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KANSAS EDUCATOR EVALUATION PROTOCOL GUIDELINES 
 
Educators are committed to setting high expectations for student learning. To achieve proficiency 
in their professional practice, they need the guidance and expertise of supervisors and peers in 
identifying both strengths and areas for improvement. Teachers and administrators (educators) 
are interested in the meaningful exchange of information about their practice. Educators are 
critically important to the success of their students. Although everyone involved in education 
agrees on this point, there is also consensus that in general our current evaluation systems do a 
poor job of identifying teacher and administrator strengths and weaknesses and providing 
mechanisms for helping them to improve. 
 
Evaluations can be powerful interventions. High-quality, thoughtful evaluation carries the 
potential to improve schooling. As districts strive to design contemporary evaluation systems for 
all educators, the philosophy and purpose must reflect strategies that support and develop 
effective educators at all levels. 
 
The Kansas State Department of Education (KDSE) in partnership with the Kansas education 
community is committed to setting high expectations for all studen  academic performance. The 
Kansas Educator Evaluation Protocol (KEEP) was designed to espouse support and 
acknowledgement of critical components of professional practice that ensures valid outcomes.   
The KSDE recognizes that along with the education community, it is our collective responsibility 
to support an evaluation system that provides formative feedback to those being evaluated so 
that performance can improve over time and the evaluation system can contribute to student 
achievement. 
 
KEEP is an exemplar evaluation system that is both flexible enough to support existing 
evaluation processes in schools and districts, and also sufficiently robust to support the 
improvement of practice. Districts will be encouraged to use KEEP but will be allowed to submit 
their own evaluation systems for approval. These systems must meet the Kansas Educator 
Evaluation Guidelines established by the Kansas State Department of Education as a condition 
of the Elementary and Secondary Education Act (ESEA) Flexibility Waiver Request. 
 
KSA #72-9003 requires all Kansas districts to adopt a written policy of personnel evaluation 
procedure in accordance with the law as outlined in KSA #72-9004, and file the same with the 
State Board. If deficiencies are identified by KSDE, districts will have thirty days to be in 
compliance.  KSDE requires information included in the written policy and measured by the 
evaluation instrument for all licensed educators.  (See Teacher and Leader Evaluation 
Instrument Review.). Written policy with attached instruments must be submitted to KSDE by the 
third week of March prior to the proposed school year of use.  Each submission will be reviewed 
for the elements described in this document. Submissions not meeting the requirements will be 
returned for editing, thus resubmission is required for approval. Resubmission must be made 
within thirty days. Those meeting approval will be notified. 
 
By 2014-2015, all districts must implement educator evaluation systems based on the Kansas 
Educator Evaluation Guidelines developed for the ESEA Flexibility Waiver. These systems must 
be approved through a peer review process conducted by KSDE. 
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By evaluation,  the Department refers to the actual assessment of the teacher s or princip
effectiveness, not necessarily to the number of times a teacher or principal is observed.  Evaluation 
could not be based on a single observation, but it should be based on multiple observations. Although 
no specific number of observations is required, good practice suggests that multiple observations per 
year should occur for all teachers and principals. Inexperienced teachers and principals, or teachers 
and principals who have been evaluated as ineffective, might benefit from more observations per year 
as a means of providing appropriate guidance to help them identify areas of weakness and improve 
their practice. 
 

EDUCATOR EVALUATION SYSTEM GUIDELINES 
 
Whether a district uses the Kansas Educator Evaluation Protocol (KEEP) or a locally-developed 
educator evaluation system, it should be rigorous, transparent and equitable for all educators. 
 

 Rigorous evaluation systems provide multiple opportunities for teacher or leader observations 
and data collection. The instrument mandates evidenced-based performance decisions 
described in judgment rubrics including: observations, valid/reliable student achievement data, 
artifacts and evidence of teaching and learning. 

 
 

 Transparent systems require multiple opportunities for input by evaluator and staff being 
evaluated. The process of evaluation is collaborative, it includes self-reflection and goal setting, 
and it is reflective of a continuous improvement model. 

 
 

 Equitable evaluation systems require that all teachers and building leaders are afforded the 
same opportunities as other teacher/leaders in the district, including opportunities for job- 
embedded professional development in effective instructional practices, access to resources 
including mentors, teacher leaders and/or supervisors, and appropriate assistance in 
monitoring student progress and adjusting instruction. 

 
 
The educator evaluation system must meet the following guidelines: 
 
 
1.   Used for Continual Improvement Statement of Philosophy 
 
The Kansas State Department of Education believes that high quality educator evaluation systems 
do more than just meet the requirements established by law. KSDE believes that educator 
evaluation systems should lead to not only increased student learning and achievement but also 
continual improvement of instruction. 
 
The evaluation system design should be supported by research that is varied and comprehensive, 
including resources such as the Interstate School Leaders Licensure Consortium (ISLLC) and the 
Interstate Teacher Assessment and Support Consortium (InTASC) standards and research around 
growth models, effective teaching and leading, and professional learning studies. 
Districts must explain how their educator evaluation system is used for continual improvement of 
instruction which leads to increased student achievement. 
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2.   Meaningfully Differentiates Performance 
 
Overall performance levels must be based on both professional practice and student performance 
such as contributions to student growth or closing the achievement gaps. Locally-developed educator 
evaluation instruments must have a minimum of three performance levels. One level should reflect 
effective performance; one level is above such performance to identify, learn from and retain 
outstanding educators; and another level is below effective. This level identifies those in need of 
additional support or other interventions. 
 
KSDE recommends four performance levels to provide more clarity and avoid the tendency for rating 
in the middle. The Kansas Educator Evaluation Protocol (KEEP) uses four performance levels. For 
each component of the KEEP there are descriptors of practice at four levels of performance. The 
levels of performance are provided as a tool not only for evaluation, but also to support self-
assessment, goal setting and professional learning in a continuous improvement model.  Following are 
the KEEP descriptors of levels of performance: 
 

 Highly Effective Educator consistently exhibits a high level of performance on this 
component. 

 Effective Educator usually exhibits a more than adequate level of performance on this 
component. 

 Developing Educator sometimes exhibits an adequate level of performance on this 
component. 

 Ineffective Educator rarely exhibits an adequate level of performance on this 
component. 

 
These levels must be valid measures supported by evidence and/or artifacts including measures 
clearly related to improving student growth. 
 
Districts must name and explain the performance levels on their educator evaluation system. 
 
3.   Based on Multiple Valid Measures 
 
Strong evaluation systems are based on multiple valid measures and provide a means for the collection 
of data, evidence and artifacts to support effective instructional practices as well as student 
achievement. The evaluation system should take into account data on student growth as a significant 
factor as well as other factors, such as multiple observation-based assessments of performance and 
ongoing collections of professional practice reflective of student achievement and increased high 
school graduation rates; and the systems incorporate student achievement on summative and 
formative assessments, including state assessments, as an indicator of student learning. 
 
Valid measures relating to student performance/growth must include state assessment results in the 
grades and subjects in which state assessments are administered. This includes general assessments 
and any alternate assessments and English language proficiency assessments. For grades and 
subjects in which there are no state assessments, districts  must use valid measures of student growth 
that are implemented in a consistent and high-quality manner across schools within the district. 
 
 
The evaluation system should include multiple observations of teacher performance with opportunities 
for collaboration around the observations. 
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Districts must explain the valid multiple measures upon which educator evaluations are based. They 
need to indicate measures for professional practice and student growth and how those are included in 
the evaluation process. Districts will need to show how student growth is a significant factor. (Note: 
KSDE 
request to use other measures, not on the default list, as deemed appropriate by the KSDE.) 
 
4.   Evaluates Educators on a Regular Basis 
 
Kansas statute specifies the minimum timeline for evaluating educators. Districts will explain how they 
meet the requirements. Following is an excerpt: 
 
Article 90  Evaluation of Licensed Personnel 
72-9003 Policy of personnel evaluation; adoption; forms; contents; time 
72-9004 Evaluation policies; criteria; development; procedure; evaluation required prior to contract 
nonrenewal. 
Each board must adopt written policies for evaluation procedures with input from persons to be 
evaluated and the evaluators. Persons to be evaluated participate in the evaluation with an opportunity 
for self-evaluation. Evaluations of the chief administrator are made by the board. A contract may not be 
non-renewed prior to completion of an evaluation that complies with 
board policy. Timetable for evaluations is based on years of experience and is the minimum 
requirement. 
Years 1 and 2: at least once per semester prior to the 60th day (if not employed the full 
semester and evaluation is not required). 
Years 3 and 4: at least one time per year, no later than February 15. 
Thereafter: at least once every three years prior to February 15 of the evaluation year 
 
5.   Provides Useful Feedback 
 
Comprehensive systems of evaluation should provide for clear, timely and useful feedback which 
identifies needs and guides professional development. The professional development supports all 
educators by identifying both strengths and areas for professional growth in order to improve skill in 
areas of identified need. The evaluation system requires opportunity for personal professional learning. 
A personal professional growth plan is a part of the process for teachers and leaders that do not meet 
desired performance levels. 
Staff should be provided ongoing, high-quality, job-embedded professional development that is aligned 
with their schoo  comprehensive instructional program and designed with school staff to ensure they 
are equipped to facilitate effective teaching and learning and have the capacity to successfully 
implement instructional strategies. 
 
 
Districts must explain how feedback is clear, timely and useful and how it guides professional 
development. 
 
6. Used to Inform Personnel Decisions 
 
The evaluation system supports final judgments that render decisions regarding retention, promotion, 
compensation and rewards. It should be aligned to educator licensure and help the educato  ability to 
improve student learning. 
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Districts will explain how their evaluation systems are used to inform decisions in areas such as 
retention, promotion, compensation and rewards. 
 

KEEP PROVIDED WITH NO FEES CHARGED 
 
The KEEP Repository is provided to State of Kansas Pre-K-12 districts with no fees. KEEP trainings 
offered by the KSDE directly or through service centers are also at no charge. However, districts may 
request customized training from service centers for fees determined by the center providing the 
training. 
 
HelpDesks 
 
User login for KSDE Web Applications Registration problems or questions ask for Karen at 
helpdesk@ksde.org or 785-291-0599.  
KEEP Repository Questions Email or call Kayeri Akweks, kakweks@ksde.org, 785-296-5140 or Bill 
Bagshaw, bbagshaw@ksde.org, 785-296-2198 
 
Web Resources 
 
http://www.ksde.org/Default.aspx?tabid=4400 
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RELEVANT STATUTORY LANGUAGE 
 

72-5413 et.seq.  The Professional Negotiations Act.   
 
Teacher evaluation is a term and condition of professional service and, as such, is a mandatory topic 
for bargaining.  In the Act, the phrase used in 72-
proced  
 
72-9001 Evaluation of Licensed Personnel.   
 
The evaluation of licensed personnel in Kansas is governed by KSA 72-9001 through 9006.  The 
statute requires each local board of education to adopt written policies of personnel evaluation 
procedure [and those relating to teacher evaluation are governed by the above-referenced Professional 
Negotiations Act]. 
 
The statute also includes timelines for evaluations, which are consistent with the requirements for 

s required by the ESEA Waiver. Those timelines are: 
 

First two consecutive years of employment:  at least one time per semester by not later than the 
60th school day of the semester. 

 
Third and fourth years of employment:  at least one time each school year by not later than 
February 15. 

 
Fifth year and beyond: at least once every three years not later than February 15 of the school 
year in which the employee is evaluated. 

 
The complete text of 72-5413 and 72-9001 through 9006 are included in the appendices. 
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EMPLOYEE SELF-ASSESSMENT 
 
 

Employee will see this web page as their first page of the KEEP Assessment Rubric. Employee will go through 
the KEEP Rubric and select appropriate boxes by clicking on the boxes to check them. Employees may also 
check the Goals boxes to select their Goals. It is recommended to have 1-2 Goals per year.  
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BEGINNING CYCLE CONFERENCE 

 
 
Employee will see this webpage as the entire Conferences web page. Beginning of the Cycle Conference must be 
completed and checked to open the Mid-Cycle Conference area. The Mid-Cycle Conference Area must be 
completed and checked by both the evaluator and the evaluatee to open the End of Cycle Conference area. End 
of Cycle Conference area must be completed and checked by both the evaluator and the evaluatee to open the 
Summary Rating webpage.   
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MID CYCLE CONFERENCE 

 
 
The Mid-Cycle Conference Area must be completed and checked by both the evaluator and the evaluatee to 
open the End of Cycle Conference area. End of Cycle Conference area must be completed and checked by both 
the evaluator and the evaluatee to open the Summary Rating webpage. 
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END CYCLE CONFERENCE 

 
End of Cycle Conference area must be completed and checked by both the evaluator and the evaluatee to open 
the Summary Rating webpage.  
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SUMMARY RATING WEBPAGE 
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TEACHER EVALUATION PROCESS 
(Teachers in first or second consecutive year in a district) 

  
REQUIRED STEPS Implementation Ideas  
  
Set-up  
STEP 1  ORIENTATION TO 
EVALUATION PROCESS AND 
PROCEDURES  
(required) 

1. Group overview for all teachers within first 10 duty days. 
2. Detailed review of the KEEP process for those being evaluated in 

KEEP, including timelines, rubrics, evidence, artifacts, etc. and 
mentors, if assigned. 

3. Detailed KEEP Repository training for those being evaluated.  

  
STEP 2  TEACHER DOES SELF-
ASSESSMENT AND GOAL SETTING 
(required)  

1. Teacher completes self-assessment and selects tentative goals in 
KEEP Repository. 

2. Evaluator and Teacher review completed self-assessment and 
goals.  

  
Beginning of Cycle  
STEP 3  FORMAL OBSERVATION IS 
HELD WITHIN THE FIRST 60 DAYS  
(required),  POST-OBSERVATION 
CONFERENCE: FACE-TO-FACE  IS 
REQUIRED 

1. Pre-Observation Conference: Set Formal Observation date and 
time, expectations, and agenda. Request lesson plan or supporting 
documentation. Face-to-Face is optional. 

2. Do Formal Observation at pre-set date and time, with copy of lesson 
plan.  

3. Formal observations are 30 minutes  1 class period. 
4. Post-Observation Conference: Meet after the Formal Observation 

and give feedback. Face-to-Face is required.  
5. Complete the required Beginning of Cycle Conference Form in 

KEEP Repository. 
  
