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EVALUATION PLAN
May 21, 2020
Mission: The Boyle County School Community educates and inspires ALL students to love
learning, strive to reach their full potential, and make a positive contribution to our world.
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ROLES IN EVALUATION PROCESS
704 KAR 3:345; Section 4; (2) (a)
The immediate supervisor of the certified school employee shall be designated the primary evaluator. Additional trained administrative personnel
may be used to observe and provide information to the primary evaluator.
DEFINITION OF ROLES/RESPONSIBILITIES
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
11.
12.
13.
14.

Artifact: A product of a certified school personnel’s work that demonstrates knowledge and skills.
Assistant Principal: A certified school personnel who devotes the majority of employed time in the role of assistant principal, for
which administrative certification is required by EPSB.
Board of Education:
Oversees the development of and approves the district evaluation system and related policies and
evaluates the superintendent
Certified Administrator: A certified school personnel, other than principal or assistant principal, who devotes the majority of
time in a position for which administrative certification is required by EPSB.
Certified School Personnel: A certified employee, below the level of superintendent, who devotes the majority of time in a
position in a district for which certification is required by EPSB.
Conference: A meeting between the evaluator and the evaluatee for the purposes of providing feedback, analyzing the results of
an observation or observations, reviewing other evidence to determine the evaluatee’s accomplishments and areas for growth, and
leading to the establishment or revision of a professional growth plan.
Contributor: One who holds a position in relation to the evaluatee that makes it possible to provide consultation and assistance
to the evaluatee and/or the evaluator.
Effectiveness Support and Coaching Team: Team of district personnel, parents, and/or students which serves the purpose of
observing Deeper Learning activities in an effort to provide feedback to the teacher.
Evaluatee: A certified school personnel who is being evaluated.
Evaluator: The primary evaluator as described in KRS 156.557(5)(c)2.
Formative Evaluation: Is defined by KRS 156.557(1)(a).
Full Observation: An observation conducted by a certified observer that is conducted for the length of a full class period or full
lesson.
Improvement Plan: A plan for improvement up to twelve months in duration for:
a. Teachers and other professionals who are rated ineffective in professional practice and have a low overall student growth rating.
b. Principals who are rated ineffective in professional practice and have high, expected, or low overall student growth rating.
Job Category: A group or class of certified school personnel positions with closely related functions.
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15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.
27.
28.

Local Contribution: A rating based on the degree to which a teacher, other professional, principal, or assistant principal meets
student growth goals and is used for the student growth measure.
Local Formative Growth Measures: Is defined by KRS 156.557(1)(b).
Mini Observation: An observation conducted by a certified observer for 20-30 minutes in length.
Observation: a data collection process conducted by a certified observer, in person or through video, for the purpose of
evaluation, including notes, professional judgments, and examination of artifacts made during one (1) or more classroom or
worksite visits of any duration.
Observer Certification: A process of training and ensuring that certified school personnel who serve as observers of evaluatees
have demonstrated proficiency in rating teachers and other professionals for the purposes of evaluation and feedback.
Observer calibration: The process of ensuring that certified school personnel have maintained proficiency and accuracy in
observing teachers and other professionals for the purposes of evaluation and providing feedback.
Other Professionals: Certified school personnel, except for teachers, administrators, assistant principals, or principals.
Overall Student growth Rating: The rating that is calculated for a teacher or other professional evaluatee pursuant to the
requirements of Section 7(9) and (10) of this administrative regulation and that is calculated for an assistant principal or principal
evaluatee pursuant to the requirements of Section 10(8) of this administrative regulation.
Peer observation: Observation and documentation by trained certified school personnel below the level of principal or assistant
principal.
Performance Criteria: The areas, skills, or outcomes on which certified school personnel are evaluated.
Performance Rating: The summative description of a teacher, other professional, principal, or assistant principal evaluatee’s
performance, including the ratings listed in Section 7(8) of this administrative regulation.
Principal: A certified school personnel who devotes the majority of employed time in the role of principal, for which
administrative certification is required by the Education Professional Standards Board pursuant to 16 KAR 3:050.
Professional Growth and Effectiveness System: An evaluation system to support and improve the performance of certified
school personnel that meets the requirements of KRS 156.557(1)(c), (2), and (3) and that uses clear and timely feedback to guide
professional development.
Professional Growth Plan: An individualized plan for a certified personnel that is focused on improving professional practice
and leadership skills, aligned with performance standards and the specific goals and objectives of the school improvement plan or
the district improvement plan, built using a variety of sources and types of data that reflect student needs and strengths, evaluatee
data, and school and district data, produced in consultation with the evaluator as described in Section 9(1), (2), (3), and (4) and
Section 12(1), (2), (3), and (4) of this administrative regulation, and includes: (a) Goals for enrichment and development that are
established by the evaluatee in consultation with the evaluator; (b) Objectives or targets aligned to the goals; (c) An action plan for
achieving the objectives or targets and a plan for monitoring progress; (d) A method for evaluating success; and (e) The
identification, prioritization, and coordination of presently available school and district resources to accomplish the goals.
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29.
30.
31.
32.
33.
34.
35.
36.
37.
38.
39.
40.
41.

Professional Practice: The demonstration, in the school environment, of the evaluatee’s professional knowledge and skill.
Professional Practice Rating: The rating that is calculated for a teacher or other professional evaluatee pursuant to Section 7(8)
of this administrative regulation and that is calculated for a principal or assistant principal evaluatee pursuant to the requirements
of Section 10(7) of this administrative regulation.
Self-Reflection: The process by which certified personnel assesses the effectiveness and adequacy of their knowledge and
performance for the purpose of identifying areas for professional learning and growth.
Sources of Evidence: The multiple measures listed in KRS 156.557(4) and in Sections 7 and 10 of this administrative regulation.
State Contribution: The student growth percentiles, as defined in 703 KAR 5:200, Section 1(11), for teachers and other
professionals, and the next generation learners goal for principals and assistant principals.
Student Growth: Is defined by KRS 156.557(1)(c).
Student Growth Goal: A goal focused on learning, that is specific, appropriate, realistic, and time-bound, that is developed
collaboratively and agreed upon by the evaluatee and evaluator, and that uses local formative growth measures.
Student Growth Percentile: each student's rate of change compared to other students with a similar test score history.
Student Voice Survey: The student perception survey provided by the department that is administered annually to a minimum of
one (1) district-designated group of students per teacher evaluatee or a district designated selection of students and provides data
on specific aspects of the instructional environment and professional practice of the teacher or other professional evaluatee.
Summative Evaluation: Is defined by KRS 156.557(1)(d).
Superintendent: Serves in the capacity of evaluator of the Principals and other administrators as needed, and monitors the overall
progress of the Evaluation Process.
Teacher: A certified school personnel who has been assigned the lead responsibility for student learning in a classroom, grade
level, subject, or course and holds a teaching certificate under 16 KAR 2:010 or 16 KAR 2:020.
Working Conditions Survey Goal: a school improvement goal set by a principal or assistant principal every two (2) years with
the use of data from the department-approved working conditions survey.

For Additional Definitions and Roles, please see 704KAR 3:370 Professional Growth and Effectiveness System
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EVALUATION PLAN REVIEW COMMITTEE ROLE
704 KAR 3:370 (revised) requires a committee composed of equal numbers of administrators and teachers to develop evaluation procedures and
forms. The purposes of Boyle County’s Evaluation Plan Review Committee shall be: (1) To review the certified employee evaluation plan (and
subsequent amendments) adopted April 2014 by the Board of Education; and (2) recommend improvements/changes that reflect the Professional
Growth and Effectiveness System (PGES) for all applicable staff.
The Evaluation Plan Review Committee shall consist of a teacher and an administrator representing each school. Each school will be responsible
for the selection of its teacher and administrator representative.
The committee is advisory only: It neither complements nor supplements that which is required of the Board in section 8, 704 KAR 3:370
revised.
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EVALUATION CYCLE TIMELINE FOR
MANAGEMENT OF PROFESSIONAL GROWTH PLAN AND DATA COLLECTION
STEP
TIMELINE
1. Build Individual Professional Growth Plan (includes
1.
self-reflection)
● As early as MAY 1 of the current school year, &
- all certified employees
● No later than OCTOBER 1 of the ensuing
school year
2. Review Evaluation Plan, including
Domains, Components, Indicators, and Performance Levels in
Danielson Framework
2a. Give out applications for local evaluation
appeals panel

3. As soon as Individual Professional Growth Plan (or Individual
Corrective Action Plan, if needed) is signed.

4. Continuous Observations/Conferences/
Corrective Action Plans
5A. Assess results, review/revise if needed, the current year’s
Professional Growth Plan
5B. Evaluator recommendation for non-renewal of contract
6. All summative evaluations completed

2.
● No later than the END OF 1ST MONTH
of employees (teachers and administrators) reporting for employment
(30 calendar days of reporting for employment)
Note: Observations may begin after evaluation training takes place
2a.
● Before SEPTEMBER 1
3.
● Implement Action Plan or Growth Plan
● At any time, conferences may be conducted and Individual Corrective
Action Plans and/or memos written to note areas of concern. These
memos become part of the evaluation folder
4. At any time; prior notice is not required
5A. No later than the LAST DAY OF THE SCHOOL YEAR.
5B.In writing to the Superintendent no later than APRIL 15.
6. Summative evaluations due to central office by APRIL 15
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Certified Evaluation Teacher Timeline (TPGES)
Timelines

August December

Evaluative
Process for Non-Tenured Teachers

PRINCIPAL
Data Conference #1

●

●
●

Growth plan
coaching and
evaluation (PGP
completed and
approved by Oct 1)
2 Mini-Observations
2 Walk Throughs (1
Walk Through should
occur during Deeper
Learning Lessons)

TEACHER
Data Conference
#1

●

●

●

Growth plan
development
(including
self-reflectio
n),
submission,
and approval
Plans for
Deeper
Learning
Activity #1
(and #2 if
applicable)
2
Mini-Observ
ations By
Evaluator
(post
observation
conferences
include
self-reflectio
n)

Evaluative
Process for Tenured Teachers

PRINCIPAL
Data Conference #1

TEACHER
Data Conference #1

●

●

●

●

Growth plan
coaching and
evaluation (PGP
completed and
approved by Oct 1)
2
Mini-Observations
(Year 1 only)
2 Walk Throughs (1
Walk Through
should occur during
Deeper Learning
Lessons)

●

Growth plan
development
(including
self-reflection)
, submission,
and approval
Plans for
Deeper
Learning
Activity #1
(and #2 if
applicable)

2
Mini-Observations
By Evaluator
(Year 1 Teachers
Only) - (post
observation
conferences include
self-reflection)
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Effectiveness
Support &
Coaching
Team
(non-evaluative)
District Learning
Walks
(Walk-through
observations)
ESC Team
Observe Deeper
Learning Phase I
(and II, if
applicable): 1
period
holistically
scored – not
same period as
principal

Student Growth

Evaluative
Deeper Learning
Phase I (and II if
applicable)
Teacher self-score
plus principal
score comparison
MAP scores when
available
KPREP scores
from previous
year(s)
Content mastery
from common
assessments % students
scoring 70% or
greater and overall
class average
(discussed in data
conferences, but
reflective of
Professional
Practice)

Non-Evaluative
Teacher common
assessment average by
period correlated to
Deeper Learning
Phase I average for
same class period, then
compared to principal
and Effectiveness
Support and Coaching
(ESC) team Deeper
Learning score

January April

Data Conference #2

●
●
●

●

●
●

●

One (1) Formative
Observation
MAP data
Deeper Learning
Phase I (or Phases I
and II for some
teachers). 1 period
holistically scored by
principal and all
periods scored by
teacher) - discuss
student performance
and set goals
Examine common
assessments, KPREP
data, exit slips,
flashbacks, and other
data and develop
specific plans for
specific classes and
children
Set goals for DL #2
1 Walk Through
Observations ( 1 must
be during Deeper
Learning Phase II, III,
or IV Lessons and 1
must be a
mini-observation
using Danielson
Framework)
Formative
Observation
Post-Conference

Data Conference
#2

●

●

Share all
common
assessment
and other
data
(including
MAP and
KPREP) so
far and
self-scored
Deeper
Learning
results for all
classes
Self-reflectio
n

1 Peer Walk
Through
Observation

Data Conference #2

●
●

●

●
●

1 Formative
Observation (post
observation
conference
includes
self-reflection)

Data Conference
#3

●

MAP data
Deeper Learning
Phase I (or Phases I
and II for some
teachers). 1 period
holistically scored
by principal and all
periods scored by
teacher) - Discuss
student
performance and
set goals
Examine common
assessments,
KPREP data, exit
slips, flashbacks,
and other data and
develop specific
plans for specific
classes and children
Set goals for DL #2
1 Walk Through
Observations ( 1
must be during
Deeper Learning
Phase II, III, or IV
Lessons and 1 must
be a
mini-observation
using Danielson
Framework)
Formative
Evaluation
Post-Conference
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Data Conferences #2
and #3

1 Peer Walk
Through
Observation
AND
1 Formative
Observation
AND Summative
Conference
(Year 2 Teachers
Only)
Post-observation
conferences include
self-reflection

District Learning
Walks
(Walk-Through
Observations)

Deeper Learning
Phase II, III, and
IV (when
applicable)
Teacher self-score
plus principal
score comparison
(self-reflection
required)

Deeper
Learning Phase
I (and II, if
applicable): 1
period
holistically
scored – not
same period as
principal

Determination of
high, expected, or
low student
growth
MAP scores when
available
Content mastery
from common
assessments % students
scoring 70% or
greater and overall
class average
(discussed in data
conferences, but
reflective of
Professional
Practice)

Teacher common
assessment average by
period correlated to
Deeper Learning
Phase I average for
same class period, then
compared to principal
and Effectiveness
Support and Coaching
(ESC) team Deeper
Learning score

Data Conference #3

●

●

●
●

●

Deeper Learning
Phase 2, 3, and/or 4
(as applicable) –
score same period as
observed in previous
Deeper Learning
Phases
Examine common
assessments, exit
slips, flashbacks, and
other data to
determine progress of
specific classes and
children
Determine whether
goals have been met
Determination of
high, expected, or
low student growth
Summative
conferences

Share common
assessment and
other data so far
and self-scored
Deeper Learning
results for all
classes (includes
self-reflection)
● Summative
Conference
(self-reflectio
n and
determination
of overall
performance
label)

Data Conference #3

●

●

●

●

●

Deeper Learning
Phase 2, 3, and/or 4
(as applicable) –
score same period
as observed in
previous Deeper
Learning Phases
Examine common
assessments, exit
slips, flashbacks,
and other data to
determine progress
of specific classes
and children
Determine whether
goals have been
met
Determination of
high, expected, or
low student growth
Summative
Conferences

Note: BCTIP teachers will participate in two (2) formative observations by their evaluator and three (3) formative observations by their mentor during the year.

District-Level Certified Staff
District-level certified staff will be evaluated using the job-specific performance criteria located in the appendix. Evidences (listed below) will be
used to determine performance on these criteria, and the criteria will be considered holistically when assigning labels within the four (4)
performance measures. To determine a summative label, evaluators of district-level certified staff will use the same decision-making rules that are
used with other certified staff when determining an overall Professional Practice label.
Required evidences:
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●
●
●
●

Professional Growth Planning
Evaluatee Self-Reflection
Observations of evaluatee in work situations at central office and in other applicable settings
Qualitative and quantitative data to show progress in areas targeted by evaluator and evaluate

Optional evidences:
● Other measures of progress in targeted areas
● Products of practice
● Other sources (surveys, etc.)
Other Professionals Growth and Effectiveness System (OPGES), and Preschool TPGES
Professional Practice: OPGES, and preschool PGES professionals will be evaluated using the Danielson Framework tailored for their job
descriptions. All other elements of Professional Practice will be identical to TPGES.
Student Growth: Preschool PGES will be assigned growth labels from the TPGES Deeper Learning or Enduring Skills systems (see chart on
page 22). OPGES professionals will monitor program goals and growth – identifying these with their evaluator and determining methods for
measurement, just as is done in enduring skills

THE EVALUATION PROCESS HOW IT WORKS
EMPLOYEE ORIENTATION TO EVALUATION PLAN
Annually, evaluators are to familiarize certified personnel whom they will be evaluating with the district’s evaluation system within 30 calendar
days of employees reporting for employment. This includes providing a copy of the evaluation plan to all employees in the fall. Thereafter, the
annual review will include providing a copy of the handbook to all new employees and to any returning employee who requests one. The contents
of the evaluation plan handbook must be reviewed with each employee prior to any observation/evaluation. All certified personnel must have
immediate notice of any changes made, and appropriately approved, to the evaluation process. Observations may begin after the evaluation
training takes place.
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The annual review shall be an explanation of the contents of the evaluation plan handbook, including the Evaluation Standards and Performance
Criteria for Teachers/Administrators. Each building principal is responsible annually for developing and explaining to building personnel the
Measures, Components, Indicators, Performance Levels, and other Performance Criteria and Evaluation Standards in the Certified Evaluation
Plan, as well as any criteria that are building specific, based on the schools’ CSIP. The building principal is responsible for providing, upon
employee request, a copy of any additional job description, which is not included in the Appendix of the Evaluation Plan Handbook.

EVALUATION STANDARDS AND PERFORMANCE CRITERIA
The list of Evaluation Standards and Performance Criteria for Teachers/Administrators’ shall be considered the standard the evaluatee is expected
to meet. It is important that these criteria (and other performance expectations covered by the criteria, such as descriptions, applicable local Board
policies, and the Kentucky School Personnel Code of Ethics) be understood by all parties.
INDIVIDUAL PROFESSIONAL GROWTH PLAN
All teachers and Other Professionals participate in self-reflection and professional growth planning each year. The Professional Growth Plan is an
individualized plan that includes goals for enrichment and development that are established by the person being evaluated with the assistance of
the evaluator. It will be based on measureable student data and will include action plans to achieve the goals/objectives and a method of
evaluating success. Teachers may document the IPGP in the district electronic evaluation collection tool.
An employee’s Individual Professional Growth Plan (IPGP) must be aligned with the specific goals, objectives, and action plans of the school’s
Comprehensive School Improvement Plan (CSIP) and Professional Development plan, and the Evaluation Standards and Performance Criteria of
the district evaluation system.
The Professional Growth Plan can be built as early as May 1 of the current year for continuing employees. The advantage of including the IPGP
in the spring for the next school year is that professional development activities tied to growth objectives may be available for the certified
employee during the summer before the next school year. The IPGP must be completed with employees new to a building (newly hired or
transferred employees) no later than October 1 of the new school year.
Implementation of the Professional Growth Plan is to begin as soon as the plan is completed and signed by both the evaluator and evaluatee.
Signatures indicate knowledge of expectations.
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The IPGP must be reviewed annually by the evaluator and evaluatee. This should occur during data conference #3 for teachers and by April 1 for
non-teaching certified school personnel. When new growth objectives for an IPGP are appropriate, they may be developed during the end-of-year
conference for the succeeding school year. As a part of PPGES, principals will report to their evaluator the extent to which teachers in the building
have developed IPGPs, and their plan for approving and monitoring IPGPs.
The self-reflection process is a key to professional growth and improvement, and is an ongoing component of TPGES. Teachers will demonstrate
self-reflection during each data conference (total of 3) and the summative conference. Self-reflection will be required and evident as teachers
discuss student performance on common assessments, MAP, and Deeper Learning tasks. In addition, self-reflection will be a required component
during all post-observation conferences (full observations and mini-observations), as well as development and monitoring of the IPGP.
In the event that an employee is hired late in the year, the employee must be trained in PGES and the certified evaluation plan within 30 calendar
days of reporting for employment. The new employee must have an IPGP developed and submitted for approval within 30 calendar days of being
trained on PGES and the certified evaluation plan.
FORMATIVE EVALUATION
Formative evaluation, by definition in 704 KAR 3:345, is a continuous cycle of collecting evaluation information and interacting and providing
feedback with suggestions regarding the certified employee’s professional growth and performance. All monitoring or observation of
performance shall be conducted openly and with full knowledge of the employee.
Formative Observation Framework: 3 and 1 Plan
Four observations are required in the summative cycle. A minimum of three (3) observations is conducted by the supervisor and one observation
is conducted by a peer.
All BCTIP teachers will receive five formative observations with pre- and post-conferences – 2 from the principal and 3 from the mentor. (Please
see the appendix for all BCTIP details).
Non-tenured and tenured teachers will be observed using the 3 and 1 plan as described below:
Non-Tenured (Every Year)
2 Mini-Observations By Evaluator (to be completed
in the first semester)
1 Mini-Observation By Peer

Tenured (2 Year Cycle)
Year 1:
2 Mini-Observations By Evaluator (one per
semester)
15

1 Full-Length Observation (to be completed in the
second semester)
1 Summative Conference

Year 2:
1 Mini-Observation By Peer
1 Full-Length Observation (to be completed in the
second semester)
1 Summative Conference
Note: For tenured teachers, the peer observation
must occur in Year 2 of the cycle. Also, the final
observation in the cycle must be conducted by the
supervisor and must be a full observation.

