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PREFACE 

 

Effective performance evaluation is an essential ingredient of the instructional program.  

It is a continuous process for professional growth with all educators working cooperatively to 

achieve goals and objectives that enhance student learning.  Standards, criteria, and descriptors 

are objective, but it is impossible to eliminate all subjectivity and value judgments from the 

process. 

 

The primary purpose of performance evaluation is to promote professional growth to 

enhance student learning.  It also provides a measure of performance accountability.  Also, it 

provides a basis for personnel decisions, and an opportunity for personnel to monitor and review 

their individual performance compared to the established district standards. 

 

The performance evaluation plan is based on sound accepted professional practices and 

proven research regarding effective teaching/learning.  It shall adhere to and satisfy all necessary 

requirements of the state statutes and regulations regarding procedures, evaluator qualifications, 

evaluator/evaluatee responsibilities, and review/revision. 
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Name of District  Telephone 
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Cheston Hoover Director of District 
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Lauren Roby Fordsville Elementary Teacher 

Crystal Geary Ohio County Middle School Teacher 

Jon Johnson Ohio County Middle School Teacher 

Edwina Pharis Horse Branch Elementary Teacher 

John Murrey Ohio County High School Teacher 

Brenda Sims Render Education Center Teacher 

Jennifer Stafford Beaver Dam Elementary  Teacher 

Ginger Tichenor Beaver Dam Elementary Administrator 

Angela Alexander Ohio County High School Administrator 

Kara Bullock Central Office Administrator 

Summer Hines Southern Elementary Administrator 

Cheston Hoover Ohio County Middle School Administrator 

Scott Lewis Central Office Administrator 

Alicia Storm Wayland Elementary Administrator 
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CODE OF ETHICS 

16 KAR 1:020  

 

Section 1. Certified personnel in the Commonwealth: 

(1) Shall strive toward excellence, recognize the importance of the pursuit of truth, nurture 

democratic citizenship, and safeguard the freedom to learn and to teach; 

(2) Shall believe in the worth and dignity of each human being and in educational opportunities 

for all; 

(3) Shall strive to uphold the responsibilities of the education profession, including the following 

obligations to students, to parents, and to the education profession: 

TO STUDENTS TO PARENTS TO EDUCATION 

PROFESSION 

Shall provide students with 

professional education 

services in a 

nondiscriminatory manner 

and in consonance with 

accepted best practice 

known to the educator 

Shall make reasonable 

effort to communicate to 

parents information which 

should be revealed in the 

interest of the student 

Shall exemplify behaviors 

which maintain the dignity 

and integrity of the 

profession 

Shall respect the 

constitutional rights of all 

students 

Shall endeavor to 

understand community 

cultures and diverse home 

environments of students 

Shall accord just and 

equitable treatment to all 

members of the profession 

in the exercise of their 

professional rights and 

responsibilities 

Shall take reasonable 

measures to protect the 

health, safety, and 

emotional well-being of 

students 

Shall not knowingly distort 

or misrepresent facts 

concerning educational 

issues 

Shall keep in confidence 

information acquired about 

colleagues in the course of 

employment, unless 

disclosure serves 

professional purposes or is 

required by law 

Shall not use professional 

relationships or authority 

with students for personal 

advantage 

Shall distinguish between 

personal views and the 

views of the employing 

educational agency 

Shall not use coercive 

means or give special 

treatment in order to 

influence professional 

decisions 

Shall keep in confidence 

information about students 

which has been obtained in 

the course of professional 

service, unless disclosure 

serves professional 

purposes or is required by 

law 

Shall not interfere in the 

exercise of political and 

citizenship rights and 

responsibilities of others 

 

Shall apply for, accept, 

offer, or assign a position or 

responsibility only on the 

basis of professional 

preparation and legal 

qualifications 

Shall not knowingly make 

false or malicious 

Shall not use institutional 

privileges for private gain, 

Shall not knowingly falsify 

or misrepresent records of 
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statements about students or 

colleagues 

for the promotion of 

political candidates, or for 

partisan political activities 

facts relating to the 

educator's own 

qualifications or those of 

other professionals 

Shall refrain from 

subjecting students to 

embarrassment or 

disparagement 

Shall not accept gratuities, 

gifts, or favors that might 

impair or appear to impair 

professional judgment, and 

shall not offer any of these 

to obtain special advantage 

 

Shall not engage in any 

sexually related behavior 

with a student with or 

without consent, but shall 

maintain a professional 

approach with students. 

Sexually related behavior 

shall include such behaviors 

as sexual jokes; sexual 

remarks; sexual kidding or 

teasing; sexual innuendo; 

pressure for dates or sexual 

favors; inappropriate 

physical touching, kissing, 

or grabbing; rape; threats of 

physical harm; and sexual 

assault 

  

 

 

DEFINITIONS 

 

 

ADMINISTRATOR - any certified staff person who devotes the majority of his employed time 

to service as a principal, assistant principal, supervisor, coordinator, director, assistant director, 

administrative assistant, finance officer, pupil personnel worker, guidance counselor, or school 

business administrator including the superintendent and any assistant, associate, or deputy 

superintendent, for which certification is required. 

 

 

APPEALS – a process whereby any certified personnel employee who feels that the local school 

district failed to properly implement the approved evaluation system can formally disagree with 

their evaluation. 

 

ASSISTANCE PROFESSIONAL GROWTH PLAN – a plan whereby a person being 

evaluated establishes specific goals to improve an identified area of concern in performance.  

The evaluator takes an active role in activities and appraisal of the activities along with the 
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evaluatee.  Intensive assistance may require the use of an assistance team of individuals to help 

the employee grow professionally. 

 

CONFERENCE – a meeting involving the evaluator and the certified employee evaluated for 

the purpose of providing feedback from the evaluator, analyzing the results of observation(s) and 

other information to determine accomplishments and areas for growth leading to establishment 

or revision of a professional growth plan. 

 

DOMAIN--  The 4 Performance Standards in which educators are evaluated. 

 

EVALUATEE – one whose behaviors and performances are being observed, examined, 

appraised, or critiques. 

 

EVALUATOR: The primary evaluator as described in KRS 156.557(5)(c)2. 

  

EVALUATION – the process of assessing or determining the effectiveness of the performance 

of the certified employee in a given teaching and learning or leadership and management 

situation, based on predetermined criteria, through periodic observation and other documentation 

such as portfolios, peer reviews, products and performances.  Evaluation shall also include the 

establishment and monitoring of a professional growth plan. 

 

EVALUATION COMMITTEE – consists of local school district teachers and administrators 

who are responsible for developing evaluation procedures and forms for the district evaluation 

plan.  The committee is made up of an equal number of teachers and administrators. 

 

EVALUATION PLAN – includes evaluation forms and procedures.  The procedures shall 

provide for both formative evaluation and summative evaluation components.  Both the plan and 

the procedures must be approved by the Kentucky Board of Education. 

 

EVALUATION PROCEDURES – as well as the evaluation forms, must be designed to foster 

professional growth and to support individual personnel decisions. 

 

EVALUATOR – one who appraises or carefully examines behaviors and performances to 

determine a value.  Evaluators must be trained, tested, and certified. 

 

FORMATIVE EVALUATION – a continuous cycle of collecting evaluation information and 

interacting and providing feedback with suggestions regarding the certified employee’s 

professional growth and performance. 

 

INDICATOR – measurable behaviors and outcomes which demonstrate performance criteria. 

 

INDIVIDUAL PROFESSIONAL GROWTH PLAN – a plan whereby the person being 

evaluated establishes goals for enrichment and development and the assistance of the evaluator is 

identified.  The individualized plan includes objectives, a plan for achieving the objectives, and a 

method for evaluating success.  The individualized professional growth plan shall be aligned 

with specific goals and objectives of the Comprehensive School Improvement Plan. 
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INFORMAL OBSERVATION – an observation whereby the evaluator comes into the 

classroom unannounced to observe performance and is followed by a post-observation 

conference.  These observations may be conducted as frequently as deemed necessary. 

 

INSTRUCTIONAL LEADERS – principals with the assistance of assistant principals, 

supervisors of instruction, guidance counselors, and directors of special education.  Principals 

have the primary responsibility for instructional leadership in the schools to which they are 

assigned. 

 

INTENSIVE ASSISTANCE TEAM – a team effort to supply skills, knowledge, and time of 

several supervisory personnel to help the evaluatee achieve desired performance.  Specific 

assistance and activities are identified and progress monitored. 

 

JOB CATEGORY – the term used to signify a group or class of positions with closely-related 

functions such as: principal, coordinator, or director. 

 

MONITORING – to supervise; to check systematically or scrutinize for the purpose of 

collecting specified categories of data.  For example: principals monitor teachers’ lesson plans, 

units of study, interactions with students, parents, and each other. 

 

OBSERVATION – a process of gathering factual information in the performance of duty, based 

upon predetermined criteria in the district evaluation plan. 

 

OBSERVEE – one who is observed by the observer. 

 

OBSERVER – one who sees and reports behaviors.  This is usually the primary evaluator. 

 

OPENLY – with full knowledge of other (evaluate). 

 

OTHER PROFESSIONALS: Certified school personnel, except for teachers, administrators, 

assistant principals, or principals. 

 

PERFORMANCE CRITERIA – performance areas, skills or outcomes on which the certified 

employee shall be evaluated based on position and the district plan. 

 

PERFORMANCE RATING: The summative description of a teacher, other professional, 

principal, or assistant principal evaluatee’s performance, including the ratings listed in Section 

7(8) of this administrative regulation. 

 

 

POSITION - a professional role in the school district such as:  teacher, principal, supervisor of 

instruction. 

 

PRIMARY EVALUATOR – the immediate supervisor of the employee. 

 

PRINCIPAL PERFORMANCE STANDARDS—the state adopted principal standards in 

which principals, assistant principals, and certified district personnel are evaluated. 

 



10 
 

PROFESSIONAL GROWTH PLAN – a plan whereby the person being evaluated establishes 

goals for enrichment and development and the assistance of the evaluator is identified.  The 

individualized plan includes objectives, a plan for achieving the objectives, and method for 

evaluating success.  The individual professional growth plan shall be aligned with specific goals 

and objectives of the Comprehensive School Improvement Plan and professional development 

plan. 

 

PROFESSIONAL PRACTICE: The demonstration, in the school environment, of the 

evaluatee’s professional knowledge and skill. 

 

PROFESSIONAL PRACTICE RATING: The rating that is calculated for a teacher or other 

professional evaluatee pursuant to Section 7(8) of this administrative regulation and that is 

calculated for a principal or assistant principal evaluatee pursuant to the requirements of Section 

10(7) of this administrative regulation. 

 

POST-OBSERVATION CONFERENCE – a meeting between the evaluator and the certified 

personnel employee to provide feedback from the evaluator.  The evaluator and the certified 

personnel employee analyze the results of observation(s) and other information to determine 

accomplishments and areas of growth leading to the establishment or revision of a professional 

growth plan. 

 

PRE-OBSERVATION CONFERENCE – a meeting between the evaluator and the certified 

personnel to discuss and plan the schedule, date, content, time, etc. of the observation(s). 