Mid-Cycle  
STEP 4  ONGOING INFORMAL 
OBSERVATIONS, ARTIFACT AND DATA 
COLLECTION 
(required) 

1. Ongoing informal observations must align with components/rubrics.  
2. At a minimum, one informal observation per month.  
3. Informal observations are 5 minutes  30 minutes and should 

include post observation feedback. May include feedback in the 
repository. 

  
STEP 5  MID-CYCLE CONFERENCE  1. Evaluator and teacher review goals and progress, and make 

adjustments as needed.  
2. It is recommended a second formal observation occurs. 
3. Evaluator completes the required Mid-Cycle Conference Form in 

KEEP Repository.  
  
End of Cycle  
STEP 6  FINAL CONFERENCE, NO 
LATER THAN THE 60TH DAY OF THE 
SEMESTER 
(required) 

1. Evaluator presents draft of Summary Rating Form to teacher.  
2. Evaluator and teacher discuss goals and progress, and data related 

to summary rating.  
3. Evaluator and teacher discuss potential goals for next cycle. 
4. Evaluator completes the End of Cycle Conference Form in KEEP 

Repository. 
5.  Summary Rating Form is finalized and completed. 
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TEACHER EVALUATION PROCESS 
(Teachers in years 3 and 4 in a district  once each year; beyond year 4  at least once every three years)  

     
REQUIRED STEPS Implementation Ideas  
    
Set-up  
STEP 1  ORIENTATION TO 
EVALUATION PROCESS AND 
PROCEDURES  
(required) 

1. Group overview for all teachers within first 10 duty days. 
2. Detailed review of the KEEP process for those being evaluated 

in KEEP, including timelines, rubrics, evidence, artifacts, etc. 
and mentors, if assigned. 

3. Detailed KEEP Repository training for those being evaluated.  
  
STEP 2  TEACHER DOES SELF-
ASSESSMENT AND GOAL SETTING 
(required) 

1. Teacher completes self-assessment and selects tentative goals 
in KEEP Repository. 

2. Evaluator and Teacher review completed self-assessment and 
goals.  

Beginning of Cycle  
STEP 3  FORMAL OBSERVATION  
FORMAL OBSERVATION IS HELD IN THE 
FIRST SEMESTER 
(required),  POST-OBSERVATION 
CONFERENCE: FACE-TO-FACE  IS 
REQUIRED 

1. Pre-Observation Conference: Set Formal Observation date and 
time, expectations, and agenda. Request lesson plan or 
supporting documentation. Face-to-Face is optional. 

2. Do Formal Observation at pre-set date and time, with copy of 
lesson plan.  

3. Formal observations are 30 minutes  1 class period. 
4. Post-Observation Conference: Meet after the Formal 

Observation and give feedback. Face-to-Face is required.  
5. Complete the required Beginning of Cycle Conference Form in 

KEEP Repository. 
Mid-Cycle  
STEP 4  ONGOING INFORMAL 
OBSERVATIONS, ARTIFACT AND DATA 
COLLECTION 
(required) 
 

1. Ongoing informal observations must align with 
components/rubrics.  

2. At a minimum, one informal observation per month.  
3. Informal observations are 5 minutes  30 minutes and should 

include post observation feedback. May include feedback in the 
repository. 

  
STEP 5  MID-CYCLE CONFERENCE  1. Evaluator and teacher review goals and progress, and make 

adjustments as needed.  
2. It is recommended a second formal observation occurs. 
3. Evaluator completes the required Mid-Cycle Conference Form 

in KEEP Repository. 
End of Cycle  
STEP 6  FINAL CONFERENCE  NO 
LATER THAN FEBRUARY 15TH.  
(required) 

1. Evaluator presents draft of Summary Rating Form to teacher.  
2. Evaluator and teacher discuss goals and progress, and data 

related to summary rating.  
3. Evaluator and teacher discuss potential goals for next cycle. 
4. Evaluator completes the End of Cycle Conference Form in 

KEEP Repository. 
5. Summary Rating Form is finalized and completed. 
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 TEACHER EVALUATION RUBRICS 
 
Construct 1: Learner and Learning 
To ensure that each student learns new knowledge and skills, teachers must understand that learning and 
developmental patterns vary individually, that students bring unique individual differences to the learning process, 

proficiency in Learner and Learning is evidenced by: 
 
1.1 Learner Development 
The teacher planned instruction based on the learning and developmental levels of all students. Key indicators 
include: planning instruction, aligning instruction with student learning needs, using a variety of approaches and 
resources, providing adaptation of instruction.  
 
1.2 Learner Differences 
The teacher recognized and fostered individual differences to establish a positive classroom culture. Key 
indicators include: getting to know all students, using that knowledge of students to create a culture of respect, 
meeting needs of all students. 
 
1.3 Learning Environment 
The teacher established a classroom environment conducive to learning. Key indicators include: collaborating 
with students, establishing a safe, respectful and academically challenging environment. 
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1.1 Learner Development: The teacher planned instruction based on the learning and developmental levels of all students.   Goal 

 

 

 
 
 
 
 
 
Sources of Evidence for Planning Instruction Based on the Learning and Developmental Levels of All Students 

 Differentiated lesson plans 
 Student work sample 
 Assessment data 
 Teacher reflection 

 
 

1.2 Learner Differences: The teacher recognized and fostered individual differences to establish a positive classroom culture.  Goal 

 
 
 
 
 
 
 
 
 
Sources of Evidence for Recognizing and Fostering Individual Differences to Establish a Positive Classroom Culture 

 School community perception survey 
 Attendance data 
 Office referral data 
 Differentiated instruction 

  

 Ineffective Developing Effective Highly Effective 

 Ineffective Developing Effective Highly Effective 

 Ineffective Developing Effective Highly Effective 
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1.3 Learning Environment: The teacher established a classroom environment conducive to learning.      Goal 
 
 
 
 
 
 

 
 

Sources of Evidence for Establishing a Classroom Environment Conducive to Learning 
 Office referrals 
 Attendance 
 Classroom rules established collaboratively 
 Cooperative group work 
 Differentiated student work samples 

 Ineffective Developing Effective Highly Effective 
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TEACHER EVALUATION RUBRICS 
 
 
Construct 2: Content Knowledge 
Teachers must have a deep and flexible understanding of their content area(s) and be able to draw upon it as 
they work with students to access information, apply knowledge in real world settings, and work with meaningful 
i  
 
2.1 Content Knowledge 
The teacher demonstrated a thorough knowledge of content. Key indicators include: encouraging use of multiple 
representations, explanations, and a wide variety of experiences building student understanding. 
 
2.2 Innovative Applications of Content Knowledge 
The teacher provided a variety of innovative applications of knowledge. Key indicators include: using problem 
solving, critical thinking skills and technology, exploring and delivering content through real world application of 
knowledge, collaborating with colleagues to provide cross-curricular opportunities.  
 
 

Teacher 23 May 2013



 

 

 

2.1 Content Knowledge: The teacher demonstrated a thorough knowledge of content.     Goal 

 
 
 
 
 
 
 
Sources of Evidence for Showing Knowledge of Content 

 Subject specific formative assessment data 
 Varied student products 
 Student self-assessment of work 
 Student video 

 
 
2.2 Innovative Applications of Content Knowledge: The teacher provided a variety of innovative applications of knowledge.

Goal 
 
 
 
 
 
 
Sources of Evidence for Providing a Variety of Innovative Applications of Knowledge 

 Team meeting minutes 
 Student performance data 
 Formative assessment data 
 Co-teaching plans 

 

 Ineffective Developing Effective Highly Effective 

 Ineffective Developing Effective Highly Effective 
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TEACHER EVALUATION RUBRICS 
 
 
Construct 3:  Instructional Practice 
Effective instructional practice requires that teachers understand and integrate planning, instructional strategies, 
and assessment in coordinated and engaging ways. Demonstration of the teac
Practice is evidenced by: 
 
3.1 Planning for Instruction 
The teacher used methods and techniques that are effective in meeting student needs. Key indicators include: 
planning rigorous activities, using objectives that align with standards, meeting needs of students. 
 
3.2 Assessment 
The teacher used varied assessments to measure learner progress. Key indicators include: providing 
opportunities for students to demonstrate learning, using assessment data to inform instruction, providing 
feedback that encourages students to take responsibility for the learning. 
 
3.3 Instructional Strategies: The teacher delivered comprehensive instruction for students. 
Key indicators include: Using a variety of strategies to engage and challenge students, incorporating strategies to 
differentiate and scaffold instruction, engaging student in higher order thinking skills. 
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3.1 Planning for Instruction: The teacher used methods and techniques that are effective in meeting student needs.    Goal 

 
 
 
 
 
Sources of Evidence for Using Methods and Techniques that are Effective in Meeting Student Needs 

 Standards-based lesson plans 
 Summative assessment history 
 Students reading level 

 
 
 
3.2 Assessment: The teacher used varied assessments to measure learner progress.       Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Using Varied Assessments to Measure Learner Progress 

 Formative (written feedback) 
 Summative   
 Interim assessment 
 Multiple representations of assessments 
 Multiple and varied assessment data 

  

 Ineffective Developing Effective Highly Effective 

 Ineffective Developing Effective Highly Effective 

Teacher 26 May 2013



 

 

3.3 Instructional Strategies: The teacher delivered comprehensive instruction for students.      Goal 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Delivering Comprehensive Instruction for Students 

 Multiple effective strategies 
 Differentiated plan 
 Student work sample 

 
 
  

 Ineffective Developing Effective Highly Effective 
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TEACHER EVALUATION RUBRICS 
 
 
Construct 4:  Professional Responsibility 

primary responsibility. To do this well, teachers must engage in professional self-renewal, which means they 
-reflection and collaboration, providing collegial 

support and feedback that assures a continuous cycle of self-
proficiency in Professional Responsibility is evidenced by: 
  
4.1 Reflection and Continuous Growth 
The teacher engaged in reflection and continuous growth. Key indicators include: engaging in ongoing, purposeful 
professional learning, reflecting on practice and seeking professional learning, and analyzing and reflecting on 
student data to guide instruction. 
 
4.2 Collaboration and Leadership 
The teacher participated in collaboration and leadership opportunities. Key indicators include: collaborating with 
multiple stakeholders, communicating in a variety of ways, and demonstrating leadership skills. 
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4.1 Reflection and Continuous Growth: The teacher engaged in reflection and continuous growth.     Goal 

 
 
 
 
 
 
 
 
Sources of Evidence for Engaging in Reflection and Continuous Growth 

 Action research 
 Job embedded professional learning 
 Reflective journals 
 Professional learning plan 

 
 
 
4.2 Collaboration and Leadership: The teacher participated in collaboration and leadership opportunities.     Goal 

 
 
 
 
 
 
Sources of Evidence for Participation in Collaboration and Leadership Opportunities 

 Family engagement 
 Meeting/minutes supporting leadership roles 
 Meeting minutes documenting collaboration with colleagues and families 
 Evidence of communication 

 
 
  

 Ineffective Developing Effective Highly Effective 

 Ineffective Developing Effective Highly Effective 
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BUILDING LEADER EVALUATION 

 

Building Leader 31 May 2013



 

 

KANSAS BUILDING LEADER EVALUATION PROCESS 
 
REQUIRED STEPS Implementation Ideas 
  
STEP 1  
ORIENTATION TO THE 
PROCESS  
(required) 

The evaluator (district leader or designee) provides:  
1. Detailed review of the KEEP process for building leaders being evaluated, 

including timelines, rubrics, evidence, artifacts, etc. and mentors, if assigned. 
2. Share any district goals and/or evidence that will be consistent across schools. 

  
STEP 2  SELF-
ASSESSMENT  GOAL 
SETTING  
(required) 

1. Complete KEEP self-assessment (using rubrics) and select tentative goals for 
the evaluation period.  

2. Upload artifacts to support the self-assessment and goal selection as 
appropriate.  

  
STEP 3  BEGINNING 
OF CYCLE 
CONFERENCE  

1. Beginning of cycle conference with evaluator to review rubric and goals, prioritize 
constructs/components, set data sources, timelines, and potential professional 
learning activities and identify district resources and supports.  

2. Evaluator and building leader adjusts rubrics/goals.  
3. Complete required Beginning of Cycle Conference Form in KEEP Repository. 

  
STEP 4  
OBSERVATION,  
ARTIFACT AND DATA 
COLLECTION  

1. Collect data and artifacts determined in Step 3.  
2. Observations:  

a. At least once to provide support and/or collect evidence on progress 
toward achievement of goals,  

b. Post observation feedback/reflections.  
3. Additional observation/school visits may be scheduled based on individual goals 

and needs. 
  
STEP 5  MID-CYCLE 
CONFERENCE  

1. Mid-Cycle Conference with evaluator to review progress and make adjustments 
as needed.  

2. Complete required Mid-cycle Conference Form in KEEP Repository.  
 

Note: Additional conferences may be held throughout the year based upon individual 
goals and needs. 

  
STEP 6  
OBSERVATION, 
ARTIFACT AND DATA 
COLLECTION  

1. Continue to collect data and artifacts determined in Step 3 and/or modified in 
Step 5.  

2. Observations:  
a. At least once to provide support and/or collect evidence on progress 

toward achievement of goals,  
b. Post observation feedback/reflections.  

3. Additional observations/school visits may be scheduled based on individual 
goals and needs.  

  
STEP 7  END OF 
CYCLE CONFERENCE  

1. Evaluator presents draft of Summary Rating Form.  
2. Evaluator and building leader discuss data related to Summary Rating.  
3. Evaluator and building leader discuss potential goals for next cycle.  
4. Complete required End of Cycle Conference Form in KEEP Repository.  
5. Required Summary Rating Form completed in KEEP Repository. 
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BUILDING LEADER EVALUATION RUBRICS 
 
Construct 1: Setting Direction  
Building leaders, as i
continually improve by building on its core values and beliefs and developing the pathway to reach them. 

 direction is evidenced by: 
 
1.1 Participation in a Team to Create a Vision and Mission 
The building leader participated in a committee of stakeholders that is representative of the community in order to 
facilitate the development or adaptation of a vision of learning that is shared and supported by all participants. 
The vision, mission and goals are aligned to those of the district. Key indicators include: knowledge of school 
community, involvement of key stakeholders, collection and use of baseline data from multiple sources, and full 
collaboration in the process of developing and producing a vision of learning.   
 