Additional info:
● If a teacher is hired after the 60th school day, he/she will receive a minimum of one (1) mini-observation by the evaluator, one (1)
mini-observation by a peer, one (1) full-length observation by the evaluator, and a summative conference.
● If a teacher or other professional evaluatee does not report for work sixty (60) or more consecutive school days, the evaluatee’s minimum
number of observations will be reduced to one (1) peer observation, one (1) full-length observation by the evaluator, and a summative
conference.
● If a tenured teacher rates “ineffective” in Professional Practice and/or “low” in student growth on any summative, that teacher will move to
the non-tenured observation plan for the following year and in subsequent years until he/she is rated above “ineffective” in Professional
Practice and/or “low” in Student Growth during his/her summative evaluation.
All observations will be completed using the Danielson Framework and may be entered into the district electronic evaluation collection tool.
Mini-observations will be completed using the Danielson Framework. The peer observation will include no summative or evaluative comments
and may be entered into the district electronic evaluation collection tool program. All teachers will be trained to complete peer observations, but
peer observations will be assigned at the discretion of the principal.
In addition to mini-observations, every teacher will receive a minimum of 2 walk-through observations per year. During these walk-through
observations, the district’s Learning Walk form(s) or a school-designed form may be used.
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 be determined through mutual agreement by the evaluator and the evaluatee. 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
16

evaluation occurs. If the evaluator and evaluatee have not agreed upon the selection of the third party observer within five (5) working days of the
teacher's written request, the evaluator shall select the third party observer
During the formative evaluation cycle for certified non-classroom employees, data will be collected according the standards listed on their
evaluation form (see Appendix).
Before every full-length observation, a pre-observation conference is required. This conference must happen before the observation, but a specific
time frame is not required. This conference may happen in person or electronically, meaning the evaluate may electronically submit the plan for
the lesson to be observed and the evaluator may provide pre-observation feedback electronically. Pre-observation conferences are not required for
peer observations.
In identifying areas (strengths, enrichment, and/or improvement) to be recognized in the Post-Observation Conference, there is no set number.
Sometimes more areas will be identified than actually will be targeted. The evaluator will decide the most important priorities and key the
emphasis upon them. The priorities could be areas of strength, enrichment, and/or improvement. Post-observation conferences shall occur within
5 work days of the observation, and are required after both mini-observations and full-length observations, and may happen in person or
electronically. Post-observation conferences are not required after peer observations.
For non-classroom teachers, if an area of improvement from the classroom observation is noted on the Formative Report Form, the item must have
a corresponding prescription, or action plan, to remediate or assist. This may be specifically noted and written on the Formative Report Form in
the Data Collection space, or an Individual Corrective Action Plan (ICAP) may be established. For classroom teachers, if any component during
formative or summative conferences is rated as Ineffective, there must be a corresponding action plan to remediate or assist. This may be
specifically noted and written on the Framework for Teaching Form, or an Individual Corrective Action Plan (ICAP) may be established.
During the post-observation or summative conference, once an area of improvement, with corresponding procedures, has been noted on either a
Framework for Teaching Form Post-Observation Conference Form or an ICAP, its implementation begins immediately. The primary
responsibility for initiating activities and procedures in either an ICAP or Formative Report Form is with the evaluatee, except as written
otherwise and agreed upon during conferencing. Creation of an individual corrective action may happen at the principal’s discretion based on
formative evaluation data, summative evaluation data, or for other reasons (e.g. Code of Ethics violation, etc.)
To make the evaluation process successful, a high level of commitment is needed by both the evaluatee and evaluator. The evaluatee is expected
to proceed with the action plan in a self-directed way, and the evaluator is expected to provide assistance and regular monitoring of progress. If
satisfactory progress is being achieved, few modifications, if any, will be called for. In this case, continue with the implementation process. For
17

those evaluatees experiencing problems, it is important for additional time and support to be given by both evaluatee and evaluator to intensify
efforts toward attainment of objectives/goals. Contacts other than the first and subsequent formative observations/conferences shall be
documented by the evaluator and a copy given to the evaluatee. It is recommended that short, information conferences be held following these
contacts. Lines of communication between evaluator(s) and evaluatee must be kept open in all phases of the evaluation process. To this end, each
certified person new to the district shall receive training in the use of effective teaching strategies and a common terminology for teaching
behaviors, using a variety of research-based models.
The evaluators will be expected to make formal/informal observations, as appropriate, so that meaningful feedback can be given in a clinical way emphasizing objectivity in data collection and collaboration in its interpretations. Administrators in Boyle County who will be primary evaluators
have been and will be trained in the concepts and skills of clinical supervision and in a variety of observational processes. In addition, certified
employees designated as evaluators will complete training which allows their compliance with KRS 156.557(3)(c); 704 KAR 3:345 Section 6(5)
(revised 4/9/2001).
Observer Certification
All administrators serving as a primary evaluator must complete the Initial Certified Evaluation Training prior to conducting observations for the
purpose of evaluation. This training consists of 12 hours of training and is provided by KDE and KASA.
To ensure consistency of observations, evaluators must also be trained yearly on best practices. Principals will receive six (6) hours of EILA
approved evaluation update training each year. This training will allows observers to develop a deep understanding of the four performance
measures of the Danielson Framework. All administrators will complete evaluation training within the first three (3) months of their hiring. All
staff who serve as observers will receive specific training annually on best practices in observation, as well as observer practice for inter-rater
reliability.
Supervisors hired late will be given access to Initial Certified Evaluator Training immediately, and support will be given to these supervisors in
completing their training through a mentor assigned by the superintendent.
● Only supervisors who have completed initial certified evaluation or update training can conduct mini and full observations for the purpose
of evaluation. In the event that a supervisor has yet to complete the required training, the district will provide the following supports:
o Observation data provided by a substitute observer is considered a valid source of evidence only if the supervisor participated
(passively) in the observation.
In cases where the supervisor has not completed the required training and is therefore unable to conduct observations during the observation
window, the district will use the following process to ensure teachers have access to observations and feedback:
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-

-

-

If an administrator has difficulty achieving certification, support will be provided through individual or small group mentoring/coaching
sessions provided by district staff and/or other certified administrators. All administrators will participate in update evaluation training
each summer.
In the event that an evaluator who has completed training is not available to one or more staff members, an alternate evaluator will be
assigned by the superintendent. In a school in which multiple evaluators are employed, evaluations will be assigned to other
administrators with the proper certification. If no other evaluator with certification exists within the building, an alternate evaluator will be
assigned by the superintendent. This may be another certified evaluator from within the district or a temporary hire from outside the
district.
If an evaluator is hired late and has not completed required evaluation training, they will have 30 calendar days to complete the training.

Measuring Student Growth
Three (3) data conferences are required between the evaluator and every teacher every year. The first data conference must happen by October 1.
The second data conference must happen by January 15, and the third data conference must happen by April 10. More data conferences may be
scheduled if needed. Teachers will complete all necessary data collection and record it on the data conference worksheet prior to the data
conference with the principal.
Growth will be assessed in two ways
1) Content Mastery – A benchmark of 70% will be set for proficient and 90% for distinguished on common assessments. At each data
conference, common assessment results will be presented for each assessment that has been given. The principal and teacher will set
goals for the level of proficiency desired. They will also make plans for and/or reflect on the performance of individual students and
the class as a whole that will result in the desired level of proficiency. Levels of proficiency will be monitored at each conference and
will serve as one source of data. Content mastery data, however, will not be directly calculated in the teacher’s growth label.
2) Growth (Deeper Learning) – Growth will be monitored with multiple objective sources of data when available. MAP will be used in
applicable grade levels as a local student growth goal (SGG) measurement and KPREP will be used in grades 4-8 reading and math as
a state growth percentile (SGP) measurement. Student growth goals will be set based on the Fall administration of MAP and Deeper
Learning event #1 (see scoring guides on next page). Teachers will present their student growth goals to their evaluator during data
conference #1, or #2, or #3 depending on when MAP and/or Deeper Learning event #1 take place. Expected growth on both MAP and
Deeper Learning are based on individual student growth.
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3) In addition, many teachers will be required to complete, at minimum, one of the following activities during each semester (see chart on
page 22 for details):
- LDC
- MDC
- PBL
- IBL
4) Enduring Skills – Growth will be monitored on selected enduring skills. Teachers and administrators will design a four point rubric for
each enduring skill, and expected growth will be determined using the Deeper Learning scoring guide.

Boyle County Student Growth Goal Instrument to Determine Overall Student Growth Category
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Class Average Score Range on Deeper Learning #1 or Enduring
Skills Measurement #1 (Expected growth in parenthesis, high
growth is above this mark, and low growth is below this mark)
●
●
●
●
●
●

0.0 to 0.9 (Expected Growth = 1.3 to 1.5 points)
1.0 to 1.9 (Expected Growth = .8 to 1.0 points)
2.0 to 2.5 (Expected Growth = .6 to .7 points)
2.6 to 2.9 (Expected Growth = .4 to .5 points)
3.0 to 3.5 (Expected Growth = .2 points)
3.6 to 3.9 (Expected Growth = .1 points)

**Scale will also be used to determine teachers growth in
design and implementation effectiveness between DL Event #1
and DL Event #2

MAP

Low Growth = Less than 55% of students in class(es) meeting
expected RIT goal from Fall to Winter*
Expected Growth = 55% -75% of students in class(es) meeting
expected RIT goal from Fall to Winter*
High Growth = More than 75% of students in class(es)
meeting expected RIT goal from Fall to Winter*
* Based on point by point MAP goal-setting function

Deeper Learning Specifics:
Deeper Learning activities/presentations of learning will be evaluated by the teacher using a common rubrics developed and quality controlled for
district-wide use. One class period will also be scored by the principal for quality of the design and effectiveness of the implementation of the DL
event (see appendix for DL ratings sheet). A class period will also be observed and scored for quality control purposes by a non-evaluative
Effectiveness Support and Coaching (ESC) team. Whenever possible, the class periods observed by the principal and the ESC team should be
different class periods. Feedback and suggestions for student growth will be offered to teachers and information gathered by the ESC team will be
used to support both the teacher and principal. This team could be made up of district personnel, community members, peer teachers, and/or
students.
Deeper Learning units (PBL, LDC, IBL, and MDC) will be developed by teachers and submitted to district and school administrators for quality
control. The quality control process will be focused on rigor (as evidenced by congruence between both the activities and assessments and the
learning targets for the unit) and adherence to the district guidelines for quality LDC, PBL, IBL and MDC units.
Rubric design - Every Deeper Learning activity will measure two sets of skills: “Primary” skills which are consistently present regardless of
which Deeper Learning activity is utilized and “secondary” skills which may be evident in some, but not all, Deeper Learning Activities. A
common, district-wide rubric exists to measure these skills. Primary skills will be measured in any Deeper Learning Activity, while teachers (in
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collaboration with the evaluator) will choose at least 1 “secondary” skill to be measured. These skills will be selected during the first data
conference, and the set of 4 primary and secondary skills will become the skills monitored for growth during the academic year by the teacher.
At each data conference, Deeper Learning results will be presented for each activity that has occurred. A formula to determine high, expected,
and low growth in both Deeper Learning Activities and MAP will be used. The principal and teacher will monitor progress toward the skill
growth goals, make plans for and/or reflect on the performance of individual students, and discuss the growth of the class as a whole toward the
desired level of skill proficiency. Ongoing self-reflection will be a key component of the data conference process.
A Growth label will be assigned to every teacher every year. A matrix is provided to determine a tenured teacher’s growth label at the end of year
2 in the evaluation cycle. (See page 26)
Content Mastery Protocol
Common Assessments are those assessments created by teachers in content teams and have been quality controlled for congruence at the
district level. Common assessments must be used as the primary summative assessment at the end of a unit and/or nine weeks. In the
utilization of common assessments, the following methods are prohibited:
● Students may not use open notes or study guides during the common assessment
● Students may not be given bonus points on common assessments
● If a teacher allows students to retake all or part of a common assessment for partial credit, the score reported to the principal during
data conferences must be the original score
● Students must take the common assessments as an individual, not in groups or pairs
● Students may not take the common assessment as a take-home test
● Teachers may not score the common assessment “on a curve” – the score reported must be the actual score
● Common assessments will not be given in a whole group setting with the teacher reading the test to the class, with the exception of
grade K and 1, in which common assessments may be given in small groups. Students with disabilities who have a reader listed as an
accommodation may have the test read to them.

MAP Administration Protocols
● The classroom teacher may be present during MAP administration. However, the teacher is prohibited from providing help to
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students as they complete the test. Teachers may give encouragement and clarify directions when needed, but will not provide
clarification or assistance for students regarding content or processes within questions on the test.
● Beginning in 2nd grade, the 2-5 Survey with Goals test will be given for all 3 MAP administrations (Fall, Winter, Spring). MAP for
Primary Grades will not be given in 2nd grade.
● Because MAP is a nationally normed, adaptive achievement test, students with disabilities who have “reader” listed as an
accommodation on their IEP may not have a reader on the reading portion of the MAP test. These students may, however, have a
reader on the math and language MAP tests.
● Teachers must ensure, to the best of their ability, that testing conditions are identical during the two (2) administrations of MAP (Fall
and Winter). This includes but is not limited to, the time of day and/or period during which the test if given, and the quality of the
testing environment – quiet free from distractions, encouraging tone set by the teacher, teacher attentiveness, etc.
● Reading MAP and Math MAP must be given on separate days.

Teacher Signature (acknowledges understanding of common assessment and MAP protocols):
________________________________________________________

Date: _________________________________

TPGES Student Growth Measures By Grade Level And Content Area
Level
K-2
3-5

Content
All Subjects
Math and Reading

Content Mastery Measurement
Common Unit Assessments
Common Unit Assessments
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Growth Measurement
MAP (local)
MAP (local) and KPREP (state)

3-5
6-12

6-12

Science and Social
Studies
Math and English

K-12 Special Education

Science and Social
Studies
All Subjects

6-12

CTE and Related Arts

K-12 Nine week classes and
elementary weekly “specials”
classes (only see the same
group of students once per
week), K – 12 Foreign Language,
and preschool

Spanish, Chinese, Art,
Music, PE, Life Skills,
Band, PE teachers with
courses that include no
“health” component, HS
art, and classes as
assigned by principal

Common Unit Assessments

Two LDC, MDC, IBL, or PBL (local)- one per
semester
Common Assessments
KPREP, and two LDC, MDC, IBL, or PBL - one
per semester (local)
Note: In classrooms which choose to do 2
MDC’s, one must include a Presentation of
Learning (POL)
Common Assessments
Two LDC, MDC, IBL, or PBL (local) - one per
semester (local)
Common Assessments (Special Education
MAP ( K-5 only), KPREP, and LDC, MDC, IBL,
Student Performance)
or PBL (local) –Focus is growth and performance
of all students in co-teaching classrooms.
PBL (local) – Teachers who keep classes year-long will complete Two Deeper Learning Units
with rubrics that measure primary and secondary skills. These will be given in Fall, and Spring
(see bullets above) in order to measure growth over the year. Teachers who teach semester-long or
nine week classes will complete Four Deeper Learning Units – two units per semester.
Enduring Skills (local) or PBL (see above description) – Teachers will identify enduring skills (skill
statements of learning that endure beyond a test date) that embody their course. In the first
data conference of the year, the teacher will identify one or more enduring skills that is deficit in
one or more classes. With the principal, the teacher will develop both a plan to ensure student
growth in terms of that skill and a measurement tool to be used before the 2nd and 3rd data
conferences. The measurement tool must be designed to show growth in the enduring skill, and
there must be a method for determining high, expected, and low growth. Professional
Development will be provided for these teachers to determine and refine lists of enduring skills
that embody their courses.

Note: Teachers who administer Deeper Learning events must do the same type of event (LDC, MDC, IBL, or PBL) during both
administrations.
Other sources of evidence that can be used to support educator practice include the following:
o Communication logs
o Timely, targeted feedback from mini or informal observations (walk-through observations)
o Student data records
o Student work
o Teacher reflections and/or self-reflections
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o Teacher committee or team contributions
o Engagement in professional development
o Action research

PEER OBSERVATION
⬥

Peer walk-through observations will be completed between January and April. Peer observers will observe, collect, share evidence, and
provide feedback for formative purposes only. Peer observers will not score a teacher’s practice and will share their information only with
the Observee unless permission is granted. All Teachers and Other Professionals will receive a peer observation in their summative year.
All Peer Observers participating during the summative year observations will complete the department approved training once every three
years. All teachers will be trained as peer observers, and principals will make peer observer assignments. Evidences of peer observations
will be recorded in the district electronic evaluation collection tool or another district-approved platform.
SUMMATIVE EVALUATION

Summative evaluation means the summary of, and conclusions from, all evaluation data, including formative evaluation data. Summative
evaluations will occur at the end of a non-tenured employee’s evaluation cycle annually and a tenured employee’s evaluation cycle every 2 years.
The Summative evaluation process includes a conference between the evaluator and the evaluated certified employee and a written evaluation
report. At the conclusion of the evaluation cycle, the evaluatee will also have the opportunity to submit a written statement in response to the
summative rating. The response will be included in the official personnel record.
The evaluator will assess results, reviewing all data collected during the evaluation cycle under which the evaluatee falls. This is done so the
evaluator can make a determination whether or not an evaluatee’s work is satisfactory, and, if necessary, can be done at any time during the cycle,
so long as previous steps in the cycle have been completed and documented. Teacher performance will be determined based on multiple sources
of data. Then, a teacher summative rating will be determined by a combination of formative observation data and student growth data (See matrix
in the Appendix).
In deciding whether or not an evaluatee’s work is satisfactory, the evaluator shall identify the performance measures and indicators which are
being met as determined by the Performance Levels, and, where they are not being met, whether movement toward attainment is indicated by
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reviewing data from formative evaluation (i.e., evaluatee’s progress, or lack of, toward accomplishment of improvement objectives established for
the employee).
Non-attainment of a domain does not necessarily indicate overall unsatisfactory performance. Failure - either through unwillingness or inability to make satisfactory progress as previously documented by the evaluator on Framework for Teaching Forms, Individual Corrective Action Plan(s),
memos, the Data Conference Worksheet, or other forms of documentation - does indicate overall unsatisfactory performance. When this is the
case, the evaluator must so indicate in the appropriate place on the Summative Conference Form and the Summative Evaluation Form. When a
“Does not recommend for re-employment” is made, this must be communicated to the evaluatee during a conference in writing.
For those employees whose Summative evaluation will result in a termination of employment, the written recommendation for non-renewal of
contract accompanied by supporting documentation, must be given to the Superintendent no later than April 15. Official notice of contract
non-renewal must be giving to the employee no later than May 15th of the school year during which the contract is in effect (KRS161.750 (2)).
Determining the Summative Rating for Certified Staff
Supervisors are responsible for determining a Summative Rating for each certified staff member at the conclusion of their yearly summative
evaluation. The Summative Rating is informed by the educator’s ratings on professional practice and student growth. The evaluator
determines the Summative Rating based on professional judgment informed by evidence that demonstrates the educator's performance against
the Performance Measures, district-developed rubrics (see local contribution for student growth), and decision rules that establish a common
understanding of performance thresholds to which all educators are held.
Professional Practice Rating
The Kentucky Framework for Teaching stands as the critical rubric for providing educators and evaluators with concrete descriptions of
practice associated with specific performance measures. Each element describes a discrete behavior or related set of behaviors that
educators and evaluators can prioritize for evidence-gathering, feedback, and eventually, evaluation. Supervisors will:
1) Organize and analyze evidence for each individual educator based on these concrete descriptions of practice
2) Determine the individual performance measure ratings through the use of sources of evidence and professional
judgment.
3) Apply Decision Rules for determining an educator’s Professional Practice rating (see page 27)
Supervisors and educators will be engaged in ongoing dialogue throughout the evaluation cycle. The process concludes with the
evaluator’s analysis of evidence and the final assessment of practice in relation to performance described under each Performance Measure
at the culmination of an educator’s cycle. The evaluator will provide a summative rating for each measure based on evidence and may
record in the district electronic evaluation collection tool.
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Student Growth Rating
The overall Student Growth Rating is a result of a combination of professional judgment and the district-developed instrument for summative
student growth ratings. This label, while not equivalent to the Professional Practice label, is assigned and used as an indicator to inform the
Professional Practice rating. The designed instrument aids the supervisor in applying professional judgment to multiple evidences of student
growth over time. The Student Growth Rating must include data from SGG and MSGP (where available) and will be considered yearly, with up
to 3 years of student growth data being considered when applicable and available to determine the overall Student Growth Rating (see
“Determining Overall Growth Category For Tenured Teachers” chart on page 26. The Local Student Growth Goal instrument will primarily aid
supervisors in determining the overall Student Growth Rating as low, expected, or high. In the event that a teacher has both math and ELA MSGP,
the chart on page 26 will be used to combine and average the two labels.
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● SGG and SGP (when available) will be used to determine overall Student Growth Rating. Local Student Growth ratings will be
determined using a formula, and the percentage of students rated as achieving expected growth in KPREP accountability will be
considered and discussed during principal/teacher data conferences as high/expected/low growth determination period.
Determining Overall Growth Category For Tenured Teachers/Principals
A growth rating for every teacher will be calculated and assigned annually by applying the expected, high, and low growth criteria based on
Deeper Learning activities, (using both student and teacher growth measures) MAP, and KPREP. (See data conference worksheet for more
details) Multiple years of growth will be used whenever available. SGG and MSGP (when available) will be used to determine overall Student
Growth Rating.
Tenured teachers are evaluated on a 2 year cycle. 3 years of MSGP data may be considered when applicable and available. The process below
will be used to compile and average the 2 years’ of student growth data to determine an overall student growth label at the end of the teacher’s
summative year.
The labels of Low, Expected, and High will be given a point value:
– LOW = 1
– EXPECTED = 2
– HIGH = 3
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During the summative conference at the end of the summative year, the student growth point value from both years will be averaged from the
previous two years and applied to the following scale. The resulting label will be used in for the teacher’s summative evaluation.