 

STANDARDS OF PERFORMANCE – acceptable qualitative or quantitative level of 

performance expected of effective teachers or administrators. 

 

SUMMATIVE EVALUATION – the summary of, and conclusions from, all evaluation data, 

including, but not limited to, the formative evaluation data.  The summative evaluation occurs at 

the end of an evaluation cycle.  Summative evaluation includes a conference involving the 

evaluator and the evaluated certified employee, and a written evaluation report. 

 

TEACHER – any certified staff person who directly instructs students. 
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NOTES: 
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PERSONNEL 03.18 

-CERTIFIED PERSONNEL- 

Evaluation 

DEVELOPMENT OF SYSTEM 

The Superintendent shall recommend for Board approval a personnel evaluation system, 

developed by an evaluation committee, for all certified employees below the level of District 

Superintendent, which is in compliance with and which shall be implemented consistent with 

applicable statute and regulation.
1
 

PURPOSE 

The purpose of the personnel evaluation system shall be to: support and improve performance of 

all certified school personnel and to inform individual personnel decisions. 

FREQUENCY OF SUMMATIVE EVALUATIONS 

At a minimum, summative evaluations shall occur annually for each teacher or other professional 

who has not attained continuing service status. Summative evaluations shall occur at least once 

every three (3) years for a teacher or other professional who has attained continuing service 

status, as well as principals, assistant principals, and other certified administrators. 

REPORTING 

Results of evaluations shall not be included in the accountability system under KRS 158.6455. 

NOTIFICATION 

The evaluation criteria and evaluation process to be used shall be explained to and discussed 

with certified school personnel no later than the end of the evaluatee’s first thirty (30) calendar 

days of the school year as provided in regulation. 

CONFIDENTIALITY 

Evaluation data on individual classroom teachers shall not be disclosed under the Kentucky 

Open Records Act. 

REVIEW 

All employees shall be afforded an opportunity for a review of their evaluations. All written 

evaluations shall be discussed with the evaluatee, and he/she shall have the opportunity to submit 

a written response to be included in the certified employee’s personnel record. Both the evaluator 

and evaluatee shall sign and date the evaluation instrument. 

All evaluations shall be maintained in the employee's personnel file.
2 

APPEAL PANEL 

The District shall establish a panel to hear appeals from summative evaluations as required by 

law.
1
 

ELECTION 

Each school shall nominate one (1) certified employee by May 1 to place on a ballot so that two 

(2) members of the panel shall be elected by and from the certified employees of the District. 

Two (2) alternates shall also be elected by and from the certified employees to serve in the event 

an elected member cannot serve. The Board shall appoint one (1) certified employee and one (1) 

alternate certified employee to the panel. 

http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/158-00/6455.pdf&requesttype=krs
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TERMS 

All terms of panel members and alternates shall be for one (1) year and run from July 1 to June 

30. Members may be reappointed or reelected. 
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PERSONNEL 03.18 

 (Continued) 

Evaluation 

CHAIRPERSON 

The chairperson of the panel shall be the certified employee appointed by the Board. 

APPEAL TO PANEL 

Any certified employee who believes that he or she was not fairly evaluated on the summative 

evaluation may appeal to the panel within five (5) working days of the receipt of the summative 

evaluation. The certified employee may review any evaluation material related to him/her. Both 

the evaluator and the evaluatee shall be given the opportunity to review documents to be given to 

the hearing committee reasonably in advance of the hearing and may have representation of their 

choosing. 

CONFLICTS OF INTEREST 

No panel member shall serve on any appeal panel considering an appeal for which s/he was the 

evaluator. 

Whenever a panel member or a panel member's immediate family appeals to the panel, the 

member shall not serve for that appeal. Immediate family shall include father, mother, brother, 

sister, spouse, son, daughter, uncle, aunt, nephew, niece, grandparent, and corresponding in-laws. 

A panel member shall not hear an appeal filed by his/her immediate supervisor. 

BURDEN OF PROOF 

The certified employee appealing to the panel has the burden of proof. The evaluator may 

respond to any statements made by the employee and may present written records which support 

the summative evaluation. 

HEARING 

The panel shall hold necessary hearings. The evaluation committee shall develop necessary 

procedures for conducting the hearings. 

PANEL DECISION 

The panel shall deliver its decision to the District Superintendent, who shall take whatever action 

is appropriate or necessary as permitted by law. The panel’s written decision shall be issued 

within fifteen (15) working days from the date an appeal is filed. No extension of that deadline 

shall be granted without written approval of the Superintendent. 

SUPERINTENDENT 

The Superintendent shall receive the panel's decision and shall take such action as permitted by 

law as s/he deems appropriate or necessary. The Superintendent may hold hearings and/or order 

a new evaluation by a second certified evaluator as necessary. In the case of a new evaluation, 

both evaluations shall be included in the employee's personnel file. 

REVISIONS 
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The Superintendent shall submit proposed revisions to the evaluation plan to the Board for its 

review to ensure compliance with KRS 156.557 and 704 KAR 003:345. Upon adoption, all 

revisions to the plan shall be submitted to the Kentucky Department of Education for approval. 

PERSONNEL 03.18 

 (Continued) 

Evaluation 

REFERENCES: 

1
KRS 156.557; 704 KAR 003:370 

 703 KAR 005:225 

 OAG 92-135, Thompson v. Board of Educ., Ky., 838 S.W.2d 390 (1992) 

RELATED POLICIES: 

2
03.15; 02.14; 03.16 

Adopted/Amended: 6/22/2017 

Order #:         3774 

 

http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/156-00/557.pdf&requesttype=krs
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/345.htm&requesttype=kar
http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/156-00/557.pdf&requesttype=krs
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/370.htm&requesttype=kar
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/703/005/225.htm&requesttype=kar
http://policy.ksba.org/documentmanager.aspx?requestarticle=/civil/opinions/OAG92135.htm&requesttype=oag
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PERSONNEL 03.18 AP.11 

-CERTIFIED PERSONNEL- 

Appeals/Hearings 

Evaluation 

Procedural Guidelines of Appeals Panel Hearing 

PURPOSE 

The purposes of this hearing are to determine if the evaluation plan process and guidelines have 

been followed and to ascertain whether the content of the summative evaluation is substantially 

correct or incorrect. 

The following key components of due process will be examined in the review of the certified 

employee evaluation: impartiality, consistency, fairness, follow-through, careful documentation, 

contractual compliance and use of progressive discipline steps. 

APPEALS 

1. Upon receipt of a request for an appeal, the Chairperson of the Appeals Panel shall notify 

the Appeals Panel member of the appeal. If possible, the preliminary hearing should be 

held within five (5) working days of the receipt of the request for an appeal. The 

Chairperson of the panel shall notify the evaluator and the evaluatee in writing of the 

time, date and place of this hearing. 

2. The purpose of the preliminary hearing is to exchange pertinent documentation and to 

explain the appeals hearing process. A copy of all documentation will be provided to both 

parties involved. Both the evaluatee and the evaluator shall submit four (4) copies of all 

pertinent documentation to the Appeals Panel in the presence of all three (3) members at 

the preliminary hearing. All documentation is to be clearly numbered. The members of 

the Appeals Panel will be the only personnel to review the documentation. All copies of 

pertinent documentation will be locked in a secure place in the District office except 

during appeals panel meetings and shall be destroyed by the panel at the end of the 

appeals process. 

3. The panel will meet, review all documents, discuss, prepare questions to be asked of each 

party by the chair, and set the time and place for the appeals hearing. Additional 

questions may be posed by panel members during the appeals hearing.  

4. The appeals hearing will be held not less than five (5) and not more than ten (10) working 

days of the preliminary hearing and at a time and place set by the panel. The evaluatee 

and evaluator will be notified in writing of said time and shall be invited to appear before 

the panel, respond to the appeal and to answer questions from the panel. 

5. For official records, the hearing will be audio taped and a copy provided to both parties, 

if requested in writing. 

6. Only panel members, the evaluatee and evaluator, legal counsel, and or the chosen 

representative will be present at the hearing. 

7. Witnesses may be presented, but will be called in one at a time and will not be allowed to 

observe the proceedings. 
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Appeals/Hearings 

8. A list of witnesses (which is limited to a maximum of five (5) names) (except for good 

cause shown) for the evaluatee and evaluator shall be presented twenty-four (24) regular 

office hours prior to the appeals hearing. Board of Education regular office hours are 8:00 

AM to 4:00 PM, Monday through Friday. 

9. The following procedures will be followed for the appeals process: 

a. The Chairperson of the Appeals Panel will convene the hearing, review procedures, 

and clarify the panel’s responsibilities. 

b. Each party has the right to the presence of chosen representative. 

c. Each party will be allowed to call witnesses, if desired. 

d. During the hearing, each party shall be allowed to make a statement of claim. The 

evaluatee will begin first. 

e. The panel may question either party or witnesses during the hearing. 

f. Each party will have an opportunity to question the other party and also witnesses. 

g. Each party will be asked to make closing remarks. 

h. The panel may make closing remarks. 

10. Following the hearing, the panel will deliberate and issue its written findings within five 

(5) working days. The panel may make one of the following recommendations to the 

Superintendent: 

a. Recommend a new evaluation by a second certified trained evaluator; 

b. Up hold all parts of the original evaluation; or 

c. Void all or part of the summative evaluation found to be in error. 

11. The finds of the panel shall be placed in the personnel file replacing or attached to the 

original summative. If there are no changes to the original summative form, then the 

original summative form will be sent to the District Office for permanent filing. In the 

case of a new evaluation, both evaluations shall be included in the employee’s personnel 

file and will be sent to the District Office for permanent filing. The written findings and 

decision will be presented to the evaluatee, evaluator and the Superintendent. 

12. The evaluatee may withdraw his/her appeal at any time during the appeals process. At 

anytime during the appeals process, the evaluator may make adjustments to the 

evaluatee’s summative form if they are acceptable to the evaluatee. 

13. The Panel’s decision may be appealed to the Kentucky Board of Education based on 

grounds and procedures contained in statute and regulation. 

Review/Revised:5/20/10 
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PERSONNEL 03.18 AP.12 

- CERTIFIED PERSONNEL - 

Confidentiality of Records 

Personnel evaluation records, specifically the personnel evaluation folder and its contents, will 

be kept as a part of the employee’s personnel file and will be treated as confidential as required 

by law. During an appeal/hearing, evaluation records will be kept in a secure location designated 

by the Superintendent. 

ACCESSIBILITY 

Evaluation records will be accessible only to: 

1. Members of the District Evaluation Appeals Panel when an employee has appealed 

his/her summative evaluation to the Panel. 

2. Administrators who supervise, or share the supervision of, the evaluatee. Generally, these 

administrators will include the Principal/Assistant Principal in the evaluatee's building, 

the Superintendent, and other District-level administrative staff members, as designated 

by the Superintendent. 

3. Representatives for the parties. 

4. The Board on advice of legal counsel and upon a majority vote when access to the 

information is required for lawful District purposes. Access may be permitted without a 

vote when such records are relevant and necessary to hearing matters or proceedings 

before the Board such as in the case of a demotion hearing under KRS 161.765. Except as 

otherwise required or authorized by law, access shall take place in closed session. 

