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 Effective teaching and school leadership depend on clear standards and expectations, reliable 
feedback, and the tools, resources and support for professional growth and continuous improvement.  
The certified evaluation plan (CEP) was developed through the collaborative work of teachers and 
administrators who serve on the district evaluation committee. Committee members include: 

 
Micah Hicks, Teacher – Walker Early Learning Center 
Amanda Phillips, Teacher – Bell Elementary 
Virginia Morrow, Teacher – Monticello Elementary 
Jamie Tipton, Teacher – Monticello Elementary 
William Allison, Teacher – Wayne County Middle School 
Lisa Bell, Teacher – Wayne County Middle School 
Brenda Hoover, Teacher – Wayne County High School 
John Lafevers, Teacher – Wayne County High School 
Angela Ballinger, Principal – Walker Early Learning Center 
Derrick Harris, Principal – Bell Elementary 
Stewart York, Principal – Monticello Elementary 
Melissa Gossage, Principal – Wayne County Middle School 
Justin Alley, Principal – Wayne County High School 
Allen Clark, Director of Pupil Personnel, Wayne County Schools 
Brian Dishman, Chief Academic Officer, Wayne County Schools 
Shawn Stinson, Curriculum Specialist, Wayne County Schools  

 

Roles and Definitions  
1. Artifact: A product of a certified school personnel’s work that demonstrates knowledge 

and skills. 
2. Assistant Principal: A certified school personnel who devotes the majority of employed 

time in the role of assistant principal, for which administrative certification is required by 
EPSB. 

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

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

5. Conference: A meeting between the evaluator and the evaluatee for the purposes of 
providing feedback, analyzing the results of an observation or observations, reviewing 
other evidence to determine the evaluatee’s accomplishments and areas for growth, and 
leading to the establishment or revision of a professional growth plan. 

6. Danielson Framework: a set of components that encompass the numerous and dynamic 
processes involved in effective teaching; one of the tools used to inform an observer’s 
professional judgment in assigning a domain rating (I,D,A,E) on 4 domains within the 
Professional Practice section.  These ratings are then applied to criteria to determine the 
overall professional practice rating. 

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

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

12. Mini Observation: An observation conducted by a certified observer for 20-30 minutes in 
length. 

13. Observation: a data collection process conducted by a certified observer, in person or 
through video, for the purpose of evaluation, including notes, professional judgments, 
and examination of artifacts made during one (1) or more classroom or worksite visits of 
any duration. 

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

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

16. 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. 

17. 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. 

18. 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, 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. 

19. Professional Practice: The demonstration, in the school environment, of the evaluatee’s 
professional knowledge and skill. 

20. 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. 

21. Summative Evaluation: summary of and conclusions from evaluation data. 
22. 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. 

23. 50/50 Committee: the group that drafts the certified evaluation plan (CEP) for local 
board approval; made up of an equal number of teachers and administrators. 
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 Evaluators are responsible for informing evaluatees of the criteria and processes outlined in this 

plan, no later than the end of the first 30 calendar days after reporting for employment (annually).  

Evaluations will be documented on approved forms to become part of the official personnel file.  A copy 

of the evaluation will be provided to the evaluatee.  An opportunity for written response shall be 

included in the official personnel record.  The immediate supervisor is the primary evaluator.   

 

Section 1 – Evaluation of Teachers and Other Professionals 

 

The Kentucky Framework for Teaching with Specialist Frameworks for 
Other Professionals  
 
The Kentucky Framework for Teaching is designed to support student achievement and professional 
practice through the domains of: 

 
Framework for Teaching   Specialist Frameworks for Other Professionals 
Planning and Preparation    Planning and Preparation 
Classroom Environment    Environment 
Instruction     Instruction/Delivery of Service 
Professional Responsibilities   Professional Responsibilities 

 
The Frameworks also include themes such as equity, cultural competence, high expectations, 
developmental appropriateness, accommodating individual needs, effective technology integration, and 
student assumption of responsibility. They provide structure for feedback for continuous improvement 
through individual goals that target student and professional growth, thus supporting overall school 
improvement. Evidence documenting professional practice is situated within one or more of the four 
domains of the framework. Performance is rated for each component according to four performance 
levels: Ineffective, Developing, Accomplished, and Exemplary. The summative rating is a holistic 
representation of performance, combining data from multiple sources of evidence across each domain.   
 