1.2 Participation in a Team to Develop an Implementation Plan and a School Improvement Plan 
The building leader organized and participated in a committee of stakeholders that is representative of the school 
community in order to facilitate the collaborative development of an implementation plan that includes strategies 
for sharing and encouraging support of the vision by the school community and processes to ensure that the 
school (vision, mission, values, beliefs, and goals, which are all student focused) guide decisions and enhance 
the culture of the school. Key indicators include: involvement of stakeholders in the planning, collection and use of 
data from multiple sources, and collaboration in the process of creating a plan to communicate and implement the 

 
 
1.3 Implementation of the School Improvement Plan 
The building leader facilitated the implementation of a school improvement plan that meets all district and state 
requirements. The building leader articulated and monitored the school improvement plan, making adjustments as 
necessary based on the collection and analysis of data. Key indicators include: using data from multiple and 
varied sources to support implementation of a school improvement plan, and the plan is articulated, monitored, 
and adjusted as needed. 
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1.1 Participation in a Team to Create a Vision and Mission: The building leader participated in a committee of stakeholders that is 
representative of the community in order to facilitate the development or adaptation of a vision of learning that is shared and supported by all 
participants. The vision, mission and goals are aligned to those of the district.        Goal 
 
 

 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Participation in a Team to Create a Common Purpose 

 Survey 
 Vision/mission minutes 
 Activities related to operationalize the vision/mission 

 
 
 
 
 
 
 
 
 
 
 
 
  

 Ineffective Developing Effective Highly Effective 
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1.2 Participation in a Team to Develop an Implementation Plan and a School Improvement Plan: The building leader organized 
and participated in a committee of stakeholders that is representative of the school community in order to facilitate the collaborative 
development of a plan to communicate and embed the school vision into the culture and decision making process of the school.  Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Participation in a Team to Create a Plan to Implement the Vision 

 School improvement plan 
 Meeting minutes 
 Data sharing meetings 

 
 
 
 
 
 
 
 
 
  

 Ineffective Developing Effective Highly Effective 
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1.3 Implementation of a School Improvement Plan: The building leader facilitated the implementation of a school improvement plan that 
meets all district requirements for school improvement plans. The building leader articulated and monitored the school improvement plan, 
making adjustments as necessary based on the collection and analysis of data.       Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Implementation of a School Improvement Plan 

 Meeting minutes 
 School improvement monitoring 
 School improvement plan 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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BUILDING LEADER EVALUATION RUBRICS 
  
 
Construct 2: Developing All Students 
Building leaders, as instructional leaders, create and maintain an environment that supports the academic, 
emotional, social and attitudinal development of every student. Student learning data is made available to 
teachers and other stakeholders so that the instructional program can be differentiated and support services 
provided based on on-going analysis of student data. Likewise, co-curricular activities are designed to address a 
variety of student needs and interests and are scheduled in a way that provides easy access for all students. 
Building leaders develop and implement a plan for monitoring and evaluating intra-curricular and extracurricular 
activities so that all students have access to those programs and services that are successful in meeting their 

 
 
2.1 Monitoring Student Progress and the Instructional Program  
The building leader ensured that all students are making academic progress by monitoring the instructional 

course/grade level standards, and teachers are implementing the curriculum with fidelity. The building leader 
ensured that all students have access to the core curriculum and that teachers differentiate instruction and 
interventions based on student test data results and other student information. Key indicators include: 
communication of instructional guidelines and standards to multiple stakeholders, process for monitoring 
implementation of instructional guidelines and standards, providing feedback on implementation of the 
instructional program, and use of student data to inform instructional decisions. 
 
2.2 Sharing Student Learning Results 
The building leader communicated data and provided access to all stakeholders; i.e., staff, students, parents, 
district administrators, board of education, etc., as the law permits. The building leader ensured that teachers 
have time and guidance and/or support as needed to analyze and respond to student data results. Key indicators 
include analysis and interpretation of multiple student data from a variety of sources, dissemination of data to 
multiple stakeholders based on an understanding of legal parameters, providing time, support and guidance for 
teachers and other support staff to review data and plan to address the instructional implications of the data. 
 
2.3 Implementing a Variety of Student Activities 
The building leader ensured that all students have access to a variety of student activities which support their 
leadership, physical, emotional, social and attitudinal growth. Key indicators include: variety of intra- and 
extracurricular activities offered, process for activity/club development, enrollment/participation (numbers, by 
subgroups, cultural diversity, etc.), scheduling, inclusion of stakeholders, and knowledge of context.  
 
2.4 Providing Student Support Services 
The building leader ensured that all students have access and are supported with services that promote mental, 
physical, and emotional wellness for students. Key indicators include: access to counselors, social workers, 
nurses, and other support personnel to include volunteer services, parent service organizations and community-
based programs. 
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2.1 Monitoring Student Progress and the Instructional Program: The building leader ensured that all students are making academic 
progress by monitoring the instructional program. The building leader ensured that instructional guidelines are in place, teachers are following 

ensured that all 
students have access to the core curriculum and that teachers differentiate instruction and interventions based on student test data results and 
other student information.               Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Monitoring Student Progress and the Instructional Program 

 Instructional monitoring 
 Assessment data 
 Instructional monitoring plans 
 Available resources supplies 

 
 
 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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2.2 Sharing Student Learning Results: The building leader communicated data and provided access to all stakeholders; e.g., staff, 
students, parents, district administrators, board of education, etc., as the law permits. The building leader ensured that teachers have time and 
guidance and/or support as needed to analyze and respond to student data results.       Goal 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Sharing Student Learning Results 

 Pre data 
 Post data 
 Data sharing 
 Walk through feedback 
 Professional learning 
 Observation feedback 

 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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2.3 Implementing of a Variety of Student Activities: The building leader ensured that students have access to a variety of student 
activities which support their leadership, physical, emotional, social and attitudinal growth.      Goal  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Implementing a Variety of Student Activities 

 Student engagement evidence 
 Student activities evaluated 

 
 
 
 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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2.4 Providing Student Support Services: The building leader ensured that students have access and are supported with services that 
promote mental, physical, and emotional wellness for every student.          Goal 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Providing Student Support Services 

 MTSS 
 Family engagement 
 Community involvement 
 Evaluation of support services 

 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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BUILDING LEADER EVALUATION RUBRICS 
  
 
Construct 3: Developing Staff 
Building leaders, as instructional leaders, understand the relationship between quality instruction and student 
learning.  Therefore, they promote the success of every student by providing a culture of learning and 
development for all staff in the school.  Building leaders supervise instruction in order to gather information about 
the strengths and weaknesses of staff and students. The building leader analyzes and uses this information to 
determine professional learning needs, and creates plans to address those needs.  The professional learning 
opportunities are varied and differentiated in order to develop the instructional and leadership capacity of staff. 

 
 
3.1 Staff Evaluation  
The building leader evaluated teachers and other staff members for the purpose of improving student growth, 
identifying professional learning needs, promoting teacher leadership, and making decisions.  Evaluations 
included the use of a variety of techniques for collecting multiple sources of evidence throughout the year. The 
building leader followed established guidelines and timelines for the evaluations.  Key indicators include: utilize 
multiple measures, analyze and use data from multiple measures to inform decisions, ensure process and 
systems are in place, and adhere to legal requirements and regulatory guidelines. 
 
3.2 Professional Learning  
The building leader promoted a culture of learning and collaboration by providing opportunities for staff to acquire, 
enhance, and refine the knowledge, skills, and commitment necessary to create and support high levels of 
learning for all students.  The building leader used data to determine professional learning opportunities for the 
purpose of improving student growth, enhancing staff practice, and promoting teacher leadership. Effective 
professional learning came in many different forms (learning communities, coaching, mentoring, courses, 
workshops, job-embedded activities, collegial sharing, etc.), and differentiated to meet staff and student needs.  
The professional learning plan is part of the school improvement plan and is aligned to district and state 
curriculum, instruction and assessments.  The building leader evaluated the implementation and impact of 
professional learning to determine what is working and what needs to be modified. Key indicators include: 
differentiated in topics and methodology, connected to identified needs of staff, teachers, and students, aligned 
with school and district improvement goals, provides time and support, and evaluation of professional learning.  
 
3.3 Distributed Leadership (Instructional Leadership) 
The building leader established and sustained a culture of distributed leadership within the school, district and 
community.  The building leader developed the capacity for distributed leadership as part of the process of shared 
governance. The building leader modeled distributed leadership and expected staff to take an active role in 
decision making and serve in leadership roles according to their areas of expertise. Key indicators include: 
develop capacity for distributed leadership and promote shared instructional and leadership opportunities for staff. 
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3.1 Staff Evaluation: The building leader evaluated teachers and other staff members for the purpose of improving student growth, identifying 
professional learning needs, promoting teacher leadership, and making decisions.  Evaluations included the use of a variety of techniques for 
collecting multiple sources of evidence throughout the year. The building leader followed established guidelines and timelines for the 
evaluations.                Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Evaluation of Staff 

 All licensed personnel are licensed in the correct assignment 
 Staff survey 
 Staff meeting minutes 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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3.2 Professional Learning: The building leader promoted a culture of learning and collaboration by providing opportunities for staff to acquire, 
enhance, and refine the knowledge, skills, and commitment necessary to create and support high levels of learning for all students. Professional 
learning was determined by data and is aligned with school/district improvement goals. Effective professional learning was in many different forms, 
differentiated to meet identified needs, and promoting teacher leadership.         Goal 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Professional Learning 

 Professional learning logs 
  
 Professional learning 
 Meeting minutes 
 Student growth data 

 Ineffective Developing Effective Highly Effective 
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3.3 Distributed Leadership (Instructional Leadership): The building leader established and sustained a culture of distributed leadership 
within the school, district and community.  The building leader developed the capacity for distributed leadership as part of the process of 
shared governance. The building leader modeled distributed leadership and expects staff to take an active role in decision making and 
serve in leadership roles according to their areas of expertise.         Goal 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Distributed Leadership 

 Leadership opportunities for staff 
 Meeting minutes 
 School-wide initiatives 

 
 
  

 Ineffective Developing Effective Highly Effective 

Building Leader 45 May 2013



 

 

BUILDING LEADER EVALUATION RUBRICS 
  
 
Construct 4: Making the Organization Work  
School leaders, as instructional leaders, create a positive organizational culture for learning and teaching.  They 
ensure teacher and organization time is focused to support quality instruction and student learning.  They have 
high expectations for all, promote professional and ethical behavior, and ensure that individual student needs 
inform all aspects of schooling.  School leaders promote the success of every student and staff by ensuring 
management of the organization, operation, and resources for a safe, efficient, and effective learning 
environment.  They make decisions about resources that are supportive of the vision of learning. They obtain, 
allocate, align, and efficiently utilize human, fiscal, and technological resources. They promote and protect the 
welfare and safety of students and staff.   They create and sustain a collaborative environment with students, 

social and intellectual resources. They build and sustain partnerships with families and community partners. 
 

 
4.1 Positive Organizational Culture  
The building leader evaluated data regarding beliefs, processes and structures in the school that support or 
impede rigor in teaching and learning.  The building leader used the results of the analysis of data to inform the 
school improvement plan and implements processes and structures that support a positive culture of high 
expectation for all students and adults.  The building leader engaged participants (staff, students, parents, and 
other stakeholders) in collaborative work to establish and sustain the positive culture. Key indicators include: 
analyze and use data from multiple measures to inform plans, ensure process and systems are in place, and 
promote collaboration to achieve goals. 
 
4.2 Management of the Organization, Operation and Resources  
The building leader ensured management of the organization, operation, and resources for a safe, efficient, and 
effective learning environment.  The building leader obtained, allocated, aligned and efficiently utilized human, 
fiscal, and technological resources to meet the district and school goals. The building leader followed established 
guidelines and timelines for all of the elements required by federal, state, and district regulations. The building 
leader monitored and evaluated the management and operational systems to determine what is working and what 
needs to be modified. Key indicators include: make decisions about procedures and resources, monitors 
organizational processes, and meets established regulations.  
 
4.3 Collaborative Environment 
The building leader established and sustained a culture of collaboration with staff and community members to 
achieve school and district goals.  There was a response to diverse community interests and needs and 
mobilization of community resources. The building leader collected and analyzed data and information pertinent to 

cultural, social and intellectual resources. Plans were developed and implemented to improve the collaborative 
environment. The building leader built and sustained relationships with the staff, students, families and community 
partners. There was monitoring of the relationships and level of collaboration in order to make adjustments to 
better serve the school and school community. Key indicators include: collect and analyze data and information 
about the school community, implement plan to improve collaboration, and monitor implementation of the plan.   
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4.1 Positive Organizational Culture: The building leader evaluated data regarding beliefs, processes and structures in the school that 
support or impede rigor in teaching and learning.  The building leader used the results of the analysis of data to inform the school improvement 
plan and implements processes and structures that support a positive culture of high expectation for all students and adults.  The building 
leader engaged participants (staff, students, parents, and other stakeholders) in collaborative work to establish and sustain the positive 
culture.                 Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Positive Organization Culture 

 School culture survey 
 Meeting minutes reflecting changes 
 Stakeholder input 
 Family engagement 

 
 
 
 
 
 
  

 Ineffective Developing Effective Highly Effective 
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4.2 Management of the Organization, Operation and Resources: The building leader ensured management of the organization, 
operation, and resources for a safe, efficient, and effective learning environment. The building leader obtained, allocated, aligned and 
efficiently utilized human, fiscal, and technological resources to meet the district and school goals. The building leader followed established 
guidelines and timelines for all of the elements required by federal, state, and district regulations. The building leader monitored and evaluated 
the management and operational systems to determine what is working and what needs to be modified.       Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Management of the Organization, Operation and Resources 

 School goals 
 Discipline referral 
 Suspension/expulsion 
 School budget 
 Resources 
 State, federal requirements 

 
 
 

 Ineffective Developing Effective Highly Effective 
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4.3 Collaborative Environment: The building leader established and sustained a culture of collaboration with staff and community members 

to achieve school and district goals.  There was a response to diverse community interests and needs and mobilization of community 
resources. The building leader collected and analyzed data and information pertinent to the educational environment in order to promote 

oped and 
implemented to improve the collaborative environment. The building leader built and sustained relationships with the staff, students, families 
and community partners. There was monitoring of the relationships and level of collaboration in order to make adjustments to better serve the 
school and school community.                   Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Collaborative Environment 

 Meeting minutes 
 Team minutes 
 School improvement plans 
 Learning communicates meeting 
 Family engagement
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DISTRICT LEADER EVALUATION RUBRICS 
  
Construct 1: Setting Direction and Making the Organization Work 
District leaders have the responsibility of working with district stakeholders to collaboratively establish a common 
vision and to channel that vision into a strategic plan that is directed to maximize student learning and 
development. This responsibility requires the use of a wide range of data sources to guide both the development 
of short term and long term plans, along with ongoing monitoring, supported by appropriate and targeted 
resources. Demonstration of the  
 
1.1 Establishing and Communicating the District Vision  
The district leader organized the development and/or maintenance and communication of the district vision that is 
focused on student learning and development. The district leader ensured that all appropriate and representative 
stakeholders (both internal and external) were involved in the process.  (Note: there is no expectation that a new 
vision is created each year.) Key indicators include: development and/or maintenance of a vision focused on 
student learning needs and development; involvement of stakeholders; use of data to inform the vision; 
communication of the vision. 
 