5. Records may be subpoenaed in cases where litigation occurs. 

REFERENCES: 

KRS 61.878 

KRS 156.557 

KRS 161.765 

704 KAR 003:370 

RELATED PROCEDURE: 

03.18 AP.11 

Review/Revised:6/25/2015 

 

 

 

 

http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/161-00/765.pdf&requesttype=krs
http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/061-00/878.pdf&requesttype=krs
http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/156-00/557.pdf&requesttype=krs
http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/161-00/765.pdf&requesttype=krs
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/370.htm&requesttype=kar
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PERSONNEL 03.18 AP.21 

- CERTIFIED PERSONNEL - 

Appeals Panel Hearing Request Form 

I _________________________________________________, have been evaluated by 

_________________________________________during the current evaluative cycle.  My 

disagreement with the finds of the summative has been thoroughly discussed with my evaluator. 

I respectfully request the Ohio County School District Evaluation Appeals Panel to hear my 

appeal.  This appeal challenges the summative findings on: 

 _____________________________ substance 

 _____________________________ procedure 

 _____________________________ both substance and procedure 

________________________________________________ ________________ 

 Signature  Date 

Date of Summative Conference ___________________ 

Date evaluator notified of intent to appeal __________________ 

 

This form shall be presented in person or by certified mail to the Superintendent or the 

chairperson of the appeals panel within five (5) working days of completion of the 

summative conference. 

Related Procedures:  

03.18 AP.11 

03.18 AP.12 

                                                                                                        Review/Revised:5/20/10 
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PERSONNEL 03.18 AP.22 

-CERTIFIED PERSONNEL- 

Evaluation Committee/Evaluators and Observers 

EVALUATION COMMITTEE TASKS 

The following tasks have been completed by the Evaluation Committee, which shall consist of 

equal numbers of teachers and administrators: 

● Developing the processes to be used in formative and summative evaluations for 

certified positions below the level of District Superintendent. 

● Developing all forms associated with the evaluation process. 

● Establishing a procedure for certified employees to review their summative 

evaluation. 

● Developing plan for providing assistance to certified employees in formulating 

their professional growth plans. 

TRAINING AND TESTING OF EVALUATORS AND OBSERVERS 

In meeting the evaluation requirements of KRS 156.557 and 704 KAR 003:370, evaluators shall 

be trained, tested, and approved on a four (4) year cycle, and observers shall be trained as 

follows: 

Year one (1) of the District’s evaluator training cycle shall include the following training 

requirements: 

a) Training on KRS 156.557 and 704 KAR 003:370; 

b) Training in identifying effective teaching and management practices, in effective 

observation and conferencing techniques, in development of student growth goals, in 

providing clear and timely feedback, in establishing and assisting with a professional 

growth plan, and in summative decision techniques; 

c) Training provided by KDE for all certified administrator evaluators who have never 

evaluated certified school personnel; and 

d) Training, for all other evaluators, by a provider who has been approved by KDE as a 

trainer for the Instructional Leadership Improvement Program established in 704 

KAR 003:325. 

Year one (1) of the District’s evaluator training cycle shall include the following testing 

requirements: 

a) An evaluator shall successfully complete testing of research-based and professionally 

accepted teaching and management practices and effective evaluation techniques; 

b) The testing shall be conducted by KDE or an individual or agency approved by KDE; 

and 

c) The testing shall include certification as an observer through the KDE-approved 

observer certification process for an evaluator who is evaluating teachers or other 

professionals. 

http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/156-00/557.pdf&requesttype=krs
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/370.htm&requesttype=kar
http://policy.ksba.org/DocumentManager.aspx?requestarticle=/KRS/156-00/557.pdf&requesttype=krs
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/370.htm&requesttype=kar
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/325.htm&requesttype=kar
http://policy.ksba.org/documentmanager.aspx?requestarticle=/kar/704/003/325.htm&requesttype=kar
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PERSONNEL 03.18 AP.22 

 (Continued) 

Evaluation Committee/Evaluators and Observers 

TRAINING AND TESTING OF EVALUATORS AND OBSERVERS (CONTINUED) 

KDE shall issue year one (1) approval as an evaluator upon the evaluator’s successful 

completion of the required evaluation training and testing program and successful completion of 

observer certification. 

Years two (2) and three (3) of the District’s evaluator training and testing cycle shall include a 

minimum of six (6) hours in each year and shall include: 

a) Observer calibration training, in the KDE-approved technology platform, for all 

evaluators who observe teachers or other professionals, for the purpose of 

evaluation; 

b) Update training on personnel evaluation statutes and administrative regulations; 

and 

c) Training for evaluators on any changes to the personnel evaluation system and 

certified evaluation plan, policies, or procedures. 

Year four (4) of the District’s evaluator training and testing cycle shall include refresher 

evaluator training and, if evaluating teachers or other professionals, recertification training and 

testing. 

The District shall require peer observers to complete the KDE-approved peer observer training at 

least once every three (3) years. 

DISTRICT CONTACT 

The District shall designate a contact person responsible for monitoring evaluator training and 

for implementing the system. 

Review/Revised:6/22/2017 
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EVALUATION PROCESS 

 

 The performance based evaluation system includes two stages – FORMATIVE and 

SUMMATIVE. 

 

 The Formative stage is a continuous cycle of gathering data based on performance 

criteria and indicators outlined in the district plan.  All observations or monitoring of 

performance or alternative methods of data collection shall be conducted openly and with the full 

knowledge of the employee. 

 

 The summative stage is a summary of all the data collected during the formative stage.  

All summative evaluations shall be in writing on the approved summative form.  A copy shall be 

provided to the evaluatee, and a copy shall become a part of the official personnel record in the 

principal’s office and superintendent’s office. 

 

 The evaluation criteria and process used to evaluate certified school personnel shall be 

explained to and discussed with certified school personnel no later than the end of the first month 

of reporting for employment for each school year.  Each certified employee will be given a 

handbook containing all of the information to assure understanding. 

 

 Itinerant teachers are assigned to a certain principal to complete the summative report.  

However, all principals of the schools where the teacher works are to contribute formative data 

to the designated principal. 

 

All staff shall be trained and provided the Certified Evaluation Plan within 30 calendar days of 

reporting for employment each school year. 

 

 The immediate supervisor of the employee shall be designated as the primary evaluator.  

Additional trained administrators may be used to observe and provide data to the primary 

evaluator.  If requested by the teacher, observations by another teacher trained in the teacher’s 

content area or by curriculum content specialist shall be provided.  The selection of the third-

party observer shall, if possible, be determined through mutual agreement by evaluator and 

evaluate.  A teacher who exercises this option shall do so, in writing to the evaluator, by no later 

than February 15 of the academic year in which the summative evaluation occurs.  If the 

evaluator and evaluatee have not agreed upon the selection of the third party observer within five 

working days of the teacher’s written request, the evaluator shall select the third party observer.  

Central Office administrators shall do an additional observation of teachers new to the district 

not serving an internship, second year teachers who served an internship the previous year, 

teachers who will be considered for tenure the coming year, and any other as requested by the 

principal 

 

 

 

EVALUATION IS . . . 

the process of assessing or determining the effectiveness 

or performances and products 
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to promote the continuation of professional growth; and 

to assist in making personnel decisions 

for the purpose of improving instruction, curriculum, assessment, 

and other professional responsibilities. 

 

 

Role Group, Measure, and Performance Rating 
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Category Planning Environment Instruction Professionalism 

Teacher Domain I Domain II Domain III Domain IV 

Other 

Professional 

Domain I Domain II Domain III Domain IV 

Administrators Principal 

Performance 

Standards 3 

Human 

Resource 

Management 

and 4 

Organizational 

Management 

Principal 

Performance 

Standards 2 

School Climate 

and 5 

Communication 

and Community 

Relations 

Principal 

Performance 

Standards 1 

Instrutional 

Leadership 

Principal 

Performance 

Standards 6 

Professionalism 

District 

Personnel 

Principal 

Performance 

Standards 3 

Human 

Resource 

Management 

and 4 

Organizational 

Management 

Principal 

Performance 

Standards 2 

School Climate 

and 5 

Communication 

and Community 

Relations 

Principal 

Performance 

Standards 1 

Instrutional 

Leadership 

Principal 

Performance 

Standards 6 

Professionalism 

 

All Certified Personnel will be evaluated based upon the 4 Domains of Planning; 

Environment; Instruction; and Professionalism.  Each certified employee will receive a 

rating of Exemplary; Accomplished; Developing; or Ineffective in each Domain. 

 

EVALUATION PROCEDURES 

Observer Certification 

All principals will have participated in Initial Certified Evaluation Training provided or approved 

by KDE.  All principals will receive an annual update and review on observing staff.  The 

immediate supervisor shall be designated as the primary evaluator.  All administrators serving as 

a primary evaluator must complete the State Certified Evaluation Training prior to conducting 

observations for the purpose of evaluation.   

 

All observers will also receive 6 EILA approved hours of observation training annually. 
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Evaluation Framework 

All teachers and other professionals will be evaluated based upon the 4 Domains of the Kentucky 

Teacher and Other Professionals Framework.  All administrators (principals, assistant principals, 

and certified district personnel) will be evaluated based upon the Principal Performance 

Standards. 

 

Professional Growth Planning  
 

The Professional Growth Plan addresses realistic, focused, and measurable professional goals. 

The plan connects 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 identify explicit 

goals which drive the focus of professional growth activities, support, and on-going reflection.      

 

⬥ All Teachers and Other Professionals participate in professional growth 

planning each year due by September 15th.  

 

                                     •     All teachers  and other professionals will document professional growth 

planning on the district approved growth plan form. 

  

               •     All teachers and other professionals will collaboratively identify professional 

growth needs with their principal, be approved by the principal, and will return the 

professional growth plan by October 15 of each year.  Professional growth plans will be 

reviewed, updated, or changed by April 30 of each year. Observation windows, timelines 

and other requirements may be adjusted by the primary evaluator in special circumstances 

where the evaluatee has been absent due to approved leave, extenuating circumstances, late 

hire,  excessive  school days missed by the district for weather/illness, or  anyone that 

misses 60 consecutive days anytime during the year. The superintendent or other designee 

should approve the changes and notify the staff   member within 10 days of 

returning/beginning to work. 

 

● Teachers and Other Professionals will complete a Professional Enrichment 

Growth Plan unless they have been placed on an Assistance Growth Plan or 

an Assistance Growth Team due to weaknesses in areas of teaching or 

weakness in other professional areas. 

Enrichment Growth Plan: 
● Goal set by teacher with evaluator input. 
● Planned activities are teacher directed and implemented with colleagues. 
● Formative review annually. 

 

Assistance Growth Team or Assistance Growth Plan 
● Goal determined by evaluator or team. 
● Goals focused on low performance/outcome area. 
● Planned activities designed by evaluator or team with educator input. 
● Formative Review at midpoint and annual timelines. 