The use of professional judgment based on multiple sources of evidence promotes a 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 also take into account how educators 
respond to or apply additional supports and resources designed to promote student learning, as well as 
their own professional growth and development.  Finally, professional judgment gives evaluators the 
flexibility to account for a wide variety of factors related to individual educator performance, such as: 
school-specific priorities that may drive practice in one domain, an educator’s number of goals, experience 
level and/or leadership opportunities, and contextual variables that may impact the learning 
environment, such as unanticipated outside events or traumas.  
 
Evaluators must use the following categories of evidence in determining overall ratings:  

 

Required Sources of Evidence 
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o Professional Growth Planning and Self-Reflection 
o Observation 

 
The following sections provide a detailed overview of the various sources of evidence used to inform 

teacher and other professional ratings.   

 

Self-Reflection and Professional Growth Planning  
Reflective practices and professional growth planning are iterative processes.  The teacher (1) reflects on 

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

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

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

professional practice; (5) modifies the plan as appropriate; (6) continues implementation and ongoing 

reflection; (7) and, finally, conducts a summative reflection on the degree of goal attainment and the 

implications for next steps.   

 

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

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

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

collaboration with the administrators, teachers identify explicit goal(s) which drive the focus of 

professional growth activities, support, and on-going reflection 

 

All Teachers and Other Professionals will participate in self-reflection and professional growth planning 

each year. Self-reflection and the Professional Growth Plan (PGP) will be documented and included in the 

teacher or other professional’s evaluation folder to be maintained by the primary evaluator. The PGP will 

align with the school CSIP and/or district CDIP.  Growth plans will be reviewed annually, consistent with 

the timelines in the chart below.  Late hires must complete their self-reflection & PGP; the PGP must be 

approved no later than 60 days after their (late-hires) first day of reporting for work.  The self-reflection 

component must be completed prior to the PGP. 

 

Timeline for Professional Growth Planning and Self-Reflection 

Self-Reflection 
PGP 

 (development & 
approval) 

Final Review 

Before PGP is written  by November 1 
By final 

scheduled day of 
school 

 

 Self-Reflection will occur prior to the development of the PGP. 

 PGPs will be developed and approved on or before November 1 of each academic year. 

 The final review will occur by the final scheduled day of school. 
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Observation 
 

 Observations may begin after the evaluation training takes place.  This training will occur within 
30 calendar days of reporting for employment each school year.  

 
All documentation related to observations will be stored in the teacher or other professional’s evaluation 
folder to be maintained by the primary evaluator. 
 
* Principals will develop an evaluation schedule consistent with the following guidelines: 

 All non-tenured (teachers and other professionals) will be on a one year evaluation cycle which 
will consist of two mini observations, and one full observation.  

 All tenured (teachers and other professionals) and will be on a three year evaluation cycle 
(***except as noted below), which will include one mini observation in year one, one mini 
observation in year two, and full observation in year three.  

 All required observations (as noted in the previous two bullets) will be completed by the last 
scheduled day of school. 
*** Some (tenured teachers and other professionals) may also be on a one year cycle as 
determined by the PROFESSIONAL GROWTH PLAN AND CYCLE FOR TENURED TEACHERS AND 
OTHER PROFESSIONALS chart on page 10. 

 Late Hires/Teachers or Other Professionals who do not report for work sixty (60) or more 
consecutive school days will have a reduction in the minimum number of observations as follows: 

o Only one mini observation will be completed by the evaluator. 
 