1.2 Developing, Implementing and Monitoring a Strategic Plan  
The district leader worked collaboratively to develop, implement and monitor a strategic plan that addresses the 

Data will be used to guide the process at all stages - the development, implementation and monitoring of the 
strategic plan. Key indicators include: development of a strategic plan that addresses continuous learning 
improvement for all students; implementation of a strategic plan; the monitoring of the implementation; 
involvement of stakeholders at each part of the process; use of data at each stage of the process. 

 
1.3 Seeking and Allocating Resources  
The district leader sought appropriate and sufficient resources to support the work of the district from local, state 
and federal sources. The district leader used analyses of appropriate data and consultation with stakeholders to 
determine the allocation of resources to support the district strategic plan, using all resources in the most efficient 
and effective manner to meet operational needs and district strategic plan. The district leader communicated 
appropriately with stakeholders about the securing and allocation of resources. Key indicators include: seeking of 
resources; use of data and the strategic plan to guide decision making regarding resource allocation; allocation 
and management of district resources to support the strategic plan; allocation and management of resources to 
support operational needs; communication to stakeholders. 
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1.1 Establishing and Communicating the District Vision: The district leader organized the development and/or maintenance and 
communication of the district vision that is focused on student learning and development. The district leader ensured that all appropriate and 
representative stakeholders (both internal and external) were involved in the process. (Note: there is no expectation that a new vision is 
created each year.)               Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Establishing and Communicating the District Vision 

 Vision 
 Stakeholder meeting 
 Family engagement 
 Surveys 
 Public communication 
 Internal communication 

 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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1.2 Developing, Implementing and Monitoring a Strategic Plan: The district leader worked collaboratively to develop, implement and 
arly aligned to the 

district vision. Data will be used to guide the process at all stages - the development, implementation and monitoring of the strategic plan. 
                 Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Developing, Implementing and Monitoring a Strategic Plan 

 Strategic plan 
 Strategic plan operationalized 
 Data to support plan 
 Appropriate adjustments 

  

 Ineffective Developing Effective Highly Effective 
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1.3 Seeking and Allocating Resources: The district leader sought appropriate and sufficient resources to support the work of the district 
from local, state and federal sources. The district leader used analyses of appropriate data and consultation with stakeholders to determine 
the allocation of resources to support the district strategic plan, using all resources in the most efficient and effective manner to meet 
operational needs and district strategic plan. The district leader communicated appropriately with stakeholders about the securing and 
allocation of resources.              Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Seeking and Allocating Resources 

 Resources 
 Data 
 Prioritized adjustments 
 Strategic plan 
 Stakeholder involvement 
 Family engagement 

 
  

 Ineffective Developing Effective Highly Effective 
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DISTRICT LEADER EVALUATION RUBRICS 
  
 
Construct 2: Supporting Student Growth and Development 
District leaders will be advocates for the development of well-rounded and well-prepared students. Support for 
student learning will be characterized by the use of relevant curriculum, instruction, and an appropriate 

supporting student learning is evidenced by: 
 
2.1 Implementing a Rigorous and Relevant Curriculum and Support Services 
The district leader worked with district staff and stakeholders to implement a rigorous and relevant curriculum to 
prepare all students to be globally competitive for college and career readiness. In addition the district leader 

academic success. Key indicators include: implementation of a curriculum with high expectations for students; a 
curriculum that prepares them to be globally competitive for college and career readiness; provision of student 
services to support student leadership, and physical, emotional, social and attitudinal growth. 
 
2.2 Supporting Rigorous and Relevant Instruction 
The district leader worked with building leaders to ensure that the instructional guidelines are in place, teachers 

district leader worked with building leaders to ensure that all students have access to the core curriculum and that 
teachers differentiate instruction and interventions based on student test data results and other student 
information. Key indicators include: ensuring that the instructional models and practices support the translation 
from standards to instruction for all students; communication to building leaders and teachers; support for building 
leaders to monitor instructional programs. 
 
2.3 Using an Assessment and Accountability System to Support Student Learning 
The district leader ensured that there is a district-wide assessment plan that provides information about the 
progress of all students. Accountability expectations and results were communicated to all relevant stakeholders, 
and these results became part of the data used to evaluate the effectiveness of school and district programs, 
instruction, and student supports. Key indicators include: an assessment plan that supports student learning and 
provides timely, actionable information; communication of assessment results to relevant stakeholders; use of 
assessment data to support student learning; evaluation of school and district programs, and student supports. 
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2.1 Implementing a Rigorous and Relevant Curriculum and Support Services: The district leader worked with district staff and 
stakeholders to implement a rigorous and relevant curriculum to prepare all students to be globally competitive for college and career 
readiness. In addition the district leader provided support services to promote stud
student academic success.              Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Implementing a Rigorous and Relevant Curriculum and Support Services  

 Curriculum for all students 
 Career and college readiness 
 Leadership for school community 
 MTSS 

 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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2.2 Supporting Rigorous and Relevant Instruction: The district leader worked with building leaders to ensure that the instructional 

guidelines are in place, teachers are following the distr  are implementing the curriculum with fidelity. 
The district leader worked with building leaders to ensure that all students have access to the core curriculum and that teachers differentiate 
instruction and interventions based on student test data results and other student information.      Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Supporting Rigorous and Relevant Instruction 

 Instructional models 
 Implementing models for all students 
 Systemic process 
 Consistent application for all students 

 
 
 
 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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2.3 Using an Assessment and Accountability System to Support Student Learning: The district leader ensured that there is a 

district-wide assessment plan that provides information about the progress of all students. Accountability expectations and results were 
communicated to all relevant stakeholders, and these results become part of the data used to evaluate the effectiveness of school and district 
programs, instruction, and student supports.            Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Using an Assessment Accountability System 

 Assessment data 
 Licensure data 
 Evaluative data 
 District expectations 
 Stakeholder engagement 

 Ineffective Developing Effective Highly Effective 
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DISTRICT LEADER EVALUATION RUBRICS 
 
 
Construct 3: Developing Staff 
The district leader will work to establish a professional learning community that is involved in the establishment of 
processes and systems for the support and evaluation of a high-performing diverse staff. Effective evaluation 
processes are implemented for all staff, supporting reflection, feedback and continuous growth. Demonstration of 

 
 
3.1 Establishing and Maintaining a Culture of Learning  
The district leader worked to establish a collaborative learning ethos with the common purpose throughout the 
district of achieving district learning goals. The district leader is a role model as a learner. The district leader built 
collective efficacy throughout the district by working with district and school leaders to celebrate district, school 
and individual accomplishments, contributions and efforts in reaching student learning goals. Key indicators 
include: communication of importance of learning for everyone; promotion of the message that learning is 
important for all students and staff; modeling behavior supporting individual learning. 
 
3.2 Establishing and Maintaining a Process for Staff Evaluations 
The district leader was responsible for establishing and maintaining a process for staff evaluations in a fair and 
effective manner to recognize excellence, support growth, and to identify the need for remediation. Key indicators 
include: use of a process for evaluation; creation of actionable feedback; formative and summative components to 
the process. 

 
3.3  Supporting Professional Learning  
The district leader analyzed district and school data to identify staffing needs, supports the delivery of needs-
based professional learning services, and uses evaluation data to monitor the impact of professional learning on 
student learning and professional practice. Appropriate and needed resources were made available to support 
and deliver a differentiated professional learning program. The district leader recognized that change takes time 
and requires ongoing support. Key indicators include: use of data to inform professional learning needs; support 
for professional learning for staff focused on supporting student growth and development; connections between 
analysis of collected data and the selection of/delivery of targeted professional learning; use data to evaluate 
impact of professional learning delivered. 

 
3.4 Building and Sustaining Capacity for Leadership Throughout the System 
The district leader implemented programs and strategies to build leadership capacity throughout the system. 
Leadership was encouraged, recognized and celebrated at all levels of district staffing. Every effort was made to 
ensure that leadership capacity is being emphasized and encouraged by all district staff in an effort to create 
sustainability for improving success with student learning goals. Key indicators include: identification of district 
leadership needs through the use of data; development of leadership capacities to ensure leadership 
sustainability; recognition and celebration of leadership successes.  
.  
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3.1 Establishing and Maintaining a Culture of Learning: The district leader worked to establish a collaborative learning ethos with the 
common purpose throughout the district of achieving district learning goals. The district leader is a role model as a learner. The district leader 
built collective efficacy throughout the district by working with district and school leaders to celebrate district, school and individual 
accomplishments, contributions and efforts in reaching student learning goals.        Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Establishing and Maintaining a Culture of Learning 

 External communication 
 Internal communication 
 Professional learning 
 Staff growth plans 

 
 
 
 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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3.2 Establishing and Maintaining a Process for Staff Evaluations: The district leader was responsible for establishing and maintaining a 

process for staff evaluations in a fair and effective manner to recognize excellence, support growth, and to identify the need for remediation. 
Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Establishing and Maintaining a Process for Staff Evaluations 

 Evaluation instrument 
 Evaluation system 
 Equal distribution 
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3.3 Supporting Professional Learning: The district leader analyzed district and school data to identify staffing needs, supports the delivery 
of needs-based professional learning services, and uses evaluation data to monitor the impact of professional learning on student learning and 
professional practice. Appropriate and needed resources were made available to support and deliver a differentiated professional learning 
program. The district leader recognized that change takes time and requires ongoing support.      Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Supporting Professional Learning 

 Data informed professional learning 
 Job-embedded professional learning 
 Multiple measures of data 
 District goals 
 District strategic plan 
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3.4 Building and Sustaining Capacity for Leadership Throughout the System: The district leader implemented programs and 
strategies to build leadership capacity throughout the system. Leadership was encouraged, recognized and celebrated at all levels of district 
staffing. Every effort was made to ensure that leadership capacity is being emphasized and encouraged by all district staff in an effort to create 
sustainability for improving success with student learning goals.         Goal 

 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Building Leadership Capacity 

 Leadership (district) capacity plan 
 Leadership (building) capacity plan 
 Staff input 
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DISTRICT LEADER EVALUATION RUBRICS 
 
Construct 4: Engaging Stakeholders and External Influencers 
The district leader will establish structures and processes that result in broad community engagement with all 
district stakeholders in promoting ownership for the district vision. This engagement will be with school and district 
staff, students, parents, school board members, community members, government leaders and business leaders. 

oficiency in engaging stakeholders, external influencers and supporting 
the board is evidenced by: 
 
4.1 Advocating for Education 
The district leader advocated for education and students at the local, state and national levels. The district leader 
provided information to allow others to be advocates themselves, and developed advocacy capacity within the 
district. Key indicators are: advocacy within the educational system to support educational policies; a 
communication process is in place to keep stakeholders informed of critical educational policies, procedures and 
requirements; the provision of updates with all appropriate laws, policies and procedures to the Board; building 
advocacy capacity across the district. 
 
 
4.2 Collaborating with the Local Community and Special Interest Groups 
The district leader consistently collaborated with staff and community members (including parents and special 
interest groups) and responds to diverse community interests and needs. This was a two-way process that both 
used community resources to support student development and learning, and provided district resources to 
support community projects. An active effort was made to create programs, initiatives and projects that utilize the 
resources of the community in support of student learning. The district leader attempted to use resources, 
facilities and expertise in providing support to community projects and initiatives. Key indicators are: the 
identification, solicitation and utilization of various community resources in meeting the student learning goals, the 
identification of community needs, interests and projects that the district could promote, support and serve as a 
collaborative partner. 
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4.1 Advocating for Education: The district leader advocated for education and students at the local, state and national levels. The district 
leader provided information to allow others to be advocates themselves, and developed advocacy capacity within the district.    Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Sources of Evidence for Advocating for Education 

 Internal policy design 
 External policy design 
 Advocacy opportunity 

 
 
 
 
 
 
 
 
 
 

 Ineffective Developing Effective Highly Effective 
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4.2 Collaborating with the Local Community and Special Interest Groups: The district leader consistently collaborated with staff and 
community members (including parents and special interest groups) and responded to diverse community interests and needs. This was a 
two-way process that both used community resources to support student development and learning, and provided district resources to support 
community projects. An active effort was made to create programs, initiatives and projects that utilize the resources of the community in 
support of student learning. The district leader attempted to use resources, facilities and expertise in providing support to community projects 
and initiatives.               Goal 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Sources of Evidence for Engaging the Local Community 
 Internal communication 
 External communication 
 Stakeholder engagement 
 Family engagement 

 Ineffective Developing Effective Highly Effective 

District Leader 67 May 2013



 

 
 

 
 

  

District Leader 68 May 2013



 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

  

 
KANSAS EDUCATOR EVALUATION PROTOCOL 

KEEP 
 
 
 

 
 
 
 

APPENDICES 

 

Appendices 69 May 2013



 

 

 
APPENDIX A 

KANSAS STATUTES 
Chapter 72 - Article 54  Contracts 
72-5413  
  
Title Teacher contracts; definitions.  
Description As used in this act and in acts amendatory thereof or supplemental thereto: (a) The term 