 

●  
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  •     All principals and assistant principals will collaboratively identify professional growth 

needs with their evaluator (or designee), be approved by the evaluator, and will return the 

professional growth plan by October 15 of each year.  Professional growth plans will be 

reviewed, updated, or changed by April 30 of each year. Observation windows, timelines 

and other requirements may be adjusted by the primary evaluator in special circumstances 

where the evaluatee has been absent due to approved leave, extenuating circumstances, late 

hire,  excessive  school days missed by the district for weather/illness, or  anyone that 

misses 60 consecutive days anytime during the year. The superintendent or other designee 

should approve the changes and notify the staff   member within 10 days of 

returning/beginning to work. 
 

 

Observation Schedule 

Required 

 

*  All teachers, other professionals, and administrators (including district 

personnel below the title of Superintendent) will receive a copy of the Certified 

Evaluation Plan (digital or physical) within the first 30 days of reporting for 

employment.  Staff who start later in the school year will still receive a copy 

within 30 days of reporting for employment. 

                                  

 

Observations may begin after the evaluation training takes place within 30 calendar days 

of reporting for employment each school year.  

⬥ Certified evaluations will be completed by May 1. 

  

 

Observation Criteria 

 

Teachers will be evaluated based upon the 4 Domains of the Kentucky Teaching 

Framework:  Planning; Environment; Instruction; and Professionalism.    Other sources of 

evidence (listed in evidence section of the CEP) may fall under any of these domains, including 

Student Performance Data; Student Voice; and other components that may fall outside of the 

classroom observation. 

 

Other Professionals will be evaluated based upon the 4 Domains of the Kentucky 

Teaching Framework:  Planning/Preparation; Environment; Instruction/Delivery of Service; and 

Professional Responsibilities.    Other sources of evidence (listed in evidence section of the CEP) 

may fall under any of these domains, including Student Performance Data; Student Voice; and 

other components that may fall outside of the classroom observation. 

 

 

 

Formative Classroom Observations will be rated based upon the administrator’s professional 

judgment and other sources of evidence (See Other Sources of Evidence Section): 
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Supervisors are responsible for determining a rating for each teacher at the conclusion of the 

summative evaluation year based upon the collection of observation data and other sources of 

evidence (See Other Sources of Evidence Section).  The Overall Performance Category is 

informed by the educator’s ratings on professional practice in the 4 Domains and then rated 

based upon the evaluation Matrix (See page 15) and other sources of evidence.  

 

 

 

 

 

 

NON-TENURED TEACHERS 

 

 Formative Stage 

 

 Non-tenured teachers shall be observed by the primary evaluator a minimum of two (2) 

times each year  Additional formal and/or informal observations may be done as deemed 

necessary to provide assistance and to monitor the assistance growth plan process. 

 

 A post-observation conference shall be held after any observation has been completed.  

All conferences shall be held within five (5) working days following the observations.  The 

evaluator shall provide a copy of the evaluation instrument to the evaluatee and conduct the 

conference within five (5) working days.  Both parties are to sign the form indicating that the 

data has been discussed.  The evaluatee may write any comments in response to the report and 

request that the comments be attached to the evaluation instrument. 

 

Supervisors are responsible for determining a rating for each teacher at the conclusion of the 

summative evaluation year based upon the collection of observation data and other sources of 

evidence (See Other Sources of Evidence Section).  The Overall Performance Category is 

informed by the educator’s ratings on professional practice in the 4 Measures: Planning 

(Measure 1), Environment (Measure 2), Instruction (Measure3), and Professionalism (Measure 

4), and then rated based upon the evaluation Matrix (See page 15) and other sources of evidence.  
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To determine overall evaluation ratings, see the evaluation matrix below. 

 

CRITERIA FOR DETERMINING A TEACHER’S Summative RATING 
 

If…. Then…. 

Measures 2 and 3 are rated  
INEFFECTIVE 
 

Professional Practice 
Rating shall be  
INEFFECTIVE 

Measures 2 or 3 are rated 
INEFFECTIVE 
 

Professional Practice 
Rating shall be 
DEVELOPING OR 
INEFFECTIVE 

Measures 1 and 4 are rated  
INEFFECTIVE 
 

Professional Practice 
Rating shall NOT be 
EXEMPLARY 

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

Professional Practice 
Rating shall be 
ACCOMPLISHED 

Two Measures are rated DEVELOPING,  
And two Measures are rated 
EXEMPLARY 
 

Professional Practice 
Rating shall be 
ACCOMPLISHED 

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

Professional Practice 
Rating shall be 
EXEMPLARY 

 

 

The “Individual Professional Growth Plan” is to be completed annually by all certified 

employees.  The growth plan is to be denoted as enrichment or assistance.  The enrichment 

growth plan shall be completed annually by staff members who are “Accomplished or 

Exemplary,” but need to continue and extend their professional growth.  The assistance growth 

plan shall be completed by staff who have performance areas marked as “Developing or 

Ineffective” With the assistance growth plan the evaluator takes an active role in the activities 

and appraisal of the activities along with the evaluatee.  Intensive assistance may require the use 

of an assistance team of individuals to help the staff member grow professionally. 

 

The individualized professional growth plan shall be aligned with specific goals and objectives 

of the Comprehensive School Improvement Plan.  Growth plans shall address measurable 

specific objectives that the evaluator and/or evaluatee identify.  Evaluators are to coordinate the 

growth plan efforts with the evaluatee and provide suggestions, ideas, and strategies for 

improvement.  The evaluator may request assistance from other employees including teachers, 

principals, and central office staff.  Such assistance could include demonstration teaching, 

sharing ideas on methods and instructional strategies, materials, suggested professional journals, 

observations of effective staff members, etc.  In addition, professional development, additional 

coursework, and other building level meetings shall be focused on the common needs of 
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evaluatees.  Principals should keep a cumulative list of professional development needs as the 

observation and evaluation of the staff progresses. 

 

Summative Stage 

 

The summative process is a complete review of all data collected during the formative 

cycle, including observations and evidence (listed in Other Sources of Evidence section) over the 

course of the school year..  A summative evaluation report shall be completed annually for all 

non-tenured teachers and shall be completed by May 1. 

 

A conference shall be held with the evaluatee to discuss the summative report and to 

review the individual growth plan and/or discuss the development of the next plan to be 

implemented.  The evaluator will review all of the evaluation and performance data and make a 

professional determination of employees summative performance and thus determine an overall 

rating. The evaluator shall provide a copy of the summative report to the evaluatee, and both 

parties are to sign the form indicating that the report has been discussed.  The evaluatee may 

make any written response to the report that will be in their official personnel record.  Any 

comments may include a statement of objection and a request that the summative evaluation be 

reviewed in whole or in part by the Appeals Committee.  The appeals process shall be handled as 

outlined in Board policy 03.18 and Administrative Procedure 03.18 AP.11. 

 

 

 

 

 

TENURED TEACHERS 

 

Formative Stage 

 

Tenured teachers working on an enrichment individualized growth plan shall be observed 

at least one (1) time each year.  This observation shall be completed by May 1 if a summative 

evaluation report is due that year.  Otherwise, observations can be done any time from August 

through May.  Tenured teachers working on an assistance growth plan shall be observed a 

minimum of two (2) times annually.by May 1.  Additional formal and/or informal observations 

may be done as deemed necessary to provide assistance and to monitor the assistance growth 

plan process. 

 

All procedures for observations, pre-observation worksheets, pre-observation 

conferences, post-observation conferences are the same as described in the non-tenured teacher 

section. 

 

Summative Stage 
 

Tenured teachers working on an enrichment individualized growth plan shall be 

evaluated summatively a minimum of one (1) time every three (3) years by May 1 of the year the 
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summative report is due.  Tenured teachers working on an assistance growth plan shall be 

evaluated summatively on an annual basis by May 1. 

 

Formative Classroom Observations will be rated based upon the administrator’s professional 

judgment and other sources of evidence (See Other Sources of Evidence Section): 

 

Supervisors are responsible for determining a rating for each teacher at the conclusion of the 

summative evaluation year based upon the collection of observation data and other sources of 

evidence (See Other Sources of Evidence Section).  The Overall Performance Category is 

informed by the educator’s ratings on professional practice in the 4 Domains and then rated 

based upon the evaluation Matrix (See page 15) and other sources of evidence.  

 

 

 

A conference shall be held with the evaluatee to discuss the summative report and to 

review the individual growth plan and/or discuss the development of the next plan to be 

implemented.  The evaluator will review all of the evaluation and performance data and make a 

professional determination of employees summative performance and thus determine an overall 

rating. The evaluator shall provide a copy of the summative report to the evaluatee, and both 

parties are to sign the form indicating that the report has been discussed.  The evaluatee may 

make any written response to the report.  Any comments may include a statement of objection 

and a request that the summative evaluation be reviewed in whole or in part by the Appeals 

Committee.  The appeals process shall be handled as outlined in Board policy 03.18 and 

Administrative Procedure 03.18 AP.11. 

 

 

 

 

Additional sources of evidence that can be used to support educator practice include: 

● Program review evidence 

● Student Voice  

● Assessment Data (local and state) 

● Student Growth Data 

● Team-developed curriculum units 

● Lesson plans 

● Communication logs 

● Timely, targeted feedback from mini or informal observations/walk throughs 

● 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 

● Professional Development documentation 

● Engagement in professional organizations 
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● Any educational document pertaining to Domains 1-4 

Emails 

ECCERS or CLASS  

Surveys 

School Report Card Data 

 

 

Other Professionals 
 

Other’s Role Group, Measure, and Performance Rating 

Category Planning Environment Instruction Professionalis

m 

Teacher Domain I Domain II Domain III Domain IV 

Other 

Professional 

Domain I Domain II Domain III Domain IV 

Administrators 
Principal 

Performance 

Standards 3 

Human 

Resource 

Management 

and 4 

Organization

al 

Management 

Principal 

Performance 

Standards 2 

School 

Climate and 

5 

Communicat

ion and 

Community 

Relations 

Principal 

Performance 

Standards 1 

Instructional 

Leadership 

Principal 

Performance 

Standards 6 

Professionalis

m 

District 

Personnel 

Principal 

Performance 

Standards 3 

Human 

Resource 

Management 

and 4 

Organization

al 

Management 

Principal 

Performance 

Standards 2 

School 

Climate and 

5 

Communicat

ion and 

Community 

Relations 

Principal 

Performance 

Standards 1 

Instructional 

Leadership 

Principal 

Performance 

Standards 6 

Professionalis

m 

 

 

 

Educators must be trained and provided the Evaluation plan within the first 30 days of the 

school year. 
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⬥ All Other Professionals must complete a professional growth plan by September 

15
th

. 

⬥ The professional growth plan must be on the district approved form. 

⬥ Observations may begin after the evaluation training takes place within 30 calendar 

days of reporting for employment each school year.  

⬥ Certified evaluations will be completed by May 1. 

 

Certified employees whose job title is not a direct classroom teacher will be 

evaluated based upon the Other Professional Standards Domains that are set for each 

position are Planning; Environment; Instruction; and Professionalism.  Their evaluation 

timeline will mirror the tenured or non-tenured schedule, with a summative evaluation 

occurring every 3 years for tenured and annually for non-tenured except for Guidance 

Counselors who will receive a summative annually. 