RANKING

AVERAGE SCORE

Low

1.0-1.49

Expected

1.50-2.49

High

2.50--3

*Note: This formula will also be used to calculate the overall label for teachers who teach semester long classes. This will allow the evaluator
and evaluate to combine the semester 1 and 2 SGG labels to determine an overall label.
Determining the Summative Rating
All summative ratings must be recorded in the district-approved technology platform. Evaluators will determine a rating for each of the 4
performance measures and then apply decision rules for summative ratings.
A certified employee’s Overall Performance Category is determined by the following criteria:
CRITERIA FOR DETERMINING A CERTIFIED STAFF MEMBER’S
PROFESSIONAL PRACTICE RATING
IF…
THEN…
Measures 2 AND 3
Professional Practice Rating shall
(Environment and Instruction)
be INEFFECTIVE
are rated INEFFECTIVE
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Measures 2 OR 3 (Environment
or Instruction) are rated
INEFFECTIVE
Measures 1 OR 4 (Planning or
Professionalism) are rated
INEFFECTIVE
Two Measures are rated
DEVELOPING, and two
measures are rated
ACCOMPLISHED
Two Measures are rated
DEVELOPING, and two
Measures are rated EXEMPLARY
Two Measures are rated
ACCOMPLISHED, and two
Measures are rated EXEMPLARY

Professional Practice Rating shall
be DEVELOPING or INEFFECTIVE
Professional Practice Rating shall
NOT be EXEMPLARY
Professional Practice Rating shall
be ACCOMPLISHED

Professional Practice Rating shall
be ACCOMPLISHED
Professional Practice Rating shall
be EXEMPLARY

Decision Rules for Determining Educator’s Summative Rating
● Creation of an individual corrective action may happen at the evaluator’s discretion based on formative evaluation data and/or for other
reasons (e.g. Code of Ethics violation, etc..), and MUST happen based on summative evaluation findings of “Ineffective” in any Domain.
Professional Growth Plan and Summative Cycle
Based on the overall Professional Practice rating and Student Growth rating, the type of Professional Growth Plan and the length of the summative
cycle will be determined using the chart below.
PGP and Summative Cycle Matrix
Type and Length Of Plan For Evaluatees
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Collaborative Growth Plan
● Goals set by evaluatee with evaluator input
● One goal must focus on area identified by
“Low” Student Growth Measure

Self-Directed Growth Plan
● Goals set by evaluatee with evaluator input
● Activities are evaluatee directed/designed and implemented with
colleagues

Evaluator Directed Growth Plan
●
●
●
●

Goal Determined By Evaluator
Focus on Low Performing Areas observed Through Professional Practice Measures
Activities will be determined/designed by evaluator with evaluatee input
Additional observations beyond “2 and 2” plan required (teachers only)
Up To 12 Month Improvement Plan
Evaluator Directed Growth Plan
● Goal Determined By Evaluator
● Goal Determined By Evaluator
● Focus on low performing areas
● Focus on Low Performing Areas observed Through Professional
Practice Measures
● Activities will be determined/designed by evaluator with
evaluatee input
● Additional observations beyond “2 and 2” plan required (teachers
only)
Low
Expected
High

ADMINISTRATORS WHO RECEIVE ANNUAL EVALUATIONS
Administrators who receive annual Summative evaluations according to 704 KAR 3:370 are Central Office certified staff, principals, assistant
principals, and guidance counselors. These administrators must have an individual Professional Growth Plan and a Summative Evaluation each
year, whether they are tenured or non-tenured.
CENTRAL OFFICE STAFF
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Central office staff will complete a Professional Growth Plan annually and will be evaluated using Boyle County Administrative Standards (see
appendix pages 115-160). Evaluation based on these standards will be used to inform ratings in each of the 4 performance measures, leading to an
evaluative summative rating using the decision making chart below (see “Determining the Summative Rating”). Each central office staff member
will meet twice with his or her evaluator – a mid-year progress formative evaluation and a summative evaluation in March-April (before April 15).
MULTIPLE SOURCES OF EVIDENCE (CO STAFF):
Required:
PGP
Evaluation Conferences (2 per year)
Optional:
Data (Relevant To Job Performance)
Determining the Summative Rating
All summative ratings must be recorded in the district-approved technology platform. Evaluators will determine a rating for each of the 4
performance measures and then apply decision rules for summative ratings.
A certified employee’s Overall Performance Category is determined by the following criteria:
CRITERIA FOR DETERMINING A CERTIFIED STAFF MEMBER’S
PROFESSIONAL PRACTICE RATING
IF…
THEN…
Measures 2 AND 3
Professional Practice Rating shall
(Environment and Instruction)
be INEFFECTIVE
are rated INEFFECTIVE
Measures 2 OR 3 (Environment Professional Practice Rating shall
or Instruction) are rated
be DEVELOPING or INEFFECTIVE
INEFFECTIVE
Measures 1 OR 4 (Planning or
Professional Practice Rating shall
Professionalism) are rated
NOT be EXEMPLARY
INEFFECTIVE
Two Measures are rated
Professional Practice Rating shall
DEVELOPING, and two
be ACCOMPLISHED
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measures are rated
ACCOMPLISHED
Two Measures are rated
DEVELOPING, and two
Measures are rated EXEMPLARY
Two Measures are rated
ACCOMPLISHED, and two
Measures are rated EXEMPLARY

Professional Practice Rating shall
be ACCOMPLISHED
Professional Practice Rating shall
be EXEMPLARY

Decision Rules for Determining Educator’s Summative Rating
● Creation of an individual corrective action may happen at the evaluator’s discretion based on formative evaluation data and/or for other
reasons (e.g. Code of Ethics violation, etc..), and MUST happen based on summative evaluation findings of “Ineffective” in any Domain.
Professional Growth Plan and Summative Cycle
Based on the overall Professional Practice rating and Student Growth rating, the type of Professional Growth Plan and the length of the summative
cycle will be determined using the chart below.

PGP and Summative Cycle Matrix
Type and Length Of Plan For Evaluatees
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Collaborative Growth Plan
● Goals set by evaluatee with evaluator input
● One goal must focus on area identified by
“Low” Student Growth Measure

Self-Directed Growth Plan
● Goals set by evaluatee with evaluator input
● Activities are evaluatee directed/designed and implemented with
colleagues

Evaluator Directed Growth Plan
●
●
●
●

Goal Determined By Evaluator
Focus on Low Performing Areas observed Through Professional Practice Measures
Activities will be determined/designed by evaluator with evaluatee input
Additional observations beyond “2 and 2” plan required (teachers only)
Up To 12 Month Improvement Plan
Evaluator Directed Growth Plan
● Goal Determined By Evaluator
● Goal Determined By Evaluator
● Focus on low performing areas
● Focus on Low Performing Areas observed Through Professional
Practice Measures
● Activities will be determined/designed by evaluator with
evaluatee input
● Additional observations beyond “2 and 2” plan required (teachers
only)
Low
Expected
High

PRINCIPALS, ASSISTANT PRINCIPALS, and COUNSELORS
Principal evaluations are conducted by the superintendent, while assistant principal evaluations are conducted by the building principal. The
principal and assistant principal evaluation process is described in detail beginning on page 35. The evaluation of counselors will be based on
Boyle County Counselor Standards, which will lead to ratings on the 4 performance measures and ultimately to a summative rating using the
decision rules listed outlined on the previous page. Principals will meet twice with counselors – a mid-year progress formative evaluation and a
summative evaluation in March-April (before April 15).
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The Superintendent is evaluated by the Board of Education. As part of the evaluation for the Superintendent, he/she will be expected to meet all
the training, assessment, and continuing education outlined in KRS 156.111. Other central office certified staff evaluations are conducted by the
immediate supervisors as indicated by the organizational chart and documents in the appendix.
MULTIPLE SOURCES OF EVIDENCE (COUNSELORS)
Required:
PGP
Evaluation Meetings (2 per year)
OPPORTUNITY FOR RESPONSE
Both parties in the Boyle County evaluation system have the opportunity to make written comments in spaces provided on Individual Corrective
Action Plans and the Summative Evaluation form. Additional written responses may also be made and attached. Signatures on evaluation forms
merely indicate that the evaluation process has been executed and do not necessarily indicate an agreement.
A copy of the evaluation shall be provided to the evaluatee. 704 KAR 3:345, Section 4(2)(e).
OFFICIAL FORMS
All evaluations of certified staff in the Boyle County School System will be recorded on official forms provided in this plan, and all summative
evaluation forms (except the superintendent's) will be filed in the employee's personnel file at the Board office.
THE RIGHT TO APPEAL
The Boyle County Board of Education shall establish and maintain an evaluation appeals panel for certified employees of the district and one (1)
member appointed by the board of education who is a certified employee of the board. Certified employees who think they were not fairly
evaluated may submit an appeal to the panel for a timely review of their evaluation.
A procedure outlining the election process of members to the appeals panel is on page 35 of this plan.
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APPEALS PROCESS
For appeals to the local evaluation appeals panel, all certified personnel shall have the:
1.

Right to a hearing as to every appeal; and

2.

Opportunity reasonably in advance of the hearing for the evaluator and
evaluatee to adequately review all documents that are to be presented to the
evaluation appeals panel; and

3.

Right to presence of evaluatee’s chosen representative.

I.

PROCEDURE FOR CERTIFIED PERSONNEL WISHING TO APPEAL
AN EVALUATION

A.

Summative
1.

No more than ten (10) work days after receipt of the final
evaluation forms Form D (teacher) Form E (Administrator),
the certified employee must present a request, on the
appropriate form, for a review of the evaluation to the Appeals
Panel c/o the Superintendent. The request must:
a.
b.

2.

Be attached to a copy of the final evaluation form.
(Form F or G)
Include a written statement which details both the
disagreement and the reason(s) for his/her disagreement
(procedural and/or qualitative).

The Chair will convene the Appeals Panel and it will complete its
review of the evaluation data no more than five (5) work days after
receipt of the request for review. The panel may issue, to both
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appellant and evaluator, no more than two (2) work days after
meeting to review the appeal, an invitation to meet with the panel
(separately, not together). The purpose of this review will be to
obtain additional information needed to prepare for a hearing.

3.

a.

All documentation obtained to this point is made available
to both the evaluator and evaluatee, and both parties are
notified of the hearing date by the Chair of the Appeals
Panel.

b.

This hearing is to take place no more than five (5) work
days after receipt of the notification.

c.

Both the appellant and the evaluator are notified of the right
to be accompanied by a chosen representative.

d.

After reviewing all documents and interviewing both
evaluator and appellant, the local appeals panel will reach
its decision by consensus.

e.

The panel shall issue its written opinion to the
Superintendent, within three (3) work days. A copy of the results
of the hearing shall be placed in the appellant’s official
file, attached to the Summative evaluation in question.

f.

The entire process, from the time the appeal is filed until
the panel issues its recommendation to the Superintendent,
must be completed within fifteen (15) work days.

The superintendent must respond to the appellant no more than fourteen
(14) calendar days after receipt of the written statement from the Appeals
Panel’s Chair. In cases involving dismissal, the Superintendent’s decision,
under law, is final for non-tenured appellees.
37

4.

II.
A.

Under the law, any certified employee has a right to appeal directly to the Kentucky Board of Education if the employee believes
that the local school district failed to properly implement the approved evaluation system. The appeal shall not involve requests
from individual certified school employees for review of the judgmental conclusions of their personnel evaluations.

THE SELECTION PROCEDURE FOR ELECTED MEMBERS OF THE
LOCAL CERTIFIED EVALUATION APPEALS PANEL
Before September 1, yearly, all certified employees shall be given an opportunity to volunteer to serve as a member of the Certified
Employee Appeal Panels.

B.

Employees interested in serving, if elected, are to return their completed
application to the Central Office within one week of receipt.

C.

By September 15, the Central Office will prepare and distribute to all certified
employees a ballot listing alphabetically all applicants, along with their position
title and work location.

D.

Completed ballots are to be returned to the Central Office by the next school day.

E.

Central Office personnel will tabulate ballots and the two applicants receiving the
greatest number of votes shall be elected for one-year terms. If no volunteers are
received, the current members of the appeals panel will continue in their role on
the panel (unless otherwise requested).

F.

Every two years, the superintendent will present to the Board, one certified
member and one alternate to serve a two (2) year term.

G.

The name of the elected and/or appointed applicants shall be presented to the
Board at its next meeting so that the Board may appoint them to serve a two year
term. The next highest vote-getter shall be designated an alternate member by the
Board.
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EVALUATION FOLDER
The evaluatee and evaluator shall each set up a school evaluation folder. This folder may be digital, and will hold
the following:
--

Professional Growth Plan(s) (As described in 704 KAR 3:345, Section 1,
Paragraph 11, (a, b and c).

--

Post-Observation Conference Formative Report Forms, as required

--

Individual Corrective Action Plan(s), as needed

--

Evaluatee or evaluator notes that may have a bearing upon the evaluation
process

--

Summative Conference Form, as required

--

Summative Evaluation for Teachers/Administrators Form

The above items will constitute the basic information that will be used to complete the Summative Evaluation Report. The school evaluation
folder will assist in keeping all evaluative information or data in good order.
At the end of the evaluatee’s evaluation cycle, as required, evaluators will cause to be placed in evaluatee’s folders at the Central Office, the
originals of the Summative Evaluation Form.. This form is to be considered the official copy of the evaluatee’s performance report.
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Notes:
(1)
(2)

For areas of strength, enrichment, and/or improvement, specific Standards
and Criteria will be noted in the Formative Report form; either in narrative
or by listing number and letter.
Prescription - Action plan, procedures, or activities for any area of
improvement shall be written on the applicable form or attached to it.

(3)

No item regarding growth, poor or unacceptable performance, may
be listed on either Formative or Summative Form(s) unless it is written
and a copy given to the evaluatee.

(4)

The evaluator’s notes, at his/her option, may be attached to Formative
Forms. Where they are, they become part of the official record and
must be legible to both evaluator and evaluatee.

(5)

Records retention of the school (principal’s working) evaluation folder
should be as follows:
(a)
(b)

III.

Seven years, including four years of annual evaluation data for
non-tenured employees, and three years data from the evaluation
cycle after employee has gone on tenure;
Thereafter six years, which includes data from two evaluation
cycles for tenured certified employees.

CONFIDENTIALITY OF RECORDS

The personnel evaluation records, specifically the personnel evaluation folder and its contents, will be treated with the same confidentiality as
other personnel records.
The records will be accessible only to the evaluatee and administrators who supervise, or share the supervision of, the evaluatee. Generally, this
will include the Principal and Assistant Principal in evaluatee’s building, the Superintendent, and Program Directors.
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Records may be subpoenaed in cases where litigation occurs. The records will be kept in the office of the Superintendent. Supportive data to the
evaluation, which may be housed in the employee’s school folder and which has already been copied for the evaluator and evaluatee, may be
subpoenaed in cases where litigation occurs.
Each evaluator is responsible for maintaining complete and timely records for all individuals under his/her supervision.
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Professional Growth and Effectiveness System – Principal and Assistant Principal
Roles and Definitions
1.
2.
3.
4.

5.
6.

Administrator: means an administrator who devotes the majority of employed time in the role of principal, for which
administrative certification is required by the Education Professional Standards Board pursuant to 16 KAR 3:050
Evaluator: the immediate supervisor of certified personnel, who has satisfactorily completed all required evaluation training and,
if evaluating teachers, observation certification training.
Evaluatee: District/School personnel that is being evaluated
Professional Growth Plan: An individualized plan that is focused on improving professional practice and leadership skills and is
aligned with educator performance standards and student performance standards, is built using a variety of sources and types of
student data that reflect student needs and strengths, educator data, and school/district data, is produced in consultation with the
evaluator
Self-Reflection: means the process by which certified personnel assess the effectiveness and adequacy of their knowledge and
performance for the purpose of identifying areas for professional learning and growth
TELL Kentucky: A working conditions survey of all school staff conducted every two years to provide feedback on specific
aspects of the school’s work environment.
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Principal Evaluation
Timeline
August - December

Principal Evaluation
September CIA

1. MAP data (August) – set goals
January CIA

1. Deeper Learning Phase 1 (w/ESC score) – set goals
2. MAP data (August – December) – was growth data achieved?
3. Common assessment data (August – December) – were benchmarks
achieved?
4. PGES implementation monitored – see checklist
5. TELL results
6. Principal Performance Standards (PSEL standards) discussed and
principal scored 1 -4 on each
7. Principal Performance documented based on 4 performance measures
January - June

June CIA

1. Deeper Learning Phase 2 (w/ESC score) – was goal achieved?
2. MAP data (January – May) – was growth goal achieved?
3. Common assessment data (January-May) – were content mastery
benchmarks achieved
4. PGES implementation monitored – see checklist
5. Tell survey results
6. Principal Performance Standards (PSEL standards) discussed and
principal scored 1 -4 on each
7. Principal Performance documented based on 4 performance measures
July

Growth plan based on PSELStandards

Principal Evaluation Components – Overview and Summative Model
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District Effectiveness and Support Team
Leader
One member will be assigned for each of
these subject areas and levels:
Social Studies 4 -12
Math 6 -12
English 6 -12
Science 4 -12
CTE 6 – 12
Art 6 – 12