"persons" includes one or more individuals, organizations, associations, corporations, boards, 
committees, commissions, agencies, or their representatives. (b) "Board of education" means 
the state board of education pursuant to its authority under K.S.A. 76-1001a and 76-1101a, 
and amendments thereto, the board of education of any school district, the board of control of 
any area vocational-technical school and the board of trustees of any community college. (c) 
"Professional employee" means any person employed by a board of education in a position 
which requires a certificate issued by the state board of education or employed by a board of 
education in a professional, educational or instructional capacity, but shall not mean any such 
person who is an administrative employee and, commencing in the 2006-2007 school year, 
shall not mean any person who is a retirant from school employment of the Kansas public 
employees retirement system, regardless of whether an agreement between a board of 
education and an exclusive representative of professional employees that covers terms and 
conditions of professional service provides to the contrary. (d) "Administrative employee" 
means, in the case of a school district, any person who is employed by a board of education in 
an administrative capacity and who is fulfilling duties for which an administrator's certificate is 
required under K.S.A. 72-7513, and amendments thereto; and, in the case of an area 
vocational-technical school or community college, any person who is employed by the board 
of control or the board of trustees in an administrative capacity and who is acting in that 
capacity and who has authority, in the interest of the board of control or the board of trustees, 
to hire, transfer, suspend, layoff, recall, promote, discharge, assign, reward or discipline other 
employees, or responsibly to direct them or to adjust their grievances, or effectively to 
recommend a preponderance of such actions, if in connection with the foregoing, the exercise 
of such authority is not of a merely routine or clerical nature, but requires the use of 
independent judgment. (e) "Professional employees' organizations" means any one or more 
organizations, agencies, committees, councils or groups of any kind in which professional 
employees participate, and which exist for the purpose, in whole or part, of engaging in 
professional negotiation with boards of education with respect to the terms and conditions of 
professional service. (f) "Representative" means any professional employees' organization or 
any person it authorizes or designates to act in its behalf or any person a board of education 
authorizes or designates to act in its behalf. (g) "Professional negotiation" means meeting, 
conferring, consulting and discussing in a good faith effort by both parties to reach agreement 
with respect to the terms and conditions of professional service. (h) "Mediation" means the 
effort through interpretation and advice by an impartial third party to assist in reconciling a 
dispute concerning terms and conditions of professional service which arose in the course of 
professional negotiation between a board of education or its representatives and 
representatives of the recognized professional employees' organization. (i) "Fact-finding" 
means the investigation by an individual or board of a dispute concerning terms and 
conditions of professional service which arose in the course of professional negotiation, and 
the submission of a report by such individual or board to the parties to such dispute which 
includes a determination of the issues involved, findings of fact regarding such issues, and the 
recommendation of the fact-finding individual or board for resolution of the dispute. (j) "Strike" 
means an action taken for the purpose of coercing a change in the terms and conditions of 
professional service or the rights, privileges or obligations thereof, through any failure by 
concerted action with others to report for duty including, but not limited to, any work stoppage, 
slowdown, or refusal to work. (k) "Lockout" means action taken by a board of education to 
provoke interruptions of or prevent the continuity of work normally and usually performed by 
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the professional employees for the purpose of coercing professional employees into 
relinquishing rights guaranteed by this act and the act of which this section is amendatory. (l) 
(1) "Terms and conditions of professional service" means (A) salaries and wages, including 
pay for duties under supplemental contracts; hours and amounts of work; vacation allowance, 
holiday, sick, extended, sabbatical, and other leave, and number of holidays; retirement; 
insurance benefits; wearing apparel; pay for overtime; jury duty; grievance procedure; 
including binding arbitration of grievances; disciplinary procedure; resignations; termination 
and nonrenewal of contracts; reemployment of professional employees; terms and form of the 
individual professional employee contract; probationary period; professional employee 
appraisal procedures; each of the foregoing being a term and condition of professional 
service, regardless of its impact on the employee or on the operation of the educational 
system; (B) matters which relate to privileges to be granted the recognized professional 
employees' organization including, but not limited to, voluntary payroll deductions; use of 
school or college facilities for meetings; dissemination of information regarding the 
professional negotiation process and related matters to members of the bargaining unit on 
school or college premises through direct contact with members of the bargaining unit, the use 
of bulletin boards on or about the facility, and the use of the school or college mail system to 
the extent permitted by law; reasonable leaves of absence for members of the bargaining unit 
for organizational purposes such as engaging in professional negotiation and partaking of 
instructional programs properly related to the representation of the bargaining unit; any of the 
foregoing privileges which are granted the recognized professional employees' organization 
through the professional negotiation process shall not be granted to any other professional 
employees' organization; and (C) such other matters as the parties mutually agree upon as 
properly related to professional service including, but not limited to, employment incentive or 
retention bonuses authorized under K.S.A. 72-8246 and amendments thereto. (2) Nothing in 
this act, and amendments thereto, shall authorize the diminution of any right, duty or obligation 
of either the professional employee or the board of education which have been fixed by statute 
or by the constitution of this state. Except as otherwise expressly provided in this subsection 
(l), the fact that any matter may be the subject of a statute or the constitution of this state does 
not preclude negotiation thereon so long as the negotiation proposal would not prevent the 
fulfillment of the statutory or constitutional objective. (3) Matters which relate to the duration of 
the school term, and specifically to consideration and determination by a board of education of 
the question of the development and adoption of a policy to provide for a school term 
consisting of school hours, are not included within the meaning of terms and conditions of 
professional service and are not subject to professional negotiation. (m) "Secretary" means 
the secretary of labor or a designee thereof. (n) "Statutory declaration of impasse date" means 
June 1 in the current school year. (o) "Supplemental contracts" means contracts for 
employment duties other than those services covered in the principal or primary contract of 
employment of the professional employee and shall include, but not be limited to, such 
services as coaching, supervising, directing and assisting extracurricular activities, 
chaperoning, ticket-taking, lunchroom supervision, and other similar and related activities. 
History: L. 1970, ch. 284, § 1; L. 1976, ch. 314, § 1; L. 1977, ch. 248, § 1; L. 1979, ch. 226, § 
1; L. 1980, ch. 220, § 1; L. 1989, ch. 216, § 1; L. 1990, ch. 255, § 1; L. 2002, ch. 167, § 4; L. 
2004, ch. 179, § 94; L. 2006, ch. 143, § 4; L. 2009, ch. 72, § 1; July 1.  
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APPENDIX B 

KANSAS STATUTES 
Chapter 72 - Article 90  Evaluation of Certificated Personnel 
72-9001   
  
Title Legislative intent. 
Description 

 

 It is hereby declared that the legislative intent of this act is to provide for 
a systematic method for improvement of school personnel in their jobs 
and to improve the educational system of this state. History: L. 1973, 
ch. 281, § 1; July 1.  

 

  
72-9002  
  
Title Evaluation of licensed employees; definitions. 
Description As used in this act: (a) "Board" means the board of education of a school district, the 

governing authority of any nonpublic school offering any of grades kindergarten through 12 in 
accredited schools and the board of control of an area vocational-technical school. (b) "State 
board" means, in the case of school districts and nonpublic schools, the state board of 
education; and in the case of area vocational-technical schools, the state board of regents. 
(c) "Employees" means all licensed employees of school districts and of nonpublic schools 
and all instructional and administrative employees of area vocational-technical schools. (d) 
"School year" means the period from July 1 to June 30. (e) "Accredited" means accredited by 
the state board of education. History: L. 1973, ch. 281, § 2; L. 1979, ch. 233, § 1; L. 1981, ch. 
295, § 1; L. 1982, ch. 304, § 1; L. 1999, ch. 147, § 128; L. 2006, ch. 45, § 1; July 1. 

  
72-9003  

  
Title Policy of personnel evaluation; adoption; filing; forms; contents; time. 
Description Each board shall adopt a written policy of personnel evaluation procedure in accordance with 

K.S.A. 72-9002 et seq., and amendments thereto. Every policy so adopted shall: (a) Be 
prescribed in writing at the time of original adoption and at all times thereafter when any 
amendments are adopted. (b) Include evaluation procedures applicable to all employees. (c) 
Provide that all evaluations are to be made in writing and that evaluation documents and 
responses thereto are to be maintained in a personnel file for each employee for a period of 
not less than three years from the date each evaluation is made. (d) Except as provided 
herein, provide that every employee in the first two consecutive school years of employment 
shall be evaluated at least one time per semester by not later than the 60th school day of the 
semester. Any employee who is not employed for the entire semester shall not be required to 
be evaluated. During the third and fourth years of employment, every employee shall be 
evaluated at least one time each school year by not later than February 15. After the fourth 
year of employment, every employee shall be evaluated at least once in every three years 
not later than February 15 of the school year in which the employee is evaluated. History: L. 
1973, ch. 281, § 3; L. 1981, ch. 295, § 2; L. 1982, ch. 304, § 2; L. 1983, ch. 244, § 1; L. 2003, 
ch. 104, § 3; L. 2006, ch. 45, § 2; July 1. 

  
72-9004  
  
Title Evaluation policies; criteria; development; procedure; evaluation required prior to 

contract nonrenewal. 
Description Evaluation policies adopted under K.S.A. 72-9003, and amendments thereto, shall meet the 

following guidelines or criteria: (a) Consideration shall be given to the following employee 
attributes: Efficiency, personal qualities, professional deportment, ability, results and 
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performance, including improvement in the academic performance of pupils or students 
insofar as the evaluated employee has authority to cause such academic improvement, in the 
case of teachers, the capacity to maintain control of pupils or students, and such other 
matters as may be deemed material. (b) Community attitudes toward, support for and 
expectations with regard to educational programs shall be reflected. (c) The original policy 
and amendments thereto shall be developed by the board in cooperation with the persons 
responsible for making evaluations and the persons who are to be evaluated, and, to the 
extent practicable, consideration shall be given to comment and suggestions from other 
community interests. (d) Evaluations of the chief administrator employed by a board shall be 
made by the board. The board shall place primary responsibility upon members of the 
administrative staff in making evaluations of other employees. (e) Persons to be evaluated 
shall participate in their evaluations, and shall be afforded the opportunity for self-evaluation. 
(f) The contract of any person subject to evaluation shall not be nonrenewed on the basis of 
incompetence unless an evaluation of such person has been made prior to notice of 
nonrenewal of the contract and unless the evaluation is in substantial compliance with the 
board's policy of personnel evaluation procedure as filed with the state board in accordance 
with the provisions of K.S.A. 72-9003, and amendments thereto. History: L. 1973, ch. 281, § 
4; L. 1979, ch. 233, § 2; L. 1981, ch. 295, § 3; L. 1982, ch. 304, § 3; L. 1994, ch. 205, § 1; 
July 1. 

  
72-9005  
  
Title Evaluation documents; presentation to employee; acknowledgment; limited 

availability. 
Description Whenever any evaluation is made of an employee, the written document thereof shall be 

presented to the employee, and the employee shall acknowledge such presentation by his or 
her signature thereon. At any time not later than two (2) weeks after such presentation, the 
employee may respond thereto in writing. Except by order of a court of competent 
jurisdiction, evaluation documents and responses thereto shall be available only to the 
evaluated employee, the board, the appropriate administrative staff members designated by 
the board, the school board attorney upon request of the board, the state board of education 
as provided in K.S.A. 72-7515, the board and the administrative staff of any school to which 
such employee applies for employment, and other persons specified by the employee in 
writing to his or her board. History: L. 1973, ch. 281, § 5; L. 1979, ch. 233, § 3; July 1. 

  
72-9006  
  

Title  
Same; assistance from state board.  

 

Description Upon request of any board, the state board shall provide assistance in the preparation of 
policies of personnel evaluation or amendments thereto. History:   L. 1973, ch. 281, § 6; L. 
1982, ch. 304, § 4; L. 1999, ch. 147, § 129; L. 2003, ch. 104, § 4; July 1. 
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APPENDIX C 
ISLLC EDUCATIONAL LEADERSHIP POLICY STANDARDS: 

 
 ISLLC 2008 as adopted by the National Policy Board for Educational  

Administration (NPBEA) on December 12, 2007 
 
 Standard 1 
 An education leader promotes the success of every student by facilitating the development, 
 articulation, implementation, and stewardship of a vision of learning that is shared and 
 supported by all stakeholders. 
 Functions: 

A. Collaboratively develop and implement a shared vision and mission 
B. Collect and use data to identify goals, assess organizational effectiveness, and 

promote organizational learning 
C. Create and implement plans to achieve goals 
D. Promote continuous and sustainable improvement 
E. Monitor and evaluate progress and revise plans 

 
 Standard 2 
 An education leader promotes the success of every student by advocating, nurturing, and 
 sustaining a school culture and instructional program conducive to student learning and staff 
 professional growth. 
 Functions: 

A. Nurture and sustain a culture of collaboration, trust, learning, and high expectations 
B. Create a comprehensive, rigorous, and coherent curricular program 
C. Create a personalized and motivating learning environment for students 
D. Supervise instruction 
E. Develop assessment and accountability systems to monitor student progress 
F. Develop the instructional and leadership capacity of staff 
G. Maximize time spent on quality instruction 
H. Promote the use of the most effective and appropriate technologies to support 

teaching and learning 
I. Monitor and evaluate the impact of the instructional program 

 
 Standard 3 
 An education leader promotes the success of every student by ensuring management of  the 
 organization, operation, and resources for a safe, efficient, and effective learning  environment. 
 Functions: 

A. Monitor and evaluate the management and operational systems 
B. Obtain, allocate, align, and efficiently utilize human, fiscal, and technological 

resources 
C. Promote and protect the welfare and safety of students and staff 
D. Develop the capacity for distributed leadership 
E. Ensure teacher and organizational time is focused to support quality instruction and 

student learning 
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 Standard 4                                                                                                                                                                 
 An education leader promotes the success of every student by collaborating with faculty  and 
 community members, responding to diverse community interests and needs, and mobilizing 
 community resources. 
 Functions: 

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

social, and intellectual resources 
C. Build and sustain positive relationships with families and caregivers 
D. Build and sustain productive relationships with community partners 

 
 Standard 5 
 An education leader promotes the success of every student by acting with integrity, 
 fairness, and in an ethical manner. 
 Functions: 

A. Ensure a system of accountability  
B. Model principles of self-awareness, reflective practice, transparency, and ethical 

behavior 
C. Safeguard the values of  democracy, equity, and diversity 
D. Consider and evaluate the potential moral and legal consequences of decision-

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

schooling 
 
 Standard 6 
 An education leader promotes the success of every student by understanding, responding to, 
 and influencing the political, social, economic, legal and cultural context. 
 Functions: 

A. Advocate for children, families, and caregivers 
B. Act to influence local, district, state, and national decisions affecting student learning 
C. Assess, analyze, and anticipate emerging trends and initiatives in order to adapt 

leadership strategies 
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APPENDIX D 
INTASC MODEL CORE TEACHING STANDARDS: 

 
Council of Chief State School Officers (CCSSO) April 2011 

 
 
Standard 1: Learner Development: The teacher understands how learners grow and develop, recognizing 

that patterns of learning and development vary individually within and across the cognitive, linguistic, social, 
emotional, and physical areas, and designs and implements developmentally appropriate and challenging 
learning experiences. 