 

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

 Conduct observation post-conference within five working days following each full observation. 
 The summative evaluation conference will be held at the end of the summative evaluation cycle, 

and should include all applicable data.  
 Full Observation: 

Pre/ Post observation conferences will be held for each full observation.  The observer may choose 
to conduct the pre-conference through electronic communication or in a face to face meeting 
with the teacher.  Pre-conferences will occur within the five working days prior to the observation. 
The post-conference should be conducted in a face to face meeting within five working days of 
the observation. 

 Mini Observations: 
The observer may choose to conduct a pre-observation conference through electronic 
communication or in a face to face meeting with the teacher.  Any pre-conference should be 
conducted not more than five working days prior to the observation.  Post-conferences for mini 
observations will be conducted upon teacher or evaluator request.  All post conferences should 
be conducted within five working days of the mini observation.  
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Products of Practice/Other Sources of Evidence 
Teachers and Other Professionals may provide, or the evaluator may request, additional evidence to 

support assessment of professional practice.  This evidence should yield information related to the 

teacher’s practice within the domains.    

 
All of the following sources of evidence may be provided by the teacher/other professional or requested 
by the evaluator between the summative pre-conference and post conference dates).  
 

 team-developed curriculum units 
 lesson plans 
 communication logs 
 timely, targeted feedback from mini or informal observations 
 student data records 
 student work 
 student formative and/or summative course evaluations/feedback 
 minutes from PLCs 
 teacher reflections and/or self-reflections 
 teacher interviews 
 teacher committee or team contributions 
 parent engagement surveys 
 records of student and/or teacher attendance 
 video lessons 
 engagement in professional organizations 
 action research 
 any other documentation that supports teacher performance relative to the Framework 

 
 

Determining the Overall Rating  
Supervisors are responsible for determining an Overall Rating for each teacher at the conclusion of the 
summative evaluation year.  The evaluator determines the Overall Rating based on professional judgment 
informed by evidence that demonstrates the educator's performance against the domains, and decision 
rules that establish a common understanding of performance thresholds to which all educators are held.   
 

 

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

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



9 
 

 

Domain Ratings must be recorded on the district approved form and included in the teacher/other 
professional’s evaluation folder.  Once domain ratings are determined, the evaluator will use the 
following decision rules to determine the overall rating:  
 

 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 The evaluator will use professional judgment on any scenario not identified on the chart above. 
All summative ratings must be recorded on the district approved form and a copy should be 
included in the teacher/other professional’s evaluation folder. 

  

REQUIRED 

• Observation 
• Professional Growth Plans 

and Self Reflection 
OPTIONAL 

• Products of Practice 

P
R
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N
A

L 
P

R
A

C
TI

C
E 

 

DOMAIN RATINGS 

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

SOURCES OF EVIDENCE TO INFORM 

PROFESSIONAL PRACTICE 

 

 

 PROFESSIONAL 

JUDGMENT 

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

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

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

CRITERIA FOR DETERMINING A TEACHER’S PROFESSIONAL 

PRACTICE RATING 
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Professional Growth Plan and Summative Cycle 
Based on the overall rating, the type of Professional Growth Plan and the length of the summative cycle 
is determined using the chart below.  

 

Overall Rating PGP and Cycle for Tenured Teachers and other Professionals 

 
Exemplary 

Three year cycle 
Goals set by teacher with evaluator input 

Formative review annually 
Summative occurs at the end of year 3 

Accomplished Three year cycle 
Goals set by teacher with evaluator input 

Formative review annually 
Summative occurs at the end of year 3 

Developing Three year cycle 
Goals determined by evaluator with teacher input 

PGP activities designed by evaluator with teacher input 

Ineffective One year cycle 
Goals focus on low performance/outcome area 

Plan activities designed by evaluator with teacher input 
Formative review at midpoint 

Summative at end of plan 

 

 

A Corrective Action Plan may be developed for evaluatee if progress in not being made toward goals, or 

other issues/violations deemed essential/necessary by evaluator.  
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Section II – Evaluation of Principals and Assistant Principals 
 

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

 Professional Growth Planning and Self-Reflection 

 Site-Visits 

 

Evaluations will be documented on approved forms to become part of the official personnel file.  A copy 

of the evaluation will be provided to the principal/assistant principal.  An opportunity for written response 

shall be included in the official personnel record.  Administrator will receive summative evaluations 

annually. 
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The following sections provide a detailed overview of the various sources of evidence used to inform 

principal ratings.   