 

A conference shall be held with the evaluatee to discuss the summative report and to 

review the individual growth plan and/or discuss the development of the next plan to be 

implemented.  The evaluator will review all of the evaluation and performance data and make a 

professional determination of employees summative performance and thus determine an overall 

rating.  The evaluator shall provide a copy of the summative report to the evaluatee, and both 

parties are to sign the form indicating that the report has been discussed.  The evaluatee may 

make any written response to the report that will be in their official personnel record.  Any 

comments may include a statement of objection and a request that the summative evaluation be 

reviewed in whole or in part by the Appeals Committee.  The appeals process shall be handled as 

outlined in Board policy 03.18 and Administrative Procedure 03.18 AP.11. 

 

Formative Observations will be rated based upon the administrator’s professional judgement and 

other sources of evidence (See Other Sources of Evidence Section): 

 

Supervisors are responsible for determining a rating for each other professionals at the 

conclusion of the summative evaluation year based upon the collection of observation data and 

other sources of evidence (See Other Sources of Evidence Section).  The Overall Performance 

Category is informed by the educator’s ratings on professional practice in the 4 Measures: 

Planning (Measure 1), Environment (Measure 2), Instruction (Measure 3), and Professionalism 

(Measure 4), and then rated based upon the evaluation Matrix (See page 15) and other sources of 

evidence. 
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CRITERIA FOR DETERMINING A OTHER’S Summative RATING 

 

If…. Then…. 

Measures 2 and 3 are rated  
INEFFECTIVE 
 

Professional Practice 
Rating shall be  
INEFFECTIVE 

Measures 2 or 3 are rated 
INEFFECTIVE 
 

Professional Practice 
Rating shall be 
DEVELOPING OR 
INEFFECTIVE 

Measures 1 and 4 are rated  
INEFFECTIVE 
 

Professional Practice 
Rating shall NOT be 
EXEMPLARY 

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

Professional Practice 
Rating shall be 
ACCOMPLISHED 

Two Measures are rated DEVELOPING,  
And two Measures are rated 
EXEMPLARY 
 

Professional Practice 
Rating shall be 
ACCOMPLISHED 

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

Professional Practice 
Rating shall be 
EXEMPLARY 

 

Additional sources of evidence that can be used to support educator practice include: 

● Program review evidence 

● Student Voice  

● Assessment Data (local and state) 

● Student Growth Data 

● Team-developed curriculum units 

● Lesson plans 

● Communication logs 

● Timely, targeted feedback from mini or informal observations/walk throughs 

● 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 

● Professional Development documentation 

● Engagement in professional organizations 

● Any educational document pertaining to Domains 1-4 
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Emails 

ECCERS or CLASS  

Surveys 

School Report Card Data 

 

ADMINISTRATORS and DISTRICT PERSONNEL 

 

Role Group, Measure, and Performance Rating 

Category Planning Environment Instruction Professionalism 

Teacher Domain I Domain II Domain III Domain IV 

Other 

Professional 

Domain I Domain II Domain III Domain IV 

Administrators 
Principal 

Performance 

Standards 3 

Human 

Resource 

Management 

and 4 

Organization

al 

Management 

Principal 

Performance 

Standards 2 

School 

Climate and 

5 

Communicat

ion and 

Community 

Relations 

Principal 

Performance 

Standards 1 

Instructional 

Leadership 

Principal 

Performance 

Standards 6 

Professionalism 

District 

Personnel 

Principal 

Performance 

Standards 3 

Human 

Resource 

Management 

and 4 

Organization

al 

Management 

Principal 

Performance 

Standards 2 

School 

Climate and 

5 

Communicat

ion and 

Community 

Relations 

Principal 

Performance 

Standards 1 

Instructional 

Leadership 

Principal 

Performance 

Standards 6 

Professionalism 

 

 

(Adminstrators and certified district personnel will be observed and evaluated based upon the 

Principal Performance Standards   (Instructional Leadership; School Climate; Human Resource 

Management; Organizational Management; Communication and Community Relations; and 

Professionalism) and other performance evidence (see list of evidence in the teacher section). 

 

All administrators and district personnel must create a professional growth plan by September 

15. 
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The professional growth plan must be completed on a district approved form. 

 

● Administrators will complete an Enrichment Professional Growth Plan 

unless they have been placed on an Assistance Growth Plan or an Assistance 

Growth Team due to weaknesses in areas of teaching or weakness in other 

professional areas. 

Enrichment Growth Plan: 
● Goal set by teacher with evaluator input. 
● Planned activities are teacher directed and implemented with colleagues. 
● Formative review annually. 

 

Assistance Growth Team or Assistance Growth Plan 
● Goal determined by evaluator or team. 
● Goals focused on low performance/outcome area. 
● Planned activities designed by evaluator or team with educator input. 
● Formative Review at midpoint and annual timelines. 

 

 

 

Educators must be trained and provided the Evaluation plan within the first 30 calendar 

days of reporting to employment each school year. 

⬥ Observations may begin after the evaluation training takes place within 30 calendar 

days of reporting for employment each school year.  

⬥ Administrator and District Personnel evaluations will be completed by June 15th. 

 

 

Administrators will at a minimum, annually receive a formative and summative evaluation 

performed by the Superintendent or designee by June 25
th

..  More observations may be 

performed as needed.  . A conference shall be held with each administrator to discuss the 

summative report and to review the individual growth plan and/or discuss the next plan to be 

implemented. 

 

Formative Observations will be rated based upon the evaluator’s professional judgment and other 

sources of evidence (See Other Sources of Evidence Section): 

 

Supervisors are responsible for determining a rating for each administrator at the conclusion of 

the summative evaluation based upon the collection of observation data and other sources of 

evidence (See Other Sources of Evidence Section).  The Overall Performance Category is 

informed by the educator’s ratings on professional practice (principal performance standards) in 

the 4 Measures and then rated based upon the evaluation Matrix (See page 15) and other sources 

of evidence.  

 

 

 

A conference shall be held with the evaluatee to discuss the summative report and to 

review the individual growth plan and/or discuss the development of the next plan to be 

implemented.  The evaluator will review all of the evaluation and performance data and make a 

professional determination of employees summative performance and thus determine an overall 
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rating. The evaluator shall provide a copy of the summative report to the evaluatee, and both 

parties are to sign the form indicating that the report has been discussed.  The evaluatee may 

make any written response to the report that will be in their official personnel record.  Any 

comments may include a statement of objection and a request that the summative evaluation be 

reviewed in whole or in part by the Appeals Committee.  The appeals process shall be handled as 

outlined in Board policy 03.18 and Administrative Procedure 03.18 AP.11. 

Provisions will be made for the superintendent’s professional growth plan pursuant to KRS 

156.111 and 704 KAR 3:406. 

 

All other procedures shall be followed as described for teachers. 

 

 

Professional Growth Planning and Self-Reflection  

Completed by principals & assistant principals & other district certified personnel 

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

The plan will connect data from multiple sources including site-visit conferences, data on student 

growth and achievement, and professional growth needs identified through self-assessment and 

reflection. Professional Growth Plans should align with district/school improvement plans.  Self-

reflection improves principal practice through ongoing, careful consideration of the impact of 

leadership practice on student growth and achievement.  

 

 

 

 

Additional sources of evidence that can be used to support educator practice include: 

● Program review evidence 

● Assessment Data (local and state) 

● Student Growth Data 

*CSIP 

● Special Education Documentation 

● Communication logs 

● Timely, targeted feedback from mini or informal observations/walk throughs 

● Student data records 

● Minutes from PLCs 

● School Schedules 

● SBDM Material 

● EILA 

● Community Engagement 

● School Schedules 

● Teacher interviews 

● Teacher committee or team contributions 

● Parent engagement surveys 

● Records of student and/or teacher attendance 

● Professional Development documentation 

● Engagement in professional organizations 

● Any educational document pertaining to Domains 1-4 

Emails 
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Surveys 

TELL Survey 

School Report Card Data 

Observations Conducted/Staff Management Records 

 

 

 

 

 

In order to determine the rating of the Planning Performance Measure and the 

Environment Performance Measure, the following decision rules will apply: 

 

If… Then… 

One standard is rated Developing , and  
One standard is rated Accomplished 
 

Planning/Environment Performance 
Measure shall be rated Accomplished 

One standard is rated Developing , and  
One standard is rated Exemplary 
 

Planning/Environment Performance 
Measure shall be rated Accomplished 

One standard is rated Accomplished , and  
One standard is rated Exemplary 
 

Planning/Environment Performance 
Measure shall be rated Exemplary 

One standard is rated as Ineffective Planning/Environment Performance 
Measure shall not be ANY  
Higher than Accomplished 
 

Two standards are rated Ineffective Planning/Environment Performance 
Measure shall be Ineffective 
 

 

Once each of the four Performance Measures (Planning {Measure1}, Environment {Measure 2}, 
Instruction {Measure 3}, and Professionalism {Measure 4}) have been rated Exemplary, 
Accomplished, Developing, or Ineffective, the superintendent or designee/principal or designee 
will use the following decision rules as a guide and professional judgment based on evidence to 
determine the principal’s/assistant principal and other district certified personnel’s final Overall 
Summative Rating.   
 

 

 

 

 



38 
 

RATING 

If…. Then…. 

Measures 2 and 3 are rated  
INEFFECTIVE 
 

Professional Practice 
Rating shall be  
INEFFECTIVE 

Measures 2 or 3 are rated 
INEFFECTIVE 
 

Professional Practice 
Rating shall be 
DEVELOPING OR 
INEFFECTIVE 

Measures 1 and 4 are rated  
INEFFECTIVE 
 

Professional Practice 
Rating shall NOT be 
EXEMPLARY 

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

Professional Practice 
Rating shall be 
ACCOMPLISHED 

Two Measures are rated DEVELOPING,  
And two Measures are rated 
EXEMPLARY 
 

Professional Practice 
Rating shall be 
ACCOMPLISHED 

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

Professional Practice 
Rating shall be 
EXEMPLARY 

 

 

MANAGEMENT OF DATA 

 

 

All evaluation data shall be kept in a central personnel file as follows: 

 

1) All building level staff observation and evaluation data shall be filed by the 

principal in the building.  Only a copy of the summative report is kept in a central 

file in the Superintendent’s office. 

2) All other administrative staff data shall be filed in a central file in the 

Superintendent’s office. 

 

When an employee transfers within the system, the personnel file needs to be sent to the 

principal of the new school.  When an employee leaves the system, the personnel file shall be 

maintained in an inactive file for a minimum of five (5) years. 

Any observation or evaluation data five (5) years or older in the active personnel file may 

be purged by the evaluator. 

All personnel file data is confidential, but is open for examination at the request of the 

employee. 

 



39 
 

TEACHER EVALUATION TIMELINE 

 

1. All employees given an orientation of the “Certified Employee 

Evaluation Plan” 

Within the first 

30 days of 

reporting to 

school. 