 
(This area aligns with 1.1 of the Teacher KEEP Rubric.) 

 

 
 

 

PERFORMANCES ESSENTIAL KNOWLEDGE 

 

1(a) The teacher regularly assesses individual and group 
performance in order to design and modify instruction to 

(cognitive, linguistic, social, emotional, and physical) and 
scaffolds the next level of development. 

1(b) The teacher creates developmentally appropriate 
instruction that takes into account individua
strengths, interests, and needs and that enables each 
learner to advance and accelerate his/her learning. 

1(c) The teacher collaborates with families, communities, 
colleagues, and other professionals to promote learner 
growth and development. 

 

1(d) The teacher understands how learning occurs-- how 
learners construct knowledge, acquire skills, and develop 
disciplined thinking processes--and knows how to use 
instructional strategies that promote student learning. 

1(e) The teacher understands that 
cognitive, linguistic, social, emotional, and physical 
development influences learning and knows how to make 

and needs. 

1(f) The teacher identifies readiness for learning, and 
understands how development in any one area may 
affect performance in others. 

1(g) The teacher understands the role of language and 
culture in learning and knows how to modify instruction to 
make language comprehensible and instruction relevant, 
accessible, and challenging. 

CRITICAL DISPOSITIONS 

 

and needs and is committed to using this information to 
 

as a basis for growth, and their misconceptions as 
opportunities for learning. 

1(j) The teacher takes responsibility for promoting 
 

1(k) The teacher values the input and contributions of 
families, colleagues, and other professionals in 

development. 
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Standard 2: Learning Differences: The teacher uses understanding of individual differences and diverse 
cultures and communities to ensure inclusive learning environments that enable each learner to meet high 
standards. 

 
(This area aligns with 1.2 of the Teacher KEEP Rubric.) 

 
PERFORMANCES ESSENTIAL KNOWLEDGE 

 

2(a) The teacher designs, adapts, and delivers 

strengths and needs and creates opportunities for 
students to demonstrate their learning in different ways. 

2(b) The teacher makes appropriate and timely 
provisions (e.g., pacing for individual rates of growth, 
task demands, communication, assessment, and 
response modes) for individual students with particular 
learning differences or needs. 

prior knowledge and experiences, allowing learners to 
accelerate as they demonstrate their understandings. 

2(d) The teacher brings multiple perspectives to the 

personal, family, and community experiences and 
cultural norms. 

2(e) The teacher incorporates tools of language 

development into planning and instruction, including 
strategies for making content accessible to English 
language learners and for evaluating and supporting their 
development of English proficiency. 

2(f) The teacher accesses resources, supports, and 

specialized assistance and services to meet particular 
learning differences or needs. 

 

2(g) The teacher understands and identifies differences 
in approaches to learning and performance and knows 

strengths to promote growth. 

2(h) The teacher understands students with exceptional 
needs, including those associated with disabilities and 
giftedness, and knows how to use strategies and 
resources to address these needs. 

2(i) The teacher knows about second language 
acquisition processes and knows how to incorporate 
instructional strategies and resources to support 
language acquisition. 

2(j) The teacher understands that learners bring assets 
for learning based on their individual experiences, 
abilities, talents, prior learning, and peer and social group 
interactions, as well as language, culture, family, and 
community values. 

2(k) The teacher knows how to access information about 
the values of diverse cultures and communities and how 

community resources into instruction. 

CRITICAL DISPOSITIONS 

 

2(l) The teacher believes that all learners can achieve at 
high levels and persists in helping each learner reach 
his/her full potential. 

2(m) The teacher respects learners as individuals with 
differing personal and family backgrounds and various 
skills, abilities, perspectives, talents, and interests. 

2(n) The teacher makes learners feel valued and helps 
them learn to value each other. 

2(o) The teacher values diverse languages and dialects 
and seeks to integrate them into his/her instructional 
practice to engage students in learning. 
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Standard 3: Learning Environments: The teacher works with others to create environments that support 
individual and collaborative learning, and that encourage positive social interaction, active engagement in 
learning, and self- motivation. 

 
(This area aligns with 1.3 of the Teacher KEEP Rubric.) 

 
PERFORMANCES ESSENTIAL KNOWLEDGE 

 

3(a) The teacher collaborates with learners, families, and 
colleagues to build a safe, positive learning climate of 
openness, mutual respect, support, and inquiry. 

3(b) The teacher develops learning experiences that 
engage learners in collaborative and self-directed 
learning and that extend learner interaction with ideas 
and people locally and globally. 

3(c) The teacher collaborates with learners and 

colleagues to develop shared values and expectations 
for respectful interactions, rigorous academic 
discussions, and individual and group responsibility for 
quality work. 

3(d) The teacher manages the learning environment to 
actively and equitably engage learners by organizing, 
allocating, and coordinating the resources of time, space, 

 

3(e) The teacher uses a variety of methods to engage 
learners in evaluating the learning environment and 
collaborates with learners to make appropriate 
adjustments. 

3(f) The teacher communicates verbally and nonverbally 
in ways that demonstrate respect for and responsiveness 
to the cultural backgrounds and differing perspectives 
learners bring to the learning environment. 

3(g) The teacher promotes responsible learner use of 
interactive technologies to extend the possibilities for 
learning locally and globally. 

3(h) The teacher intentionally builds learner 

capacity to collaborate in face-to-face and virtual 

environments through applying effective interpersonal 
communication skills. 

 

3(i) The teacher understands the relationship between 
motivation and engagement and knows how to design 
learning experiences using strategies that build learner 
self-direction and ownership of learning. 

3(j) The teacher knows how to help learners work 
productively and cooperatively with each other to achieve 
learning goals. 

3(k) The teacher knows how to collaborate with learners 
to establish and monitor elements of a safe and 
productive learning environment including norms, 
expectations, routines, and organizational structures. 

3(l) The teacher understands how learner diversity can 
affect communication and knows how to communicate 
effectively in differing environments. 

3(m) The teacher knows how to use technologies and 
how to guide learners to apply them in appropriate, safe, 
and effective ways. 

CRITICAL DISPOSITIONS 

 

3(n) The teacher is committed to working with learners, 
colleagues, families, and communities to establish 
positive and supportive learning environments. 

3(o) The teacher values the role of learners in promoting 

peer relationships in establishing a climate of learning. 

3(p) The teacher is committed to supporting learners as 
they participate in decision making, engage in 
exploration and invention, work collaboratively and 
independently, and engage in purposeful learning. 

3(q) The teacher seeks to foster respectful 
communication among all members of the learning 
community. 

3(r) The teacher is a thoughtful and responsive listener 
and observer. 
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Standard 4: Content Knowledge: The teacher understands the central concepts, tools of inquiry, and 
structures of the discipline(s) he or she teaches and creates learning experiences that make these aspects of 
the discipline accessible and meaningful for learners to assure mastery of the content. 

 
(This area aligns with 2.1 of the Teacher KEEP Rubric.) 

 
PERFORMANCES ESSENTIAL KNOWLEDGE 

 

4(a) The teacher effectively uses multiple 
representations and explanations that capture key ideas 
in the discipline, guide learners through learning 

of content standards. 

4(b) The teacher engages students in learning 
experiences in the discipline(s) that encourage learners 
to understand, question, and analyze ideas from diverse 
perspectives so that they master the content. 

4(c) The teacher engages learners in applying methods 
of inquiry and standards of evidence used in the 
discipline. 

4(d) The teacher stimulates learner reflection on prior 
content knowledge, links new concepts to familiar 
concepts, and makes connections to 

 

4(e) The teacher recognizes learner misconceptions in a 
discipline that interfere with learning, and creates 
experiences to build accurate conceptual understanding. 

4(f) The teacher evaluates and modifies instructional 
resources and curriculum materials for their 
comprehensiveness, accuracy for representing particular 
concepts in the discipline, and appropriateness for 
his/her learners. 

4(g) The teacher uses supplementary resources and 
technologies effectively to ensure accessibility and 
relevance for all learners. 

4(h) The teacher creates opportunities for students to 
learn, practice, and master academic language in their 
content. 

4(i) The teacher accesses school and/or district-based 

their primary language. 

 

4(j) The teacher understands major concepts, 

assumptions, debates, processes of inquiry, and ways of 
knowing that are central to the discipline(s) s/he teaches. 

4(k) The teacher understands common misconceptions 
in learning the discipline and how to guide learners to 
accurate conceptual understanding. 

4(l) The teacher knows and uses the academic 

language of the discipline and knows how to make it 
accessible to learners. 

4(m) The teacher knows how to integrate culturally 

knowledge. 

4(n) The teacher has a deep knowledge of student 

content standards and learning progressions in the 

discipline(s) s/he teaches. 

CRITICAL DISPOSITIONS 

 

4(o) The teacher realizes that content knowledge is not a 
fixed body of facts but is complex, culturally situated, and 
ever evolving. S/he keeps abreast of new ideas and 
understandings in the field. 

4(p) The teacher appreciates multiple perspectives 

 

analysis of these perspectives. 

4(q) The teacher recognizes the potential of bias in 

his/her representation of the discipline and seeks to 

appropriately address problems of bias. 

4(r) The teacher is committed to work toward each 
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Standard 5: Application of Content: The teacher understands how to connect concepts and use differing 
perspectives to engage learners in critical thinking, creativity, and collaborative problem solving related to 
authentic local and global issues. 

 
(This area aligns with 2.2 of the Teacher KEEP Rubric.) 

 

PERFORMANCES ESSENTIAL KNOWLEDGE 

 

5(a) The teacher develops and implements projects that 
guide learners in analyzing the complexities of an issue 
or question using perspectives from varied disciplines 
and cross-disciplinary skills (e.g., a water quality study 
that draws upon biology and chemistry to look at factual 
information and social studies to examine policy 
implications). 

5(b) The teacher engages learners in applying content 
knowledge to real world problems through the lens of 
interdisciplinary themes (e.g., financial literacy, 
environmental literacy). 

5(c) The teacher fa
and resources to maximize content learning in varied 
contexts. 

5(d) The teacher engages learners in questioning and 
challenging assumptions and approaches in order to 
foster innovation and problem solving in local and global 
contexts. 

in disciplinary and interdisciplinary contexts by creating 
meaningful opportunities to employ a variety of forms of 
communication that address varied audiences and 
purposes. 

5(f) The teacher engages learners in generating and 
evaluating new ideas and novel approaches, seeking 
inventive solutions to problems, and developing original 
work. 

diverse social and cultural perspectives that expand their 
understanding of local and global issues and create 
novel approaches to solving problems. 

5(h) The teacher develops and implements supports for 
learner literacy development across content areas. 

 

5(i) The teacher understands the ways of knowing in 
his/her discipline, how it relates to other disciplinary 
approaches to inquiry, and the strengths and limitations 
of each approach in addressing problems, issues, and 
concerns. 

5(j) The teacher understands how current 
interdisciplinary themes (e.g., civic literacy, health 
literacy, global awareness) connect to the core subjects 
and knows how to weave those themes into meaningful 
learning experiences. 

5(k) The teacher understands the demands of accessing 
and managing information as well as how to evaluate 
issues of ethics and quality related to information and its 
use. 

5(l) The teacher understands how to use digital and 
interactive technologies for efficiently and effectively 
achieving specific learning goals. 

5(m) The teacher understands critical thinking processes 
and knows how to help learners develop high level 
questioning skills to promote their independent learning. 

5(n) The teacher understands communication modes 
and skills as vehicles for learning (e.g., information 
gathering and processing) across disciplines as well as 
vehicles for expressing learning. 

5(o) The teacher understands creative thinking 
processes and how to engage learners in producing 
original work. 

5(p) The teacher knows where and how to access 
resources to build global awareness and understanding, 
and how to integrate them into the curriculum. 

CRITICAL DISPOSITIONS 
 

5(q) The teacher is constantly exploring how to use 
disciplinary knowledge as a lens to address local and 
global issues. 

5(r) The teacher values knowledge outside his/her own 
content area and how such knowledge enhances student 
learning. 

5(s) The teacher values flexible learning environments 
that encourage learner exploration, discovery, and 
expression across content areas. 
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Standard 6: Assessment: The teacher understands and uses multiple methods of assessment to engage 

making. 
(This area aligns with 3.2 of the Teacher KEEP Rubric.) 

 

PERFORMANCES ESSENTIAL KNOWLEDGE 

 

6(a) The teacher balances the use of formative and 
summative assessment as appropriate to support, verify, 
and document learning. 

6(b) The teacher designs assessments that match 
learning objectives with assessment methods and 
minimizes sources of bias that can distort assessment 
results. 

6(c) The teacher works independently and collaboratively 
to examine test and other performance data to 

planning. 

6(d) The teacher engages learners in understanding and 
identifying quality work and provides them with effective 
descriptive feedback to guide their progress toward that 
work. 

6(e) The teacher engages learners in multiple ways of 
demonstrating knowledge and skill as part of the 
assessment process. 

6(f) The teacher models and structures processes that 
guide learners in examining their own thinking and 
learning as well as the performance of others. 

6(g) The teacher effectively uses multiple and 
appropriate types of assessment data to identify each 
stu
learning experiences. 

6(h) The teacher prepares all learners for the demands 
of particular assessment formats and makes appropriate 
accommodations in assessments or testing conditions, 
especially for learners with disabilities and language 
learning needs. 