Evaluators will look for trends and patterns in practice across multiple types of evidence and apply their professional judgment based on this
evidence when evaluating a principal. The role of evidence and professional judgment in the determination of ratings on standards (leading to
performance measures) and an overall Professional Practice rating is paramount in this process.
Professional Standards for Educational Leaders (PSEL) (See Appendix)
The PSEL are designed to support student achievement and professional best-practice through the standards of 1) Mission, Vision, and Core
Values; 2) Ethics and Professional Norms; 3) Equity and Cultural Responsiveness; 4) Curriculum, Instruction, and Assessment; 5) Community of
Care and Support for Students; 6) Professional Capacity of School Personnel; 7) Professional Community for Teachers and Staff; 8) Meaningful
Engagement of Families and Community; 9) Operations and Management; 10) School Improvement. Included in the Standards are Performance
Indicators that provide examples of observable, tangible behaviors that provide evidence of each standard. The Performance Standards provide the
structure for feedback for continuous improvement through individual goals that target professional growth, thus supporting overall student
achievement and school improvement. Evidence supporting a principal’s professional practice will be situated within one or more of the 10
standards. Performance will be rated for each standard according to the four performance levels: Ineffective, Developing, Accomplished, and
Exemplary. It is important to note that the expected performance level is “Accomplished,” but a good rule of thumb is that it is expected that a
principal will “live in Accomplished but occasionally visit Exemplary”. The summative rating will be a holistic representation of performance,
combining data from multiple sources of evidence across each standard.
The use of professional judgment based on multiple sources of evidence promotes a more holistic and comprehensive analysis of practice, rather
than over-reliance on one individual data point or rote calculation of practice based on predetermined formulas. Evaluators will also take into
account how principals respond to or apply additional supports and resources designed to promote student learning, as well as their own
professional growth and development. Finally, professional judgment gives evaluators the flexibility to account for a wide variety of factors
related to individual principal performance. These factors may include school-specific priorities that may drive practice in one standard, an
educator’s number of goals, experience level and/or leadership opportunities, and contextual variables that may impact the learning environment,
such as unanticipated outside events or traumas. Professional judgement will be used to rate administrators on standards. The standards will be
considered holistically when assigning labels for each of the four (4) performance measures. To determine a summative label, the same decision
making rules will be used that are used with other certified staff (see page 27).
Evaluators must use the following categories of evidence in determining overall ratings:
o Professional Growth Planning and Self-Reflection
o Site-Visits
o Working Conditions Goal (Based on TELL KY)
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o Local Student Growth Goal data
Evaluators may use the following categories of evidence in determining overall ratings:
Other Measures of Student Learning
Products of Practice
Other Sources (e.g. surveys)
Professional Practice
Professional Growth Planning and Self-Reflection – completed by principals & assistant principals
The Professional Growth Plan will address realistic, focused, and measurable professional goals. The plan will connect data from multiple sources
including site-visit conferences, data on student growth and achievement, and professional growth needs identified through self-assessment and
reflection. Self-reflection improves principal practice through ongoing, careful consideration of the impact of leadership practice on student
growth and achievement.
All principals will participate in self-reflection and professional growth planning each year. All assistant principals will participate in
self-reflection and professional growth planning each year. Professional growth plans will be due to the superintendent (or immediate supervisor)
by August 1. If a principal is hired late, the professional growth plan will be due within 60 days of the first day of employment.
Site-Visits – completed by supervisor of principal – formal site visits are not required for assistant principals
Site visits are a method by which the superintendent may gain insight into the principal’s practice in relation to the standards. During a site visit,
the superintendent will discuss various aspects of the job with the principal, and will use the principal’s responses to determine issues to further
explore with the faculty and staff. Additionally, the principal may explain the successes and trials the school community has experienced in
relation to school improvement.
Site visits will be conducted at least twice each year (once per semester) and post-conferences to discuss performance on observed Principal
Performance Standards will occur during monthly CIA meetings. If a principal is hired late, the superintendent will conduct at least two site visits.
However, the timelines may be adjusted to meet the requirement. Evidences will be documented by the superintendent in the form of anecdotal
notes and artifacts collected from the school. These meetings are held between the superintendent and principal and are not public. Principals will
conduct a minimum of two evaluative meetings with assistant principals each year.
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Working Conditions Goal (Goal inherited by Assistant Principal)
Principals are responsible for setting a 2-year Working Conditions Growth Goal based on the most recent TELL Kentucky Survey. The principal’s
effort to accomplish the Working Conditions Growth Goal is a powerful way to enhance professional performance and, in turn, positively impact
school culture and student success. For each principal, 2 working goals conditions goals will be required. A Working Conditions Goal rubric will
be developed by the superintendent and principal based on the working goals, and evidences will be collected during site visits and using
anecdotal notes developed by the superintendent. At the mid-point, a review conference with the principal will be conducted by the
superintendent, during which time data from collected evidences will be examined in order to gauge progress.
Working Conditions Goal Rubric
Ineffective: %
Developing: %
Accomplished: %
Exemplary: %
Products of Practice/Other Sources of Evidence
□ SBDM Minutes
□ Faculty Meeting Agendas and Minutes
□ Department/Grade Level Agendas and Minutes
□ PLC Agendas and Minutes
□ Leadership Team Agendas and Minutes
□ Instructional Round/Walk-through documentation
□ Budgets
□ EILA/Professional Learning experience documentation
□ Surveys
□ Professional Organization memberships
□ Parent/Community engagement surveys
□ Parent/Community engagement events documentation
□ School schedules
Student Growth Goals (inherited by Assistant Principal)
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Each year, principals will set two Student Growth Goals, and at least one (1) of the Student Growth Goals set by the principal must address gap
populations. This goal will be set in the first 30 days of the school year and will be assessed for progress during a mid-year evaluative conference
and assessed for completion during the summative evaluation conference. Goals must be based on school data (assessment, behavioral, etc.), and
will be reflected in the CSIP. Expected growth will be awarded if the goal is met within an interval of -5% to +5%. Student growth will be
considered “low” if the progress toward the CSIP goal is below the -%5 threshold, and “high” growth will be awarded if the CSIP goal is met
beyond the +5% threshold. Assistant Principals will inherit the Student Growth Goals of the Principal. District-approved assessments may be
used during the year to assess the school’s progress toward local goals.

Determining the Summative Rating
Superintendents are responsible for determining a Summative Rating for each principal at the conclusion of their summative evaluation year. The
Summative Rating is informed by the principal’s ratings on professional practice. Student growth is not an equivalent label to Professional
Practice label, but is to be used as an indicator when determining the Professional Practice label.
Rating Professional Practice
Ratings for professional practice must be recorded in the district provided date collection tool. Final practice rating will be assigned during the
summative conference (before April 15), and an overall rating will be assigned during the final determined using summative decision rules (see
below).
Overall Student Growth Rating (Remove flow chart below)
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Determining the Overall Performance Category
Student growth is not an equivalent label to Professional Practice label, but rather is to be used as an indicator when determining the Professional
Practice label. A principal’s Overall Performance Label is determined by the evaluator based on the principal’s ratings on each performance
measure. Evaluators will use the decision rules for determining the Summative Rating for certified staff.
Determining the Summative Rating
All summative ratings must be recorded in the district-approved technology platform. Evaluators will determine a rating for each of the 4
performance measures and then apply decision rules for summative ratings.
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A certified employee’s Overall Performance Category is determined by the following criteria:
CRITERIA FOR DETERMINING A CERTIFIED STAFF MEMBER’S
PROFESSIONAL PRACTICE RATING
IF…
THEN…
Measures 2 AND 3
Professional Practice Rating shall
(Environment and Instruction)
be INEFFECTIVE
are rated INEFFECTIVE
Measures 2 OR 3 (Environment Professional Practice Rating shall
or Instruction) are rated
be DEVELOPING or INEFFECTIVE
INEFFECTIVE
Measures 1 OR 4 (Planning or
Professional Practice Rating shall
Professionalism) are rated
NOT be EXEMPLARY
INEFFECTIVE
Two Measures are rated
Professional Practice Rating shall
DEVELOPING, and two
be ACCOMPLISHED
measures are rated
ACCOMPLISHED
Two Measures are rated
Professional Practice Rating shall
DEVELOPING, and two
be ACCOMPLISHED
Measures are rated EXEMPLARY
Two Measures are rated
Professional Practice Rating shall
ACCOMPLISHED, and two
be EXEMPLARY
Measures are rated EXEMPLARY
Decision Rules for Determining Educator’s Summative Rating
● Creation of an individual corrective action may happen at the evaluator’s discretion based on formative evaluation data and/or for other
reasons (e.g. Code of Ethics violation, etc..), and MUST happen based on summative evaluation findings of “Ineffective” in any Domain.
Professional Growth Plan and Summative Cycle
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Based on the overall Professional Practice rating and Student Growth rating, the type of Professional Growth Plan and the length of the summative
cycle will be determined using the chart below.

Professional Growth Plan and Summative Cycle
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APPENDICES
Boyle County Public School Evaluation Standards & Performance Criteria for Teachers

Appendix A

Boyle County Public School Evaluation Standard & Performance Criteria for Administrators

Appendix B

Kentucky’s School Personnel Code of Ethics

Appendix C

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

Appendix D

* All Boyle County Schools job descriptions are available through the district web page at www.boyle.kyschools.us . Job Descriptions are located under
Central Office.
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Appendix A

Evaluation Standards and Performance Criteria for Teachers
Charlotte Danielson Framework For Teaching (Attachment)
Appendix B

Evaluation Standards and Performance Criteria for Education Administrators
Professional Standards for Educational Leaders (PSEL)
Standard 1: Mission, Vision, and Core Values:
Effective educational leaders develop, advocate, and enact a shared mission, vision, and core values of high-quality education and academic success
and well-being of each student.

Standard 2: Ethics and Professional Norms:
. Effective educational leaders act ethically and according to professional norms to promote each student’s academic success and well-being.

Standards 3: Equity and Cultural Responsiveness:
Effective educational leaders strive for equity of educational opportunity and culturally responsive practices to promote each student’s academic
success and well-being.

Standards 4: Curriculum, Instruction, and Assessment:
Effective educational leaders develop and support intellectually rigorous and coherent systems of curriculum, instruction, and assessment to promote
each student’s academic success and well-being.

Standards 5: Community of Care and Support for Students:
Effective educational leaders cultivate an inclusive, caring, and supportive school community that promotes the academic success and well-being.

Standard 6: Professional Capacity of School Personnel:
Effective educational leaders develop the professional capacity and practice of school personnel to promote each student’s academic success and
well-being.

Standard 7: Professional Community for Teachers and Staff:
Effective educational leaders foster a professional community of teachers and other professional staff to promote each student’s academic success and
well-being.

Standard 8: Meaningful Engagement of Families and Community:
Effective educational leaders engage families and the community in meaningful, reciprocal, and mutually beneficial ways to promote each student’s
academic success and well-being.

Standard 9: Operations and Management:
Effective educational leaders manage school operations and resources to promote each student’s academic success and well-being.

Standard 10: School Improvement:
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Effective educational leaders act as agents of continuous improvement to promote each student’s academic success and well-being.

Appendix C
CODE OF ETHICS

704 KAR20:680
Section 1: Certified personnel in the Commonwealth:
1.
2.
3.

Shall strive toward excellence, recognize the importance of the pursuit of truth, nurture democratic citizenship, and safeguard the freedom to learn and to teach;
Shall believe in the worth and dignity of each human being and in educational opportunities for all;
Shall strive to uphold the responsibilities of the education profession, including the following obligations to students, to parents, and to the education profession

THE STUDENTS__________
-Shall provide students with professional education services in a
non-discriminatory manner and in consonance with accepted best
practice known to the educator.
-Shall respect the constitutional rights of all students.
-Shall not deliberately suppress or distort subject matter for
which the educator bears responsibility.
-Shall take reasonable measures to protect the health, safety, and
emotional well-being of students.
-Shall not use professional relationships or authority with
students for personal advantage.
-Shall keep in confidence information about students which has
been obtained in the course of professional service, unless
disclosure serves professional purposes or is required by law.
-Shall not knowingly make false or malicious statements about
students or colleagues.
-Shall refrain from subjecting students to embarrassment or
disparagement.
-Shall not engage in any sexually related
behavior with a student with or without
consent, but shall maintain a professional
approach with students. Sexually related
behavior shall include such behaviors as
sexual jokes; sexual remarks; sexual
kidding or teasing; sexual innuendo;
pressure for dates or sexual favors;
inappropriate physical touching, kissing,
or grabbing; rape; threats or physical
harm; and sexual assault.

THE PARENTS
-Shall make reasonable effort to communicate to parents
information which should be revealed in the interest of the
student.
-Shall endeavor to understand community cultures and diverse
home environments of students.
-Shall not knowingly distort or misrepresent facts concerning
educational issues.
-Shall distinguish between personal views and the views of the
employing educational agency.
-Shall not interfere in the exercise of political and citizenship
rights and responsibilities of others.
-Shall not use institutional privileges for private gain, for the
promotion of political candidates, or for partisan political
activities.
-Shall not accept gratuities, gifts, or favors that might impair or
appear to impair professional judgment, nor offer any such to
obtain special advantage.

53

EDUCATION PROFESSION
-Shall exemplify behaviors which maintain the dignity and
integrity of the profession.
-Shall accord just and equitable treatment to all members of the
profession in the exercise of their professional rights and
responsibilities.
-Shall keep in confidence information acquired about colleagues
in the course of employment, unless disclosure serves
professional purposes or is required by law.
-Shall not use coercive means or give special treatment in order
to influence professional decision.
-Shall apply for, accept, offer, or assign a position or
responsibility only on the basis of professional preparation and
legal qualification.
-Shall not knowingly falsify or misrepresent records of facts
relating to his/her own qualifications or those of othe

Appendix D
Principal Professional Growth and Effectiveness System
Reflective Practice, Student Growth and Professional Growth Planning Template

Reflective Practice, Student Growth, TELL KY Working Conditions and
Professional Growth Planning Template
Principal
EPSB ID#
School
Level

Part A: Reflection on the Standards in the Kentucky Principal Professional Growth and Effectiveness System
Reflect on the effectiveness and adequacy of your practice in each of the performance standards. Provide a rating (I = Ineffective; D = Developing; A =
Accomplished; E=Exemplary) on each performance standard and list your strengths and areas for growth. A complete listing of performance standards and
indicators can be found at the end of this form.

Standard
1. Mission, Vision, and Core Values:
Effective educational leaders develop, advocate,
and enact a shared mission, vision, and core values
of high-quality education and academic success
and well-being of each student.
2. Ethics and Professional Norms:
Effective educational leaders act ethically and
according to professional norms to promote each
student’s academic success and well-being.
3. Equity and Cultural Responsiveness:
Effective educational leaders strive for equity of
educational opportunity and culturally responsive
practices to promote each student’s academic
success and well-being.
4. Curriculum, Instruction, and Assessment:
Effective educational leaders develop and support
intellectually rigorous and coherent systems of
curriculum, instruction, and assessment to promote
each student’s academic success and well-being.
5. Community of Care and Support for Students:
Effective educational leaders cultivate an inclusive,
caring, and supportive school community that
promotes the academic success and well-being.
6. Professional Capacity of School Personnel:

Self-Assessment
I

D

A

E

I

D

A

E

I

D

A

E

I

D

A

E

I

D

A

E

I

D

A

E

Strengths and areas for growth

Effective educational leaders develop the
professional capacity and practice of school
personnel to promote each student’s academic
success and well-being.
7. Professional Community for Teachers and Staff

Effective educational leaders foster a
professional community of teachers and
other professional staff to promote each
student’s academic success and
well-being.

I

D

A

E

8. : Meaningful Engagement of Families and
Community
Effective educational leaders engage families and
I D A
E
the community in meaningful, reciprocal, and
mutually beneficial ways to promote each student’s
academic success and well-being.
9. Operations and Management:
Effective educational leaders manage school
I D A
E
operations and resources to promote each
student’s academic success and well-being.
10. School Improvement:
Effective educational leaders act as agents of
I D A
E
continuous improvement to promote each
student’s academic success and well-being.
Examine additional relevant data sources to make an informed decision on growth needs. Select an area of growth from the above self-reflection to focus your professional growth
goals.

Part B-1: State Student Growth
State Student Growth Goal Statement
(Based on one of the State goals within your CSIP.)
Process or Rubric for Determining High, Expected or Low
Growth.

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

Strategies/Actions

Resources/Support

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

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

Part B-2: Local Student Growth
Local Student Growth Goal Statement
(Based on School Need
Process or Rubric for Determining High, Expected or Low
Growth

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

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

Resources/Support
What resources will I need to complete my
plan?
What support will I need?

Targeted Completion Date
When will I complete each identified strategy/ action?

Part C: Principal’s TELL Kentucky Working Conditions Goal
Target Question(s) from TELL Kentucky Results:
Following a review of TELL Kentucky results, the principal, in collaboration with the superintendent, will identify questions that signify areas of growth that the principal can address that will impact
school culture and ultimately student success.
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Target Performance Standard:
The principal will connect the Target Questions to the appropriate Performance Standard, which becomes the Target Performance Standard for the WC Growth Goal.

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

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

Ineffective
% and below

Developing
%-%

Accomplished
%-%

Working Conditions Goal Action Plan
Strategies/Actions

Working Conditions
What do I want to change about my
leadership or role that will effectively
impact working conditions in my
school and their impact on student
learning?

Exemplary
% and above

What will I need to do in order to impact the target standard and target
question(s)?
How will I apply what I have learned?
How will I accomplish my goal?

Resources/Support
What resources will I need to complete my
plan?
What support will I need?

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

Other Information on which to Reflect
Survey Results VAL-ED 360 Other:
Number of Surveys
Distributed

Number of Completed
Surveys Returned

Percentage of Completed
Surveys Returned

Questions to Consider:
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Targeted
Completion Date
When will I complete
each identified
strategy/ action?

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

Other Data

Student Achievement Data

Non-Academic Data

Supervisor Feedback

Other

Data Selected

Results

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

Part E: Connecting Priority Growth Needs to Professional Growth Planning
1) Initial Reflection: Based on the areas of growth identified in Self-Reflection and Parts B, C, and/or D complete this section at the beginning of the school year.

Professional Growth Goal:
●
●
●

What do I want to change about my practices that will effectively impact student
learning?
How can I develop a plan of action to address my professional learning?
How will I know if I accomplished my objective?

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

Action Plan
Professional Learning
What do I want to change about my
leadership or role that will effectively
impact student learning?
What is my personal learning
necessary to make that change?

Administrator’s Signature:

Strategies/Actions
What will I need to do in order to learn my identified skill or content?
How will I apply what I have learned?
How will I accomplish my goal?

Date:
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Resources/Support
What resources will I need to complete my
plan?
What support will I need?

Targeted
Completion Date
When will I complete
each identified
strategy/ action?

Superintendent’s Signature:

Date:

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

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

Date

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

Revisions/Modifications of Strategies or Action Plans

Administrator’s Signature:

Date:

Superintendent’s Signature:

Date:

3) Summative Reflection: Complete this section at the end of the year to describe the level of attainment for each Professional
Growth Goal
Date:
End-of-Year Data Results

End of Year Student Growth Reflection:

(Accomplishments at the end of year.)
☐ Data attached

Date:

End of Year TELL KY Working Conditions Growth Reflection:

Date:

End of Year Professional Growth Reflection:
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Next Steps:

Administrator’s Signature:

Date:

Superintendent’s Signature:

Date:
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Literacy Design Collaborative Ratings Sheet: Boyle County Schools
Design (Scale of 0 - Poor to 4 - Excellent)
___ Rigor: Guiding /essential question (if applicable, depending on LDC template used) and task are intellectually rigorous.
___ Congruence: Task and sources are clearly connected to grade-level standards for the subject or course. LDC event is placed
within the appropriate unit as a “formative” look at student mastery of the concepts that have been taught in the unit.
___ Text Connection: Task is based on multiple text sources, with primary sources strongly preferred. It is better if an excerpt from
the textbook isn’t a source, but if it is, it may only be one of the sources. It is optimal for the task to contain 3-4 text sources, with
students allowed to choose at least two texts to use when preparing to write in response to the task.
___ Critical Reading: The nature of the LDC is complex, requiring the student to demonstrate deep, critical understanding of the text,
including all pertinent information and multiple variables within it.
___ Critical Thinking: Students must respond in a way that can be fully explained and defended, and student responses aren’t
“cookie cutter” in nature. When critical thinking is required:
● Multiple correct/plausible responses are possible
● Arguments/stances aren’t easy and may have both positive and negative repercussions
● Responses/arguments require a well-reasoned rationale
● Responses require synthesis of information in text or other media that leads to a claim that may not be clear-cut or easy
___ Comprehensive Approach: There is clear evidence that the LDC event is more than just a “prompt written on the board”.
Knowledge- and skill-building lessons have been developed and taught in the days leading up to the writing of the LDC piece.
___ Design Average
Implementation (Scale of 0 - Poor to 4 - Excellent)
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___ Monitoring and Instruction: Teacher provides the appropriate amount of guidance and structure for writing, not so much
structure that the students’ pieces become “cookie cutter”. Teacher provides students with “just in time” probing questions and tips for
students, giving them just enough information to get them writing again.
___ Expectations and Modeling: Students have a clear understanding of what to do while working due to detailed, step-by-step
explanations and modeling of the work to be done. Teacher uses both teacher and student exemplar models of various pieces.
___ Rubric: LDC has a detailed rubric that contains everything that will be assessed. Rubrics for 21 Century Skills have also been
used for assessing the performance of each child in the class.
st

___ Implementation Average
Math Design Collaborative Ratings Sheet: Boyle County Schools
Design (Scale of 0 - Poor to 4 - Excellent)
___ Rigor: MDC event is clearly connected to grade-level standards for this subject/course and is placed within the appropriate unit
as a “formative” look at student mastery of the concepts that have been taught in the unit.
___ Diagnostic Work: Students have been grouped based on diagnostic data completed during the pre-assessment of the MDC.
___ Critical Thinking: MDC is an event with planned, pre-prescribed questions to ask during the lesson to promote critical thinking.
These questions should be planned based on the student pre-assessment and asked during the lesson.
___ Communication: Students are required to communicate as they collaborate to complete the task. The MDC event is designed in
such a way that student use of math vocabulary is an expectation, in addition to conversation about different methods that can be used
to solve the problems.
___ Design Average
Implementation (Scale of 0 - Poor to 4 - Excellent)
___ Collaboration: The MDC event creates the need for conversation and cooperation within pairs or groups of students in order to
succeed in the lesson. All members of the group are participating.
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___ Fidelity: The MDC is implemented as it is designed and written, from start to finish. The teacher does not omit or change
sections of the lesson.
___ Expectations and Modeling: Students have a clear understanding of what to do while working in pairs or groups through detailed,
step-by-step explanations and/or modeling of the work to be done.
___ Monitoring: Teacher provides “just in time” probing questions (as prescribed by MDC) for student pairs or groups, as well as
well-placed teacher tips, giving them just enough information to get them moving again when they aren’t productively struggling, but
rather are “stuck”. MDC event is scaffolded in such a way that a “productive struggle” is required of all students in order to complete
the next step or layer in the task. Completion of the entire task by all students isn’t necessarily required, but critical thinking is.
___ Assessment: MDC event concludes with a well-executed formative assessment that provides ample evidence of each child’s
mastery of the concept or skill. “Formative” means the information gathered from the MDC event will be used to tailor instruction for
the whole group, small groups, and individual students during the remainder of the unit. (Note: This element may be assessed and
discussed by the principal during the data conference)
___ Implementation Average

Inquiry-Based Learning Event Ratings Sheet: Boyle County Schools
Design (Scale of 0 - Poor to 4 - Excellent)
Component
Question(s
)
Clarity
Component is visible, intellectually rigorous, and clearly connected to grade-level standards for
the subject or course.
Real-world
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Task(s)

Source(s
)

Component is relevant to the real world and is engaging to students.
Critical Thinking
Component requires critical thinking and in tandem with the other components requires the
student to demonstrate full understanding of multiple variables and pertinent information, then
develop a solution, devise a path of action, and/or respond in a way that can be fully explained
and defended by the student.
Alignment
Each component is perfectly aligned with the other components.