  

2. Identification and notification of employees to be evaluated. September 30 

  

3. Primary evaluator completes first formal observation with non-

tenured teachers. 

By December 30 

  

4. Primary evaluator completes the informal observation and 

summative evaluation conference with non-tenured and tenured 

teachers on an Assistance Growth Plan 

By May 1 

  

5. Primary evaluator completes the informal observation and 

summative evaluation conference with non-tenured teachers, and 

the formal observation and summative evaluation conference with 

identified tenured teachers on an Enrichment Growth Plan. 

By May 1 

  

6. Formal and informal observations of other tenured teachers 

(summative not due) 

August-May 

  

7. Formal and informal observations of non-tenured teachers. August-May 10 

  

8. Summatives sent to Superintendent’s office to be placed in 

official file. 

By May 1 

 

ADMINISTRATOR EVALUATION TIMELINE 

 

1. All administrators given an orientation of the “Certified 

Employee Evaluation Plan”, and their duties and responsibilities 

as primary evaluator. 

Within the first 

30 days of 

reporting to 

school 

  

2. All administrators develop an “Individual Professional Growth 

Plan” based on specific goals and objectives of the 

Comprehensive School Improvement Plan and professional 

development plan 

By September 30 

  

3. Formal and/or informal observations August-May 

  

4. Summative conferences completed  By June 15  
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PRIMARY EVALUATOR DESIGNEES* 

 

 

Evaluatee    Evaluator 

 

Teacher    Principal/Asst. Principal 

Media Specialist   Principal/Asst. Principal 

Speech Therapist   Principal/Director of SPED 

Guidance Counselor   Principal/Asst. Principal 

School Psychologist   Principal/Director of SPED 

Other Professionals   Principal/District Designee 

Assistant Principal                         Principal,  

Principal    Superintendent/Designee 

Central Office Administrator  Superintendent 

Superintendent   Board of Education 

 

 

 
*Other administrative personnel may be designated to assist with the evaluation process.  For example, 

assistant principals, instructional supervisors, and the assistant superintendents may be assigned this 

responsibility. 
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OHIO COUNTY SCHOOLS 

 

PROFESSIONAL GROWTH PROCESS 

 

PROFESSIONAL DEVELOPMENT NEEDS 

 

     ___________________________            _________  

                                     School                                                                         Year 

 

 Member Professional Growth Plan 

Criterion/Objective 

Stage of Development 
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PERFORMANCE EVALUATION 

EMPLOYEE ASSISTANCE 

 

When performance does not meet district standards, the following process will be used by the 

evaluator to aid the evaluatee in improving performance: 

 

a) Evaluation contacts become more frequent and formal. 

b) The primary evaluator notifies the evaluatee that his or her performance is not meeting 

district standards. 

c) Specific data is shared with the evaluatee that identifies the deficiencies and verifies the 

situation. 

d) An Individualized Growth Plan is developed by evaluator and evaluatee.  This plan shall 

address the performance area, goals and activities that achieve desired performance and 

target dates for follow-up observations. 

e) If necessary, an Intensive Assistance team may supplement the work of the primary 

evaluator.  Intensive Assistance is a team effort to supply skills, knowledge and time of 

several supervisory personnel.  An example of an IA team may consist of: 

Primary Evaluator 

Central Office Administrators 

University Personnel such as KTIP or Student Teacher Supervisors or other specific 

content persons 

Teachers in a similar assignment 

 

The evaluator and evaluatee should discuss the possible persons to serve on this Intensive 

Assistance Team and mutually agree on its make-up. 

 

f) Evaluatee is given help to improve. 

g) Evaluatee is given time to improve. 

h) Evaluatee is given progress reports. 

i) Evaluator stresses job expectations. 

j) Evaluator discusses further action if evaluatee fails to comply. 

k) Evaluations are to be in narrative style. 

l) The deficiency evaluation process should begin in sufficient time to be completed and 

appropriate forms submitted by May 10. 
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OHIO COUNTY SCHOOLS 

EMPLOYEE ASSISTANCE RECORD 
 

   

NAME: Date Date Date Date 

Classroom Observation     

Professional Growth Plan Developed     

Request for Assistance Team     

Assistance Team Selected     

Principal/Supervisor/Teacher 

Meeting to explain assistance 

    

1
st
 Meeting of Assistance Team     

2
nd

 Meeting of Assistance Team     

3rd Meeting of Assistance Team     

4th Meeting of Assistance Team     

Summative Evaluation     

Conference with Superintendent and/or 

Attorney 

    

Summative Conference with Employee     

Termination Letter (if necessary)     

 

 

Signatures: 

 

Principal ________________________________ 

 

Team Members ___________________________ 

 

________________________________________ 

 

________________________________________ 

 

________________________________________ 

 

________________________________________ 

 

________________________________________ 

 

________________________________________ 
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OHIO COUNTY SCHOOLS 

ASSISTANCE TEAM LOG OF ACTIVITIES 

 

 

EMPLOYEE:                ____________________________________________ 

 

DATE OF MEETING: ____________________________________________ 

 

PERSONS PRESENT: 

   

   

   

 

 

SUMMARY OF MEETING: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

RECOMMENDATIONS: 

 

 

 

 

 

 

 

 

 

 

NEXT MEETING: 
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_______________School Year                                                     

_______________Enrichment 

________________Assistance 

 

                                                  OHIO COUNTY SCHOOLS 

INDIVIDUAL PROFESSIONAL GROWTH PLAN 

 

 

 

 

EVALUATEE  DATE __________________        
  

 WORKSITE _____________ 

 

 

1.DOMAIN 

 

 

2.TEACHER STANDARD 

 

 

3.GROWTH OBJECTIVE(S) [Describe desired outcome] 

 

 

4.PRESENT STAGE OF DEVELOPMENT:             

Awareness _____________    Preparation___________ 

Implementation _________    Refinement___________ 

 

 

5.PROCEDURES AND ACTIVITIES FOR ACHIEVING OBJECTIVES:   
 

Evaluatee Target Dates_______ 
 

Evaluator Target Dates_______ 

 

6.APPRAISAL METHOD: 

 

 

7.EVALUATEE’S/EVALUATOR’S COMMENTS: 

 

 

Individual Growth Plan Developed         Achieved/Revised/Continued 

Evaluatee/Date ______________ Evaluatee/Date _____________ 

Evaluator/Date ______________ Evaluator/Date  _____________ 

 

 

 

 



46 
 

EVALUATION STANDARDS AND PERFORMANCE CRITERIA 

FOR EDUCATION ADMINISTRATORS-2008 ISLLC STANDARDS 

 

The following performance evaluation standards and performance criteria are the Interstate 

School Leaders Licensure Consortium (ISLLC) Standards for School Leaders that were adopted 

by the Education Professional Standards Board as part of the procedures for obtaining 

administrative certification in Kentucky. 

 

 

Review the following standard titles and descriptions of each: 

 

 

ISLLC Evaluation Standards for Education Administrators 

 

1.   Vision 

An education leader promotes the success of every student by facilitating the 

development, articulation, implementation, and stewardship of a vision of 

learning that is shared and supported by all the stakeholders. 
 

2.   School Culture and Learning 

An education leader promotes the success of every student by advocating, nurturing, 

and sustaining a school culture and instructional program conducive to student 

learning and staff professional growth. 
 

3.   Management 

An education leader promotes the success of every student by ensuring management 

of the organization, operations, and resources for a safe, efficient, and effective 

learning environment. 
 

4.   Collaboration 

An education leader promotes the success of all students by collaborating with 

faculty and community members, responding to diverse community interests and 

needs, and mobilizing community resources. 
 

5.   Integrity, Fairness, Ethics 

An education leader promotes the success of every student by acting with integrity, 

fairness, and in an ethical manner. 
 

6.   Political, Economic, Legal 

An education leader promotes the success of every student by understanding, 

responding to, and influencing the political, social, economic, legal, and cultural 

context. 
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ISLLC 

Evaluation Standards and Performance Criteria 

 for Education Administrators 

(All performance criteria may not apply to all administrative positions.) 

 

Standard 1: Vision 

 An education leader promotes the success of every student by facilitating the development, 

articulation, implementation, and stewardship of a vision of learning that is shared and 

supported by all the stakeholders. 

 Performances – The administrator facilitates processes and engages in activities ensuring that: 

  

A. Collaboratively develop and implement a shared vision and mission 

B. Collect and use data to identify goals, assess organizational effectiveness, and promote 

organizational learning 

C.  Create and implement plans to achieve goals 

D. Promote continuous and sustainable improvement 

E. Monitor and evaluate progress and revise plans 

 

Standard 2: School Culture and Learning 

An education leader promotes the success of every student by advocating, nurturing, and sustaining a 

school culture and instructional program conducive to student learning and staff professional 

growth. 
Performances – The administrator facilitates processes and engages in activities ensuring that: 

  

A. Nurture and sustain a culture of collaboration, trust, learning, and high expectations 

B. Create a comprehensive, rigorous, and coherent curricular program 

C. Create a personalized and motivating learning environment for students 

D. Supervise instruction 

E. Develop assessment and accountability systems to monitor student progress 

F. Develop the instructional and leadership capacity of staff 

G. Maximize time spent on quality instruction 

H. Promote the use of the most effective and appropriate technologies to support teaching and 

learning 

I. Monitor and evaluate the impact of the instructional program 

J. Demonstrates professional growth 

 

 

Standard 3: Management 

An education leader promotes the success of every student by ensuring management of the 

organization, operations, and resources for a safe, efficient, and effective learning environment. 
Performances – The administrator facilitates processes and engages in activities ensuring that 

  

A. Monitor and evaluate the management and operational systems 

B. Obtain, allocate, align, and efficiently utilize human, fiscal, and technological resources 

C. Promote and protect the welfare and safety of students and staff 

D. Develop the capacity for distributed leadership 

E. Ensure teacher and organizational time is focused to support quality instruction and student 
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learning 

F Performs responsibilities related to assignment including attendance and punctuality and 

evaluating results 

Standard 4: Collaboration 

An education leader promotes the success of all students by collaborating with faculty and 

community members, responding to diverse community interests and needs, and mobilizing 

community resources. 
Performances – The administrator facilitates processes and engages in activities ensuring that: 

  

A. Collect and analyze data and information pertinent to the educational environment 

B. Promote understanding, appreciation, and use of the community’s diverse cultural, social, and 

intellectual resources 

C. Build and sustain positive relationships with families and caregivers 

D. Build and sustain productive relationships with community partners 

 

 

 

Standard 5:  Integrity, Fairness, Ethics 

An education leader promotes the success of every student by acting with integrity, fairness, and in 

an ethical manner. 

Performances – The administrator facilitates processes and engages in activities ensuing that: 

  

A. Ensure a system of accountability for every student’s academic and social success 

B. Model principles of self-awareness, reflective practice, transparency, and ethical behavior 

C. Safeguard the values of democracy, equity, and diversity 

D. Consider and evaluate the potential moral and legal consequences of decision-making 

E. Promote social justice and ensure that individual student needs inform all aspects of schooling 

F. Adheres to the professional code of ethics 

G. Attains other established EPSB standards 

 

 

Standard 6:  Political, Economic, Legal 
An education leader promotes the success of every student by understanding, responding to, and 

influencing the political, social, economic, legal, and cultural context. 