6(i) The teacher continually seeks appropriate ways to 
employ technology to support assessment practice both 
to engage learners more fully and to assess and address 
learner needs. 

 

6(j) The teacher understands the differences between 
formative and summative applications of assessment and 
knows how and when to use each. 

6(k) The teacher understands the range of types and 
multiple purposes of assessment and how to design, adapt, 
or select appropriate assessments to address specific 
learning goals and individual differences, and to minimize 
sources of bias. 

6(l) The teacher knows how to analyze assessment data to 
understand patterns and gaps in learning, to guide planning 
and instruction, and to provide meaningful feedback to all 
learners. 

6(m) The teacher knows when and how to engage learners 
in analyzing their own assessment results and in helping to 
set goals for their own learning. 

6(n) The teacher understands the positive impact of 
effective descriptive feedback for learners and knows a 
variety of strategies for communicating this feedback. 

6(o) The teacher knows when and how to evaluate and 
report learner progress against standards. 

6(p) The teacher understands how to prepare learners for 
assessments and how to make accommodations in 
assessments and testing conditions, especially for learners 
with disabilities and language learning needs. 

CRITICAL DISPOSITIONS 
 

6(q) The teacher is committed to engaging learners actively 
in assessment processes and to de
capacity to review and communicate about their own 
progress and learning. 

6(r) The teacher takes responsibility for aligning instruction 
and assessment with learning goals. 

6(s) The teacher is committed to providing timely and 
effective descriptive feedback to learners on their progress. 

6(t) The teacher is committed to using multiple types of 
assessment processes to support, verify, and document 
learning. 

6(u) The teacher is committed to making accommodations 
in assessments and testing conditions, especially for 
learners with disabilities and language learning needs. 

6(v) The teacher is committed to the ethical use of various 
assessments and assessment data to identify learner 
strengths and needs to promote learner growth. 
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Standard 7: Planning for Instruction: The teacher plans instruction that supports every student in meeting 
rigorous learning goals by drawing upon knowledge of content areas, curriculum, cross-disciplinary skills, and 
pedagogy, as well as knowledge of learners and the community context. 

 
(This area aligns with 3.1 of the Teacher KEEP Rubric.) 

 
PERFORMANCES ESSENTIAL KNOWLEDGE 

 

7(a) The teacher individually and collaboratively selects 
and creates learning experiences that are appropriate for 
curriculum goals and content standards, and are relevant 
to learners. 

learning goals, choosing appropriate strategies and 
accommodations, resources, and materials to 
differentiate instruction for individuals and groups of 
learners. 

7(c) The teacher develops appropriate sequencing of 
learning experiences and provides multiple ways to 
demonstrate knowledge and skill. 

7(d) The teacher plans for instruction based on formative 
and summative assessment data, prior learner 
knowledge, and learner interest. 

7(e) The teacher plans collaboratively with professionals 
who have specialized expertise (e.g., special educators, 
related service providers, language learning specialists, 
librarians, media specialists) to design and jointly deliver 
as appropriate learning experiences to meet unique 
learning needs. 

7(f) The teacher evaluates plans in relation to short- and 
long-range goals and systematically adjusts plans to 

learning. 

 

7(g) The teacher understands content and content 
standards and how these are organized in the 
curriculum. 

7(h) The teacher understands how integrating 
crossdisciplinary skills in instruction engages learners 
purposefully in applying content knowledge. 

7(i) The teacher understands learning theory, human 
development, cultural diversity, and individual differences 
and how these impact ongoing planning. 

7(j) The teacher understands the strengths and needs of 
individual learners and how to plan instruction that is 
responsive to these strengths and needs. 

7(k) The teacher knows a range of evidence-based 
instructional strategies, resources, and technological 
tools and how to use them effectively to plan instruction 
that meets diverse learning needs. 

7(l) The teacher knows when and how to adjust plans 
based on assessment information and learner 
responses. 

7(m) The teacher knows when and how to access 
resources and collaborate with others to support student 
learning (e.g., special educators, related service 
providers, language learner specialists, librarians, media 
specialists, community organizations). 

CRITICAL DISPOSITIONS 

 

and needs and is committed to using this information to 
plan effective instruction. 

7(o) The teacher values planning as a collegial activity 
that takes into consideration the input of learners, 
colleagues, families, and the larger community. 

7(p) The teacher takes professional responsibility to use 
short- and long-term planning as a means of assuring 
student learning. 

7(q) The teacher believes that plans must always be 
open to adjustment and revision based on learner needs 
and changing circumstances. 
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Standard 8: Instructional Strategies: The teacher understands and uses a variety of instructional strategies 
to encourage learners to develop deep understanding of content areas and their connections, and to build 
skills to apply knowledge in meaningful ways. 

 
(This area aligns with 3.3 of the Teacher KEEP Rubric.) 

 
PERFORMANCES ESSENTIAL KNOWLEDGE 

 

8(a) The teacher uses appropriate strategies and 
resources to adapt instruction to the needs of individuals 
and groups of learners. 

8(b) The teacher continuously monitors student learning, 
engages learners in assessing their progress, and 
adjusts instruction in response to student learning needs. 

8(c) The teacher collaborates with learners to design and 
implement relevant learning experiences, identify their 
strengths, and access family and community resources 
to develop their areas of interest. 

8(d) The teacher varies his/her role in the instructional 
process (e.g., instructor, facilitator, coach, audience) in 
relation to the content and purposes of instruction and 
the needs of learners. 

8(e) The teacher provides multiple models and 
representations of concepts and skills with opportunities 
for learners to demonstrate their knowledge through a 
variety of products and performances. 

8(f) The teacher engages all learners in developing 
higher order questioning skills and metacognitive 
processes. 

8(g) The teacher engages learners in using a range of 
learning skills and technology tools to access, interpret, 
evaluate, and apply information. 

8(h) The teacher uses a variety of instructional strategies 

speaking, listening, reading, writing, and other modes. 

8(i) The teacher asks questions to stimulate discussion 
that serves different purposes (e.g., probing for learner 
understanding, helping learners articulate their ideas and 
thinking processes, stimulating curiosity, and helping 
learners to question). 

 

8(j) The teacher understands the cognitive processes 
associated with various kinds of learning (e.g., critical 
and creative thinking, problem framing and problem 
solving, invention, memorization and recall) and how 
these processes can be stimulated. 

8(k) The teacher knows how to apply a range of 
developmentally, culturally, and linguistically appropriate 
instructional strategies to achieve learning goals. 

8(l) The teacher knows when and how to use appropriate 
strategies to differentiate instruction and engage all 
learners in complex thinking and meaningful tasks. 

8(m) The teacher understands how multiple forms of 
communication (oral, written, nonverbal, digital, visual) 
convey ideas, foster self expression, and build 
relationships. 

8(n) The teacher knows how to use a wide variety of 
resources, including human and technological, to engage 
students in learning. 

8(o) The teacher understands how content and skill 
development can be supported by media and technology 
and knows how to evaluate these resources for quality, 
accuracy, and effectiveness. 

CRITICAL DISPOSITIONS 
 

8(p) The teacher is committed to deepening awareness 
and understanding the strengths and needs of diverse 
learners when planning and adjusting instruction. 

8(q) The teacher values the variety of ways people 
communicate and encourages learners to develop and 
use multiple forms of communication. 

8(r) The teacher is committed to exploring how the use of 
new and emerging technologies can support and 
promote student learning. 

8(s) The teacher values flexibility and reciprocity in the 
teaching process as necessary for adapting instruction to 
learner responses, ideas, and needs. 
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Standard 9: Professional Learning and Ethical Practice: The teacher engages in ongoing professional 
learning and uses evidence to continually evaluate his/her practice, particularly the effects of his/her choices 
and actions on others (learners, families, other professionals, and the community), and adapts practice to 
meet the needs of each learner. 

 
(This area aligns with 4.1 of the Teacher KEEP Rubric.) 

 
PERFORMANCES ESSENTIAL KNOWLEDGE 

 

9(a) The teacher engages in ongoing learning 
opportunities to develop knowledge and skills in order to 
provide all learners with engaging curriculum and 
learning experiences based on local and state standards. 

9(b) The teacher engages in meaningful and appropriate 
professional learning experiences aligned with his/her 
own needs and the needs of the learners, school, and 
system. 

9(c) Independently and in collaboration with colleagues, 
the teacher uses a variety of data (e.g., systematic 
observation, information about learners, research) to 
evaluate the outcomes of teaching and learning and to 
adapt planning and practice. 

9(d) The teacher actively seeks professional, community, 
and technological resources, within and outside the 
school, as supports for analysis, reflection, and problem-
solving. 

9(e) The teacher reflects on his/her personal biases and 
accesses resources to deepen his/her own 
understanding of cultural, ethnic, gender, and learning 
differences to build stronger relationships and create 
more relevant learning experiences. 

9(f) The teacher advocates, models, and teaches safe, 
legal, and ethical use of information and technology 
including appropriate documentation of sources and 
respect for others in the use of social media. 

 

9(g) The teacher understands and knows how to use a 
variety of self-assessment and problem-solving 
strategies to analyze and reflect on his/her practice and 
to plan for adaptations/adjustments. 

9(h) The teacher knows how to use learner data to 
analyze practice and differentiate instruction accordingly. 

9(i) The teacher understands how personal identity, 
worldview, and prior experience affect perceptions and 
expectations, and recognizes how they may bias 
behaviors and interactions with others. 

rights and teacher responsibilities (e.g., for educational 
equity, appropriate education for learners with 
disabilities, confidentiality, privacy, appropriate treatment 
of learners, reporting in situations related to possible 
child abuse). 

9(k) The teacher knows how to build and implement a 
plan for professional growth directly aligned with his/her 
needs as a growing professional using feedback from 
teacher evaluations and observations, data on learner 
performance, and school- and system-wide priorities. 

CRITICAL DISPOSITIONS 

 

9(l) The teacher takes responsibility for student learning 
and uses ongoing analysis and reflection to improve 
planning and practice. 

9(m) The teacher is committed to deepening 
understanding of his/her own frames of reference (e.g., 
culture, gender, language, abilities, ways of knowing), 
the potential biases in these frames, and their impact on 
expectations for and relationships with learners and their 
families. 

9(n) The teacher sees him/herself as a learner, 
continuously seeking opportunities to draw upon current 
education policy and research as sources of analysis and 
reflection to improve practice. 

9(o) The teacher understands the expectations of the 
profession including codes of ethics, professional 
standards of practice, and relevant law and policy. 
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Standard 10: Leadership and Collaboration: The teacher seeks appropriate leadership roles and 
opportunities to take responsibility for student learning, to collaborate with learners, families, colleagues, other 
school professionals, and community members to ensure learner growth, and to advance the profession. 

 
(This area aligns with 4.2 of the Teacher KEEP Rubric.) 

 
PERFORMANCES ESSENTIAL KNOWLEDGE 

 

10(a) The teacher takes an active role on the 
instructional team, giving and receiving feedback on 
practice, examining learner work, analyzing data from 
multiple sources, and sharing responsibility for decision 
making and acco  

10(b) The teacher works with other school professionals 
to plan and jointly facilitate learning on how to meet 
diverse needs of learners. 

10(c) The teacher engages collaboratively in the 
schoolwide effort to build a shared vision and supportive 
culture, identify common goals, and monitor and evaluate 
progress toward those goals. 

10(d) The teacher works collaboratively with learners and 
their families to establish mutual expectations and 
ongoing communication to support learner development 
and achievement. 

10(e) Working with school colleagues, the teacher builds 
ongoing connections with community resources to 
enhance student learning and well being. 

10(f) The teacher engages in professional learning, 
contributes to the knowledge and skill of others, and 
works collaboratively to advance professional practice. 

10(g) The teacher uses technological tools and a variety 
of communication strategies to build local and global 
learning communities that engage learners, families, and 
colleagues. 

10(h) The teacher uses and generates meaningful 
research on education issues and policies. 

10(i) The teacher seeks appropriate opportunities to 
model effective practice for colleagues, to lead 
professional learning activities, and to serve in other 
leadership roles. 

10(j) The teacher advocates to meet the needs of 
learners, to strengthen the learning environment, and to 
enact system change. 

10(k) The teacher takes on leadership roles at the 

school, district, state, and/or national level and advocates 
for learners, the school, the community, and the 
profession. 

 

10(l) The teacher understands schools as organizations 
within a historical, cultural, political, and social context 
and knows how to work with others across the system to 
support learners. 

10(m) The teacher understands that alignment of family, 
school, and community spheres of influence enhances 
student learning and that discontinuity in these spheres 
of influence interferes with learning. 

10(n) The teacher knows how to work with other adults 
and has developed skills in collaborative interaction 
appropriate for both face-to-face and virtual contexts. 

10(o) The teacher knows how to contribute to a common 
culture that supports high expectations for student 
learning. 

CRITICAL DISPOSITIONS 
 

10(p) The teacher actively shares responsibility for 
shaping and supporting the mission of his/her school as 
one of advocacy for learners and accountability for their 
success. 

expectations and seeks to work collaboratively with 
learners and families in setting and meeting challenging 
goals. 

10(r) The teacher takes initiative to grow and develop 
with colleagues through interactions that enhance 
practice and support student learning. 

10(s) The teacher takes responsibility for contributing to 
and advancing the profession. 