___ Design Average
Implementation (Scale of 0 - Poor to 4 - Excellent)
___ Engagement: Teacher and students are overtly engaged in tasks rooted in texts and/or other relevant sources. Students are overtly
engaged in both independent and group settings.
___ Facilitation and Instruction: Teacher demonstrates an optimal balance of active instruction versus facilitation, provides “just in
time” probing questions and well-placed teacher tips that provide just enough information to get students moving again when they
aren’t productively struggling, but rather are “stuck”.
___ Accountability: Students are working both independently and collaboratively in a way that is designed to hold all members
accountability for equal participation during both the work phase and presentation (if applicable).
___ Implementation Average

Project-Based Learning Event Ratings Sheet: Boyle County Schools
Design (Scale of 0 - Poor to 4 - Excellent)
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___ Rigor: PBL event is clearly connected to grade-level standards for this subject/course. There is evidence that the student has
gathered information from a variety of sources, rather than just via lecture.
___ Real-World: PBL event details a real-life situation, problem, or project that someone in a real job would have to solve or create
___ Required Critical Thinking: PBL event reflects a complex problem or situation in which the student has to demonstrate full
understanding of all of the variables, then devise a solution or path of action that can be fully explained and defended by the student.
When critical thinking is required:
● Multiple correct/plausible solutions are possible
● Solutions are unique
● Solutions aren’t easy and may have both positive and negative repercussions
● Solutions require well-reasoned arguments
● Solutions require synthesis of information that leads to a decision that may not be clear-cut or easy
● Solutions require a rationale
● Portions of student work required in the PBL are self-directed
___ Design Average
Implementation (Scale of 0 - Poor to 4 - Excellent)
___ Relevant Audience: During the Presentation of Learning, audience members consist of professionals and others who have in
depth understanding of the topic, allowing them to ask critical questions that a lay person wouldn’t be able to ask.
___ Rubric: PBL has a detailed rubric that contains everything that will be assessed. Rubrics for 21 Century Skills have also been
used for assessing the performance of each child in the class.
st

___ Group selection and accountability: Students, in groups of 3-4, are working collaboratively in a way that is designed to hold all
members accountability for equal participation during both the work phase and presentation. Students are required to adhere to
timelines and meet set deadlines.
___ Implementation Average
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LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Primary Skill

21st Century Skill

1

2

3

4

Communication

Displays written, oral,
and nonverbal
behaviors which affect
the knowledge or
behavior of others in an
unproductive way.

Sometimes displays
written, oral, and
nonverbal behaviors
which affect the actions
and behavior of others in
a positive manner.

Displays written, oral,
and non-verbal
behaviors which affect
the knowledge and
behavior of others in a
positive way.

Displays written, oral, and
non-verbal behaviors
which affect the knowledge
and behavior of others,
opening a two-way
exchange that involves
both the presenter and the
audience.

Does not listen to
others.

Listens to others.

Listens actively to
understand another
perspective.
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Listens actively to
understand another
perspective, integrating
what is understood in
order to communicate
effectively.

Does not care for
others.

Cares for others and
displays a desire to help.

Shows empathy,
recognizing what
another is thinking or
feeling.

Lacks organization skills
and clarity.

Organizes, but not
necessarily in a way
which enhances
communication.

Organizes information to
communicate clearly
and concisely.

Does not communicate
with others to solve
problems.

Attempts to communicate
with others to determine
solutions to problems.

Communicates with
others to determine
solutions to problems.

Appropriately shows
empathy, effectively
interacting with others.
Organizes information to
communicate clearly and
concisely, selecting
strategies to align with
message, audience, and
purpose.
Communicates effectively
with others to determine
solutions to complex
problems

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools
21st Century Skill

1

2
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3

4

Primary Skill

Critical
Thinking/Reading &
Problem Solving

Does not ask clarifying
questions and/or does
not apply gathered
information to the
solution

Asks some questions,
but lacks focus and clear
application to the
problem at hand

Asks some questions
that clarify various points
of view and lead to better
solutions

Asks significant
questions that clarify
various points of view
and lead to better
solutions

Requires heavy
guidance during the
reasoning process,
including consideration
of potential
consequences

Considers possible
consequences, but
struggles to grasp
practicality nature of
these. Is somewhat
narrow in thought and
focus during reasoning
process.

Shows solid reasoning
skills, thinking
open-mindedly and
assessing practical
consequences.

Thinks open-mindedly,
reasons effectively, and
assesses practical
consequences
(using skills appropriate
to the situation inductive, deductive, etc.)

Does not show
understanding of
part/whole interaction
relationships

Shows some
understanding of
part/whole interaction
relationships

Has difficulty making
connections between
info and arguments

Makes connections
between info and
arguments, but
connections are often
superficial

Shows limited ability to
gather information or
draw conclusions using
information
Does not show ability to
effectively solve
problems in
conventional or
non-conventional ways

Gathers and interprets
info, but doesn’t draw
valid conclusions or
draws conclusions using
only provided information
Attempts to solve
problems in conventional
and nonconventional
ways

Understands how parts
of a whole interact with
each other to produce
outcomes
Clearly shows
understanding of
information, and makes
effective connections
between information and
arguments
Gathers and interprets
information, using it to
draw valid conclusions
based on the best
analysis
Solves complex
problems in conventional
and nonconventional
ways

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools
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Analyzes how parts of a
whole interact with each
other to produce overall
outcomes, showing
awareness of nuances
and collective input
Analyzes, synthesizes,
evaluates, and makes
connections between
information and
arguments
Gathers and interprets
information, drawing
conclusions based on the
best analysis, testing
them against relevant
criteria and standards
Solves non-familiar
complex problems in
conventional and
non-conventional ways

Primary Skill

21st Century Skill

1

2

3

4

Productivity

Little or no evidence of a
plan and/or little or no
mastery of content

Shows some evidence
of a plan. Plan is not
effective, poorly
executed, and/or content
is not fully mastered

Develops and executes
a plan that shows some
mastery of content
and/or a problem

Develops and executes a
plan that effectively
demonstrates mastery of
complex content and/or a
problem

Does not set goals.

Sets, but does not meet
goals.

Sets and meets goals,
and effectively
communicates evidence
of goal setting.

Sets and meets goals
even in the face of
obstacles and competing
pressures. Effectively
communicates evidence
of goal setting.

Works randomly
resulting in an inferior
product.

Works randomly and
completes an acceptable
product.

Prioritizes, plans, and
manages work to
achieve high quality
results.

Prioritizes, plans, and
manages work to achieve
high quality results,
working positively and
ethically.

Misses deadlines and
works in a random order.

Meets some deadlines
and/or works in a
random order.

Meets deadlines and
focuses on the most
important task in order to
achieve the goal or task.

Meets deadlines and
focuses on the most
important task in order to
achieve the goal or task,
managing time and
products effectively.

Student Name:
Class Period:
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LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

21st Century Skill
Secondary Skill

Adaptability and
Flexibility

1

2

3

4

Is inflexible - does not
accept changes in roles
and responsibilities.

Accepts, but does not
adapt well to changes in
roles and responsibilities.

Adapts to varied roles,
job responsibilities,
schedules and contexts.

Adapts to varied roles,
job responsibilities,
schedules and contexts,
embracing new ideas and
exhibiting resilience.

Shows discomfort when
faced with ambiguity or
changing priorities.

Struggles, but attempts to
work with ambiguity or
changing priorities.

Works effectively in a
climate of ambiguity and
changing priorities.

Works effectively in a
climate of ambiguity and
changing priorities,
understanding,
negotiating and balancing
diverse views and beliefs
to reach workable
solutions.

Does not respond well to
feedback.

Listens to feedback and
attempts to make
changes.

Incorporates feedback
effectively.

Incorporates feedback
effectively, looking for
ways to make changes
work rather than
identifying why they won’t
work.

Does not respond well to
praise, setbacks, or
criticism.

Attempts to respond
positively to praise,
setbacks, and criticism.

Deals positively with
praise, setbacks, and
criticism.

Deals positively with
praise, setbacks, and
criticism, bouncing back
and maintaining a
positive attitude.

Student Name:
Class Period:
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LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

21st Century Skill
Secondary Skill

Creativity

1
Does not attempt idea
creation techniques
(such as brainstorming).

Creates/contributes no
new or worthwhile ideas.

Shows little
self-reflection.

2

3

4

Attempts idea creation
techniques with mixed
results.

Uses a wide range of
idea creation
techniques.

Uses a wide range of idea
creation techniques,
demonstrating originality
and inventiveness,
understanding the real
world limits to adopting
new ideas.

Works at creating/
contributing new ideas
with mixed results.

Creates/contributes new
and worthwhile ideas.

Creates/contributes new
and worthwhile ideas,
developing innovative
solutions to a problem,
demonstrating openness
and responsiveness to
new and diverse
perspectives.

Elaborates, refines,
analyzes, and evaluates
ideas in order to
maximize creative
efforts.

Elaborates, refines,
analyzes, and evaluates
ideas in order to
maximize creative efforts,
demonstrating a positive
attitude despite setbacks,
displaying eagerness to
take on new challenges.

Evaluates work with
mixed results in order to
maximize creative efforts.

Student Name:
Class Period:
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LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Secondary Skill

21st Century Skill

1

2

3

4

Curiosity

Lacks inquisitiveness,
engagement, or interest
in the world.

Occasionally shows
inquisitiveness,
engagement, or interest
in the world.

Consistently displays
inquisitiveness,
engagement, and interest
in the world.

Displays inquisitiveness,
engagement and interest
in the world, increasing
effectiveness in problem
solving and critical
thinking.

Lacks imagination and/or
creativity.

Possesses some
imagination and creativity,
but does not work to
develop it.

Develops and possesses
a capacity for imagination
and creativity.

Does not ask questions.

Asks questions, but does
not get involved in
learning.

Asks questions and gets
involved in all stages of
learning.

Student Name:
Class Period:
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Develops and possesses
a capacity for imagination
and creativity, embarking
on self-selected projects.
Asks questions and gets
involved in all stages of
learning without worrying
about the answer,
relishing the process.

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Secondary Skill

21st Century Skill

1

2

3

4

Dependability

Lacks reliability, cannot
be trusted to do what is
promised.

Show reliability, but
sometimes “drops the
ball.”

Displays reliability.

Displays reliability,
building trust by doing
what is promised.

Lacks self-motivation.

May need to be
motivated to fulfill duties.

Displays self-motivation.

Displays self-motivation,
pulling own weight,
fulfilling duties without
excuses.

Does not show initiative.

Struggles to take
initiative.

Takes initiative in work
that is assigned and
work that needs to be
done.

Takes initiative in work
that is assigned and work
that needs to be done,
assuming responsibility
and doing it well.
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Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

21st Century Skill
Secondary Skill

Entrepreneurialism

1

2

3

4

Displays an inability to
organize and manage
an operation.

Struggles to organize
and manage an
operation.

Knows how to organize
and manage an
operation.

Knows how to organize
and manage an
operation, demonstrating
self-confidence and
initiative.

Is unwilling to assume
risk for a venture.

Struggles to assume
risk for a venture.

Assumes the risk for a
venture.

Assumes the risk for a
venture, accepting either
accountability for failure
or reward for success.

Ignores roadblocks or
people who do not
support ideas.

Struggles to deal with
roadblocks or people
who do not support
ideas.

Analyzes roadblocks and
people who do not
support ideas.

Analyzes roadblocks and
people who do not
support ideas, displaying
creativity and a
willingness to challenge
norms and current
practices.

Lacks ability to make
economic choices.

Displays limited ability
to make economic
choices.

Demonstrates ability to
make effective economic
choices.

Demonstrates ability to
make profitable
economic choices,
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understanding the role of
economy in society.

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Secondary Skill

21st Century Skill

1

2

3

4

Ethics

Cannot distinguish
between right and wrong
choices.

Struggles to distinguish
between right and wrong
choices.

Determines what is right
or wrong.

Determines what is right
or wrong, being
conscious of choices and
decisions.

Demonstrates
dishonesty.

Reflects overall good
character, but may
struggle with honesty.

Reflects sound moral
character and honesty.

Reflects sound moral
character and honesty,
acting responsibly and
building trust.

Misrepresents truth.

On occasion, struggles to
be truthful.

Tells the truth in words
and actions.

Tells the truth in words
and actions, motivating
others.

Considered by others to
be insincere,

Sometimes displays
sincerity, trustworthiness,
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Displays sincerity,
trustworthiness, honor,

untrustworthy,
dishonorable, unfair, or
disloyal.

honor, fairness, and
loyalty.

Displays sincerity,
trustworthiness, honor,
fairness, and loyalty.

fairness, and loyalty for
self-satisfaction, not for
reward.

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

21st Century Skill
Secondary Skill

Initiative

1

2

3

4

Lacks self-motivation.

Performs tasks as
requested.

Performs tasks that no
one has requested that
will enhance or improve
products or services.

Performs tasks that no
one has requested that
will enhance or improve
products or services,
seeking or requesting
additional responsibilities
in context of the job.

Meets expectations.

Will go beyond
expectations if asked to
do so.

Goes beyond
expectations in the task
without being asked.

Goes beyond
expectations in the task
without being asked,
demonstrating a positive
attitude about getting
things done.

Does not foresee
problems or

Recognizes potential for
problems or
77

Creates opportunities or
minimizes potential

opportunities. Does not
plan ahead.

opportunities, but does
not plan ahead.

Plans ahead for
problems or
opportunities.

problems by anticipating
and preparing for them in
advance, taking
appropriate action.

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Secondary Skill

21st Century Skill

1

2

3

4

Leadership

Is unproductively
independent. Does not
attempt to guide others
toward a goal.

Recognizes the need to
guide others toward
common goal, but
struggles with necessary
skills.

Uses interpersonal and
problem-solving skills to
successfully guide others
toward a goal.

Uses interpersonal and
problem-solving skills to
successfully guide others
toward a goal, acting
responsibly with the
interest of the large
community in mind.

Does not recognize the
strengths of others.

Recognizes that others
have strengths, but
struggles with how to
lead them toward a goal.

Leverages strengths of
others to accomplish a
common goal.

Leverages strengths of
others to accomplish a
common goal,
communicating clearly to
coach, delegate,
recognize, or evaluate.
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Lacks ability to inspire
others.

Attempts to inspire
others, but with mixed
results.

Inspires others to reach
their best via example
and selflessness.

Inspires others to reach
their best via example
and selflessness,
displaying flexibility,
collaboration, and
acceptance of change.

Does not influence
others.

Influences others, but
not always in a
productive and ethical
manner.

Demonstrates integrity
and ethical behavior in
using influence and
power.

Is trustworthy and
executes for results,
demonstrating integrity
and ethical behavior in
using influence and
power.

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Secondary Skill

21st Century Skill

1

2

3

4

Organization

Disorganized.

Struggles to maintain
order and organization.

Develops a logical
approach to tasks,
prepared to succeed.

Develops a logical,
efficient approach to
tasks, prepared to
succeed, responding well
to unfolding challenges.

Does not plan or prioritize.

Attempts to plan and
prioritize, but with mixed
results.

Prioritizes, plans, and
manages work.

Prioritizes, plans, and
manages work, achieving
high quality results.

Inefficient.

Performs in a random
manner with mixed
results.

Performs in an orderly
and efficient manner.

Performs in an orderly
and efficient manner,
delegating
responsibilities,
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remaining flexible when
circumstances change.

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Secondary Skill

21st Century Skill

1

2

3

4

Perseverance

Gives up when faced
with difficulties or
opposition.

Continues efforts to
achieve tasks if
motivated or
encouraged.

Continues efforts to
achieve tasks despite
difficulties, failure, or
opposition.

Calmly and without
complaint continues
efforts to achieve tasks
despite difficulties,
failure, or opposition,

Is easily discouraged, not
committed to completion
of task.

Attempts task, but gives
up easily when faced
with obstacles.

Follows through
regardless of obstacles.

Follows through
regardless of obstacles,
engaging others.
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Displays negative
attitude toward tasks.

Displays a neutral
attitude toward tasks.

Displays a positive
attitude toward tasks.

Displays a positive
attitude toward tasks,
inspiring others.

Student Name:

Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

Secondary Skill

21st Century Skill

1

2

3

4

Problem Solving

Does not use an
organized approach and
fails to solve problems.

Uses organization but
with limited effectiveness
to solve problems.

Uses organization to
effectively solve
problems.

Uses organization,
efficiently solving
problem.

Does not measure
success of the solution.

Employs limited
measurement of

Employs clear
measurement of the

Measures and reflects on
the effectiveness of the
solution, objectively
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Is inflexible. Does not
have a “Plan B.”

effectiveness of the
solution.

effectiveness of the
solution.

Displays flexibility, but
views problem from a
narrow perspective.

Displays flexibility,
viewing problem from
multiple perspectives.

assessing quality and
accuracy.
Displays flexibility,
viewing problem and
solution from multiple
perspectives, welcoming
change and managing
stress.

Student Name:

Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

21st Century Skill

1

2
82

3

4

Secondary Skill

Risk-taking

Makes choices which do
not lead to discovery or
learning.

Makes some choices
which lead to discovery
and learning.

Makes appropriate
choices which lead to
discovery and learning.

Makes appropriate
choices which lead to
discovering new ideas
and concepts and
connecting to other
content.

Displays unwillingness to
move outside “comfort
zone” to achieve goals.

Struggles to work outside
“comfort zone” to
achieve goals.

Pushes past “comfort
zone” to achieve goals.

Pushes past “comfort
zone” to achieve goals,
welcoming problems
without clear answers,
and pondering problems
to form hypotheses.

Avoids failure.

Accepts failure, but does
not view it as a learning
experience.

Possesses a willingness
to embrace failure as a
learning opportunity.

Possesses a willingness
to embrace failure as a
learning opportunity,
viewing setbacks as an
interesting challenge.

Student Name:
Class Period:
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21st Century Skills
Boyle County Schools
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Secondary Skill

21st Century Skill

1

2

3

4

Time Management

Does not prioritize or set
goals.

Attempts to prioritize and
set goals.

Sets priorities and goals.

Sets priorities and goals,
breaking goals into steps
and reviewing progress.

Does not plan amount of
time to be spent on
specific activities.

Attempts to plan amount
of time spent on specific
activities with mixed
results.

Plans and exercises
control over the amount
of time spent on specific
activities.

Plans and exercises
control over the amount
of time spent on specific
activities, increasing
effectiveness, efficiency,
and productivity.

Misses deadlines.

Meets some, but not all,
deadlines.

Meets deadlines.

Meets deadlines,
focusing on the most
important task, managing
time effectively.

Student Name:
Class Period:

LDC, MDC, and PBL Student Growth Rubric
21st Century Skills
Boyle County Schools

21st Century Skill
Secondary Skill

Global and Cultural
Literacy

1

2

Possesses minimal
knowledge of global
issues, geography, and
cultures.