 

Performances – The administrator facilitates processes and engages in activities ensuring that: 

  

A. Advocate for children, families, and caregivers 

B. Act to influence local, district, state, and national decisions affecting student learning 

C. Assess, analyze, and anticipate emerging trends and initiatives in order to adapt leadership 

strategies 
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OHIO COUNTY SCHOOLS       REVISED 06/09 

FORMATIVE OBSERVATION FOR ADMINISTRATORS 

 

Administrator____________________________        

School____________________________ 

 

Position________________________________ Date of _________________ 

Observation_____________________________   

Standard/Performance 

Criteria 

Performance Ratings 

1:  An education 

leader promotes the 

success of every 

student by 

facilitating the 

development, 

articulation, 

implementation, and 

stewardship of a 

vision of learning 

that is shared and 

supported by all 

stakeholders. 

Exemplary Accomplished Developing Ineffective 

A.  Collaboratively 

develop and 

implement a shared  

      vision and mission 

    

B.  Collect and use 

data to identify goals, 

assess  

      organizational 

effectiveness, and  

      promote 

organizational 

learning. 

    

C.  Create and 

implement plans to 

achieve goals 

    

D.  Promote 

continuous and 

sustainable 

improvement 

    

E.  Monitor and 

evaluate progress and 

revise plans. 

    

Overall Rating of 

Standard 1 
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COMMENTS:     

     

     

     

     

     

2:  An education 

leader promotes the 

success of every 

student by 

advocating, 

nurturing and 

sustaining a school 

culture and 

instructional 

program conducive 

to student learning 

and staff professional 

growth.   

Exemplary Accomplished Developing Ineffective 

A.  Nurture and 

sustain a culture of 

collaboration, trust,  

      learning, and high 

expectations 

    

B.  Create 

comprehensive, 

rigorous, and coherent    

      curricular program 

    

C.  Create a 

personalized and 

motivating learning  

      environment for 

students. 

    

D.  Supervise 

instruction 

    

E.   Develop 

assessment and 

accountability systems 

to     

      monitor student 

progress. 

    

F.   Develop the 

instructional and 

leadership capacity of  

      staff. 

    

G.  Maximize time 

spent on quality 
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instruction. 

H.  Promote the use of 

the most effective and 

appropriate 

      technologies to 

support teaching and 

learning 

    

I.   Monitor and 

evaluate the impact of 

the instructional  

      program 

    

J.   Demonstrate 

professional growth 

    

Overall Rating of 

Standard 2 

    

COMMENTS:     

     

 

 

 

 

 

 

 

Standard/Performance 

Criteria 

Performance Ratings 

3:  An education 

leader promotes the 

success of every 

student by ensuring 

management of the 

organization, 

operation, and 

resources for a safe, 

efficient, and 

effective learning 

environment.   

Exemplary Accomplished Developing Ineffective 

A.  Monitor and 

evaluate the 

management and  

      operational 

systems 

    

B.  Obtain, allocate, 

align, and efficiently 

utilize human,  

      fiscal, and 

technological 
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resources 

C.  Promote and 

protect the welfare and 

safety of  

      students and staff 

    

D.  Develop the 

capacity for 

distributive leadership 

    

E.  Ensure teacher and 

organizational time is 

focused to  

      support quality 

instruction and student 

learning 

    

F.   Perform 

responsibilities related 

to assignment, 

including attendance 

and punctuality and 

evaluating results. 

    

Overall Rating of 

Standard 3 

 
   

COMMENTS:     

 
 

 

   

     

4:  An education 

leader promotes the 

success of every 

student by 

collaborating with 

faculty and 

community members, 

responding to diverse 

community interests 

and needs and 

mobilizing 

community 

resources. 

Exemplary Accomplished Developing Ineffective 

A. Collect and analyze 

data and information 

pertinent to 

      the educational 

system 

    

B.  Promote 

understanding, 

appreciation, and use 
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of the  

      community’s 

diverse cultural, social, 

and intellectual  

      resources 

C.  Build and sustain 

positive relationships 

with families  

      and caregivers 

    

D.  Build and sustain 

productive 

relationships with  

      community 

partners 

    

Overall Rating of 

Standard 4 

 
   

COMMENTS:     

     

     

5:  An education 

leader promotes the 

success of every 

student by acting 

with integrity, 

fairness, and in an 

ethical manner. 

Exemplary Accomplished Developing Ineffective 

A.  Ensure system of 

accountability for 

every student’s  

      academic and 

social success 

 

   

B.  Model principles 

of self-awareness, 

reflective  

      practice, 

transparency, and 

ethical behavior 

 

   

C.  Safeguard the 

values of democracy, 

equity, and  

      diversity 

 

   

D.  Consider and 

evaluate the potential 

moral and legal  

      consequences of 

decision making 

 

   

E.  Promote social     
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justice and ensure that 

individual  

      student needs 

inform all aspects of 

schooling 

F.  Adhere to the 

professional code of 

ethics 

 

   

G.  Attain other 

established EPSB 

standards not included 

above 

 

   

Overall Rating of 

Standard 5 

 
   

COMMENTS:     

 
 

 
   

     

Standard/Performance 

Criteria 

Performance Ratings 

6:  An education 

leader promotes the 

success of every 

student by 

understanding, 

responding to, and 

influencing the 

political, social, 

economic, legal, and 

cultural context 

Exemplary Accomplished Developing Ineffective 

A.  Advocate for 

children, families, and 

caregivers 

 

   

B.  Act to influence 

local, district, state, 

and national  

      decisions affecting 

student learning 

 

   

C.  Assess, analyze, 

and anticipate 

emerging trends and  

      initiatives in order 

to adapt leadership 

strategies 

 

   

Overall Rating of 

Standard 6 
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COMMENTS:     

     

 

 

   

 

 

EVALUATOR COMMENTS: 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

________________________________________ ________________________________________ 

Evaluator Signature Evaluatee Signature 

 

________________________________________ ________________________________________ 

Date Date 

 

 

 

 

 

Evaluatee signature denotes discussion and receipt of this document, but does not necessarily 

mean agreement with the information contained within this document. 
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OHIO COUNTY SCHOOLS 

ADMINISTRATOR SUMMATIVE FORM 

 

This summative evaluation form summarizes the holistic evaluation of all data collected 

including formative data, products and performances, portfolio materials, professional 

development activities, conferences, and other documentation. 

 

Administrator/Observee ____________________________ 

 

Position____________________________________   

School/Site______________________________ 

 

Date(s) of Conference(s) __________________________________ 
 

Administrator Standards: 

Ratings 

Exemplary 
Accomplish

ed 
Developing Ineffective 

Planning 

● Learning Environment (PPM 3 

●  

*Manages Resources (PPM 4)) 

 

Overall Domain Rating 
 

 

  

Environment 
*Culture and Environment (PPM 2) 

 

● Acting with Integrity (PPM 5) 

 

Overall Domain Rating 
 

 

  

Instruction 

● Vision (PPM 1) 

 
 

 

  

Professionalism 

*  Responds to Context (PPM 6)  
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Evaluatee’s Comments:  
______________________________________________________________________________ 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

 

Evaluator’s Comments:  

______________________________________________________________________________

______________________________________________________________________________ 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________ 

 

 

Employment Recommendation: 

◻ Recommended for reemployment 

◻ Recommended for reemployment with conditions (Must attach documentation 

□  Assistance Growth Plan 

□  Assistance Team 

◻ Not recommended for reemployment 

 

 

This section to be completed and signed after all information above has been completed and 

discussed: 

 

 

____________________________________        ___________________ 

 Evaluatee Date 

 

 

____________________________________      ___________________ 

 Evaluator Date 

 

 

Any certified employee may, within 5 working days of the summative evaluation conference, file 

an appeal with the district appeals panel utilizing the request form provided in the Ohio County 

Schools District Certified Evaluation Plan.  
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OHIO COUNTY SCHOOLS Formative EVALUATION Educators are scored as follows:  Ineffective, 

Developing, Accomplished, Exemplary 

 

Name:____________________________ 

 

Date___________________________ 

  Script/Documentation   

 

PLANNING AND PREPARATION   

1a: Demonstrating Knowledge Of Content And  

Pedagogy 

 

Ex

em

pla

ry 

 

1b: Demonstrating Knowledge Of Students  

Ex

em

pla

ry 

 

1c: Setting Instructional Outcomes   

Ex

em

pla

ry 

 

1d: Demonstrating Knowledge Of Resources  

 

 

Ex

em

pla

ry 

 

1e: Designing Coherent Instruction    
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 Ex

em

pla

ry 

1f: Designing Student Assessments  

 

 

Ex

em

pla

ry 

 

 

 

 

THE CLASSROOM ENVIRONMENT 

  

2a: Creating An Environment Of Respect And  

Rapport  

 

 

Ex

em

pla

ry 

 

2b: Establishing A Culture For Learning  

   

 

Ex

em

pla

ry 

 

2c: Managing Classroom Procedures  

 

 

Ex

em

pla

ry 

 

https://ciits.kyschools.us/MetcalfeCounty/HCMS/Evaluation.mvc/FindRelevantPD?StandardKey=25219&TeacherKey=1834584&referrer=~%2FHCMS%2FClassroomObservationReport.aspx%3Freferrer%3D~%252FHCMS%252FCaseLoadAssignment.aspx%26teacher_id%3D1834584%26form_response_id%3D346586
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2d: Managing Student Behavior  

 

 

Ex

em

pla

ry 

 

2e: Organizing Physical Space  

 

 

Ex

em

pla

ry 

 

INSTRUCTION   

3a: Communicating With Students  

 

 

Ex

em

pla

ry 

 

3b: Using Questioning And Discussion Techniques  

 

 

Ex

em

pla

ry 

 

3c: Engaging Students In Learning  

 

 

Ex

em

pla

ry 

 

3d: Using Assessment In Instruction  

 

 

Ex
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em

pla

ry 

3e: Demonstrating Flexibility And Responsiveness   

Ex

em

pla

ry 

 

PROFESSIONAL RESPONSIBILITIES   

4a: Reflecting On Teaching  

 

 

Ex

em

pla

ry 

 

4b: Maintaining Accurate Records  

 

 

Ex

em

pla

ry 
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4c: Communicating With Families  

 

 

Ex

em

pla

ry 

 

4d: Participating In A Professional Community 

 

 

Ex

em

pla

ry 

 

4e: Growing And Developing Professionally  

 

 

Ex

em

pla

ry 

 

4f: Showing Professionalism  
  

 

Signature of Evaluatee/Date    

   

Signature of Evaluator/Date 
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Guidance Counselor Observation Tool 

Directions:   Highlight a rating for each component and then match evidence from your 

observation notes to explain the rating for each component. 

Text boxes expand to accommodate multiple evidence examples. 

