǳŎƪȅΩǎ ¢ŜŀŎƘŜǊ {ǘŀƴŘŀǊŘǎΦ 

Initial Level Performance Advanced-Level Performance 

Identifies priority growth areas and strengths by 
thoroughly and accurately assessing current 
performance on all the Kentucky Teacher Standards. 

Thoroughly and accurately assesses current 
performance related to the Kentucky Teacher 
Standards and any school/district professional 
development initiatives. 

9.2 Identifies priorities for professional development based on data from self-assessment, student 
performance and feedback from colleagues. 

Initial Level Performance Advanced-Level Performance 

Identifies priorities for professional development 
based on data from self-assessment, student 
performance and feedback from colleagues. 

Reflects on data from multiple sources (i.e., self-
assessment, student performance, feedback from 
colleagues, school/district initiatives) and identifies 
priority areas for growth. 

9.3 Designs a professional growth plan that addresses identified priorities. 

Initial Level Performance Advanced-Level Performance 

Designs a clear, logical professional growth plan that 
addresses all priority areas. 

Designs a clear, logical professional growth plan that 
addresses all priority areas. 

9.4 Shows evidence of professional growth and reflection on the identified priority areas and impact on 
instructional effectiveness and student learning. 

Initial Level Performance Advanced-Level Performance 

Shows clear evidence of professional growth and 
reflection relative to the identified priority areas and 
impact on instructional effectiveness and student 
learning. 

Shows clear evidence of the impact of professional 
growth activities on instructional effectiveness and 
student learning. 

 

STANDARD 10:  PROVIDES LEADERSHIP WITHIN SCHOOL/COMMUNITY/PROFESSION 
 

The teacher provides professional leadership within the school, community, and education profession to 
improve student learning and well-being. 

 

10.1 Identifies leadership opportunities that enhance student learning and/or professional environment of 
the school. 

Initial Level Performance Advanced-Level Performance 

Identifies leadership opportunities in the school, 
community, or professional organization and selects 
one with the potential for positive impact on learning 
or the professional environment and is realistic in 
terms of knowledge, skill, and time required. 
 

Identifies leadership opportunities within the school, 
community, or professional organization to advance 
learning, improve instructional practice, facilitate 
professional development of colleagues, or advocate 
positive policy change; and selects an opportunity to 
demonstrate initiative, planning, organization, and 
professional judgment. 
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10.2 Develops a plan for engaging in leadership activities. 

Initial Level Performance Advanced-Level Performance 

Develops a leadership work plan that describes the 
purpose, scope, and participants involved and how 
the impact on student learning and/or the 
professional environment will be assessed. 

Develops a leadership work plan that clearly describes 
the purpose, scope, participants involved, timeline of 
events/actions, and plan for assessing progress and 
impact. 

10.3 Implements a plan for engaging in leadership activities. 

Initial Level Performance Advanced-Level Performance 

Implements the approved leadership work plan that 
has a clear timeline of events/actions and a clear 
description of how the impact will be assessed. 

Effectively implements the leadership work plan. 

10.4 Analyzes data to evaluate the results of planned and executed leadership efforts. 

Initial Level Performance Advanced-Level Performance 

Analyzes student learning and/or other data 
appropriately to evaluate the results of planned and 
executed leadership efforts. 

Uses data from the leadership effort to describe, 
analyze, and evaluate the impact on student learning. 

10.5 Professional Code of Ethics, Punctuality, and Attendance 

Initial Level Performance Advanced-Level Performance 

Adheres to the Professional Code of Ethics and 
demonstrates punctuality and good attendance for all 
duties. 

Adheres to the Professional Code of Ethics and 
demonstrates punctuality and good attendance for all 
duties. 
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OBSERVATION VISIT - DISTRICT SPECIALTY TEACHER 
(Formative, Data Collection) 

The observer and the teacher agree upon an exact date and time for the observation visit.  

This is achieved by using a Pre-Observation Form.  The Pre-Observation Form also provides the 

observer with other valuable information about the lesson to be observed.  The classroom 

observation should occur within two (2) working days of the pre-observation conference. 