Possesses limited
knowledge of global
issues, geography, and
cultures.
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3
Possesses
age-appropriate
knowledge of global
issues, geography, and

4
Possesses
age-appropriate
knowledge of global
issues, geography, and

cultures, understanding
that culture impacts
behavior and beliefs.

cultures, reflecting an
awareness of specific
cultural beliefs and
values that might affect
the way that they and
others think and
behave.

Is not knowledgeable
about the history of own
and others’ cultures.

Possesses a basic
knowledge of history,
unaware of how history
has shaped
relationships among
diverse groups.

Knows age-appropriate
histories of American
and other cultures,
understanding that
these histories impact
relationships today.

Has age-appropriate
knowledge of histories
of American and other
cultures, displaying
sophisticated
understanding of how
these histories have
impacted relationships
among groups.

Does not communicate,
interact, or work with
individuals from other
cultural groups.

Attempts (to extent
possible from Boyle
County) communicate,
interact, or work with
individuals from other
cultural groups.

Communicates,
interacts, and works
positively (to the extent
possible from Boyle
County) with individuals
from other cultural
groups.

Communicates,
interacts, and works
positively (to the extent
possible from Boyle
County) with individuals
from other cultural
groups in a spirit of
mutual respect and
open dialogue.

Does not understand
that stereotyping and
bias are unacceptable

Understands that
stereotyping and bias
are unacceptable, but
has limited sensitivity to
the impact of prejudice.

Understands the impact
of stereotyping and bias
and is sensitive to
racism and prejudice,
based on local and
global observations.

Understands the
dangers of stereotyping
and bias, is sensitive to
racism and prejudice,
and is keenly aware of
biased messages about
other cultural groups.

Avoids using technology
to access individuals or
resources from other
cultures.

Understands how the
use of technology and
the Internet impacts
world views.

Uses technology to
communicate with
individuals and access
resources from other
cultures.

Is familiar with existing
cultural norms of new
technology
environments (instant
messaging, virtual
workspaces, e-mail,
Facebook, Twitter, etc.),
and is able to interact
successfully in such
environments.
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Student Name:
Class Period:

TPGES Data Conference Worksheet (Includes Calculations For Expected, Low, and High Growth)
Data Conference #: 1

2

3

Teacher Name: ________________________

Conference Date: _______________
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Deeper Learning Skills To Be Measured This Year:
Deeper Learning Phase 1 –
PBL LDC MDC IBL
Primary Skills (Select All)
Critical Thinking/Reading &
Problem Solving
Communication Skills
Productivity

Deeper Learning Phase 2 – PBL, LDC,
MDC, IBL
Primary Skills (Select All)
Critical Thinking/Reading & Problem
Solving
Communication Skills
Productivity

Deeper Learning Phase 3 –
PBL LDC MDC IBL
Primary Skills (Select All)
Critical Thinking/Reading &
Problem Solving
Communication Skills
Productivity

Deeper Learning Phase 4 – PBL , LDC,
MDC, IBL
Primary Skills (Select All)
Critical Thinking/Reading & Problem
Solving
Communication Skills
Productivity

Secondary Skills (Choose
One)
Agility/Flexibility
Creativity
Leadership
Collaboration
Initiative
Perseverance
Curiosity
Risk-Taking
Entrepreneurialism
Dependability
Ethics
Time Management
Organization
Global and Cultural Literacy

Secondary Skills (Choose One)
Agility/Flexibility
Creativity
Leadership
Collaboration
Initiative
Perseverance
Curiosity
Risk-Taking
Entrepreneurialism
Dependability
Ethics
Time Management
Organization
Global and Cultural Literacy

Secondary Skills (Choose
One)
Agility/Flexibility
Creativity
Leadership
Collaboration
Initiative
Perseverance
Curiosity
Risk-Taking
Entrepreneurialism
Dependability
Ethics
Time Management
Organization
Global and Cultural Literacy

Secondary Skills (Choose One)
Agility/Flexibility
Creativity
Leadership
Collaboration
Initiative
Perseverance
Curiosity
Risk-Taking
Entrepreneurialism
Dependability
Ethics
Time Management
Organization
Global and Cultural Literacy

Enduring Skill(s)To Be Measured (if applicable): See next page

Enduring Skill(s): __________________________________________________________________________________________________
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Methods To Be Used To Develop This Skill In Students:

Method of Growth Measurement In Terms Of This/These Enduring Skill(s):

Goal:

Common Assessment Scores (Goal = 70% class average)
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Unit 1

Unit 2

Unit 3

Unit 4

Unit 5

Unit 6

Unit 7

1st
Period
2nd
Period
3rd
Period
4th
Period
5th
Period
6th
Period
Average
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Unit 8

Unit 9

Unit 10

Unit 11

Unit 12

Average

Deeper Learning Phase 1 Average (Primary Skills Listed – Please Add Secondary Skills To Be Measured in Columns Provided):
Critical
Communication Productivity
Primary and
Percentage
Thinking/Reading
Secondary Skills Conversion
& Problem
Overall Average
Solving
(0-4)
st
1
Period
2nd
Period
3rd
Period
4th
Period
5th
Period
6th
Period
Average

Note: To determine the conversion calculation, divide the overall average by the total possible points (4.0). For example, if the overall average
for 1st period is 3.2, 3.2÷4.0 =80%. So therefore, 80% is the percentage conversion score.
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Deeper Learning Phase 2 Average (Primary Skills Listed – Please Add Secondary Skills To Be Measured In Columns Provided):
Critical
Communication
Productivity
Primary and
Percentage
Thinking/Reading
Secondary Skills Conversion
& Problem
Overall Average
Solving
(0-4)
st
1
Period
2nd
Period
3rd
Period
4th
Period
5th
Period
6th
Period
Average

Note: To determine the conversion calculation, divide the overall average by the total possible points (4.0). For example, if the overall average
for 1st period is 3.2, 3.2÷4.0 =80%. So therefore, 80% is the percentage conversion score.
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Deeper Learning Phase 3 Average (Primary Skills Listed – Please Add Secondary Skills To Be Measured In Columns Provided):
Critical
Communication Productivity
Thinking/Reading
& Problem
Solving

Primary and
Secondary Skills
Overall Avg
(0-4)

Percentage
Conversion

1st
Period
2nd
Period
3rd
Period
4th
Period
5th
Period
6th
Period
Average

Note: To determine the conversion calculation, divide the overall average by the total possible points (4.0). For example, if the overall average
for 1st period is 3.2, 3.2÷4.0 =80%. So therefore, 80% is the percentage conversion score.
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Deeper Learning Phase 4 Average (Primary Skills Listed – Please Add Secondary Skills To Be Measured In Columns Provided):
Critical
Communication
Thinking/Reading
& Problem
Solving

Productivity

Primary and
Secondary Skills
Overall Average
(0-4)

Percentage
Conversion

1st
Period
2nd
Period
3rd
Period
4th
Period
5th
Period
6th
Period
Average

Note: To determine the conversion calculation, divide the overall average by the total possible points (4.0). For example, if the overall average
for 1st period is 3.2, 3.2÷4.0 =80%. So therefore, 80% is the percentage conversion score.
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Deeper Learning Growth Label (High, Expected, Low)
Deeper Learning
Phase 1 Average

Deeper Learning
Phase 2 Average

Deeper Learning
Phase 3 Average
(if applicable)

1st Period

Deeper Learning
Phase 4 Average
(if applicable)

KPREP (Overall
% of students
receiving the
growth point)

Class Average Score Range
on DL #1 (Expected growth
in parenthesis, high growth
is above this mark, and low
growth is below this mark)

● 0.0 to 0.9 (Expected
Growth = 1.3 to 1.5
points)
● 1.0 to 1.9 (Expected
Growth = .8 to 1.0
points)
● 2.0 to 2.5 (Expected
Growth = .6 to .7
points)
● 2.6 to 2.9 (Expected
Growth = .4 to .5
points)
● 3.0 to 3.5 (Expected
Growth = .2 points)
● 3.6 to 3.9 (Expected
Growth = .1 points)

2nd Period
3rd Period
4th Period
5th Period
6th Period
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Overall Score

Overall
Growth Label

MAP Growth Label (High, Expected, Low)
Map Class % of
Students Meeting
Their Expected Winter
Score

KPREP (Overall % of
Students Receiving
Growth Point)

MAP Growth Calculation
Low Growth = Less than 55%
of students met their
expected growth goal (Fall to
Winter)

1st Period
2nd Period

Expected Growth = 55% to
75% of students met their
expected growth goal (Fall to
Winter)

rd

3 Period
4th Period
5th Period
6th Period

Overall Growth Label
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High Growth = More than
75% of students met their
expected growth goal (Fall to
Winter)

Overall Average

Note: Teacher must bring class roster(s) showing each student’s Fall MAP score, expected Winter score, and Winter score (when complete).

MAP Growth and Common Assessment Correlation
Data Conference #2
Common Assessment Average

MAP Class % of Students Meeting Their
Expected Growth Score (Fall to Winter)

1st
Period
2nd
Period
3rd
Period
4th
Period
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Difference (Common Assessment Average
Minus Deeper Learning Percentage
Conversion) Note: Answer should be + or - %

5th
Period
6th
Period

Content Mastery and Deeper Learning Correlation
Data Conference #2
Common Assessment
Deeper Learning Percentage Conversion
Average

1st
Period
2nd
Period
3rd
Period
4th
Period
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Difference (Common Assessment
Average Minus Deeper Learning
Percentage Conversion) Note:
Answer should be + or - %

5th
Period
6th
Period

Content Mastery and Deeper Learning Correlation
Data Conference #3
Common Assessment Average
Deeper Learning Percentage Conversion

1st
Period
2nd
Period
3rd
Period
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Difference (Common Assessment Average
Minus Deeper Learning Percentage
Conversion) Note: Answer should be + or - %

4th
Period
5th
Period
6th
Period

*Note: Individual student goals will be set using MAP goal-setting online tool.

MAP Benchmarks- 2011 Normative Data
Kindergarten
Reading
Distinguished
Proficient
Apprentice

Fall
153-300
145-152
137-144

Winter
162-300
153-161
144-152

Spring
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Novice

136- below

143- below

Math
Distinguished
Proficient
Apprentice
Novice

Fall
159-300
147-158
137-146
136-below

Winter
166- 300
154-165
143-153
142- below

Spring

1st grade
Reading
Distinguished
Proficient
Apprentice
Novice

Fall
172-300
163-171
152-162
151- below

Winter
184-300
173-183
163-172
162 - below

Spring

Math
Distinguished
Proficient
Apprentice
Novice

Fall
180-300
166-179
154-165
153-below

Winter
190-300
175-189
164-174
163-below

Spring

2nd grade
Reading
Distinguished
Proficient
Apprentice

Fall
190-300
179-189
168-178

Winter
197—300
186-196
175-185

Spring
204-300
192-203
182-191
100

Novice

167- below

174- below

181-below

Math
Distinguished
Proficient
Apprentice
Novice

Fall
195-300
181-194
171-180
170-below

Winter
201-300
188-200
178-187
177-below

Spring
207-300
194-206
184-193
183-below

3rd grade
Reading
Distinguished
Proficient
Apprentice
Novice

Fall
204-300
193-203
182-192
181-below

Winter
209-300
198-208
187-197
186-below

Spring
213-300
202-212
192-201
191-below

Math
Distinguished
Proficient
Apprentice
Novice

Fall
208-300
195-207
185-194
184-below

Winter
214-300
201-214
191-200
190-below

Spring
220-300
206-219
196-205
195-below

4th grade
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Reading
Distinguished
Proficient
Apprentice
Novice

Fall
213-300
203-212
193-202
192-below

Winter
217-300
207-216
197-206
196-below

Spring
220-300
210-219
200-209
199-below

Math
Distinguished
Proficient
Apprentice
Novice

Fall
219-300
208-218
195-207
194-below

Winter
224-300
213-223
199-212
198-below

Spring
229-300
217-228
203-216
202-below

5th grade
Reading
Distinguished
Proficient
Apprentice
Novice

Fall
219-300
210-218
202-209
201-below

Winter
222-300
213-221
205-212
204-below

Spring
225-300
215-224
208-214
207-below

Math
Distinguished
Proficient
Apprentice
Novice

Fall
230-300
217-229
199-216
198-below

Winter
235-300
221-234
203-220
202-below

Spring
239-300
225-238
207-224
206-below
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Boyle County Teacher Internship Program
Mentors will be hired for every teacher completing his/her internship year. Mentors must have 3 years’ experience and Rank II equivalency.
Mentors will be paid $1500 and will have these responsibilities:
● Attend 3 hours of mentorship training once every 3 years
● Attend 1 hour new teacher/mentor orientation luncheon on August 14
● Spend a documented 40 hours outside the classroom and 20 hours inside the classroom with new teacher. Time will be spent planning,
analyzing data, gathering materials, building digital resources, and providing other needed supports. Substitutes will be provided for
in-class time using Title II funding.
● Attend 4 BCTA sessions (selected by BCTA administrative leaders) with new teacher – these hours may count as outside the classroom
hours
● Perform 3 full-length observations (Fall, Winter, Spring) and participate in 3 joint post-observation conferences along with principal –
joint conference #1 will be an orientation, and joint conferences #2 and #3 will be post-observation conferences
● Complete monthly mentor/mentee progress reports and submit to building principal
New teachers required to complete BCTIP include any teacher with zero full years of experience, including Option 6 hires and those hired
through other alternate certification routes. Any teacher hired after September 1 will not participate in BCTIP until the following school year.
BCTIP teachers will be required to:
● Attend all BCTA sessions
● Complete the KTIP self-assessment at the beginning of the year and again immediately prior to joint conference #3
● Spend a documented 40 hours outside the classroom and 20 hours inside the classroom with mentor. Time will be spent planning,
analyzing data, gathering materials, building digital resources, and providing other needed supports. Substitutes will be provided using
Title II funding.
● Perform 5 full-length lessons to be observed (Fall, Winter, Spring) – 2 by the principal and 3 by the mentor
● Participate in 3 joint post-observation conferences along with principal - joint conference #1 will be an orientation, and joint conferences
#2 and #3 will be post-observation conferences
● Participate in 3 data conferences, providing data and other evidences, as requested, of any/all students’ academic performance and growth
(student names will not be included)
● In year 2, choose and complete an action research project within a targeted area identified by the BC administrative team (school-level and
district-level, collaboratively)
Principals/Assistant Principals will have these responsibilities:
● Provide all needed support to new teachers to facilitate significant growth during their internship year. This includes, but is not limited to:
- Frequent, timely feedback
- Walkthrough observations
- Other building-related support (Infinite Campus navigation, copiers, purchase orders, emergency drills, etc.)
● Perform 2 full-length observations (Fall, Winter, Spring) and participate in 3 joint post-observation conferences along with mentor
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●

Complete all requirements of the Boyle County Certified Evaluation plan

Mentor Teacher Out-of-Class Mentoring Time
The mentor teacher is required to spend a total of 40 out-of-class mentoring hours with a teacher intern (16 KAR 7:010). "The resource teacher shall divide the
consultation time.... into appropriate increments that provide support for the teacher intern throughout the semester." The mentoring time should be spread
throughout the internship year with a minimum of 20 out-of-class hours per semester. Mentoring hours should be time spent with the intern to assist him/her in
becoming a successful classroom teacher. All descriptions of approvable activities must reflect specifically with what the RT did with the intern and how these
activities relate to student learning & the intern’s professional growth.
The mentor teacher's out-of-class mentoring time should be completed with the intern when the mentor teacher is NOT being paid by the school district. This time
can be after school hours, on days school is not in session and teachers aren't paid, or on weekends. It should not be done during regular school hours or on paid
district professional development days, with the exception of required BCTA sessions.
The Following Are Examples of APPROVABLE Out-Of-Class Mentoring Activities:

●
●
●
●
●
●
●
●
●
●

Discuss expectations of internship year & review KTIP materials.
Review with intern the 22 Components of the Kentucky Framework for Teaching.
Review with intern the intern’s PGP & share strategies for addressing areas for growth.
Work with intern to develop lesson plans.
Discuss ways to add technology to incorporate stronger content into lesson plans.
Discuss collaboration with other teachers/administrators & how the intern is doing.
Discuss parent/teacher conferences & "role play" possible conference.
Discuss discipline problems. Share strategies & techniques on discipline & classroom management such as re-arranging desks & setting
rules.
Discuss school policy & procedures & state guidelines for referring students to special education and completing IEPs.
Collaborate to create a variety of assessments for lessons.
The Following Are Examples of UNAPPROVABLE Out-Of-Class Mentoring Activities:

●
●
●
●
●
●
●
●

Working with students
Parent/Teacher Conferences
Attending faculty meetings
Attending ballgames, dances, plays, parades, etc.
Working concession stands for after school events
Working bus duty or hall duty
Attending baby or wedding showers or other parties
Shopping at Wal-Mart or other stores
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●
●
●

KTIP Committee meetings
Attending professional development activities/conferences together (with the exception of required BCTA sessions)
Attending SBDM, Consolidated Planning, or other committee meetings

Mentor Teacher In-Class Mentoring Time
The mentor teacher is required to spend a total of 20 in-class mentoring hours assisting and assessing the intern within the school day (16 KAR 7:010). The
mentoring time should be spread throughout the internship year with 10 hours per semester.
In-Class Mentoring Activities are defined as:

●

In-Class Observations
o where the Resource Teacher observes Intern
o where the Intern observes the Resource Teacher
o Collaborative Planning within school hours to provide prompt feedback on observations and discuss implications for the
Professional Growth Plan (PGP)

In-class mentoring hours should be completed when the intern is teaching different classes and/or content and at different times during the day. Observe
what is being taught, how it is being taught and how the intern is interacting with his/her classroom. Note student's response and behavior. Share your
observation with the intern and discuss/share strategies for improvement and implementation in his/her classroom. Offer praise for strengths in his/her
teaching techniques.
The Following Are Examples of APPROVABLE In-Class Mentoring Activities:

●
●
●
●

Observed intern teaching a lesson focused on listening skills of the students. Observed the intern's teaching style and interaction with
students.
Observed students working in groups on math manipulatives, geometric shapes and calendar activities. Intern moved from group to group
assisting them as needed and answered questions. Particularly noted his/her assistance with a special needs student.
Observed intern teaching a lesson on how to write responses to open-response questions.
Observed intern's use of technology in the classroom. Intern used a Power Point presentation to introduce a lesson on Life Science.
Students appeared to like presentation and interacted well with the intern.

The Following Are Examples of UNAPPROVABLE In-Class Activities:

●
●
●
●

KTIP Committee meetings
Field trips
Staff or faculty meetings
Training sessions or workshops
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BOYLE COUNTY PUBLIC SCHOOL
DISTRICT CERTIFIED PERSONNEL EVALUATION PLAN FORMS

Individual Professional Growth Plan

Form A

Pre-Observation Form (Optional)

Form B

Post-Observation Conference Formative Report Form

Form B1

Individual Corrective Action Plan

Form C

Local Evaluation Appeals Form

Form C1

Application for Evaluation to Membership-Local Evaluation Appeals Panel

Form C2

Boyle County Public School Performance Standards Form for Teachers (including Special Education Teachers

Form D

Boyle County Public School Performance Standards Form for Administrators

Form D2

Boyle County Public School Performance Standards Form for Gifted and Talented Coordinator

Form D3

Boyle County Public School Performance Standards Form for Federal Programs Coordinator

Form D4

Boyle County Public School Performance Standards Form for Instructional Supervisor

Form D5

Boyle County Public School Performance Standards Form for Director of Transportation

Form D6
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Boyle County Public School Performance Standards Form for Preschool Coordinator

Form D7

Boyle County Public School Performance Standards Form for Extended School Services Coordinator

Form D8

Boyle County Public School Performance Standards Form for District Technology Coordinator

Form D9

Boyle County Public School Performance Standards Form for District Assessment Coordinator

Form D10

Boyle County Public School Performance Standards Form for Director of Special Education

Form D11

Boyle County Public School Performance Standards Form for Director of Pupil Personnel

Form D12

Boyle County Public School Performance Standards Form for Curriculum Coordinator

Form D13

Boyle County Public School Summative Evaluation Form for Media Specialists

Form E1

Boyle County Public School Summative Evaluation Form for Counselors

Form E2

Boyle County Public Schools Summative Evaluation Form for New Counselors

Form E3

Boyle County Public School Summative Evaluation Form for School Psychologists

Form E4

Boyle County Public School Summative Evaluation Form for Gifted & Talented Coordinator

Form E5

Boyle County Public School Summative Evaluation Form for Federal Programs Coordinator

Form E6

Boyle County Public School Summative Evaluation Form for Instructional Supervisor

Form E7

Boyle County Public School Summative Evaluation Form for Director of Transportation

Form E8

Boyle County Public School Summative Evaluation Form for Preschool Coordinator

Form E9

Boyle County Public School Summative Evaluation Form for Extended School Services Coordinator

Form E10

Boyle County Public School Summative Evaluation Form for District Technology Coordinator

Form E11

108

Boyle County Public School Summative Evaluation Form for District Assessment Coordinator

Form E12

Boyle County Public School Summative Evaluation Form for Director of Special Education

Form E13

Boyle County Public School Summative Evaluation Form for Director of Pupil Personnel

Form E14

Boyle County Public School Summative Evaluation Form for Curriculum Coordinator

Form E15

Boyle County Public School Summative Evaluation Form for Homebound Instructor

Form E16

Boyle County Public School Summative Evaluation Form for English Language Learner Teachers

Form E17

Boyle County Public School Summative Evaluation Form for Technology Integration Specialist

Form E18

Boyle County Public School Summative Evaluation Form for Communications Director

Form E19

Boyle County Public School Summative Evaluation Form for Human Resources Director

Form E20
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Instructions for Completing the Individual Professional Growth Plan
This Plan is to be completed by the employee with assistance from the immediate supervisor.
Identified School/District Improvement Plan Goal and/or Objective
(704 KAR 3:345 Section 4 (2) © states, "The evaluation system shall include a professional growth plan for all certified
personnel below the level of superintendent aligned with specific goals and objectives of the school improvement plan or
the district improvement plan and shall be reviewed annually.
Does your growth plan goal(s) along with one of the school/district improvement goals or objectives?
Present Professional Development (PD) Stage
(Select one of the following PD stages that matches your personal stage of growth.)
O = Orientation/Awareness
A = Preparation/Application
I = Implementation
R = Refinement/Impact
Is your growth plan individualized to meet the particular level or stage of present professional development?
Growth Goal(s) and Objective(s)
110

Identify the specific goal(s) and objective(s) that you plan to develop. For example: If increasing the percentage of students
scoring in the proficient level in mathematics is a school improvement goal, an individualized growth plan might be to
incorporate measurable performance-based assessment items in mathematics lessons, or to utilize computer
software/technologies in mathematics instruction. It is also appropriate to review you summative evaluation for any identified
professional growth needs.
Does your growth plan meet your individualized goal(s) and Objective(s)?