Guidance Counselor:                School:      

Evaluator:          Date:      

Component: Rating: Evidence: 

1A - Demonstrating knowledge of 

counseling theory and techniques  

I D A E  

1B -  Demonstrating knowledge of child 

and adolescent development  

I D A E  

1C - Establishing goals for the 

counseling program appropriate to the 

setting and the students  served  

I D A E  

1D  - Demonstrating knowledge of state 

and federal regulations and of resources 

both within and   beyond the school and 

district  

I D A E  

1E  - Plan in the counseling program 

integrated with the regular school 

program  

I D A E  

1F - Developing a plan to evaluate the 

counseling program 

I D A E  

2A -  Creating an environment of 

respect and rapport 

  

I D A E  

2B -  Establishing a culture for 

productive communication  

I D A E  

2C -  Managing routines and procedures  

 

I D A E  

2D  -  Establishing standards of conduct 

and contributing to the culture for 

student behavior        throughout the 

school  

I D A E  

2E  -  Organizing physical space 

 

I D A E  

3A - Assessing student needs 

 

I D A E  

3B - Assisting students and teachers in 

the formulation of academic personal 

social and career plans based on 

knowledge of student needs  

I D A E  

3C - Using counseling text makes an 

individual and classroom programs  

I D A E  

3D - Brokering resources to meet needs  

 

I D A E  

3E  - Demonstrating flexibility and I D A E  
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responsiveness  

 

4A  - Reflecting on practice 

 

I D A E  

4B -  Maintaining records and 

submitting them in a timely fashion  

I D A E  

4C - Communicating with families  

 

I D A E  

4D -  Participating in a professional 

community  

 

I D A E  

4E - Engaging in professional 

development  

 

I D A E  

4F  - Showing professionalism 

 

I D A E  
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Speech Language Pathologist Observation Tool 

Directions:   Highlight a rating for each component and then match evidence from your 

observation notes to explain the rating for each component. 

Text boxes expand to accommodate multiple evidence examples. 

Speech Language Pathologist:               School:      

Evaluator:          Date:      

Component: Rating: Evidence: 

1A - Demonstrating knowledge and 

skill in the specialist therapy area 

holding the relevant certificate or 

license 

I D A E  

1B -  Establishing goals for the therapy 

program appropriate to the setting and 

the students served 

I D A E  

1C – Demonstrating knowledge of 

District, State, and Federal regulations 

and guidelines 

I D A E  

1D  - Demonstrating knowledge of 

resources both within and beyond the 

school and district  

I D A E  

1E  - Planning the therapy program 

integrated with the regular school 

program to meet the needs of individual 

students 

I D A E  

1F - Developing a plan to evaluate the 

therapy program 

I D A E  

2A -  Establishing rapport with students 

  

I D A E  

2B – Organizing time effectively I D A E  

2C -  Establishing and maintaining clear 

procedures for referrals. 

 

I D A E  

2D  -  Establishing standards of conduct 

in the treatment center 

I D A E  

2E  -  Organizing physical space for 

testing of students and providing 

therapy 

 

I D A E  

3A – Responding to referrals and 

evaluating student needs 

 

I D A E  

3B – Developing and implementing 

treatment plans to maximize student 

success 

I D A E  

3C – Communicating with families  I D A E  

3D – Collecting information; writing 

reports  

I D A E  
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3E  - Demonstrating flexibility and 

responsiveness  

 

I D A E  

4A  - Reflecting on practice 

 

I D A E  

4B -  Collaborating with teachers and 

administrators  

I D A E  

4C – Maintaining an effective data 

management system 

 

I D A E  

4D -  Participating in a professional 

community  

 

I D A E  

4E - Engaging in professional 

development  

 

I D A E  

4F  - Showing professionalism 

including integrity, advocacy, and 

maintaining confidentiality 

 

I D A E  
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Library Media Specialist Observation Tool 

 

Directions:  Completed by principal.  Highlight a rating for each component and then match 

evidence from your observation notes to explain the rating for each component. 

Text boxes expand to accommodate multiple evidence examples. 

Library Media Specialist:           School:       

Evaluator:       Date:      

Component: Rating: Evidence: 

1A - Demonstrating Knowledge of 

Content Curriculum and Process  

I D A E  

1B - Demonstrating Knowledge of 

Students 

 

I D A E  

1C- Supporting Instructional Goals 

 

I D A E  

1D  - Demonstrating Knowledge and 

Use of Resources 

 

I D A E  

1E  - Demonstrating a Knowledge of 

Literature and Lifelong Learning 

I D A E  

1F - Collaborating in the Design of 

Instructional Experiences 

I D A E  

2A- Creating an environment of respect 

and rapport 

 

I D A E  

2B - Establishing a Culture for Learning 

 

I D A E  

2C  - Managing Library Procedures  

 

I D A E  

2D  - Managing student behavior 

 

I D A E  

2E  - Organizing physical space 

 

I D A E  

3A - Communicating Clearly and 

Accurately 

 

I D A E  

3B - Using Questioning and Research 

Techniques 

 

I D A E  

3C -  Engaging Students in Learning 

 

I D A E  

3D - Assessment in Instruction (whole 

class, one-on-one and small group  

I D A E  

3E  - Demonstrating Flexibility and 

Responsiveness 

 

I D A E  

4A  - Reflecting on Practice  I D A E  
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4B - Maintaining Accurate Records 

 

I D A E  

4C - Communicating with School Staff 

and Community 

 

I D A E  

4D - Participating in a Professional 

Community 

 

I D A E  

4E - Growing and Developing 

Professionally 

 

I D A E  

4F  Collection Development and 

Maintenance 

 

I D A E  

4G- Managing the Library Budget 

 

  I D A  E  

4H- Managing Personnel 

 

  I D A  E  

4I- Professional ethics   I D A  E  
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Instructional Specialist Observation Tool 

 

Directions:  Completed by principal.  Highlight a rating for each component and then match 

evidence from your observation notes to explain the rating for each component. 

Text boxes expand to accommodate multiple evidence examples. 

Instructional Specialist:             School:          

Evaluator:          Date:     

Component: Rating: Evidence: 

1A - Demonstrating knowledge of 

current trends in specialty area and 

professional development 

I D A E 

 

1B - Demonstrating knowledge of the 

school’s program and levels of teacher 

skill in delivering that program  

I D A E 

 

1C - Establishing goals for the 

instructional support program 

appropriate to the setting and the 

teachers served  

I D A E 

 

1D  - Demonstrating knowledge of 

resources both within and beyond the 

school and district 

I D A E 

 

1E  - Planning the instructional support 

program integrated with the overall 

school program 

I D A E 

 

1F -  Developing a plan to evaluate the 

instructional support program 
I D A E 

 

2A - Creating an environment of trust 

and respect  
I D A E 

 

2B - Establishing a culture for ongoing 

instructional improvement  
I D A E 

 

2C  - Establishing clear procedures for 

teachers to gain access to the 

instructional support 

I D A E 

 

2D  - Establishing and maintaining 

norms of behavior for professional 

interactions 

I D A E 

 

2E  -  Organizing physical space for 

workshops or training 
I D A E 

 

3A - Collaborating with teachers in the 

design of instructional units and lessons  
I D A E 

 

3B -Engaging teachers in learning new 

instructional skills  
I D A E 

 

3C -  Sharing expertise with staff I D A E  

3D - Locating resources for teachers to 

support instructional improvement   
I D A E 

 

3E  -  Demonstrating flexibility and 

responsiveness 
I D A E 
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4A  - Reflecting on practice  I D A E  

4B -  Preparing and submitting budgets 

and reports 
I D A E 

 

4C - Coordinating work with other 

instructional specialists 
I D A E 

 

4D - Participating in a professional 

community  
I D A E 

 

4E -  Engaging in professional 

development 
I D A E 

 

4F  - Showing professionalism 

including integrity and confidentiality 
I D A E 
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School Psychologist Observation Tool 

Directions:  Highlight a rating for each component and then match evidence from your 

observation notes to explain the rating for each component. 

Text boxes expand to accommodate multiple evidence examples. 

Psychologist:                         School:         

Evaluator:          Date:     

Component: Rating: Evidence: 

1A - Demonstrating knowledge and 

skill in using psychological instruments 

to evaluate students  

I D A E  

1B -  Demonstrating knowledge of child 

and adolescent development and 

psychopathology  

I D A E  

1C - Establishing goals for the 

psychology program appropriate to the 

setting and the students  served  

I D A E  

1D  - Demonstrating knowledge of state 

and federal regulations and the 

resources both within   

 and beyond the school and district  

I D A E  

1E  - Planning the psychology program 

integrated with the regular school 

program to meet the  needs of 

individual students and including 

prevention  

I D A E  

1F - Developing a plan to evaluate the 

psychology program 

I D A E  

2A-  Establishing rapport with students 

 

I D A E  

2B -  Establishing a culture for positive 

mental health throughout the school  

I D A E  

2C  - Establishing and maintaining clear 

procedures for referrals 

I D A E  

2D  -  Establishing standards of conduct 

in the testing center  

I D A E  

2E  - Organizing physical space for 

testing the students and storage of 

materials  

I D A E  

3A - Responding to referrals consulting 

with teachers and administrators  

I D A E  

3B -  Evaluating student needs and 

compliance with national Association 

of school psychologists       NASP 

guidelines  

I D A E  

3C - Chairing evaluation team  

 

I D A E  

3D -  Planning interventions to I D A E  
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maximize student’s likelihood of 

success 

3E  -  Maintaining contact with 

physicians and community mental 

health service providers 

I D A E  

3F- Demonstrating flexibility and 

responsiveness 

 

     

4A  - Reflecting on practice 

 

I D A E  

4B - Communicating with families 

 

I D A E  

4C - Maintaining accurate records  

 

I D A E  

4D - Participating in a professional 

community 

 

I D A E  

4E - Engaging in professional 

development  

 

I D A E  

4F  - Showing professionalism 

 

I D A E  
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OHIO COUNTY SCHOOLS 

TEACHER and OTHER PROFESSIONAL SUMMATIVE FORM 

 

This summarizes all the evaluation data including formative data, products and performances, portfolio materials, professional 
development activities, conferences, work examples, reports developed, walkthroughs and other documentation. 
                                

 School           Content Area         Grades       

Teacher           Date of Observation             

                   
                               

Teacher and Other Professional Standards 
Performance Ratings 

Exemplary Accomplished Developing Ineffective 

1.  Planning and Preparation         

2.  Environment         

3.  Instruction/Delivery of Service         

4.  Professionalism/Professional Responsibilities         

  

OVERALL SCORE:         

Any rating of two Developing or one ineffective will require the development of an Assistance Plan or Assistance Team. 

                                

COMMENTS: 

                                

                                

       Recommended for reemployment                 

       Recommended for reemployment with conditions (Must attach documentation)     

         Assistance Growth Plan                 

         Assistance Team                 

       Not Recommended for reemployment               
                                

                                

By signing this form, I acknowledge that I have seen and discussed this evaluation with the evaluator.  If I desire I may submit 
my written comments/dissent. 

                                

If the evaluatee is dissatisfied with the whole or any part of this report, an appeal may be requested within five (5) working days 
of the date received. 

                                

  Teacher's Signature       Date     

                                

  Evaluator's Signature       Date     

 