The observer will plan and organize the observation visit by: 

1. Reviewing the completed Pre-Observation Form and taking it to the observation visit; 

2. Allowing enough time to conduct the observation; and, 

3. Taking a lined tablet for scripting behaviors during the visit. 

Immediately following the observation visit, the observer returns to a quiet location for 

analyzing the scripted notes and completing the Data Collection Summary.  It is important to analyze 

the scripted notes as soon as possible after conducting the observation.  Performances and behaviors 

ǿƛƭƭ ōŜ άŦǊŜǎƘ ƻƴ ȅƻǳǊ ƳƛƴŘέ ŀƴŘ ǊŜǎǳƭǘ ƛƴ ŀ ƳƻǊŜ ŀŎŎǳǊŀǘŜ ŀƴŘ ŎƻƳǇǊŜƘŜƴǎƛǾŜ ŀƴŀƭȅǎƛǎΦ 

When analyzing your scripted notes, on the Data Collection Summary, give consideration to 

ƛŘŜŀǎ ŦƻǊ ǘŜŀŎƘŜǊΩǎ ǇǊƻŦŜǎǎƛƻƴŀƭ ƎǊƻǿǘƘ ŀnd improvement, if justifiable. 

Remember that the post conference must occur within one work-week following the 

observation. 
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PRE-OBSERVATION FORM - DISTRICT SPECIALTY TEACHER 

[To be completed by the teacher (observee) and observer prior to the classroom observation visit.] 

_________________________ ______________________ __________________ 
     Teacher (Observee)       Position/Grade Level        Date/Time           
 
_________________________            ______________________          __________________ 
Site(s) Assignment (School/District)          No. of Students  No. Students w/IEP  

§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§§ 

Program of Studies/Core Content # ___________ # ___________ # __________   

Unit of Study/Lesson Title ___________________________________________ 

Context: 

 

 

 

 

Objectives: 

 

 

Assessment Plan (formative and summative): 

 

 

 

Resources, media and technology: 

 

 

 

Procedures: 

 

 

 

 

 

 
  _____________________________ 
    ¢ŜŀŎƘŜǊΩǎ {ƛƎƴŀǘǳǊŜ 

   
_________ 
     Date 

 
___________________________ 
     hōǎŜǊǾŜǊΩǎ {ƛƎƴŀǘǳǊŜ 

 
___________ 
       Date 
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DATA COLLECTION SUMMARY - DISTRICT SPECIALTY TEACHER 

Teacher __________________________ School Site/Content Area ______________________ 

Observer __________________________ Position ____________________________________ 

Classroom Observation Information:  Unit of Study/Lesson ________________________ 

Date _______________    Time ____________________ 

STANDARDS/PERFORMANCE CRITERIA 

STANDARD 1: DEMONSTRATES APPLIED CONTENT KNOWLEDGE 

1.1 Communicates concepts, processes, and knowledge. 

 

 

1.4 Guides students to understand content from various 

perspectives. 

 

1.2 Connects content to life experiences of student. 1.5 LŘŜƴǘƛŦƛŜǎ ŀƴŘ ŀŘŘǊŜǎǎŜǎ ǎǘǳŘŜƴǘǎΩ ƳƛǎŎƻƴŎŜǇǘƛƻƴǎ ƻŦ 

content. 

 

1.3 Demonstrates instructional strategies that are 

appropriate for content and contribute to student 

learning. 

Standard 1.  (considerations for professional growth 

plan) 

 

STANDARD 2:  DESIGNS AND PLANS INSTRUCTION 

2.1 Develops significant objectives aligned with 

standards. 

 

2.4 Plans instructional strategies and activities that 

address learning objectives for all students. 

 

2.2 Uses contextual data to design instruction relevant 

to students. 

 

2.5 Plans instructional strategies and activities that 
facilitate multiple levels of learning. 

2.3 Plans assessments to guide instruction and measure 

learning objectives. 

 

Standard 2.  (considerations for professional growth 
plan) 
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STANDARD 3: CREATES AND MAINTAINS LEARNING CLIMATE 

3.1 Communicates high expectations. 

 
 
 

3.4 Fosters mutual respect between teacher and 
students and among students. 
 
 

3.2 Establishes a positive learning environment. 

 

3.5 Provides a safe environment for learning. 

 

3.3 Values and supports student diversity and addresses 

individual needs. 

 

Standard 3.  (considerations for professional growth 

plan) 

 

STANDARD 4: IMPLEMENTS AND MANAGES INSTRUCTION 

4.1 Uses a variety of instructional strategies that align 

with learning objectives and actively engage students. 