Procedures and Activities
List the specific activities you plan to do in order to meet your goal(s) and objective(s). For example: attending specific staff
development workshops; soliciting input from peer/colleague; enrolling in a seminar; collaborating with other support
personnel, etc.
How will participation in the identified activities assist you in accomplishing your identified goal(s) and objective(s)?
Additional Support
List additional personnel who may be involved in any aspect of plan's accomplishment. For example: John Doe, Principal; Jane
Doe mentor; I. M. Great, resource teacher.
Expected Impact
Describe the Expected Impact in terms of improved student performance, change in teacher practice, or completion of finished
product.
Target Dates for Completion/Review
Identify the date that you plan to accomplish/review your individualized goal(s) and objective(s).
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Form A

INDIVIDUAL PROFESSIONAL GROWTH PLAN

Date _________________

For
_____________________________________
(Name)
School _____________________________

Present Professional Development Stage: __ Awareness __Preparation __ Implementation __ Refinement

Growth Objective Goals(s) (describe desired outcomes):

Procedures and Activities for Achieving Goals and Objectives:

School and/or District Resources to assist in accomplishing the goals:

Expected Impact:

Evidence of Completion with Target Dates for completion or review:

Employee's Comments:
Supervisor's Comments:

Date Plan was Developed: ______________
Signatures:

Plan was:
___ Achieved

Evaluatee/ Date

Evaluatee/ Date

Evaluator/ Date

Evaluator/ Date

___ Revised
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___ Continued

Form B

PRE-OBSERVATION INSTRUMENT
FOR TEACHERS
Educator

Date Pre-Conference

School

Subject Area

Period / Time

Grade / Level

Professional Growth Plan Performance Area:
(Must reflect school goals in the Consolidated Plan)

Total # of Students in class ______ # of Students with IEP’S ______ # Years of Experience ______
Pre-Observation Worksheet

1.

What are the lesson learning targets?
_________________________________________________________
__________________________________________________________________________________
__________________________________________________________________________________
__________________________________________________________________________________

2. Standard # _____________
is addressed in this lesson design.

3. How will you formatively assess the students’
mastery of the content?
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4. What teaching techniques will be used?

5. Is this experience
_____ a Deeper Learning Activity
______ review
______ new learning

6. List any specific teaching behaviors
you would like monitored.

7. Are there any special circumstances
of which the evaluator should be
aware?

Evaluatee’s Signature

Date

Evaluator’s Signature

Date
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Form B1
BOYLE COUNTY SCHOOLS
POST-OBSERVATION CONFERENCE
FORMATIVE REPORT FORM
Performance Measure

Component

1 Planning and Preparation

1A Demonstrating Knowledge of Content
and Pedagogy
1B Demonstrating Knowledge of Students
1C Selecting Instructional Outcomes
1D Demonstrating Knowledge of Resources
1E Designing Coherent Instruction
1F Designing Student Assessment
2A Creating An Environment of Respect
and Rapport
2B Establishing A Culture For Learning
2C Managing Classroom Procedures
2D Managing Student Behavior
2E Organizing Physical Space
3A Communicating With Students
3B Using Questioning and Discussion
Techniques
3C Engaging Students In Learning
3D Using Assessment In Instruction

2 Classroom Environment

3 Instruction

Teacher Category (Ineffective,
Developing, Accomplished,
Exemplary)
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4 Professional Responsibilities

5 Student Growth

3E Demonstrating Flexibility and
Responsiveness
4A Reflecting On Teaching
4B Maintaining Accurate Records
4C Communicating With Families
4D Participating In A Professional
Community
4E Growing and Developing Professionally
4F Demonstrating Professionalism
5A Student Growth

Strengths and/or Areas For Growth:

Did the teacher rate as ineffective on any indicator?
Yes or No
If yes: Which indicator(s)?_____________________________________________________________
Date of second semester observation (if applicable): ________________________________________
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
Note: Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
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________ School Year

Form C

BOYLE COUNTY SCHOOLS INDIVIDUAL CORRECTIVE ACTION PLAN
For

Date___________________________
Standard
Number

Work Site _____________________

Growth Objective/Goal(s)
(describe desired outcomes)

Procedures and Activities for Achieving
Goals and Objectives (including support
personnel)

Appraisal Method
And Target Dates

(attach more pages if necessary)
Evaluatee’s Comments:
_________________________________________________________________________________________________________________
_________________________________________________________________________________________________________________
__________________________________________________________________________________________________
Individual Corrective Action Plan Developed:

(Evaluatee’s Signature)

Status: ____Achieved _____ Revises _____Continued

(Date)

(Evaluatee’s Signature)

(Date)

(Evaluator’s Signature)

(Date)
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(Evaluator’s Signature)

(Date)

120

Form C1
BOYLE COUNTY SCHOOLS
LOCAL EVALUATION APPEALS FORM

Evaluation being appealed is:
_____ Formative

_____ Summative

_____ Copy of Post-Observation Conference Form is attached.
Reason for the Appeal: (Attach pages as needed)

_____ 1. For appeal of formative evaluation submit this form to Program
Coordinator c/o the evaluator.
_____ 2. For second appeal of formative evaluation, submit this form to the
Appeals Panel c/o the Superintendent.
_____ 3. For appeal of summative evaluation, submit this form to the Appeals
Panel c/o the Superintendent.
NOTE: Evaluation records may be presented to and reviewed by the local evaluation appeals panel.
_________________________________
Signature of Appellant

____________________________
Date appeal is filed
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Form C2
APPLICATION FOR ELECTION TO MEMBERSHIP
LOCAL EVALUATION APPEALS PANEL

EVALUATION PLAN

I, ______________________________________, am willing to serve as a member of the Local Evaluation Appeals Panel, if elected to do so by the District’s
certified employees.

_________________________________
Signature

_____________________________
Date

_________________________________
School

_____________________________
Grade/Subject Area

122

Form D

BOYLE COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
FOR TEACHERS (INCLUDING SPECIAL EDUCATION TEACHERS)
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/SUMMATIVE EVALUATION
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/Observer _____________________________ Content Area________________ Grade(s) ___________
Evaluator/Observer______________________________ Position _______________________________________
Date of Conference (analysis) ______________________________ School ________________________________

Professional Practice Rating
Performance Measure

Teacher Category (Ineffective, Developing,
Accomplished, Exemplary)

Planning
Environment
Instruction
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Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.

______________________________
Evaluatee’s Signature

Date

_________________________________
Evaluator’s Signature
Date
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
● Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified
employees must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and
the local district plan.
● Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
Form D2

BOYLE COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
FOR ADMINISTRATORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/SUMMATIVE EVALUATION
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
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Evaluatee/Observee_____________________________ Content Area _________________ Grade(s) __________
Evaluator/Observer _____________________________ Position ______________________________________
Date of Conference (analysis) ______________________________ School _________________________________

Professional Practice Rating
Performance Measures

Teacher Category (Ineffective, Developing,
Accomplished, Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.

______________________________
Evaluatee’s Signature

Date

_________________________________
Evaluator’s Signature
Date
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
● Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified
employees must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and
the local district plan.
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● Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
Form D3
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR GIFTED & TALENTED COORDINATORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for teachers.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Instructional Leadership

Met

Growth
Needed

Not
Met

Comments

1A. Provides direction for the school
district’s gifted program
1B. Provides for organization/
management of instruction for gifted
students
1C. Provides leadership for positive
instructional/ educational change related
to services for gifted students
1D. Provides leadership for curriculum
development related to needs of gifted
students
Standard 2 Program Management

Met

Growth
Needed

Not
Met

2A. Demonstrates effective
administrative skills
2B. Demonstrates effective
communication skills
2C. Demonstrates effective
problem-solving and decision-making
skills
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2D. Demonstrates effective
organizational skills
2E. Provides for use and development of
appropriate revenues
2F. Ensures compliance with statutes,
rules and regulations relating to
instructional programs
Standard 3 Interpersonal Relationships

Met

Growth
Needed

Not
Met

3A. Demonstrates positive, professional
relationships with district personnel
3B. Demonstrates positive relationships
with patrons/ community
3C. Demonstrates positive, interpersonal
relationships with students and parents
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Standard 4 Professional
Responsibilities
4A. Provides recommendations for
development of instructional policies and
procedures related to services for gifted
students
4B. Demonstrates a sense of professional
responsibility
4C. Participates in professional growth
activities

Met

Growth
Needed

Not
Met
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Form D4
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR FEDERAL PROGRAMS COORDINATORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for administrators.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________ Federal Program _________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Comments
Standard 1 Instructional Duties
Met Growth Not
Needed Met
1A. Provide direct supervision of
federally funded programs on a regular
basis
1B. Design and maintain a structured
curriculum, when appropriate, for all
federally funded programs
1C. Work directly with principals,
program teachers and staff members, and
regular classroom teachers at the school
and district level in a continual effort to
maintain quality federal programs
1D. Assist applicable staff members in
maintaining a complying system of
parental involvement, when appropriate,
in programs
1E. Provide professional development
opportunities for program staff
1F. Coordinates the federal program
testing and includes test data and its
utilization for program improvement
Standard 2 Program Management
Met Growth Not
Needed Met
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2A. Assist the superintendent in
preparing the annual Federal Program
applications and evaluations
2B. Attend all required/ related meetings,
conferences, etc.
2C. Advise the superintendent of the
operation of federal programs
2D. Visit other like-funded programs as
part of a continuous effort to improve the
local district programs
2E. Maintain a records system that
includes inventory of equipment
2F. Report once a year to the Board on
the status of the programs
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2G. Formulate necessary Board policy as
related to the programs
Standard 3 Interpersonal Relationships
3A. Demonstrates positive interpersonal
relationships with students
3B. Demonstrates positive interpersonal
relationships with staff
3C. Demonstrates positive interpersonal
relationships with other administrators
and coordinators
3D. Demonstrates positive interpersonal
relationships with parents/ community
Standard 4 Professional Duties and
Responsibilities
4A. Is punctual in the performance of
duties
4B. Participates in professional
development to continually upgrade skills
4C. Makes studies of new practices and
techniques for improving the keeping of
records
4D. Attends meetings/ other school
related programs as necessary/
appropriate
4E. Develops and implements KERA
activities

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met
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Form D5
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR INSTRUCTIONAL SUPERVISORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for administrators.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Instructional Leadership

Comments
Met

Growth
Needed

Not
Met

1A. Provides direction for the school
district’s gifted program
1B. Provides for organization/
management of instruction for gifted
students
1C. Provides leadership for positive
instructional/ educational change related
to services for gifted students
1D. Provides leadership for curriculum
development related to needs of gifted
students
1E. Communicates standards of expected
performance
1F. Provides leadership for curriculum
development and the organization of
personnel to implement the curriculum
1G. Provides positive direction and
leadership to administrative and
supervisory staff
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1H. Provides leadership for effective
professional development and staff
training
Standard 2 Program Management

Met

Growth
Needed

Not
Met

2A. Demonstrates effective
administrative skills
2B. Demonstrates effective
communication skills
2C. Demonstrates effective
problem-solving and decision-making
skills
2D. Demonstrates effective organizational
skills
2E. Provides for use and development of
appropriate revenues
2F. Ensures compliance with statutes,
rules and regulations relating to
instructional programs
Standard 3 Interpersonal Relationships

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met

3A. Demonstrates positive, professional
relationships with district personnel
3B. Demonstrates positive relationships
with patrons/ community
3C. Demonstrates positive, interpersonal
relationships with administrators/
supervisors
Standard 4 Professional
Responsibilities
4A. Provides recommendations for
development of instructional policies and
procedures
4B. Demonstrates a sense of professional
responsibility
4C. Participates in professional growth
activities
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Form D6
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR DIRECTORS OF TRANSPORTATION
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Educational Leadership

Met

Growth
Needed

Not
Met

Comments

1A. Provides direction for the district’s
transportation program
1B. Provides for the organization and
management of the transportation
program
1C. Communicates information to the
superintendent and all other necessary
personnel
1D. Provides for the implementation of
processes involved in the transportation
program
1E. Provides positive direction and
leadership to administrative and
supervisory staff
Standard 2 Program Management

Met

Growth
Needed

Not
Met

2A. Enforces all state laws and
regulations concerning school
transportation
2B. Conforms with all state and
insurance carrier safety regulations
2C. Recruits and supervises all
transportation personnel
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2D. Develops and administers the
transportation program in a manner that
meets all the requirements of the
instructional program
2E. Demonstrates effective
administrative skills
2F. Demonstrates effective
communication skills
2G. Demonstrates effective
problem-solving and decision-making
skills
2H. Provides for the use and
development of appropriate revenue
sources
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2I. Assists in the development and fiscal
monitoring of the transportation budget
2J. Ensures that appropriate accounting
and control procedures are applied to all
fiscal transactions
Standard 3 Interpersonal Relationships
3A. Demonstrates positive, professional
relationships with administrators, central
office personnel, and other district
employees
3B. Demonstrates positive, professional
relationships with students, parents, and
the community
3C. Provides counsel and advises the
superintendent in a constructive manner
Standard 4 Professional
Responsibilities
4A. Provides the superintendent with
recommendations for district policies and
procedures related to transportation
4B. Assists in drafting/ updating policy
and procedural statements based on
school transportation law and regulation
changes
4C. Participates in professional growth
activities

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met
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Form D7
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR PRESCHOOL COORDINATORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for teachers.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Instructional Leadership

Met

Growth
Needed

Not
Met

Comments

1A. Provides direction for the school
district’s preschool program
1B. Provides for organization/
management of instruction in preschool
program
1C. Provides leadership for positive
instructional/ educational change in
preschool program
1D. Provides leadership for curriculum
development and the organization of
personnel to implement the preschool
program
1E. Provides positive direction and
leadership to administrative staff
Standard 2 Program Management

Met

Growth
Needed

Not
Met

2A. Demonstrates effective
administrative skills
2B. Demonstrates effective
communication skills
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2C. Demonstrates effective
problem-solving and decision-making
skills
2D. Demonstrates effective
organizational skills
2E. Provides for use and development of
appropriate revenues
2F. Ensures compliance with statutes,
rules and regulations relating to
instructional programs
Standard 3 Interpersonal
Relationships
3A. Demonstrates positive, professional
relationships with district personnel
3B. Demonstrates positive relationships
with patrons/ community
3C. Demonstrates positive, interpersonal
relationships with students and parents
Standard 4 Professional
Responsibilities
4A. Provides recommendations for
development of instructional policies and
procedures related to the preschool
program
4B. Demonstrates a sense of
professional responsibility
4C. Participates in professional growth
activities

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met

Comments:
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Form D8
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR EXTENDED SCHOOL SERVICES COORDINATORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for teachers.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Instructional Leadership

Met

Growth
Needed

Not
Met

Comments

1A. Provides direction for the school
district’s Extended School Services (ESS)
1B. Provides for organization/
management of ESS instruction
1C. Provides leadership for positive
instructional/ educational change related
to ESS
1D. Provides leadership for curriculum
development and the organization of
personnel to implement the ESS
curriculum
1E. Provides positive direction and
leadership to administrative staff
Standard 2 Program Management

Met

Growth
Needed

Not
Met

2A. Demonstrates effective
administrative skills
2B. Demonstrates effective
communication skills
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2C. Demonstrates effective
problem-solving and decision-making
skills
2D. Demonstrates effective organizational
skills
2E. Provides for use and development of
appropriate revenues
2F. Ensures compliance with statutes,
rules and regulations relating to
instructional programs
Standard 3 Interpersonal Relationships
3A. Demonstrates positive, professional
relationships with district personnel
3B. Demonstrates positive relationships
with patrons/ community
3C. Demonstrates positive, interpersonal
relationships with students and parents
Standard 4 Professional
Responsibilities
4A. Provides recommendations for
development of instructional policies and
procedures related to ESS
4B. Demonstrates a sense of professional
responsibility
4C. Participates in professional growth
activities

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met

Comments:
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Form D9
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR DISTRICT TECHNOLOGY COORDINATORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for teachers.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Educational Leadership

Met

Growth
Needed

Not
Met

Comments

1A. Serves as the primary contact
between the school district and the K.D.E.
concerning K.E.T.S.
1B. Demonstrates an understanding of
the use and integration of technology as a
tool in the instructional process
1C. Provides leadership in the
development, implementation,
monitoring, evaluation, and up-dating of
the district plan for instructional use of
technology
1D. Disseminates technology-related
information in the district and community
1E. Facilitates the training of teachers in
the use of technology
Standard 2 Program Management

Met

Growth
Needed

Not
Met

2A. Understands the district and
building-level budgets, budgeting and
spending processes and works within this
system to secure adequate resources for
instructional computing
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2B. Facilitates the development,
implementation, and evaluation of
technology oriented staff development
2C. Helps the district develop and
implement plans for the acquisition and
maintenance of hardware and software
2D. Coordinates and supervises routine
preventive maintenance as well as more
general repair and replacement
2E. Develops, disseminates, and monitors
a district procedure for the evaluation of
software, hardware, and courseware and
for the sharing of the results of such
evaluation
2F. Maintains an accurate inventory of
technology hardware and software that
belongs to the district and to individual
schools in the district
2G. Helps the district obtain outside
funding by participating in grant planning
and proposal writing
2H. Coordinates the installation,
implementation, and evaluation of school
and district administrative technology
systems
Standard 3 Interpersonal Relationships
3A. Demonstrates positive interpersonal
relationships with staff, parents, and
community
3B. Provides support and assistance to
building-level technology coordinators
Standard 4 Professional
Responsibilities
4A. Serves as chair of the district
technology committee
4B. Participates in appropriate
professional development
4C. Continues to grow as a professional
technology educator and educational
leader

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met

142

143

Form D10
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR DISTRICT ASSESSMENT COORDINATORS
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for administrators.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Program

Met

Growth
Needed

Not
Met

Comments

1A. Serves as the primary contact
between the school district and the KIRIS
student assessment and accountability
program
1B. Assists teachers, principals, and
counselors with questions, problems, and
concerns regarding the assessment
process
1C. Facilitates the implementation of all
assessment and accountability activities
throughout the district
1D. Provides analysis and interpretation
of assessment results to the schools and
the school board
1E. Facilitates the training of teachers in
the portfolio scoring process
1F. Facilitates the dissemination of
information regarding the connections
between assessment and curriculum
Standard 2 Management