 

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.  

 

Required: 

 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. 

  
The principal’s/assistant principal’s self-reflection & PGP will be documented on district approved 
forms. 
 

 

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 (or designee) may gain insight into the principal’s 

practice in relation to the standards.  During a site visit, the superintendent (or designee) 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.  Formal site visit will be 

conducted at least once per year.   

 
 

 

Products of Practice/Other Sources of Evidence 
Principals/Assistant principals may provide, or the evaluator may request, additional evidences to support 

assessment of professional practice.  These evidences should yield information related to the 

principal’s/assistant principal’s practice within the standards.    

 
Additional evidence provided in support of principal practice may include items from the following 

list (not a comprehensive list): 

 SBDM Minutes 
 Faculty Meeting Agendas and Minutes 
 Department/Grade Level Agendas and Minutes 
 PLC Agendas and Minutes 
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 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 
 Principals Daily Schedule/Calendar 
 Others as requested by the Superintendent 

 

Timeline for Principal Evaluations 

 
  

By August 1  
 

 Superintendent reviews 
expectations CEP with 
principals.  







 
By September 
30th 
      Or  
Late Hires by 2 
calendar 
months after 
their beginning 
date. 

 Principals conduct self-
reflection on performance 
standards 

 Principal and superintendent 
collaboratively develop PGP 
 



































 
Prior to mid-
year review  
 

Superintendent or designee 
conducts observation/site visit 





By January 30 
Mid-Year Conference with the 
principal including review of PGP 
and site visit documentation. 

























By June 15 
End-of-Year Review of all 
Principals including review of PGP 
and site visit documentation 
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Determining the Overall Rating  
Superintendents are responsible for determining an overall rating for each principal at the conclusion of 

their summative evaluation year. The overall rating is informed by the principal’s ratings on each of the 

Kentucky Principal Performance Standards. 

 

 

 

Rating Overall Professional Practice 

 
 

 

Using the sources of evidence for principals/assistant principals, evaluators will use professional judgment 

to determine a rating for each standard. Next, the evaluator will use the following decision rules for 

determining the overall rating: 

 

 

REQUIRED 

• Professional Growth Plans 
and Self-Reflection 

• Site-Visit 
OPTIONAL 

• Products of Practice 

P
R

O
FE

SS
IO

N
A

L 
P

R
A

C
TI

C
E 

 

STANDARDS RATINGS 

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

SOURCES OF EVIDENCE TO INFORM 

PROFESSIONAL PRACTICE 

 

 

 PROFESSIONAL 

JUDGMENT 

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

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

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

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

STANDARD 6: [I,D,A,E] 
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The superintendent will use professional judgment to assign overall ratings for scenarios not described 

in the decision rules above. 
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Professional Growth Plan and Summative Cycle 

Based on the overall performance rating, supervisors will determine the type of Professional Growth 

Plan required of the principal.  

 

Overall Rating PGP and Cycle for Principals and Assistant Principals 

 
Exemplary 

 

 
Shall have a minimum of a PGP developed by Evaluatee 

 
Accomplished 

 

 
Shall have a minimum of a PGP developed by Evaluatee 

 
Developing 

 
Shall have a minimum of a PGP developed with Evaluator 

 

 
Ineffective 

 
Shall have a minimum of a PGP developed by Evaluator 

 

 

 

A Corrective Action Plan may be developed for principals by the Superintendent or designee  if progress in 

not being made toward goals, or other issues/violations deemed essential/necessary by evaluator.  

 

 

 

 

 

 

 

 

 

 

 

 