 

4.4 Uses space and materials effectively. 

 

4.2 Implements instruction based on diverse student 

needs and assessment data. 

 

4.5 Implements and manages instruction in ways that 

facilitate higher order thinking. 

 

4.3 Uses time effectively. 

 

Standard 4.  (considerations for professional growth 

plan) 

 

STANDARD 5: ASSESSES AND COMMUNICATES LEARNING RESULTS 

5.1 Uses pre-assessments. 

 

5.4 Describes, analyzes, and evaluates student 

performance data. 

 

5.2 Uses formative assessments. 

 

5.5 Communicates learning results to students and 

parents. 
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5.3 Uses summative assessments. 

 

 

5.6 Allows opportunity for student self-assessment. 

Standard 5.  (considerations for professional growth plan) 

 

 

STANDARD 6: DEMONSTRATES THE IMPLEMENTATION OF TECHNOLOGY 

6.1 Uses available technology to design and plan 

instruction. 

 
 

6.4 Uses available technology to assess and 
communicate student learning. 

6.2 Uses available technology to implement instruction 

that facilitates student learning. 

 

 

6.5 Demonstrates ethical and legal use of technology. 

6.3 Integrates student use of available technology into 
instruction. 

Standard 6.  (considerations for professional growth 

plan) 

 

 

 

STANDARD 7: REFLECTS ON AND EVALUATES TEACHING AND LEARNING 

7.1 Uses data to reflect on and evaluate student 

learning. 

 

7.3 Uses data to reflect on and identify areas for 

professional growth. 

 

7.2 Uses data to reflect on and evaluate instructional 

practice. 

 

Standard 7.  (considerations for professional growth 

plan) 
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STANDARD 8: COLLABORATES WITH COLLEAGUES/PARENTS/OTHERS 

8.1 Identifies students whose learning could be 

enhanced by collaboration. 

8.3 Implements planned activities that enhance student 

learning and engage all parties. 

 

8.2 Designs a plan to enhance student learning that 

includes all parties in the collaborative effort. 

 

8.4 Analyzes data to evaluate the outcomes of 

collaborative efforts. 

 

Standard 8. (considerations for professional growth plan) 

 

 

STANDARD 9: EVALUATES TEACHING AND IMPLEMENTS PROFESSIONAL DEVELOPMENT 

9.1 Self assesses performance ǊŜƭŀǘƛǾŜ ǘƻ YŜƴǘǳŎƪȅΩǎ 

Teacher Standards. 

 

9.3 Designs a professional growth plan that addresses 

identified priorities. 

9.2 Identifies priorities for professional development 

based on data from self-assessment, student 

performance and feedback from colleagues. 

 

9.4 Shows evidence of professional growth and 

reflection on the identified priority areas and impact on 

instructional effectiveness and student learning. 

Standard 9.  (considerations for professional growth plan) 

 

 

 

STANDARD 10: PROVIDES LEADERSHIP WITHIN SCHOOL/COMMUNITY/PROFESSION 

10.1 Identifies leadership opportunities that enhance 

student learning and/or professional environment of the 

school. 

10.4 Analyzes data to evaluate the results of planned 

and executed leadership efforts. 
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10.2 Develops a plan for engaging in leadership 

activities. 

 

 

10.5 Adheres to the Professional Code of Ethics and 

demonstrates punctuality and good attendance for all 

duties. 

 

10.3 Implements a plan for engaging in leadership 

activities. 

Standard 10.  (considerations for professional growth 

plan) 

 
 

 

Post Observation Conference ς DISTRICT SPECIALTY TEACHER 

________________________________________  ____________________ 
  9ǾŀƭǳŀǘƻǊΩǎ Signature     Date 
 
 
________________________________________  ____________________ 
  ¢ŜŀŎƘŜǊΩǎ {ƛƎƴŀǘǳǊŜ     Date 

 

Comments of Evaluator:  

___________________________________________________________________________________

___________________________________________________________________________________

___________________________________________________________________________________

___________________________________________________________________________________ 

 

Comments of Teacher:  

___________________________________________________________________________________________

___________________________________________________________________________________________

___________________________________________________________________________________________

___________________________________________________________________________________________ 

 

 

 

 






























































































































































































































































































































