Met

Growth
Needed

Not
Met
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2A. Receives and distributes KIRIS
materials including tests, teacher guides,
and assessment results
2B. Takes responsibility for monitoring
and certifying data used in cognitive and
noncognitive indicators
2C. Communicates to appropriate staff
definitions, timelines, etc. for completing
assessment activities and compiling data
2D. Collects tests and portfolios from the
schools to send for scoring
Standard 3 Interpersonal Relationships
3A. Demonstrates positive interpersonal
relationships with staff
3B. Demonstrates positive interpersonal
relationships with administrators
3C. Demonstrates positive interpersonal
relationships with parents/ community
Standard 4 Professional
Responsibilities
4A. Is punctual in the performance of
duties
4B. Attends KDE sponsored assessment
and accountability meetings and trainings
4C. Promotes appropriate and ethical
assessment practices within the district

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met

Comments:
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Form D11
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR DIRECTORS OF SPECIAL EDUCATION
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for administrators.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Educational Leadership

Met

Growth
Needed

Not
Met

Comments

1A. Provides direction for the district’s
special education program
1B. Ensures implementation of the
process of special education in the district
1C. Provides organization of special
education services throughout the district
1D. Provides for management of special
education instruction
1E. Provides for implementation of
evaluation strategies for special education
personnel, with the emphasis on
improvement of instruction
1F. Provides leadership for positive
change in special education programs
1G. Provides for effective recruitment,
selection and assignment of district
special education personnel
1H. Promotes appropriate staff
development in special education
1I. Communicates standards of expected
performance
Standard 2 Program Management

Met

Growth
Needed

Not
Met
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2A. Provides for effective day-to-day
operation of the special education
program
2B. Demonstrates effective
communication skills
2C. Ensures that instructional facilities
for the special education program are
conducive to meeting IEP goals and
objectives
2D. Promotes and maintains a positive
school climate as part of a cooperative
district effort
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2E. Demonstrates effective
problem-solving, decision-making, and
conflict-resolution skills
2F. Demonstrates effective organizational
skills
2G. Provides for use and development of
special education revenue sources
2H. Develops a special education budget
based upon established priorities and
consistent with fiscal practices
2I. Ensures compliance with statutes,
rules, and regulations relating to special
education funding
Standard 3 Professional Relationships
3A. Demonstrates positive, professional
relationships with district personnel
3B. Demonstrates positive relationships
with patrons/ community
3C. Demonstrates positive relationships
with other administrators
Standard 4 Professional
Responsibilities
4A. Demonstrates a knowledge of the
legal basis for special education
4B. Provides recommendations for the
development and adoption of district
policies and procedures to ensure
compliance with all special education
requirements
4C. Provides for effective
implementation of district policies and
procedures that ensure compliance with
all special education requirements
4D. Participates in professional growth
activities
4E. Demonstrates a sense of professional
responsibility

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met
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Form D12
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR DIRECTORS OF PUPIL PERSONNEL
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for administrators.
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Student Services/ Program

Comments
Met

Growth
Needed

Not
Met

1A. Acts as liaison with local and state
agencies in seeking solutions to the
problems of school children
1B. Works with authorities of the
Juvenile Court in matters involving
children
1C. Works on the identification of
problems originating from broken homes,
neglectful parents, economic conditions in
marginal families and mental illness of
parents or child
1D. Serves as liaison between the family
court and school system in cases where
students have been delinquent outside
school
1E. Supports services to schools
1F. Assists all principals and teachers in
matters of attendance
1G. Interprets pupil personnel policies
and methods to school personnel, parents,
children, and community
1H. Works closely with teachers, school
nurses, guidance counselors, and
149

principals regarding students who are
absent or tardy frequently and who have
not responded to the correction efforts
made by the building principal
1I. Works with a district-wide committee
on an annual review of the District Code
of Conduct and facilities revision as
needed
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Standard 2 Management

Met

Growth
Needed

Not
Met

2A. Enforces the compulsory attendance
law
2B. Compiles all records and reports
relating to attendance and pupil counting
2C. Checks on all non-resident pupils for
contract purposes
2D. Plans and supervises the conducting
of the annual school census
2E. Furnishes certificates of school
records upon request
2F. Carries out directives and instructions
from State Department of Pupil
Attendance and Accounting
Standard 3 Interpersonal Relationships

Met

Growth
Needed

Not
Met

Met

Growth
Needed

Not
Met

3A. Demonstrates positive interpersonal
relationships with students
3B. Demonstrates positive interpersonal
relationships with staff
3C. Demonstrates positive interpersonal
relationships with other administrators
3D. Demonstrates positive interpersonal
relationships with parents/ community
Standard 4 Professional Duties and
Responsibilities
4A. Is punctual in the performance of
duties
4B. Participates in professional
development activities to continually
upgrade skills
4C. Makes studies of new practices and
techniques for improving the keeping of
records
4D. Attends meetings and other school
related programs as necessary and
appropriate
4E. Develops and implements KERA
activities that are designed to carry out the
goals of the school district

Comments:
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Form D13
BOYLE COUNTY SCHOOLS

PERFORMANCE STANDARDS FORM
FOR CURRICULUM COORDINATOR
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/ SUMMATIVE EVALUATION
These standards are in addition to the standards for administrators.
(Evaluator and valuate discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/ Observee__________________________
Evaluator/ Observer__________________________ Position_________________________________
Date of Conference (analysis)__________________ School__________________________________
Standards Performance Criteria
Standard 1 Instructional Leadership

Met

Growth
Needed

Not
Met

Comments

1A. Works with staff and parents to
analyze curriculum needs of the schools
and district
1B. Provides leadership for curriculum
development for ALL students
1C. Facilitates the implementation of the
curriculum through input into program and
assessment decisions, professional
development, and instructional materials
1D. Provides positive direction and acts as
a resource to administrative and
supervisory staff
1E. Assists with providing effective
professional development and staff training
1F. Stays abreast of best practices in
education and communicates this
information to the staff and community
1G. Prepares grant proposals to support
development of curriculum and instruction
Standard 2 Program Management

Met

Growth
Needed

Not
Met

2A. Demonstrates effective administrative
skills
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2B. Demonstrates effective communication
skills
2C. Demonstrates effective
problem-solving and decision-making
skills
2D. Demonstrates effective organizational
skills
Standard 3 Interpersonal Relationships

Met

Growth
Needed

Not
Met

3A. Demonstrates positive, professional
relationships with district personnel
3B. Demonstrates positive relationships
with parents/ community
3C. Demonstrates positive, interpersonal
relationships with administrators/
supervisors
Standard 4 Professional Responsibilities

Met

Growth
Needed

Not
Met

Comments

4A. Participates as an active member of
professional organizations and attends
meetings and conferences
4B. Demonstrates a sense of professional
responsibility
4C. Participates in professional growth
activities
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Form E1
Boyle County Schools
Library Media Specialist
Summative Conference Form
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/SUMMATIVE EVALUATION
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Name: ___________________________________

Evaluator’s name: __________________________

Observation Date: ______________________ Start Time: ______________ Ending Time: _____________
School: _______________________

Additional resource website link

Performance Measure-- Environment- Domain 2: The Environment-- School Library Media Specialist demonstrates
genuine caring and respect for students and staff and students and staff exhibit a mutual respect for the SLMS. SLMS maintains an environment that
is inviting, flexible and attractive with expectations that students be productively engaged. Library guidelines and procedures have been established in
the areas of circulation and scheduling for media center use to provide for adequate access to the resources, equipment, the facility, and the expertise
of the SLMS. SLMS has established and communicated standards of conduct, monitors student behavior, and responds to student misbehavior in
ways that are appropriate and respectful to the students. The library is organized for safety, ease of traffic flow, and learning. Physical resources,
spaces for studying, space for learning activities and space for library operations are well placed in locations that enhance their functions and that do
not interfere with other functions. Signage is provided to support self-directed use. Library design and furnishings allow for flexibility in response to
changing needs, and accessibility for all students, including those with disabilities.

2A - Creating an environment of respect and
rapport

2A Observer Evidence:

2A- Component
Rating:
(I-1; D-2; A-3;
E-4)

2B - Establishing a Culture for Learning

2B Observer Evidence:

2B- Component
Rating:
(I-1; D-2; A-3;
E-4)

2C - Managing Library Procedures

2C Observer Evidence:

2C- Component
Rating:
(I-1; D-2; A-3;
E-4)

2D - Managing student behavior

2D Observer Evidence:

2D- Component
Rating:
(I-1; D-2; A-3;
E-4)

2E - Organizing physical space

2E Observer Evidence:

2E- Component
Rating:
(I-1; D-2; A-3;
E-4)
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Performance Measure- Environment-- DOMAIN 2- THE ENVIRONMENT- OVERALL RATING:
(I-1; D-2; A-3; E-4)

Performance Measure-- Instruction- Domain 3: Delivery of Service-- School Library Media Specialist communicates
directions and procedures and is able to recognize when it is necessary to repeat and clarify. Technology is used to demonstrate and model ways to use
the resources, tools, and virtual environments. SLMS uses open- ended and probing questions to guide students’ inquiry and to help students to think
critically as they formulate their own questions about their research topic. SLMS usually recommends or guides students to resources that link well
with the content learning goals, the students’ prior knowledge and life experiences and which engage students cognitively and serve to enhance the
active construction of understanding. High expectations for students are present and in general, they respond to them. In collaborative units designed
for whole class instruction, students are fully aware of the criteria and performance standards by which their work will be evaluated. The SLMS is
able to provide constructive feedback when working with individuals and small groups. Students use this feedback and frequently monitor the quality
of their own work against the assessment criteria or performance standards. The SLMS uses diverse strategies to ensure successful learning for all
students. The SLMS makes adjustments to instructional plans and provides interventions as needed and responds to opportunities arising from
spontaneous events to accommodate students learning styles, needs, interests, abilities and questions.

3A - Communicating Clearly and Accurately

3A Observer Evidence:

3A- Component
Rating:
(I-1; D-2; A-3; E-4)

3B - Using Questioning and Research
Techniques

3B Observer Evidence:

3B- Component
Rating:
(I-1; D-2; A-3; E-4)

3C - Engaging Students in Learning

3C Observer Evidence:

3C- Component
Rating:
(I-1; D-2; A-3; E-4)

3D - Assessment in instruction (whole class,
one-on-one and small group)

3D Observer Evidence:

3D- Component
Rating:
(I-1; D-2; A-3; E-4)

3E - Demonstrating flexibility and
responsiveness

3E Observer Evidence:

3E- Component
Rating:
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(I-1; D-2; A-3; E-4)

Performance Measure- Instruction-- DOMAIN 3- DELIVERY OF SERVICE- OVERALL RATING:
(I-1; D-2; A-3; E-4)

Performance Measure-- Planning – Domain 1: Planning & Preparation-- School Library Media Specialist displays
knowledge of the curriculum, resources, various literacies, and the research process, and is able to develop connections. SLMS demonstrates
knowledge of the students’ developmental levels, basic skills, backgrounds and interests, as well as abilities and specials needs. SLMS uses this
knowledge in planning for instruction, promoting reading, and developing the resource collection. SLMS displays understanding of the instructional
goals for most of the disciplines and diverse student population and provides many of the necessary resources, technology and instructional services to
support these goals. SLMS has knowledge of the resources within the school’s library collection; has knowledge of and the skills to access resources
available electronically or online; and seeks other resources throughout the district and from agencies, organizations, and institutions within the
community at large. SLMS has knowledge of current and classic literature of all genres and is successful in working with groups and individuals to
promote good books, reading for pleasure and love of learning. SLMS collaborates with teachers in planning and implementing learning activities that
integrate the use of multiple resources, and development of research skills and various literacies.

1A - Demonstrating Knowledge of Content
Curriculum and Process

1A Observer Evidence:

1A- Component
Rating:
(I-1; D-2; A-3; E-4)

1B - Demonstrating Knowledge of Students

1B Observer Evidence:

1B- Component
Rating:
(I-1; D-2; A-3; E-4)

1C - Supporting Instructional Goals

1C Observer Evidence:

1C- Component
Rating:
(I-1; D-2; A-3; E-4)

1D - Demonstrating Knowledge and Use of
Resources

1D Observer Evidence:

1D- Component
Rating:
(I-1; D-2; A-3; E-4)

1E - Demonstrating a Knowledge of Literature
and Lifelong Learning

1E Observer Evidence:

1E- Component
Rating:
(I-1; D-2; A-3; E-4)
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1F - Collaborating in the Design of Instructional
Experiences

1F Observer Evidence:

1F- Component
Rating:
(I-1; D-2; A-3; E-4)

Performance Measure- Planning-- DOMAIN 1- PLANNING & PREPARATION- OVERALL RATING:
(I-1; D-2; A-3; E-4)

Performance Measure-- Professionalism- Domain 4: Professional Responsibilities-- The School Library Media
Specialist reflects on the effectiveness of services, resources, instructional strategies, and facilities to ensure that they are meeting the goals of the
library program. The SLMS considers changes necessary to ensure that future needs are met for a growing dynamic program. The SLMS maintains
accurate, fairly current, and accessible records including: a current catalog of resources; circulation records; an inventory of equipment; and statistics of
library use. These records are reported at the end of the year. The SLMS communicates with the school staff and community to keep them informed
and to promote the use of the library program, new resources and services. SLMS contributes to the school and to the district by voluntarily
participating in school events and serving on school and district committees. SLMS seeks out opportunities for professional development to enhance
professional practice. SLMS welcomes feedback from colleagues when made by supervisors or when opportunities arise through professional
collaboration. SLMS participates actively in assisting other educators. SLMS regularly assesses, makes new purchases, and weeds the collection of
resources and equipment to keep holdings current and to meet the needs of the curriculum. SLMS develops budget proposals necessary for a
comprehensive library program. SLMS follows department and/or district guidelines for managing the budget and maintains accurate records. SLMS
effectively delegates responsibility and provides training, and the necessary supervision and support. SLMS is knowledgeable of the ethics of
librarianship and follows copyright law and adheres to the principles of the Library Bill of Rights and the American Library Association’s Code of
Ethics.

4A - Reflecting on practice

4A Observer Evidence:

4A- Component
Rating:
(I-1; D-2; A-3; E-4)

4B - Maintaining Accurate Records

4B Observer Evidence:

4B- Component
Rating:
(I-1; D-2; A-3; E-4)

4C - Communicating with School Staff and
Community

4C Observer Evidence:

4C- Component
Rating:
(I-1; D-2; A-3; E-4)

4D - Participating in a Professional Community

4D Observer Evidence:

4D- Component
Rating:
(I-1; D-2; A-3; E-4)
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4E - Growing and Developing Professionally

4E Observer Evidence:

4E- Component
Rating:
(I-1; D-2; A-3; E-4)

4F - Collection Development and Maintenance

4F Observer Evidence:

4F- Component
Rating:
(I-1; D-2; A-3; E-4)

4G- Managing the Library Budget

4G Observer Evidence:

4G- Component
Rating:
(I-1; D-2; A-3; E-4)

4H- Managing Personnel

4H Observer Evidence:

4H- Component
Rating:
(I-1; D-2; A-3; E-4)

4I- Professional Ethics

4I Observer Evidence:

4I- Component
Rating:
(I-1; D-2; A-3; E-4)

Performance Measure- Professionalism-- DOMAIN 4- PROFESSIONAL RESPONSIBILITIES- RATING:
(I-1; D-2; A-3; E-4)
Additional Information or Directives:
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure
checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ______________________________________________________________________________________
___________________________________________________________________________________________________________________________________
_______________________________________________________________________________________________________________________________
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Evaluator’s comments: ______________________________________________________________________________________
___________________________________________________________________________________________________________________________________
_________________________________________
______________________________________________________________________________________

To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature Date
_________________________________
Evaluator’s Signature Date
• Signature does not signify agreement, but that the observation findings have been discussed with the
evaluatee by the evaluator
• Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public
Schools evaluation plan. Certified employees must make their appeals to this summative evaluation within
the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
• Any performance measure rating in the “ineffective” column requires the development of an Individual
Corrective Action Plan.
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Form E2
Tenured____

Non-Tenured____

BOYLE COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
FOR Guidance Counselors
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/SUMMATIVE EVALUATION
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/Observer _____________________________ Content Area________________ Grade(s) ___________
Evaluator/Observer______________________________ Position _______________________________________
Date of Conference (analysis) ______________________________ School ________________________________
Professional Practice Rating
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Performance Measure

Teacher Category (Ineffective, Developing,
Accomplished, Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.

______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

Form E4
Tenured_____
Non-Tenured______
BOYLE COUNTY SCHOOLS
SUMMATIVE CONFERENCE FORM
163

FOR School Psychologists
ANALYSIS OF PERFORMANCE AND BASIS FOR INDIVIDUAL
PROFESSIONAL GROWTH PLAN/SUMMATIVE EVALUATION
(Evaluator and evaluatee discuss and complete prior to developing the teacher’s professional growth plan and summative evaluation instruments. This analysis
document is the summary of data collected for formative purposes. This could include observations, professional development activities, evaluation folder entries,
products, units of study, etc.)
Evaluatee/Observer _____________________________ Content Area________________ Grade(s) ___________
Evaluator/Observer______________________________ Position _______________________________________
Date of Conference (analysis) ______________________________ School ________________________________
Professional Practice Rating
Performance Measure

Teacher Category (Ineffective, Developing,
Accomplished, Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.

______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
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●
●

Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
Form E5
Tenured____
Non-Tenured____
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR GIFTED & TALENTED COORDINATOR

(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________ Grade/Content Area_________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
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Evaluatee’s Signature

Date

_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E6
Tenured_______
Non-Tenured________
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR FEDERAL PROGRAMS COORDINATORS
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________ Federal Program __ _________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
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_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E7
Tenured_____
Non-Tenured_____
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR INSTRUCTIONAL SUPERVISORS
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________ Grade/Content Area_________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
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_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

Form E8
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR DIRECTOR OF TRANSPORTATION
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
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Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

Form E9
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR PRESCHOOL COORDINATOR
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________
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Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

Form E10
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BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR EXTENDED SCHOOL SERVICES COORDINATORS
(This summarizes
all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities, conferences, and
other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
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●
●

Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

Form E11
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR DISTRICT TECHNOLOGY COORDINATOR
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
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___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
___________________________________
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

Form E12
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR DISTRICT ASSESSMENT COORDINATOR
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________
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Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

176

Form E13
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR DIRECTOR OF SPECIAL EDUCATION
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
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●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E14
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR DIRECTOR OF PUPIL PERSONNEL
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
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●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E15
Tenured______
Non-Tenured_____
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR CURRICULUM COORDINATOR
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
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_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E16
Tenured____
Non-Tenured____
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR HOMEBOUND INSTRUCTOR
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________ Grade/Content Area_________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
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_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E17
Tenured____
Non-Tenured____
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR ENGLISH LANGUAGE LEARNERS TEACHER
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________ Grade/Content Area_________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
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_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E18
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR TECHNOLGOY INTEGRATION SPECIALIST
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________

Domain Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the) performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
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●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E19
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR COMMUNICATIONS DIRECTOR
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________
Ratings
Domain Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the) performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments: __________________________________________________________________
___________________________________________________________________________________________________________________________________
_______________________________________
Evaluator’s comments: __________________________________________________________________
___________________________________________________________________________________________________________________________________
_______________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
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_________________________________
Evaluator’s Signature
Date
●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.
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Form E20
BOYLE COUNTY SCHOOLS
SUMMATIVE EVALUATION FOR HUMAN RESOURCES DIRECTOR
(This summarizes all the evaluation data including formative data, products and performances, evaluation folder materials, professional development activities,
conferences, and other documentation.)
Evaluatee_________________________________
Evaluator_________________________________ Position __________________________________
School________________________________________________________________________________
Domain Performance Measure

Rating (Ineffective, Developing, Accomplished,
Exemplary)

Planning
Environment
Instruction
Professionalism
Overall
Individual professional growth plan reflects a desire/ need to acquire further knowledge/ skills in the) performance measure checked below:
1. _____ 2. _____ 3. _____ 4. _____
Evaluatee’s comments:
___________________________________________________________________________________________________________________________________
___________________________________________________________________________________________________________________________________
_______________________
Evaluator’s comments: ____________________________________________________________________________
___________________________________________________________________________________________________________________________________
___________________________________________________________
To be signed after all information above has been completed and discussed.
______________________________
Evaluatee’s Signature
Date
_________________________________
Evaluator’s Signature
Date
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●
●
●

Signature does not signify agreement, but that the observation findings have been discussed with the evaluatee by the evaluator
Opportunities for appeal processes at both the local and state levels are a part of Boyle County Public Schools evaluation plan. Certified employees
must make their appeals to this summative evaluation within the time frames, mandated in 704 KAR 3:345 Sections 7, 8, 9, and the local district plan.
Any performance measure rating in the “ineffective” column requires the development of an Individual Corrective Action Plan.

192

Appeals Committee
2020 – 2021

Board Appointed
Chairperson Member
Alternate
Volunteered
Member
Member
Alternate (2020 – 2021, 2021 – 2022)
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