10(t) The teacher embraces the challenge of continuous 
improvement and change. 
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First Name Affiliation Committee 
Tammy Austin USD 501 Topeka Building Leader 
Katherine Bassett Educational Testing Service Teacher 
Joe Beffer USD 445 Coffeyville Teacher 
Damian Bettebenner National Education Policy Center   
Sam Blubaugh USD 503 Parsons Teacher 
Laurie Boyd USD 500 Kansas City Building Leader 
Henry Braun Boston College   
Larry Brayton USD 501 Topeka Teacher 
Destry Brown USD 250 Pittsburg District Leader 
Michelle Broxterman USD 250 Pittsburg Teacher 
John Burke USD 261 Haysville District Leader 
Laura Caillouet-Weiner USD 257 Iola Teacher 
Max Clark USD 331 Kingman-Norwich Building Leader 
Clim Clayburn Emporia State University Building Leader 
Susan Clayton USD 424 Mullinville Teacher 
Nicole Cobb Educational Testing Service Teacher 
Pamela Coleman Kansas State Department of Education Teacher 
Clint Corby USD 424 Mullinville Teacher 
Norma Cregan Kansas State Department of Education Teacher 
Mary Devin Kansas State University District Leader 
Dustin Dick USD 501 Topeka Building Leader 
Jeanne Duncan Kansas State Department of Education Building Leader, Teacher 
Peg Dunlap Kansas National Education Association Teacher 
Steve Dunn Newman University Teacher 
Craig Elliott United School Administrators District Leader 
Mark Evans USD 385 Andover District Leader 
Lana Evans USD 480 Liberal Teacher 
Julie Ford Kansas State Department of Education District Leader 
Brian Foreman USD 445 Coffeyville Building Leader 
Glenn Fortmayer USD 247 Cherokee District Leader 
Harold Frye Baker University District Leader 
Kelly Gentry USD 417 Morris Building Leader 
Guy Glidden Newman University Building Leader 
Laura Goe Educational Testing Service Teacher 
Cindy Goering USD 290 Ottawa Building Leader 
Curt Graves USD 503 Parsons Building Leader 
Diane Gross USD 480 Liberal District Leader 
Sandy Guidry Kansas State Department of Education Building Leader 
Shirley Hall Educational Testing Service Building Leader 
Jerry Hamm USD 445 Coffeyville Building Leader 
Melanie Haster USD 475 Geary County Building Leader 

APPENDIX E 
KANSAS EDUCATOR EVALUATION PROJECT DESIGN PARTICIPANTS 

2010-11 
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First Name Affiliation Committee 
Betty Hawley USD 257 Iola Teacher 
Susan Helbert  Kansas Department of Education Building & District Leader 
Amy Hogan Ottawa University Building Leader 
Joan Houghton Kansas State Department of Education Teacher 
Heidi Howard USD 331 Kingman-Norwich Teacher 
Teri Howard USD 290 Ottawa Teacher 
Jim Jackson Educational Testing Service District Leader 
Greg Jones Kansas National Education Association Building Leader 
Jarius Jones USD 500 Kansas City Teacher 
Chelle Kemper Kansas State Department of Education Building Leader 
Shelly Kiblinger USD 457 Garden City District Leader 
Mike King USD 443 Dodge City Building Leader 
Angelique Kobler USD 497 Lawrence District Leader 
Retta Kramer USD 475 Geary County Teacher 
Rick Kraus USD 308 Hutchinson Teacher 
Cynthia Lane USD 500 Kansas City District Leader 
Rita Lesser USD 343 Perry-Lecompton Teacher 
Roberta Lewis USD 234 Fort Scott Teacher 
Rebecca Logan USD 247 Cherokee Teacher 
Clara Martin USD 331 Kingman-Norwich Teacher 
Jean McCally USD 290 Ottawa District Leader 
Mike Meier Baker University Building Leader 
Debbie Mercer Kansas State University Teacher 
Teresa Miller Kansas State University Building Leader 
Verna Mines USD 352 Goodland Building Leader 
Robert Moody Fort Hays State University District Leader 
David Myers USD 409 Atchison Teacher 
Carla Nolan USD 501 Topeka Building Leader 
Lois Orth-Lopes USD 497 Lawrence Teacher 
Deborah Perbeck USD 501 Topeka Building Leader 
Mary Porterfield USD 352 Goodland Teacher 
Kathy Preheim USD 398 Peabody-Burns Teacher 
Jenny Prichard USD 501 Topeka, K-ACTE Teacher 
Ben Proctor USD 247 Cherokee Building Leader 
Eric Punswick USD 453 Leavenworth District Leader 
Kathy Ramsour USD 443 Dodge City Building Leader 
Ed Raymond USD 259 Wichita District Leader 
Cheryl Reding Benedictine College Building Leader 
Myron Regier USD 261 Haysville Building Leader 
John Rhodes Friends University Teacher 
Colleen Riley Kansas State Department of Education   
Tim Robertson USD 398 Peabody-Burns Building Leader 
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First Name Affiliation Committee 
Mindy Salmans Fort Hays State University Building Leader 
Carolyn Schmitt Kansas National Education Association Teacher 
Steve Schreiner Educational Testing Service District Leader, Teacher 
Denise Seguine USD 259 Wichita District Leader 
Clint Shipley USD 261 Haysville Teacher 
Howard Shuler Kansas State Department of Education District Leader 
Donna Sill USD 480 Liberal Building Leader 
Jeff Spangler USD 247 Cherokee Building Leader 
Julie Stegman USD 443 Dodge City Teacher 
Dan Stiffler USD 261 Haysville Teacher 
Ed Streich Pittsburg State University District Leader 
Ward Symons Kansas National Education Association District Leader 
Bethany Teppe Baker University Teacher 
Patrick Terry Wichita State University Building Leader 
Shauna Tinich USD 261 Haysville Teacher 
Cindy Tocci Educational Testing Service Building Leader 
Ron Walker USD 475 Geary County District Leader 
Rex Watson USD 398 Peabody-Burns District Leader 
Larry Wheeles Kansas State Department of Education Building Leader 
Patsy Whiteford USD 308 Hutchinson Teacher 
Mary Whiteside USD 259 Wichita Building Leader 
Kevin Wiles USD 503 Parsons Teacher 
Brad Wilson USD 453 Leavenworth Building Leader 
Caroline Wylie Educational Testing Service Teacher 
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GLOSSARY 
 

Analysis  examination of a thing to determine its parts. 
 
Artifacts  examples of educator and/or student work used to determine the quality of professional practice. 
Instructional artifacts may include lesson plans, assignments, scoring rubrics and student work.  
 Artifacts listed are 

 A list of examples or suggested artifacts not all required 
 Artifacts not mentioned on this list can be added as a result of the preconference with the 

administrator 
 Artifacts to be collected are not the sole responsibility of the educator or evaluator, but a 

combination of both 
 Artifacts can be used for multiple constructs and would not be required to be duplicated 

 
Assessment  

Formative -  
prior to the graded Summative Assessment. (Informing teachers of what students are learning during 
instruction. Examples: formative test, peer evaluation, observation, questioning, exit card, portfolio check, 
quiz, journal entry, self-evaluation. 

  
Summative  nowledge (facts), understandings 
(concepts and principles), and skills used for the purpose of a final grade, decision, or report that causes 
teachers to align formative and pre-
or have learned: Examples: unit test, benchmark test, performance task, product/exhibit, demonstration, 
portfolio review, etc.)  
 

Best practices  techniques or methodologies that, through experience and research, have proven to lead 
reliably to a desired result.  
 
Collaboration  an interactive process that enables educators with diverse expertise to work together as equals 
and engage in shared decision making toward mutually defined goals. 
 
Content  subject matter or discipline that educators are being prepared to teach at the elementary, middle 
and/or secondary levels. Content also refers to the professional field of study (e.g., special education, early 
childhood education, school psychology, reading, or school administration). 
 
Content knowledge  concepts, principles, relationships, processes and application a student should know 
within a given academic subject appropriate for their developmental age/grade level. 
 
Co-teaching  the practice of having two or more educators in a classroom, delivering or assisting in the daily 
lesson. 
 
Cross-curricular  a conscious effort to apply knowledge, principles, and/or values to more than one academic 
discipline simultaneously. The disciplines may be related through a central theme, issue, problem, process, topic, 
or experience.  The organizational structure of interdisciplinary/cross-curricular teaching is called a theme, 
thematic unit, project based learning or unit, which is a framework with goals/outcomes that specify what students 
are expected to learn as a result of the experiences and lessons that are a part of the unit. 
 
Curriculum  courses, experiences, and assessments, necessary to prepare students at a specific 
grade/developmental level. 
 
Data  factual information, often in the form of facts or figures, used as a basis for making decisions or drawing 
inferences.   
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Diversity  differences among groups of people and individuals based on ethnicity, race, socio-economic status, 
gender, exceptionalities, language and geographical area.  
 
Educator ID Number  number generated by KSDE assigned to each licensed educator printed on license and 
can be found by entering name and social security number into Licensure Look-up located on the KSDE website 
at https://svapp15586.ksde.org/TLL/SearchLicense.aspx. 
 
Ethnicity  physical and cultural characteristics that make a social group distinctive. These characteristics may 
include, but are not limited to, national origin, ancestry, language, shared history, traditions, values, and symbols 
 all of which contribute to a sense of distinctiveness among members of the group. 

 
Evaluator  one who examines or judges carefully to appraise. 
 
Evaluation  a systematic determination of merit and significance, of someone using criteria against a set of 
standards. 
 
Exceptionalities  physical, mental, or emotional conditions, including gifted/talented abilities that require 
individualized instruction and/or other educational support or services.  
 
Fairness  The commitment demonstrated in striving to meet the educational needs of all students in a caring, 
non-discriminatory, and equitable manner.  
 
Feedback  when observation results in output that is returned, or fed-back, to modify the next action.  

Informal  often consists of conversations between the evaluator and the employee. These sessions 
occur on a more regular basis than formal feedback sessions. Peers can provide informal feedback in the 
form of peer rewards or a verbal acknowledgment. This form of feedback gives the employee an 
immediate sense of job performance. 

Formal  planned feedback gathering sessions take place on a previously agreed to review cycle. The 
school determines the timeline according to its performance management plans. When a formal feedback 
session takes place, evaluators document the outcome of the session and share outcomes with teacher. 
The documentation then goes into the personnel file of the person being evaluated. 

Goal  an area of focus during an evaluation cycle based on one to four components on which the educator is 
being evaluated. 

IEP  individual educational plan is a document that delineates special education services for students with 
special-needs. The IEP includes any modifications that are required in the classroom and any additional programs 
or services.  
 
Individual Growth Plan  Optional  for educators needing more intensive supervision or direction for 
professional improvement. 
 
Inclusive education  refers to the education of each student in the least restrictive environment to the maximum 
extent appropriate.  
 
Instructional practice  techniques, methods, processes and strategies that are used in the art of teaching. 
Best, or research-based, refers to those instructional practices that have proven themselves over time to 
accomplish a given task.  
 
InTASC Standards  The Interstate Teaching and Support Consortium has developed a standards-based model 
around four general categories to support schools and states in defining effective teaching. 
 
ISLLC  the Interstate School Leaders Licensure Consortium Standards reflect research based guidance and 
insight about the traits, functions of work and responsibilities of building and district leaders. 
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Itinerant teacher  a teacher that travels, teaching in more than one school. Often refers to special education 
teachers and other professionals that are licensed in a particular field. 
 
Learner  refers to anyone who is learning: student, pupil, apprentice, trainee, teacher, leader. 
 
Licensure  The official recognition by a state governmental agency that an individual has met certain 
qualifications specified by the state and is, therefore, approved to practice in an occupation as a professional.  
 
Log  a journal completed by an educator containing information and contributions relevant to their area and 
documenting progress on previously agreed upon goals and objectives.   
 
Mentor  an educational colleague who shares his or her expertise with a colleague of similar career or field of 
study aspirations.  
 
Mentoring program  a program in which high-quality educators pair with new to the profession educators for a 
period of at least one school year for support and collaboration. 
 
Multiple Measures  a term used to look at various measures of student growth, in addition to the state 
assessments.  
 
Observation    

Informal  is aligned with components and rubrics, last one to 30 minutes, may include a pre-
conference and should include feedback. 
 
Formal  is aligned with components and rubrics, last 30 minutes to a full class period, includes a 
pre-conference and face-to-face post observation feedback. 

 
Outcomes  are defined in terms of the knowledge, skills, and abilities that students and teachers have attained 
as a result of their involvement in a particular set of educational experiences. 
 
Pedagogical content knowledge  Pedagogical content knowledge identifies the distinctive bodies of 
knowledge for teaching. It represents the blending of content and pedagogy into an understanding of how 
particular topics, problems or issues are organized, represented, and adapted to the diverse interests and abilities 
of learners, and presented for instruction.  
 
Peer coach  Peer coaching is a partnership between teachers in a nonjudgmental environment built around a 
collaborative and reflective dialogue. It is a confidential process through which instructors share their expertise 
and provide one another with feedback, support, and assistance for the purpose of enhancing learning by refining 
present skills, learning new skills, and/or solving classroom-related problems. 
 
Performance criteria  Qualities or levels of educator proficiency that are used to evaluate performance, as 
specified in scoring guides such as descriptions or rubrics.  
 
Performance levels  (see definition on page 5) 
  Highly effective 
  Effective 
  Developing 
  Ineffective 
 
Plan of assistance  a strategy for professional learning and growth designed to address an  
deficiencies in meeting designated performance standards, based on the results of an evaluation. The plan of 
assistance should indicate goals and objectives for improvement, an action plan for improvement, what staff and 
resources are available, the timeline for development activities, benchmarks for ensuring that professional growth 
is occurring, and measures for verifying achievement of the goals and objectives. 
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Post-observation conference  Teacher reflection and evaluator feedback following the formal observation. 
Face-to-face is required.  
 
Pre-observation conference  Setting the stage for the formal observation. Does not need to be face-to-face.  
 
Reflection  examination of professional practices.  
 
Related service providers  any person or agency providing support to a student identified for special education 
from the following list of services: Assistive Technology; Audiology; Counseling Services; Early Identification; 
Medical diagnostic services; Occupational Therapy; Orientation and Mobility; Parent Counseling and Training; 
Physical Therapy; Psychological Services; Recreation Therapy; Rehabilitation Counseling; School Health 
Services; Social Work Services; Speech-Language Pathology; Transition Services; and Transportation. 
 
Repository  the secure electronic workspace for managing the KEEP evaluation system. 
 
Rubric  a chart composed of criteria for evaluation and levels of fulfillment of those criteria. A rubric allows for 
standardized evaluation according to specified criteria.  
 
Standards  adopted by the state board that specify the knowledge, competencies, and skills necessary to 
perform in a particular role or position. 
 
Summary rating  overall rating of the level of performance based on the professional judgment of the evaluator 
considering all evidence and artifacts in the evaluation. 
 
Technology  includes a range of hardware and software tools educators can use to enhance instruction.  Refers 
specifically to electronic equipment.  Examples would include smart boards, document cameras, web-based 
media, calculators, media devices, cameras [video and still], adaptive technology devices, robotics, etc. 
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